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Purpose — Cross-cultural adjustment is crucial for the success of employees in a different cultural
environment. Cultural intelligence is believed to be a skill that can enhance adjustment during cross-cultural
interactions. Cross-cultural adjustment is crucial for the success of employees in a different cultural
environment. This study aimed to determine the relationship between cross-cultural adjustment and
cultural intelligence by examining a sample of employees working in Kosovo with a foreign country of

origin.
Received 5 June 2021 Design/methodology/approach - This study is quantitative in terms of its methodology. The empirical data
Revised 8 September 2021  comes from a survey of foreign employees living in Kosovo and working in private businesses from thirteen
Accepted 15 September types (sectors) of institutions.
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Results — The study results show that dimensions of cultural adjustment are associated with dimensions of
cultural intelligence. Therefore, this study confirms the effect of cultural intelligence domains on the cross-

Article Classification: cultural adjustment of employees working in a foreign country.

Discussion — In recognition of the importance of cross-cultural adjustment for foreign employee’s
performance, we suggest organizations and employees invest in training and other efforts like visits to the
new duty country before starting work, increasing the cultural intelligence components of a person, and

Research Article

enhancing cross-cultural adjustment.

1. INTRODUCTION

Cross-cultural adjustment is an ability that became crucial, especially with the whispered of globalization, a
process that has brought people from different cultural backgrounds (Sotshangane 2005) together in one
working medium. Working in multicultural settings means a greater need for effective international and cross-
cultural communication, collaboration, and cooperation (House, Hanges, Javidan, Dorfman, and Gupta 2004).
Although the process of globalization is ubiquitous, the connection to other parts of the world does not negate
the importance of considering the importance of cultural differences as a contributor to challenges and
opportunities faced when working in multicultural environments. Cultural intelligence is a skill that facilitates
the process of cross-cultural adjustment, as foreign workers face opportunities and challenges in the
multicultural arena (Mosakowski and Earley 2004:139), and their adjustment ability provides workers with a
kind of “comfort zone” when interacting with people from different cultural backgrounds.

An area where cross-cultural adjustment and cultural intelligence can have important implications is the
migration of employees between countries. Many countries, including Kosovo, attract skilled workers to meet
their demand for labor. In Kosovo, private businesses or firms have many difficulties with an inadequately
educated and low-skilled workforce (Cojocaru 2017). The education system has not yet managed to equip
students with the specific skills and the soft skills necessary to succeed in the changing labor market (Cojocaru
2017; Riinvest 2017). Finding employees with the required skills and competencies is significant for developing
the private sector (Cojocaru 2017:.3). In finding employees with those necessary abilities that would allow
them to thrive in worldwide business sectors, there are critical issues that Kosovo should consider, such as
regionally harmonized university curricula and university programs with international recognition, and also
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continuous professional development in line with international best practices (World Bank Group 2017).
Encouraging regional and international economic integration by connecting to global markets through trade,
transport, and investment (World Bank Group 2017), and benefiting from workforce mobility as cited in World
Bank's paper (Handjiski et al. 2010) could bring very important experiences for Kosovarian businesses. Taking
into consideration the importance of international best practices and their impact in businesses performance,
we suggest that the presence of foreign employees in the country will always be an important topic and
concern, and for them to perform better their cross-cultural adjustment will be crucial.

Previous studies have indicated the relationship between cultural intelligence and cross-cultural adjustment
among students and expatriates in different countries such as the US (Gudmundsdottir, 2015), Japan (Huff et
al. 2014a), Taiwan (Lin et al. 2012). Less work has been done to understand this relationship among foreign
employees operating in emerging economies such as Kosovo, considering that the Kosovo business
environment faces significant institutional barriers. Kosovo’s economy remains one of the poorest in the
region, and as a result, there are many barriers like weak protection of property rights and contractual
enforcement, the failure of the privatization process, and the failure of building a suitable climate for the
private sector (Kryeziu & Coskun 2018). This paper addresses this gap, using a sample of foreign workers
employed in the private sector in Kosovo. Here the term “foreign employees” is used in the same way as in
the study of Ravasi et al. (2015), where this term is used to name the “internationally mobile individuals who
moved from a foreign country to Kosovo for work-related reasons.

