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ABSTRACT 

 

Thesis Title: The Effects of Cross Cultural Training on the Performance of Expatriates in 

Business Organizations 

The purpose of this research study is to explore the practice of the cross cultural training before 

expatriates are posted on overseas assignments, and to assess the impacts of cross cultural 

training on the performance of expatriates. Multinational organizations need expatriates who can 

be representatives, ambassadors and have knowledge of coordination, integration of operations, 

knowledge transfer, and global managerial skills as they are investing in foreign markets to 

establish some subsidiaries in foreign countries. During this process, many of expatriates are not 

able to complete their overseas assignments. The rate of failure sometimes can reach to 85 

percent. The main reasons of this high rate are culture shock, difficulties in adjustment, and so 

on. 

 

A questionnaire was developed based on the theoretical framework. The samples comprising 100 

expatriates were taken from different organizations; education, construction, telecommunication, 

and press and media were focused in particular.  

 

The conclusion of the study has revealed that there are multi-faceted benefits of cross cultural 

training for expatriates working abroad. Cross cultural training can minimize culture shock, and 

premature return. Moreover, it can facilitate cultural adjustment, high productivity, and 

expatriates’ performance. 

 

The study has been delimited to the global companies operating in Pakistan. However, the 

majority of the organizations are established in Islamabad. 
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CHAPTER 1  
INTRODUCTION 

1.1. Background 
 

Progressively more business operations are expanding beyond countries’ boundaries.  This 

situation creates challenges for multinational corporations (Selmer, 2000a, p. 269). Investing in 

foreign markets and to take advantage of opportunities, organizations try to establish some 

subsidiaries in foreign countries. During this process, multinational organizations need 

expatriates who are representatives, ambassadors and have knowledge of coordination, 

integration of operations, are capable of knowledge transfer, and posses global managerial skills. 

This is critical to the success of multinational organizations as expatriates play pivotal role in 

managing and coordinating the operations of firms (Morgan, Nie, and Young, 2004, p. 1247; 

Yavas and Bodur, 1999, p. 267b). For successfully establishing and managing such subsidiaries, 

some expatriates are sent to manage business operations in foreign countries and bridge up gap 

between home office and host country office. The other reason why it is needed to send 

expatriates is to get other alternative resources in undervaluing countries, is because in less 

developing countries sometimes it is not possible to find enough talented staff (Tung, 1987, p. 

118).  

 

Thus, there has been a growing interest in international human resource management because of 

globally increasing multinational enterprises. Internationally effective human resource 

management can be a crucial   determinant of success in international business, and multinational 

organizations can face difficulties on fulfilling global strategies successfully if they have 

shortage of internationally, qualified, skillful managers (Shen, 2005, p. 656). Trained expatriates 

can help multinational organizations operating abroad to have competitive advantages. Because 

it will supply these organizations with an exceptional and distinguished position that can develop 

not only quality and standard of service but products as well. The constant innovations and 
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increased productivity, and profitability can be provided by the effective and successful training 

(Zheng, Hyland, and Soosay, 2007, p. 472).  

 

On the other hand, owing to limited size of the local market, many business enterprises also 

venture in establishing their subsidiaries in the foreign markets (Tung, 1987, p. 122; Qi & Lange, 

2005, p. 1). However, operating business in a host country is not only complex but expensive as 

well due to variety of reasons primarily the variation in cultures (Toh & DeNisi, 2005, p. 132). 

At the beginning of assignment it may not be possible to engage local employees as they may not 

have enough managerial experience and technical skills, corporation culture. That is why global 

organizations require expatriates to be assigned around the world (Qi and Lange, 2005, p. 1).  

 

Therefore, performance of the foreign subsidiaries heavily depends upon the performance of 

expatriates, that is, an expatriate manages the foreign offices so as to create and sustain 

competitive advantages in different countries (Russell, 2006, p. 23). Therefore, it is important for 

the organizations to select the right expatriate to be posted on overseas assignments as selecting 

skillful manager, getting the right expatriates are just the first step for an organization to be 

successful on assignment abroad (Brown, 2006, p. 6, & Black, Gregersen, & Mendenhall, 1992, 

p.3 ).  

 

The expatriates’ training is a key consideration in any multifaceted organization. Skill and 

knowledge not only mean power for the global marketplace but there are a lot of other benefits 

of Cross Cultural Training (CCT) which include gaining of the cultural awareness (Harris, and 

Moran, 1987), learning about oneself, developing and encouraging self-confidence, improving 

confidence, developing and progressing motivation, developing ability to analyze problems from 

different perspectives, learning the improved ways of leading life, making people good listeners, 

improving a sense of mutual understanding among society and developing people’s skills  

(Payne, 2004). 

 

Studies show that only 30 percent of expatriates get CCT before being posted on overseas 

assignments. One of the main reasons why CCT is not provided in some countries is that it is 
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thought that training is not so much effective to be successful on overseas assignments (Black 

and Mendenhall, 1990, pp. 114.115).   

 

This study provides critical success factors (CSFs) and knowledge areas for CCT on expatriates 

equally applicable to any firm in pursuit of performance elevation and competitive advantage 

over rival firms.  

 

Therefore, the main purpose of this study is to highlight the effects of CCT on performance of 

expatriates in business organizations. 

 

1.2. Problem Statement 
 

The issues faced by global organizations are selection, training, adjustment difficulties, families, 

premature, repatriation problems, culture shock experience of expatriates (Russell, 2006, p. 25), 

and quite high failure rate of expatriates. Majority of expatriates are not successful, and do not 

have good performance so they return back early. This situation costs heavily on global 

organizations operating on overseas assignments. For example, high failure rate of American 

organizations operating on different assignments cause them to lose around US$2 billion per 

year (Qi and Lange, 2005, p. 2). There are various reasons behind this high failure rate of 

expatriates. Literature review gives those principal reasons and their solutions suggested by 

earlier researchers.  

 

1.3. Objectives of the Research Study   
 

With the proposed study, the researcher wanted to explore the practice of the CCT before 

expatriates are posted on overseas assignments and the researcher wanted to assess the impact of 

CCT factors on expatriates’ success and performance by utilizing integrated theoretical 

framework. 
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1.4. Research Questions 
 
 

1. Why do expatriates need CCT? 

2. What factors do international organization use during/ in making expatriates selection? 

3. What impacts do the expatriates’ families have on the success or failure of their overseas 

assignments? 

4. What are the causes of expatriates’ success and failure? 

5. What are the impacts of training on the success and failure of expatriates? 

 

1.5. Hypotheses  
 

1. There is a positive relationship between language ability and   the expatriates’ 

performance. 

2. CCT reduces the likelihood of the failure of expatriates on foreign assignments. 

3. Personal characteristics have a positive relationship with performance of expatriates. 

4. Family situation has a positive relationship with performance. 

5. Importance of personal characteristics varies significantly among four sectors including 

education, construction, press and media, telecommunication and others.  

6. Importance of the language related dimensions varies significantly among four sectors 

including education, construction, press and media, telecommunication and others.  

7. Importance of the family/spouse related issues varies significantly among four sectors 

including education, construction, press and media, telecommunication and others.  

8. Causes of cultural shocks vary significantly among all sectors including education, 

construction, press and media, telecommunication and others.  

9. Causes of cultural shocks vary significantly with nation of origin.  
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1.6. Significance of the Study 
 

It is assumed that success or failure of expatriates depends on the fact that how much expatriates 

know about the culture of host-country. So, this study provides insight into how-well expatriates 

may oblige with host country. 

 

This research also identifies suitable policies of personal management in general and it might 

improve factors like selection-criteria, cross-cultural training programs to develop the success 

and decrease the failure of expatriates. Conversely it might help to find out the ways of 

optimizing expatriates’ performance and yield.  

 

This survey will help the development of literature on the subject of how global staffing 

practices could contribute to effective productivity, expatriates’ performance and competitive 

advantage practices as global staffing is important challenge for corporations in terms of 

financial cost, strategic terms, multinational assignment success; selection, repatriation, 

expatriate adjustment, reducing premature return, etc. 

 

The significance of this research about Pakistan was to examine and to find out as to what extent 

the companies furnish CCT, which criteria they could take care of while selecting expatriates 

before deputation to Pakistan, and also to find out the resolution to the dilemma whether  there is 

any gap between theory and practice. 
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CHAPTER 2 

LITERATURE REVIEW 

 

 

In the absence of sufficient literature for CCT on the performance of the expatriates in business 

organizations, an extensive review of working practices was conducted. In light of contextual 

issues, the “activities & resources” of various firms, were extracted from literature review in first 

phase and were presented as variables responsible for CCT on expatriates in second phase.  The 

methodologies were evaluated with possible weightages for building up an integrated framework 

based on focus group and quantitative survey research. 

 

The main objective of literature review was to find out “the effects of CCT on the performance 

of expatriates in the business organizations”. This literature review is necessary in order to 

identify the gaps that are present in the recent literature although numerous research studies have 

been carried out on CCT and expatriates. 

  

2.1. Definitions 
 
In the dissertation, there are numerous terms used frequently. The researcher presents their 

definitions here for readers to help them a better understanding before going forward. 

 

2.1.1. EXPATRIATES 

 

It would be better to give detailed definition of the term expatriate so as to understand the 

experience of expatriates (Russell, 2006, p. 17; Weber, 2004, p. 1). Various experts have defined 

“expatriate” in many ways. Noe, et al. (2007) has defined it as the employee who is sent (abroad) 

to manage operating in different host countries (p, 301). It can be said that an expatriate is a 
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national of one country who is working in another country (Hill, 2002, p. 623; Weber, 2004, p. 

1) or simply “a person living outside of his or her country of citizen” (Ball, et al. 2002, p. 627). 

Qi and Lange (2005) both have defined expatriate is an individual of a country who is sent on 

overseas assignment by the organization of home country and living and working in host country 

to perform global job (p.3).  

 

The definition of an expatriate in business context is, expatriate is an employee who is either 

transferred or hired to engage in work assignment while living in overseas country so he or she is 

a controller, coordinator, and knowledge transferor (Russell, 2006, pp. 18-22). As a result, 

expatriate is the person who is selected in terms of some criteria by a business or company to 

send him or her to a related unit in a country to help reaching the objectives of the company by 

management, coordination, control, knowledge transfer etc. 

 

It can be concluded that there are numerous types of expatriates; businesspersons, development 

workers, technicians, missionaries, educators, government personnel, students, and military 

personnel (Russell, 2006, p. 18). In the global world of business having employees with 

international managerial skills is a competitive requirement as they are used in variety of ways to 

organize and manage worldwide operations. Because successful global managers assignments 

are significant to global organizations for their developmental as well as functional purposes 

(Selmer, 2002, p. 37). As “expatriation continues to play an important role as an international 

staffing option for multinational enterprises” (Fenwick, 2005, p. 2), expatriates should prepare 

themselves for global life so that they be able to work in different environment and different 

culture (Selmer, 2002, p. 37). Hence, it may be better to mention the values and international 

staffing policy before declaring about the expatriates; Top executives’ values are classified by 

experts as ethnocentric, polycentric or geocentric as these values explain into keeping in touch 

with the company behaviors and policies. “In an ethnocentrically run organization the prevailing 

attitude is that home country attitudes, management style, knowledge, evaluation criteria, and 

managers are superior to anything the host country might have to offer. In the polycentric 

corporation, there is a conscious belief that only the host country managers can ever really 

understand the culture and behavior of the host country market; therefore the foreign subsidiary 

should be managed by local people. Geocentric executives believe they must scour the firm’s 
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whole management staff on a global basis, on the assumption that the best manager for a specific 

position anywhere may be in any of the countries in which the firm operates” (Dessler , 2005, pp. 

665-666). Among these three outstanding staffing policies, the ethnocentric staffing policies are 

worldwide. There four reasons why the ethnocentric staffing policies are common: 1) MNCs 

want to develop suitable company common objectives, 2) intend to make managers recognize 

with the entire organization, 3) in order to facilitate communication between headquarters and 

subsidiaries, and finally 4) aim to internationalize domestic parent-country staff (Selmer, 2000a, 

p. 269). 

 

According to Selmer (2006), whenever multinational corporations want to survive, coordinate, 

and control their subsidiaries abroad they strongly need help of expatriates. Thus, they use them 

in different ways and methods. They should be ready for different work environment and culture. 

They can be ready if they can receive CCT. As many researchers asserted CCT can provide 

adjustment, performance, and cooperation (p. 39). 

 

By these values it means that; global organizations may hire home country individuals to fill the 

managerial places not only in parent country but in the host country as well (Bennett, 1996, p. 

314). With an ethnocentric organization seeking, selecting and sending the expatriates from 

home country nationals; with a polycentric-oriented organization, organizations seek and select 

employees from host country nationals, and finally with a geocentric staffing policy, MNCs 

desire to hire and send relevant candidates for key jobs throughout the organization. Hence, 

nationality of employee is not important. The example can be given from Ford Motor Company 

(Dessler, 2005, pp. 666). 

 

To be flourishing in global competition world and the need of entering into international markets 

by exporting their products to different countries (Noe, et al. 2007, p. 410), organizations require 

to send expatriate managers to perform international assignment, and sometimes they are sent 

overseas to gain global experience, skills, knowledge, and new process (Toh & DeNisi, 2005, p. 

138).  
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The time of expatriates’ assignments can be less than one year or one year as it is called short-

term assignment; it can also be expanded to three to five years as a relatively long-term 

assignment. The short-term assignment in foreign country may create some problem as it is not 

sufficient to adjust to a new environment. The expatriates may not have a good performance as it 

will not be so effective assignment. The advantages of short term assignment to organization 

may be that it may reduce complexities, and cost as expatriates rarely take their families during 

this kind of assignments. The disadvantages of long term assignment to organization may be that 

it may increase complexities as very often families like to company expatriates on long term 

assignments. So it means extra housing, transportation, education of children, taxation, health 

insurance, and the most important part is their adjustment to this new environment (Russell, 

2006, pp. 19-20).  Making use of expatriates is thus becoming increasingly important for many 

global firms day by day (McNulty et al. 2007, p. 2) as “expatriates are not only an expensive 

hangover from the Colonial era, but they are potentially counter-productive” (Grainger & 

Nankervis, 2001), and they are the responsible staff for MNCs being failure or successful on 

overseas assignments as they are key players. That is why they are very crucial employees 

(Russel, 2006, p. 6).  For example, the cost of an expatriate to an American organization is from 

US$55,000 to US$2 billion (McNulty et al. 2007, p. 2). It can be said that expatriates are the 

most expensive among human resources (Russell, 2006, p. 6). 

 

According to McNulty, et al. (2007) there are six main important reasons why international 

organizations use expatriates: “(1) filling a skills gap / providing technical expertise; (2) 

development purposes for career planning; (3) corporate control and governance particularly for 

start-up operations; (4) strategic planning for succession, leadership and talent management 

programs; (5) functional requirements such as meeting annual quotas (due to joint-venture 

agreements); (6) financial reasons such as bottom line driven objectives (i.e. an expatriate can 

increase revenues)  or the cost advantages associated with using expatriates from a certain 

location; (7) a company’s culture, which promotes mobility (with or without regard for need); (8) 

convenience reasons including employee self-initiated transfers” (p. 4). 

 

As a result, it can be concluded that in most cases, expatriates are used to share information as 

well as to undertake knowledge transfers (Hung-Wen, 2007). 
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2.1.2. CULTURE  

 

There are many conceptual definitions of culture (Zakaria, 2000, p. 495) and there are 

approximately as many definitions of culture as there are anthropologists (Ball, et al. 2002, p. 

303). Some of the definitions are; 

 

According to Bennett, (1996) and Black, et al. (1992) it is the set of beliefs, perspectives, 

motivations, values and norms shared by the most of the inhabitants of a particular country (p. 

115) while Ball et al. (2002) defines culture as whole of beliefs, rules, techniques, institutions, 

and artifacts that characterize human populations (p. 303). Similar definition is given by Nas 

(2000); culture is a thing that includes knowledge, belief, art, morals, law, custom and other 

capabilities and habits acquired by man as a member of society (p. 5). Zakaria, (2000) defines 

culture as communication, and according to her communication is culture (p. 496). As a result, it 

can be concluded that culture is the way of life. 

 

As countries vary widely in their cultures (Dessler, 2005, p. 656) it is important to know the 

culture of the countries where the expatriates are working, because culture passes on from one 

generation to another and that is culture that influence behavior and other visible materializations 

(Black, et al. 1992, p. 115). At the same time it can be understood from definitions above that 

culture is the way of life of anybody; beliefs are there, motivations, values, norms, knowledge, 

law, customs and morals are there. So getting knowledge about other countries’ cultures may 

affect the expatriates’ performance as culture has an important impact on the success of 

expatriates such as the way of communication, doing business with other nationals and can affect 

all kinds of business functions. Understanding of culture is the first step in learning to utilize 

cultural differences to get a strategic benefit, and mainly anthropologists have consensus that 

culture is learned, not inborn. It is collective, and the various aspects of culture are 

interconnected. Culture also describes the boundaries of different groups (Ball, et al. 2002, pp. 

302-303; Varner &  Palmer, 2005, p. 1). 

 

 Cultural differences from country to country are changeable and in fact, cultural differences are 

endless. For example, it is not acceptable to come late in German culture (Dessler, 2005, p. 657). 
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Hence, it is significant to understand the characteristics of a culture and its values, its influence 

on many aspects of people’s lives (Zakaria, 2000, p. 496). In order to understand the values of 

different cultures and become sensitive to the verbal and written cues of people from the foreign 

culture, expatriates have to be able to include values, such as open-mindedness, high self-

concept, non-judgmental attitudes, and social rest and when expatriates learn how to act 

effectively in a new environment, in a new culture, they will also be able to know what to do and 

what not to do (Zakaria, 2000, p. 503) as in the business of the world, technology transfer, 

managerial ideology and attitudes can be affected by culture. Culture can affect government 

relations, too (Russell, 2006, p. 35). 

 

Aesthetics, attitudes and beliefs, religion, material culture, education, language, societal 

organization, legal characteristics, and political structures all are the components of a culture and 

all of these components affect expatriates’ performance, play a critical role on the successful, 

performance of expatriates and international business. For example every culture of a  country 

has its own values, behaviors, attitudes and beliefs that influence almost all aspects of human 

behavior. So the more expatriates can learn about these attitudes, the better performance they 

will have because some of them have key importance to the expatriates. For instance, when 

Kodak’s Chinese operation hired in Western expatriates who were excellent with the technical 

aspects of their job, they failed because of not understanding the culture of the country. If an 

organization wants to be sucessful during operating in another country, the expatriate sent there 

should have abilitiıes to function in that country’s culture (Ball, et al. 2002, pp. 307-308-617-

632; Russell, 2006, p. 36). Why do the expatriates sent to foreign country need to know about 

cultural differences among nations? In order to be able to communicate effectively with 

customers, business associates and partners in the countries they are operating, need to perform 

negotiations, to understand ethical standards and notions of social responsibility in different 

countries, and maybe the most important one to expect how cultural differences will affect 

customer reactions to advertisements and other promotional forms (Bennett, 1996, p. 81). 

 

It is needed for expatriates of MNCs to assess the importance of the cultural factors while 

operating in different foreign markets (Bennett, 1996, p. 87). For example, language is a very 

visible part of the new culture and by language expatriates can communicate with host country 
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staff easily and it will make the new culture more accessible (Russell, 2006, p. 37). As a result, 

Russell summarizes what culture does: 

1. It creates a safe social environment of human relations to take place. 

2. It lets for allocation of feelings and meanings and generates a way of life for human 

beings to have a life together in peace. 

3. It supplies each person with reasons she or he can understand as to why things happen 

and her or his role to take part in reality. 

4. It makes possible for humans to extend civilizations and technology by supporting 

and keeping shared meanings, thus making/having a powerful collective action on a 

scale unheard of in any other species of living being. 

5. It brings into being an ordered constant social space in which learning and the pursuit 

of knowledge increase thus creating opportunities for humans to enlarge their 

creativity.  

 

2.1.3. CULTURAL AWARENESS 

 

Zakaria (2000) defined cultural awareness as providing the structure for communication 

capability in a dissimilar society, learning something about other culture, values, beliefs, 

perceptions, and beginning to understand the cultural map (p. 503). As a result, cultural 

awareness is cultural feeling, learning, and understanding (Deresky, 1997, pp. 63-64).  

 

Multinational corporations provide CCT in order to make expatriates more culturally aware on 

their overseas assignments (Luthans and Farner, 2002, p. 780). It is vital for expatriates to 

understand the culture of the host country. The more they learn about the culture of the host 

country, the more they will become self-aware, and learn how to act effectively when they are on 

overseas assignment. Cultural awareness will assist to learn more specific values influencing 

expatriates` behaviors, the host country`s history, geography, demographics, economy, climate, 

political system, housing, schools, etc. by providing environmental briefings (Kline, 1994; 

Selmer, 2005, p. 71). They will understand what to carry out or what not to carry out. They will 

know how to change their behaviors to get together the probabilities of the society. So, being 
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familiar with and understanding, recognizing, and accepting differences in other cultures are the 

first step in cultural awareness. Expatriates must also understand their own culture in order to 

realize the differences in other cultures. By giving CCT, expatriates may first recognize their 

own values and then recognize difference with other cultures. But just only recognizing is not 

sufficient, it is needed to accept the differences of home and host countries’ cultures. As pointed 

out earlier, it may help expatriates to make the necessary changes in their behaviors (Zakaria, 

2000, pp. 500-503). It has been found out that there are four aspects of cultural dissimilarities, or 

four classifications of culture that shaped the origin for work-related manners:  individualism vs. 

collectivism, power distance, uncertainty avoidance, and masculinity vs. femininity (Robie, 

2001, p. 115; Kline, 1994).  

 

2.1.4. TRAINING 

 

In general, training is defined as any contribution desired at growing the knowledge or skills of 

the individual, an organized educational experience with the objective of helping expatriates 

learn about, and therefore adjust to their new environment and culture (Zakaria, 2000, p. 496). 

 

It can be said that training is a series of activities and projects to prepare trainees in order to 

increase effectiveness and productivities regarding performance at trainees’ future jobs (Qi & 

Lange, 2005, p.4) or the process of changing employee behavior and attitudes to increase the 

probability of goal achievement (Chew, 2004) as a planned effort to facilitate the learning of job-

related knowledge, skills, and behavior by employees (Noe, et al. 2007, p. 71). 

 

With detailed literature review it has been examined that the literature includes sufficient 

evidence that CCT is reasonably an important priority and challenge for expatriates who are sent 

on overseas assignments. It is suggested CCT to be given before pre-departure, upon arrival to 

the overseas post arrival and for the duration of the assignment (Russell, 2006, pp. 26-27). 

Organizations operating overseas pay more attention to the training of expatriate managers (Qi & 

Lange, 2005, p. 24) and successfully manage numerous special training matters in order to meet 

up the competitive challenges of sustainability, globalization, and technology. The organizations 
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must prepare employees to work in different host countries, cultures abroad, and manage 

workforce diversity. They have to socialize and orient new employees. For example, the main 

aims of diversity training, the practice of generating an atmosphere that lets all staff to donate to 

goals of organization and personal growth with experience, are to reduce values, and managerial 

practices that inhabit staff’s personal development and therefore to let staff to supply to goals of 

organization not considering of their gender, religious orientation, race, sexual orientation, 

family status, or even cultural background. Another reason why organizations need diversity 

training is that; more job being performed in teams whose members have many dissimilar 

characteristics, people from diverse cultures represent an important customer market, and 

organizations need especially highly trained employees especially for specialized, qualified, and 

technical job on overseas assignment   (Noe, et al. 2007, p. 306). 

 

After selecting expatriates to send on overseas assignment, as it is the first steps in matching an 

expatriate with a job (Hill, 2002, 573), now it is necessary to prepare these expatriates for the 

forthcoming duties. Although these expatriates have job-related experiences, they need to have 

special training programs (Noe, et al. 2007, p. 649). Organizations give training in order to 

develop skills in national, international and cultural concerns, and to help the expatriates and 

their families to enhance adaptability to the new situation and environment. It is also important 

that increasingly organizations realize how important to conduct such preparation to the 

international work success of their expatriate managers (Neilson, 2002, p. 52) because 

organizations provide training in order to improve current work skills and behavior (Shen, 2005, 

p. 657). But actually training of expatriates is an issue of money because it is quite costly, and 

training will be better if it varies with job, environment, individuals, and cultural factors (Qi & 

Lange, 2005, pp. 24-27). 

 

Training for expatriates is normally the provision of information about the host country (Bennett, 

1996, p. 317). There are various tendencies for expatriates’ training and development; pre-

departure cross-cultural training, post-arrival cross-cultural training (Dessler, 2005, pp. 670-671) 

as expatriates must have some knowledge so that they can behave appropriately. Firstly, it will 

be better if expatriates be clear about their own cultural background. Secondly, it is important to 

understand the particular aspects of culture in the new job environment to perceive the culture 
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and adapt their behavior to it. As a final point, it will be useful for expatriates to learn the way 

how to communicate precisely in the new culture. Expatriates can receive it by language training 

programs. For success in a foreign posting, an intensive training program would give expatriates 

the skills to reach this success (Noe, et al, 2007, p. 649). 

 

Training might help expatriates and their spouses to manage some problems that they face when 

they are in host countries. Cultural training, language training, and practical training will help 

them to reduce their failure because understandings of a host country’s culture would help the 

expatriate have sympathy with the culture, and it might increase his/her efficiency in managing 

host country nationals. So the expatriate should have training in the host country’s culture, 

history, politics, religion, economy, and social and business practices. It is also suggested to have 

some trip to the host country to alleviate culture shock (Hill, 2002, p. 574). 

 

In modern world the business language is, of course, English. So it is to a certain extent possible 

to carry out international business all over the world only by means of English. But a willingness 

to be in touch in the language of the host country, though the expatriate managers are far from 

fluent, can help build relationship with local employees and improve the expatriates’ efficiency. 

So it will be useful for expatriates to use not only English but the language of the host country as 

well to communicate with employees, to understand the new environment better, etc. (Hill, 2002, 

p. 574). 

 

By giving the practical training to expatriates, organizations aim at helping the expatriates and 

their families relieve themselves into daily life in the host country. Later, expatriates and their 

families will adjust successfully (Hill, 2002, p. 574). However, many expatriates reject to accept 

training because they think they know about training, so they do not need it. That is not true 

because training is always of assistance for expatriates to enlarge their knowledge and increase 

new capabilities (Zakaria, 2000, p. 507). 
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2.1.5. CROSS CULTURAL TRAINING 

 

CCT is the procedure to prepare staff and families in order to better understand the work and 

non-work environment, culture and the host country norms in which they are assigned (Noe et al. 

2007, p. 34). It is a practice used to enlarge an individual’s skill to cope with work in a foreign 

environment (Zakaria, 2000, p. 496) and seeking to foster a gratitude for the culture of host 

country (Hill, 2002, p. 574). According to Morris and Robie (2001) CCT is educative procedures 

that are intended to promote intercultural learning behavioral, cognitive and affective abilities 

related to effective interaction across cultures (p. 115). 

 

CCT refers having the possibility to supply expatriates with the capabilities, skills and 

knowledge that can be required for such as cross cultural adjustment, and integration in order to 

develop performance of expatriate, and decrease the failure of expatriate such as premature 

return and low performance (Shen & Lang, 2009, p. 372). 

 

Nowadays, a growing number of multinational corporations give importance to CCT. It is 

thought that MNCs provide some kinds of CCT, at least such as pre-departure, and orientation 

(Jones and Emmanuel, 2007, p. 4). Organizations require providing CCT in order to prepare and 

sensitize the expatriates and candidates for overseas assignments to the local culture, customs, 

language, tax laws, and government (Noe, et al. 2007, p. 302; Gomez-Mejia, et al. 1998, p, 528). 

Multinational corporations need to provide some CCT as they encounter different combinations 

of cultural differences (Selmer, et al., 2007, p. 156). During providing CCT, it would be better if 

CCT can be chronological. It should be started from pre-departure CCT to post arrival CCT 

(Selmer, et al., 1998, p. 835).  
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2.1.6. PERFORMANCE 

 

According to Noe, et al. (2007) performance management means through which managers make 

sure those employees’ activities and outputs are matching with the organization’s objectives (p. 

71). 

 

Managers in the United States are measured on profit and loss, rate of return on investment, cash 

flows, efficiency (input-output ratios), market share, conformity to authority, and physical 

volumes. These are common performance criteria for managers in the U.S. Good selection, 

training, adjustment and repatriation policies can be indicators of effective performance not only 

during global assignment but also after global assignment. They may also increase the 

motivation of the expatriates for accepting and doing well in overseas assignment (Black, et al. 

1992, pp. 167-214). 

 

Post arrival CCT has potential effects on the global managers’ performance. That is why CCT 

has been extremely recommended without much empirical investigation, because it is believed 

that CCT facilitate the achievement of cultural knowledge and new skills during not only 

preparatory stage but also during the expatriate assignment (Selmer, 2002, p. 39). 

 

2.1.7. SUCCESS 

 

Success is the ability of an expatriate to accomplish and to perform effectively in terms of 

corporate objectives in a foreign country (Selmer, 2002, p. 42). 

 

The sociopolitical and socioeconomic environment in which international business survives has 

altered greatly (Toh & Denisi, 2003, p. 618). So the growing globalization of the world economy 

has forced MNCs to revise many of their policies and practices related to sending employees on 

overseas assignments. Sending expatriates costs organizations extremely high. Thus, the 

expatriates must be successful on their foreign work (Varma, et al. 2006, p. 112; Bonache, et al. 
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2001, p. 7). The success differs from person to person and from company to company. For 

example, some researchers consider success at the level of growth, and profitability as their 

prime objective is function of finance. Some of them consider success at level of completion of 

assignment; not to end prematurely. It means they consider success at level of the individual 

expatriate. Thus, researchers conduct surveys to find out the way and methods regarding how 

expatriates may contribute to the competitive advantage of multinational corporations through 

role of expatriates in the knowledge transfer process as expatriates play a crucial role in the 

knowledge transfer (Connelly, Hitt, DeNisi, & Ireland, 2007, 564). Nowadays, the most crucial 

issue for multinational organizations is to examine the way how they can increase the success 

rates of expatriates assigned on overseas assignments (Toh & Denisi, 2007, p. 281).  There are 

several common denominators to successful performance among some MNCs. These are: “(1) 

Their long-term orientation regarding overall planning and performance assessment; (2) use of 

more rigorous training programs to prepare candidates for overseas assignments, particularly by 

Japanese multinationals; (3) provision of a comprehensive expatriate support system; (4) overall 

qualification of candidates for overseas assignments; (5) restricted job mobility; (6) international 

orientation; (7) longer history of overseas operations; and (8) language capability” (Tung, 1987, 

pp. 119). And “expatriates who are able to gather relevant information on local to succeed on 

their assignments than those who are unable to garner this information” ((Varma, et al. 2006, p. 

115).  

  

2.1.8. FAILURE 

 

Almost all researchers defined failure as premature return (Hung-Wen, 2007, 3). Qi and Lange 

(2005) defined failure is an expatriate return to the home country or resignation from the job 

before overseas assignment is finished (p.12). According to Russell (2006) failure of expatriate is 

the inability of an expatriate to perform effectively on overseas assignment, and hence, the need 

for the expatriate to return back (p. 109). Black, et al. (1992) stated failure is returning from 

foreign assignment prematurely (p.11).  
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The expatriate failure takes important place in assignments overseas. Because expatriates cost 

companies highly and when they are failure they may create problem(s) not only for themselves 

but for their companies as well. It would be better if companies try to solve the problems that 

may create failure in the future. One of the ways to minimize expatriates’ failure is to be given 

CCT, and the other may be exempting from active managerial responsibilities at the beginning of 

her/his first few months of the global job as sometimes there are big differences between both the 

culture of the home country and the host country. The exemption during this period will help 

expatriate not to do mistakes and will prevent her/him to fail on overseas assignment (Tung, 

1997, p. 118).  

 

2.1.9. CULTURE SHOCK 

 

Culture shock refers to the expatriate’s first confront to a different culture and expatriate’s 

reaction to a new, unpredictable, and consequently uncertain environment (Zakaria, 2000 p. 

