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Abstract: The main objective of this study is to test the explanatory power of
the expanded cultural intelligence (CQ) scale and its 11 sub-dimensions in
predicting expatriation intention (EI) in comparison to the four primary CQ
dimensions. We exemplarily outline the theoretical advancement that is
possible when focusing on the associations between the CQ sub-dimensions
with EI. Based on samples of business students from Germany, the USA and
China and using regression analysis and necessary condition analysis, our
results indicate that the CQ dimensions are relevant determinants of EI,
explaining variance over and above established determinants. Moreover,
the results show that the CQ sub-dimensions explain more variance in EI than
the four primary dimensions and offer potential to advance theorising in the
field.
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1

Introduction

The majority of researchers refer to cultural intelligence (CQ) as an individual’s
capability to adapt effectively to, and function effectively in, new cultural contexts
(Earley and Ang, 2003; Andresen and Bergdolt, 2016). While various measures are
available to assess CQ (e.g. Thomas et al., 2015; Alon et al., 2016), the CQ scale (Ang
et al., 2007) is the measure that has been used most often in previous empirical studies
(Matsumoto and Hwang, 2013). In this scale CQ is conceptualised as a multidimensional
construct, consisting of four dimensions (i.e. cognitive CQ, metacognitive CQ,
motivational CQ and behavioural CQ). Van Dyne et al. (2012) introduced a more finegrained measure of CQ, the 37-item expanded CQ scale (E-CQS), which decomposes the
four primary CQ dimensions into 11 sub-dimensions, allowing for a more nuanced
assessment of CQ. We argue that these more specific facets of CQ are better able to
explain relevant outcomes and therewith show a higher potential for theory building in
the field. To exemplify and evaluate the utility of the E-CQS for theorising in a crosscultural context, the present study examines the association between CQ and expatriation
intention (EI).

Expanded CQS and expatriation intention
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Expatriates, employees who are sent from their company to live and work in another
country for a period of two or more years (Caligiuri, 2000), are seen as key in managing
the international operations of firms (Collings et al., 2007), which is why understanding
EI is so important (McEvoy and Buller, 2013). EI refers to an individual’s anticipation
and subjective probability to work as an expatriate in the future (e.g. Remhof et al., 2013;
Engle et al., 2015). Authors have identified various determinants of EI. In addition to
external factors related to the country and organisational environment of the EI
endeavour (e.g. Bader et al., 2015; Pinto et al., 2017), studies have examined the
association with personality, international experiences and CQ (e.g. Tharenou, 2003; Mol
et al., 2009; Remhof et al., 2013). The collective results of prior studies indicate that
individuals’ CQ is positively associated with EI (Schlägel et al., 2017). Previous studies
that used the CQ scale and the four CQ dimensions have shown that motivational CQ is
most strongly associated with EI (Kim and Froese, 2012; Huff, 2013; Engle et al., 2015;
Schlägel and Sarstedt, 2016). In contrast, there is less support for the association of other
dimensions of CQ with EI, for instance metacognitive CQ.
Motivational CQ refers to individuals’ capability to direct attention and energy
towards learning about and functioning in situations that are characterised by cultural
differences (Ang and Van Dyne, 2008). While there is a general consensus that
motivation is a multidimensional construct that (at least) consists of intrinsic and
extrinsic aspects (e.g. Cerasoli et al., 2014), in previous studies motivational CQ does not
take into account this multidimensionality. From a theoretical perspective, this gap is
important to fill because, in spite of the number of studies that have shown a clear
positive association between motivational CQ and EI, we still lack a deeper
understanding of the role that intrinsic and extrinsic motivations play in driving
individuals’ intention to work as an expatriate and how these might vary in different
cultural contexts (see, for instance, the discussion in Haines et al., 2008). Likewise,
metacognitive CQ comprises different mental processes, among them planning,
awareness and checking which can be assumed to be of different relevance in the
formation of intentions. While authors often argue that planning is of specific relevance
in forming intentions, testing these arguments relied on testing the overall association
between metacognitive CQ and EI, so far. Collapsing the multidimensional nature of
these constructs into a unidimensional construct potentially may hinder a more finegrained exploration of associations and may therewith make theorising less accurate.
Finally, it may lead practitioners in the wrong direction, as associations that are true for
the overall construct might not necessarily be true for the sub-dimensions. Hence, our
first and key contribution is that we advance the existing theoretical understanding of the
formation of EI by emphasising the role of sub-dimensions of CQ. Doing so, we answer
recent calls to deepen theory by more closely examining the specific components that
constitute individuals’ CQ (Gelfand et al., 2008).
Our second contribution is that we examine the predictive validity of the E-CQS and
its sub-dimensions in predicting EI over and above well-established determinants of EI
(i.e. personality traits, international experience and language ability), and compare the
value of the E-CQS to the original CQS. We do this with reference to different countries
or cultural contexts – which can be considered a third contribution. This is relevant for
researchers aiming to use the E-CQS in their empirical models on EI and finally offers
insights into the overall value of the scale in contrast to the original CQS and other
predictors of EI.
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Based on samples of university business students from Germany, the USA and China,
we assess the variance explained in EI by the E-CQS and the CQS and compare the
structure and relevance of CQ (sub-)dimensions across the three countries. For this
purpose, we make use of regression and necessary condition analyses to understand if the
CQ (sub-)dimensions are relevant determinants of EI and if they might also be necessary
conditions for EI to be present. We show that the E-CQS is of value when it comes to
understanding EI as the sub-dimensions directly pick-up theoretical arguments implicitly
outlined by researchers in previous studies and offer more specific and more actionable
advice for managers. Our results demonstrate that the E-CQS has predictive validity
above and beyond not only the CQS but above and beyond well-established determinants
of EI. Finally, we show that the E-CQS can be used in different country settings and our
results demonstrate the relevance to further explore country differences.

2

CQ as a determinant of EI: literature review, theoretical background
and hypotheses

2.1 A review of research on the expanded model of CQ
According to Earley and Ang (2003), CQ comprises four key dimensions: cognitive CQ,
metacognitive CQ, motivational CQ and behavioural CQ. Along with this
conceptualisation, Ang and associates (Ang et al., 2006; Ang et al., 2007; Van Dyne
et al., 2008) have developed a scale comprising a total of 20 items that represent these
four dimensions, the CQ-scale (CQS) (see Table 1 for an overview of definitions and
items). There are several other measurement instruments available to assess CQ (for an
overview, see Matsumoto and Hwang, 2013). Most closely related to the CQS and
extended CQS are the short form measure of CQ (SFCQ; Thomas et al., 2015; consisting
of: cultural knowledge, cultural metacognition and cultural skills) and the business
cultural intelligence (BCIQ; Alon et al., 2016; consisting of global knowledge,
motivation, listening and communicative adaption, and cognitive preparation and
learning behaviour). We decided to focus on the CQS and its extension as the scale
combines all facets by which CQ is defined in the field (Earley and Ang, 2003; Andresen
and Bergdolt, 2016) and the CQS is the scale used most often in existing studies
(Matsumoto and Hwang, 2013).
Van Dyne and colleagues (Van Dyne et al., 2012) have recently expanded the scale
and delineated 11 sub-dimensions (nested in the four primary dimensions) aiming to
provide a deeper understanding of CQ and allowing for more refined theorising, and
testing. For instance, they delineate two sub-dimensions of cognitive CQ: (1) culturegeneral knowledge of the universal elements that constitute formal and informal
institutional environments (e.g. economics, politics and cultural values); (2) contextspecific knowledge about manifestations of cultural universals in a context and
knowledge of how to be effective in this context (such as a country or subculture, e.g. the
subculture of managers). In a similar fashion, they delineate sub-dimensions of the other
primary dimensions of CQ: They specify three metacognitive mental processes, three
sub-dimensions of motivational CQ and three sub-dimensions of behavioural CQ
(Van Dyne et al., 2012). Table 1 provides the definitions and sample items for all subdimensions.

Metacognitive CQ focuses on mental processes that individuals use to acquire
and understand cultural knowledge.
1 I am conscious of the cultural knowledge I use when interacting with people
with different cultural backgrounds.
2 I adjust my cultural knowledge as I interact with people from a culture that
is unfamiliar to me.
3 I am conscious of the cultural knowledge I apply to cross-cultural
interactions.
4 I check the accuracy of my cultural knowledge as I interact with people
from different cultures.