2. THEORETICAL BACKGROUND AND HYPOTHESIS DEVELOPMENT
Cultural Intelligence

Cultural intelligence, a recently emerging concept in explaining the ability that enhances people to interact
better in culturally different environments, is considered the reason behind people's success in cross-cultural
interactions. Among those cross-cultural interactions increasing due to globalization and European integration
have caused a global labor movement worldwide. There are many challenges that people have to face in this
regard, such as conflicts, tensions, and recognizing and appreciating cultural values (Polak-Weldon et al., 2012;
House et al., 2004). Some potential explanations for these struggles and inabilities to adjust to living and
working in a different culture are unawareness of the critical characteristics and biases within their own
culture, feeling uncomfortable when interacting cross-culturally, and being unable to comprehend or clarify
practices of others in those environments (Thomas and Inkson 2017). Furthermore, Livermore (2011) coined
cultural intelligence, adding it as a new ability that was not covered by the previously existing intercultural
models of Hall, Hofstede, Schwartz, and Trompenaars. This addressed multicultural interaction obstacles and
the reason for their variation.

Mosakowski and Earley (2004:146) identified cultural intelligence (CQ) as separate from emotional or social
intelligence. They argued that a person with high CQ, whether developed or inborn, could comprehend and
master such situations, persevere, and behave appropriately in a specific context. According to Earley
(2002:.283), the primary difference between cultural intelligence and other faceted intelligence models is the
domain of interaction. Cultural intelligence reflects the capability of a person to adapt to multicultural
environments, and, as cited by Polak-Weldon et al., (2012:359), is “the individual’s ability not only to bridge
the gap between people from different cultures cultural backgrounds but also to turn cultural pluralism into
an asset,” Cultural intelligence is positively related to a better cross-cultural competence which is very
important in today’s globalized world (Li 2020). Moreover, cultural intelligence has been proved to affect
people's personalities by enhancing a more proactive personality, allowing them to adjust (Hu et al., 2019). It
is, therefore, an essential skill in preventing challenges in culturally different environments.

To better understand the importance of cultural intelligence and its effect on intercultural harmony, it is
necessary to look at the definition of culture. Knowing one’s own culture and others' culture and
understanding the function of culture, in general, is a crucial element for success when working in cross-
cultural environments. According to Hofstede, Hofstede, and Minkov (2010:6), culture can be understood as
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the collective programming of the mind that distinguishes the members of one group or category of people
from others. Cultures tell their members who they are, how to behave toward each other, and how to feel good
about themselves (House et al. 2004:31). By this definition, culture is a guideline for a society, which addresses
the ways that help society to accommodate the fundamental needs of its members, including universal needs
of food, water, clothing, and understanding the distribution of those essential resources necessary for
culturally intelligent leaders (Livermore 2015:73). A person who can understand that every culture has its
norms and values, how those could differ from culture to culture, and understanding the impact these have
on life and how work is done should better adjust to different cultures. If people could understand the jargon
and subtle meanings of the other language, as well as how behaviors are interpreted as “good” or “bad”
concerning cultural normals and etiquette, could lead them to be successful in a global arena where many
cultures interact (House et al. 2004:87).

Cultural Intelligence is taken as a multidimensional intelligence constructed from cognitive CQ, metacognitive
CQ, motivational CQ, and behavioral CQ (Livermore 2015, Van Dyne et al. 2012). The cognitive dimension of
the CQ is constructed from general culture knowledge and specific knowledge dimensions and refers to the
leader’s knowledge about culture and its role in shaping the way business is done (Livermore 2015:26; Van
Dyne et al. 2012:304).

Metacognitive CQ is the leader’s ability to strategize in different cultural contexts (Livermore 2015:27). It is
composed of planning, awareness, and checking dimensions. It is found that people with higher meta-
cognitive CQ consciously question their cultural assumptions and the assumptions they have about culturally
diverse others (Van Dyne et al., 2012:299-300). The motivational dimension of CQ is the leader’s level of
interest, drive, and energy directed toward effective functioning in intercultural settings and the energy to
adapt cross-culturally (Livermore 2015:26; Van Dyne et al. 2012:304). It comprises three subdimensions:
intrinsic interest, extrinsic interest, and self-efficacy to adjust. Behavioral CQ is the leader’s ability to act
appropriately in cross-cultural situations. The behavioral CQ subdimensions are verbal behavior, non-verbal
behavior, and speech acts (Van Dyne et al., 2012:304). According to Livermore (2015:27-28), one of the most
critical aspects of CQ action is knowing when to adapt to another culture and not doing so. A person with
high CQ learns which actions will not enhance effectiveness and acts on that understanding.