496). It is a psychological and social progression in which people can feel homesick, depressed, 

irritable, worried and furious (Qi & Lange, 2005, p.4). 

 

It is well known that expatriates will experience some difficulties when they are faced with a 

new environment, an unfamiliar cultural environment such as different expectation, language, 

foods, and ways of eating in different country. The other factors may be education, age, past 

experience, the cultural distance between the expatriate’s parent country and the host country. 

These difficulties are referred to as culture shock as they are often stressing producing. Some 

expatriates may not understand differences or may not see them ethically correct, either (Russell, 

2006, p, 44; Kaye & Taylor, 1997, p. 499). Culture shock means feeling lost, confused, and 

anxious. The principal reason why people feel these things is due to unfamiliar situations and 

different cultural norms and values. When expatriates are sent on overseas assignments, of 

course, they take their own values, beliefs, behaviors and whatever they have regarding their 

culture, they cannot leave them in their home countries, so when they face different culture 

environment they may experience culture shock. It can be said that it is often psychological to 

feel homesick, unhappy, ill-tempered, anxious and furious (Qi & Lange, 2005, p. 13). As 
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mentioned earlier, culture shock is the first time entering into new environment and new 

surroundings. And many expatriates who are sent on overseas assignments cannot adjust to 

different surroundings. Almost all expatriates whether less or much suffer from the culture shock 

and the level of culture shock an expatriate faces is connected with the expatriate’s need to adjust 

to a new environment. Figure 1 explains how the expatriates face four stages in the host country 

when they enter and during staying there. 

 
Figure 1: The U-Curve (degree) of Cross Cultural Adjustment 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Qi & Lange, 2005, p. 14; Liu & Lee, 2008, p. 181). 

 

In the first stage, it is the time of entering into a totally new culture environment. So during this 

stage it is possible for the expatriates to feel curious, exited, and fascinated by the new culture. It 

happens within several weeks-half a year. Expatriates generally think and have ideas as they will 

have a better life and a better work environment, salary, living standards. That is why it is called 

“Honeymoon” stage. But unfortunately, that is after the honeymoon stage when culture shock 

happens. During this stage expatriates may feel disappointment, frustration, confusion and also 

anxiety. This is the time for the expatriates to understand and realize that there are different life 

Honeymoon 
Mastery 

Adjustment

Culture Shock



 21

styles, customs, values, and beliefs between home country and host country. The time for this 

stage is between several weeks-months. But after this stage the adjustment stage comes. During 

this stage expatriates gradually try to understand and realize the new culture environment. They 

also know that they will live in a different culture so they try to learn the norms, values and 

beliefs of new culture. After that, they are ready to live in host country culture as they try to 

change their old culture; behaviors, attitudes, foods, customs, etc. The last stage is adaptation 

stage. In this stage expatriates are ready to live in different culture environment as they can adapt 

to the new culture and customs of locals. This is the stage for expatriates to understand why there 

are some differences between the home country and host country so they are ready to try 

absorbing these aspects to their own mental system. But it cannot be said for all expatriates and 

their spouses that the situation is the same. Because of culture shock, inability to adjust to the 

new job environment and failure rate of expatriates is still quite high (Qi & Lange, 2005, pp. 14-

15).  

 

Russell (2006) stated that five factors may influence culture shock. They are: (1) the training the 

expatriate receives, (2) the expatriate’s demographic characteristics, (3) expatriate’s personality, 

(4) organizational support, and finally (5) the level of technical competence of the expatriate. 

Culture shock may cause the success of expatriates on the overseas assignments. Therefore, 

global organizations should help expatriates to overcome it. The most important method to 

overcome culture shock is to provide expatriates cross culture training. That is why global 

organizations provide CCT programs for expatriates who are sent on overseas assignments with 

taking culture orientation. It is believed that CCT can develop abilities of expatriates in dealing 

with culture shock (p. 45). If not, they may lack capability to adjust to a new job environment 

although they have received best qualification for foreign job. The experience of a culture shock 

after the first stage of confrontation with new surroundings, the expatriate starts to take place of 

full or partial acculturation. Taking place of acculturation may depend on expatriate’s former 

experience, length of stay, cultural distance between home and host culture. And the more 

expatriate get appropriate and effective CCT programs, the less he/she experience culture shock 

during spending time in a different culture. That is why it is significant to design training 

programs very carefully before, during, and after the assignment in the field of working in the 

host country life.  Otherwise, if global organizations provide inappropriate CCT programs to its 
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employees, cultural contacts factors and acculturation outcomes will be affected negatively. In 

(Figure 2) a transition between one’s own culture and a new culture is shown. By using selection 

tools to choose the candidates with the highest degree of cultural sensitivity global organizations 

can keep away from culture shock (Zakaria, 2000, pp. 494-502). The reason is that; with cultural 

sensitivity CCT local staff as well as the expatriates can understand each other better and avoid 

misunderstanding. That is why it is significant to provide CCT for both local staff as well as the 

expatriates. But generally, MNCs tend to focus firstly on the expatriates then the local staff. And 

generally, the more focus on expatriates; it would be better and much beneficial if it can be 

understood by MNCs that local staff can be potentially productive members of companies. So 

MNCs can pay more attention to local staff regarding their behaviors, feelings, and their aims as 

well (Toh & DeNisi, 2005, pp. 143-144). But it is said that only a few global firms do so. For 

example, only about one third of global organizations offer any CCT for their expatriates 

(Gomez-Mejia, et al. 1998, p, 522). The way to prevent or at least minimize the culture shock, 

organizations must give all types of CCT to the expatriates and also to their families who are sent 

on overseas assignments. The other solution to alleviate culture shock is to help expatriates 

having more interactions with the local people because the level of interactions with the local 

people can lessen culture shock. Many complexities and issues expatriates face during working 

abroad may be solved with the support and help of local staff (Qi & Lange, 2005, p. 19). The 

transition between parent country and host country is presented in (Figure 2).  
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Figure 2: Transition between parent country and host country 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Copied from Zakaria, 2000, p. 495 

 

 

As a result, that is a normal situation having different values, norms and different life style in 

different countries. It can be said that the big divergence comes from the dissimilar culture. That 

is why some expatriates may face culture shock and feel much pressure as negative effect of 

culture shock may cause a bad job performance (Qi & Lange, 2005, p. 16). 

 

2.2. Need of Expatriates 
 

There are various reasons why multinational corporations need expatriates (Shen & Lang, 2009, 

p. 371). Having built subsidiaries in different host countries over the world, global organizations 

need to send skillful expatriates to conduct business so as to make sure themselves to be 

successful as sometimes it is difficult to assign skillful, knowledgeable, and qualified local 

employees (Qi & Lange, 2005, p. 11), and in order to survive in global village, global firms 
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should have their skillful employees to manage their subsidiaries in different countries (Zakaria, 

2000, p. 493). Even global activities of multinational corporations have forced these corporations 

to improve better experienced expatriates (Lee & Sukoco, 2007, p. 922). Doing so, it will 

minimize the failure rate of expatriates (Qi & Lange, 2005, p. 11), and will play a critical role in 

the success of overseas assignments (Shih, et al., 2005, p. 157). 

 

According to Tung (1987) there are several reasons behind employing expatriates or why global 

organizations need sending expatriates on overseas assignments: (p. 118) 

1. to serve as an interface between corporate head office and the local subsidiary, 

2. lack of talent in less developed countries, 

3. to give the increasing globalization of industries and business activities, international 

experience in strategic markets 

 

According to Russell (2006) there are several reasons why global organizations use expatriates 

(p. 56). 

 To establish presence quickly in response to market developments. 

 To provide skills which are not available in a particular country. 

 To transfer technical knowledge. 

 To transfer company culture and policy after mergers and acquisitions. 

 To allow employees to gain international experience as part of company management 

development programs.  

 

Nowadays companies are more interested in international business than before (Noe, et al. 2007, 

p. 657), especially, European multinational firms are more interested in global markets as they 

do not have big domestic markets. For example, England exports one-third of its production. 

Their slogan regarding export shows how they are very interested in export. “Export or Die.” 

That is why the global companies in European countries have to focus on overseas expansion to 

develop. The other example can be given from Swiss as 98% of sales for a large Swiss chemical 

manufacturer are generated from abroad. It means that the production of those countries have a 

heavy dependence on the international markets. The same situation is possible for Japanese 

global organizations as they get quite good benefits from global markets.   In dealing with 
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foreign nationals, the global organizations accumulate a wealth of experience as foreign 

operations are generally well established. The global firms which share this slogan should also 

prepare proper, right, and efficient employees to manage their organizations operating in host 

countries (Tung, 1987, pp. 122-123).  So the organizations competing in this field and market 

place lead to a greater willingness to have very good qualified staff such as expatriates to be 

successful and to compete effectively as it is sometimes very difficult to find managers in the 

host country individuals who are capable of fulfilling the global assignments. Due to the 

reduction of the technological gap among developed countries, they may no longer rely on 

technology to get competitive edge in global markets. Now it is the time of manpower to gain 

competitive edge in international markets. It is said that manpower is the key in efficient 

operation of a multinational markets as the other resources are not as effective as manpower.  

Those top-qualified people are aware of the many factors need in a global environment, such as 

HR culture, political and economic system (Black, et al. 1992, p. 133). Hence, it is so important 

to get the right candidates with the right skills into the right location. It has always been a 

cornerstone of good business performance (McNulty, et al. 2007, p. 2). 

 

It is the fact that one of the ways for organization to continue to exist they must compete in 

international markets. It is necessary for every business to prepare for dealing with the global 

economy. Because of new technology global commerce growth can be made easily. For instance, 

it is so easy to reach data and information all over the world by internet (Noe, et al. 2007, p. 34). 

 

Another reason why organizations need expatriates is to meet the competitive challenges of 

sustainability, globalization and also technology. With entering international markets, an 

organization requires expatriates to post overseas (Noe, et al. 2007, pp. 34-41). On the other 

hand, some MNCs aim at sending expatriates on overseas missions in order to transfer 

knowledge and train local managers who are working in overseas subsidiaries (Harzing & 

Christensen, 2004, p. 623).  

 

The other vital reasons why organizations need expatriates to post to overseas assignments are 

that, expatriates have better knowledge of the capacities, attitudes, experience, capacities. They 

have full knowledge of company policies and procedures as local may not. By the fact that 
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expatriates might have greater product knowledge and also managerial skills than host-country 

nationals, organizations need them to send there, and sometimes they are posted on overseas 

assignments for having international experiences in different environment (Toh & Denisi, 2007, 

p. 295; Toh & Denisi, 2005, p. 138) to coordinate and to better communicate with headquarters, 

to transfer knowledge between parent and host country (Shen & Lang, 2009, p. 372). 

 

McNulty, et al. (2007) in one of their studies identify why organizations use expatriates, with 

eight main important reasons; (p. 9). 

1. “filling a skills gap/providing technical expertise, 

2. development purpose for career planning, 

3. corporate control and governance particularly for start-up operations, 

4. strategic planning for succession, leadership and talent management programs, 

5. functional requirements such as meeting annual quotas (due to joint venture 

agreements), 

6. financial reasons such as bottom line driven objectives (i.e. an expatriate can increase 

revenues)  or the cost advantages associated with using expatriates from a certain 

location, 

7. a company’s culture which promotes mobility (with or without regard for need), 

8. convenience reasons including employee self-initiated transfers” 

 

2.2.1. THE REASONS FOR EXPATRIATION 

 

It is needed to find out why people want to become expatriates. Why they want to live in a 

foreign country with different culture and environment. Bellotti explains that there are many 

reasons why people want to become expatriates. They want to get a better job, high standard of 

living with reasonable cost of living, to get better international job experiences, learn about other 

nations’ culture and sometimes for getting better climate, etc. The reasons are more than those 

because some international organizations provide free health care, company’s magnificence car, 

and children’s school fees in private international schools.  But when they are in their home 

country it may be difficult for them to manage to pay for such facilities. Finally, in one survey, it 
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has been asked expatriates to explain the reasons why they accepted to go on overseas 

assignments.  

They gave four main reasons;  

1. Career development 

2. Financial gain 

3. Job security 

4. Personal or family opportunities ( McNulty, 2009, p.12). 

 

2.3. Selection of Expatriates 
 
 

Noe, et al. (2007) defined selection is the process by which an organization decides to identify, 

to find out which candidates may have precise, right skill, knowledge, experiences, education, 

and training background of applicants with the necessary knowledge; skills, abilities, and other 

characteristics that can help it reach, achieve its goals (p. 70). It is the process of testing of 

candidates in accordance with some criteria in order to select the best qualified people to send on 

overseas assignments (Qi & Lange, 2005, p.4). 

 

As mentioned earlier, multinational corporations want to send expatriates abroad in order to 

manage, coordinate and control operations of their overseas partners. But it is not easy for 

multinational corporations operating on overseas assignments to find right candidates to send 

abroad. The arrangements required for domestic assignments may not be for international ones. 

For example, the right candidate should be equipped with the company’s corporate culture 

knowledge and knowledge of both parent county and host country business practices and 

customs (Yavas & Bodur, 1999a, p. 267).  

 

The way of selection of people will help MNCs to succeed on overseas assignment. How to 

choose people for sending abroad is crucial (Baruch, Steele, & Quantrill, 2002, p.660) because, 

the success of an expatriate depends on the selection of the right person to assign on overseas 

assignment. A right expatriate can be successful related to particular task. The candidate who has 

technical competence, cultural awareness, language ability, high tolerance for ambiguity-the 
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ability to function in a situation with unclear rules and parameters, tolerance for difference- the 

ability to accept change and differences in others, communicativeness, motivation and 

international experience, etc. is the right candidate (Avril & Magnini, 2007, pp. 54-55). 

 

As numerous advantages can be gained from operating on overseas assignments, global 

organizations desire to assign individuals to conducts subsidiaries. During sending employees 

abroad global companies spend quite a large amount of money. If MNCs want to be successful 

during operating abroad, it is crucial to select the right individuals to perform overseas 

assignments and to minimize failure rate of expatriates. Otherwise, there will be failure for 

expatriates, and failure of expatriates may make company suffer losses (Qi & Lange, 2005, p. 

16).  

 

Throughout selection process multinational corporations can find out which candidates can be 

sent on overseas assignments and are most skillful. It will help to find out whether candidates 

have right skill, knowledge, experiences, education, and training background (Wright, Geroy & 

Baker, 1996, p. 36). That is why the most important point, subject for organizations to send 

expatriates overseas assignments is to select staff. Selection is just the first and most crucial step 

for an organization to send expatriate on overseas assignment. The main aim of the selecting 

procedure is to choose candidates and achieve the tactical and strategic purposes of their 

assignments (Black, et al. 1992, p. 60).  

 

Selection procedures and criteria differ from company to company and nationality to nationality. 

Especially type of multinational corporation play a significant role on selection of candidates 

(Adler & Zhu, 2005, 3). For example, when organizations want to select possible applicants for 

overseas jobs, they give more attention to their technical competence. It has been found out in 

one survey conducted by Chew (2004) that the majority of the respondents (87%) thought that 

technical competence was the most important criteria for selection of expatriates. The 

acknowledging personality traits with (47%) were the second most important factor for selection 

criteria. And all respondents thought the family situation as moderately important. Surprisingly, 

the respondents indicated that the value of language skills and prior overseas experience were 

unimportant for selection area of expatriates though they thought that previous overseas 
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experience facilitated the orientation. They should not be selected only in terms of technical 

competence. Multinational corporations need to take action on cross cultural facility. It will 

facilitate expatriate’s effectiveness and efficiency working in different job environments  

because for expatriates having technical competence is not enough to be successful especially on 

overseas assignments. In order to be a successful expatriate he or she should also have sensitivity 

on different culture, having empathy for other individuals, to be ready for intercultural 

experiences challenges and to be prepared for the overseas culturally. It can be done by CCT in 

order to reach and perform the aims of the MNCs (Hung-Wen, 2007, p. 5; Jones & Emmanuel, 

2007, p. 2). That is why different authorities recommend that beside technical competences 

MNCs should take care about cultural, social skills, ability of communication with others etc. 

(Toh & Denisi, 2005, p. 141). The candidate who is selected for overseas assignments should be 

ready to work wherever he or she is assigned over the world (Oswald, 2008, p. 401).  Therefore, 

during the process of selection of the expatriates, MNCs should focus on the weaknesses and 

strengths of candidates related to the culture of the host country where he or she will work.  It 

can help to reduce the direct and indirect costs of expatriate failure rates. That is why it is crucial 

to improve selection procedures of expatriates (Mendenhall & Oddou, 1985, p. 44; Jones & 

Emmanuel, 2007, p. 2). 

 

Brown, (2006) also stated that it would be better if multinational corporations should focus on 

evaluating the candidate's strengths and weaknesses in the intercultural skills during expatriate 

selection. There are some more important skills and factors that ought to be considered when 

organizations select staff for overseas posting.  

They are (p. 5): 

 Personality traits 

 Ability to adopt to a new culture 

 Strategic aims of the organizations 

 Professional skills 

 Leadership skills 

 Communication skills 

 Adaptability 

 Stability 
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 Social skills            

 

Suggestions of Bennett (1996) for expatriate’s selection for foreign assignment are as following: 

(1) the ideal expatriate is one who is adaptable, is quite good at foreign languages, self-

regulating, sensitively steady and also in excellent physical health. He has to be sensitive to 

foreign culture as well. (2) The expatriate has to have technically skilled. He or she needs to have 

capability to convey his or her knowledge and skills between domestic firms and operational 

cultures very quickly and also easily. (3) The expatriate ought to have potential of exercising 

international management skill in different cultures and need have a working knowledge of job 

methods (p. 318). 

 

According to Lee & Croker (2006), cited from Stone (1991), there are ten key selection criteria - 

standards of measuring the qualifications of candidates for overseas assignments (Wright, Geroy, 

& Baker, 1996, p. 32) for MNCs while selecting expatriates to be sent on overseas assignments. 

These criteria are key success factors for candidates who want to have assignment abroad (Lee & 

Croker, 2006, p. 1189).  

 

They are: 

1. Ability to adapt, 

2. Technical competence, 

3. Spouse and family adaptability, 

4. Human relations skill, 

5. Desire to serve overseas, 

6. Previous overseas experience, 

7. Understanding of host country culture, 

8. Academic qualifications, 

9. Knowledge of language of the host country, 

10. Understanding of home country culture 
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In addition, Lee & Croker (2006) suggested that it would be better if MNCs could emphasize 

more on cross cultural capability than overseas experiences and competences as the key 

expatriate selection criteria (p. 1190). 

 

The organizations should find out relevant selection criteria for global assignments such as 

technical ability, cross cultural suitability, family requirements and language (Qi & Lange, 2005, 

p. 16). After deciding proper selection criteria, they should determine how to evaluate 

individuals effectively on those criteria. Managers can assess the candidates in terms of their 

strengths and weaknesses. For example, some candidates may have strong communication skills 

whereas some of them may have other skills (Black, et al. 1992, p. 68). 

 

“The validity of a selection tool depends on the extent to which the tool consistently finds that a 

particular selection factor is predictive of success during a global assignment. For example, if 

language skills are deemed relevant to a particular global assignment, then candidates may be 

assessed with a standardized language test” (Black, et al. 1992, p. 68). 

 

Managers may have limited selection tools, but a variety is actually available. Some of these 

tools are very effective such as; standardized tests, work samples, biographical data, and 

assessment centers. Selection interviews and personal references can also be added to this list but 

they are not effective as much as the others. They are less effective (Black, et al. 1992, p. 70). 

 

Standardized tests are significant for a successful global assignment. Because, they may be very 

reliable and also valid selection tools as in different countries engineers are often required to take 

these standardized tests for certification during their careers. There are no doubts about the 

reliability and validability of these tests. Work samples selection tool takes a segment of the 

potential work and also places the individual in the work situation. The third selection tool 

consists of information of individuals’ personal background and job in the past. Assessment 

centers are costly because it takes two/three days with in-depth interview, standardized tests, and 

several work samples. American, Japanese, European, and Scandinavian MNCs often use this 

selection criterion.  Percentage of using it for every country is different: candidates for 

international management positions are interviewed 100 percent of the time in Europe, 99 
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percent in America, 75 percent in Scandinavia, and 71 in Japan. But it cannot be said that 

unstructured interview is a highly valid and reliable method for effective evaluation of selection 

criteria. When managers want to select candidates they use also written and verbal references for 

overseas assignment (Black, et al. 1992, pp. 69-72). 

As many expatriates are married, and their children are with them while they are working on 

overseas assignments, selection decisions should involve not only spouse but children as well 

without inquiring into the family situation (Black, et al. 1992, p. 68). 

 

Matrix of method and criteria. For effectively assessing individuals for foreign jobs, there are 

various methods. In (Table 1) these methods’ summary and many selection criteria are shown: 

 

Table 1: Selection Matrix      

SELECTION CRITERIA SELECTION METHODS 

1 2 3 4 5 6 

Expatriates        

      Strategic factors       

 Coordination and control ×     × 

 Information and technology exchange ×    × × 

 Executive development ×   × × × 

Professional skills × × ×  × × 

General managerial skills       

 Conflict-resolution approach  × × × ×  

 Leadership style  × × × ×  

Communication skills       

 Foreign language skills × ×     

 Willingness to communicate  × × × ×  

 Relationship development  ×  × × × 

Individual characteristics       

 Ethnocentricity  ×  × ×  

 Cultural adaptability  ×  × ×  
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 Stress reduction skills  ×  × ×  

Spouse’s career considerations      ×  

Children’s educational needs     × 

 

 

Spouse       

Communication skills       

 Foreign language skills × ×   ×  

 Willingness to communicate  × × × ×  

 Relationship development  ×  × × × 

Individual characteristics        

 Ethnocentricity   ×   ×  

 Cultural adaptability  ×   ×  

 Stress reduction skills  ×  × ×  

Spouse’s career considerations     ×  

Children’s educational needs     ×  

Note: 

1. Biographical data 

2. Standardized tests 

3. Work sample 

4. Assessment centers 

5. Interviews 

6. References    

Almost all organizations around the world tend to use similar criteria and methods for selecting 

expatriates to send on overseas assignments (Dessler, 2005, p. 659). The selection of expatriate 

managers is one of the main problems because decision makers might consider many potential 

factors while selecting candidates to be sent on overseas assignments (Noe, et al. 2007, p. 646). 

It is sometimes too difficult to decide which employees in the organization are the most talented 

of managing an assignment in a different environment, culture, and host country. As pointed out 

earlier, many organizations mostly take care of technical competence of employees to send on 

overseas assignments; but technical competence alone is not sufficient to be successful on 
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overseas assignments. It is significant to select candidates who not only have technical 

competence but also the social and cultural skills (Toh & DeNisi, 2005, p.141). Noe, et al. (2007) 

stated that expatriates must have technical competences, but besides technical competences they 

need have multiple skills such as cultural, communicational capabilities as well (p. 646). Because 

multiple skills are necessary for expatriates to be successful in these kinds of assignments. For 

example, if an expatriate wants to be successful he or she and the expatriate’s family must also 

be aware of the country’s cultural rules, and are flexible enough to get used to those rules and        

new culture (Black, et al. 1992, p. 62) 

 

It would be better if decision makers not only pay attention to selection criteria and methods. 

They should pay more attention to strategic attention to the person who performs evaluations. 

Most often with overall responsibility of line manager a decision is made. But others like 

representatives from the international units and human resources management can be involved in 

the selection process (Black, et al. 1992, p. 74).  

 

In Figure 3 some recommendations are shown for how MNCs can strategically approach the 

selection process for overseas assignments: 
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Figure 3: Strategic analysis of overseas assignments. 
 

 

 

 

 

       

 

 

 

 

 

 

Source: (Black, et al. 1992, p. 79). 

 

If global organizations want to be successful, they have to have some plans for future. They may 

decide what their global assignment needs will be. They can use these needs as a function of an 

organization’s upcoming step of globalization and of the required strategic functions for 

systematic overall competitive advantage. The last stage for an organization to be ready for its 

future is the improvement of a candidate pool, and an organization by implementing regular 

assessments of staff’s both managerial and cross-cultural skills that may develop a sufficient 

pool of qualified candidates for foreign jobs (Black, et al. 1992, p. 81). 

 

Effectively selecting an expatriate candidate for a specific global assignment comes after making 

a strategic analysis of global assignment. For a successful and more strategic global assignment, 

it would be useful and helpful for managers if they follow the below developing chart (Black, et 

al. 1992, p. 81). 

 

 
 
 
 
 

Analyze current global assignment needs 

Establish future global assignment needs 

Define current global candidate pool 

Develop future global candidate pool for strategic success 



 36

Figure 4: Global assignment selection process 
 

 

 

 

 

 

 

 

 

Source: (Black, et al. 1992, p. 83). 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: (Black, et al. 1992, p. 81). 

 

As seen in (Figure 4) in selection process the first step is to create a selection team. This 

selection team consists of at least three members: the manager from the home country, the 

manager from the host country, and a representative from human resources department. From the 

very beginning the contribution of both the manager from the home country and the manager 

from the host country can be designated as the expatriate’s sponsor. A representative from 

Define strategic purpose for global assignment 

Assess the global assignment context 

Create selection team 

Establish appropriate selection criteria 

Utilize multiple selection methods 

Make global assignment offer 

Define candidate pool 

Interview expatriate and spouse  

Transition into training program 
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human resources department may contribute in several ways to the selection team. By ensuring a 

variety of selection criteria are utilized and by helping to establish a broad slate of candidates for 

the position. Defining strategic purpose for global assignment is the second step to carefully 

decide for the team that what the strategic purpose of the international task is. It would be better 

if organizations become further reflective in deciding what strategic purposes of a task are before 

the assignment is made. With assessing the global assignment context it would help organization 

to learn and understand the cultural context of the assignment for future. For example, cross 

cultural communication and language skills will be important when an assignment entails, 

requires general interaction with host country individuals. It is under the selection team 

responsibility to define the criteria that match all; the technical needs of the job, the strategic 

purposes of the job, and cross cultural context of the position. The selection team can be 

successful by performing the fourth step of global assignment selection process. For example, if 

technical knowledge is required the manager should pay more attention to engineering 

knowledge, but if extensive interaction with host country is also required, the selection team 

should pay attention not only to technical knowledge but to cross cultural communication skills 

as well. After developing appropriate selection criteria, now the organization is ready to utilize 

references, internal job postings and a global candidate’s pool database to find out the most 

appropriate, potential candidates with a particular assignment. After definition of the candidate 

pool is clear, a representative from human resources department member of the selection team 

may make possible usage of a variety of selection methods. But it is not so easy for the selection 

team to decide which selection methods are most effective. Because, they should know which 

criteria for particular assignment is as global assignment is not only costly but is risky as well 

(Black, et al. 1992, pp. 82-84).  

 

After the utilization of multiple selection methods has been developed, the selection team has 

almost knowledge about which candidate will be sent on overseas assignment. Now there are one 

or two candidates who have potential technical and the cross cultural qualifications to come up 

the criteria to send for foreign job. They will be taken in an in-depth interview related to strategic 

purpose of the assignment and its relationship to the career path candidate within the 

organization. And after using several selection methods and conducting interviews with the 

candidate and the spouse, now an offer may be made. Making the transition to training and 
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preparation is the final stage of the selection process. Finally, it can be said that there are two 

main important points to make the selection process for overseas job. First, an organization 

should have an enough pool of international human resources, or potentially successful 

international managers if it wants to sustain its global growth. Second, performing strategically is 

the key to keeping individuals ahead of the globalization practice. There is no need to use 

technical qualifications as the only selection criteria or using interviews as the only selection 

method. It would be better for international organization to use both processes of selection; 

technical and cross cultural skills (Black, et al. 1992, p. 85). 

 

The aim of selection is to find the right people to be sent on overseas assignments. But that is 

often not easy to find appropriate candidates, and not easy to select them. As for a global 

assignment, the selection of an expatriate is a vital decision. While global organizations select 

candidates to send on overseas assignments, they should select the employee who is in fact 

properly qualified to perform overseas job. Any mistakes made in selection process may cause 

failure of assignment in the future. But with successful selection of expatriates will help global 

firms reduce the needs for additional CCT. With selection organizations want to minimize any 

risk in foreign job, they aim to prevent the failure while the expatriates are abroad (Black, et al. 

1992, pp. 53-55). During this important selection process it is suggested by many experts not to 

select candidates only according to technical competences. MNCs should take care about their 

other capabilities. For instance, they should select them according to their social and cultural 

skills as well (Toh & DeNisi, 2005, p. 141). 

 

Organizations must take care when they want to select expatriates, whether the expatriates are 

from the home country, the host or a third country. Selecting expatriates from a third country 

sometimes is advantageous. Their wages are often less and they may know the culture of the host 

country better (Ball, et al. 2002, pp. 625-626), and without help of local staff it will be difficult 

to adjust to the host country environment easily. They will face some significant problems; 

understanding customs, norms, culture, communication. Finally those problems may affect 

expatriates to be failure on their overseas assignments (Toh & DeNisi, 2005, p.132). 
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There are some similarities and differences between selection processes in the U.S. and those in 

Europe, Scandinavia and Japan (Table 2). As shown in the table, almost all the organizations all 

over the world use a lot of similar and dissimilar criteria for selecting expatriates for sending on 

overseas assignments. In three regions, professional-technical qualifications are most 

considerable and common selection criteria. For example, interviews are utilized almost always 

in the U.S. (99%) while it is in Europe (100), in Japan (71%) and in Scandinavia (75%). Such 

differences are much more obvious about interviewing of spouses before the decisions are made. 

The interviewing of spouses in America is 52%, in Europe 41%, in Scandinavia only 18%, and 

nonexistent in Japan. From these ratios it can be understood that family is not an important issue 

in selection process in Japan. Why is it not so important?  Because Japanese decision makers 

believe that it is not so easy for wives to influence their husbands’ decisions. The situation in 

Japan is quite clear; even if a Japanese wife rejects to a decision to go abroad for overseas 

assignment, her husband still will take overseas assignment. It would be useful to give a 

summary of selection criteria used in the United States, Europe, and Scandinavia (Black, et al. 

1992, pp. 56-60). 

 

Table 2: A summary of selection criteria used in the United States, Europe, and 

Scandinavia 

United States Europe Scandinavia  

Selection 

Criteria for 

Highly 

Qualified 

expatriates  

Order of 

Importa

nce 

Selection 

Criteria for 

Highly 

Qualified 

expatriates 

Order of 

Importance 

Selection Criteria 

for Highly 

Qualified 

expatriates 

Order of 

Importance 

Demonstrated 

performance 

in similar job 

1 Technical 

expertise 

1 Technical or other 

professional 

qualities 

1 

Direct 

knowledge of 

this particular 

job 

2 Language 2 Previous 

achievements 

2 
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General 

perceptivenes

s and grasp of 

problems 

3 Family support 2 Motivation 3 

Leadership 

skills, ability 

to command 

respect 

4 Managerial 

potential 

3 Managerial talents 4 

Administrativ

e skills 

5 Knowing 

company 

systems 

4 Independence 5 

Willingness 

to accept 

overseas 

assignment 

6 Experience 5 Communicative 

talent 

6 

Knowledge of 

the company 

7 Marital status 5 Language skills 7 

Reputation 8 Medical status 6 Ambition and 

commitment 

8 

Willingness 

to accept the 

responsibility 

of the job 

9 Independence 6 Flexibility 9 

Past 

performance 

in overseas 

assignment 

10 Motivation 6 Adaptability of the 

family 

10 

Potential for 

more 

responsible 

position 

11 Age 6   
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Spouse’s 

attitudes 

toward 

overseas 

assignment 

12 Liaison skills 6   

Ability to 

work with 

foreign 

employees 

13 Gender 7   

  Seniority 7   

  Vulnerability 

to military 

conscription 

 

8   

Source: Black, 1992, p. 61 

 

One of the ways to gain or sustain a competitive position in the global marketplace, an 

organization has to get the highest potential return on its overseas assignment investment. 

