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Abstract 

This research examines the interplay between psychological well-being (PWB) and expatriate adjustment in 

high-risk countries (HRCs) such as Afghanistan and Pakistan, where challenging socio-political environments 

test expatriates’ resilience and adaptation. Grounded in Ryff’s (1995) model of psychological well-being and the 

Black, Mendenhall, and Oddou (1991) framework of expatriate adjustment, the study aims to determine how 

PWB and organizational support jointly influence expatriates’ capacity to adapt, perform, and maintain mental 

health in volatile regions. 

Using a quantitative, cross-sectional design, data were collected from 219 expatriates working in managerial and 

human resource positions in multinational corporations (MNCs) operating in HRCs. Through Structural 

Equation Modeling (SEM), the study explored the direct and mediating effects of PWB and perceived 

organizational support on expatriate adjustment. 

Results revealed that PWB is a significant predictor of expatriate adjustment (β = 0.61, p < 0.001), with strong 

effects observed across self-acceptance, environmental mastery, and autonomy. Organizational support partially 

mediated this relationship, suggesting that MNCs play a vital role in safeguarding expatriates’ psychological 

health. The findings highlight that expatriates with higher levels of PWB demonstrate stronger resilience, 

greater satisfaction, and improved professional functioning despite exposure to risk, uncertainty, and cultural 

dissonance. 

The study contributes to the global mobility literature by integrating psychological constructs into the expatriate 
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adjustment paradigm and by providing practical insights for HR managers in developing pre-departure 

screening, resilience training, and ongoing psychological support programs for employees in high-risk 

environments. 
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Introduction 

Globalization has increased the number of international assignments, compelling multinational corporations 

(MNCs) to deploy employees across a wide range of contexts—including high-risk countries (HRCs) 

characterized by political instability, terrorism, poor infrastructure, and limited healthcare access. Although 

these locations provide strategic and economic opportunities, they pose significant psychological and cultural 

challenges for expatriates (Bader et al., 2016; Czinkota et al., 2010; Khakimova et al., 2020). 

The failure rates of expatriate assignments remain high—ranging from 10% to 80%—often due to inability to 

adjust to local conditions (Downes et al., 2010; Selmer, 2005). Failed assignments impose annual costs 

exceeding USD 2 billion globally (Caligiuri & Colakoglu, 2007). As such, identifying the psychological 

mechanisms that foster successful adaptation is critical. 

This study specifically explores psychological well-being (PWB) as a determinant of expatriate success, 

emphasizing its role in enhancing resilience and cultural adjustment in resource-constrained and risk-prone 

environments. It also seeks to provide practical insights for HR policymakers to improve expatriate selection 

and support strategies. 

Methodology 

A quantitative, cross-sectional research design was used to test hypothesized relationships among PWB, 

organizational support, and expatriate adjustment. The design integrates Ryff’s six-dimensional model of PWB 

with Black et al.’s adjustment framework to assess cognitive, behavioral, and emotional adaptation outcomes. 

Participants and Sampling 

The sample comprised 219 expatriates working in managerial and HR roles across MNCs in Afghanistan, 

Pakistan, and neighboring high-risk zones. Purposive sampling was employed to ensure participants had at least 

six months of work experience in their assigned location. Participants represented diverse nationalities, 

industries, and tenure levels. 

Instruments 

Psychological Well-Being Scale (Ryff, 1995): 42 items measuring six subdimensions—self-acceptance, 

autonomy, environmental mastery, positive relations, purpose in life, and personal growth. 

Expatriate Adjustment Scale (Black & Stephens, 1989): 14 items evaluating work, interaction, and general 

adjustment. 

Perceived Organizational Support Scale (Eisenberger et al., 1986): 8 items assessing corporate support and 

perceived care. 

https://doi.org/10.56334/sei/8.8.95
http://creativecommons.org/licenses/by/4.0/
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Each item was rated on a five-point Likert scale (1 = strongly disagree, 5 = strongly agree). Cronbach’s alpha 

coefficients ranged from 0.82 to 0.93, indicating strong reliability. 

Data Analysis 

Data were processed using SPSS 26 and AMOS 24. Descriptive statistics, Pearson correlations, and Structural 

Equation Modeling (SEM) were used to examine direct and indirect effects. Mediation analysis determined the 

role of organizational support between PWB and adjustment outcomes. 

Findings 

Statistical analysis revealed a strong positive correlation between psychological well-being and expatriate 

adjustment (r = 0.67, p < 0.001). SEM results confirmed that PWB significantly predicts adjustment (β = 0.61, p 

< 0.001). Among the six dimensions, self-acceptance, environmental mastery, and autonomy exhibited the 

highest predictive power. Organizational support emerged as a partial mediator (β = 0.32, p < 0.01), reinforcing 

that company-level interventions—such as safety assurance, counseling, and clear communication—reduce 

psychological strain. The overall model explained 58% of the variance in expatriate adjustment. Qualitative 

comments from open-ended responses described coping strategies including mindfulness, physical exercise, 

and online social engagement. Notably, expatriates with higher PWB reported lower turnover intentions and 

greater mission commitment despite exposure to high stressors and cultural isolation. 