Cross-Cultural Adjustment

Cross-cultural adjustment is the process of adapting to new conditions of life and work in a new culture.
Previous researchers in the field of cross-cultural adjustment have described it as a process, and they
attempted to explain it through Social Learning Theory (Bandura 1977; Black and Mendenhall 1991; Searle
1990). As a learning process, social learning theory provides a theoretical framework within which cross-
cultural adjustment can be examined, given that adjusting to new cultures is considered a learning process
(Black and Mendenhall 1991:245). In a new culture, the adjustment occurs through this learning process,
whereby individuals respond to naturalize the obstacles encountered (Anderson 1994:302). According to the
author, a person’s adjustment is a process that comes from a motive and goal-directed movement directed to
an obstacle, such as verbal or non-verbal communication and general and work conditions. The capability to
overcome those obstacles comes from adjustment, which itself occurs as a response to them.

Cross-cultural adjustment or adaptation works successfully when team members are willing to acknowledge
and name their cultural differences and to assume responsibility for figuring out how to live with them (Brett
et al., 2009:90). Black and Mendenhall (1991:241) pointed out that the greater the level of attention paid by the
expatriate to use country nationals as models of new, appropriate behavior, the sooner the expatriate will
receive positive reinforcement and the quicker he or she will adjust to the host culture. At this point, cultural
intelligence is considered very important as a skill that should enhance the acknowledgment of this new,
appropriate behavior and expedite adjustment.

Adjustment is considered to be a multi-faceted construct. The facets of cross-cultural adjustment were first
described in Black (1988), who tested the factors affecting American expatriates' adjustment working in Japan.
The study pointed out that general adjustment included an adjustment to general living conditions,
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transportation systems, food, shopping, weather, and entertainment and was termed general adjustment or
adjustment to living conditions and everyday life; Interaction adjustment included interacting with people
outside the company and interacting with people in general. The work adjustment dimension was also an
adjustment to work responsibilities (Black 1988:283). In summary, cross-cultural adjustment is generally
measured by experiencing the transition, adjusting to the general environment, the work situation, or
interacting with host nationals (Black 1990:123).

Cultural Intelligence and Cross-Cultural Adjustment: Hypothesis Development

Cultural intelligence as the “capability to function effectively across national, ethnic, and organizational
cultures” (Livermore 2015:4) facilitates understanding of the norms and practices of a culture, including
culture-specific rules of emotion (Sharma and Hussain 2017:97). This enhances skills and the development of
appropriate behaviors through interactions with other cultures (Thomas and Inkson 2009:16), which assists in
adjusting one’s behavior according to that culture's rules and effectively adapt to it. As Livermore (2015:73)
pointed out, general awareness about the economic systems' organization will enhance the ability to develop
working relationships in a culture different from the expatriate’s own culture.

Understanding the cultural differences that affect people's attitudes and behaviors is essential for better
intercultural cohesion. Findings from Abugre et al., (2020) study reveal that host country culture plays a
significant role in determining expatriate adjustment in distant subsidiaries. There are many examples of how
cultural differences affect behavior patterns. Some of them are avoiding uncertainty, formal relationships
between persons, holding formal meetings instead of intimate relationships, using formal procedures for all
kinds of actions, and confirming oral communications in writing. While most individuals in low uncertainty
avoidance cultures tended to exhibit traits and practices like being more informal, relying on the word of
others they trust rather than contractual arrangements; and being less concerned with orderliness and the
maintenance of records (House et al. 2004; Andreatta and Ferraro 2012:39-40).

In Kosovo's case, the culture profile is characterized by a shift from collectivism to individualism, high power
distance, and highlighted masculinity traits (Terziu 2016). These characteristics affect the way business is
carried out. Such characteristics may explain foreign investors' challenges, such as physical infrastructure,
bureaucratic procedures, political environment, corruption and nepotism, reforms in state administration, and
the education system (Shkodra et al., 2015). Those characteristics and obstacles are essential for foreign
employees to know when beginning to work in Kosovo. According to House et al. (2004:7), if people from
different cultures are aware of their cultural differences, they will negotiate mutually agreeable approaches to
conflict resolution, problem-solving, decision making, and management practices. One important finding that
demonstrates the impact of differences in cross-cultural adjustment is that, according to Zhang (2013), the
relationship between CQ and adjustment was more potent when the direction of cultural flow was from a less
authoritarian cultural context to a more authoritarian cultural context.