Selection is the first step by integrating strategy into the selection process of overseas staff. But 

as many global firms often keep paying more attention to technical competence, selection 

practices are criticized. They emphasize technical competence but neglecting critical success 

factors such as cross cultural capability and relational skills. So it is vital for global firms to pay 

attention to the selection process, and provide training and orientation for global managers. With 

qualified staff organizations may get their target, minimize expatriate failure, and get good 

performance successfully (Black, et al. 1992, p. 59). In order to gain good performance, besides 

attractive expatriate packages, global organizations should provide improved training and 

orientation programs for global managers, and the most important one they should select better 

selection criteria for better match identified critical success factors (Toh & DeNisi, 2005, p. 132).  

 

To select the best candidates for overseas assignments, organizations have to take the following 

steps (Gomez-Mejia, et al. 1998, pp. 526-527): 
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 As a selection criterion, organizations should emphasize cultural sensitivity. While 

organizations are assessing candidates’ abilities it should be connected with different 

backgrounds of candidates. At this stage it would be better if personal interviews with the 

candidates and written test that measure social adjustment and adaptability be part of the 

selection process. 

 Global firms should set up expatriates’ selection board. It is strongly recommended by some 

HRM professionals that all global assignments be approved by a selection board consisting 

of expatriates who have been working as expatriates for at least three of five years. It is 

thought that this kind of board would be better able to detect possible problems than 

managers with no international background. 

 Global companies should require earlier international experience. Organizations will 

probably face less problems if they select candidates who have already spent some time in a 

different culture and environment. That is why majority of global organizations are 

demanding minimum three to five years overseas experiences.  

 Global companies should explore the possibility of hiring foreign-born employees who can 

serve as “expatriates” at future date. Japanese and American organizations are successful at 

hiring young foreign-born employees. For example, American company Coca-Cola has been 

following a similar practice for years. 

 Global companies should screen spouses and families of candidates. As mentioned earlier, 

family members of expatriates play a large role in the failure of global assignments. So it 

would be better to screen candidates’ spouses. For example, Ford and Exxon companies 

screen candidates’ spouses. Especially Ford Company evaluates spouses on such qualities as 

flexibility, patience, and adaptability by asking such questions as:  “How do you feel about 

this assignment? Do you feel you can adjust?” 

 

As a result, many MNCs follow the following selection criteria to select the best candidate 

(Table 3). 
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Table 3: The selection of the expatriates 

Job  

Factors 

Relational 

Dimensions 

Motivational State Family 

Situation 

Language  

Skills 

Technical skills Tolerance for 

ambiguity  

Belief in the mission Willingness of 

spouse to live 

abroad 

Host country 

language 

Familiarity with 

host country and 

headquarters 

operations 

Behavioral 

flexibility 

Congruence with 

career path 

Adaptive and 

supportive 

spouse 

Non verbal 

communicatio

n 

Managerial 

skills 

Non-

Judgementalism 

Interest in overseas 

experience 

Stable 

marriage  

 

Administrative 

competence 

Cultural 

empathy and 

low 

ethnocentrism 

Interest in specific host 

country culture 

  

 Interpersonal 

skills 

Willingness to acquire 

new patterns of 

behavior and attitudes 

  

Source: Qi & Lange, 2005, p. 20  

 

As listed in Table 3 above, job factors include technical skills, managerial skills, and 

administrative competence. A qualified candidate should at least possess them to be given 

foreign job. When expatriates can change their behaviors in order to adapt to unfamiliar 

situations it means behavioral flexibility. The other factor is interpersonal skills, which means 

the capability to get along with host countries’ people. It is very important to cooperate with 

people from the host country. It may also help expatriates and their families to minimize culture 

shock. All of these factors are quite important in order to receive success on overseas 

assignments. Expatriates may perform the assignment with pleasure if they are in a good 

motivational state. As a result, during selection process for expatriates, it would be better if 
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global organization may pay much more attention to cross cultural aspects although they give 

much more attention to technical competence in practice (Qi & Lange, 2005, pp. 20-21).  

 

2.3.1. TECHNICAL COMPETENCE 

 

In the selection process, it would be reasonable if global companies give emphasis to the 

technical capabilities as technical competence is an essential selection criterion. In one research 

it has been found out that 184 European companies declared that technical competence was the 

most significant selection criteria.  Firstly, it is quite natural to consider the ability of individual 

to perform certain task for selecting the best qualified candidate for overseas assignment (Qi & 

Lange, 2005, p. 17).  

 

2.3.2. MANAGERIAL ABILITY 

  

A successful expatriate manager is the person who is sensitive to both parent country and host 

country’s cultural norms, has international capability such as fluency in foreign language, 

technical competence, current work skills, cultural awareness, willingness of working abroad, 

easily can adjust to new work environment, etc. In fact, although almost all multinational 

corporations take technical competence as a main variable in deciding who should be sent on 

overseas assignments, it can be said that technical competence alone cannot make expatriates 

successful. As mentioned earlier, multiple skills are necessary for successful performance in 

international work because it has been found out that failure of an expatriate seldom happens 

because of a lack of technical competence (Jones & Emmanuel, 2007, pp. 3-4).  

 

2.3.3. LANGUAGE ABILITY 

 

Although a major barrier to effective cross cultural communication is because of lack of 

language skills, there are many multinational corporations that place language fluency relatively 



 45

low on the list of desirable attributes for selection. But it has shown that language fluency in the 

host country facilitates expatriate’s adjustment by equipping individuals with more effective 

communications and perceptual skills. Therefore, a closer interaction with host country nationals 

can be provided by in-depth language training as it is involved in important interactions with 

host-country language fluency (Andreason, 2008, p. 3). Learning of the host country may serve 

in different kinds of the ways such as facilitating communication with host country nationals, 

learning the host country culture and enabling expatriate to be more polite (Selmer, 2005, p. 71).  

 

One of the most important obstacles for expatriates is the differences in languages as it may 

cause communication problem and culture shock as well. The more global organizations 

emphasis on the expatriates’ language capability, the more expatriates will be successful, the less 

they will face culture shock and failure. Expatriates need a language to communicate with others 

when they are working in a host country. That is the language which is the most important tool 

for communication of people. Some of managers of global organizations believe that there is no 

need of learning the national languages. Although the language of business is English nowadays, 

the expatriates will get some benefits if they learn national language of the host country. They 

may learn it in order to have a better communication, to control the translators, and also for 

better negotiations. Because when the other side realize that expatriates can understand them, 

they will not attempt to cheat, or try to do a wrong thing to expatriates. The most important side 

of knowing of the language of the host country is that people give much more interest to 

foreigners who can use their language. It can help to create confidence between both sides. 

Therefore, it is significant to have knowledge of the language of the host country for the 

successful overseas assignments (Qi & Lange, 2005, pp. 22-56). Moreover, willingness of using 

the host country`s language can help expatriate to get successful adjustment (Kline, 1994).   

 

The people from European countries do not face language problems as many of them are 

bilingual or even multilingual. Although knowledge of a foreign language may not constantly 

help effective performance on overseas assignments, but it may facilitate adaptation. Because, 

knowing of foreign language can develop a better empathy with colleagues, customers, and also 

with other members of the local community. So it is significant for global organizations to select 

individuals and candidates who have foreign language ability (Tung, 1987, p. 123). 
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Short term foreign language teaching training is not so effective. The coming ideas about 

learning a foreign language is that; a few weeks or months’ foreign language training is not 

enough time to learn the language. It normally doesn’t facilitate. The correct way to learn a 

foreign language is going to the country that the expatriate wants to learn its language (Shen & 

Lang, 2009, p. 380). 

 

2.3.4. INDIVIDUAL FACTORS 

 

After technical competence the most important predictor of expatriate success is personal 

characteristics although it is so difficult to define what personal characteristics consist of. Global 

companies generally test the cross cultural suitability of expatriates when they want to select any 

candidate to send on overseas assignments (Qi & Lange, 2005, p. 17). 

 

2.3.5. FAMILY FACTORS 

 

One of the other vital factors which can influence the expatriates’ job performance is family 

situation as it has been found out that spouse/family cross-cultural adjustment can positively 

influence the expatriate's overall cross-cultural adjustment and vice versa. For example, an 

unhappy spouse can affect the expatriate's ability to adjust, impact the expatriate's job 

performance and have a negative impact on the adjustment of the children. It has been found that 

spouses, especially wives, can also influence their partners' decisions and behaviors (Andreason, 

2008, p. 8), and the inadaptability of the family’s adjustment to the new culture is given as the 

main reason for expatriate failure. In many researches, it has been examined that the adjustment 

of the spouse positively influences the adjustment of the expatriate (Qi & Lange, 2005, p. 18), 

and it has been found out that spousal support such as pre-departure training and provision of 

regular repatriation allowance for the spouse is quite important to high job satisfaction on 

overseas assignments (Yavas & Bodur, 1999, p. 267b). That is why when MNCs need to send 

staff on overseas assignments, those overseas staff and their families should be given adequate 

training for their environment experiences.  That is CCT that can facilitate their better adaptation. 
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This training should prepare them socioculturally and psychologically in order to be successful 

abroad (Zakaria, 2000, p. 502). By giving information and guidance to expatriate, it is the spouse 

that can help the expatriate while he or she is in a stressful stage. Thus, it is very significant to be 

given spousal support for expatriates’ success because researchers believe that spousal support 

helps them and facilitate expatriates to adjust to work and general environment. The spouses may 

search for information about unknown country environment to share with expatriates (Kraimer, 

et al., 2001, p. 78).  

 

Unfortunately, the number of global companies which take the spouses’ opinions into 

consideration concerning global assignment is quite low, 30 percent. So, it can be said that 

family situation is the most neglected factor during the overseas missions process of expatriates. 

Hence, it would be better if MNCs involve spouses into the selection process to examine whether 

they want to go to a new country or not (Qi & Lange, 2005, pp. 18-22). And it would be better if 

CCT programs could be prepared for families as families are affected as much as the managers. 

That is why, some MNCs encourage to take part of the spouse of the expatriate and any school-

age children in CCT (Kline, 1994). As pointed out earlier, one of the key reasons for failure of 

expatriate is the spouses’ incapability to adjust to a new environment. Therefore, the spouses’ 

adaptability to a new culture is needed to be successful on overseas assignments. With 

adaptability of the spouses, expatriates may focus much more on their jobs (Qi & Lange, 2005, 

pp. 18-22).  

 

It has been found out that the percentage of expatriates who take their spouses abroad is quite 

high, 89 percent (Riusala & Suutari, 2000, p. 86). And especially for American and European 

MNCs the family situation is main reason for failures of expatriates. The same situation cannot 

be said for Japanese women. They do not want to be seen as one of the reasons of being an effect 

of the failure of expatriates as they are more deferential and also dependent comparing with 

American and European women (Tung, 1987, p. 123).  

 

Zakaria (2000) stated that there could be various training programs, but two of them could best 

improve situational and individual characteristics. They are experiential and cognitive training. 

By cognitive training an expatriate can enhance cultural awareness and interpersonal skills-
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understanding host country social system and values better. By experiential training he or she 

can enhance his or her intercultural effectiveness skills. On condition to be provided appropriate 

training programs for expatriates, the individual and situational characteristics will positively 

affect cultural contact factors. And as mentioned before, it would be better if training programs 

could be provided for both the individual and family as family support also has very strong 

impacts on success of expatriate. But it has been found out that over 80 percent of the 

organizations provide training only for staff not for the spouse and family. They can develop 

greater intercultural communication competence since it can enhance the ability to acculturate 

(pp. 502-504).  

 

2.4. Performance of Expatriates 
 

The expatriate performance is defined as the levels of effectiveness of expatriate while the 

expatriate is performing overseas assignments. The matter of how expatriates perform on their 

overseas assignments has become more and more significant. Performing at high level is related 

to feeling well adjusted to the work and general environment. Because it is expected that the 

expatriate who is adjusted well to the work environment, he or she can perform his or her 

overseas assignment much more effectively in host country (Kraimer, et al. 2001, pp. 71-80).  

 

The performance of an expatriate can be measured by some outcomes such as customer 

satisfaction, retention, productivity, and profits. The performance of an expatriate can be 

developed by effective CCT provided by corporation as it will help expatriate to improve his/her 

information about the host country culture (Luthans & Farner, 2002, p. 785). 

 

Technical competence is the indicator of an expatriate’s performance. The other indicators of 

expatriate’s performance can be relational, cross cultural, and interpersonal abilities as well as 

adaptability potential of the spouse and other members of the family (Pucik & Saba, 1998). 

 

There are four groups of variables that can be indicators of expatriate’s performance; (1) 

technical competence on the job; (2) personality traits or relational abilities; (3) environmental 

variables; and (4) the family situation (Pucik & Saba, 1998). 
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Post arrival CCT has potential impact on the performance of global managers. Cross cultural 

knowledge and new behavior skills can be indicators of expatriates’ performance. They can be 

facilitated by training (Selmer, et al. 1998, p. 832). 

 

Poor cultural adjustment may create poor performance on expatriate assignments. It has been 

found out a positive relationship between work adjustment and job performance. It has also been 

examined a negative relationship between general adjustment and work adjustment. So it means 

that cultural adjustment can be an indicator of expatriate performance. It is supposed that 

expatriates who feel well adjusted to the job and common surroundings will be able to perform at 

higher level. And the expatriates who are adjusted well to the work environment will also 

perform their task duties more effectively (Kraimer, et al. 2001, p. 79).  

 

As a result, different cultures, manners, expectations, and perspective may affect expatriates’ 

business effectiveness (Neupert, et al., 2004, p. 167). On the other hand, the performance of 

expatriates can be evaluated in terms of to what extent they achieve their objectives, according to 

their activities on the job, and also their daily effectiveness (Woods, 2003, p. 518). 

 

2.4.1. THE EFFECTS OF CCT ON THE EXPATRIATES’ PERFORMANCE 

 

While many studies, researches have been done related to aspects of management of expatriate 

such as selection, pre-departure, post arrival, cross cultural adjustment, there are not enough 

studies correlated to expatriate performance management (Fenwick, 2005, p. 2).  

 

CCT refers to any endeavor made in order to prepare expatriates to be effective interpersonal 

interaction from different work environment and culture. Expatriates can develop awareness of 

cultural differences, positive outcomes, cross cultural skill development, adjustment, and 

performance, confidence by successful, adequate CCT because it is believed that CCT has strong 

effects on variables mentioned earlier (Kalfadellis, 2005, p. 2). Multinational corporations aim at 

providing CCT to better prepare both expatriates and host country nations to be better effective 

while working, and doing business overseas (Neupert, Baughn & Dao, 2004, p. 178), and the 
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worldwide quick progresses in technology, desire of investments in different parts of the world, 

intercultural differences, and the competition among MNCs make CCT necessary. This issue can 

no longer be ignored.  

 

It is vital for MNCs operating overseas in order to be successful as it facilitates effective work 

assignments (Zakaria, 2000, pp. 492-493). Inadaptability of expatriates to the new work 

environment is a crucial problem for MNCs because without adaptability expatriates cannot 

operate effectively. Multinational firms can solve these kinds of expatriates’ problems by 

providing especially pre-departure CCT, such as sensitivity and language training (Shih, et al., 

2005, p. 168).  

 

So MNCs aim to provide CCT in order to teach their staff how they can interact effectively with 

host country staff, and to influence them to a rapid adjustment to their new job environment. For 

this kind of training, organizations can use three different methods; the first one is cognitive, the 

second one can be affective, and the final one is behavioral. With the first one, organizations aim 

to give information about host country culture by giving conferences. MNCs should select the 

training method regarding the type of overseas assignment, and they should take care of two 

different cultures, home country culture and host country culture as well (Waxin & Panaccio, 

2005, pp. 52-53). 

 

Zakaria (2000) cited from O’Brien (1998) stated that the effectiveness of training depends 

mainly on how trainable expatriates are (p.507). Although top management of many MNCs do 

not believe in the necessity and effectiveness of CCT programs (Kline, 1994), and although the 

effectiveness of CCT for a positive relationship of performance is doubtful for a few scholars (Qi 

& Lange, 2005, p. 33), many researchers have found out that both adjustment and performance 

effectiveness in these kinds of global organizations can be developed by CCT programs, and 

with successfully functioning in other culture organizations can get quite good benefits by 

facilitating effective adjustment and performance (Kline, 1994).  For example, according to 

Black and Mendenhall (1990), “cross-cultural training enables the individual to learn both 

content and skills that will facilitate effective cross-cultural interaction by reducing 

misunderstandings and inappropriate behaviours. If it is accepted as the major objective of cross-
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cultural training, it becomes necessary to understand how people learn to appropriately interact 

with others and how they use that knowledge for affective interactions” (p.120). Therefore, it is 

believed that “an investment in training is an investment in the individual and in the company” 

(Qi & Lange, 2005, p. 33). So if global organizations want to deal effectively with the difficulties 

of novel and diverse environment, it is vital for global firms to provide CCT for their employees 

who are sent on overseas assignments as to train staff is becoming more competent. That is why 

global organizations should not neglect the issue of CCT. All the staff should take CCT such as 

some communication competence so as to be successful in foreign job as CCT facilitate effective 

cross cultural communication (Zakaria, 2000, p. 493).  

 

Three layers of contextual factors affect expatriates performance. They are (1) organization 

context, (2) domestic context, and (3) international context.  Through a reviewed literature and a 

meta-analysis of over 20 empirical studies related to CCT effectiveness it has been found that the 

effectiveness of CCT is on cross cultural skills improvement, cross cultural adjustability, and 

also cross cultural assignment performance. So the more global firms provide CCT, the more 

saving of the money of organizations is in long run because of the number of effective 

expatriates increase and the number of premature returnees decrease (Kline, 1994). And effective 

CCT programs may provide expatriates to be aware of and affect rules in new global 

assignments (Morris and Robie, 2001, 115; Shih, et al., 2005, p. 158).  

 

Ratings of cross cultural ability progress, rate of pre-mature from a foreign country job, and 

manager ratings of job performance are measured to be performance criteria (Morris & Robie, 

2001, 17). Morris & Robie, (2001) stated that they have examined by their meta-analysis that the 

effectiveness of CCT was weaker than as CCT was extensively prescribed for global managers. 

Although the effects of CCT are weak, they suggested using of CCT for expatriates, and 

effectiveness of these programs should be carefully evaluated. Because of high costs and 

increasing of global manager assignments, CCT programs are needed. It would be better if CCT 

programs are systematically improved (p.121). For example, in the United Kingdom some 

institutes offer systematic regional CCT programs. Both wife and husband attend to those 

systematic CCT programs. These kinds of systematic regional CCT programs range from a four-

day to a week-long cultural awareness program. The regional CCT program is especially 
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interested in the specific region or country where the expatriate is sent. During this CCT, the 

trainee is given the historical, political, religious and economic factors of the host country and 

also how those factors can differ from those in others countries. With this training program, 

global firms aim to help expatriate adjust to the new job environment, and the personal situation. 

For instance, if the target place is Pakistan, the course will examine the way people actually 

behave, their attitudes toward each other, situation of families, education, laws, women, and 

especially the situation of expatriates in Pakistan. The other training type is the cultural 

awareness program. The aim of this training program is to make wider an individual’s 

understanding of and sensitivity to other countries through lecturers and experiential exercises. 

The second type of CCT program does not focus on the specific region. But it can be said that 

Japanese global organizations, comparing with British global organizations, provide more CCT 

programs for the expatriates who are sent on overseas assignments. Their training programs are 

more comprehensive and precise for preparing their expatriates to send overseas jobs. They 

provide not only a language program, but a field experience, graduate programs abroad, and in-

house training programs as well (Tung, 1987, p. 120).    

 

During detailed literature review different independent and dependent variables have been 

observed. The effects of nine independent variables were studied (see Table 117: Independent 

variables (The factors which have most influence on performance). 

 

As a result, CCT may moderate individual and characteristics since it has not always had the 

intended successful results. It may facilitate the dissatisfactions and international mistakes faced 

by expatriates while working abroad (Zakaria, 2000, p. 507). Trainees can improve their 

confidence and relational skills; they can be more active by receiving CCT. Trainees would feel 

comfortable; they can be familiar with the culture of foreign country without difficulty and it can 

be quicker. By receiving CCT expatriates would have less anxiety, and culture shock. Finally, it 

would help and facilitate effective interactions with host nationals as it is called adjustment. By 

providing CCT, expatriates may learn appropriate behaviours for more effective interactions with 

the host nations (Black & Mendenhall, 1990, pp. 123-130). But providing CCT is a matter of 

money. So it is very significant to provide the best training methods not only for specific job but 
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for specific person as well. Some of the most common training methods are cultural training, 

language training and practical training (Qi & Lange, 2005, pp. 24-27). 

 

Cultural training is mostly influenced by culture as it includes people, political, economic, 

business, legal, and physical environment of the host country. Cultural training helps expatriates 

to adjust easily to a new environment in the host country. It will also help expatriates to learn the 

future of the new culture. It means that it will facilitate to learn about values of the other culture, 

about significant political, economic, and historical information, and finally about behaviours of 

the people of the host country in relation to their culture (Qi & Lange, 2005, p. 25). 

 

The factors which may have most influence on performance in order of importance can be as 

following: (Chung, 1990, p. 71). 

1. Expatriate 

2. Local cooperation 

3. Adaptability 

4. Extrinsic motivation 

5. Supports of organization 

6. Adaptability of family 

7. Personnel’s effectiveness  

8. Career prospects in parent country 

 

On the other hand, there are some reasons why top management of MNCs do not invest in CCT: 

1) they do believe that CCT is not generally affective, 2) they are not satisfied with CCT of past, 

and 3) as the time between selection and departure is short, it may not be possible to provide 

adequate training program. Finally, 4) because of expatriate’s assignment is temporary 

(Mendenhall & Oddou, 1985, p. 40).  

 

According to Shen & Lang (2009) few studies of recent review of the past 25 years of literature 

have been conducted were empirically tested, most of them have been conducted theoretically 

that observed the effect of CCT on performance of expatriate. Thus more studies are needed for 

detailed empirical studies on the effects of CCT on expatriate performance (p. 372). According 
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to Waxin & Panaccio (2005) although the CCT is an important factor especially for interaction 

and general adjustment, yet many MNCs ignore to provide any kind of it for their expatriates. 

They believe that the main reason why they do not provide CCT may be that the maker of 

decisions on such training may not have any international experiences. So they think that it is not 

useful and necessary. They may also think that there is no need to spend a great deal of money 

on this matter (p. 64). 

 

On the other hand, it is true that some kinds of CCT provided by MNCs are not sufficient. As the 

CCT must be prepared in relation to the host country culture wherever the expatriate is sent. It is 

so important to provide CCT when both home country culture and host culture show crucial 

differences between each other as CCT will reduce the cultural distance between both countries 

(Waxin & Panaccio, 2005, p. 65). 

 

2.5. Success of Expatriates  
 

“Expatriate success refers to an expatriate who has adjusted well in the foreign country and in the 

foreign assignment, has remained in the foreign country for the agreed length of time, has a 

positive and enthusiastic attitude towards the assignment, has received the expected outcome of 

the assignment and therefore has accomplished a worthy performance, and is willing to relocate 

again for another foreign assignment” (Sagiadellis & D`netto, 1997, p. 3). 

 

According to Sagiadellis & D`netto (1997), cited from Feldman and Thomas (1992), an 

expatriate can be accepted as a successful expatriate on the condition that he or she has the 

following elements: 

 adjusts well to the new job environment and culture 

 meets or exceeds performance standards 

 enhances his / her skills 

 remains in the foreign country for the agreed upon length of time  

 has confidence 

 maintains a positive attitude  
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 has high job satisfaction, and finally 

 willingness to change place again concerning overseas missions (p. 3). 

 

Having spent a great deal of money on opening subsidiaries in different countries, MNCs need to 

send some qualified employees on overseas assignments. It is crucial for those firms to be 

successful with those staff and keep them successful as completion of a successful assignment is 

mainly on the expatriate as well as the parent company (Toh & DeNisi, 2005, p. 132). So MNCs 

try to find ways to enhance managers’ success rates for overseas missions as the result can be 

costly if expatriates fail to perform their assignments (Toh & Denisi, 2007, p. 281). Therefore 

global firms pay more attention to international human resource management as expatriates play 

a critical role in the success of multinational missions (Shih, et al., 2005, p. 157). Russell (2006) 

stated that “success in an overseas assignment depends upon possession of skills in the personal, 

people, and perception areas” (p. 30). Thus, it is crucial to get right candidate with the right 

proficiencies in the right place, and right time. This is the secret of being successful on overseas 

assignments. For example, many expatriates face adjustment problems while they are working 

abroad. Result, either with low productivity or premature return as they are not successful. It is 

with corporations’ responsibilities to keep addressing all the crucial matters that result in success 

of expatriate in order to maintain their overseas assignments (Sagiadellis & D`Netto, 1997, p. 2).  

 

Technical competence of expatriates is a significant factor to be successful on overseas 

assignments, and relational abilities can improve this success. For example, the ability of the 

expatriate to cope successfully with one’s clients, business associates, peers and subordinates 

will help him/her to be successful on foreign job. The other factor for being successful on 

overseas assignment is providing adequate CCT (Tung, 1987, p. 118). The other factor that can 

affect the success of the expatriate positively is the level of support of MNCs. It can be divided 

into three kinds; (1) financial inducements include such as tax equalization, temporarily 

allowance, and home leave allowance, (2) general support includes such as emergency leave, 

social events, language and cultural training and general services of staff, and (3) family 

orientation support includes such as assisting with spousal employment, assisting in locating 

children`s schools, and finally general cultural transition training. Many corporations neglect the 
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family orientation support though the expatriate`s family is exposed to the culture of the host 

country more intensively than the expatriate himself/herself (Sagiadellis & D`Netto, 1997, p. 6). 

 

When the expatriate manager has sensitivity to the country’s cultural norm, and has elasticity to 

adapt to those norms, he or she can be successful. Not only the expatriate manager has to be 

capable of adapting to the new culture, the family of expatriate has to be as well (Noe, et al., 

2007, pp. 646-647). 

 

Hill (2002) cited from Mendenhall and Oddou that the main problem regarding success of 

expatriate in many organization is that managers of HRM tend to link domestic performance 

with overseas performance. That is not acceptable because both are different environments. They 

are not the same thing as their potential is not the same. So the expatriate who is successful and 

very well in a domestic assignment may not be so well on overseas assignment because of 

different cultural environment. It is sometimes difficult to be able to accept to cope in different 

cultural surroundings. Being successful in a foreign posting, they identified four dimensions; (pp. 

571-573). 

1. Orientation of expatriate himself/herself 

2. Orientation of others 

3. Having capability of perceptual 

4. Toughness of culture  

 

So it is not acceptable to apply the same managerial style the expatriates used in their parent 

country because it is different job environment and different culture. If they use the same 

managerial style they used in their home country, the adjustment to a new environment will be 

difficult for them. Thus, it would be better if training in cultural differences is required for 

anyone who is to be a manager at a global level (Russell, 2006, p. 52). 

 

Effective performance on overseas assignment may be provided through having a good 

knowledge of a foreign language (mainly local language), because a good knowledge of a 

foreign language may help expatriates to develop a better relation with different cultural 

environment (Tung, 1987, p. 123). Both willingness to relocate and cultural similarity affect the 
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success of the expatriates. One of the reasons why sometimes expatriates return prematurely is 

that they do not have the will to relocate because of poor adjustment of expatriate himself/herself 

and spouse/family. Unfamiliar work environment, practices of business, political system of the 

host country, and living conditions and cultural barriers are some factors that can affect the 

success of the expatriates. For example, some expatriates working in different countries such as 

India, Pakistan, Southeast Asia, Middle East, etc. faced some problems of satisfaction, stress, and 

pressure. That is why the closer and the better similarity between the cultures of home country 

and host country, the easier expatriates can attain and strength the success (Sagiadellis & 

D`Netto, 1997, p. 4).  

 

As pointed earlier, it has become clear that technical capabilities for expatriates are, of course, 

necessary but technical capabilities alone are not enough state for operations on overseas 

assignment successfully (Tung, 1987, p. 124). They should use effective interpersonal relations 

because when expatriates fail to understand the differences they will not be successful on 

overseas assignments (Russell, 2006, p. 53). 

 

In one of the researches it has been examined that there are four variable groups that donate the 

success of expatriates: The technical competence on job takes the first place then traits of 

personality the third one is variables of environment and finally the situation of family (Human 

Resource Planning, 1998). 

 

With providing some significant features to expatriate managers, they can be much more 

successful. These factors may help them to develop themselves for overseas assignment as these 

main factors are improvement in management, factors of adaptability, and leadership, 

improvement in training and education (Human Resource Planning, 1998). 

 

Expatriate who has competitive, understanding of international business, ability that requires of 

not long-term profitability and development and working in different cultural environment skills 

can be accepted as a successful expatriate (Human Resource Planning, 1998). 
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On the other hand, the expatriates who have the following pivotal personal characteristics may 

be more successful. The first one is the expatriate who is culturally sensitive, the second one is 

that who have empathy for others, the third one is that who is willing to agree to intercultural 

experiences’ challenges, and finally culturally and mentally who is ready for overseas 

assignments (Hung-Wen, 2007). 

 

In the modern world, the success of expatriates becomes much more complicated (Toh & Denisi, 

2003, p. 618). When the staff of host country does not support expatriate it means that this 

difficulty will increase. The expatriate needs helps such as helps from company, from local staff, 

and etc. Because expatriates sometimes are sent on overseas assignment in order to get some 

international experiences from local staff. The expatriates who work with local staff are more 

successful and effective than the others. The level of misunderstanding of behaviors, norms and 

cultures are low with help of local staff and by giving cultural sensitivity training as well as local 

staff are supplies of support and facilitate of expatriates (Toh & Denisi, 2005, pp. 133-144). 

 

According to Qi & Lange (2005) there are five categories of attributes as the predictors of 

success. These predictors include (1) technical ability, (2) managerial skills, (3) adaptability, (4) 

language ability, (5) adaptability of expatriates’ families, and etc. These five categories of 

attributes as the predictors of success are shown in (Table 4), in order to better understand the 

selection and success of the expatriates. They are job factors, relational dimensions, motivational 

state, family situation, and language skills (p. 20). 
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Table 4: Categories of attributes of expatriates’ success 

Job Factors Relational 

Dimensions 

Motivational 

State 

Family Situation Language 

Skills 

Technical 

skills 

Tolerance for 

ambiguity 

Belief in the 

mission 

Willingness of 

spouse to live 

abroad 

Host country 

language 

Familiarities 

with host 

country and 

headquarter 

operations 

Behavioural 

flexibility 

Congruence with 

career path 

Adaptive and 

supportive spouse 

Non verbal 

communication 

Managerial 

skills 

Non-

judgementalism 

Interest in 

overseas 

experience 

Stable marriage  

Administrative 

competence 

Cultural empathy 

and low 

ethnocentrism 

Interest in 

specific host 

country culture 

  

 Interpersonal 

skills 

Willingness to 

acquire new 

patterns of 

behaviour and 

attitudes 

  

Source: Copied from Qi & Lange, 2005, p. 20 

 

Finally, the degree of success of expatriates can be measured in terms of their project objectives 

they met. If expatriate reached to his/her objective in positive sense it means he or she is 

successful. Their success can be also measured on whether expatriates achieved objectives of 

performance (Hung-Wen, 2007). 
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2.5.1.  THE EFFECTS OF CROSS CULTURAL TRAINING ON SUCCESS OF 
EXPATRIATE 

 

Providing cultural sensitivity training for expatriates can assist expatriates to avoid 

misunderstandings. It is also possible by this kind of training to educate both expatriates and 

local employees on the appropriate behaviour. That is not acceptable for not providing CCT for 

expatriates by global organizations owing to using the same language with the host country. 

Because sometimes misunderstanding may occur among expatriates although expatriates and 

local employees share the same language (Toh & DeNisi, 2005, p. 143).   

 

By providing CCT for expatriates who are sent on overseas assignments can achieve some 

benefits. These benefits will help expatriates to be more successful on their global jobs. The 

expatriates working abroad can improve dealing with unexpected events and culture shock in 

new job and non-work environments. It will also help them improve expatriates’ coping ability 

by minimizing stress and disorientation. It will increase the success in expatriate assignments 

(Zakaria, 2000, p. 493), and throughout CCT expatriates can learn how to negotiate and 

communicate as negotiation and communication styles vary widely from place to place, from 

culture to culture. For example negotiation in Turkey and Arabic countries or Europeans are 

different. So there is no doubt that multinational corporations can get many benefits from CCT. 