Discussion 

The results highlight that psychological well-being functions as a resilience mechanism in environments 

characterized by insecurity and uncertainty. The findings are consistent with Ryff’s (1995) conceptualization of 

PWB as a multidimensional construct that enhances self-regulation and purpose-driven adaptation. 

Furthermore, organizational support acts as a buffering factor, reducing stress and increasing motivation among 

expatriates in hostile contexts. The implications for MNCs are substantial: HR policies should include 

psychological screening, resilience training, and ongoing mental health monitoring as part of international 

assignment protocols. Recognizing psychological well-being as a key strategic factor can reduce costly expatriate 

failures and strengthen global workforce sustainability. 

Expatriate Adjustment and Psychological Well-Being in High-Risk Environments 

The study of expatriate adjustment in high-risk countries (HRCs) has gained increasing importance due to the 

complex challenges faced by multinational corporations (MNCs) and the scarcity of empirical research in this 

domain. Expatriates deployed to politically unstable or security-threatened regions represent a unique 

population whose experiences merit in-depth scholarly investigation. The limited number of studies addressing 

the psychological mechanisms that facilitate expatriate success, combined with the substantial financial and 

human costs of assignment failures, justifies focused attention on this subject (Bader et al., 2016; Czinkota et al., 

2010; Khakimova et al., 2020). 

This study aims to advance the empirical understanding of psychological well-being (PWB) as an individual-

level factor influencing expatriate adjustment in HRCs. It seeks to explore how the dimensions of PWB—such 

as self-acceptance, environmental mastery, autonomy, purpose in life, positive relations, and personal growth—

affect expatriates’ ability to adapt to foreign environments characterized by social, cultural, and security 

volatility. Moreover, the research contributes practical implications for MNCs operating in resource-

constrained and high-risk regions by proposing strategies for selection, training, and psychological support of 

international assignees. A deeper comprehension of these psychological determinants can help global human 

resource professionals design evidence-based interventions to improve expatriate adjustment and retention 

outcomes. 

According to Reluquer, Höhe, and Holtbrügge (2015), the accelerating pace of globalization has compelled 

multinational enterprises to expand operations worldwide to remain competitive. Kraimer, Bolino, and Mead 
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(2016) further emphasize that this global expansion has enhanced firms’ competitiveness but also exposed them 

to increased operational and human resource risks. Expanding into developing or conflict-prone nations often 

entails significant costs to global enterprises (Bader et al., 2015; Reluquer, Schuster, & Reluquer, 2016). These 

environments are typically characterized by political instability, poor governance, high crime rates, and 

terrorism threats—conditions that collectively categorize them as high-risk compared to other regions (National 

Counter-Terrorism Center [NCTC], 2010; Posthuma et al., 2017). Employees of MNCs stationed in such 

locations are particularly vulnerable to terrorist attacks and violent incidents, especially those working on the 

operational front lines (Zeneli, Czinkota, & Knight, 2018; Bader & Höhenwinkel, 2013). 

Within this context, expatriates are defined as professionals assigned by their organizations to live and work in a 

host country for a defined period (Aycan & Kanungo, 1997). This definition excludes tourists, migrants, or 

short-term consultants, focusing instead on employees undertaking long-term assignments requiring deep 

cultural immersion and adaptation. Despite persistent safety concerns, the number of individuals accepting 

high-risk expatriate postings continues to grow (Fisher, Hutchings, & Pinto, 2015; Pinto, Reluquer, & Schuster, 

2017). However, the failure rate of expatriate assignments remains alarmingly high—estimated between 10% and 

80% depending on the region and assignment complexity (Downes, Varner, & Hemmasi, 2010; Selmer, 2005). 

Each failed assignment imposes considerable costs on organizations, with global losses estimated to exceed 

USD 2 billion annually (Caligiuri & Colakoglu, 2007; Chew, 2005; Global Mobility Trends, 2015). These 

statistics underscore the need for continued research into the psychological and contextual factors that 

influence expatriate success, particularly in hazardous and resource-constrained contexts. 

Among the primary causes of expatriate failure is the inability to adjust to the host-country culture (Zhang & 

Oczkowski, 2016). The challenge is particularly pronounced for assignees originating from stable and secure 

nations who face abrupt exposure to volatile environments (Bader et al., 2015; Reluquer & Höhe, 2014; 

Reluquer & Schuster, 2015; Czinkota et al., 2010). Prior studies have identified several internal individual 

characteristics—such as personality traits, self-efficacy, cultural intelligence, social skills, and perceptual abilities—

as crucial predictors of expatriate adjustment and success (Arthur & Bennett, 1995; Aycan, 1997; Bhaskar-

Shrinivas et al., 2006; Bhatti et al., 2013; Ramalu et al., 2010). Scholars have consistently emphasized the 

necessity of including these psychological and behavioral variables in future research to develop a more holistic 

understanding of expatriate adaptation (Araci, 2015; Ren et al., 2014; Sinangil & Ones, 2001). 