Cultural Intelligence Cross-cultural
(CQ) Adiustment (CCA)

Cognitive C

ognitive CQ General CCA

Metacognitive CQ

Interaction CCA

Motivational CQ

Work CCA

Behavioral CQ

Fig 1. illustrates the model and the hypothesis of this research
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CQ is essential in affecting several important expatriate success indicators, including adjustment (Miller and
Shaffer 2008:116). Individuals with a higher CQ level will be better adjusted to the new work and non-work
environments in the host country because it is likely that individuals with higher CQ will gain more
appropriate emotional and informational support through better interaction with local people (Kirkman and
Chen 2006:1-3). In many studies, examining the relationship between cultural intelligence and cross-cultural
adjustment of expatriates from different countries such as Brazil (Nunes et al. 2017) and with the expatriate
managers of Taiwanese multinational company (MNC) subsidiaries operating in China (Lee et al. 2013), it was
found that cultural intelligence had a significant effect on expatriate adjustment.

H1. There is a positive relationship between cultural intelligence and cross-cultural adjustment.

As the people’s knowledge about culture’s role in shaping how business is shaped, cognitive CQ (Livermore
2015) contributes to strategic thinking abilities (Wu and Ang 2011), strengthening the ability to adjust cross-
culturally. Individuals who recognize the difference in culturally intelligent behavior between cultures will
better understand what they must do to adjust effectively during overseas assignments (Brislin et al., 2006:
45). By raising the consciousness of the importance of adjusting, cultural intelligence enables employees to
adjust to different cultures (Sternberg 2008, p.315).

Hila. There is a positive relationship between cognitive CQ and (a) general adjustment, (b) interaction
adjustment, and (c) work adjustment.

Metacognitive CQ facilitates increased adjustment to new cultures (Gudomundsdéttir 2015) by enhancing
employees' ability to strategize in different cultures and deal with people, places, and events. Considering this
facet's characteristics, promoting active thinking about people and situations in culturally different
environments (Dyne et al. 2008), we can conclude that metacognitive CQ will positively relate to cross-cultural
adjustment.

H1b. There is a positive relationship between metacognitive CQ and (a) general adjustment, (b) interaction
adjustment, and (c) work adjustment.

As the evidence has shown, Motivational CQ is the most widely reported predictor of cross-cultural
adjustment, including general, interactional, and work adjustment (Ang, Rockstuhl, and Tan 2015,:436;
Gudmundsdottir 2015; Subramaniam et al. 2011). As manifested in the level of interest, drive, and energy to
adapt cross-culturally (Livermore 2015), motivational CQ is a strong predictor of a leader’s performance and
adjustment when working in organizations with employees from different cultures. In Templer, Tay, and
Chandrasekar's (2006) research, global employees who were more motivated to explore and experience
diverse cultures and were more self-confident in adapting to new cultural environments adjusted better to
work, life, and social demands in foreign assignments.

Hlc. There is a positive relationship between motivational CQ and (a) general adjustment, (b)
interaction adjustment, and (c) work adjustment

Behavioral CQ is considered a predictor of an employee’s peer-rated interactional adjustment (Van Dyne, Ang,
and Koh 2008). One of the four categories that can create barriers to a team’s ultimate success is direct versus
indirect communication, trouble with accents and fluency; differing attitudes toward hierarchy and authority;
and conflicting decision-making norms (Brett, Behfar, and Kern 2009:90). Since behavioral CQ is the ability to
perform appropriate verbal and non-verbal behavior, it is expected that this dimension of CQ will affect the
cross-cultural adjustment of foreign employers in different cultural environments. Accordingly,
Subramaniam, Ramalu, Wei, and Rose (2011) found that behavioral CQ was correlated positively with all three
dimensions of CCA (general adjustment, interaction adjustment, and work adjustment).

H1d. There is a positive relationship between behavioral CQ and (a) general adjustment, (b)
interaction adjustment, and (c) work adjustment.
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3. METHODOLOGY AND PROCEDURES
Participants and Sampling

A sample of 181 foreign employees working in Kosovo was used for this study. The data were collected during
December 2019. The empirical data comes from a survey of foreign employees living in Kosovo and working
in private businesses, from thirteen types (sectors) of institutions, including private schools, private hospitals,
marketing companies, private universities, pharmacies, banks, air travel, energy, trade, catering, hotel
management, consultancy, and insurance businesses. We either forwarded the link to the online English
version of the survey or sent the paper version to foreign employees. From a total of 210 attempted
respondents, 181 questionnaires were completed.