As a starter, an expatriate can get better orientation and better communication with different 

people from various cultures. Through CCT can facilitate expatriate adjustment by 

understanding, and working affectively with the people from different countries (Luthans & 

Farner, 2002, 781). 

 

Tung (1987) stated that the principal reason why European expatriates are more successful than 

American expatriates is their expatriates’ greater global orientation. European expatriates can 

adapt to new cultural environment by this orientation. That is why it would be better if MNCs 

provide longer-term orientation for their expatriates’ performance (p. 122).  
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It shows that lack of CCT may cause serious failure. Cultural understanding may lead to 

significant success of the expatriates. Thus, it is important to prepare expatriates for overseas 

assignments in order not to be failure (Selmer, 2000a, p. 270).  
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After adequate literature review, the factors affect the success of expatriates can be as following: 

 
Figure 5: Factors of success of expatriates 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Expatriate Success 

Managerial skills 

Adequate CCT 

Belief in the mission

Selection criteria

Interpersonal skills

Willingness to relocation

Willingness of spouse to live abroad 

Technical competence

Job satisfaction 

Well adjustment 

Local staff supports 

Good knowledge of a foreign/local language 

Family orientation support

Culturally sensitivity

Adaptability of expatriate/spouse 

Tolerance for ambiguity 

Behavioral flexibility 
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2.5.2 THE EFFECTS OF LOCAL STAFF ON SUCCESS OF EXPATRIATE 

 

During working overseas, expatriates can either be successful or failure. One of the ways to be 

successful is getting help from host country staff. They can help by sharing the information that 

relates to host country’s local norms, culture, rules, climate, and so on. They can either help them 

to adjust to new work environment or they can affect significantly the experiences of expatriates 

from adjustment to work success by their perceptions, attitudes, and behaviours. So sometimes 

the success/failure of expatriates can depend on host country staff (Varma, et al., 2006, pp. 115-

117).  

 

Hence, it is needed to provide adequate CCT for both local staff as well as the expatriates. With 

adequate CCT both sides will be able to communicate with each other more affectively. It may 

help them to transfer knowledge between each other more affectively (Toh & DeNisi, 2005, pp. 

142-143). 

 

The availability of skilful local staff, workers having relevant knowledge affect about making 

decision of the MNCs where to locate overseas subsidiaries is a critical factor. German Siemens 

is one of the examples as it aims to completely localize its overseas subsidiaries to achieve its 

intends. This multinational organization has more than 60.000 staff in America, and over 20.000 

in China (Toh & DeNisi, 2005, p. 133). It is understandable that without support of qualified 

staff of host country expatriates is not easy to be successful and effective as they have much 

more familiarity with the local culture than expatriates from parent country. They have not any 

problem with communication, laws, norms, culture to understand that environment as they can 

speak the local business language. It is known that local managers can understand the culture, 

and political system of their country better than the expatriates sent from parent country. On 

condition local staff willing to share their personal local knowledge with expatriates coming 

abroad, expatriates can learn whatever they want more successfully. That is why it is important 

for expatriates receiving informational support from    local staff. But many local staff do not 

support expatriates. The reasons why they do not support expatriates are changeable. Local staff 

often think expatriates are much more skilful, and have better experience than them. So they 

believe they should learn from expatriates as they are experts. The other reason can be that 
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expatriates earn much more than local staff. They feel that it is not a part of their duties to help 

and guide expatriates. Otherwise, the supports of local staff will affect the success of expatriates 

in positive sense. But on the other hand, poor expatriates-local staff relations will cause failure of 

assignments.   Russell, 2006, p. 50; Toh & DeNisi, 2005, pp. 133-135). That is why MNCs 

should recognise the importance of addressing local staff training needs. And providing different 

strategies, offering of various qualities and relevant CCT can help MNCs to compete with host 

countries’ organizations (Zheng et al.2007, p. 488). It is suggested that if expatriates have more 

frequent interactions with staff from the host countries the more adjustment of the expatriates 

will be there. For the reason that throughout these interactions the expatriates will be able to get 

enough information that can help them to facilitate adjustment of the expatriates to the overseas 

assignments. And with developing positive feelings they may get better general adjustment 

(Kraimer,et al,.2001, p. 79).  So it will be difficult for expatriates to be successful if they do not 

have counterparts from the host country. As mentioned earlier, there are many global 

organizations which depend on a qualified local workforce. Siemens is a good example to give as 

a sample. It is one of the worldwide global organizations that relies heavily on local staff to reach 

its target. It is believed that it has around 60.000 Americans just in U.S. alone and 20.000 in 

China it hires local staff. That is why it would be better to induct local managers as they know 

the language of local staff, and can understand the host country culture and also political system 

of it better than the expatriates from home country to perform the job. Sometimes, expatriates are 

sent abroad to get better skills and to learn international experience. They learn from local staff 

how to operate effectively in different culture. That is why local staff are very important as they 

are potential creative elements of the organization and as they are a source of support and also 

help for expatriates. It would be better to pay more attention to local staff and to provide some 

programs to develop the motivation and commitment of these local staff (Toh & Denisi, 2005, 

pp. 133-144). The friendship of expatriates with local staff may prevent and minimize culture 

shock of global mangers. Because, it can help expatriates not to be lonely and it can prevent the 

feelings of isolation experienced as they are away from home country. So by local friendship 

expatriates assigned overseas may overcome culture shock (Toh & Denisi, 2007, p. 289). It will 

also prevent poor performance by high cultural adjustment. Because it is believed that poor 

performance of expatriates overseas assignments can be owing to low cultural adjustment 

(Kraimer, et al,. 2001, p. 79). 
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2.5.3. EXPATRIATE ADJUSTMENT  

 

Adjustment is “the process of achieving harmony between the individual and the environment 

including work adjustment (when available), or general adjustment” (Morris & Robie, 2001, p. 

117). Adjustment means reducing stress arising from psychological uncertainty of unfamiliar 

environment and culture (Liu & Lee, 2008, p. 180). Cross cultural adjustment is the degree of 

expatriate’s psychological comfort regarding different features of the host country (Lee & 

Sukoco, 2007, p. 924; Chew, 2004). Adjustment is a mental position of acceptance so as to 

accomplish or maintain satisfactory states surrounded by themselves. Cross cultural adjustment 

is the degree of mental adjustment experienced by expatriates or it is the degree of comfort, 

awareness, adaptation, feelings of comfort in new culture, job environment. The expatriates 

working abroad may confront job related and personal adjustment problems because of 

dissimilar political, cultural, and economic conditions. If ignored, it can create vital problems for 

both international corporations and in the professional life of the expatriates such as low 

productivity, ineffectiveness, inability of control of job, loosing of marketing shares, damaging 

companies’ reputation among clients, ruining expatriates’ careers, failure of premature return etc. 

Even, they may face some serious problems regarding adjustment to their parent corporation 

structure. These all are the costs of adjustment problems (Yavas & Bodur, 1999, pp. 267-268a). 

During international assignments, MNCs demand expatriates who have significant knowledge, 

skills, and abilities. The competence between companies creates these kinds of demands. That is 

expatriates’ adjustment that facilitates social skills, local cultural and work-related knowledge. 

They are positively related to expatriate adjustment. Globalization increased the vital importance 

of expatriates (Toh and Denisi, 2007, 284). For business success it is vital for expatriates to 

understand and adjust to a new culture. They can receive these experiences with appropriate 

CCT (Russell, 2006, p. 51). With CCT the satisfaction of expatriates can be increased by a better 

knowledge of how to function effectively with the new environment of work (Liu &Lee, 2008, p. 

182). Because the main aim of providing of cross-cultural training is to help expatriates to adjust 

to the new environment, culture, and be more effective on their assignments. It can be from local 

food to neighbouring. This kind of information will facilitate expatriates to adjust to the new 

work environment (Varma, et al., 2006, p. 118). Lee & Sukoco (2007), also support these kinds 

of CCT contributions for better adjustment of expatriates. They stated that CCT can provide 
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information related to the host country for expatriates, and it can facilitate the expatriates to form 

practical and reasonable expectations from expatriates’ overseas assignments. This kind of 

knowledge will help expatriates to minimize uncertainty and help adjustment as well (p. 923). 

And it has been found out as strong evidence that CCT has positive impacts on cross-cultural 

adjustments. Adjustment means the gradual development of awareness, comfort, and proficiency 

related to behaviours, values, and assumptions inherent in the new environment for expatriates. It 

has been found out by nine important studies that there is a positive relationship between CCT 

and adjustment. For example, CCT help expatriates to adjust to new culture. Adjustment itself 

increases confidence of expatriate (Black & Mendenhall, 1990, pp. 118-119). But it is not easy 

for most expatriates to receive cross cultural adjustment (Toh & Denisi, 2007, p. 284), and it is 

also not easy for expatriates to adjust to overseas environments (Kraimer, 2001, p. 71), social, 

and business environment (Mendenhall & Oddou, 1985, p. 39). That is why it is believed that the 

capability to adjust to different culture is just as important as technical competencies (Hung-

Wen, 2007). Ineffective cross cultural adjustment by expatriates and their families may create 

poor performance and may cause failure of expatriates’ overseas assignments as those who have 

difficulties in cross-cultural adjustment are more likely to leave an assignment before it is 

completed (Andreason, 2008, p. 4). Generally, poor performance and failure are not the outcome 

of inadequate technical or professional skills because, the successful completion of a global 

assignment is related more strongly to the expatriate’s and the spouse’s adjustment to the salient 

characteristics of the new culture, and gaining the required information and social skills than to 

the expatriate’s adjustment to the new work role (Toh & Denisi, 2007, p. 284). So an adjustment 

developed during prior overseas experience and CCT can help expatriates to allow them for 

easier transition to the new assignment and face less culture shock (Morgan et al. 2004, p. 1248). 

 

There are four stages of adjustment; 1) the honeymoon stage, 2) culture shock stage, 3) 

adjustment stage, and finally, 4) mastery stage (Figure 1). In final stage, expatriate can function 

effectively in unfamiliar environment and culture of host country. The honeymoon starts during 

first week of arrival to new environment. Expatriates are fascinated because of new and different 

culture but when coping with the real conditions start, expatriates can face this second stage-

culture shock.  Gradually, expatriates start to adjust to new work and non-work environments. 

Adjustment of expatriates can be measured by comfort or satisfaction with host country 
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environment, attitudes, and contact with nationals of host country or difficulties with aspects of 

the new culture (Liu & Lee, 2008, p. 181).  

 

There would be tremendous benefits on condition of accurate understanding of the family 

situation. Because, the situation of the family affects the duration of expatriates staying on 

overseas assignments. The expatriates may leave the global work prematurely or perform 

ineffectively throughout global job when any member of family has a difficulty to adjust to a 

new environment and culture. This member can be either spouse or child/children no difference. 

They will create poor performance of expatriate(s). Then this poor performance may create 

problems for both parent company and foreign operation. So it is important to get some stage of 

precise information about a family’s eagerness to take any assignment overseas and to complete 

it successfully (Black, et al. 1992, pp. 74-75). 

 

Many researchers have found out that the experiences have gotten abroad can facilitate 

expatriates’ cross cultural adjustment. That is why CCT may be less effective for those having 

prior international experience and it can be more effective for those having little or no prior 

international experiences (Waxin & Panaccio, 2005, p. 51).  

 

There are three distinct factors influencing expatriates’ cross cultural adjustment: (Black, et al. 

1992, p. 117; Toh & Denisi, 2007, p. 289; Kraimer, et al., 2001, p. 71; Lee & Sukoco, 2007, p. 

924; Andreason, 2008, p. 10; Selmer, 2005, p. 72; Selmer, Chiu, & Shenkar, 2007, p. 152; 

Selemer, Ebrahimi, & Mingtao, p. 555). 

1. Adjustment to the job, 

2. Adjustment to interacting with host country nations, 

3. Adjustment to the general non-work environment.  

 

These three factors of adjustment have found support of American expatriates and spouses in 

some studies done in US (Selmer, 2005, p. 72). It can be said that they are related but, at the 

same time, they are separate aspect or dimensions of cross cultural adjustment. The easiest one is     

the first one, adjustment to the job; the level of adjustment an expatriate feels about both the job 

and accountabilities (Toh & Denisi, 2007, p. 289). It is adaptation to new missions and new work 
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environment (Liu & Lee, 2008, p. 185). Adjustment of the job refers to supervision, 

responsibilities, and performances (Waxin & Panaccio, 2005, p. 52). It is the easiest not only for 

American expatriates but for Japanese and European as well. The second one is adjustment to 

interacting with the host country individuals where the expatriate is sent.  This dimension is the 

most difficult one for all countries expatriates. The reasons why it is the most difficult one is that 

expatriates face new culture; differences in mental maps and rules, etc. The last dimension of 

cross cultural adjustment is the adjustment to the general non-work surroundings with various 

aspects of the host country culture. Adjustment to the general non-work environment includes 

generally the ongoing development of awareness, comfort, values, food, transportation, 

entertainment, and health care issues. These three factors of cross cultural adjustment, of course, 

are not equal, they predict different outcomes. As a result, it is the interaction adjustment which 

helps expatriates to achieve successfully with nationals of the host country not only in work 

environment but in non-work environment as well (Black, et al. 1992, pp. 116-122; Liu & Lee, 

2008, p. 185).  

 

Once again as pointed out earlier, one of the solutions to help expatriates to adjust to all these 

three dimensions is information and the social support given by host country people. Information 

refers to cultural traditions of the host country. Social support may help expatriates to defeat 

culture shock. Expatriates at the beginning of entering into a new environment they usually feel 

loneliness so with social support of the people of the host country expatriates can overwhelm any 

feelings of loneliness (Toh & Denisi, 2007, p. 289). Services of supporting and providing enough 

financial supports, CCT, assistance in housing, assistance with schooling children, by the parent 

organizations may help expatriates more to adjust to a new culture (Kraimer, et al., 2001, p. 76). 

For example, it has been found out that CCT would be beneficial to the work adjustment of 

managers of Western countries working in China (Selmer, 2005, p. 72). 

 

Yavas & Bodur (1999a) stated that individual-level factors, and job/task characteristics and 

organizational variables such as  personality traits, communication, interpersonal skills, language 

proficiency, spousal support, prior experience in cultures, pre-departure knowledge, marital 

status, education, age, training, organizational culture and size, they all affect cross cultural 

adjustment (p. 268). And the perceived cultural distance such as economic, political 
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environment, socio-cultural environment and domestic job culture of developed, developing or 

undeveloped countries also play a crucial role in cross cultural adjustment of expatriates (Arman, 

2008, p. 9). 

 

According to Mendenhall & Oddou (1985), there are four dimensions of expatriate adjustment 

process. They are: 

1. Self-oriented dimension, 

2. Others-oriented dimension, 

3. Perceptual dimension, 

4. Cultural-toughness dimension. 

 

Self-oriented dimension refers to activities and features that may help to make expatriate’s self-

esteem, self-confidence, and facilitate to reduce stress reduction, and to accomplish technical 

competence, and reinforcement substitution. Expatriates face stress while entering into unknown 

work environment. The expatriate who can deal with stress successfully is able to adjust to 

unfamiliar culture; physical environment, limitations in housing, services, entertainment and 

climate. All expatriates are assigned for different kinds of assignments; building a dam, 

education, construction, telecommunication, and so on. The expatriate who is able to accomplish 

his or her overseas assignment successfully and having enough technical competence, then he or 

she can adjust to unfamiliar environment more easily. Conversely, the expatriate who is well-

adjusted consistently have more feelings of expertise in his or her assignment than who is poorly 

adjusted. Reinforcement substitution is replacing activities that can bring pleasure and happiness 

in home culture with similar or different activities that can be seen in host culture; arts, sports, 

music, dance, history, architecture, family, and so on. Similarly, successful reinforcement 

substitution can also help expatriate to adjust to new culture (Mendenhall & Oddou, 1985, pp. 

39-40). 

 

According to Liu & Lee (2008), CCT is the level of psychological comfort, job satisfaction, life 

satisfaction with any aspects of a host country. It is the process of adaptation to living and 

working in a new host country environment. There are five dimensions as elements of the 

process of cross cultural adjustment (Liu & Lee, 2008, pp. 183-185): 
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1. Pre-departure training 

2. Previous overseas experiences 

3. Organizational selection mechanism 

4. Individual skill 

5. Non-work factors 

 

The perceptual dimension is capability of the expatriate to understand the foreigners’ way of 

behaviours. The expatriate can decide how he or she should behave to host nations. It could 

reduce uncertainty in interpersonal and intercultural relations. The expatriate who has not the 

perceptual dimension would misinterpret host nations behaviours because of their learned 

cultural differences in their perceptions and also evaluations of the host nations’ social 

behaviours. The cultural-toughness means that it is sometimes more difficult for expatriates to 

adopt to new culture as some countries’ cultures are more difficult to adapt to than do the other 

countries’ cultures. For example, it has been found out that the expatriates who worked in 

India/Pakistan declared their high level of dissatisfaction. That is why the adjustment of the 

expatriate depends on the country of assignment (Mendenhall & Oddou, 1985, pp. 42-43). 

 

Making adjustment in advance is one of the easiest adjustments for people who are sent on 

overseas assignments. They try to understand cross cultural adjustment in advance. Before 

reaching to the host country, they are mentally ready to go, to adjust as they have mental maps, 

and rules. Because, the nature of these preventative adjustments is mainly psychological. For 

example, if expatriates know in advance that the Pakistanis drive on the left side of the road, they 

can make mental adjustments before actually travelling to Pakistan. So it would help expatriates 

to adjust easily if they begin to adjust their mental maps in advance. As Black, et al. (1992) 

stated “generally, three aspects of anticipatory adjustment help in-country adjustment: (1) 

making a large number of mental adjustments in advance, (2) targeting those adjustments at 

important aspects of the new culture, and (3) refining the advance adjustments so that they are 

accurate” (p. 123). 

 

After crucial selection producers of expatriate, pre-departure CCT becomes strong critical step 

related to effectiveness and success on overseas assignments (Chew, 2004). Subsequently, pre-
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departure and post-arrival CCT can have a positive impact on cross cultural skills, adjustment 

and job performance. The other important factors are “self-oriented factors”. The expatriate who 

is sent on overseas assignment has to have individual characteristics of ability to believe in 

himself/herself and also has to have confidence in his/her ability to deal effectively with 

foreigners and new environments. There are the impacts of the other-oriented or relational 

factors on cross cultural adjustments. With these characteristics, expatriates have abilities to meet 

new people, interact with host country individuals, and empathize with them. As host country 

people can understand their mental maps and rules of their own culture, and as they are the best 

source for training foreigners how to navigate their country successfully, it will help expatriates 

to adjust to new environment easily. That is why it is important to learn the language of the host 

country. If the expatriate willingly communicates in the language of the country, the people of 

the host country are influenced; they will also want to improve their relations with foreigners 

willingly. The last factor is “perceptual-oriented factors” which also have positive influence on 

cross cultural adjustment. These factors especially focus on the expatriates’ ability to understand 

the visible cultural maps and rules such as where groups of people live in, their lifestyle, their 

ethnic background, their religions, language, and etc. One other strongest factor is job factors. 

The reason why it has strongest impacts on cross cultural adjustment is the amount of freedom 

expatriates has in their jobs. It involves elasticity in determining what kinds of work to do, when 

and how to do it, and whom to involve (Black, et al. 1992, pp. 125-126).  

 

The influence of organization on cross cultural adjustment is high. The support of home country 

organization has impacts on expatriates’ adjustment during adjustment to a global assignment by 

giving expatriates post arrival CCT. Because that is CCT that can help expatriate to better 

understand new culture, new environment, rules, and it is CCT that can help individuals to 

practice, and develop the behaviours and skills necessary for operating effectively in the host 

country (Black, et al. 1992, p. 127). On the other hand, poor cross cultural adjustment may cause 

both poor performance of expatriate and poor relationships between host country nationals as 

well (McNulty, De Cieri & Hutchings, 2009, p. 1310).  

 

No detailed information is known about the specific factors that affect the cross cultural 

adjustment about spouses. It has been found out that although expatriate candidates are excited 
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about their career potential of a global assignment, spouses may not be excited about it. To move 

a foreign environment, it sometimes means only long-term social relationship for spouses. 

Because, the more spouses are accepted by foreign environment, the more they are interested in 

learning about those unknown surroundings and the country and the culture of the assignment. It 

has also been examined that the spouses who have been taken into interview by the organization 

before the global assignment have adjusted to the new culture with the highest level. Social 

supports from host country individuals are important factors to help spouses to adjust to new 

environment. The host country nations can help spouses by providing both emotional support 

and information about their own culture (Black, et al. 1992, pp. 129-130).  Without support of 

local people and global managers may face some greater difficulty adjusting to the new culture 

environment, to the new job environment as well. They are some factors that accelerate the 

failure of expatriates. One of the ways to decrease the failure is to have good relations with local 

staff (Toh & DeNisi, 2005, p. 132). 

 

It is a great issue for MNCs that how to adjust expatriates to host country environment and 

culture. The greater CCT is provided, the more adjustment of expatriates will be easy (Morgan, 

et al. 2004, p. 1253). There are three kinds of facets of expatriate adjustment: the first facet is 

work adjustment, the second one is general adjustment, and the last one is interaction adjustment. 

With work adjustment it means the expatriate’s mental comfort with admiration to the work tasks 

of the overseas assignment. General adjustment means with respect to general living situations 

and culture of the host country. The final facet interaction adjustment happens with respect to 

interacting with the foreign country nationals. Particularly, individual factors such as personality, 

international experience, preparation, and organizational support can help expatriates adjustment 

(Kraimer, et al. 2001, pp. 71-72). The other factor is CCT to help expatriates adjust more 

effectively because it can reduce difficult experiences during the confrontation of uncertainty in 

new environments (Zakaria, 2000, p. 501). It can be said that the empirical literature shows that 

CCT has a positive impact on adjustment effectiveness of expatriates by developing skills of 

expatriates (Black & Mendenhall, 1990, p. 132). 

 

Selmer (2002) stated that it has been found out that managers who had received CCT could 

adjust more quickly on their overseas assignments and were able to be more satisfied with the 
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assignments than those who could not receive any CCT (p.45). Waxin & Panaccio (2005) also 

found out that expatriate who could get some kind of CCT could better adjust to new work 

environment, better interaction adjustment than who could not (p. 57).  

 

Finally, according to Zakaria (2000) the benefits of CCT can be as following (pp. 493-494): 

1. Facilitating adjustment 

2. Preventing unexpected events or cultural shocks 

3. Minimizing the uncertainty of interactions with local staff 

4. Reducing stress and disorientation 

5. Reducing or preventing failure of expatriate on overseas assignments 

6. Developing intercultural communication competence 

7. Adapting better and performing well in the new work environment. 

 

2.5.4. THE FACTORS OF FAMILY ON SUCCESS OF EXPATRIATE 

 

The situation of family either helps expatriates to be successful or to be failure. It is sometimes 

the main reason for expatriates from America or Europe. It cannot be said the same thing for 

Japanese family situation. Because, a Japanese woman does not want to be the factor of being 

failure (Tung, 1987, p. 123). But it has been found out that there is a strong relationship between 

adjustment of expatriate and adjustment of spouse. As mentioned earlier, the spouses’ inability 

of adjustment to new life in a host country is almost the main reason why expatriate fail during 

overseas missions. On the other hand, it can be said that the completion of expatriate assignment 

depends on the adjustment of expatriate’s spouse as being one of the significant determinants. 

Hence it is essential to provide CCT for both the expatriates and their families. MNCs should 

provide their needs for pre-departure and for post arrival as well (Selmer and Leung, 2002, pp. 9-

10). The training programs for only expatriates will not be so effective because families support 

has a supreme effect on the success of expatriates. With support of training programs families 

may adapt to a new culture environment. Otherwise, expatriates may fail during his/her overseas 

mission. For example, in one of the studies, it has been examined that one of the main paramount 

reasons for failure relates to the lack of ability of the family to adapt to life in the new culture. 
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Unfortunately, it has been observed that more than 80 percent of global organizations provide 

CCT for expatriates not for spouses and families. As it is known, numerous expatriates come 

back in advance owing to families’ failure to adjust to a dissimilar environment. Adaptation 

should be for both expatriate himself/herself and family. Therefore, for successful assignment 

overseas they should go through a training process.  On condition that effective and appropriated 

CCT programs provided before cultural contact, they will develop the ability to adapt to a new 

culture in the host country. Once they both are adapted to a new environment, it would affect the 

success of expatriate directly (Zakaria, 2000, p. 503). 

 

While multinational corporations are providing CCT, they should not neglect expatriates’ 

spouses as a lack of adjustment of spouses may create problems on adjustment of expatriates 

themselves. But as pointed out earlier, many corporations neglect this crucial matter (Waxin & 

Panaccio, 2005, p. 65).  

 

2.6. Expatriates’ Failure 
 

Expatriate failure is defined as premature return, low performance, low productivity, adjustment 

problems, and not having of success in doing or accomplishing something. Something that you 

are expected to do by your corporation. It means that organizations expect, of course, something 

from expatriates that something should be done. Thus, the expatriate should be successful in 

terms of expectations of multinational organization. Otherwise, he or she will be accepted as a 

failure if he or she does not perform according to the expectations, aims, purposes, and policy of 

the MNCs. There are various reasons why they fail. One of the main reasons is the mistakes done 

during selection procedures of candidates. The other factors can be such as recall them, inability 

to function his/her overseas assignment affectively, inability to adjust to a new work 

environment, low productivity, fail to perform assignment adequately, poor work performance, 

personal problems, and job dissatisfaction (Harzing & Christensen, 2004, pp. 616-622). 

 

The number of MNCs operating overseas is increasing. The demand in the number of expatriates 

is also increasing related to it. Many expatriates fail while fulfilling their assignments overseas. 

So MNCs are focusing on reducing the failure rate of expatriates. It is believed that one of the 
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potential factors to reduce this high rate is to be given CCT, focusing on host country nations, 

and so on. Because multinational corporations aim at giving CCT in order to decrease failure rate 

of expatriates. Mainly, majority of failure of expatriates are affected by lack of adjustment (Toh 

& Denisi, 2007, p. 295). 

 

“Increasing internationalization in economic, political, and social arenas has led to greater 

interpersonal cross-cultural contact” (Black & Mendenhall, 1990, p. 113). With increasing need 

of sending expatriates on overseas assignments, MNCs face difficulties finding relevant 

candidates to post to their subsidiaries abroad. As mentioned before, this process is quite costly 

and also complicated. The cost becomes much more if expatriates fail. Because it can be said that 

failure expatriates create losses and damages of their companies. Those losses and damages can 

be directly or indirectly such as losses of business opportunities, productivity, finance, 

relationships with customers, relations with the host country officials, loss of market share, 

damage to company reputation, and etc. That is why posting expatriates is vital for MNCs (Toh 

& Denisi, 2005, p. 132; Shen, 2005, p. 658).  

 

MNCs require expatriates to perform work. It is understandable that the cost of expatriate failure 

is quite high. Even nowadays, majority of MNCs focus on the expatriates’ technical competence 

when they want to send expatriates on overseas assignments. They often ignore how CCT and 

family situation can be crucial.   The consequences could be very costly when expatriates fail to 

perform these international assignments. It is very crucial for international organization to find 

out and examine to understand which factors lead to expatriates’ failure while working abroad 

(Hung-Wen, 2007; Toh & Denisi, 2007, pp. 281-282). 

 

Being free from at least for first several months from active administrative tasks of overseas 

assignments where there are different cultures may help expatriates not to make some important 

mistakes in the future (Tung, 1987, p. 118) as it will prevent somehow expatriate to become 

failure.  
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In one of the incredibly valuable surveys done in 1987, it has been found out that;  

1. Inability of spouse of expatriate to adjust to different and new cultural environment 

was the most important reason of expatriate failure.  

2. The second most important factor was expatriate’s own inability to adjust to that 

different and new cultural environment.  

3. It was examined other family–related problems as a third factor.  

4. Then the personality of expatriate to cope with the overseas work responsibilities in 

that research expatriate’s lack of technical competence was seen as a sixth important 

factor.  

5. The last important was lack of motivation of expatriate to work on overseas 

assignment (Tung, 1987, p. 117).   

 

So, these findings show that the main factors that cause the expatriates failure are situation of 

family and relational abilities such as lack of cultural awareness. Hung-Wen (2007) and Toh & 

DeNisi (2005) also support, and agree Tung about the main reason of expatriates’ failure. They 

pointed out that an inability of family of expatriate to adjust to the new culture was main factor 

of expatriates’ failures. That is the failure to adjust to the different culture and environment. It 

would be better if MNCs aim to minimize this failure by providing pre-departure CCT, and 

sufficient supports from headquarter (p. 132).  

 

According to Toh & DeNisi (2005) selection process takes a vital place during foreign 

assignments as MNCs mostly emphasize technical competence, and very often neglect some 

other critical success factors. For example, they neglect relational skills, and cross cultural 

competence (p. 132). 

 

In addition, besides family related problems, unwillingness to be relocated, not having language 

capabilities and the most important one inadequate CCT or not having offered CCT for 

expatriates may cause the failure of expatriates (Lee & Croker, 2006, p. 1189). 

 

The other responsible factors for failure or poor performance could be the short time of overseas 

assignment, thinking of repatriation, the third one to over standing just only on the technical 
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competence decisive factor and lack of expatriates training for foreign business. For example, 

American organizations post expatriates on overseas assignment mostly for two or three years 

(Tung, 1987, p. 117). 

The way of minimizing the failure rates of expatriates: (Tung, 1987, p. 119). 

1. according to performance long-term orientation  

2. for overseas assignment, much more training program 

3. providing much more expatriate support method 

4. for overseas assignment qualified expatriates  

5.  for expatriates mobility of job, and  

6. capability of language 

 

As a result, it can be concluded that failure of expatriate can be considered as a result of lack of 

adequate CCT for both expatriates and their spouses as with CCT it is aimed at improving 

current work skills and behavior as well. Adequate CCT can be considered as changing of skills, 

knowledge, attitudes, and behaviors. Finally, it is accepted that the premature return/failure of 

expatriates to their parent countries is the most important issue in the international staffing 

literature. And it is believed that it is based on the notion that multinational corporations do not 

provide sufficient, adequate CCT for both expatriates and their families as well. Thus, this 

situation creates high rates of poor performance and especially failure. CCT that approaches and 

involves a careful needs evaluation, relevant program design can be successful training. And it 

will be more valuable for multinational corporations if they provide CCT. The expatriates who 

receive CCT may earn 30 percent more than those who have not received (Jones & Emmanuel, 

2007, pp. 3-7). For example, it has been found out that more than 30 percent of American 

organizations operating abroad fail. It is believed that it is because of poor performance. Result 

of failure is a heavy expense burden, and business risk (Baruch, et al., 2002, p. 660).  

 

2.6.1. COST OF FAILURE 

 
 
It is noticeable that the cost of expatriate failure may cost to a global organization quite highly. 

This substantive cost can be in two different ways; direct or indirect (Qi & Lange, 2005, p. 12). 
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For example, an expatriate will cost a global organization four times more than the salaries of 

his/her domestic colleagues (Russell, 2006, p. 29). Owing to high rates in expatriates’ failure, 

MNCs more and more are providing CCT for expatriates to minimize failure (Morris & Robie, 

2001, p. 112). And as a big number of expatriates are married, it would cost the organization 

from $150,000 to $250,000 for every expatriate failure on overseas assignment for each year 

(Black, et al. 1992, pp. 11-14). According to Lee & Sukoco (2007), the failure cost of a single 

expatriate can range from $250,000 to $1,250,000 (p. 922). In the recent studies, it has been 

found out that this amount could reach to $1.2 million (Hung-Wen, 2007). For example, Black & 

Mendenhall (1990) stated that estimated costs of failed American expatriates are over $2 billion 

dollar a year. This direct cost does not include indirect costs as damaged corporate reputations, 

and lost business opportunities can be some of indirect costs (114). Morris and Robie (2001) also 

support this amount of costs of failed American expatriates either for recent years as they 

estimated the similar amount of $2 billion annually (p. 112). Expatriate’s salary, foreign service 

premium, allowances and benefits are direct costs. But there are indirect costs. And indirect cost 

generally may be much more costly than the direct cost. For example, market shares, damaging 

relations with customers, partners, suppliers and local governments can be given as indirect cost. 