Cognitive CQ refers to the knowledge an individual has acquired about the
norms, practices and conventions which are prevalent in different cultures.
1 I know the legal and economic systems of other cultures.
2 I know the rules (e.g. vocabulary and grammar) of other languages.
3 I know the cultural values and religious beliefs of other cultures.
4 I know the marriage systems of other cultures.
5 I know the arts and crafts of other cultures.
6 I know the rules for expressing non-verbal behaviours in other cultures.

Checking; e.g. reviewing assumptions, and adjusting mental maps along experiences.
Sample item: ‘I adjust my understanding of a culture while I interact with people from that
culture’

Awareness; e.g. of cognitive habits and how cultural knowledge is used in interactions.
Sample item: ‘I am aware of how my culture influences my interactions with people from
different cultures’

Planning: e.g. preparation, development of action plans and anticipation. Sample item: ‘I
develop action plans before interacting with people from a different culture’

Context specific knowledge: e.g. knowledge of how to be effective in a context, such as a
country or workplace. Sample item: ‘I can describe the ways that leadership styles differ
across cultural settings’

Culture general knowledge; e.g. knowledge of formal and informal institutional
environments. Sample item: ‘I can describe the different cultural value frameworks that
explain behaviours around the world’

Expanded CQ construct
Sub-dimensions which involve a completely new set of measurements are highlighted in
bold below (Van Dyne et al., 2012)

Table 1

CQ and CQ-scale
(Ang and Van Dyne, 2008)

Expanded CQS and expatriation intention
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Behavioural CQ is the capability to exhibit appropriate actions when interacting
with individuals from different cultures
1 I change my verbal behaviour (e.g. accent and tone) when a cross-cultural
interaction requires it.
2 I use pause and silence differently to suit different cross-cultural situations.
3 I vary the rate of my speaking when a cross-cultural situation requires it.
4 I change my non-verbal behaviour when a cross-cultural situation
requires it.
5 I alter my facial expressions when a cross-cultural interaction requires it.

Motivational CQ describes the individual’s capability to direct energy towards
learning about and functioning in different intercultural situations.
1 I enjoy interacting with people from different cultures.
2 I am confident that I can socialise with locals in a culture that is unfamiliar
to me.
3 I am sure I can deal with the stresses of adjusting to a culture that is new to
me.
4 I enjoy living in cultures that are unfamiliar to me.
5 I am confident that I can get accustomed to the shopping conditions in a
different culture.

Speech acts: e.g. flexibility in communicating disagreement, apologies and alike. Sample
item: ‘I modify the way I disagree with others to fit the cultural setting’

Non-verbal behaviour; e.g. flexibility in gestures, such as body language and outer
appearance.

Verbal behaviour; e.g. flexibility in vocalisation such as accent, tone and tempo. Sample
item: ‘I change my use of pause and silence to suit different cultural situations’

Self-efficacy to adjust; e.g. confidence of individuals to deal with intercultural situations.
Sample item: ‘I am confident I can socialise with locals in a culture that is unfamiliar to
me’

Intrinsic interest; e.g. culturally diverse experiences are perceived as inherently satisfying.
Sample item: ‘I truly enjoy interacting with people from different cultures’

Extrinsic interest: e.g. culturally diverse experiences are perceived to bring tangible
benefits, such as reputation or promotion. Sample item: ‘I value the status that I would gain
from living or working in a different culture’

Expanded CQ construct
Sub-dimensions which involve a completely new set of measurements are highlighted in
bold below (Van Dyne et al., 2012)

Table 1

CQ and CQ-scale
(Ang and Van Dyne, 2008)
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Expanded versus original CQ construct (and scale) (continued)
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Along with this conceptualisation, Van Dyne et al. (2012) offer a set of items to
operationalise the 11 sub-dimensions. Comparing the E-CQS with the 20-item CQS, we
find that it supplements or slightly modifies items to measure seven of the subdimensions. However, it provides a completely new set of items for four sub-dimensions.
This new set of items operationalises context-specific knowledge and relates to the
management context. That is it refers to the knowledge of effective management
practices across cultural contexts. Furthermore, the items operationalising planning
(metacognitive CQ), extrinsic interest (motivational CQ) and speech acts (behavioural
CQ) are new (see Table 1). Hence, the additional value of the instrument above and
beyond the CQS in the context of EI can be assessed best by examining the four
sub-dimensions which have not been included in the CQS.
A systematic review of previous research that cites Van Dyne et al. (2012), i.e. the
article introducing the E-CQS, shows that studies that use the E-CQS for their empirical
designs are still very scarce (see Table 2). In addition to the study by Van Dyne et al.
(2012) who focused on testing the psychometric properties of the E-CQS, five other
studies included (parts of) the E-CQS for testing its association with different crosscultural outcomes, such as leadership. None of the studies has used the E-CQS to test the
relationship between CQ and EI. Four out of the five studies that make use of the E-CQS
for their empirical models do not use the findings on the sub-dimensions of the scale, but
generate interpretations on the level of the four primary dimensions or on the level of a
specific primary dimension (Mor, 2013, Mor et al., 2013; Philippart, 2014; McComas,
2014; Rockstuhl et al., 2015,). The potential the scale might offer for a deeper
understanding and more refined theorising is, thus, neglected.
Grubb (2015) who uses the E-CQS in researching the relationship between CQ and
authentic leadership reports correlations for both the E-CQS and the CQS with
leadership. He reports correlations between 0.07 and 0.18 for six sub-dimensions of the
E-CQS with authentic leadership, which are lower than the correlations for some of the
primary CQ dimensions with the leadership outcome. Still, with the design of the study,
it is rather hard to understand the value that the E-CQS might provide to research and
theorising. No study has systematically compared the predictive validity of the CQS
versus the E-CQS. Given the increasing demands on the accuracy and parsimony of
measures in international management research (e.g. Richter et al., 2016), it would be
desirable to understand whether 17 additional items provides a deeper understanding of
the CQ construct and its relationships with antecedents and outcomes. This also
addresses questions on the applicability of the E-CQS in cross-cultural contexts, in terms
of measurement invariance (to ensure that different country findings that might be
generated are not a result of differences in measurement, Harzing et al., 2013), as well
as evaluating if the instrument is able to explain phenomena in other cultural contexts
(Tsui et al., 2007).

Main
findings

– Study 2: Reputational social sensitivity mediates the
relationship between metacognitive CQ and intercultural
effectiveness
– Study 3: Target condition moderates the relationship
between metacognitive CQ and perceived congruency
and perceived congruency mediates the relationship
between the target condition/metacognitive CQ
interaction term and indirectness judgments of observed
target
– Study 4: Target condition moderates the relationship
between meta-cognitive CQ and outgroup indirectness
which in turn mediates the relation between the target
condition/metacognitive CQ interaction term and
indirectness expectations about a novel target

– Metacognitive and behavioural CQ are significantly
related to helping and voice behaviours of the
multicultural work group

– Full scale (37 items)
– Influence of CQ on authentic – Overall CQ (.25), metacognitive CQ (.18), cognitive CQ
– Results for overall CQ,
leadership of higher education
(.23), motivational CQ (.274) and behavioural CQ (.169)
four primary CQ
academic leaders
are moderately correlated with overall authentic
dimensions, and six CQ
leadership
sub-dimensions
– The correlation between the CQ sub-dimensions and the
facets of authentic leadership are more heterogeneous
and vary from is .07 to .18

Main research
objective

– Work-groups inside – Full scale (37 items)
– Influence of leader CQ, as
and outside the US/ – Results for overall CQ
assessed by work group
professionals/
and the four primary CQ
members, on helping and
multiple
dimensions
voice behaviours of the
nationalities/n = 30
multicultural work group

– US/professionals/
US citizens/n = 86

E-CQS
conceptualisation

PhD
– Study 2: US/MBA – Study 2: Metacognitive – Examine mechanisms and
thesis and students/US citizens/
CQ (6 items)
processes through which
journal
n = 200
metacognitive CQ influences
– Study 3: Metacognitive
article – Study 3: US/
different outcomes in crossCQ (6 items)
cultural contexts
professionals/
– Study 4: All four
US citizens/n = 79
primary CQ dimensions
– Study 4: US/
(no information on the
students/ US
number of items used)
citizens/n = 169
but the results focus on
metacognitive CQ and
cognitive CQ