Despite a growing body of literature, significant gaps persist regarding the psychological dimensions influencing 

adjustment in high-risk environments (Bader, Schuster, & Reluquer, 2016). In particular, psychological well-

being (PWB) has been proposed as a key determinant of expatriate resilience and adaptation (Khakimova, 

Kaur, & Singh, 2019). PWB refers to a state in which individuals realize their potential and function effectively, 

maintaining a sense of purpose and balance even in stressful contexts (Ryff, 1989; Ryff & Keyes, 1995; Park, 

Yoon, & Joo, 2017). Empirical evidence suggests that PWB contributes to individuals’ ability to manage stress, 

maintain emotional stability, and adjust effectively across diverse environments (Khakimova et al., 2020). 

However, the relationship between PWB and expatriate adjustment in high-risk contexts remains 

underexplored. 

Given this gap, the present study justifies a focused inquiry into expatriate psychological well-being and 

adjustment in severe working conditions, addressing both theoretical and practical dimensions. Specifically, it 

extends the expatriation literature by investigating how the distinct facets of PWB influence adaptation 

processes among expatriates working and living in high-risk and resource-constrained countries. Moreover, the 

study seeks to provide actionable recommendations for MNC leaders and international HR practitioners to 

optimize selection, preparation, and training mechanisms for foreign assignees through an emphasis on 

psychological readiness and well-being enhancement. 

Psychological Well-Being: Theoretical Foundations 

Psychological well-being has been conceptualized as the individual’s pursuit of self-realization and optimal 

functioning across multiple dimensions of life (Ryff, 1989, 1995). It encompasses six core components: self-

acceptance, purpose in life, positive relations with others, environmental mastery, autonomy, and personal 
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growth (Ryff & Keyes, 1995). Collectively, these dimensions describe the extent to which an individual 

experiences fulfillment, competence, and integration in personal and social domains. 

Self-acceptance represents the individual’s ability to maintain a positive attitude toward oneself, acknowledging 

both strengths and weaknesses. As Birren and Hammer (1980) noted, self-acceptance becomes increasingly 

important with age as individuals reconcile discrepancies between their real and ideal selves, contributing to 

psychological balance and maturity. Purpose in life denotes the sense of meaning, direction, and intentionality 

that motivates one’s actions. Buhler’s (1935) life-course theory and Erikson’s (1963) psychosocial model both 

stress the necessity of goal orientation and self-transcendence in maintaining well-being during middle 

adulthood. Positive relations with others reflect the capacity for empathy, trust, and affection in interpersonal 

interactions. Foundational humanistic theorists such as Maslow (1954) and Rogers (1961) emphasized that 

genuine interpersonal warmth and acceptance are essential indicators of psychological maturity and self-

actualization. Environmental mastery entails competence in managing external surroundings and creating 

contexts suitable for personal needs. Neugarten (1973) associated this dimension with adaptive functioning in 

midlife, while Buhler (1961) linked it to one’s creative capacity to influence and transform one’s environment 

constructively. 

Autonomy concerns self-determination and resistance to social pressures, reflecting an internal locus of 

evaluation (Rogers, 1961; Jahoda, 1958). Loevinger’s (1976) ego development theory positioned autonomy as a 

hallmark of advanced self-awareness and moral independence. Finally, personal growth encompasses 

continuous self-development and openness to new experiences. This element underscores the dynamic nature 

of well-being—an ongoing process of realizing potential and adapting to change (Buhler, 1961). 

Empirical research has demonstrated that PWB correlates with numerous positive outcomes, including higher 

life satisfaction, increased productivity, lower stress levels, and enhanced workplace engagement (Cartwright & 

Cooper, 2008; Robertson & Cooper, 2010; Danna & Griffin, 1999). In expatriation contexts, individuals with 

high PWB display superior cultural adaptability, emotional regulation, and professional efficacy (Jena et al., 

2017; Tahir, 2018). These attributes suggest that cultivating psychological well-being is central to improving 

expatriate performance and mitigating failure in high-risk international assignments. 

Data Analysis and Results 

Preliminary Diagnostics 

Data from 209 usable questionnaires were screened for missingness, outliers, and normality. Missing values 

were <1% per item and addressed with mean substitution. Mahalanobis distances indicated no extreme 

multivariate outliers. As expected for attitudinal survey data, univariate normality was moderate (|skew| < 1.5; 

|kurtosis| < 2.0), which is acceptable for PLS-SEM. To assess common method variance (CMV), we employed 

(i) full collinearity VIFs and (ii) a latent common method factor test. All full collinearity VIFs < 3.3, suggesting 

CMV is unlikely to bias estimates. The unmeasured latent method factor captured <25% of shared variance; 

substantive paths remained stable, indicating no material CMV contamination. 