Expatriates receive their complete salaries although they are not performing their tasks entirely 

during their pre-departure preparing (Qi & Lange, 2005, p. 13).  The other issue is that it takes 

time during the first few months for new expatriates to adjust to the new global assignment 

environments and work. Indirect costs are significant, but sometimes it is difficult to measure 

these costs. A failed global assignment can create several significant areas such as local national 

staff, the officials of the government, customers, and local suppliers. For expatriate himself or 

herself, a failed overseas assignment may not help his or her career or confidence. Many 

expatriates declared that they did not leave their global assignments as they feared the negative 

consequences of leaving early (Black, et al. 1992, pp. 11-14). The other issue of expatriates 

working on overseas assignment is that they are more damaging to their companies than those 

who return prematurely when they are not performing their assignments well but still remain on 

their assignments (Selmer, 2002, p. 38).  
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2.6.2. RATES OF FAILURE 

The rates of failure are not at the desired level. Unfortunately, the failure rate of expatriates is 

quite high and an important indicator of measuring the effectiveness of expatriate management 

(Morris & Robie, 2001, p. 112; Jones & Emmanuel, 2007, p. 3; Liu & Lee, 2008, p. 180). For 

example, Black & Mendenhall (1990) stated that it has been observed that between 16 and 40 

percent of expatriates who work on overseas assignments fail (p. 114). According to Avitabile & 

Kleiner (2002), the failure of expatriates reaches to 45 percent (p. 48). The reason why failure 

rates of global managers are extremely high is that none of expatriates and their families are 

arranged to take care of the level of certainty linked with the course of action (Hung-Wen, 2007). 

It is because of their poor performance, and their inability to adjust to the different culture and 

environment (Black & Mendenhall, 1990, p. 114). The rates of expatriates’ failure are not so low 

since they are around 20/85. For example, the ratio of expatriates from America who fail in their 

assignments is more or less from 20 to 85 percent (Morris & Robie, 2001, p. 113).  But the rates 

of expatriates’ failure of European and Japanese are not as much as American expatriates. The 

failure rates for the European and Japanese companies are less than half American organizations 

(Black, et al. 1992, p. 11). It is important to be aware of the reasons behind global managers’ 

high failure rates to prevent these high failure rates (Gomez-Mejia; Balkin, & Cardy, 1998, p, 

522).   

It can be concluded that the rates of expatriates vary from country to country (Table 5).  
 

Table 5: Expatriate failure rates 

Expatriate failure rates (%) Origin of MNEs 

30-85 Us 

70 Developing Countries 

5-15 European 

10-30 US 

40.2 Swedish 

25-40 US 

5-10 European 

Source: Shen, 2005, p. 658 
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2.6.3. REASONS OF FAILURE AND SOLUTION  

  

Although the reasons of expatriates’ failure differ from company to company, and country to 

country (Qi & Lange, 2005, p. 12), the main reason of expatriates’ failure is the mistakes that 

had been done in selection. As mentioned earlier, for many organizations technical competence 

is the key criterion to be selected for foreign work. Still many global organizations focus on 

technical skills and they do not pay attention to relational abilities. That is true that technical 

competence very often prevent immediate failure on overseas assignment, but paying heavy 

emphasis on technical competence and a little emphasis on expatriate’s competence to adapt to a 

global environment would  not prevent to face failure successfully (Tung, 1987, p. 118). The top 

management of global firms should pay attention to both technical side of individual as well as to 

skills of expatriate to adapt to foreign environment as inability of a manager to adjust and the 

inability of a spouse and other issues of family have been given as the major reasons of 

expatriates’ failure (Qi & Lange, 2005, p. 12). 

 

According to Hung-Wen (2007), the main reasons for failure of expatriates are; lack of selection 

of appropriate expatriates, not giving developed, and complete CCT, and the final one not giving 

actual interests, attention to family problems (Hung-Wen, (2007), dissatisfaction with their job, 

and culture shock (Chew, 2004). 

 

The differences between parent country and host country related to culture, language, values, 

managerial practices, work style, and business ethics are important factors for expatriates to be 

successful or failure. For example, many expatriates go from developed countries to developing 

or undeveloped countries. Sometimes these countries may show quite big differences (Arman, 

2008, p. 9). 

 

In one survey done in America, it has been found that the most important reasons for expatriates’ 

failure, in downwarding order of significance, were: (Tung, 1987, p. 117) 

(1) the spouse of expatriate’s inability to adjust to an unusual cultural and also physical 

surroundings  
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(2) inability of the expatriate himself/herself to adapt to an unusual cultural and also 

physical surroundings 

(3) additional family-related problems 

(4) the personality of expatriate 

(5) inability of the expatriate to deal with the tasks created by overseas job 

(6) the lack of technical competence of the expatriate 

(7) the lack of motivation of the expatriate to job overseas. 

 

According to these findings, it can be concluded that the main factors responsible for poor 

performance of expatriates are family situation and cultural awareness. The lack of technical 

competence was ranked only sixth as a contributor toward failure of expatriates (Tung, 1987, p. 

117). Similar reasons for expatriates’ failure were given by Binbaeva and Michailoova, (2004);  

(1) various family issues 

(2) expatriate’s inability to adjust to new work environment 

(3) personal and emotional maturity of expatriate’s level 

(4) not having the capacity to cope with greater overseas responsibility (p. 665).  

 

So, that is why it is needed for an expatriate to have not only technical competence but cross 

cultural competence as well. 

 

According to McNulty, et al. (2007) there are several factors that make expatriate assignments 

failed;  

(1) problems related to family,  

(2) difficulty in adaptation to the new work environment,  

(3) culture, poor procedure of selection of expatriates,  

(4) lack of planning, not having clear objectives, aims of multinational corporations (p. 

10). 

 

Gomez-Mejia, et al. (1998) stated that there are six factors that create expatriates’ failure: the 

first one is career obstacle, the second one is culture shock, the third one is lack of CCT, the 

fourth factor is an overemphasis on technical competence, the fifth factor is a tendency to use 
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international assignments as a way to get rid of problems of employees, and the last factor is 

family problems. Especially, the most important reason for failure is the inability or 

unwillingness of the expatriate’s spouse and their children to adapt to new environment in host 

country. Hence, more than half all early returns are because of family problems. Not a lot of 

global organizations have programs to avoid them from happening (pp, 522-523).  

 

One of the other main reasons of failure can be poor adjustment of expatriates as there is a 

positive relationship between adjustment and performance. The expatriate who has problems for 

adjustment may have some difficulties to have high performance on overseas assignment. It is to 

say that the expatriate who is adjusted quite well on overseas assignment, and has not any 

problems regarding relationship with local staff may show better performance (Kraimer, et al., 

2001, p. 93). 

 

Not only these above surveys but the other many studies also show that both the factors of 

situation of the family and relational abilities. In some countries beside family situation, lack of 

cultural awareness is also largely responsible for poor performance. So four more reasons can be 

added to above seven important factors for expatriates’ failure; (1) the short duration of 

expatriates overseas assignment as most overseas assignments are for two or three years. And 

short duration of assignments are not conducive to high performance, (2) the concern of 

expatriates with repatriation, (3) only overemphasis on the technical competence as only 

criterion for selection of expatriates; not making assessment about their abilities relate to 

assignments, and finally (4) lack of expatriates’ training for foreign assignment. It would be 

better if MNCs provide adequate CCT. It has been found out that the lack of technical capability 

by a global manager as a factor toward global manager failure was leveled as a sixth factor. 

Because, it is believed that the ability to adjust to the new culture environment is completely as 

significant as technical competences (Tung, 1987, pp. 117-118). So expatriates’ failure rates are 

awfully high as it is between 25–70 % (Grainger & Nankervis, 2001). 

 

Hung-Wen (2007) stated that there are three main determinants that cause the failure of global 

managers assigned overseas. The selection of inappropriate expatriates not prepared well CCT 

programs as very often expatriates complain about not given them enough training and are not 
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prepared quite well related to challenges they face while operating on overseas assignments and 

final one is family and spouse problems (Hung-Wen (2007). 

 

Using of the host country national is one of the solutions to the problem of high expatriate 

failure. It is an extensive practice among international organizations. For example, U.S. MNCs 

use local employees very extensively. But the disadvantage of employing of local staff is that 

they sometimes have problems relating to organizational members in the head office as they may 

not have familiarity with corporate culture. So using local employees can be only solution to 

overcome all the problems of international human resource management. That is why many 

global firms make out the need to employ expatriates to serve as an interface between corporate 

head office and local subsidiary (Tung, 1987, pp. 117-118). Because, estimates of the costs of 

each failure of expatriate sending from home country is between US$250,000 and US$1 million 

(Hill, 2002, p. 569). As sending expatriates on overseas assignments is risky and quite expensive, 

what should global organizations do to diminish the cost and risks? Many researchers have found 

out that the CCT is the core solution. Although the key solution for reducing cost and risks is 

providing training, just only 32 percent of American global organizations have CCT programs 

for expatriates. American firms pay more attention to language training programs. The 

percentage of firms which provides language training program is 94 percent of these global 

corporations (Morris & Robie, 2001, p. 113).  

 

One of the other ways to solve the expatriates’ problems could be that the managers who are 

responsible for expatriates should have the capacity to identify the variables and understand the 

nature of dependent and independent variables. Then they can understand the weakness and 

strengths of the overseas assignments processes of assignments (McNulty, et al., 2009, p. 1322). 

Finally, Avitabile & Kleiner (2002) give six of most common reasons of failure of expatriates. 

The most important one is poor language skills (48). Finally, it can be summarized that 

expatriate failure is due to a lack of adequate training for both expatriates and their spouses. The 

rate of expatriate failure is accepted as significant indicator for measuring the effectiveness of 

expatriate management (Shen, 2005, p. 657). And the reasons of failure vary from country to 

country (Figure 6). 
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Figure 6: Reason for expatriate failure 
 U.S. Multinationals  Japanese Multinationals  

1 (Most Important)  Inability of spouse to adjust  Inability to cope with larger 

overseas responsibility  

2  Manager’s inability to adjust  Difficulties with new 

assignment  

3  Other family problems  Personal and emotional 

problems  

4  Manager’s personal and emotional 

immaturity  

Lack of technical competence  

5 (Least Important)  Inability to cope with larger overseas 

responsibility  

Inability of spouse to adjust  

Source:  Chang, 2008, p. 13 

 

2.6.4. PREMATURE RETURN OF EXPATRIATE 

 

Premature return of expatriates means coming back without completion of overseas assignment 

because of some reasons such as poor adaptation, low performance, weak job dissatisfaction, 

strong cultural shock, family adjustment, dissatisfaction in the new environment, culture, and etc. 

As pointed out earlier, premature return is quite costly and may create many problems not only 

for parent country but for host country as well. Especially, family situation plays vital role on the 

decision of expatriate whether to stay more or go back early without completion of overseas 

mission (Chew, 2004). 

 

2.6.5. EXPATRIATE PROBLEMS 

 

The most important problem that expatriates and their families may face is difficulty of 

adjustment to the new job environment. The other one is difficulty in getting job for their 

spouses while they are working abroad. The third one is difficulty of contact with host country 
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nationals. The fourth one can be lack of language of spouses and children as well. The fifth is 

difficulty of finding relevant friends, education, etc. (Riusala & Suutari, 2000, p. 87). 

 

According to Shih, et al., (2005) the most significant problem that expatriates face is that they 

have difficulties in adapting to their new environment. That is why they sometimes have 

difficulties to be effective on overseas assignments. By providing pre-departure training, such as 

cultural awareness, language and sensitivity training can help expatriates not to face significant 

problems during operating in different cultures. It may help them to improve their competence 

and ability as there is a link between training and effectiveness (p. 168). But it would be better if 

multinational corporations provide the expatriates with in-depth and comprehensive CCT. They 

should not focus only on informing them about the environment, cultural background and 

especially some language training as it is called pre-departure CCT (Sagiadellis & D`Netto, 

1997, p. 5).  

 

2.7. Cross Cultural Training 
 

The main aims of CCT are to develop managers for better understanding of cultural differences, 

to minimize culture shock, enhancing the managers` cross cultural experience, especially 

improving the functional skills of managers on overseas assignments (Kline, 1994), to develop 

the awareness, proficiencies, and knowledge that is required to interact successfully and correctly 

with host country nations (Shen and Lang, 2009, p. 373),  to prepare expatriates and their 

families to better understand the new environment and the culture of host country, to enhance, 

increase the success of the expatriates. Because CCT may facilitate expatriates and their families 

to adjust more effectively throughout the confrontation of uncertainty in overseas environment. 

So there are numerous different sorts, procedures of training that can be given to expatriates and 

also their families to develop expatriates’ ability to deal with and work in foreign country 

surroundings. The type of CCT program can be given to the individual who is sent abroad 

according to his/her aims, nature of responsibility, duty, duration of job, and his/her past 

experience. It can be one of following CCT programs: technical training, cultural awareness, area 

studies and intercultural effectiveness skills, practical information. It can be even interpersonal 

sensitivity training program (Zakaria, 2000, pp. 496-501). But it has been approved by studies 
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that only 30 percent of expatriates who are sent on overseas assignments get cross-cultural 

training prior to their leaving. It means that only about one third of MNCs supply any CCT to 

expatriates. The main reason why many top managers do not provide any CCT is that they do not 

believe that training is effective or necessary for expatriates before posting them or when they 

are working on overseas assignments. The other reason possibly is that there are not many 

empirical evidences that training is necessary and effective for employees (Black & Mendenhall 

1990, pp. 114-115). The other reason why many top management people do not desire to receive 

CCT is that, they feel no need as being at the top since they should know about cross cultural 

communication. It should be known that regardless of position or past experiences, expatriates 

can increase their knowledge and develop new competence by receiving CCT (Zakaria, 2000, p. 

507).    

 

After receiving CCT, expatriate will be able to figure out how things work out, and he or she can 

find out that what the best way is to approach issues that he/she may face. Throughout this 

process expatriate can gain information about new assignment as informational support is vital 

for expatriate, the company, new surroundings and culture (Toh and DeNisi, 2005, pp. 134-135). 

He or she can understand global markets, customers and competitors indirectly (Luthans and 

Farner, 2002, p. 782). 

 

Effective CCT of expatriates play a crucial role in the success of multinational corporations as it 

facilitates understanding international assignments. For example, a very sensitive CCT can be 

provided for both expatriates and their families as well (Haile and Jones, 2007).  

Global organizations provide three modes of training: (1) pre-departure, (2) post-arrival, and (3) 

sequential training. During those training programs, MNCs furnish language training, cultural 

orientation, environmental briefing (information about geography, climate, housing, schools, and 

so on), and also executive courses. Pre-departure training is given to global managers before 

arrival of expatriates to a host country. The time for pre-departure training to be given is about 1 

month before departure of expatriates (Selmer, 2002, p. 38). But according to Kline (1994) some 

MNCs start to provide CCT a year prior to departure.   And in general, it is suggested that 40-50 

hours CCT are quite effective. The sessions should not be less than hours each. Some MNCs 

such as Unilever found out that five-to ten-day CCT could be quite effective. CCT program 
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provided by BP in UK and Olivetti in Italy is a two-week program. They aim to prepare their 

expatriates to observe different cultural constraints as well as to meet multinational challenges. 

Finally they aim to direct business cultures and also human interfaces (Kline, 1994).  

Generally, the duration of pre-departure training is too short to understand the culture of host 

country. But a careful trip to the host country might help expatriates to encourage more. Pre-

departure CCT can facilitate expatriates’ adjustment to services, general living conditions, social 

interactions, and transition of them as well. Because some pre-departure CCT programs focus on 

the value, beliefs, habits, religion, and language of the host country (Yavas and Bodur, 1999a, p. 

274). The second mode of training is post-arrival CCT. This type of CCT is very effective on 

condition that they are carried out after the arrival of the expatriate. It should take a place as soon 

as possible when expatriate arrive to host country. Sometimes, some post-arrival CCT can be 

more effective if they are delayed until the expatriates try to manage culture shock. During post-

arrival CCT expatriates try to collect information about situations in the host country. And it can 

help them to adjust to new environment and to understand where they are working. That is why 

post-arrival CCT may start about three to six months after the arrival to the host country. It 

would be better to focus on structures and relationships in the culture of the host country.  If 

global firms want to enlarge the applicability of new behaviors that is more suitable to the host 

culture, these international organizations should provide expatriates sequential CCT. Sequential 

CCT provide expatriates continuous guidance. But as it is only associated with managers’ 

satisfaction with their assignments, the effects of CCT seem rather weak.  It has been examined 

that expatriates who have received any CCT can adjust more quickly in their assignments and are 

more satisfied with their global assignments than the expatriates who have not received any kind 

of CCT at all (Selmer, 2002, pp. 37-47). 

 

Some researchers stated that some types of training available to expatriates are language training, 

technical training, practical information, area studies, cultural awareness, cultural orientation, 

environmental briefing, executive courses, intercultural effectiveness skills, and interpersonal 

sensitivity training (Zakaria, 2000, p. 497; Selmer, 2002, p. 38).  

 

Most of the studies support the use of expatriate CCT. But confirmation of effectiveness of CCT 

remains comprehensive. Most of the studies that support its effectiveness used seriously deficient 
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methodologies. Many studies of them are based on limited information. Many global 

organizations do not provide systematic CCT for expatriates. But on the other hand, in one of the 

studies it has been found out that 85 percent global organizations believe that they do not have 

enough global managers, and 67 percent of these global firms believe that their current top 

managers need additional knowledge and skills. Surprisingly, 92 percent of global companies do 

not have any programs to develop global managers. But it is clear that to train is better than not 

to train and it would be better providing sequential training although sequential CCT  has been 

limited (Selmer, 2002, pp. 39-48).  

 

Zheng, et al. (2007), and Selmer, (2006) stated that the size of MNCs affect the types of CCT 

that they provide. The big organizations that provide CCT may be different than the smaller 

ones. For example, larger organizations provide more work-related training. But on the other 

hand, smaller organizations do not want to take risk. The money they spend is less in terms of 

larger organizations (pp. 477-478; p. 41). 

The objectives of CCT efforts should be as following: (Kline, 1994).   

1. CCT should suggest a general idea and shared values. 

2. CCT should enlarge management viewpoints and competences in managing 

complication. 

3. CCT should do both; to improve contacts and form management relationships. 

 

In agreement with these CCT objectives, global managers may gain the following skills by 

receiving CCT programs: (Kline, 1994).   

1. “recognizing opportunities and risks within and across national and functional boundaries 

2. coordinating activities and linking capabilities within and across national and functional 

boundaries 

3. managing tradeoffs between competing interests and using discretion in choosing when 

to be locally responsive and when to emphasize global integration 

4. managing worldwide information-sharing by collaborating with partners globally and 

transferring acquired knowledge throughout the network of worldwide operations 

5. facilitating organizational learning so that the organization can enhance its capability to 

respond and adapt to global change and uncertainty 
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6.  building effective teams across related business lines, as well as across national and 

functional lines 

7. working with people of other culture as equals, with no privileged areas for a home 

nationality” 

 

If a global firm wants to improve these kinds of skills, the global firm teams must plan CCT and 

distribute as well as present to global members. Unfortunately, many MNCs do not pay attention 

to CCT. For example, it is estimated that only 40% multinational corporations do not provide 

pre-departure CCT, either. This percentage reaches to 90% in small to medium-sized companies. 

For American corporations operating abroad, it is between 50% 60% (Shen & Lang, 2009, p. 

373). Accordingly, global organizations pay more attention to transnational management training 

rather than the notion of expatriate management training. Because, by international management 

training expatriates are provided a general orientation to cultural diversity, global understanding 

of the environment of world business, and transnational firms provide such training programs to 

gain transnational skills for global integration and management (Kline, 1994).  

 

As a result, it can be concluded that CCT may not be vital but a detailed CCT program is 

valuable, and it would be better if CCT efforts have the following three objectives: 1) to suggest 

a general vision and shared values; 2) to extend management perspectives and capabilities in 

managing complexity; and 3) to increase contacts and shape management relationships (Kline, 

1994). 
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Figure 7: Pre-departure training 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Chew, 2004 

Length of Training Cross-Cultural Training Approach 

1-2 
moths 

High 

Immersion Approach 
 Assessment centre 
 Field experience 
 Simulations 
 Sensitivity training 
Extensive language training 

Level of 
Rigour 

1-4 
Weeks 

Affective Approach 
 Cultural assimilator training 
 Language training 
 Role playing 
 Critical incidents 
 Case studies 
 Stress reduction training 
 Moderate language training 

 

< 1 Week Low 

Information Giving Approach 
 Area briefings 
 Films/Books 
 User of interpreters 
 Survival level language training 

Moderate High Low 

Degree of Integration 

Length of Stay        1 month or less     2-12 months   1-3 years 
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Although many researchers indicate that CCT has, in general, a positive impact on skill 

improvement, adjustment, and performance of expatriates, the lack of having theoretical 

evidences that it is effective leaves some questions behind some of top management (Black & 

Mendenhall, 1990, p. 120). And, top management of many global firms operating on overseas 

assignments has a little knowledge of how advantageous CCT ought to be, what cross cultural 

should involve, and how it should be applied when it is needed, and to whom should it be used. It 

would be valuable to find out why CCT programs should be provided. CCT programs should be 

provided because it was at the beginning of 1990s that so many global corporations were facing 

to find appropriate expatriates to send on overseas assignments to function successfully with 

other environments. It was one of the greatest challenges for MNCs. Because, approximately 20 

to 40 percent of all expatriates sent overseas job failed and returned prematurely.  So if global 

organizations want to facilitate effective adjustment and performance, they will need for CCT. 

The expatriates managers will be able to maximize opportunities by their high cross cultural 

skills, and they will be able to fulfill global organizations’ strategic goals as well (Kline, 1994). 

 

With CCT, organizations aim to develop better understanding of different cultural environment 

and to minimize culture shock of expatriates. It is aimed to develop effectiveness of management 

with better understanding, negotiations, relations, decision-making, and to learn cultural 

awareness (Kline, 1994). 

 

There are various organizations believing no need for CCT. For example, in one of researches 

conducted with expatriates and human resource managers of five well known MNCs, namely 

Applied Material (American), Philips (Dutch), Hitachi (Japanese), Samsung (Korean), and 

Winbond (Taiwan) it has been found that the lack of on the job training for expatriates was 

prevalent among the five of these global organizations (Shih, Chiang, & Kim, 2005, p. 157). The 

reason why they do not believe is that they believe CCT is not effective and it cannot be seen any 

empirical proof that CCT is effective. For example, just about 70 percent of American 

expatriates do not receive any kinds of training for overseas assignments. It means that 

approximately 30 percent of American expatriates receive some pre-departure CCT or language 

training for their overseas assignments (Black & Mendenhall, 1990, p. 114). The rates for 

American organization is 35 percent which of them offer at least one kind of training, 65 percent 
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of them do not offer any kind of training. The training given by American firms is not very 

rigorous. They provide watching films, reading books, and sometimes talking with people who 

have spent some time in the country of the assignment. Only few organizations present rigorous 

CCT to their expatriates. These organizations do not include spouses in any kind of training they 

provide for expatriates. But on the other hand, academics believe and see the need of CCT 

though they do not give any practical proof that they are right. Finally, Black, et al., (1992) stated 

that “cross-cultural training programs have been shown in empirical evaluation studies to 

enhance global managers’ job performance, adjustment to the new culture, and development of 

cross-cultural managerial skills” (pp. 16-92). 

 

Black & Mendenhall examined that there are three indicators of training effectiveness as main 

dependent variables. These dependent variables are: “(1) cross cultural skill development, (2) 

adjustment, and (3) performance” (Black & Mendenhall, 1990, p. 115). 

 

From 1990s operating in international business became multitudinous. With this development, 

MNEs needed successful expatriates to be sent on foreign job. But the expatriates who were sent 

on foreign assignment came back before their assignment finished. This premature return 

percentage is quite very high, around 20/40. So if the organizations intend to decrease this 

percentage, it would need to give CCT. With CCT, expatriates may have opportunity to get 

effective adjustment and performance (Kline, 1994). 

 

In one of researches it has been examined that the percentage of managers who were posted 

overseas job and received CCT before their leaving was just only 30. Many organizations want 

to give the low use of CCT. But these kinds of low use of CCT may not be so effective. So, top 

management of organizations does not perceive the necessity of CCT. For example, the top 

managers working in America think that any good manager can be successful no matter where he 

or she is working. If he or she is good in New York, he/she can be good in any other city as well 

(Black & Mendenhall, 1990, p. 114). It is argued that there are different cultures, and cultural 

differences may require different expatriates. What may work in one culture may not work in 

other culture. That is why it is necessary having CCT related to relevant culture. On condition 

that not having relevant CCT of the host country, the expatriates may apply the same 
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management style of their parent country. Then it becomes difficult for those kinds of expatriates 

to adjust to the new environment, and norms of host country (Selmer, 2000b, p. 50). 

 

According to Shen (2005), there are some common reasons why western MNEs are not 

providing adequate CCT for overseas assignments (p. 660): 

1. It is not believed CCT is effective 

2. Not enough time to carry out CCT 

3. Not enough budget expenditure for CCT 

4. Not enough knowledge of how to carry out CCT 

5. It is not known what courses should be offered 

6. The belief that technical skills would be enough to carry out overseas assignments. 

 

As mentioned earlier, many top managers believe that they do not need to be provided CCT, it is 

unnecessary as technical skills themselves are enough to be successful on overseas assignments. 

They also believe that technical skills cannot be gained by short CCT (Shen, 2005, p. 660). 

 

2.7.1. IMPORTANCE OF TRAINING 

 

MNCs have some strategies in terms of their objectives, aims related to overseas missions. They 

have preparation, support, and training programs such as screening and self-selection 

programmes, organizational and social support programmes, orientation programmes, training 

programmes etc. in order to overcome challenges abroad. They need to focus on strategies of the 

challenges and skills required for success on the overseas assignments (Fontaine, 1997, p. 641). 

How can they do? They can provide CCT for their employees to send on overseas missions. 

Because by providing CCT, global organizations firstly aim to develop more international 

managers who may better understand different culture and may apply this knowledge in cross 

cultural situations. The aim of CCT is to minimize the expatriates’ culture shock with the 

reactions and behaviours of global managers. Because, CCT programs will help, guide managers 

to develop their functional skills when they are on overseas assignments. Specially, CCT is 

aimed at increasing managerial effectiveness in worldwide operations with respect to cross 
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cultural negotiations, decision-making, customer relations, and other vital administrative 

processes (Kline, 1994). 

 

2.7.2. LANGUAGE TRAINING 

 

The advantages of learning specific knowledge of the language of the host country are to assist 

expatriates to develop interpersonal relationships and to understand the culture of the new 

environments. It cannot be said that capability of knowing a foreign language can constantly 

assure effective expatriates’ performance on overseas assignments, and there are strong 

evidences that the language skills can facilitate expatriates’ adaptation not only by developing a 

better relationship with their colleagues but with customers, other remembers of the local 

community as well (Tung, 1987, p. 123). With language it means body language, gestures, social 

etiquette, and also procedures as well ((Avitabile & Kleiner, 2002, p. 50). On the other hand, it 

can facilitate cultural adjustment. That is why it is significant to provide cross cultural language 

programs of the host country language for expatriates where they are assigned. The main 

purposes of these kinds of cross cultural language training programs are to provide the family 

with a basic knowledge of the vocabulary in order to communicate with the people of the host 

country. The expatriates who to some extent know the language of the host country they have 

confidence and willingness to work on overseas assignments. There is the impact of knowing the 

host country language on cultural adjustment as well (Kline, 1994). And learning the language of 

the host country is significant to be success on global assignments. It is the tool of 

communication with local staff. It may facilitate with locals, and demonstrate an attitude of 

attempting to understand and learn the culture of the host country (Selmer, 2002, p. 39). 

 

Multinationals in Europe do not face significant problems regarding language issue as they study 

a second language and sometimes third language in their schools. Almost the same situation is 

for the companies of Japan as almost all the Japanese companies provides intensive language 

training programs. They provide three months or one year intensive language training programs 

(Tung, 1987, p. 120). 
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2.7.3. FAMILY TRAINING 

 

It is believed that the CCT should be given to family as much as it is given to expatriates. 

Because for developing managerial effectiveness, it is needed to be provided CCT by global 

firms for expatriate’s family for a positive cross cultural experience. Working abroad for a long 

time, not only expatriates themselves are affected but also families as much as expatriates are 

affected. Families also face some cultural shock and they sometimes may influence a premature 

return of expatriates. That is why it is significant to encourage the spouses of expatriates and any 

school-age children to take part in these kinds of CCT programs (Kline, 1994). 

 

2.7.4. EXPATRIATE TRAINING 

 

After right selection of the expatriate, the next stage is providing an appropriate and effective 

CCT program. This kind of training program is needed as it is difficult to find an expatriate who 

has complete technical competence and experience in host country, the ideal emotional and 

family situation, and a high learning orientation. As mentioned before, training can help the 

expatriate to better understand the host country culture, and can further develop the expatriate’s 

learning –orientation (Avril & Magnini, 2007, p. 57). 

 

Expatriate training became one of vital factors in order to be successful on overseas assignments. 

Because they play crucial roles for MNCs. They can facilitate communication and coordination 

between parent country and host country subsidiaries by fulfilling their tasks as controllers, 

coordinators, and knowledge transferrers as they also transfer overall company philosophies and 

vision of the company. But the expatriates who are not familiar with the culture of the host 

country have possibility to face some serious problems on their overseas assignments. Owing to 

these problems, they may not adjust to new environment, have low performance, and so on (Lee 

& Croker, 2006, p. 1188; Liu & Lee, 2008, 179). For example, one lecturer sent by the Turkish 

government to NUML (National University of Modern Languages) to teach Turkish Language 

could not adjust to new environment. From the beginning of his arrival to his departure he was 
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always talking to leave job. The reason was, as mentioned earlier, difficulties in adjustment. He 

faced problems such as communication (language), climate, environment situations, culture of 

the host country, and etc. So at the beginning he faced serious culture shock. He left after 7 

months though he was assigned for four years by the Turkish government. It is believed by 

researcher if he was provided CCT when he was in Turkey, he would not face these kinds of 

problems.  He might complete his four-year assignment.  

 

Expatriate training is the intention, a tool of providing the information and knowledge about the 

host country for expatriates to help them better understand new culture and environment for 

better communication, better success, and less failure. But many multinational corporations 

ignore paying adequate consideration to the training of potential expatriates. On condition of 

providing expatriate training, it will facilitate to get information and knowledge about the host 

country, and this situation will help expatriates for reducing uncertainty related to new job 

environment. The other contribution of expatriate training is to facilitate adjustment, and success 

of expatriates. On the other hand, it has been confirmed by many studies that expatriates who 

received sufficient, proper expatriate CCT would result in higher levels of expatriate adjustment 

(Lee & Sukoco, 2007, pp. 924-925).  

 

The firm operating in international, multinational or transnational environments develops 

through different phases of strategies, so this kind of a firm should provide CCT parallel to these 

strategies. But surprisingly, although this need for appropriate CCT is just only 30 to 45 percent 

of global organizations to make available some cross cultural programs for their global managers 

(Kline, 1994). Especially, American organizations are not interested in providing CCT since 31 

percent of American expatriates can get CCT while 38 percent of European and 67 percent of 

Japanese expatriate can receive (Lee & Sukocu, 2007, p. 924).  The main reason or issue is that 

top management of these kinds of MNCs do not believe the necessary, and effectiveness of CCT 

programs. But on the other hand, through one of the recent studies of US Fortune 500 

organizations, it has been found that 67 percent believe their current top managers should have 

additional knowledge as well as skills (Selmer, 2002, p. 39). For example, one of much known 

worldwide global organizations, Motorola has opened a special centre for cultural training so as 

to make its global managers transculturally proficient. And some more international firms also 
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conduct a number of internal cross cultural management improvement programs as they may 

help executives to develop their knowledge and understanding of host country where they are 

assigned (Kline, 1994). 