PhD
thesis

McComas
(2014)

Mor (2013)
and Mor et al.
(2013)

PhD
thesis

Type of
publication

Grubb (2015)

Study

Table 2

Study context
(study country/
respondent type/
respondents’
citizenship/
sample size)
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Overview of previous empirical studies that utilised the expanded CQ scale (E-CQS)

PhD
thesis

Journal
article

Journal
article

Rockstuhl et al.
(2015)

Van Dyne et al.
(2012)

Type of
publication

Philippart
(2014)

Study

– 33 items of the full scale – Influence of CQ on mentor(removed 18 of the 33
mentee matching
items in the analysis)
– Results for overall CQ
and the four primary CQ
dimensions

Main research
objective

–

US/undergraduates – Full scale (37 items)
– Test the psychometric
and MBA students/ – Results for four primary
properties of the E-CQS
multiple
CQ dimensions (secondnationalities/
order factor) and the 11
n = 286
CQ sub-dimensions

Main
findings

–

–

–

–

The results of confirmatory factor analysis indicate
discriminant validity of the sub-dimensions and a
significantly better fit than a 4-factor model
Composite reliabilities for all sub-dimensions were
acceptable
Correlations between sub-dimensions and the
respective higher order factors as well as correlations
among respective sub-dimensions support convergent
and discriminant validity
Analysis of the average variance extracted provides
additional evidence in support of discriminant validity

Intercultural self-efficacy did significantly explain
variance in the model in which gender, number of
languages spoken, work experience, international
experience, cognitive ability and the five-factor model
personality traits are included

– Metacognitive CQ and behavioural CQ are associated
with the mentor-mentee matching

– Intercultural self-efficacy was –
– Singapore/MBA
– Adapted 6 items of the
used as a control variable in a
students/multiple
intercultural self-efficacy
study about situational
nationalities/n = 188 CQ sub-dimension
judgement, task performance
(study 4)
and interpersonal OCB

– US/professionals/
multiple
nationalities/
n = 92

E-CQS
conceptualisation

Table 2

Study context
(study country/
respondent type/
respondents’
citizenship/
sample size)

Expanded CQS and expatriation intention
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Overview of previous empirical studies that utilised the expanded CQ scale (E-CQS)
(continued)

SF-CQS
Overall CQ

Ireland
(student sample)

South Korea
(professionals)

Isichei (2017)

Kim and Froese
(2012)

Presbitero and Quita Philippines
(2017)
(student sample)

CQS
Four primary CQ
dimensions

the USA
(expatriate sample)

Huff (2013)

CQS
Overall CQ

CQS
Motivational CQ

CQS
Motivational CQ

Croatia, Germany,
Russia, Turkey and
the USA (student
samples)

CQ measure and
conceptualisation

Engle et al. (2015)

Study
context

Examine the influence of career
adaptability and CQ on the intention
to have an expatriate career

Examine the direct and moderating
effects of host-country characteristics
(economic level and language) and
employee’s role commitments (work
and family) on expatriation
willingness (motivational CQ as a
control variable)
–

–

Career adaptability is positively and significantly related to
overseas career intentions; this relationship is moderated by CQ

Motivational CQ is positively associated with expatriation
willingness and explains variance in willingness over and above
various demographic variables, skills and commitment

Overall CQ (short form measure of CQ by Thomas et al., 2015)
is positively associated with the willingness to undertake an
international assignment

–

Test the influence of CQ on the
willingness to undertake an
international assignment

Motivational CQ is positively associated with the desire to
accept an overseas assignment in a different country or in the
same country with a different organisation (all other CQ
dimensions are insignificant)
The interaction of all four CQ dimensions and language
proficiency is not statistically significant

–

Examine how CQ and language
proficiency are related to crosscultural adjustment, expatriate
satisfaction and expatriate desires
towards the future
–

Attitude towards expatriation (items from motivational CQ),
subjective norms and perceived behavioural control (items from
motivational CQ) significantly influence individuals’ EI

Main
findings

Examine the utility of the TPB for
–
understanding individuals’ intention
to accept an offer to work in a foreign
country

Main research
objective

Table 3

Study
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Overview of quantitative empirical studies that examined the relationship between
CQ and EI

CQS
Four primary CQ
dimensions

Remhof et al. (2013) Germany
(student sample)

Note:

CQS
Cognitive CQ

SF-CQS = short form cultural intelligence scale.

Yurtkoru et al. (2017) Turkey
(student sample)

Schlägel and Sarstedt China, France,
CQS
(2016)
Germany, Turkey
Four primary CQ
and the USA (student dimensions
samples)

CQS
Metacognitive CQ
Motivational CQ

CQ measure and
conceptualisation

the USA
(student sample)

Racicot and Ferry
(2016)

Study
context

–

Examine the influence of prior
international exposure and CQ on the
individual intention to work abroad

Examine the moderating role of
cognitive CQ in the work-related
perceptions-intention to work abroad
relation as well as the predictors of
the TPB and the intention to work
abroad
–

–

Test the measurement invariance of
–
the CQ scale for five countries in the
context of EI using partial least
–
squares structural equation modelling
and test of the association between the
four CQ dimensions and EI

Motivational CQ predicts metacognitive CQ, which predicts
cultural experiences pursued while studying abroad, which in
turn predicts future interest in working/studying abroad

–

Examine the influence of
metacognitive and motivational CQ
on experiential behaviour abroad and
interest in working abroad

Cognitive CQ has no direct effect on the intention to work
abroad
Cognitive CQ negatively moderates the association between
subjective norms and intention and positively moderates the
relationships between perceived behavioural control and
intention and career development and intention

Cognitive CQ is positively associated with EI for Turkey and
the USA
Motivational CQ is positively associated with EI for Germany,
Turkey and the USA

All four CQ dimensions are positively associated with the
intention to work abroad and they fully mediate the
relationships between language skills as well as international
experience and the intention to work abroad

Main
findings

Main research
objective

Table 3

Study

Expanded CQS and expatriation intention
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Overview of quantitative empirical studies that examined the relationship between
CQ and EI (continued)
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2.2 A review of prior research on EI and the CQ-EI relationship
Researchers for more than two decades have examined the determinants of EI (also
referred to as expatriation willingness, and international relocation willingness). Previous
studies in particular focused on the influence of personality traits (Mol et al., 2009),
showing that openness to experience and extraversion are positively related to EI.
Recently studies started to examine the influence of more narrow personality constructs,
such as personal initiative (Baluku et al., 2018) and sensation seeking (Stoermer et al.,
2017), on EI. Other studies (explicitly or by the inclusion as control variables) have
examined the association between international experience and EI (Froese and
Peltokorpi, 2013; Remhof et al., 2013) as well as between language proficiency (i.e. the
number of languages an individual speaks) and EI (Froese and Peltokorpi, 2013; Huff,
2013; Engle et al., 2015), showing that both are positively associated with a higher EI.
Finally, several studies explored the relationship between CQ and EI. In a systematic
literature review of studies on the relationship between CQ and EI, we identified nine
empirical studies on the CQ and EI relationship – none of these used the E-CQS. Table 3
provides a summary of these studies.
Two studies examined the relationship between overall CQ and EI basically
providing support for a positive association of overall CQ and EI either directly or as a
moderator (Isichei, 2017; Presbitero and Quita, 2017). The remaining seven studies refer
to the primary CQ dimensions and either test the associations of all dimensions and EI
(Huff, 2013; Remhof et al., 2013; Schlägel and Sarstedt, 2016) or only a specific
dimension and EI (Kim and Froese, 2012; Engle et al., 2015; Racicot and Ferry, 2016;
Yurtkoru et al., 2017). Results provide strong support for a positive association of
motivational CQ with EI (six out of six studies that tested the association of motivational
CQ with EI show a positive association). Likewise, the association of cognitive CQ with
EI receives rather good support (two out of four studies show a positive association).
The associations of metacognitive CQ and behavioural CQ with EI find less support
(each with one out of three studies showing a positive association).
Seven of the articles reviewed are more comprehensively grounded in a theoretical
framework. Two studies (Engle et al., 2015; Yurtkoru et al., 2017) used Ajzen’s (1991)
Theory of Planned Behaviour (TPB) that specifically aims at the explanation of
individuals’ intentions. Engle et al. (2015) applied specific items of the motivational CQ
dimension to measure two of the three determinants of intention, namely attitude and
perceived behavioural control. Yurtkoru et al. (2017) expanded the original TPB by
adding cognitive CQ as a moderator of the antecedents of EI. Other authors (Savickas
and Porfeli, 2012; Schlägel and Sarstedt, 2016; Presbitero and Quita, 2017) referred
to the theory of successful intelligence (Sternberg, 1999) either individually or in
combination with other theoretical frameworks, such as career construction theory.
Finally, authors referred to theories of learning (Kolb, 1984; Bandura, 1986) in outlining
arguments on the antecedents of EI (Remhof et al., 2013; Racicot and Ferry, 2016).
Hence, only two studies used a theoretical framework that specifically aims at the
explanation of individuals’ intentions, the TPB.
While prior research has significantly contributed to a better understanding of the
association between CQ and EI, the findings and theoretical mechanisms outlined are
partly inconclusive and in an early stage of theorising. For instance, while we have
learned that motivational CQ was positively related to EI, we still lack an in-depth
understanding as to the extent intrinsic and extrinsic motivational factors are relevant in
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forming EI and how this understanding could best be used by managers (Ryan and Deci,
2000; Kanfer, 2012). Likewise, less support for the association between metacognitive
CQ and EI does not necessarily mean that this translates into weak associations for all
metacognitive sub-dimensions. On the contrary, there might be sub-dimensions of
metacognitive CQ that can be hypothesised to be more strongly associated with EI. The
E-CQS and the expanded conceptualisation of CQ allow for such detailed analyses, going
beyond the four primary CQ dimensions (Van Dyne et al., 2012). In addition to analysing
the predictive relevance of the E-CQS against the CQS on EI, we will also demonstrate
whether the E-CQS shows predictive validity over and above established predictors of
EI, such as personality traits, international experience and language ability.