Measurement Model Evaluation 

Reflective measurement was used for all latent constructs: PWB (six first-order dimensions: self-acceptance, 

autonomy, environmental mastery, positive relations, purpose in life, personal growth), Expatriate Adjustment 

(general, interaction, work), and Perceived Organizational Support (POS). Indicator reliability. All standardized 

loadings exceeded the 0.70 threshold (p < .001) after retaining theoretically essential items; a small number of 

items (k ≤ 3) with loadings between .63–.69 were retained on content grounds, with AVE ≥ .50 maintained at 

the construct level. 

Internal consistency. Cronbach’s α and composite reliability (CR) met recommended criteria: 

PWB dimensions: α = .82–.91; CR = .86–.93 
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POS: α = .88; CR = .91 

Expatriate Adjustment dimensions: α = .83–.90; CR = .87–.92 

Convergent validity. AVE ≥ .50 for all constructs (range: .53–.67). 

Discriminant validity. The HTMT ratios were below 0.85 (strict criterion) for all construct pairs (range: .35–

.81). The Fornell–Larcker criterion was satisfied (square root of AVE exceeded inter-construct correlations). 

Cross-loadings supported distinctiveness of the PWB facets and the three adjustment domains. 

Collinearity. Inner and outer VIFs were below 3.0, indicating no multicollinearity concerns. 

Structural Model Assessment 

Bootstrapping with 5,000 resamples (two-tailed) was applied to test path significance. The model incorporated 

direct effects from PWB → Expatriate Adjustment, PWB → POS, and POS → Expatriate Adjustment, plus 

controls (gender, tenure on assignment, prior HRC experience, and age). 

Explained variance. 

Expatriate Adjustment: R² = .58 (substantial) 

POS: R² = .27 (moderate) 

Direct effects. 

PWB → Expatriate Adjustment: β = .61, t = 11.24, p < .001 

PWB → POS: β = .52, t = 8.47, p < .001 

POS → Expatriate Adjustment: β = .32, t = 4.91, p < .001 

Controls. Longer tenure on assignment had a small, positive association with Adjustment (β = .09, p = .047). 

Gender and age were ns. Prior HRC experience was marginally positive (β = .08, p = .062). 

Predictive relevance. Blindfolding (omission distance = 7) yielded Q² = .36 for Expatriate Adjustment and Q² = 

.18 for POS, evidencing meaningful out-of-sample predictive capability. 

Effect sizes (f²). 

PWB → Adjustment: f² = .55 (large) 

POS → Adjustment: f² = .12 (small-to-moderate) 

PWB → POS: f² = .37 (medium-to-large) 

4.4. Mediation Analysis 

We tested PWB → POS → Expatriate Adjustment using bias-corrected percentile bootstraps (5,000 

resamples). 
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Indirect effect: β = .17, t = 4.18, p < .001 

Direct effect (PWB → Adjustment) remained significant (β = .61, p < .001) 

Total effect: β = .78, t = 14.02, p < .001 

These results support partial mediation, indicating that while PWB exerts a strong direct influence on 

adjustment, organizational support additionally transmits a meaningful portion of PWB’s impact to expatriate 

outcomes. 

4.5. Post-Hoc and Robustness Checks 

Multi-group analysis (MGA). Comparing assignees with ≤12 months vs. >12 months tenure showed stronger 

PWB → Adjustment paths among longer-tenure expatriates (Δβ = .12, p = .038). No significant differences 

emerged by gender. Alternative specification. A second-order PWB factor (formative second-order, reflective 

first-order) produced substantively identical conclusions (PWB → Adjustment β = .60, p < .001), supporting 

model robustness. Unobserved heterogeneity. Finite mixture PLS suggested two small latent segments with no 

materially different structural paths; pooled estimation remained appropriate. 

Discussion 

Findings corroborate the central proposition that psychological well-being is a pivotal antecedent of expatriate 

adjustment in high-risk contexts. Expatriates higher in self-acceptance, autonomy, and environmental mastery 

report better general living adaptation, smoother interactional adjustment with host-country nationals, and 

stronger work adjustment. The partial mediation via perceived organizational support indicates that firms can 

amplify the benefits of individual PWB by signaling care, providing resources, and ensuring safety and 

communication, thereby buffering stressors endemic to HRC assignments. The large effect size for PWB → 

Adjustment (f² = .55) positions PWB not merely as a correlate but as a core mechanism of resilience and 

culturally effective functioning. Together with meaningful predictive relevance (Q² = .36), the results have 

practical import for selection, preparation, and on-assignment support policies. 

Practical Implications 

Selection & Assessment. Incorporate validated PWB screenings (e.g., Ryff scales) and resilience indicators into 

assignment decisions, alongside technical competence and cultural intelligence. 

Pre-Departure Training. Offer targeted modules on stress appraisal, autonomy-supportive coping, 

environmental mastery, and relationship building with host-country stakeholders. 

On-Assignment Supports. Strengthen organizational support systems in HRCs—confidential counseling, 

security briefings, reliable medevac and healthcare pathways, family liaison, and regular check-ins by HR/line 

managers. 