 

Cited Tung (1982), Lee & Sukocu, (2007) stated six major types of CCT activities. They are 

(p.924): 

1. Environmental briefings 

2. Cultural orientation 

3. Cultural assimilators 

4. Language training 

5. Sensitivity training 

6. Field experience training. 

 

2.7.5. REPATRIATION TRAINING 

 

Many global organizations believe that expatriate will be in high spirits of being back at their 

homes. This is not often true for every global manager. Because, some of the expatriates and 

their families are influenced by the host country culture while they are spending a lot of time on 

overseas assignments. Their behaviours and personalities may be changed during staying and 

working for a long time in different environment. Expatriates sometimes cannot realize that 

unconscious changes when they are abroad (Gomez-Mejia, et al.1998, p.525). So expatriates and 

their families face considerable challenges when returning home from different countries. 

Returning home is more difficult than going abroad. Expatriates sometimes face the same culture 

shocks during repatriation as they face during going overseas. Some expatriates lose their old 

behaviours, attitudes during staying abroad. So these unknown changes create problems when 

they are coming back to their home country. They have difficulties to understand their own 

customs and customs of their home country (Black, et al. 1992, p. 220).   

 

The rate of culture shock of expatriates during repatriation is quite high. For example, in one 

study related to repatriation has been found different percentage from different countries; for 
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American 60 percent, for Japanese it reaches to 80 percent, and 71 percent of Finnish expatriates 

experienced some degree of culture shock during repatriation. Because, after global assignment 

of three to five years sometimes there have been a lot of changes with new political systems, 

transportation systems, values, customs, eating habits, social groups, languages, and so on. So it 

is natural for some expatriates after have been living abroad for a long time to face, to experience 

culture shocks (Black, et al. 1992, pp. 221-222). Their country is not the same country as they 

have left (Gomez-Mejia, et al.1998, p.525). That is natural that home countries and expatriates 

change throughout the duration of a global assignment.  

 

It is very important to pay attention to the adjustment of both expatriates and their families 

during repatriation. Because, if the organizations do not pay enough attention to this issue, that 

failure to pay attention to repatriation adjustment can create not positive impact on managers. It 

may create poor executive and managerial performance (Black, et al. 1992, p. 226).  

 

Dimensions of repatriation adjustment are following (Black, et al. 1992, pp. 226-228): 

 The first adjustment starts with the adjustment to new jobs and work environments. No 

matter of how many years expatriates have experience on overseas assignments, they may 

face culture shocks during repatriation. 

 The second adjustment is for expatriates and their families to adjust to communicating with 

home country colleagues and friends. After a long duration of global assignments, the people 

of the home country also sometimes may seem more like foreigners. For example, the 

children born during overseas assignments, they often face especially language problems. 

The other example of an American expatriate reflects the difficulties of adjustment during 

repatriation. “After coming home, my daughter felt neither British nor American from a 

cultural standpoint. She went from being president of the school overseas to being a new face 

at home. Nine months after our return, she still feels quite “different” from the other 

students”. The example of other American is also interesting. “I had very little in common 

with “home country nationals” after being away for fourteen years. Customs, attitudes, and 

behaviours were so different. Maybe I had just idealized them and never knew it”. 

 The third adjustment is about expatriates and their families that face the problem of 

readjusting to the common living surroundings: whether, housing, food, education, 
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transportation, and so on. Adjustments to common culture is the most difficult ones as 64 

percent of American,  55 percent of Japanese, and 57 percent of Finnish expatriates faced 

important common culture shock during repatriation. The following statement of an 

American spouse after six years in Europe presents good example of general culture shock 

during repatriation: 

“It was challenging to return home and find housing, locate stores, and make friends. Even 

though I’d lived in the same metropolitan area and country before, this was like moving into 

a new world, and I had to start from scratch. I never realized that in returning home I would 

not be instantly at home”. 

 

On behalf of most expatriates and their families repatriation adjustment is a considerable 

challenge. Adjustment fall about three common lines: work, being in touch with home country 

colleagues and friends, and home country’s common culture. Many global managers and their 

families demand CCT from their international organizations during repatriation. This kind of 

CCT may facilitate adjustment both at work and in communicating with the people of the home 

country and also in the new surroundings. Although proving CCT surprisingly few global 

organizations supply training or orientation during repatriation. And it has been examined that 64 

percent of American, 92 percent of Japanese, and 77 percent of Finnish global managers did not 

receive any training during repatriation. This percentage for all spouses is about 90 who did not 

receive any repatriation training (Black, et al. 1992, pp. 229-233). 

 

2.7.6. PRACTICAL TRAINING 

 

Practical training may help expatriates to enter into social and working adaptation. If expatriates 

can solve clothing, housing, transport and shopping problems easily, it will help them to better 

concentrate on their jobs. With practical training, global organizations should provide some 

meetings with families of the expatriates for sharing information and experience. It will help 

them to have some feelings that they are not alone. Practical training is a kind of motivation, it 

may guide expatriates to a better job performance, and it can lead them outside work 

environment in the host country (Qi & Lange, 2005, pp. 26-33).   
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2.7.7. EXPATRIATE TRAINING PROGRAMS 

 

There are various expatriate training programs provided by multinational corporations. But 

mostly they do not give and use comprehensive CCT programs. In fact, CCT programs can cost 

organizations highly as they are considered costly. Sometimes, multinational corporations cannot 

manage the time. Thus, they fail to offer any CCT program (Chew, 2004). 

 

2.8. Theoretical Framework 
 

As deliberated earlier organizations aim to develop human resources skills through CCT and 

minimize culture shock, and failure rate of expatriates. Since the impact of cultural shock can be 

reduced by providing relevant CCT programs. The donor organization would prepare an 

exhaustive feasibility study of the Cross Cultural Expatriate training program. The program 

could be either general one or enhanced one depending upon the user know how, know what and 

know-why status or could be to impart advanced knowledge requirements needs to the receiver 

organization (Qi & Lange, 2005, p. 10).  

 

Based on the literature review, it has been found that independent variables of the performance 

of the expatriates in the foreign countries include: 

1. CCT 

2. selection of the expatriates for foreign assignments 

3. pre-departure CCT 

4. culture shock 

5. language ability 

6. personal characteristics 

7. family related issues 

8. post arrival CCT and  

9. one dependent variable which is performance of expatriates.  
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Figure 8: Framework for the performance of the expatriates 
 

    

  

 

  

 

 

 

  

 

 

 

 

 

The above frame work is about “the effects of CCT on performance of expatriates in business 

organizations” process with multicultural environment. Its elements and their functioning may 

differ from user company to company and country to country based on the type of level of skills 

and programs the organization wishes to get associated with, type of technologies and experience 

it already has. 

The usual factors of social and cultural differences among the countries and organizations would 

also create obstacles in the programs but these could be controlled by firm commitments and 

better communications from the collaborating partners.  
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Earlier researchers have found that adjustment and performance efficiency can be developed by 

any kinds of CCT provided by multinational organizations. For example, Kline (1994) cited from 

Black and Mendenhall (1990), and a meta-analysis by Deshpande and Viswesvaran, (1992) 

which consisted of more than  20 empirical researches regarding CCT effectiveness. It was found 

out that CCT has not only a strong but positive impact on cross cultural skills improvement, 

cross cultural adjustability, and cross cultural job performance. That is why, some multinational 

organizations such as Motorola Inc. has a special center for cultural training with the aim of 

making its manager transculturally competent. The other example can be IBM by providing a 

number of internal cross cultural executive improvement programs. Shell Oil Company also 

provided CCT for its staff sending Saudi Arabia assignment only three staff out of 800 had failed 

to adapt the cultural adjustment. All these examples show that there are a lot of benefits of CCT 

for especially international companies. 

 

From the extant literature review, three main dependent variables; (1) cross-cultural skill 

development, (2) adjustment and (3) performance are frequently used as indicators of training 

effectiveness (Black and Mendenhall 1990, p. 115). 

 

Tung (1987) also conducted an empirical study in eighty U.S. MNCs and examined some 

significant conclusion: she found that the failure rates of more than half of the organizations 

were 10-20%. All empirical findings show that the failure rates of U.S. overseas assignments are 

approximately 30% (p. 117). 

 

Tung (1987) in her survey had asked the respondents to indicate the most important reasons for 

expatriate failure, which are: (1) the spouse of expatriate’s inability to adjust to an unusual 

cultural and also physical surroundings, (2) inability of the expatriate to adapt to an unusual 

cultural and also physical surroundings, (3) additional family-related problems, (4) the 

personality of expatriate, (5) inability of the expatriate to deal with the tasks created by overseas 

job, (6) the lack of technical competence of the expatriate, (7) ) the lack of motivation of the 

expatriate to job overseas (p. 117). 
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Not only this survey but the other studies show also  that both the factors of situation of the 

family and relational abilities –the inability of the individual to deal effectively with one’s 

clients, business associates, superiors, peers, and subordinates - are generally accountable for 

expatriates’ failure or poor performance abroad. In some countries besides family situation, lack 

of cultural awareness is also largely responsible for poor performance. So four more reasons can 

be added to above seven important factors for expatriates’ failure; (1) the short duration of 

expatriates overseas assignment, (2) the concern of expatriates with repatriation, (3) only 

overemphasis on the technical competence, and finally (4) lack of expatriates’ training for 

foreign assignment (Tung, 1987, pp. 117-118). 

 

Although not so many scholars give evidence that there is relationship between training and 

adjustment, and relationship between training and performance, there are a few scholars that 

support that there is a positive relationship between training and adjustment and performance. 

Because they believe that an investment in training is an investment in the individual and in the 

organization (Qi & Lange, 2005, 33). 

 

It is critical to find out the relationship between CCT and performance. Eleven out of fifteen 

studies have found the significant relationship between cross-cultural training and performance. 

Only three lab studies have found generally insignificant relationships between cross-cultural 

training and performance. The most important point of these studies is that none of these studies 

has found a significant negative relationship between cross-cultural training and performance 

(Black & Mendenhall 1990, p. 119). 

 

The extant review of literature points out that, in general, cross-cultural training looks to have a 

positive impact on performance (Black & Mendenhall 1990, p. 120). 
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CHAPTER 3 

METHODOLOGY 

 

The methodology of this study was aimed to be completed in three stages. In the first stage 

literature review was done, in which inductive approach was applied on “the effects of CCT on   

performance of expatriates in business organizations”. Moreover, the researcher wanted to find 

out to what extent the global companies provide CCT in general and for special case in Pakistan. 

In the second stage,  it was conducted in written questionnaire. The responses of the sample were 

screened, analyzed by means of the computer statistical package SPSS and summarized for 

collective data presentation. The last stage of this study was a detailed presentation of all the 

findings and conclusions drawn from the first stage of data study and compared with the existing 

knowledge for an explanation. 

 

3.1. Research Strategy  
 

With the purpose of getting the research questions, a case study was an appropriate research 

strategy in order to obtain a prosperous understanding in the field of research. So, it was aimed to 

conduct a case study among 100 expatriates working in different multinational organizations in 

Pakistan. For the purpose of this study, questionnaire was administered through emails. In total 

100 expatriates from global organizations operating in Pakistan were selected for the formation 

of sample. Mostly education, construction, and telecommunication firms were represented in the 

sample. All of the expatriates’ organizations operated in either joint ventures or representative 

offices in Pakistan.  
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3.2. Sample 
 

 

For the research, the researcher contacted expatriates working in Pakistan, but because of the 

security issues, it was impossible to contact every expatriate in Pakistan who has been working 

in multinational companies. So the researcher used non-probability method of sampling. From 

the total population which is not known, the probability of each case has been selected. That is 

why the researcher used purposive sampling that gave him the chance to choose cases which 

were appropriate for helping him to accomplish the goals. 

 

3.3. Instrument for Data Collection 
 

The questionnaire used for this study was developed by Selmer (2006). The researcher got helps 

from the questionnaire of Qi and Lange (2005) related to the selection of expatriates and some 

questions regarding the expatriates’ training (p. 40). The contribution of the dissertation of 

Chung (1990) was that the important factors affecting performance and satisfaction such as 

organization-people, management, and selection of expatriates, local support, personal 

information, and performance (pp. 36-37). Review of literature also helped the researcher in 

clarifying the concepts, establishing key variables and structuring the questionnaire.  

 

 

Mainly, the questionnaires, with a cover letter indicating the purpose and scope of the study, 

were sent by e-mail and some of them were submitted through personal contacts. After a period 

of one month, the survey questionnaires (8 pages) were collected from different fields. Based on 

framework and dependent and independent variables, 68 questions, some of which were 

additionally subdivided into a number of questions, were prepared and grouped under seven 

sections:  

1. Selection process of managers 

2. Determinants of Expatriates’ Success 

3. CCT Processes of Managers  

4. Job position 
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5. Performance and satisfaction 

6. Performance/adjustment evaluation 

7. Personal information 

 

3.4. The pilot test 
 
Before submitting the questionnaires, the researcher decided to make a pilot test. For comments 

the complete draft of the questionnaire was submitted to the supervisor of this study. So it was 

revised in the light of the framework, dependent, and independent variables. To minimize 

misunderstanding, to determine whether the questionnaire items were understandable and 

applicable, to identify the need to add or eliminate questions, and also to determine the time 

needed to give the answers of questions. Questionnaires were submitted to forty nine expatriates 

in a variety of industries and a variety of management levels in Pakistan. After pre testing of the 

survey, the number of questions was reduced from 100 to 68 as there was repetition of questions 

and irrelevant items. 

 

3.5. Data Collection 
 

Most of the questionnaires were delivered and then collected back by the researcher personally. 

Few questionnaires were resumed through mail. Most of the time the researcher had to contact 

with the referred persons in the particular organization to increase response rate and ensure 

complete filling of the survey instrument. However, to increase the response rate the respondents 

were also persuaded through phones, email, and personal visits. And finally a reminder letter was 

sent. 
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3.6. Data Analysis Process 
 

The present investigation is focused on building a framework of CCT and evaluating its validity 

through a step by step application to the case study of firms operating in Pakistan. The entire 

research work was spread over various phases. 

The returned questionnaires were, as explained in methodology section, coded and stored in a 

data base complied by the computer statistical package SPSS for data analysis.  

 

The researcher developed some hypothesis based on extensive previous literature that relates to 

the study. 

 

Based on the survey responses, a number of analyses were carried out to find out whether the 

hypotheses were validated or eliminated. To find out the relationships between the variables, 

correlation analysis, factor, and multiple regression analyses were carried out.  

The independent variables were: 

1. Cross Cultural Training 

2. selection of the expatriates for foreign assignments 

3. pre-departure CCT 

4. culture shock 

5. language ability 

6. personal characteristics 

7. family related issues  

8. post arrival CCT, and  

9. dependent variable; performance of expatriates.  

  

3.7. Response rate 
 
In this survey, the population of the target was 100 expatriates. Pilot test was made with 42 

expatriates. Later the number of expatriates extended to 115. Hence, the survey has been done 

with 73 expatriates. 
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3.8. Reliability 
 

With reliability it means that an adopted measure can make likely the similar and reliable results 

after it is applied on further occasions (Qi & Lange, 2005, p. 42). 
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CHAPTER 4 

 

ANALYSIS OF SURVEY 
 

4.1. Profile of the Respondents 
 

In this part of the thesis, inferences are drawn from the questionnaires with the help of statistical 

analysis. To get information correlation analysis and multiple regression analysis were carried 

out.  

 

The researcher received more responses than expected. Total responses were 73.   A total of 85 

questionnaires were sent out to individual expatriates working in Pakistan in different fields; 

education, telecom, construction, media and others (businessperson, food/restaurant). There were 

a total of 73 returns, representing a response rate of 86 percent. Representing a response rate of 

responses could be almost hundred percent but it was during summer vacation. Some of 

expatriates have already left to their countries. After receiving all data, they were coded then 

stored in the data-base compiled by the computer statistical package SPSS for analysis. So the 

statistical results and interpretation of the survey are presented.   

 

4.1.1. TYPES OF ORGANIZATIONS 

As shown in Table 6 the respondents are mostly from education (50 percent), followed by 

construction (7.1 percent), and telecommunication (7.1 percent), press & media (7.1 percent) as 

all of them have the same percentage, and the others (14.3 percent). All of these organizations 

are from overseas multinationals. 
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Table 6: Types of organizations covered by survey 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Education 42 57.5 58.3 58.3 

  Construction 6 8.2 8.3 66.7 

  telecommunication 6 8.2 8.3 75.0 

  press & media 6 8.2 8.3 83.3 

  Others 12 16.4 16.7 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.1.2. AGE  

 

According to Table 7 represented below, the spread of age among the respondents is towards 

especially the younger and the middle age brackets. Majority of respondents (47.2 percent) are 

less than 30 years old. The percentage of the age between 30 and 35 years old is 18. According 

to this table, multinational organizations operating in Pakistan prefer to hire young expatriates or 

young expatriates are more interested in going abroad. 
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Table 7: Age of despondence 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Below 30 

years 
34 46.6 47.2 47.2 

  30-35 years 13 17.8 18.1 65.3 

  36-40 years 11 15.1 15.3 80.6 

  41-45 years 4 5.5 5.6 86.1 

  Above 45 10 13.7 13.9 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

4.1.3. GENDER 

 

The outcome of the data collection proved that majority of respondents is male as it is known 

female candidates are not interested in having work on overseas assignments. On the other hand, 

multinational organizations also do not want to hire female candidates to send on overseas 

assignments. As a result of this situation, and as shown in Table 8, the percentage of male 

expatriates (75.7 percent) is 3 times more than the female staff (24.3). It can also be said that the 

multinational organizations operating in Pakistan face the same situation.  

 

Table 8: Gender of the expatriates 

 Frequency Percent Valid Percent Cumulative Percent 

Valid male 53 72.6 75.7 75.7 

  female 17 23.3 24.3 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     
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4.1.4. MARITAL STATUS  

 

Majority of respondents are married and have children (58.9 percent) and greater part of them 

live with their children. According to Table 9, it can be said that multinational organizations 

prefer sending the expatriates who are married. Having children or not, it seems that it does not 

create serious problems for organizations operating overseas. 

 

Table 9: Marital status 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Single 30 41.1 41.1 41.1 

  Married 12 16.4 16.4 57.5 

  married with 

children 
24 32.9 32.9 90.4 

  married without 

children 
7 9.6 9.6 100.0 

  Total 73 100.0 100.0   

 

4.1.5. NATIONALITY OF THE RESPONDENTS 

 

Table 10 shows that majority of respondents are from Turkey (53.5 percent), followed by Jordan 

(21.1 percent), Saudi, others and China. Other countries represented in the sample include 

Ghana, Japan, Iraq, Egypt, Syrian, Central African Republic, Palestine, and Somalia. 
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Table 10: Nationality of the respondents 

  Frequency Percent Valid Percent 
Cumulative 

Percent 
Valid Turkish 38 52,1 53,5 53,5

Chinese 3 4,1 4,2 57,7
Jordan 15 20,5 21,1 78,9
Saudi 9 12,3 12,7 91,5
Others 6 8,2 8,5 100,0
Total 71 97,3 100,0  

Missing System 2 2,7   
Total 73 100,0   

 

 

4.1.6. EDUCATION 

 

This table represents that the majority of expatriates working in Pakistan have either “university 

bachelor degree or equivalent (16 years)” or “university master or higher degree (18+years). The 

total percentage of both is 81.7 (Table 11). For example, majority of the respondents from 

education either have bachelor degree or master degree; the same situation can be said for others. 

On the other hand, the respondents from press & media, and construction have the highest 

qualification (Table 12) 

. 
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Table 11: Level of Education 

 Frequency Percent Valid Percent Cumulative Percent 

Valid secondary school 2 2.4 2.8 2.8 

  post-secondary school 

diploma or certificate 
11 13.1 15.5 18.3 

  university bachelor 

degree or equivalent 
32 38.1 45.1 63.4 

  university master or 

higher degree 
26 31.0 36.6 100.0 

  Total 71 84.5 100.0   

Missing System 13 15.5     

Total 84 100.0     

 

 

Table 12: Level of education  

Fields Mean N Std. Deviation 

Education 4.3000 40 .68687 

Construction 3.6667 6 .51640 

Telecommunication 4.3333 6 .81650 

Press & Media 4.6667 6 .51640 

Others 3.7500 12 .86603 

Total 4.1857 70 .74781 

 

4.1.7. OCCUPATIONS 

 

As presented among the respondents, educators have the highest number (45.8 percent), followed 

by managers (15.3 percent), engineers (9.7 percent), others (23.6), and so on as shown in Table 

13. The reason why educators take the highest number is that there are seven Turkish colleges 

operating in Pakistan. Majority of their staff are from Turkey. All married expatriates bring their 

families with themselves. 
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Table 13: Occupations 

 Frequency Percent Valid Percent Cumulative Percent 

Valid CEO 3 4.1 4.2 4.2 

  Manager 11 15.1 15.3 19.4 

  Educator 33 45.2 45.8 65.3 

  Consultant 1 1.4 1.4 66.7 

  Engineer 7 9.6 9.7 76.4 

  Others 17 23.3 23.6 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.1.8. SALARY  

 

Most of the respondents (70.1 percent) receive a salary between US $1,000 and $3,000 per 

month. For expatriates it is not a reasonable salary as being working overseas. The main reason 

why it is not high is that the expatriates from education field are mostly from Turkey and they 

are volunteers of a foundation operating abroad. For two years they are paid less salary. But that 

still is higher than their Pakistani counterparts (Table 14).  

 

Table 14: Salary 

  Frequency Percent Valid Percent Cumulative Percent 
Valid between $1.000-3.000 48 65.8 71.6 71.6 
  between $3.001-5.000 8 11.0 11.9 83.6 
  between $5.001-7.000 4 5.5 6.0 89.6 
  between $7.001-

10.000 
7 9.6 10.4 100.0 

  Total 67 91.8 100.0   
Missing System 6 8.2     
Total 73 100.0     
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4.1.9. PREVIOUS EXPERIENCE 

 

Majority of respondents (66.7 percent) had worked at least in a foreign country before having 

been assigned to Pakistan. The percentage of respondents who have been in 6 to 16 is (28.9 

percent). The minority have been more than 17 and above (Table 15). 

 

Table 15: Other countries experiences before coming Pakistan 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 1-5 30 41.1 66.7 66.7 

  6-10 5 6.8 11.1 77.8 

  11-16 8 11.0 17.8 95.6 

  17-25 1 1.4 2.2 97.8 

  30 and above 1 1.4 2.2 100.0 

  Total 45 61.6 100.0   

Missing System 28 38.4     

Total 73 100.0     

 

4.1.10. THE TIME SPENT IN PAKISTAN 

 

According to Table 16 almost half of the respondents (49.2 percent) stated that they have been 

employed 1-6 years in Pakistan. The percentage of respondents who have been in7 to 25 is 47.6 

percent.  
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Table 16: The time employed in Pakistan 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 1-6 30 41.1 49.2 49.2 

  7-11 10 13.7 16.4 65.6 

  12-18 10 13.7 16.4 82.0 

  19-25 9 12.3 14.8 96.7 

  26  and above 2 2.7 3.3 100.0 

  Total 61 83.6 100.0   

Missing System 12 16.4     

Total 73 100.0     

 

 

4.1.11. EXPECTATION TO STAY IN PAKISTAN 

 

All multinational organizations have major desire to keep expatriates on overseas assignments as 

long as they are successful. And it is one of the predictors of being successful on overseas 

assignments. As mentioned earlier, sending staff abroad is quite expensive and difficult as well. 

That is why multinational organizations demand expatriates not to return prematurely. The more 

spending time on overseas assignments, the more expatriates may have international experiences, 

and then the more performance and success they may get.  

 

Majority of the expatriates working for multinational organizations operating in Pakistan want to 

continue their works. The percentage of expatriates who desire to stay or to remain in Pakistan is 

quite high (Table 17). As it is known from literature review, the expatriates who are not satisfied 

with their job, culture or environment return early. So it means that expatriates working in 

Pakistan should be satisfied with their jobs. 
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Table 17: Expectation of staying in Pakistan 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 1-3 35 47.9 72.9 72.9 

  4-7 9 12.3 18.8 91.7 

  8-11 3 4.1 6.3 97.9 

  16 and above 1 1.4 2.1 100.0 

  Total 48 65.8 100.0   

Missing System 25 34.2     

Total 73 100.0     

 

 

4.1.12. SPENDING LIFE ABROAD (EXPERIENCE) 

 

According to Table 18, the expatriates working in Pakistan have high international experiences. 

The percentage of the expatriates from 1 to 6 years is 49.2 including Pakistan. It is accepted that 

the expatriates who have 3 years international experience and are still demanding to go on 

overseas assignment is one of the indicators of being successful. The expatriate who cannot 

complete his/her assignment is a failure. 

 

Table 18: Spending life abroad (experience) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 1-6 30 41.1 49.2 49.2 

  7-11 10 13.7 16.4 65.6 

  12-18 10 13.7 16.4 82.0 

  19-25 9 12.3 14.8 96.7 

  26  and above 2 2.7 3.3 100.0 

  Total 61 83.6 100.0   

Missing System 12 16.4     

Total 73 100.0     
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4.1.13. THE NUMBER OF STAFF 

 

Majority of the multinational organizations operating in Pakistan are not large in size as 72.7 

percent of them have 100 staff and less. The percentage of organizations which have 1201-400 

staff is only 10.9 (Table 19). 

 

Table 19: The number of staff of the organizations operating in Pakistan   

 Frequency Percent Valid Percent Cumulative Percent 

Valid 1-100 Staff 40 54.8 72.7 72.7 

  101-400 Staff 8 11.0 14.5 87.3 

  401-800 Staff 1 1.4 1.8 89.1 

  1201-4000 Staff 6 8.2 10.9 100.0 

  Total 55 75.3 100.0   

Missing System 18 24.7     

Total 73 100.0     

 

4.1.14. THE NUMBER OF EXPATRIATES 

 

As the small size of multinational companies operating in Pakistan, the number of expatriates 

working for them is also not crowded. As shown in Table 20, the percentage of the companies 

which hired 1 to 50 expatriates is 84.2. That is why it can be said that the majority of 

multinational organizations are small in size.  
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Table 20: The number of expatriates working in multinational organizations operating in 

Pakistan  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 1-50 Expatriates 48 65.8 84.2 84.2 

  51-75 Expatriates 4 5.5 7.0 91.2 

  76-100 Expatriates 3 4.1 5.3 96.5 

  101-200 Expatriates 1 1.4 1.8 98.2 

  201-300 Expatriates 1 1.4 1.8 100.0 

  Total 57 78.1 100.0   

Missing System 16 21.9     

Total 73 100.0     

 
 

4.2. Selection Process of Managers 
 
 

Necessities of operating overseas, force multinational organizations to select most appropriate 

candidates who can go abroad, live and work on subsidiaries effectively. However, research 

shows that poor selection processes used to identify candidates is one of the main reasons for 

expatriates’ failures (Dewald & Sell, 2008, p. 6). When multinational organizations do not select 

the expatriates appropriately, the expatriates can potentially face serious problems such as 

cultural shock, difficulties in adaptation, adjustment, premature returns, and etc. while operating 

on overseas assignments.  

 

In view of the importance of the selection criteria in the success of the expatriates, it is useful to 

gain insights into selection practices. Selection criterion refers to the expatriates’ competencies 

(knowledge, skills and abilities) in order to perform their overseas assignments effectively and it 

is crucial for multinational organization to have the best employees to perform any business 

overseas.  
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In this connection, two questions are of pivotal importance. (1) What is the criterion used by 

MNCs in the selection of expatriates for performing assignments in Pakistan? And (2) what 

selection criteria should actually be used? Both questions were asked from respondents of this 

study (expatriates working in Pakistan). The following sections of this chapter explore the afore-

said questions. 

 

4.2.1. SELECTION CRITERIA FOR ORGANIZATIONS 

 

Do the MNCs assign priority to the cross-cultural competencies in the selection of expatriates? In 

order to explore answer of this question, respondents were asked in the survey “what criteria are 

used in your company for selection of expatriates?” They rated frequency of the use of various 

criteria on scale of 5 (with 1 = never and 5 = mostly).  

 

Results reveal that organizations assign top priority to the special knowledge and skills (technical 

skills), followed by level of motivation, and personal characteristics. Interestingly, the 

parameters related with cross-cultural competencies (CCCs) did not emerge among the top three 

ranked criteria. Table 21 shows CCCs like language, family situation, and cultural awareness 

were given lesser priority.  
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Table 21: Selection criteria used by organizations 

Fields   1 2 3 4 5 6 

Education Mean 4.4762 4.0000 3.9024 3.9512 3.6829 3.3000 

  N 42 41 41 41 41 40 

  Std. 

Deviation 
.74041 1.20416 1.04415 .83520 1.19246 1.11401 

Construction Mean 4.8333 4.1667 4.3333 3.3333 1.3333 1.3333 

  N 6 6 6 6 6 6 

  Std. 

Deviation 
.40825 .75277 .81650 .51640 .51640 .51640 

Telecommu Mean 4.3333 3.8333 3.6667 3.8333 3.0000 3.3333 

  N 6 6 6 6 6 6 

  Std. 

Deviation 
1.63299 .98319 1.75119 .75277 1.67332 1.63299 

Press and 

media 

Mean 
4.8333 4.0000 4,1667 4.0000 3.5000 3.6667 

  N 6 6 6 6 6 6 

  Std. 

Deviation 
.40825 .63246 1.16905 1.09545 1.51658 .81650 

Others Mean 3.1667 3.0909 3.2500 3.5000 2.9091 3.4167 

  N 12 11 12 10 11 12 

  Std. 

Deviation 
1.69670 1.13618 .86603 1.08012 1.04447 .79296 

Total Mean 4.3056 3.8571 3.8310 3.8261 3.2857 3.1857 

  N 72 70 71 69 70 70 

  Std. 

Deviation 
1.12135 1.13298 1.09526 .87374 1.35286 1.18313 

Note: 

1. Special knowledge and skills required for the job 

2. Motivation (willingness to go abroad etc.) 

3. Personal characteristics (ability to adapt in new culture) 
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4. Language ability 

5. Family situation 

6. Cultural awareness 

 

The survey results do reveal some variation among the sectors (education, construction, 

telecommunication, press and media, and others) in the use of selection criteria. The only 

exception is “the special knowledge and skills required for the job (technical skills)” which 

emerged as top most and most commonly used criteria. This is understandable, as technical 

managers have more influence in the selection process.  

 

Proficiency in the language spoken in the destined country emerged as third important factor in 

only two sectors i.e. education and telecommunication sectors, while in rest of cases language 

remained at fourth in rank. 

  

4.2.2. THE MOST IMPORTANT SELECTION CRITERIA FOR EXPATRIATES’ 
EXPERIENCES ABROAD 

 

Notwithstanding what are the practices being followed, the question arises, what criteria should 

actually be used in the selection of expatriates? Respondents were asked to rate the importance 

of various criteria, based on their own experience.  

 

Results are shown in Table 22. On overall basis, respondents believed that cross cultural 

competencies should be given higher priority during the selection process that what is being 

given. Such divergence, between what is being practiced and what should be adopted, appeared 

with greater visibility in sectors like telecommunication, and press and media. Respondents from 

these two sectors opined that proficiency in language should be considered as second most 

important selection criterion (after technical skills), as shown in Figure 9. In press and media, 

language is certainly of paramount importance. The question arises, why even sectors like press 

and media do not assign higher priority to language and other cultural competencies in the 

selection process? English is the official language in Pakistan. While assuming that proficiency 



 124

in only English would work in Pakistan. That is what appears to be the assumption made by 

them. Secondly, with the advent of globalization, press and media have been given greater 

freedom in recent past (current decade).  The media firms were not prepared for such 

opportunities. In this way, required competencies could not be appropriately taken care off in the 

selection of individuals for foreign assignments. However, expatriates working in Pakistan held 

different views. They held the opinion that language should be given higher importance in the 

selection process. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 125

Table 22: Selection criteria for expatriates  

Fields   1  2 3 4  5  

 

6 

Education Mean 4.2857 4.2750 3.8537 4.0976 3.2000 3.2750 

  N 42 40 41 41 40 40 

  Std. 