2.3 Research hypotheses on the relationship between CQ and EI
To derive hypotheses on the relationships between CQ (or the E-CQS) and EI, we make
use of the TPB (Ajzen, 1991) and its three key determinants of intention. The first
determinant of the TPB is an individual’s attitude towards a behaviour and stems from an
evaluation of positive and negative aspects related to the behaviour’s expected value
(Fishbein and Ajzen, 1975). Individuals will develop a higher intention to become an
expatriate if they come to a positive evaluation of the potential benefits (e.g. recognition,
further income and satisfaction) versus the potential costs (e.g. stress) related to the
expatriation endeavour. The second determinant, the perceived behavioural control, is the
perceived ease an individual attaches to the behaviour or the perceived control that a
person feels to have over performing the behaviour (Ajzen, 1991). We posit that
individuals who perceive that they have strong capabilities and skills to perform
successfully as an expatriate in a different cultural context will have greater perceived
behavioural control and a higher EI. Finally, subjective norm is referred to as the
perceived (positive) opinions of significant others about the behaviour (Fishbein and
Ajzen, 1975). Accordingly, we assume that if individuals believe significant others
would value and encourage expatriation, and if they are motivated by these others, they
will show a higher EI.
Using the TPB model, we assume that cognitive CQ, metacognitive and behavioural
CQ will be positively associated with EI as they imply a higher perceived behavioural
control of individuals. Moreover, we assume that motivational CQ will be positively
associated with EI, as it implies a more positive attitude towards the behaviour, a higher
perceived behavioural control and subjective norm. We furthermore assume that as the
(sub-)dimensions of CQ have different relevance before, during and after intercultural
interactions take place, the strengths of their associations with EI might differ
accordingly. Cognitive CQ is of specific relevance before and during the intercultural
interaction, metacognitive CQ in all three phases (planning is of specific relevance
before, awareness during and checking after the intercultural interaction). Motivational
CQ is of specific relevance before and during the intercultural interaction. Behavioural
CQ has specific relevance during the intercultural interaction. Following this
classification, we assume that the sub-dimensions that are of specific relevance before the
intercultural interaction takes place, i.e. during the phase of forming intentions, have
most relevance in increasing EI.
We assume that a high cognitive CQ helps individuals to properly map new situations
in culturally different countries and will, therefore, reduce their perceived uncertainty
about a cross-cultural endeavour; individuals might perceive the cultural knowledge as a
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form of behavioural control. We argue that this is true for culture-general knowledge
regarding the political and economic systems in other cultures, their languages, as well as
their norms and values (see also Schlägel and Sarstedt, 2016). We, moreover, argue that
the knowledge of how to be effective in a managerial context is relevant to increasing EI
as it implies greater perceived behavioural control. Therewith, we hypothesise that the
expanded CQ model comprising both forms of knowledge will be better able to explain
EI as compared to the original CQS.
The literature suggests that a high metacognitive ability can result in the ability to
learn new behaviours and adapt to change, while also specifically suggesting that
expatriates’ metacognitive skills contribute not only to the ability to cope with demands
of their jobs but also contribute to higher EI (Schlägel and Sarstedt, 2016). Some authors
more specifically focus on the aspect of planning, arguing that understanding the
importance of preparation and planning, which is part of the primary metacognitive CQ
dimensions, may advance the intention to work abroad (Remhof et al., 2013). In
accordance with this thinking, we assume that metacognitive CQ will be positively
associated with the intention to become an expatriate as it implies an increased perceived
behavioural control. We, moreover, hypothesise that the expanded CQ model will be a
better predictor of EI as compared to the original scale, as it more specifically relates to
the process of planning. Planning skills may be engaged prior to intercultural interactions
taking place, i.e. during the phase of forming intentions (Van Dyne et al., 2012). We
assume that this mental process of planning is most strongly related to increasing the
perceived behavioural control of individuals and therewith to increasing EI.
Motivational CQ is hypothesised to be the most important predictor of EI (see also
Remhof et al., 2013). Authors argue that individuals with a high motivational CQ are
intrinsically motivated to explore diverse cultural situations and enjoy new experiences
(Remhof et al., 2013). We follow this argument and assume that individuals who enjoy
living in other cultures and interaction with others will have a greater need and drive to
do so, deriving an intrinsic benefit from these cultural experiences resulting in less stress
(for the argument on stress, see also Templer et al., 2006; Chen et al., 2014; Crowne and
Engle, 2016). Therewith, individuals with a high intrinsic motivational CQ will come to a
more positive attitude towards the endeavour and to a higher EI. Engle et al. (2015)
formalises this association, by using items related to intrinsic motivational CQ from the
CQS to measure the attitude towards the behaviour in their empirical model. Research on
work motivation also supports the idea of a strong relation between intrinsic interest
(in general) and EI (Haines et al., 2008). Moreover, we assume that individuals who are
more confident in their ability to interact with culturally different others, i.e. with a
higher self-efficacy, will have a higher EI. Self-efficacy to adjust is a concept strongly
related to the perceived behavioural control and is assumed to be a strong determinant of
EI (see also Engle et al., 2015 who again used items from the motivational dimension of
the CQS to operationalise perceived behavioural control).
Research shows that also extrinsic rewards are of relevance in the formation of EI
(e.g. Haines et al., 2008) and demonstrates that the importance of extrinsic as compared
to intrinsic motivators differs considerably in different cultures for diverse work-related
outcomes (e.g. Hauff et al., 2015). We assume that a high extrinsic motivational CQ is
associated with a more positive evaluation of the benefits of the endeavour, for instance,
in the form of higher income and career opportunities. Hence, we assume that it increases
EI via a more positive attitude towards the behaviour and that it is associated with
gaining a reputation benefit among relevant others and therewith is associated with a
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higher EI through a more positive subjective norm. Hence, we suggest that motivational
CQ is positively associated with EI. Moreover, we posit that the expanded CQ concept,
comprising extrinsic interest as a new and additional facet, will be better able to explain
EI as compared to the original scale.
Finally, behavioural CQ is hypothesised to be positively associated with EI.
Behavioural CQ becomes most relevant in the actual intercultural interaction and the
performance of an individual, hence, we assume that it might show less relevance before
engaging in intercultural interactions, i.e. during the phase of developing intentions. Still,
we assume that it contributes to the perceived behavioural control of an individual and
might therefore contribute to a higher intention to work as an expatriate. While the
expanded scale comprises another facet of behavioural control, namely speech acts, we
assume that this might contribute to a more fine-grained interpretation, yet we do not
expect it to be a major factor in increasing explanatory power in the context of EI.
From the above arguments, we can only tentatively assume which of the introduced
sub-dimensions might have the strongest association with EI as we borrow arguments
from related fields. Therefore, we will refrain from outlining specific hypotheses on the
effect of the individual sub-dimensions, but comment on their individual contribution in
the discussion section to advance theorising. Hence, we propose the following two
research hypotheses:
Hypothesis 1: The four primary CQ dimensions (cognitive CQ, metacognitive CQ,
motivational CQ and behavioural CQ) are positively associated with EI.
Hypothesis 2: The expanded model of CQ is better able to explain EI than the original
model of CQ.