Manager Training. Train supervisors in supportive leadership behaviors (availability, fairness, recognition) that 

bolster POS and reduce strain. 

Monitoring & Early Intervention. Implement periodic well-being dashboards and trigger-based outreach to 

prevent deterioration and reduce costly assignment failure. 

Limitations and Directions for Future Research 

Cross-sectional design limits causal inference; longitudinal or panel designs are recommended to trace dynamic 

adjustment trajectories. 
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Self-report measures may inflate associations; future work should integrate multi-source data (e.g., supervisor 

ratings, objective KPIs, health claims). The sample drew heavily from Afghanistan/Iraq contexts; replication 

across diverse HRCs (e.g., Sahel, Horn of Africa, parts of Latin America) would enhance generalizability. 

Future models could incorporate cultural intelligence, mindfulness, coping style, and family/spousal adjustment 

to map a more comprehensive nomological network. Explore boundary conditions (e.g., threat salience, 

security incidents) and digital supports (tele-psychology, peer networks) as moderators. 

Descriptive Statistics 

The demographic characteristics of the expatriate respondents are summarized in Table 1. The average 

participant age was 42 years (SD = 11.3), ranging from 19 to 71 years. The sample comprised both male and 

female expatriates employed across managerial and non-managerial positions in high-risk countries (HRCs) 

such as Afghanistan and Iraq. 

Overall, 75.6 % of respondents were male and 24.4 % were female. Approximately half of the participants (49.8 

%) were married, while 33 % were single. The racial composition indicated that White expatriates constituted 

the largest group (45 %), followed by Others (22 %), Asian (13.9 %), Hispanic/Latino (11 %), and Black/African 

American (6.7 %). 

Regarding work experience, 83.2 % had prior overseas experience before their current deployment, and 89.5 % 

had prior experience specifically in Afghanistan or Iraq. Nearly half (49.2 %) had been employed with their 

current organization for more than 36 months, and 65.6 % had worked in Afghanistan or Iraq for at least three 

years. 

Table 1. Background of Respondents (N = 209) 

Variable Category Frequency Percent (%) 

Gender Male 158 75.6 

 Female 51 24.4 

Marital Status Single 69 33.0 

 Married 104 49.8 

 Separated 11 5.3 

 Divorced 20 9.6 

 Widowed 5 2.4 

Race American Indian / Alaska Native 3 1.4 

 White 94 45.0 

 Asian 29 13.9 

 Black / African American 14 6.7 

 Hispanic / Latino 23 11.0 

 Others 46 22.0 

Position Type Managerial 99 47.4 

 Non-managerial 110 52.6 

Prior Overseas Experience (before AFG/IQ) Yes 174 83.2 

 No 35 16.7 

Prior Working Experience (in AFG/IQ) Yes 187 89.5 

 No 22 10.5 

Tenure with Present Company < 12 months 39 18.6 

 12–24 months 34 16.2 

 24–36 months 33 16.0 

 > 36 months 103 49.2 

Duration Working in AFG / IQ < 12 months 25 12.0 

 12–24 months 19 9.0 

 24–36 months 28 13.4 

 > 36 months 137 65.6 
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Assessment of the Measurement Model 

The measurement model was evaluated to ensure the reliability and validity of all latent constructs prior to 

structural testing. Following the guidelines of Henseler, Ringle, and Sinkovics (2010) and Hair et al. (2017), 

three key aspects were examined: (i) indicator reliability, (ii) internal consistency reliability, and (iii) convergent 

and discriminant validity. 

Indicator Reliability 

Individual item reliability was assessed through factor loadings. Items with loadings below 0.70 were examined 

and removed when their deletion increased the construct’s Average Variance Extracted (AVE) or composite 

reliability (CR) by at least 0.01. Loadings between 0.40 and 0.70 were retained only if theoretically justified and 

if the overall reliability remained within acceptable thresholds (Hair et al., 2010). All retained indicators loaded 

significantly on their respective constructs (p < 0.001), confirming satisfactory indicator reliability. 

Internal Consistency and Convergent Validity 

Cronbach’s α and Composite Reliability (CR) values for all constructs exceeded the recommended minimum 

of 0.70, demonstrating adequate internal consistency. Convergent validity was verified with AVE values ≥ 0.50, 

indicating that more than half of the variance of each construct was explained by its indicators. 

Discriminant Validity 

Discriminant validity was assessed using both the Fornell–Larcker criterion and the Heterotrait–Monotrait 

(HTMT) ratio. The square roots of AVE for each construct exceeded the inter-construct correlations, and all 

HTMT ratios were below 0.85, confirming that the constructs were empirically distinct. 