Data collection and Instruments

The research data were collected from foreign national employees working in private enterprises in Kosovo
between 05-25 December 2019. In order to apply the questionnaire prepared in line with the purpose of the
research, permission was obtained first. Participants were asked to answer the questionnaire form voluntarily
for data collection. The opinions of the participants were collected through face-to-face interviews. In total,
after missing and incorrect encodings are distinguished. The statements in all scales were created to be
answered in Likert format. The Cultural Intelligence Scale developed by Ang colleagues (Ang et al., ( 2007)
and the Intercultural Adaptation Scale developed by Black and Stephens (1989) were used to collect data in
the study.

Validity and Reliability of Research

The reliability and internal consistency scales were measured through Cronbach’s Alpha. The internal
consistency of all the scales and subscales was measured, and Cronbach’s alpha values ranged from 0.76 up
to 0.90, indicating highly reliable scales with good internal consistency. Previous studies tested instrument
validity (see: Dyne et al., 2008; Tutar and Erdem, 2020; Black Stephens, 1989). The Cronbach alpha of the CQ
and CCA in other studies which used the instruments like the study of Gudmundsdottir et al. (2015) was from
.91 for the CQS and .89 for CCA.

Statistical analysis

To visualize the sample's demographic characteristics effectively, we used frequency distribution tables of the
demographic data. Descriptive statistics, including the Mean and Standard Deviation of all scales and
subscales, were found (Tutar and Erdem, 2020). Correlation coefficients, and their respective statistical
significance, were found for all combinations of correlations between all the scales and subscales. Finally, we
performed the primary analysis, a hierarchical linear regression model to find the adjusted regression
coefficients of each variable in three steps of adding variables, starting with main demographics (Step 1), then
with additional demographical questions (Step 2), and finally with the subscales of the Cultural Intelligence
(Step 3). Hierarchical Regression Models were carried out for all three Cultural Adjustment subscales: General
Adjustment, Work Adjustment, and Interaction Adjustment. The data were analyzed using IBM SPSS Statistics
for Windows, Version 21.0. (IBM Corp., Armonk, N.Y., USA).

4. FINDINGS
Demographical Characteristics

The employees of foreign origin sampled in Kosovo were from USA (26%), Turkey (24.3%), Albania (14.9%),
Macedonia (11.6%), Serbia (4.4%), UK (3.3%), Austria (2.2%), Montenegro (1.1%), Slovenia (1.1%), and Bulgaria
(1.1%) Netherlands (1.1%), Ireland (1.1%), Germany (1.1%), Switzerland (1.1%), Korea (1.1%), Finland (1.1%),
and other countries (3.6%). 41.4% of the foreign employees had managerial positions; 25.4% had worked in
Kosovo for less than a year, 47.5% had worked for 1 to 5 years, 9.4% had worked for 6 to 10 years, and 17.1%
had worked for more than ten years. The age distribution followed a normal distribution with 12.2% of 18-24-
year-olds, 40.9% of 25-34-year-olds, 24.3% of 35-44-year-olds, 13.3% of 45-54-year-olds, and 9.4% of 55 years
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old and above. Regarding educational status: 13.3% of the foreign employees had a PhD. 35.4% had a Master’s
Degree, 41.4% had a Bachelor’s Degree, and 5.5% High School. 48.1% of the foreign employees were male;
56.4% were married; 51.9% worked in another foreign country before; 41.4% had their family with them; 52.5%
had training about the job in Kosovo before coming to Kosovo; 82.3% had information about the culture of
Kosovo before moving. These demographical characteristics were used as adjusting variables in the final

regression models.
Descriptive Statistics

Given that, the scales and the subscales were all measures with the same categorical range of values (1 through
7), their means can be compared. The means of all the scales and subscales in descending order are
motivational cultural intelligence (5.76), work adjustment (5.73), metacognitive cultural intelligence (5.64),
cross-cultural adjustment (5.32), cultural intelligence (5.25), general adjustment (5.20), interaction adjustment
(5.20), behavioral cultural intelligence (5.14), and cognitive, cultural intelligence (4.65) (Table 1).

A measurement model and hypothesis testing

Correlations within and between scales

Correlation coefficients were calculated for each combination of scales and subscales, and all the scales and
subscales were positively correlated and highly statistically significant (p<0.01) (Table 1). It is worth
mentioning specifically (since it is part of Hypothesis 1) that a positive correlation was found between cultural
intelligence and cross-cultural adjustment (Coeff = 0.53, p>0.01).

Table 1. Descriptive statistics, reliability coefficients, and correlations (N=181).