3

Methodology

3.1 Sample and data collection
We tested our hypotheses using data collected among management and economics
students at the bachelor and master level at universities in Germany, the USA and China
by means of a paper and pencil survey. We selected these countries as they represent
different informal (i.e. cultural values) and formal (i.e. laws and regulations) institutional
environments, which influence individuals’ intentions and behaviour. For example, the
countries represent three different cultural clusters (Ronen and Shenkar, 2013), i.e.
Confucian Asia (China), Germanic (Germany) and Anglo (the USA), with different
cultural values that, for instance, may influence whether an individual is willing to leave
parents, family and friends behind to accept an expatriate position. Student samples are
controversially discussed in the literature (Peterson and Merunka, 2014; Ford, 2016).
However, in the context of the present study they can be considered appropriate as they
help to isolate the potential influence of the national context and they allow to examine
the phenomenon under study at the time the respondents actually build these specific
intentions, i.e. students facing important career decisions (Bello et al., 2009).
In all countries, surveys were distributed within university lectures and completed in
class, ensuring consistency across samples in terms of survey formats and data collection
procedure (Leung, 2008). Participation was voluntary and answers were treated
anonymously. The data collection resulted in 850 useable responses (Germany N = 360,

396

N.F. Richter et al.

the USA N = 230 and China N = 260) and Tables A1–A3 provide descriptive statistics on
the country samples. The average age of respondents for the German sample was 22
years (57% were female), 21 years (66% were female) for the US sample and 25 years
(73% were females) for the Chinese sample.

3.2 Measures
The measures used in our survey were taken from the literature and the survey was
conducted in English in the USA, in Chinese in China and in German among the German
respondents. We followed Brislin (1980) and used a translation-back-translation
procedure to translate the English items from the literature into the native languages.
Table 4 provides loadings, average variances extracted, Cronbach’s alpha and the
composite reliabilities, which are satisfactory for all constructs.


Expatriation intention: We used three items taken from previous research (Engle et
al., 2015) to measure EI. An example item is: ‘To what extent have you considered
working in a foreign country?’ (1 = very little, 6 = very great).



Cultural intelligence: We utilised the E-CQS involving 37 items all measured on a
seven-point likert scale from 1= strongly disagree to 7 = strongly agree. These 37
items operationalise the 11 sub-dimensions of CQ introduced by Van Dyne et al.
(2012). There are 15 items which show an overlap with items from the original CQ
scale by Ang and Van Dyne (2008); we provide examples of items in Table 1 (the
full scale is protected by copyright, but can be requested at cquery@culturalq.com).
o

Cognitive CQ: Culture-general knowledge is measured by five items. Contextspecific knowledge is measured using five items. The five items measuring
culture-general knowledge show a strong overlap with the measures
operationalising cognitive CQ in the original scale. There are, however, no items
involved in the original CQS that refer to context-specific knowledge.

o

Metacognitive CQ: Answers on three items are collected to measure the (newly
operationalised) planning sub-dimension. Awareness is measured with three
items. Finally, checking is measured by three items, two of which with strong
overlap to the items in the original CQS.

o

Motivational CQ: Three items pertained to intrinsic interest and in parts very
high overlap to the CQS. The survey contained three items for extrinsic interest,
which was not operationalised in the original CQS. Self-efficacy to adjust also
contained three items and has items that are almost identical to the ones in the
CQS.

o

Behavioural CQ: The survey measured verbal behaviour with three items. Three
items formed the highly reliable sub-dimension of non-verbal behaviour with
one item in the original CQS which closely corresponds to an item of the
expanded scale. The final sub-dimension was speech acts. Three items measured
this sub-dimension. We did not identify any items in the original version of the
CQS that are comparable to those that assess speech acts.
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In addition to the above evaluations, we have tested the discriminant validity of the subdimensions using the heterotrait-monotrait ratio (HTMT). Along this criterion, constructs
show issues of discriminant validity, if their HTMT is above .90 and if the 95% bootstrap
confidence intervals of HTMT values do contain the value 1 (Hair et al., 2017). In all
three countries, the sub-dimensions of behavioural CQ show issues of discriminant
validity. In Germany, it is the new sub-dimension speech acts that does not show
discriminant validity from non-verbal behavioural CQ. In the USA and likewise in
China, the HTMT criterion is not met for speech acts and non-verbal, and also not for
verbal and non-verbal behavioural CQ. Furthermore, the behavioural sub-dimensions of
CQ also do not show discriminant validity against some of the metacognitive CQ subdimensions (for non-verbal behaviour and speech acts, the HTMT criterion is not met for
awareness and checking in China; in the USA, planning and verbal behavioural CQ do
not show enough discriminant validity).
We measured the four primary dimensions of CQ, namely cognitive CQ,
metacognitive CQ, motivational CQ and behavioural CQ, using a selection of items from
the E-CQS that correspond to the original CQS items. Thus, we do not use the original 20
item CQ scale in the comparison, which represents a limitation of the present study that
we further elaborate on in the limitations section. An evaluation of the composite
reliabilities of these measurements shows that all dimensions show satisfactory reliability
for the three countries (see Table 4) and all four primary dimensions show discriminant
validity along the HTMT criterion.


Control variables: We included several control variables to ensure that any
relationships found between CQ dimensions and EI are not confounded by
differences in individual characteristics and to test the incremental predictive validity
of the CQ dimensions over and above more established predictors of EI. We
controlled for age (measured in years) as some studies found a negative relation
between age and EI (e.g. Kim and Froese, 2012). We also controlled for gender
(dummy coded female = 1 and male = 0) as previous studies found women less often
intended to work as an expatriate compared to men (Engle et al., 2015). We also
controlled for education (the number of semesters) as prior studies found a negative
relation between educational level and EI (Engle et al., 2015). Several studies found
a positive association between language ability (number of languages spoken except
for native language) as well as international experiences (number of trips to foreign
countries and number of weeks spent in foreign countries) and EI (Huff, 2013;
Remhof et al., 2013). Therefore, we included both as control variables. Finally, we
included the five-factor model of personality traits using the scale proposed by
Donnellan et al. (2006), which shows satisfactory reliability for all items in all
countries (see Table 4). Several studies found relations between personality traits
and EI (Mol et al., 2009). Tables A1, A2 and A3 in the appendix provide an
overview of mean values, standard deviations and correlations among all variables
used in the three countries.
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3.3 Analyses
The following steps were undertaken to account for potential common method bias. First,
survey items related to the dependent and the independent variables were separated
within the survey and randomised within blocks to reduce a potential bias from their
sequencing. Second, we assessed the potential influence of common method bias posthoc by using Harman’s single factor test (Podsakoff and Organ, 1986) suggesting that
there is no ‘general factor’ in the data. Hence, we are confident that common method bias
is not a serious problem in our study.
We tested for measurement invariance between the country samples using the
measurement invariance of composite models approach (see Henseler et al., 2016;
Schlägel and Sarstedt, 2016). For this purpose, we made use of a partial least squares
structural equation model and SmartPLS 3.0 (Ringle et al., 2015). The analysis showed
that while we have established configural invariance, we do not have established
compositional invariance. Hence, we do not have partial (and accordingly not full)
measurement invariance (Hair et al., 2017). Therewith, we will refrain from comparing
standardised coefficients across the country samples but interpret the results for the
countries individually.
To test our hypotheses, we make use of two procedures. First, we make use of
ordinary OLS regression analysis using IBM SPSS to identify the influence that our
control and research variables assert on EI. These regression analyses involve three steps.
In the first step, we evaluate the control model looking at the association of our control
variables and EI. In the second step, we assess the (additional) associations of the 11 CQ
sub-dimensions and EI using regression analyses. In third step, we assess the association
between the four primary CQ dimensions and EI (i.e. the explained variance above the
control model) (see Figure 1). We test whether the E-CQS model has a significantly
higher explanatory power as compared to the CQS model utilising Steiger’s Z (Steiger,
1980; Hoerger, 2013).1 For all models, we tested for multicollinearity referring to the
variance inflation factors (VIF), especially in light of sub-dimensions of the E-CQS not
meeting discriminant validity criteria. None of the VIF indicated problems of
multicollinearity (highest VIF for Germany: 2.96 for speech acts; the USA: 3.36 for
speech acts; China: 3.82 for non-verbal behaviour); we therefore refrain from eliminating
constructs, yet also do not emphasise interpretation of findings for the sub-dimensions of
behavioural CQ.
Second, we perform necessary condition analyses (NCA) on all determinants of EI
using R and the package NCA (Dul, 2016b; Dul, 2018) to complement the traditional
regression approach. While our regression analysis provides information on the strength
and direction of the relationship between different CQ dimensions and EI, the NCA tests
whether specific CQ dimensions are necessary determinants of EI. Without the necessary
determinant (e.g. CQ), the outcome (e.g. EI) will not exist (Dul, 2016a). As Dul (2016a)
formulates it: ‘…a necessary cause is a constraint… that must be managed to allow a
desired outcome to exist’. The absence of a necessary condition cannot be compensated
by other determinants, hence in its absence there is no EI. If we, for instance, find that
extrinsic interest is a necessary condition for EI, EI will not exist without extrinsic
interest being present. Hence, the NCA provides a valuable further understanding of the
relevance of CQ sub-dimensions and answers recent calls to assess necessary conditions
in the field (Rockstuhl and Van Dyne, 2018).
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All analyses make use of the single item measures and factor scores derived by means of
factor analyses. The above analyses enable us to gain an understanding of (a) the value
that the sub-dimensions have for influencing EI. For this purpose, we will look at the
regression coefficients and their statistical significance to assess the strengths of the
association between each sub-dimension and EI. Furthermore, we will assess whether a
sub-dimension is a necessary determinant of EI looking at the effect sizes obtained in the
NCA and their statistical significance (Dul et al., 2018). Moreover, the above analyses
enable us to gain an understanding of (b) the value that the expanded scale has above the
original CQ scale for explaining variance in EI. For this purpose, we will compare the
explanatory power of the model involving the E-CQS versus the model involving
the CQS and evaluate whether it has significantly higher explanatory power (using
Steiger’s Z).