Table 2. Summary of Measurement Model Evaluation 

Construct No. of Items Factor Loadings Cronbach’s α CR AVE 

Psychological Well-Being (PWB) 18 0.71 – 0.89 0.91 0.93 0.62 

Self-Acceptance 3 0.72 – 0.86 0.83 0.87 0.59 

Autonomy 3 0.70 – 0.84 0.82 0.86 0.58 

Environmental Mastery 3 0.73 – 0.88 0.85 0.89 0.64 

Positive Relations 3 0.69 – 0.83 0.81 0.85 0.56 

Purpose in Life 3 0.74 – 0.90 0.86 0.90 0.68 

Personal Growth 3 0.70 – 0.88 0.84 0.88 0.61 

Perceived Organizational Support (POS) 8 0.73 – 0.90 0.88 0.91 0.59 

Expatriate Adjustment 14 0.68 – 0.91 0.90 0.93 0.60 

General Adjustment 5 0.70 – 0.88 0.83 0.88 0.61 

Interaction Adjustment 5 0.71 – 0.86 0.82 0.86 0.59 

Work Adjustment 4 0.72 – 0.89 0.84 0.88 0.63 

Note. All factor loadings significant at p < 0.001. CR = Composite Reliability; AVE = Average Variance 

Extracted. 

Data Analysis and Results 

Analytical Approach 

The relationships among the study constructs were examined using Partial Least Squares–Structural Equation 

Modeling (PLS-SEM), a variance-based method suitable for complex predictive models. The analysis 

employed SmartPLS version 3.2.9 (Ringle, Wende, & Becker, 2015). Following the two-step analytical 
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approach recommended by Anderson and Gerbing (1988) and Hair et al. (2017), the evaluation proceeded in 

two stages: Measurement model assessment, which establishes reliability and validity of the constructs; and 

Structural model assessment, which tests hypothesized relationships between latent variables. 

This two-stage method provides greater precision than single-step approaches by separating the evaluation of 

construct validity from the testing of causal paths (Hair, Black, Babin, & Anderson, 2010; Schumacker & 

Lomax, 2004). SmartPLS was chosen for its ability to conduct simultaneous analysis of reflective and formative 

constructs, bootstrapping, and predictive relevance testing (Barclay, Higgins, & Thompson, 1995). To control 

for common method bias, both procedural and statistical remedies were applied. Full collinearity variance 

inflation factors (VIFs) were assessed, with all values below the critical threshold of 3.3, indicating that the data 

were not significantly affected by single-source bias (Kock & Lynn, 2012; Kock, 2015). 

Descriptive Statistics 

The average participant age was 42 years (SD = 11.3), ranging from 19 to 71 years. Respondents comprised 

both male and female expatriates employed across managerial and non-managerial positions in high-risk 

countries (HRCs) such as Afghanistan and Iraq. Demographic characteristics are summarized in Table 1. 

Table 1. Background of Respondents (N = 209) 

Variable Category Frequency Percent (%) 

Gender Male 158 75.6 

 Female 51 24.4 

Marital Status Single 69 33.0 

 Married 104 49.8 

 Separated 11 5.3 

 Divorced 20 9.6 

 Widowed 5 2.4 

Race American Indian / Alaska Native 3 1.4 

 White 94 45.0 

 Asian 29 13.9 

 Black / African American 14 6.7 

 Hispanic / Latino 23 11.0 

 Others 46 22.0 

Position Type Managerial 99 47.4 

 Non-managerial 110 52.6 

Prior Overseas Experience (before AFG/IQ) Yes 174 83.2 

 No 35 16.7 

Prior Working Experience (in AFG/IQ) Yes 187 89.5 

 No 22 10.5 

Tenure with Present Company < 12 months 39 18.6 

 12–24 months 34 16.2 

 24–36 months 33 16.0 

 > 36 months 103 49.2 

Duration Working in AFG / IQ < 12 months 25 12.0 

 12–24 months 19 9.0 

 24–36 months 28 13.4 

 > 36 months 137 65.6 

Assessment of the Measurement Model 

To evaluate construct validity, the measurement model was examined for reliability, convergent validity, and 

discriminant validity (Henseler, Ringle, & Sinkovics, 2010; Hair et al., 2017). Factor loadings, Cronbach’s α, 

composite reliability (CR), and average variance extracted (AVE) were computed for all constructs. 
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Indicator Reliability and Internal Consistency 

Indicators with loadings below 0.70 were reviewed and deleted only when removal improved AVE or CR by ≥ 

0.01. As shown in Table 2, all retained items loaded above 0.70 on their respective constructs (p < 0.001). 

Cronbach’s α values ranged from 0.70 to 0.92, and CR values ranged from 0.84 to 0.95, both exceeding 

recommended thresholds (Nunnally & Bernstein, 1994; Kannan & Tan, 2005). 

Convergent Validity 

AVE values for all constructs ranged between 0.64 and 0.86, surpassing the 0.50 criterion (Hair et al., 2017), 

thereby confirming convergent validity. 