Scale Alph Mean SD 1 2 3 4 5 6 7 8
a

1.CQ 0.90 525 0.82

2. MetacognitiveCQ 0.85 564 1.03 .79

3. CognitiveCQ 0.84 465 111 777 52"

4. MotivationalCQ 0.83 576 093 79" .62" 46"

5. BehaviourallCQ 0.86 514 123 71" 43" 27" 44"

6. CCA 0.89 532 087 52" 35" 42¢ 52" 30"

7. General Adj 0.82 520 097 39" 23" 33" 41 21" 86"

8. InteractionAdj 0.76 520 123 50" 34" 44" 46" 29" 82" A8

9. WorkAdj 0.88 573 105 .39 33" 23" 42" 26" 72" 43" 56"

** p<0.01

Regression analyses

Hierarchical regression models which were carried out for all three cultural adjustment subscales (general
adjustment (Table 2), work adjustment (Table 3), and interaction adjustment (Table 4)) mostly showed a
statistically non-significant effect of demographic variables on the cultural adjustment subscales and
statistically significant effect of cultural intelligence. For the general adjustment subscale, none of the main
demographical characteristics had a statistically significant association (Table 2, Step 1). The other country-
related variables also did not significantly affect general adjustment (Table 2, Step 2). Once the cultural
intelligence subscales were added to the model, they increased its explanatory power from 4.4% (R-squared
=0.044) to 25.5% (R-squared = 0.255). The cultural intelligence subscale which had the most significant
association with general adjustment was motivational CQ (p<0.001), which affected general adjustment in a
positive way (Coeff=4.18), and then the second most significant association was with cognitive CQ (p=0.031),
which also had a positive effect (coefficient 2.170) among general adjustment. Two of the four cultural
intelligence subscales did not turn out to be significantly associated with general adjustment, namely
metacognitive CQ (p=0.327) and behavioral CQ (p=0.391) (Table 2, Step 3).

Table 2. General Adjustment Hierarchical Regression Model
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(Step 1) (Step 2) (Step 3)

Coeff.  p-value Coeffi. p-value Coeff. p-value
Managerial Position 107 176 .108 198 .667 506
Sex .009 .909 .002 .984 -.147 .883
Age .005 .950 .031 .740 -.096 924
Marital status -116 182 -.127 191 -1.341 182
Educational status -.087 254 -.071 373 -.999 319
Previous work in a foreign country -.089 272 -1.166 245
Working length in Kosovo -.034 .699 -.766 445
Living together with the family in .049 571 1.194 234
Kosovo
Prior training about the job in Kosovo -.039 617 -714 476
Prior information about Kosovo culture -.039 .618 -1.015 312
Metacognitive CQ -.984 327
Cognitive CQ 2.170 .031
Motivational CQ 4.181 .000
Behavioral CQ .860 391
R-squared .030 044 255

None of the main demographical characteristics had a statistically significant association (Table 3, Step 1). The
other country-related variables also did not significantly affect interaction adjustment (Table 3, Step 2), except
for working length in Kosovo (p=0.007). Once the cultural intelligence subscales were added to the model,
they increased its explanatory power considerably, from 29.7% (R-squared =0.297) to 59.4% (R-squared =
0.594). The cultural intelligence subscales which had a significant association with interaction adjustment were
motivational CQ (p<0.001), which had a positive effect (coeff. 0.314) between interaction adjustment, and
cognitive CQ also (p<0.001) had a positive effect (coeff. 0.284) among it. The other two subscales of cultural
intelligence were not significantly associated with interaction adjustment — metacognitive CQ (p=0.473) and
behavioral CQ (p=0.152) (Table 3, Step 3).

Table 3. Interaction Adjustment Hierarchical Regression Model

(Step 1) (Step 2) (Step 3)
Coeff. p-value Coeffi.  p-value Coeff. p-value

Managerial Position 103 192 .035 .667 -.038 .593
Sex 110 173 112 161 101 141
Age 139 105 .053 562 016 .843
Marital status -.066 450 -.085 372 -0.072 382
Educational status .047 .537 .047 .549 044 514
Previous work in a foreign -.011 .888 -0.009 .898
country
Working length in Kosovo 233 .007 201 .007
Living together with the .018 .835 0.060 424
family in Kosovo
Prior training about the job -.104 175 -.123 .064
in Kosovo
Prior information about .048 524 0.019 772
Kosovo culture
Metacognitive CQ -.065 473
Cognitive CQ 0.284 .000
Motivational CQ 0.314 .000
Behavioral CQ 110 152