4

Results

4.1 Results for the German sample
First, we provide the results for the German sample. Table 5 provides an overview of the
regression results for the control model (Model 1), the expanded CQS model (Model 2a)
and the model for the four primary CQ dimensions (Model 2b). Furthermore, it presents
the results of the NCA performed for all determinants of EI, more specifically it presents
the effect sizes gained. Dul (2016b, p.30) offers the following benchmarks to interpret
these effect sizes: 0 < d < 0.1 represents a small effect, 0.1 ≤ d < 0.3 a medium effect,
0.3 ≤ d < 0.5 a large effect and d ≥ 0.5 a very large effect.
The control model has a moderate explanatory power (R2 = .17; R2adjusted = .15). In
Model 2a, the explanatory power is significantly increased as compared to the control
model (R2 = .38; R2adjusted = .33). The sub-dimensions of CQ which significantly
determine EI all belong to motivational CQ: intrinsic interest (β = .20; p = .001),
extrinsic interest (β = .26; p = .000) and self-efficacy to adjust (β = .16; p = .006) are
significant positive drivers of EI. In Model 2b, we add the four primary CQ dimensions
as defined in the original CQ scale to the control model. This increases the amount of
explained variance as compared to the control model significantly (R2 = .30; R2adjusted =
.27), however, also shows less explanatory power against the expanded CQ model. A
Steiger’s Z test shows that the R2-values between Models 2a and 2b differ significantly,
i.e. the expanded CQ model explains EI significantly better than Model 2b only involving
the four primary CQ dimensions (Z = 3.02; p = .002). Among the four dimensions of CQ,
two are positive significant determinants of EI: metacognitive CQ (β = .16; p = .009) and
motivational CQ (β = .31; p = .000).
From the NCA we find that some of the CQ dimensions and sub-dimensions are
necessary conditions for EI, and some are not. For instance, intrinsic interest qualifies as
a necessary condition, whereas extrinsic interest does not, although the latter is a relevant
determinant for EI as found in the regression analyses. Hence, in the absence of intrinsic
interest, there will be no EI. Only, if an individual has intrinsic interest, extrinsic interest
can further increase the EI. Among the 11 sub-dimensions of CQ, the following qualify
as medium high and significant necessary conditions to EI: checking as part of
metacognitive CQ (d = .14; p = .000), intrinsic interest (d = .16; p = .000) and selfefficacy to adjust (d = .15; p = .015). Finally, among the four original dimensions of the
CQ model, two show a medium high and significant necessary condition effect size:
metacognitive CQ (d = .14; p = .000) and motivational CQ (d = .14; p = .014).
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We conclude that Hypothesis 1 is partially confirmed for the German sample.
Metacognitive CQ and motivational CQ are necessary conditions for EI and are
positively associated with it. Hypothesis 2 is confirmed for the German sample. The
expanded model of CQ is better able to explain EI than the original model of CQ.

4.2 Results for the US sample
In the following, we present the results for the US sample, summarised in the centre of
Table 5. The control model has a moderate explanatory power for EI (R2 = .15; R2adjusted =
.10). In Model 2, we add the 11 sub-dimensions of CQ. This significantly increases the
explanatory power (R2 = .38; R2adjusted = .31). Among the 11 sub-dimensions of CQ, there
is only one which significantly (and positively) influences EI: context-specific
knowledge (β = .25; p = .015). In Model 2b, we add the four primary dimensions as
defined in the original CQS. This increases the amount of explained variance as
compared to the control model significantly (R2 = .31; R2adjusted = .25), yet the explanatory
power is smaller if compared to the expanded CQ model. A Steiger’s Z test shows that
the R2-values between Model 2a and Model 2b differ significantly, i.e. the expanded
model (Model 2a) explains EI significantly better than Model 2b (Z = 2.20; p = .028).
Among the four primary CQ dimensions, two are positive significant determinants of EI:
motivational CQ (β = .16; p = .054) and behavioural CQ (β = .24; p = .002). From the
NCA, we identify one medium high and significant necessary condition effect size for
the CQ sub-dimensions, namely for awareness (d = .16; p = .000) of metacognitive CQ.
Among the four original dimensions of the CQ model, metacognitive CQ (d = .14;
p = .008) is a medium high and significant necessary condition for EI.
We conclude that Hypothesis 1 is partially confirmed for the US sample.
Metacognitive CQ is a necessary condition for EI and motivational CQ and behavioural
CQ are positively associated with it. The expanded model of CQ is better able to explain
EI than the original CQ model, supporting Hypothesis 2 for the US sample.

4.3 Results for the Chinese sample
The right side of Table 5 provides the results for the Chinese sample. The control model
has rather limited explanatory power EI (R2 = .12; R2adjusted = .08). Adding the 11 subdimensions of CQ (Model 2a) significantly increases the explanatory power (R2 = .36;
R2adjusted = .30). The sub-dimensions of CQ which significantly determine EI in a positive
way are context-specific knowledge (β = .21; p = .029), the meta-cognitive CQ subdimension checking (β = .30; p = .004) and two motivational CQ sub-dimensions,
namely intrinsic interest (β = .18; p = .018) and extrinsic interest (β = .16; p = .019).
Finally, non-verbal behaviour is significantly and negatively associated with EI
(β = .21; p = .043). When we add the four primary CQ dimensions (Model 2b) the
amount of explained variance is significantly increased as compared to the control model
as well (R2 = .30; R2 adjusted = .26), however, Model 2b also shows less explanatory power
against the expanded CQ model. The Steiger’s Z test for the difference in R2-values
shows that the expanded model (Model 2a) explains EI significantly better than Model 2b
(Z = 2.13; p = .033). Among the four primary CQ dimensions, three are positive
significant determinants of EI: cognitive CQ (β = .197; p = .009), metacognitive CQ
(β = .21; p = .017) and motivational CQ (β = .20; p = .014).
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The NCA for the Chinese sample reveals numerous medium high necessary
conditions for EI. Among the 11 sub-dimensions of CQ, almost all are medium high and
significant necessary conditions for EI, except for the metacognitive sub-dimension of
planning and speech acts as part of behavioural CQ. The highest effects are found for
checking (d = .18; p = .000), extrinsic interest (d = .18; p = .001) and self-efficacy to
adjust (d = .17; p = .011) (we will not comment on the effect for non-verbal behaviour,
d = .19, due to the issues of discriminant validity, here). Furthermore, also the four
original dimensions of CQ are nearly all medium high and significant necessary
conditions for EI: cognitive CQ (d = .13; p = .000), metacognitive CQ (d = .18; p = .000)
and motivational CQ (d = .13; p = .021).
We conclude that Hypothesis 1 is partially confirmed for the Chinese sample.
Cognitive CQ, metacognitive CQ and motivational CQ are significant necessary
conditions for EI and are positively associated with it. Finally, in support of Hypothesis
2, the expanded CQ model is better able to explain EI than the original CQ model for the
Chinese sample.