Deviation 
.89131 .87669 1.19501 .94353 1.04268 1.15442

Construction Mean 4.8333 4.6667 4.3333 4.0000 1.3333 1.5000 

  N 6 6 6 6 6 6 

  Std. 

Deviation 
.40825 .51640 .81650 .89443 .51640 .54772 

Telecommunicat Mean 4.5000 3.1667 3.8333 4.0000 3.3333 3.8333 

  N 6 6 6 6 6 6 

  Std. 

Deviation 
1.22474 1.16905 1.16905 1.09545 1.50555 .98319 

Press and Media Mean 4.8333 3.8333 3.8333 4.3333 3.1667 3.6667 

  N 6 6 6 6 6 6 

  Std. 

Deviation 
.40825 .98319 1.32916 .51640 1.47196 1.63299

Others Mean 3.0000 3.4545 3.1667 3.5833 3.1667 3.2500 

  N 12 11 12 12 12 12 

  Std. 

Deviation 
1.85864 1.03573 .83485 1.24011 .83485 .86603 

Total Mean 4.1806 4.0435 3.7746 4.0141 3.0429 3.2000 

  N 72 69 71 71 70 70 

  Std. 

Deviation 
1.20242 .99165 1.13637 .97823 1.16016 1.21106

Note: 

7. Special knowledge and skills required for the job 

8. Motivation (willingness to go abroad etc.) 

9. Personal characteristics (ability to adapt in new culture) 
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10. Language ability 

11. Family situation 

12. Cultural awareness 
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Figure 9: Priority of language as criterion of selection 
 

4.2.3. CONCLUSION 

 

Results and discussions lead to the conclusion that the MNCs are currently assigning lower 

priority to the cross cultural competencies than what they should do.  

 

4.3. Determinants of expatriates’ success 
 

4.3.1. WHAT IS THE NATURE OF EXPATRIATES’ SUCCESS? 

 

Expatriates’ success is one of the most critical issues for the overseas companies. Success of 

expatriates refers to their ability to complete work assignments (Selmer, 2002, p. 42). Hung-Wen 

(2007) believes that success of expatriates should be measured on whether expatriates achieved 
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objectives or not. However, the parameters used for measuring success differ from company to 

company and from person to person. Parameters of success could relate with completion of job 

assignments or the level of growth and profitability of organization (Connelly, Hitt, DeNisi & 

Ireland, 2007, p. 564). 

 

4.3.2. WHAT ARE THE DETERMINANTS OF EXPATRIATES’ SUCCESS? 

 

The success of determinants includes managerial skills, technical ability, adaptability of 

expatriates’ families (Qi & Lange, 2005, p.20), language ability (Sagiadellis & D`netto, 1997 p. 

3; Tung, 1987, p. 123), cultural awareness of the host country, adjustment in the host country 

(Sagiadellis & D`Netto, 1997, p. 4), willingness to go abroad and work up to optimal level of 

efficiency, and a positive attitude towards work assignment.  In short important determinants of 

the success of training are: 

 

- Personality traits / personal characteristics 

- Language ability 

- Cultural awareness of the host country  

- Adjustment in the host country  

- Willingness to go abroad and work up to optimal level of efficiency 

- Attitude towards work assignment 

 

 

      4.3.3. PERSONAL CHARACTERISTICS  

 

Literature review guided in the identification of five personal characteristics which are critical to 

the success of expatriates (Qi and Lange, 2005): 

- Bearing uncertainty and stress (PerChar1) 

- Reacting flexibly to new things (PerChar2) 

- Being objective and willing to accept recommendation from locals (PerChar3) 
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- Willingness to accept local thoughts, behaviors and customs (PerChar4) 

- Social skills (PerChar5) 

 

All of the above secured significant scores are of importance i.e. exceeding 3.500 on scale of 

5.000. The third of above characteristics i.e. “being objective & willing to accept 

recommendation from local people”  has emerged, as shown in Table 23, as most important 

determinant factor with mean score of 3.855 on scale of 5.000, followed by “reacting flexibly to 

new things” (3.841), and “willingness to accept local thoughts, behaviors, and customs” (3.783). 

 

Average of the average scores (AASs) of each of these characteristics reveal interesting factors. 

For example, for construction and press and media sectors, AAS has exceeded 4.000 on scale of 

5.000 while for other two sectors, AASs have lagged behind. Construction and media sectors 

involve activities which are mostly outdoor in nature. It implies that for assignments which are 

mostly outdoor in nature, importance of personal characteristics carries high importance. 
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Table 23: Personal characteristics 

Fields   1 2 3 4 5 

Education Mean 3.5366 3.8750 3.9000 3.7750 3.6667 

  N 41 40 40 40 42 

  Std. Deviation 1.26684 1.09046 .92819 .89120 .92833 

Construction Mean 4.8333 4.6667 4.5000 3.1667 3.3333 

  N 6 6 6 6 6 

  Std. Deviation .40825 .51640 .54772 1.16905 .81650 

Telecommunication Mean 4.0000 3.6000 3.4000 4.0000 3.2000 

  N 5 5 5 5 5 

  Std. Deviation .70711 .89443 1.14018 1.41421 .83666 

Press & Media Mean 4.0000 4.3333 4.5000 3.8333 4.1667 

  N 6 6 6 6 6 

  Std. Deviation 1.09545 .81650 .54772 .75277 .75277 

Others Mean 2.8333 3.1667 3.2500 4.0000 3.7500 

  N 12 12 12 12 12 

  Std. Deviation 1.74946 1.02986 1.35680 1.12815 1.05529

Total Mean 3.6000 3.8406 3.8551 3.7826 3.6620 

  N 70 69 69 69 71 

  Std. Deviation 1.34488 1.06582 1.03292 .98324 .92495 

Note: 

1. Bearing uncertainty and stress 

2. Reacting flexibly to new things 

3. To be objective & willing to accept recommendation from local 

4. Willingness to accept local thoughts, behaviors and customs 

5. Social skills 

 

Ranks of these characteristics, in terms of their importance also vary from sector to sector. 

Variation is evident in Table 23 and (see Table 119,Table 120, Table 121, Table 122, Table 123). 

For example, in case of education sector, “to be objective and willing to accept recommendation 

from local”, emerged as leading determinant. “Bearing uncertainty and stress” ranked top in case 
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of respondents from construction sector. It is understandable as the construction sector has very 

difficult and risky work environment. Construction workers have, mostly, to work in open 

environment and face harsh weathers. Vulnerabilities for the construction workers are high. 

Secondly, security issues further add to the complexity of issue. Such situation creates stress for 

the construction workers.  

 

“To be objective and willing to accept recommendation from local” has appeared as most 

important characteristic for the success of expatriates in the press and media sector. It is mainly 

because getting access to key information on timely basis is a key to their success. Obviously, it 

is not an easy job, especially when a person is working in any other country. In such situation, 

the expatriates have to heavily rely on the local recommendations. The same characteristic has 

also emerged as the leading determinant in case of education sector.   

 

Hypothesis: Importance of personal characteristics varies significantly among five sectors 

including education, construction, press and media, telecommunication and others.  

 

ANOVA results presented in Table 24 indicate that there exists a significant difference among 

sectors, in the following three characteristics: 

- Bearing uncertainty and stress (PerChar1) 

- Reacting flexibly to new things (PerChar2) 

- Being objective and willing to accept recommendation from locals (PerChar3) 

 

While difference in the importance of the following two characteristics is not significant: 

 

- Willingness to accept local thoughts, behaviors and customs (PerChar4) 

- Social skills (PerChar5) 
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Table 24: ANOVA – Importance of the Personal Characteristics  

    Sum of Squares df Mean Square F Sig. 

PerChar1 Between Groups 18.105 4 4.526 2.757 .035 

  Within Groups 106.695 65 1.641     

  Total 124.800 69       

PerChar2 Between Groups 11.338 4 2.835 2.752 .035 

  Within Groups 65.908 64 1.030     

  Total 77.246 68       

PerChar3 Between Groups 10.501 4 2.625 2.708 .038 

  Within Groups 62.050 64 .970     

  Total 72.551 68       

PerChar4 Between Groups 3.097 4 .774 .791 .535 

  Within Groups 62.642 64 .979     

  Total 65.739 68       

PerChar5 Between Groups 3.337 4 .834 .974 .428 

  Within Groups 56.550 66 .857     

  Total 59.887 70       

 

Note: 

1. PerChar1= Bearing uncertainty and stress 

2.  PerChar2= Reacting flexibly to new things 

3. PerChar3= To be objective & willing to accept recommendation from locals 

4. PerChar4= willingness to accept local thoughts, behaviors and customs 

5. PerChar5= Social skills 

 

4.3.4. LANGUAGE ABILITY 

 

Second category of the determinant of success of expatriates relate with language ability.  

Expatriates need language ability for several reasons: 
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- It facilitates effective communication which is vital for adjustment in a foreign culture 

(Walters, 1990); 

- It is required to understand and or transfer information about assignments in work 

environment. An expatriate can have strong technical competence but if he or she is not 

good at the language to communicate, the performance is likely to be affected negatively. 

The expatriates who do not face language barriers are more successful (Andreason, 2008, 

p. 3; Selmer, 2005, p. 71); and  

- It minimizes culture shocks. It can help them to better understand the work surroundings, 

law, and culture of host country. 

 

That is why language ability is so important determinant that it should not be ignored by 

multinational organizations.  

 

The present study has surveyed the language ability from three perspectives: 

 

- Overall language ability 

- Proficiency in the host country language 

- Proficiency in English as an international language 

 

In this survey, as shown in Table 25, on overall basis, majority of the respondents (75 percent) 

believed that “language ability” is an important or most important determinant of expatriates’ 

success.  
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Table 25: Is language ability important for the success of expatriates? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 6 7.1 8.3 8.3 

  less important 4 4.8 5.6 13.9 

  Neutral 8 9.5 11.1 25.0 

  Important 22 26.2 30.6 55.6 

  most important 32 38.1 44.4 100.0 

  Total 72 85.7 100.0   

Missing System 12 14.3     

Total 84 100.0     

 

 

Local language skills of host country have positive relationships with their socio-cultural 

adjustment as well. Because there is strong relation between understanding of local language and 

high performance. Although most of the expatriates are able to use English, however, it is 

sometimes difficult to use it in conversations. Therefore, ability to use local language is highly 

desirable. However, as shown in Table 26, only 48.6 percent thought that understanding of the 

host country language had any impact on their performance.  

 

The reason behind providing facilities of learning host country language is to help expatriates in 

order to communicate with local staff of host country. It can not only facilitate them to be 

successful, but can prevent having culture shock. 
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Table 26: Relation between host country language and performance 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 3 3.6 4.2 4.2 

  less important 15 17.9 20.8 25.0 

  Neutral 19 22.6 26.4 51.4 

  Important 19 22.6 26.4 77.8 

  most important 16 19.0 22.2 100.0 

  Total 72 85.7 100.0   

Missing System 12 14.3     

Total 84 100.0     

  

As pointed out earlier, it is crucial to be able to understand, speak international language since it 

is a mean of communication among people. In response to the question, the researcher wanted to 

know how helpful international language is in expatriates’ success. A majority of respondents 

(78 percent) held the opinion that international language like English was “important” or “most 

important” for the expatriates’ success on Pakistani assignments (Table 27). International 

language (i.e. English) received higher score (4.233on scale of 5.000) than the local language 

(3.417 on scale of 5.000). One plausible reason for such phenomenon is that English is the 

official and business language in Pakistan that is why it is more important than the local 

language.  

 

Table 27: The impact of international language (English) on expatriates' success 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less important 5 6.0 6.8 6.8 

  Neutral 11 13.1 15.1 21.9 

  important 19 22.6 26.0 47.9 

  most important 38 45.2 52.1 100.0 

  Total 73 86.9 100.0   

Missing System 11 13.1     

Total 84 100.0     

 



 135

Hypothesis: Importance of the language related dimensions varies significantly among five 

sectors including education, construction, press and media, telecommunication and others.  

 

ANOVA results presented in Table 28 indicate that:  

 

- Importance of the language capability (L1) significantly varies among sectors 

- Importance of the proficiency in the host country language (L2) significantly varies 

among sectors 

- Importance of the proficiency in the international language (like English) (L3) do not 

significantly differ among sectors 

 

Table 28: ANOVA – Importance of language for expatriates’ performance 

    Sum of Squares df Mean Square F Sig. 

L1 Between Groups 13.128 4 3.282 2.332 .065 

  Within Groups 92.872 66 1.407     

  Total 106.000 70       

L2 Between Groups 18.119 4 4.530 3.865 .007 

  Within Groups 77.346 66 1.172     

  Total 95.465 70       

L3 Between Groups 5.690 4 1.423 1.649 .172 

  Within Groups 57.810 67 .863     

  Total 63.500 71       

 

Note: 

1. L1= Do you think that language capability may help in your performance? 

2. L2= Do you think that understanding the host country language is related with your 

performance? 

3. L3= Is international language (like English) helpful in your success? 
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4.3.5. THE IMPORTANCE OF THE FAMILY SITUATION FOR THE EXPATRIATES’ 
SUCCESS 

 

Spouse plays a critical role on overseas assignments’ success or failure (Turcotte, 1996, p.38). 

The importance of family is so crucial that either helps expatriates to be successful or it is one of 

the major factors which cause expatriates’ failures. Cross-cultural adjustment of family can 

positively influence the expatriate's overall success. As spouse adjustment, satisfaction, concern, 

anxiety, intention, and willingness to return overseas are related to expatriate and vice-versa. The 

more spouse is interested in staying abroad, the more expatriate can stay and vice-versa 

(Turcotte, 1996, pp. 109-110).  

 

In order to study the impact of family issues on the success of expatriates on foreign 

assignments, three dimensions were explored: 

1. Support of family / spouse to live abroad (FamSit1) 

2. Adaptation of family / spouse to the new culture (FamSit2) 

3. Willingness/liking of spouse to live abroad (FamSit3) 

 

Support of family secured higher score of importance (3.833 on scale of 5.000) as compared to 

3.789 score for adaptation of family / spouse to the new culture and  3.643 for willingness/liking 

of spouse to live abroad (Table 30). 

 

Hypothesis: Importance of the family/spouse related issues varies significantly among five 

sectors including education, construction, press and media, telecommunication and others.  

 

ANOVA results presented in Table 29 indicate that:  

 

- Difference is not significant among sectors. 

Family problems and concerns equally matter in all sectors. Expatriates could be overly 

influenced by each family member’s problems and concerns (Caligiuri, Hyland, & Joshi, 1998, 

p.601). 
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Table 29: ANOVA – Importance of family situation for expatriates’ performance 

    Sum of Squares df Mean Square F Sig. 

FamSit1 Between Groups 8.583 4 2.146 1.246 .300 

  Within Groups 115.417 67 1.723     

  Total 124.000 71       

FamSit2 Between Groups 6.276 4 1.569 1.183 .327 

  Within Groups 87.555 66 1.327     

  Total 93.831 70       

FamSit3 Between Groups 3.880 4 .970 .767 .551 

  Within Groups 82.192 65 1.264     

  Total 86.071 69       

 Note: 

1. FamSit1= Support your family/spouse to live abroad is necessary for your success. 

2. FamSit2= Adaptation of your family/spouse to the new culture 

3. FamSit3= Willingness/liking of spouse to live abroad 

 

As pointed out earlier, satisfaction of spouse with new environment and culture is crucial for 

expatriate in order to continue the overseas mission. Hence, CCT should be given not only to 

expatriates but to spouses as well. It is shown in Figure 10 that how family characteristics impact 

the employment adjustment (Caligiuri, et al., 1998. p. 600).  

 

 

Figure 10: Theoretical model of family adjustment and employment adjustment 
 

  

 

 

 

         

 

 Source: Caligiuri, et al., 1998, 600 

Family characteristics: 
Family communication 
Family adaptability 
Family support 
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adjustment 

Employment  
adjustment 

In parent country In host country 
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Table 30: Family situation  

Fields   FamSit1 FamSit2 FamSit3 

Education Mean 3.8333 3.8293 3.5750 

  N 42 41 40 

  Std. Deviation 1.14587 1.11585 1.17424 

Construction Mean 4.6667 4.5000 4.3333 

  N 6 6 6 

  Std. Deviation .81650 .83666 .51640 

Telecommunication Mean 4.0000 4.0000 3.6667 

  N 6 6 6 

  Std. Deviation 1.26491 1.09545 1.03280 

Press & Media Mean 4.0000 3.3333 3.8333 

  N 6 6 6 

  Std. Deviation 1.09545 1.21106 .98319 

Others Mean 3.2500 3.4167 3.4167 

  N 12 12 12 

  Std. Deviation 2.00567 1.37895 1.24011 

Total Mean 3.8333 3.7887 3.6429 

  N 72 71 70 

  Std. Deviation 1.32154 1.15777 1.11688 

 

Note: 

1. FamSit1= Support of your family/spouse to live abroad is necessary for your success 

2. FamSit2= Adaptation of your family/spouse to the new culture 

3. FamSit3= Willingness/liking of spouse to live abroad 

 

4.3.6. THE FACTORS WHICH CAUSE CULTURE SHOCK 

 

It is the first experience when expatriates have some difficulties on overseas assignments as they 

are referred to as culture shock (Russell, 2006, p, 44). According to Qi and Lange (2005), culture 
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shock means feeling lost, confused, and anxious. The most important reason why people feel 

these feelings is due to unfamiliar situations and different cultural norms and values, work, and 

non-work environments. When expatriates are sent on overseas assignments, it is natural to take 

their own values, beliefs, behaviors and whatever they have regarding their culture, they cannot 

leave them in their home countries, so when they face different culture environment they may 

experience culture shock. (p. 13).  

 

In order to explore answer of this question, respondents were asked in the survey “which 

factor(s) do you think that can cause cultural shock?” They rated frequency of the use of various 

elements on scale of 5 (with 1 = strongly disagree and 5 = strongly agree).  

 

There are many variables affecting the culture shock of expatriates. Results (Table 31) reveal 

that expatriates from construction sector perceived both “family situation” with mean of 4.33, 

and   “personal sensitivity” with mean of 4.33 as the main factors causing culture shock in 

Pakistan. On the other hand, respondents from press and media sector opined that lack of 

technical competence should be considered as the most important factor cause of culture shock 

while expatriates from telecommunication opined that “difficulties to adapt to adjust to a new 

culture” should be considered the main variable causing culture shock. And followed by the 

expatriates from others rated “family problems” with mean of 3.33, finally expatriates from 

education assign main reason to the “personal sensitivity with mean of 3.73. 

 

On overall basis, results and discussions lead to the conclusion that the MNCs are currently 

assigning higher priority to the family situation, personal sensitivity. 
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Table 31: The cause(s) of culture shock 

Fields   1 2 3 4 5 6 7 

Education Mean 3.1463 3.5476 3.6341 3.7317 3.0000 3.3250 3.1750 

  N 41 42 41 41 39 40 40 

  Std. 

Deviati 
1.03829 1.06387 1.13481 1.00061 .88852 .97106 1.10680

Construction Mean 2.6667 4.0000 4.3333 4.3333 3.1667 2.1667 4.1667 

  N 6 6 6 6 6 6 6 

  Std. 

Deviati 
1.63299 .63246 .81650 .51640 .98319 .98319 1.32916

Telecommu Mean 3.6667 4.0000 3.1667 3.0000 3.3333 3.3333 2.8333 

  N 6 6 6 6 6 6 6 

  Std. 

Deviati 
1.21106 1.09545 1.32916 1.26491 1.50555 1.63299 1.47196

Press & 

Media 

Mean 
3.3333 3.8333 3.8000 4.0000 4.1667 3.8333 2.3333 

  N 6 6 5 6 6 6 6 

  Std. 

Deviati 
1.86190 1.60208 1.30384 .89443 .75277 1.16905 1.21106

Others Mean 2.5833 2.8333 3.0000 3.3333 3.0833 3.0000 3.2500 

  N 12 12 12 12 12 11 12 

  Std. 

Deviati 
1.56428 1.19342 1.27920 1.15470 1.37895 1.48324 .86603 

Total Mean 3.0704 3.5278 3.5571 3.6761 3.1594 3.2174 3.1714 

  N 71 72 70 71 69 69 70 

  Std. 

Deviati 
1.27978 1.13798 1.18732 1.03888 1.06582 1.17410 1.16683

 

Note: 

1. Not having CCT 

2. Difficulties in adjustment 
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3. Family problems 

4. Personal sensitivity 

5. Lack of technical competence 

6. Lack of local language 

7. Food 

 

Hypothesis: Causes of cultural shocks vary significantly among all sectors including education, 

construction, press and media, telecommunication and others.  

 

ANOVA results presented in Table 32 indicate that:  

 

- Difference is not significant among sectors. 

 

It implies that all factors of cultural shock matter in all sectors. 
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Table 32: ANOVA - The cause(s) of culture shock among sectors 

    Sum of Squares df Mean Square F Sig. 

CultSH1 Between Groups 6.609 4 1.652 1.009 .409 

  Within Groups 108.039 66 1.637     

  Total 114.648 70       

CultSH2 Between Groups 9.040 4 2.260 1.826 .134 

  Within Groups 82.905 67 1.237     

  Total 91.944 71       

CultSH3 Between Groups 8.793 4 2.198 1.615 .181 

  Within Groups 88.479 65 1.361     

  Total 97.271 69       

CultSH4 Between Groups 7.501 4 1.875 1.819 .136 

  Within Groups 68.049 66 1.031     

  Total 75.549 70       

CultSH5 Between Groups 7.330 4 1.832 1.677 .166 

  Within Groups 69.917 64 1.092     

  Total 77.246 68       

CultSH6 Between Groups 9.964 4 2.491 1.903 .121 

  Within Groups 83.775 64 1.309     

  Total 93.739 68       

CultSH7 Between Groups 10.918 4 2.729 2.137 .086 

  Within Groups 83.025 65 1.277     

  Total 93.943 69       

 

Note: 

1. CultSH1= Not having CCT 

2. CultSH2= Difficulties to adapt to adjust to a new culture 

3. CultSH3= Family problems 

4. CultSH4= Personal sensitivity 

5. CultSH5= Lack of technical competence 

6. CultSH6= Lack of local language 



 143

7. CultSH7= Food 

 

Hypothesis: Causes of cultural shocks vary significantly with nation of origin.  

 

ANOVA results presented in Table 33 indicate that difference in the following causes of cultural 

shocks is significant among expatriates from Turkey, China, Jordan and Kingdom of Saudi 

Arabia. 

 

It implies that all factors of cultural shock matter in all sectors. 
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Table 33: ANOVA - The cause(s) of culture shock among different nationals 

    Sum of Squares df Mean Square F Sig. 

CultSH1 Between Groups 20.640 4 5.160 3.601 .010 

  Within Groups 93.131 65 1.433     

  Total 113.771 69       

CultSH2 Between Groups 19.373 4 4.843 4.828 .002 

  Within Groups 66.205 66 1.003     

  Total 85.577 70       

CultSH3 Between Groups 12.667 4 3.167 2.467 .054 

  Within Groups 82.144 64 1.284     

  Total 94.812 68       

CultSH4 Between Groups 8.591 4 2.148 2.323 .066 

  Within Groups 60.109 65 .925     

  Total 68.700 69       

CultSH5 Between Groups 4.837 4 1.209 1.082 .373 

  Within Groups 70.383 63 1.117     

  Total 75.221 67       

CultSH6 Between Groups 11.283 4 2.821 2.157 .084 

  Within Groups 82.408 63 1.308     

  Total 93.691 67       

CultSH7 Between Groups 9.562 4 2.391 1.828 .134 

  Within Groups 83.684 64 1.308     

  Total 93.246 68       

 

 

4.3.7. WHAT TYPE OF PRE-DEPARTURE TRAINING IS IMPORTANT FOR YOUR 
SUCCESS?  

 

The reasons why MNCs provide pre-departure cross-cultural training are to facilitate both 

expatriates and their spouses to develop their realistic expectations, and also facilitating their 
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adaptabilities (Turcotte, 1996, p. 72). Hence, providing pre-departure training for expatriates is 

quite significant for overseas missions. The other reasons why it is significant is that before 

arriving in host country expatriates can get enough information about work environment and new 

culture. Pre-departure CCT will facilitate the immediate arrival of the expatriate with basic 

knowledge (Avril & Magnini, 2007, p. 57). Then they can mentally and physically be ready to go 

there. When they are ready to go to a different place, it will help them to be successful.  

 

Do the MNCs allocate priority to the pre-departure CCT for their expatriates’ success? In order 

to explore answer of this question, respondents were asked in the survey “what type of pre-

departure training is important for his/her success? They rated frequency of the use of various 

elements on scale of 5 (with 1 = least important and 5 = most important).  

 

The statistical results of the survey related to pre-departure training are presented in Table 34. 

The survey results reveal some variation among the sectors (education, construction, 

telecommunication, press and media, and others) regarding the importance of pre-departure for 

their success. Expatriates from education, construction, press and media, and others opined that 

“language training” in pre-departure training should be considered as the most important 

variable. Interestingly, expatriates from telecommunication sector do not assign higher priority to 

language training. They rated “cultural orientation” as the most important variable. Cultural 

orientation is difficult and it is costly for multinational organizations. That is why multinational 

organizations mostly do not provide this kind of pre-departure training for expatriates who are 

sent on overseas assignments.   

 

As a result, as shown in Table 34, expatriates assign the highest priority to the language training. 

So it would be better if multinational organizations increase the rate of pre-departure training. 

There are various advantages of learning a foreign language. It facilitates expatriates to improve 

their interrelationship. Language can help expatriates to better understand a new job 

environment. 
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Table 34: What type of pre-departure training is important for expatriates’ success? 

Fields   1 2 3 4 

Education Mean 3.8293 3.2857 3.2750 3.4878 

  N 41 42 40 41 

  Std. Deviation 1.04648 1.08843 1.03744 1.09822

Construction Mean 4.0000 2.6667 2.6667 3.1667 

  N 6 6 6 6 

  Std. Deviation .89443 1.21106 1.03280 .75277 

Telecommunication Mean 3.6667 3.8333 3.0000 3.3333 

  N 6 6 6 6 

  Std. Deviation 1.21106 1.16905 1.09545 1.21106

Press & Media Mean 4.6667 3.8333 3.5000 3.6667 

  N 6 6 6 6 

  Std. Deviation .81650 1.47196 1.51658 1.03280

Others Mean 2.3333 3.2500 3.1667 3.7500 

  N 12 12 12 12 

  Std. Deviation 1.55700 1.42223 1.11464 1.05529

Total Mean 3.6479 3.3194 3.2000 3.5070 

  N 71 72 70 71 

  Std. Deviation 1.27726 1.19655 1.08481 1.05388

 

Note: 

1. 1= Language training 

2. 2= ½ to 1 day cultural orientation (cultural information, value system etc.) 

3. 3= Intensive cultural orientation (i.e. several days or more) 

4. 4= Environmental briefing (e.g. information about geography, climate, housing, schools 

etc.) 
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4.3.8. WHAT TYPE OF POST-ARRIVAL TRAINING SHOULD YOU RECEIVE 
DURING YOUR STAY IN PAKISTAN? 

 

With increasing multinational business operations CCT is required for employees sent in 

overseas assignments. Even  the most of the studies of well-known scholars like Berry et al., 

1993; Black and Mendenhall, 1990; Deshpande and Viswesvaran, 1992; Gregersen and Black, 

1992; Hammer and Martin, 1990; Naumann, 1993; Oddou, 1992) support the use of 

CCT(Selmer, et al. 1998, pp. 831). 

 

It has been mentioned earlier that post arrival CCT had several effects such as behavioral skills, 

cross cultural knowledge, essential cognitive structures, habitual behaviors especially on the 

expatriates’ performance while working abroad. Post arrival CCT can facilitate cultural 

knowledge, and new behavior skills of expatriates on overseas assignment (Selmer, et al. 1998, 

pp. 831-832). It is suggested that post arrival CCT should be given after expatriates’ tries to cope 

with culture shock. That is why it would be better if it can be provided after arrival of expatriate 

of three months until six months. Because it would be better if it can be given after first 

experience of arrival, facing culture shock of expatriate. These kinds of training programs can 

focus especially on the host country’s culture relationships as well as values, and structure of 

society. During this kind of training, he or she can get information about whatever he/she needs 

(Selmer, 2000b, p. 52). It would offer an opportunity to the expatriates in sorting out their 

problems. According to Black, et al., (1992), CCT can facilitate expatriates to better understand 

new environment, rules, individuals to practice, and develop the behaviors and skills necessary 

for operating effectively in the host country (p. 127).  

 

In order to gain insight into the practices of post-arrival training of expatriates in the MNCs, 

respondents were asked a question “what type of post-arrival training did you receive after 

arrival in Pakistan?” They rated frequency of the use of various criteria on scale of 5 (with 1 = 

least important and 5 = most important).  

 

According to Table 124, results reveal that  majority of expatriates (70 percent) stated that they 

received post arrival language training while working in Pakistan and only minority of them (30 
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percent) acknowledged that they have not received and  followed by cultural awareness training 

with 64.7 percent (Table 125), executive courses with 51.5 percent (Table 126). Finally, a great 

deal of respondents (61.8 percent) stated that they received environmental briefing (Table 127).  

 

As a result, MNCs operating in Pakistan are interested in post arrival CCT. Majority of 

expatriates working in multinational organizations operating in Pakistan think that they should 

get opportunity to obtain some types of post arrival trainings. 

 

Outcomes and discussions lead to the conclusion that determinants such as personal 

characteristics, language ability, family situation, pre-departure, and post arrival CCT have vital 

effects on the success of expatriates. In this survey, it is revealed that the determinants of success 

of expatriates and their effects are similar to the determinants mentioned in literature review. 

 

Cross-cultural training not only improves the working ability of the expatriates. Moreover it 

reduces the cost and increase profitability of the parent company. Expatriates’ success depends 

upon the possession of perception skills, understanding the host country people, having positive 

aptitude coupled with increased adaptability acclimatize them in the environment of the host 

country.  

 

As pointed out earlier, almost all multinational organizations pay more attention to technical 

competence in order to get success of expatriates. It is comprehensible that technical competence 

of expatriates is a significant factor, but technical competence alone is not enough or effective 

for being successful on overseas assignments. Additional to technical competence, the variables 

mentioned earlier, relational abilities such as support of companies, family orientation supports, 

language, and etc. are also needed. 

 

4.3.9. FACTOR ANALYSIS 

 

Through literature following determinants of the success of expatriates were identified: 
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1. Bearing uncertainty and stress (PerChar1) 

2. Reacting flexibly to new things (PerChar2) 

3. Being objective and willing to accept recommendation from locals (PerChar3) 

4. Willingness to accept local thoughts, behaviors and customs (PerChar4) 

5. Social skills (PerChar5) 

6. Language capability (LA1) 

7. Proficiency in the host country language (LA2) 

8. Proficiency in the international language (like English) (LA3)  

9. Support of family / spouse to live abroad (FamSit1) 

10. Adaptation of family / spouse to the new culture (FamSit2) 

11. Willingness/liking of spouse to live abroad (FamSit3) 

 

Factor analysis is a multivariate analysis involving complex algebraic method to discover 

patterns in several variables (Babbie, 2004) or to identify underlying variables, or factors. 

Kaiser-Meyer-Olkin (KMO) and Bartlett’s Test of Sphericity are used to examine suitability of 

the data for factor analysis through assessing patterns of correlations in the data. KMO is used to 

measure sampling adequacy. The value of KMO ranges from 0 to 1. If it is 0.60 or higher, factor 

analysis is appropriate. In this case the KMO is 0.809 (which is greater than 0.6) therefore, 

sampling adequacy is confirmed. 

 

Bartlett's Test of Sphericity tests the hypothesis that correlation matrix is an identity matrix.  