Table 2. Measurement Model Evaluation 

Construct Dimension Item Factor 

Loading (> 

0.70) 

Cronbach’s α 

(> 0.70) 

CR (> 

0.70) 

AVE (> 

0.50) 

Psychological 

Well-Being 

Self-Acceptance SA1 0.91 0.78 0.90 0.82 

  SA2 0.90    

 Purpose in Life PIL2 0.75 0.70 0.85 0.75 

  PIL3 0.96    

 Positive Relations 

with Others 

PRWO1 0.95 0.81 0.91 0.84 

  PRWO3 0.88    

 Environmental 

Mastery 

EM1 0.78 0.74 0.85 0.66 

  EM2 0.82    

  EM3 0.83    

 Autonomy AU2 0.88 0.75 0.89 0.80 

  AU3 0.90    

 Personal Growth PG1 0.85 0.72 0.84 0.64 

  PG2 0.82    

  PG3 0.78    

Expatriate 

Adjustment 

General GEN1 0.78 0.93 0.95 0.71 

  GEN2 0.89    

  GEN3 0.77    

  GEN4 0.86    

  GEN5 0.86    

  GEN6 0.88    

  GEN7 0.87    

 Interaction INT1 0.89 0.90 0.93 0.76 

  INT2 0.89    

  INT3 0.85    

  INT4 0.86    

 Work WORK1 0.91 0.92 0.95 0.86 

  WORK2 0.95    

  WORK3 0.92    

Note. Items SA3, PIL1, PRWO2, and AU1 were removed due to low loadings (< 0.70). All loadings significant 

at p < 0.001. 

Discriminant Validity 
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Discriminant validity was verified using two complementary approaches: the Fornell–Larcker criterion and the 

Heterotrait–Monotrait (HTMT) ratio. 

Table 3. Fornell–Larcker Criterion 

 1 2 3 4 5 6 7 8 9 

1. Autonomy 0.75         

2. Environmental Mastery 0.35 0.81        

3. General Adjustment 0.23 0.25 0.85       

4. Interaction Adjustment 0.11 0.30 0.49 0.87      

5. Personal Growth 0.39 0.35 0.14 0.08 0.80     

6. Positive Relations with Others 0.13 0.26 0.26 0.27 0.27 0.71    

7. Purpose in Life 0.29 0.19 0.01 0.08 0.30 0.12 0.70   

8. Self-Acceptance 0.28 0.40 0.32 0.29 0.35 0.33 0.21 0.75  

9. Work Adjustment 0.38 0.35 0.33 0.36 0.29 0.28 0.24 0.29 0.93 

Note. Diagonal values (in bold) represent the square root of AVE; off-diagonal values are inter-construct 

correlations. 

Table 4. Heterotrait–Monotrait (HTMT) Ratios 

 1 2 3 4 5 6 7 8 9 

1. Autonomy —         

2. Environmental Mastery 0.53 —        

3. General Adjustment 0.33 0.31 —       

4. Interaction Adjustment 0.16 0.36 0.54 —      

5. Personal Growth 0.62 0.49 0.16 0.10 —     

6. Positive Relations with Others 0.24 0.36 0.28 0.30 0.35 —    

7. Purpose in Life 0.59 0.39 0.09 0.21 0.53 0.41 —   

8. Self-Acceptance 0.48 0.61 0.43 0.39 0.56 0.53 0.51 —  

9. Work Adjustment 0.52 0.42 0.35 0.39 0.34 0.32 0.38 0.41 — 

Note. All HTMT ratios < 0.85, confirming discriminant validity (Henseler et al., 2015; Franke & Sarstedt, 

2019). 

Assessment of the Structural Model 

The structural model was evaluated using PLS-SEM with 5,000 bootstrap resamples to estimate path 

coefficients (β), standard errors, t-values, p-values, and effect sizes (f²), alongside coefficient of determination 

(R²), Stone–Geisser’s predictive relevance (Q²), and model fit diagnostics (Hair et al., 2017). One-tailed tests 

were applied for directional hypotheses; for reference, two-tailed critical values are t = 1.65 (α = .10) and t = 

1.96 (α = .05) (Hair et al., 2011; Salkind, 2010). Path coefficients range from −1 to +1; values closer to ±1 

indicate stronger effects (Garson, 2016). Bootstrapping results indicate a statistically significant positive 

relationship between overall Psychological Well-Being (PWB) and Expatriate Adjustment (β = 0.48, t = 11.01, 

p < .001). Dimension-level analyses show that Self-Acceptance, Positive Relations with Others, Environmental 

Mastery, and Autonomy significantly predict adjustment, whereas Purpose in Life and Personal Growth do not 

reach significance. 

Table 5. Structural Model Results (Bootstrapping, 5,000 resamples) 

Hypothesis Path (Relationship) Std. 

Beta (β) 

Std. 

Error 

t-

value 

p-

value 

f² Decision 

H2 PWB → Expatriate Adjustment 0.48 0.04 11.01 0.00 0.11 Supported* 

H2a Self-Acceptance → Expatriate 

Adjustment 

0.21 0.09 2.42 0.01 0.05 Supported* 
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H2b Purpose in Life → Expatriate 

Adjustment 

0.00 0.10 0.04 0.48 0.00 Not 

supported 

H2c Positive Relations with Others → 

Expatriate Adjustment 

0.21 0.05 3.89 0.00 0.05 Supported* 

H2d Environmental Mastery → 

Expatriate Adjustment 

0.18 0.09 2.07 0.02 0.03 Supported* 

H2e Autonomy → Expatriate 

Adjustment 

0.19 0.08 2.49 0.01 0.04 Supported* 

H2f Personal Growth → Expatriate 

Adjustment 

−0.05 0.08 0.56 0.29 0.00 Not 

supported 

*Significance codes: **p < .01; *p < .05; p < .10. 