5

Discussion

5.1 Implications for theory and research
The present study tested the explanatory power of the expanded cultural intelligence
scale (Van Dyne et al., 2012) and its 11 CQ sub-dimensions in predicting EI in
comparison to the four primary CQ dimensions. Our study showed that the expanded
version increased the explanatory power of the model in Germany, the USA and China,
suggesting that the expanded scale is better able to explain variance in the intention to
accept a foreign assignment (see Table 6 for an overview). The E-CQS is well aligned
with the theoretical concepts that underlie the four primary CQ dimensions. It introduces
items that were implicit in the definitions of the four original dimensions and have not
been operationalised on the scale-level, for instance, the aspect of planning as a subdimension of metacognitive CQ and the inclusion of context-specific knowledge in
cognitive CQ. For this reason, researchers interested in achieving higher explanatory
power are therefore advised to consider the E-CQS. While our analyses showed partial
measurement invariance of the scale and discriminant validity for almost all subdimensions except for the behavioural CQ sub-dimensions, we advise researchers to
carefully evaluate theses aspects before analysing findings.
Table 6

Overview of findings
Germany
Necessary
condition

The USA

China

Positive Necessary Positive Necessary
driver condition driver condition

Positive
driver

Primary CQ dimensions
(CQS)
Cognitive CQ
Metacognitive CQ

Yes

Yes

Motivational CQ

Yes

Yes

Behavioural CQ

Yes
Yes
Yes

Yes

Yes

Yes

Yes

Yes

Yes
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Table 6

Overview of findings (continued)
Germany
Necessary
condition

The USA

China

Positive Necessary Positive Necessary
driver condition driver condition

Positive
driver

CQ sub-dimensions
(E-CQS)
Cognitive CQ
Culture-general knowledge

Yes

Context-specific knowledge

Yes

Yes

Yes

Metacognitive CQ
Planning
Awareness
Checking

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Motivational CQ
Intrinsic interest

Yes

Yes

Extrinsic interest
Self-efficacy to adjust

Yes

Behavioural CQ
Verbal behaviour

Yes

Non-verbal behaviour

Yes

Speech acts
Comparison of explanatory
power of E-CQS vs. CQS
E-CQS > CQS

Yes

Yes

Yes

Our second contribution is with regard to the theoretical understanding of how CQ
influences expatriate intention. We provide a set of arguments on mechanisms how the
CQ sub-dimensions are associated with EI with reference to the TPB. We argue that
general and specific knowledge are associated with EI as they imply a higher perceived
behavioural control. The same line of argument goes for planning, awareness and the
three sub-dimensions of behavioural CQ. For motivational CQ, we argue that intrinsic
interest influences EI as it implies a more positive attitude towards the entrepreneurial
endeaveour; self-efficacy influences EI as it implies a higher perceived behavioural
control and extrinsic interest influences EI via a more positive attitude towards EI and a
higher subjective norm. We encourage authors to discuss and further test these
mechanisms proposed. Our empirical findings confirm and complement the knowledge
about the relationship between CQ and EI that is outlined in a recent meta-analysis on the
association between CQ and EI (Schlägel et al., 2017); CQ is positively associated with
EI – in particular motivational and metacognitive CQ are important drivers. In line with
previous research (Kim and Froese, 2012; Remhof et al., 2013; Schlägel and Sarstedt,
2016), we found that motivational CQ is the strongest determinant which also fits to
theorising as the motivational CQ sub-dimensions imply higher facets on all classical
TPB determinants of EI. Our study moroever shows that particularly intrinsic interest and
self-efficacy to adjust are relevant when it comes to accepting international assignments;
in Germany and in China these are even necessary conditions. Yet also extrinsic
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incentives can increase EI which is in line with the more general research on motivation
(e.g. Haines et al., 2008). Our study further shows the added value of context-specific
knowledge – one of the sub-dimensions of cognitive CQ – for explaining EI. In the
American and Chinese context, a higher context-specific knowledge qualifies as a driver
of EI; in China it is, moreover, a necessary condition for EI, i.e. there is no EI without
knowledge in a managerial context among Chinese business students.
Our study also adds to the literature by being among the first to examine these
necessary conditions of EI, i.e. without which EI will not exist (Dul, 2016a). For the
original CQ scale, we found that cognitive CQ (in one country), metacognitive CQ (in all
three countries) and motivational CQ (in two countries) are necessary conditions for EI;
behavioural CQ in contrast is not. The relative unimportance of the latter aspect could be
explained by the expectation that behavioural CQ becomes most effective during and not
before an intercultural interaction (Schlägel et al., 2017); in this case, the focus has been
on intentions, not interactions. This suggest that if potential expatriates do not possess
these particular aspects of CQ, there will be no expatriation intention.
Going more in-depth and looking at the expanded scale, a surprising aspect, however,
was the fact that planning (a sub-dimension of metacognitive CQ) was not a necessary
condition nor even a significant driver of EI in any of the country settings. This is
surprising because many authors have relied heavily on arguments related to planning
when building hypotheses with regard to the association between metacognitive CQ and
EI. In addition, planning is a relevant aspect of perceived behavioural control in the TPB.
This is another example of the value added by using the E-CQS; the 11 sub-dimensions
of CQ provide more information which helps shed light on the exact nature of the link
between CQ and EI.
A final aspect to discuss is the fact that our study took place in three different
countries (China, Germany and the USA) to test whether the structure and relevance of
CQ sub-dimensions varied across a set of countries. Our findings revealed that CQ is a
useful determinant when it comes to explaining EI in all three country contexts. Yet, they
also revealed that different CQ sub-dimensions are relevant in different countries. This
indicates the importance of differences in institutional environments which influence
individuals’ intentions and behaviour. While it is outside the scope of this paper to
discuss these differences in detail, we would recommend that future research explores
these differences further, including even more countries to establish the cross-cultural
validity of CQ or including constructs for institutional environments in empirical models.
Therewith, researchers might more systematically examine the potential boundary
conditions related to differences in the formal and informal institutional environments.