R-squared 188 0.297 0.594
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For the work adjustment regression, the results were partly different. In the first step with demographical
variables, the managerial position had a significant association with work adjustment (p=0.01), while the rest
of the demographical variables (sex, age, marital status, and educational status) did not (Table 4, Step 1). In
the second step of the model, where the country-related variables were added, one additional variable
(working length in Kosovo) was significantly associated with work adjustment (p=0.047) and had a positive
effect (coeff. .169). The rest of the country-related variables (previous work in a foreign country, living together
with the family in Kosovo, prior training about Kosovo's job, prior information about Kosovo culture) were
not significantly associated with work adjustment (Table 4, Step 2). Once the Cultural Intelligence subscales
were added to the model, they increased its explanatory power from 33% (R-squared =0.33) to 51.9% (R-
squared = 0.519). The only cultural intelligence subscale which had a significant association with work
adjustment was motivational CQ (p<0.001), which had a positive effect (coeff. .333), while metacognitive CQ
(p=0.660), cognitive CQ (p=0.909), and behavioral CQ (p=0.228) were not significantly associated with work
Adjustment. (Table 4, Step 3).
Table 4. Work Adjustment Hierarchical Regression Model

(Step 1) (Step 2) (Step 3)

Coeff. p-value Coeffi. p-value Coeff. p-value
Managerial Position 202 .010 161 .048 126 .093
Sex -.009 912 .001 .990 -.010 .896
Age .092 273 .019 834 -.008 922
Marital status .026 .755 .055 561 .040 .649
Educational status .073 331 072 347 .052 464
Previous work in a foreign country .000 997 -.003 968
Working length in Kosovo 169 .047 142 .069
Living together with the family in -.071 .398 .001 993
Kosovo
Prior training about the job in Kosovo -.100 .186 -.106 130
Prior information about Kosovo culture .019 799 -.017 .805
Metacognitive CQ 042 .660
Cognitive CQ -.009 909
Motivational CQ 333 .000
Behavioral CQ .098 228
R-squared 0.271 .330 519

5. DISCUSSION

This study aimed to investigate the relationship between cultural intelligence and cross-cultural adjustment
of foreign employees working for private businesses in Kosovo and the effect of their cultural intelligence on
cross-cultural adjustment. The high correlation coefficients and the hierarchical regression analysis support
the hypothesis (H1) that the three subscales of cross-cultural adjustment are positively related to cultural
intelligence and all components of cultural intelligence, including metacognitive CQ, cognitive CQ,
motivational CQ, and behavioral CQ. All the cross-cultural adjustment subscales are positively associated with
motivational CQ.

Hypothesis 1a is partially supported. While there was a significant positive relationship between cognitive CQ
and general adjustment and a positive relationship between cognitive CQ and interaction adjustment, no
significant relationship between cognitive CQ and work adjustment was found. Those findings align with the
previous research by Gudmundsdoéttir (2015) and are partly in line with Ramalu et al., (2011) study. Overall,
our results showed the importance of cultural knowledge in Kosovo employees’ general and interaction
adjustment. Cognitive CQ has been defined as knowledge and understanding about culture, such as the
importance in business, but we did not observe a significant relationship between work adjustment and
cognitive CQ. One explanation could be that knowing the importance of culture in working or doing business
is not enough to enhance work responsibilities in culturally different environments.
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One important thing to consider about work adjustment is that in the first step with demographic variables,
the managerial position is significantly associated with work adjustment. In the second step of the analysis,
the length of time working in Kosovo was another variable that we found to significantly associate with work
adjustment (p=0.018). One explanation for this could be that those working for a considerable period would
be more exposed to the culture and be more adept at understanding and coping with cultural differences.
Length of time also affected expatriates' cross-cultural adjustment in the Middle East (Setti et al., 2020). These
findings suggest that it takes time for an employee to adjust to working in the context of Kosovo. Therefore,
for an employee to perform better, employers must wait to become more accustomed to cultural differences
and develop coping strategies for better adjustment to work. Further studies should examine the effect of
working length in a foreign culture, such as investigating the main factors that change with time and allow
successful adjustment to a new environment. Another critical area of investigation is the functional role's
effect, as our results show that a managerial position affects adjustment to working in Kosovo.

Our findings do not support hypothesis 1b. No statistically significant relationship was found between
metacognitive CQ and general adjustment, interaction adjustment, and work adjustment. This is in line with
the findings of a study by Huff et al. (2014). However, this was based on adjusted models (adjusted for
demographical and country-related characteristics), while we found a significant relationship in the
unadjusted correlations table. Adjusting variables like demographics, which included sex, age, marital status,
and other variables like educational status, previous work in a foreign country, living together with the family
in Kosovo, prior training about the job in Kosovo, and prior information about Kosovo culture had a
considerable effect on the relationship we observed between metacognitive CQ and cross-cultural adjustment.
Organizations should pay attention to those characteristics by training employees, giving them information
about the culture before sending them to the new assignment and considering sending them together with
their families. In the same way, employees should attempt to gather information about the country's culture
in which they will work.