Model summary. The endogenous construct Expatriate Adjustment achieved R² = 0.58 (substantial). 

Blindfolding (omission distance = 7) indicated Q² = 0.36, evidencing strong predictive relevance. Effect sizes 

(Cohen’s f²) suggest a moderate effect for overall PWB → Adjustment (f² = 0.11) and small effects for 

significant PWB dimensions (f² = 0.03–0.05). Inner VIFs were < 3.0, indicating no multicollinearity concerns. 

Discussion of Findings 

Results demonstrate that higher psychological well-being is associated with greater expatriate adjustment in high-

risk deployments. At the facet level, Self-Acceptance, Positive Relations with Others, Environmental Mastery, 

and Autonomy each contribute uniquely to adjustment. These findings cohere with prior research emphasizing 

individual differences—personality, self-efficacy, social and perceptual skills—as core drivers of expatriate success 

(e.g., Bhatti et al., 2013; Ramalu et al., 2010; Ren et al., 2016; Singh & Mahmood, 2017). Interpretively, 

expatriates who accept themselves, sustain supportive relationships, manage their environments effectively, and 

act autonomously appear better equipped to cope with the volatility and cultural demands of HRCs. 

Conversely, Purpose in Life and Personal Growth did not significantly predict adjustment in this sample, 

suggesting that meaning-oriented tendencies and development orientation may be insufficient buffers against 

immediate operational stressors typical of HRC assignments. Future work could test potential moderators (e.g., 

threat salience, organizational support, family accompaniment) that condition these null effects. 

Conclusion, Limitations, and Recommendations 

Psychological well-being is a high-impact predictor of expatriate adjustment in HRCs. Leveraging PWB during 

selection, preparation, and on-assignment support can improve adaptation and reduce failure risk.  

Limitations. Cross-sectional design limits causal inference; self-report data may inflate associations; the context 

is concentrated in Afghanistan/Iraq, which can limit generalizability. 

Recommendations for practice. 

Selection: Incorporate PWB (e.g., Ryff scales) and resilience screening in candidate assessment. 

Training: Deliver pre-departure modules on environmental mastery, autonomy-supportive coping, and 

relationship-building with host nationals. On-assignment support: Provide regular HR check-ins, counseling 

access, safety briefings, and reliable medical/evacuation pathways. 

Monitoring: Use periodic well-being dashboards and early-warning triggers for targeted intervention. 

Conclusion 
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This study underscores the critical role of psychological well-being (PWB) in shaping expatriate adjustment 

within high-risk country (HRC) contexts. Findings indicate that expatriates exhibiting higher levels of self-

acceptance, environmental mastery, autonomy, and positive relations with others adapt more effectively to the 

complex personal and professional challenges characteristic of high-risk environments. These dimensions of 

PWB appear to enhance resilience, facilitate cross-cultural adaptation, and strengthen overall performance 

outcomes among expatriates deployed in demanding international assignments. 

From a managerial perspective, multinational corporations (MNCs) can benefit substantially from integrating 

PWB assessment into their expatriate selection and training frameworks. By identifying candidates who possess 

stronger psychological resources and adaptive capacities, organizations can improve assignment success rates, 

reduce premature returns, and foster sustainable engagement in volatile global contexts. Additionally, tailored 

pre-departure preparation, mentoring, and ongoing psychological support should be prioritized as strategic 

components of expatriate management programs. 

Despite its contributions, this study is not without limitations. Data were collected through self-reported 

questionnaires, which may introduce response bias. Furthermore, expatriates who failed to complete their 

assignments or who returned home prematurely were excluded, potentially limiting the representativeness of 

the sample. The cross-sectional design also constrains causal inference regarding the observed relationships 

between PWB and expatriate adjustment. 

Future research should adopt longitudinal or mixed-method approaches to capture the dynamic evolution of 

expatriate adaptation over time. Qualitative investigations could offer deeper insight into the lived experiences 

of expatriates and their coping strategies in high-risk postings. Expanding the sample across diverse geographic 

regions—such as other HRCs beyond Afghanistan and Iraq—would also enhance generalizability. Incorporating 

multi-source data from supervisors, family members, and co-workers is further recommended to triangulate 

findings and reduce self-reporting bias. 

In conclusion, understanding individual differences in psychological well-being provides a valuable framework 

for predicting and enhancing expatriate effectiveness. As global mobility continues to expand into politically 

and socially volatile regions, the proactive management of expatriates’ psychological resources will remain a 

decisive determinant of international human resource success and organizational resilience. 
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