5.2 Managerial implications
Cultural intelligence is more crucial than ever in today’s globalised world. CQ has been
found to be positively related to various work-related outcomes (Schlägel et al., 2017),
and, for this reason, it is an important concept for international human resource (IHR)
managers when selecting and training employees. Our study focused on potential
expatriates and showed that their CQ is positively associated with their intention to
accept an international assignment.
Considering the increasing importance of CQ in the intercultural workplace, it could
be advocated that multinational firms include CQ when selecting their new employees.
This knowledge – particularly on the sub-dimension intrinsic interest – could then also
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be used to create a global talent pool of potential expatriates. Collings and Isichei (2018)
posit that establishing a talent pool with suitably skilled and qualified individuals who
would like to work abroad should be a main concern for multinational firms. This would
allow for a more strategic approach to assignee selection which is linked to
organisational strategy and individual career plans. Furthermore, with the rise of the dual
career couple, it becomes more difficult than ever to convince expatriates to accept an
international assignment (Caligiuri and Bonache, 2016). For this reason, identifying
individuals who would like to work abroad right at the start of their career can be an
important strategy to widen the global talent pool and improve the selection process for
international assignments.
Our study further revealed the importance of the other two motivational subdimensions, namely self-efficacy to adjust and extrinsic interest. IHR managers that have
the objective to spark interest in an expatriate position may use these insights to tailor
programs (e.g. mentoring programs, see also Schuster et al., 2017) and training for
specific target groups. For example, multinational firms could offer workshops for highprofile students, interns and current employees on cultural intelligence and working in
culturally diverse environments that would enhance an individuals’ self-efficacy to
adjust. Companies could also expose them to current or former expatriates who have had
great experiences. In such a workshop, multinational firms could also highlight the
extrinsic incentives for prospective expatriates and the support provided for expatriation
and repatriation, enhancing both the extrinsic interest and the self-efficacy to adjust.
Furthermore, multinational firms are advised to pay particular attention to the repatriation
phase in order to make sure an international assignment is seen as beneficial for one’s
career. Collings and Isichei (2018) in their review of the literature found support for the
view that even though the value of international experience from a developmental
perspective is widely accepted, it is not clear that organisations actually integrate
development opportunities into career paths for those identified as talent. This may also
influence the willingness of potential expatriates to accept an international assignment.
Multinational firms should also pay attention to the expatriate compensation package to
make sure they offer the right extrinsic motivation to stimulate potential expatriates to
accept the international assignment. However, since the cost of these compensation
packages is a major organisational concern (Caligiuri and Bonache, 2016), it is important
to remember that our study showed the particular relevance of intrinsic interest and selfefficacy to adjust, suggesting the importance of selection and training emphasis in these
related areas.

5.3 Limitations and future research directions
Our findings should be interpreted in light of the limitations of this study. First, to be able
to generalise findings future research should use a more diverse sample, not only in terms
of countries but also in terms of respondents from different majors (e.g. engineering,
chemistry, design or medical), different universities and different regions of a country
(e.g. China’s coastal cities and provinces vs. inner provinces). It could also be interesting
to include employees in their early career.
Second, our cross-sectional research design limits our ability to draw conclusions
about the causal relationship between CQ and EI. Future research should utilise
longitudinal studies and quasi experimental designs to validate our findings.
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Third, the current study used a self-rated instrument to assess the CQ sub-dimensions.
While prior research that utilised the CQS found high correlations between self-assessed
and others-assessed CQ scores (Shannon and Begley, 2008), we echo previous calls
(Ott and Michailova, 2018) for more research employing peer-assessment and/or
observation of CQ to rule out any confounding influence of the research method.
A fourth limitation is that we were unable to include both the CQS and E-CQS in the
same survey due to length constraints and potential respondent fatigue bias. Instead, we
compared both scales based on the overlap in the items included in both measures. Future
research should consider including both measures in the same survey, as well as
examining the value of the two instruments in different contexts and for different
outcomes. Furthermore, in the context of expatriate intention, we lack an understanding if
those individuals with a higher EI, once they are an expatriate, more easily adjust to their
new environment and show a higher job performance, compared to those expatriates with
a lower prior intention. Such research would allow evaluating the practical usefulness of
CQ and EI with respect to the overall expatriate selection decision.
Finally, our test of the discriminant validity for all three country samples showed that
especially the sub-dimensions of behavioural CQ have limited discriminant validity
against each other. In some of the countries, they also do not discriminate enough from
items used to operationalise metacognitive CQ. While, inspection of correlations and VIF
indicates no problems, our results for these dimensions should be interpreted in light of
this limitation. Hence, we advise researchers to further explore the discriminant validity
of the new items and to evaluate if these are actually measuring the different facets
theoretically outlined; there is a further need to test and refine the instrument and
measurement items.
Our study provides two further interesting avenues for future research. First, more
research is needed into the path leading from EI to actual behaviour (i.e. accepting an
expatriate position). In the present study, we examined the direct relation between CQ
dimensions and EI, however, this process is likely to be a more complex sequential
process that may also involve situational and contextual conditions that moderate this
process. For example, in the formation of intentions, an individual’s desire to conduct a
specific behaviour seems to be an important mediator of the relation between attitudes
and intention (Bagozzi and Kimmel, 1995; Perugini and Bagozzi, 2004). The desire to
work as an expatriate may function as mediator in the relation between intrinsic and
extrinsic interests and EI. Furthermore, our findings provide initial evidence for national
context-bound differences in intrinsic and extrinsic motivational orientations. Recent
conceptual studies suggest the different parts of the national context directly and
indirectly influence individuals’ intentions and behaviour through their more distal
influence on attitudes, perceptions and ways of knowing and their moderating role in the
relation between attitudes etc. and intentions and behaviours (Tsui et al., 2007; Taras
et al., 2011). Future research should explore potential mediators and moderators along
these lines to provide a more detailed explanation of the mechanisms and process that
determine EI and the actual behavioural decision to take specified action (i.e. accept an
expatriate position). Finally, a likewise interesting future research avenue is to enrich the
focus on expatriation to repatriation outcomes (Breitenmoser and Bader, 2016;
Breitenmoser et al., 2017) and how these are affected by CQ and its sub-dimensions.
A final avenue for future research is a stronger focus on a configurational perspective
and set-theoretic approach. Echoing prior calls for such research by Van Dyne et al.
(2012) we encourage future research to examine the combinations of CQ dimensions and,
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therewith, the different paths that lead to specific outcomes, such as EI. Previous studies
as well as the present study have tested the additive predictive ability of individual CQ
dimensions, neglecting the possibility that these dimensions can have different
associations depending on the interaction with other variables, resulting in a comparable
outcome. Researchers could utilise fuzzy-set qualitative comparative analysis (fsQCA) to
explore such complex recipes of antecedent conditions that lead to EI. The present study
is a first step towards a more configurational perspective as we identified necessary
conditions for EI to emerge, representing a basic building block required for fsQCA (Dul,
2016a; Vis and Dul, 2016). These directions for future inquiry do not encompass the only
research questions that scholars may pursue, but we believe that both have the potential
to contribute to the rapid developments in the measurement, operationalisation and
validation of CQ as well as the identification and empirical testing of new theories and
hypotheses that contribute to a better understanding of the development of EI.
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A Steiger’s Z test is used to test whether two regression models have a significantly different
explanatory power. The advantage of the test is that it can be used in the context of non-nested
models; our Model 2 is not nested in Model 3, or in other words, Model 3 does not contain all
independent variables of Model 2 plus further, but a different set of independent variables.
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.15 .16 .08 .02 .21 .28 .11 .07

.04 .04 .07

.55 .59 .50

.17 .05 .02 .01 .03 .10 .00 .14 .41 .37

15 16 17 18

.16 .16 .03 .01 .12 .23 .14 .13

14

.09 .08 .10

.73

13

.05 .08 .04

.11 .23 .14 .14 .03 .15 .18 .11

.24 .24 .14 .16 .09.01 .16 .00

12

.12 .08 .11

.03 .03 .04

.09 .01 .08 .12 .09 .00 .09 .30 .36 .18

.04 .03 .09 .02 .12 .14 .13 .07.16

10

.74 .11
.74

.10 .09 .07 .26

9

.08 .05 .01 .09 .10 .04 .02 .36

8

.04 .02 .13

.05 .05 .01 .02 .13 .04

.24 .15 .11

.43 .16 .17 .05

.24 .24 .14

4

.77 .04

.14

3

.54 .15

.34

2

.66 .07

.78

3.74 1.23 .43

3.43

2.95

3.76

3.72

2.96

2.67 11.23 .04

.52

1.41

4.92 1.19 .02

.73

25.02 4.37 .12

1

N = 260. Gender dummy variable: female = 1 and male = 0. All correlations above .12 and below .12 are significant at p > .05.

Behavioural CQ

27

Notes:

Metacognitive CQ

Cognitive CQ

24

Motivational CQ

Speech acts

23

25

Non-verbal behaviour

22

26

Self-efficacy to adjust

Verbal behaviour

20

21

14

Awareness

Conscientiousness

10

15

Agreeableness

9

16

Extraversion

8

Culture general
knowledge
Context-specific
knowledge
Planning

Weeks abroad

13

Number of countries

6

7

Neuroticism

Language ability

5

Openness

Education

4

11

Gender (f = 1, m = 0)

3

3.34 1.35

Mean SD

.46

.51

.56

24

26

.64 .55

.66

25

Table A3

12

Expatriation intention
Age

1
2

Expanded CQS and expatriation intention
419

Descriptive statistics and correlation coefficients for the Chinese sample