The data fully support hypothesis 1c. Motivational CQ has a statistically significant positive relationship with
all the Cross-Cultural Adjustment components (general adjustment, interaction adjustment, and work
adjustment). These findings are consistent with previous studies (Gudmundsdéttir 2015, Ramalu et al. 2011;
Templer et al. 2006; Shu, McAbee, and Ayman, 2017; Jyoti and Kour 2015; Huff, Song, and Gresch 2014; Setti
et al., 2020). Since motivational CQ is the motivation or drive and energy to adapt to culturally different
environments (Livermore 2015, p.26), it was expected that it should have a considerable effect on cross-cultural
adjustment. In the context of this study, motivation is a significant factor to consider when working with
people from different cultural backgrounds. It can be suggested that it is in a person's interest to understand
better their motivation for engaging in culturally different environments. Employers and managers should
also be sure about the motivation that an employee has to engage with different cultures, preventing high
turnover, as shown in the study by Akhal and Liu (2019). A high motivational CQ should be a criterion for
selecting candidates when assigning them for international work.

Hypothesis 1d is not supported by the findings. We did not observe a statistically significant relationship
between behavioral CQ and General Adjustment, Interaction Adjustment, and Work Adjustment. These
results are the same as the result of a study made by Jyoti and Kour (2015) and the study's results (Huff et al.,
(2014).

The findings of this study can be discussed from Social Learning Perspective. The theory implies the
environmental causes of an individual's behavior and its impact ( Black and Mendenhall, 1991; Auf der Heide,
2007) on cross-cultural adjustment. It can be said that cross-cultural adjustment of foreign employees in
Kosovo is a process in which as the results demonstrated many factors like demographics, which included
sex, age, marital status, and other variables like educational status, previous work in a foreign country, living
together with the family in Kosovo, prior training about the job in Kosovo, and prior information about Kosovo
culture and length of time working in Kosovo, were very important in enhancing it. Moreover, the most critical
foreign employee’s cultural intelligence affected this process by improving cross-cultural living and working
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conditions. As a result, it is essential to provide training and other modalities that would enhance employees’
CQ because, as the study of Okpara et al. (2020) pointed out, training had significant and positive influences
on expatriates' adjustment. An employer with high levels of CQ can help leaders recognize their leaders'
transformational behaviors and enhance employees' job performance (Nam & Park, 2019) which should be
very important for the cross-cultural adjustment of foreign employees. Moreover, in a study made by Tsegaye
et al. (2019), it was found that a cross-cultural adjustment level mediates innovative behavior, which in turn is
a vital skill for employees that especially the private sector in Kosovo needs.

Limitations and future directions

One of this study's limitations is that all of the data were collected through a self-reported questionnaire. This
could lead to self-reporting bias, as demonstrated in Podsakoff and Organ's (1986) study (Podsakoff,
Mackenzie, and Podsakoff 2011). Future research should include information from other sources like
superiors and peers, and so on. The second limitation is the language of the questionnaire. This was in English,
which could also open the possibility of misunderstanding the questions, where English was not the
respondent’s native language.

Another limitation of our study was the sample size. As there was no available list of foreign workers in
Kosovo, the exact number of the workers could not be ascertained, and not all workers could be contacted. To
address this limitation, we contacted the ministry of trade and finance, the ministry of internal affairs, and the
chamber of commerce and tried to take as many contacts as possible.

6. CONCLUSION

This study emphasizes the importance of cultural intelligence as a skill that enhances employees’ cross-
cultural adjustment, in this case, in Kosovo. We observed an effect on adjustment to working in Kosovo from
all aspects of CQ. A person's motivation to work in cross-cultural environments is the main factor that
enhances their adjustment to a culturally different context. Employees and employers will produce better
outcomes when they maintain high motivation levels for cross-cultural adjustment. Kosovo's private
businesses need skilled and competent employees with international experience, allowing more significant
learning and improved performance. Foreign employees' ability to adapt quickly to working abroad is related
to having higher cultural intelligence and incredibly motivational CQ, which employers consider when
sending workers to work for private businesses in Kosovo and employees planning to work in Kosovo. A high
level of CQ should be a key criterion for sending employees on international assignments.
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