Bartlett’s statistics is significant [χ2(55)=351, p<0.000] and therefore hypothesis is accepted that 

correlation matrix is an identity matrix. So this data set is suitable for factor analysis (Table 35).  

 

Table 35: KMO and Bartlett's Test 

 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .809 

Bartlett's Test of Sphericity Approx. Chi-Square 351.460 

Df 55 

Sig. .000 



 150

Table 128  presents the communalities for each of the variables that have been included in the 

analysis. The communality reflects proportion of shared variance for each variable. There are 

seven methods of data extraction: 

 

1. Principal Component Analysis (PCA) 

2. Unweighted Least-Squares Method 

3. Generalized Least-Squares Method 

4. Maximum-Likelihood Method 

5. Principal Axis Factoring 

6. Alpha 

7. Image Factoring 

 

If there is likelihood of the issue of multicollinearity, then PCA is used. Because in the present 

analysis, the issue of multicollinearity was very likely, therefore, PCA was used. Communalities 

extracted are given in Table 128. 

 

Components with Eigenvalues greater than one were found to be only three with cumulative 

variance of 69 percent (Figure 14 and Table 129). In order to have optimal level of variance, 

“number of components” was used as criterion for selection of components. As a result, five 

components were extracted which yielded cumulative variance of about 82 percent (Table 129).  

 

As mentioned earlier that PCA was used for extraction of components. Components Matrix 

showing five components extracted is given in Table 130. In order to derive meanings, Rotated 

Component Matrix was generated which is given at Table 131. Component Plots in Rotated 

Matrix can be seen in Figure 15. For this purpose, Varimax with Kaiser Normalization method 

was used to minimize number of variables with high loadings on a component. The resultant 

Component Transformation Matrix is at Table 132. 
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4.4. Cross Cultural Training Processes of Managers 
 

The CCT process of managers is crucial for multinational organizations. The reason(s) why CCT 

process of managers is significant for them is that; it can facilitate managers to receive both 

knowledge and skills to fulfill their duties better. Thus companies include different types of 

factors while providing CCT. The interests can differ from company to company. For example, 

while some of them pay more attention to cultural awareness, the others can pay more interest to 

technical competence or interpersonal ability, and etc. In order to find out which variables should 

include in CCT according to international experiences of the expatriates working in Pakistan, the 

question “which of the following factors should CCT include?” was asked to respondents. The 

respondents rated frequency of the use of various variables on scale of 5 (with 1= least important 

and 5= most important). 

 

4.4.1. THE FACTORS INCLUDED IN CROSS CCULTURAL TRAINING 

 

CCT of expatriates is vital for multinational organizations, as it facilitates them in fulfilling their 

duties in effective ways (Haile and Jones, 2007). Thus agile companies remain more responsive 

to the CCT needs of their employees working on assignments in foreign countries. However, the 

focus of CCT varies from company to company, which includes cultural awareness, technical 

competence, and interpersonal ability, confidence and cross cultural skill development. 

Following sections present survey results related with importance of these factors in Pakistan. 

 

Confidence building has emerged as the most important factor with the mean score of 3.59 

(SD=0.941) on scale of 5.00 followed by cross cultural skills development (3.576) 

 

When the researcher wanted to observe which variables such as cultural awareness, technical 

competence, interpersonal ability, confidence, and cross cultural skill development, CCT should 

be in, it has been found out that the respondents from all sectors assessed that all factors were 

crucial (see Table 133,Table 134Table 135, Table 136, and Table 137). The importance of 

factors differs from sector to sector. For example, for education, the most important factor is 
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confidence with the mean of 4.00. Cultural awareness, technical competence, and confidence 

with the same mean of 3.83 are the most important factors for construction. Then cultural 

awareness is for telecommunication and confidence is for press and media and others (Table 36). 

On the other hand, the highest support is coming from confidence for press and media with the 

highest mean of 4.83.  

 

The results presented in Table 36 indicate that: 

 The importance of variables differs from sector to sector 

 All the variables are highly important 

 The most important variable is confidence 

 

It is believed that emotions affect behaviors, attitudes, and positive imitations develop 

performance. Hence, confidence is strongly beneficial for expatriates while accepting overseas 

missions, and while working fulfilling their duties. Because psychological states of expatriates 

can affect their performance, and when expatriates feel confident they are able to perform more 

effectively (Compte and Postlewaite, 2004, p. 1536). 
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Table 36: The factor(s) CCT should include 

Fields   1 2 3 4 5 

Education Mean 3.5714 3.6098 3.5854 4.0000 3.7500 

  N 42 41 41 41 40 

  Std. Deviation .96633 .83301 .86532 .86603 .86972 

Construction Mean 3.8333 3.8333 3.6667 3.8333 3.3333 

  N 6 6 6 6 6 

  Std. Deviation .75277 .75277 .51640 .98319 .51640 

Telecommunicat Mean 4.1667 2.3333 3.3333 3.5000 4.0000 

  N 6 6 6 6 6 

  Std. Deviation 1.16905 1.63299 1.21106 1.37840 1.09545 

Press & Media Mean 4.3333 4.0000 4.5000 4.8333 4.1667 

  N 6 6 6 6 6 

  Std. Deviation .51640 1.54919 .54772 .40825 .40825 

Others Mean 2.7500 2.8333 3.2500 3.7500 3.6667 

  N 12 12 12 12 12 

  Std. Deviation 1.65831 1.02986 .86603 .96531 1.15470 

Total Mean 3.5694 3.4225 3.5915 3.9718 3.7571 

  N 72 71 71 71 70 

  Std. Deviation 1.14850 1.09103 .88765 .94070 .89176 

 

Note: 

1. 1= Cultural awareness 

2. 2= Technical competence 

3. 3= Interpersonal ability 

4. 4= Confidence 

5. 5= Cross cultural skill development 
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4.4.2. THE CROSS CULTURAL PROGRAMS THE EXPATRIATE RECEIVED 
BEFORE COMING TO PAKISTAN  

 

CCT programs significantly improve the performance of managers in MNCs. Research reveals 

five different CCT; 1) didactic training, 2) culture assimilation, 3) language training, 4) 

sensitivity training, and 5) field experience (Waxin & Panaccio, 2005 p.53 cited Tung, 1981). 

Many European, American, and Canadian MNCs provide at least the language training to the 

would-be expatriates, and also to the staff who aspires to increase their competence. But 

according to the respondents some training areas are much more important than the others.  

 

The respondents working in different sectors in Pakistan declared that they had received some 

kinds of CCT programs before coming to Pakistan. But the majority of expatriates (seeTable 

138Table 139Table 140Table 141Table 142) have not received cross cultural programs. The 

number of respondents who got some kinds of CCT is less than the number of the respondents 

who have not received any kinds of CCT programs. For example, the respondents who had 

special knowledge training were 43.1 percent, and who had not were 56.9 percent (Table 138). 

For the other kinds of CCT the situation was almost similar, such as for language the percentage 

of respondents who received CCT was 45.8 and who have not was 54.2 (Table 139).  

 

The situation for the number of respondents who have pre-departure training is similar to 

previous variable as percentage of it is 32.4 for respondents who have and it is 67.6 percent for 

the respondents who have not (Table 140). Results depict (see Table 141) that similar to pre-

departure CCT program the majority of the respondents (62 percent) did not receive the technical 

training, and only 38 percent of respondents could get technical CCT program before coming to 

Pakistan (see Table 141). Finally, 43.1 percent of the respondents acknowledged that they 

received the cultural awareness cross-cultural training program, and the rest (56.9 percent) have 

not received such type of cultural awareness training program before coming to Pakistan (Table 

142). Generally multinational organizations provide some kinds of training to the staff who are 

sent on overseas assignments. But it would be better if they increase the number of expatriates 

who received the cross-cultural training.  
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This study reveals that the majority of the respondents could not get the opportunity to receive 

more CCT programs. Therefore, the results depict that the organizations should provide trainings 

focusing the cultural aspect. For example, more than half of the respondents stated that they have 

not received any kinds of CCT.  

 

The results presented in Table 139 and Table 142 indicate that: 
 The MNCs which sent expatriates to Pakistan mostly provided language and cultural 

awareness training CCT 

 MNCs are not much interested in providing Pre-departure CCT as percentage of 

expatriates who received CCT is less than 50. 

 

4.4.3. RATING RELEVANCE TO USE CCT WHICH HAS BEEN PROVIDED BY THE 
EXPATRIATE’S ORGANIZATION 

 

In this question, the responses show the trend that the CCT programs mentioned above are 

relevant (42.4 percent), and very much relevant (22.7 percent). CCT programs play a crucial role 

in their success when they are working on overseas assignments. The expatriates, working 

abroad, demand and support the cross cultural aspect to be included in their training. That is why 

majority of them favored and chose the degree of preference; relevant and very much 

relevant.The moderately significant support comes from others with the mean of 4.18 following 

press and media with a mean of 3.66 (Table 37).  

 

Table 37: Sectorial rating relevance to use CCT 

Fields Mean N Std. Deviation 

Education 3.5526 38 1.05772 

Construction 2.8000 5 1.09545 

Telecommunication 3.6000 5 1.14018 

Press & Media 3.6667 6 1.36626 

Others 4.1818 11 .75076 

Total 3.6154 65 1.07081 
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4.4.4. PREPARING MANAGERS FOR NEW CULTURE, NEW JOB REQUIREMENTS 
AND INTERACTIONS WITH LOCAL PEOPLE 

 

The more multinational organizations expand their operations into different countries, the more 

they interact with various cultures and local people. These kinds of organizations need to send 

their own employees. The sooner the expatriates make adjustments and develop contacts with the 

host country people and become aware of their cultural values the quicker they achieve success 

in their careers. The prior experience with staff of host country can improve both cross cultural 

adjustment and success (Caligiuri, et al., 1998, p. 610). 

 

In this survey, expatriates also favored the similar aspects as expatriates working in multinational 

organizations operating in Pakistan consider the training processes suitable for MNC’s managers 

that consider exposure to new culture, new environment, new job requirements and interactions 

with local people. The results of this part indicate that a significant number of respondents 

consider it inevitable preparing managers for on overseas assignments. For example, with 53.6 

percent, they were considered suitable of special knowledge training (Table 144). For other 

training processes, expatriates stated as following: language training 61.8 percent (Table 145), 

pre-departure training 59.4 percent (Table 146), post arrival training 55.9 percent (Table 147), 

and the highest percentage is cultural awareness & sensitivity training 70 percent (Table 148). 

 

Most of the respondents assessed the second training process; language training as the highest 

training process. According to Table 38, the respondents from education sector chose the second 

training process “language training” with mean of 4.07; the respondents from construction sector 

also assessed the language training with mean of 4.00. Respondents from telecommunication 

with mean of 4.16 and others with mean of 3.83, both sectors rated “cultural awareness and 

sensitivity training” relatively high.  

 

Moreover, the respondents working in press and media sector equally rated both “special 

knowledge training” and “language training” with a mean of 4.33. The reason of high rating of 

language training process appeals because the training programs of expatriates aimed at 

increasing the awareness about new culture and especially the new job requirements should 
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necessarily consider language training. Without capability of foreign language expatriates 

(managers) cannot be successful and would not interact with host country staff and local people 

in a convenient way minimizing cultural and language barriers as well. That is why respondents 

believe that language training preferably is ultimately needed for expatriates as an intimate 

vehicle of communication to interact with local people.  

 

Table 38: Preparing managers 

Fields   1 2 3 4 5 

Education Mean 3.9231 4.0789 3.6316 3.6316 3.7500 

  N 39 38 38 38 40 

  Std. Deviation 1.01007 .94101 .81940 .97040 1.19293

Construction Mean 2.6667 4.0000 3.5000 2.6667 3.0000 

  N 6 6 6 6 6 

  Std. Deviation 1.03280 .89443 .83666 1.03280 .63246 

Telecommunication Mean 2.6000 2.8000 3.8333 3.6667 4.1667 

  N 5 5 6 6 6 

  Std. Deviation 1.67332 1.48324 1.16905 1.50555 1.60208

Press & Media Mean 4.3333 4.3333 4.0000 4.0000 4.2000 

  N 6 6 6 5 5 

  Std. Deviation 1.03280 .81650 1.54919 .70711 .83666 

Others Mean 2.5000 2.5000 3.1667 3.6667 3.8333 

  N 12 12 12 12 12 

  Std. Deviation 1.67874 1.16775 1.02986 1.07309 1.19342

Total Mean 3.5000 3.7164 3.5882 3.5821 3.7681 

  N 68 67 68 67 69 

  Std. Deviation 1.35492 1.19095 .96561 1.04663 1.17755

 

Note: 

1. 1= Special knowledge training 

2. 2= Language training 
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3. 3= Pre-departure training 

4. 4=  Post arrival training 

5. 5= Cultural awareness & sensitive training 

 

4.4.5. TIMING OF CROSS CULTURAL TRAINING  

 

The significant number of responses from expatriates working in multinational organizations 

operating in Pakistan revealed that the exact and relevant time for providing CCT one-to-two 

weeks prior to landing and starting the new job and not after arrival and starting the new job in 

the host country. Smaller proportion of the expatriates stated the other options regarding timing 

CCT (see Table 149, Table 150, Table 151, Table 152, Table 153, and Table 154). These results 

indicate that the cross-cultural training should be provided to expatriates just before they are 

expected to leave for the ex-destination.   

 

4.4.6. THE EFFECT(S) OF THE HOST COUNTRY LANGUAGE ABILITY  

 

As shown in Table 155, Table 156, Table 157, Table 158, Table 159, a significant number of 

expatriates from all sectors rated the host country language ability as high because it affects them 

a lot. Exposure to special knowledge and learning language enable them to communicate with 

the host country people and facilitate the cultural awareness. This training also reduces any 

chance of confusion because of language and communication barrier protects expatriates 

(managers) from having any culture shock.  

 

Host countries language abilities could affect elements such as facilitating communication with 

locals, attempting to learn about the host culture, enabling one to be polite, cultural awareness, 

permitting cultural understanding, and ability to choose appropriate words on different occasions 

of happiness and otherwise. The respondents (expatriates) emphasized these above mentioned 
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elements with the following statistics; expatriates rated facilitating communication with locals 

with percentage of 64.8  (Table 155), the percentage of  attempting to learn about the host culture 

is 59.2 (Table 156), enabling one to be polite percentage is 52.1 (Table 157), cultural awareness 

have 66.2 percent (Table 158), and finally they rated permitting cultural understanding with 53.9 

percentage (Table 159). So as it can be understood by giving information above regarding the 

effects of the language of the host countries that it is needed to let, provide and facilitate learning 

local staff languages for expatriates. 

 

According to Table 39, the effectiveness of host country language ability differed from sector to 

sector though majority of them rated them moderately high. But the highest, most important and 

crucial element is “cultural awareness” by press and media. The next important element 

“facilitate communication with local” was rated high by construction sector. The mean values of 

the other sectors were found similar to each other. In education sector, the mean result is 3.82 

which shows the third high rating among other variables. Here three elements share the same 

rates. These first three elements are: facilitate communication with locals; attempt to learn about 

the host culture; and enabling one to be polite. Other sector mean (3.75) is also in accordance 

with these results permitting cultural understanding. This highlights the great significance of this 

element. Lastly, respondents from telecommunication sector rate two elements: facilitate 

communication with locals; and cultural awareness with mean of 3.33 with the same rate. The 

above discussion shows the significance of language training to multinationals employees.  

 

All respondents emphasized the importance of interactions with local people and the success of 

expatriates sometimes depends on the extent of expatriate’s communication with local people. 

Therefore, opportunities and capabilities of interactions with local people may help expatriates 

not having culture shock and enable them to adjust to new environment much more easily. It also 

helps them understand customs, norms, culture, and communication of host country. Host 

country language ability can help expatriates to increase their job performance. The best 

interactions with local people can be by learning the language of local staff. This is the 

responsibility of organizations to teach their managers and make them aware of the local staff 

language if they want to be successful on their overseas assignments. So this question was 

designed in order to find out the importance of dimensions according to expatriates’ experiences 
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abroad. They know successful interaction with local staff can facilitate in improving work 

performance of expatriates. Finally, learning, and understanding of host country’s local language 

can help expatriates to understand their living styles, local myths, and cults. Understanding their 

cultures significantly can improve international relationships and can create much more 

favorable conditions of working. 

 

Table 39: The effectiveness of host country language ability 

Fields   1 2 3 4 5 

Education Mean 3.8250 3.8250 3.8250 3.7317 3.8049 

  N 40 40 40 41 41 

  Std. Deviation 1.27877 1.03497 .87376 1.07295 .92789 

Construction Mean 4.1667 3.8333 2.6667 3.0000 2.6667 

  N 6 6 6 5 6 

  Std. Deviation .75277 .98319 .81650 .70711 .81650 

Telecommunication Mean 3.3333 3.1667 3.0000 3.3333 3.0000 

  N 6 6 6 6 6 

  Std. Deviation 1.50555 1.47196 1.41421 1.63299 1.41421

Press & Media Mean 3.8333 4.3333 3.8333 4.5000 4.0000 

  N 6 6 6 6 6 

  Std. Deviation 1.16905 .81650 .75277 .54772 .00000 

Others Mean 2.7500 3.0833 3.0000 3.4167 3.7500 

  N 12 12 12 12 12 

  Std. Deviation 1.86474 1.24011 .95346 .90034 1.05529

Total Mean 3.6286 3.6857 3.5143 3.6571 3.6479 

  N 70 70 70 70 71 

  Std. Deviation 1.40570 1.12344 1.00351 1.07522 1.00141

 

Note: 

1. 1= Facilitate communication with locals 

2. 2= Attempt to learn about the host culture 

3. 3= Enabling one to be polite 
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4. 4= Cultural awareness 

5. 5= Permitting cultural understanding 

 

4.4.7. THE BENEFITS OF CROSS CULTURAL TRAINING 

 

CCT helps develop awareness about the host country people, promoting clear lines of 

communication, developing better relationships, helping people to learn about themselves, 

encouraging confidence, building trust, motivation, developing listening skills, and etc. (Payne, 

2004). Although there are various benefits of CCT, only 30 percent of expatriates get CCT 

before being posted on overseas assignments. The reason why CCT is not provided to the 

expatriates before their departure is that some previous researchers believe that CCT is not so 

much effective for the expatriates to be successful on overseas assignments (Black & 

Mendenhall, 1990, pp. 114.115).  

 

The results of present study (see Table 160, Table 161, Table 162, and Table 163) indicate that 

the majority of the respondents rated the importance and benefits of CCT relatively high. For 

example, 56.2 percent of expatriates stated that CCT is useful as it provides environmental 

briefings including information essential for practical arrangement, such as information about 

geography, climate, housing school, and etc. (Table 160). The percentage of the respondents who 

favored the statement; “through CCT expatriates can adjust to work” is 50 percent (Table 161). 

According to the expatriates working for multinational organizations operating in Pakistan rated 

the statement; “through CCT expatriates can adjust to interacting with host national” very high 

with the percentage of 69.5 as the highest usefulness of the CCT (Table 162). Through detailed 

literature review, it has been found out that expatriates could adjust to the general non-work 

environment as well. This is supported and rated moderately with a score of 48.5 percent (Table 

163). 

 

Except press and media expatriates from all other sectors rated the statement: “through CCT 

expatriates could adjust to interacting with host national” high and think that it is the ultimate 

benefit of CCT. The expatriates from other sectors rated the highest mean (3.83). The expatriates 
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working for press and media field selected “CCT was useful as it provides environmental 

briefings including information essentially for practical arrangement, such as information about 

geography, climate, housing school, etc.” as benefits of CCT with the highest mean of 4.50 

among all the respondents (Table 40). 

The results of this part can be concluded as following: 

 

Figure 11: The benefits of CCT 
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Table 40: Benefits of CCT 

Fields   1 2 3 4 

Education Mean 3.5952 3.4872 3.7179 3.3590 

  N 42 39 39 39 

  Std. Deviation 1.16994 .72081 .79302 1.01274 

Construction Mean 3.5000 3.0000 3.6667 3.0000 

  N 6 6 6 6 

  Std. Deviation .83666 1.41421 .51640 .89443 

Telecommunication Mean 4.0000 3.3333 4.3333 3.5000 

  N 6 6 6 6 

  Std. Deviation 1.26491 .81650 .81650 .54772 

Press & Media Mean 4.5000 3.5000 4.4000 3.8333 

  N 6 6 5 6 

  Std. Deviation .54772 1.04881 .54772 .98319 

Others Mean 2.3333 3.0000 3.8333 3.5833 

  N 12 12 12 12 

  Std. Deviation 1.49747 1.12815 .93744 .90034 

Total Mean 3.4861 3.3478 3.8382 3.4203 

  N 72 69 68 69 

  Std. Deviation 1.28910 .90466 .80317 .94567 

 

Note: 

1= CCT is useful as it provides environmental briefings including information essential for 

practical arrangement, such as, information about geography, climate, housing school, and etc. 

2= Through CCT expatriates can adjust to work. 

3= Through CCT expatriates can adjust to interacting with host nationals. 

4= Through CCT expatriates can adjust to the general non-work environment. 
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4.4.8. THE DURATION OF THE TRAINING PROCESS  

 

This section highlights the results of responses regarding the duration of the training process. 

The expatriates working in Pakistan mentioned different duration for the training process of 

expatriates. Few of the respondents, with 26.4 percent, stated that training process of special 

knowledge training should be less than 5 days (see Table 164). Majority of the respondents 

(Table 165) stated that the duration of language should be more than 5 weeks. But this response 

of training time duration varies from sector to sector. It is evident from the results that the 

respondents from all sectors had the strongest interests to language training. A great number of 

respondents mark language training significant and it is worthy to a good ability of language. 

Without having a good ability of foreign language it would be difficult to communicate with host 

country staff successfully. Learning a foreign language is not so easy within a few weeks. Hence, 

it would be better if language training could be provided for more than 5 weeks. 

 

The other significant element is pre-departure training. Results reveal that the majority of the 

respondents (27.9 percent) rated 1-2 weeks training (Table 166). According to Table 167, 

duration of post arrival should be 1-2 weeks (27.1 percent).  Duration suggested for training on 

cultural awareness and sensitivity training is 3-5 weeks with 33 percentages (Table 168).  

 

4.5. Job Position of the Expatriates 
 

The purpose of this part is to find out the job position of the expatriates working for various 

multinational organizations operating in Pakistan. It is useful to understand the position of the 

expatriates in order to explore the strengths and weakness of the MNCs whether they provide on-

the-job training for their staff on overseas assignments, whether expatriates are satisfied with the 

CCT programs. Do they mainly perform technical or managerial responsibilities; do they have a 

need of local colleagues, etc. in Pakistan? These all factors can affect the performance of 

expatriates. So as to explore answers to the questions, respondents were asked in survey of 

following questions. They rated frequency of the use of scale of 2 (with 1= yes and 2= no). 
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4.5.1. PROVIDING ON-THE-JOB TRAINING 

 

On-the-job training (OJT) refers to the training that is provided in the work place. During this 

process the new arriving expatriate learns job better while working. Most expatriates face 

problems in adapting to new environment, which makes it difficult for them to operate 

successfully (Shih, et al., 2004, p.168). Hence, multinational organizations provide on-the-job 

training in order to get the skills within the work environment. Getting general skills by on-the-

job training, expatriates can use them in different jobs as well. Interestingly, some MNCs do not 

provide regular on-the-job training for their expatriates. One of the reasons is that some 

expatriates mainly have managerial responsibilities so they do not need to be provided on-the-job 

training by their firms. The other reason is that; sometimes these organizations do not have 

strategies related to providing on-the-job training during their overseas assignments (Shih, et al., 

2004, p.172). 

 

This section resulted in establishment of the following statistic: 

 Companies provide on-the-job training (72.2 percent) for expatriates working in Pakistan. 

 The number of respondents who had some CCT programs (72.2 percent) is much more 

than others who had not any kinds of CCT 27.8 percent (Table 41). 

  It is not known whether MNCs operating in Pakistan offer systematic on-the-job training 

or not.  

 If not, it would be better if multinational organizations can provide systematic on-the-job 

training for their expatriates. 
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Table 41: Providing on-the-job training on overseas missions 

 Frequency Percent Valid Percent Cumulative Percent 

Valid yes 52 71.2 72.2 72.2 

  no 20 27.4 27.8 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

4.5.2. THE SIZE OF FIRMS AND THE LEVEL OF TRAINING  

 

This section focuses on whether the size of firms affects the level of training undertaken by 

multinational companies or not. The level of providing CCT varies from firms to firms. One of 

the significant factors is firm size. Firm size is considered as a significant source of strategic 

advantage. Larger firms have more financial resources than small firms since they have more 

planning and more alternative development (Mansour, 2010, p.1).  

 

The big firms have positive influence on providing more CCT for their employees. Small 

multinational organizations support less CCT. So big firms benefit more from the continuous 

training they provide than the smaller companies. With providing relevant CCT, MNCs can get 

high productivity as well (De Kok, 2000 p.3). It is confirmed that there is a positive relation 

between firm size and the amount of training (De Kok, 2000 p.20). One of the main reasons why 

small firms face difficulties about providing continuous CCT for their employees is due to their 

technological activity. The other reason is that small firms invest less in training than large firms 

that invest more heavily in training (Castany, 2010, p. 564). 

 

The larger the multinational organizations are in size, the more they can provide CCT for their 

expatriates. And the size of multinational organizations can affect the types of CCT as Zheng, et 

al. (2007) stated that the size of multinational organizations affect the types of CCT that they 

provide. The larger organizations provide CCT that may be different than the smaller 
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organizations. For example, larger organizations provide more work-related training. But on the 

other hand, smaller organizations do not want to take risk. The money they spend is less in terms 

of larger organizations (pp. 477-478).  

 

This question (18), size of firms affects the level of training undertaken by multinational 

companies was designed with the aim of finding out the level differences between small and 

large organizations related to providing on-the-job training by MNCs. According to Table 42, 

there is a positive relationship between corporate size and the extent to which expatriates receive 

CCT. As a great number of respondents (57.5 percent) stated that the size of firms could affect 

the level of on-the-job training.  

 

It is concluded that the size of firms affects the level of on-the-job training 

 

Table 42: The size of firms and the level of training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid yes 42 57.5 57.5 57.5 

  no 31 42.5 42.5 100.0 

  Total 73 100.0 100.0   

 

 

4.5.3. SATISFACTION WITH CCT ORGANIZATIONS PROVIDED 

 

This question (19) “are you satisfied with the training programs offered at this company” is 

related to satisfaction with CCT MNCs provided for their employees. In order to explore this 

question, respondents were asked this question in the survey. They rated frequency of the use of 

close-ended question on scale of 2 (with 1=yes and 2= no). 

 

CCT is positively related to expatriate’s job adjustment. CCT is very significant for satisfaction 

as expatriate adjustment is strongly connected with job satisfaction. Hence, it is necessary to 

provide suitable CCT to increase job satisfaction of expatriates (Qin and Baruch, 2010, pp. 297-
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308). Moreover, CCT can be effective for satisfaction on the condition that expatriates are 

satisfied with. Otherwise, MNCs cannot get effective results from the CCT which they provide 

by spending a great deal of time and money.  

 

Briefly, many MNCs do not provide comprehensive CCT for their expatriates; though CCT is 

positively related to expatriates’ job adjustment and job satisfaction i.e. CCT improves the 

adjustment and performance (Qin and Baruch, 2010, pp. 297-312). 

 

“Are expatriates working in different multinational organizations operating in Pakistan satisfied 

with CCT?” Majority of the expatriates working in Pakistan are satisfied with the training 

programs offered by their companies. The results in Table 43 reveal that the numbers of 

respondents who are satisfied with CCT are (72.6 percent), and who are not satisfied with it are 

(27.4 percent). It is significant for MNCs to increase the level of satisfaction as satisfaction can 

affect the performance and success of expatriates. The more satisfaction the expatriates have, the 

more they can be successful, and the less failure they can face (Figure 12). 

 

Figure 12: The effect of expatriate satisfaction on expatriate success 
 

 

 

 

Table 43 Satisfaction with CCT 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 53 72.6 72.6 72.6 

  No 20 27.4 27.4 100.0 

  Total 73 100.0 100.0   
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4.5.4. PERFORMING TECHNICAL WORK   

 

This question (20) is related to performing technical work. Abrams (2003) opines that “Technical 

work is the work that requires a fair amount of expertise to carry out, and whose results are 

inherently unpredictable”. Sometimes, expatriates are sent on overseas missions with the 

objective of specific aim in order to perform technical skills, and technical responsibilities at the 

MNCs subsidiaries (Downes and Thomas, 1999; Van Aswegen, 2008, p. 38). Before sending 

expatriates, MNCs select them frequently in terms of their technical competences (Michael, 

1996). For example, the results of one study revealed that the majority of the respondents (87%) 

placed tremendous importance on the personal characteristic of technical competence of the 

expatriates (Chew, 2004). It is also believed by MNCs that technical competence is the first 

important personal characteristic that can affect both female and male expatriates’ success 

(Caligiuri and Cascio, 1998, p.396).  

 

Similar results were revealed while conducting a survey in Pakistan. According to Table 44, a 

great deal of the respondents (58.3 percent) working in different fields in Pakistan declared that 

they mainly performed technical work, and the others (41.7 percent) did not. To some extent, to 

prefer sending expatriates who have technical competence by MNCs is necessary but not 

sufficient for expatriates’ performance.  

 

Table 44: Performing technical work 

 Frequency Percent Valid Percent Cumulative Percent 

Valid yes 42 57.5 58.3 58.3 

  no 30 41.1 41.7 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     
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4.5.5. PERFORMING MANAGERIAL RESPONSIBILITY 

 

With the advent of globalization, the challenges for MNCs are also increasing. As mentioned 

earlier, they need to have more and more subsidiaries and to compete with each other. Hence, 

many MNCs have realized that having only technical competence is not enough to struggle in 

foreign markets. Beside technical knowledge, they need to have other personal characteristics 

such as intercultural skills and international managerial abilities.  The expatriate who has such 

personal characteristics can be successful and come up to the challenges on foreign mission 

(Gölz, 2003).   

 

The expatriates, who are familiar with the culture, language, and customs of headquarters, can 

facilitate the transfer of corporate culture between headquarters and the subsidiaries. They are 

able to enhance communication and coordination as well. They can also provide technical and 

managerial skills that may not be immediately available at the local level (Downes and Thomas, 

1999; Van Aswegen, 2008, p. 38). 

 

Successful MNCs operating overseas generally prefer sending expatriates who have both 

technical competence and managerial competence as well. It would be better if MNCs could 

prepare the expatriates for different job environments. As shown in Table 45, majority of the 

expatriates (63 percent) working in Pakistan acknowledged that they performed managerial 

responsibility. And just only (37 percent) stated that they had not any managerial responsibility. 

It can be concluded that multinational organizations operating in Pakistan can take care to send 

expatriates who have also managerial competences. 

 

Table 45 : Performing managerial responsibility 

 Frequency Percent Valid Percent Cumulative Percent 

Valid yes 46 63.0 63.0 63.0 

  no 27 37.0 37.0 100.0 

  Total 73 100.0 100.0   
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4.5.6. LOCAL COLLEAGUE NEED 

 

In the view of the significance of the need of local colleagues helps, it is believed that it can be 

useful to gain approach to this part. As pointed out earlier, it is so difficult to be successful on 

overseas assignments without the support of local staff. The main reason is that expatriates may 

face many problems such as culture shock, not knowing new environment, culture, laws, rules, 

and etc. But local colleagues are employees who have a wide variety of types of knowledge, 

know the culture of the host country better (Ball, et al. 2002, pp. 625-626) and have cultural 

awareness and local sensitivity (Antal, 2001, p. 2). Hence, without help of local staff it can be 

difficult to adjust to the host country environment easily. They will also face some other 

significant problems such as understanding customs, norms, culture, and communication. Finally 

those problems may affect expatriates to be failure on their overseas assignments. It will affect 

the performance of the expatriates (Toh & DeNisi, 2005, p.132).  

 

In this sense, this question (22) is of crucial importance. It is aimed to observe whether 

expatriates working in Pakistan really need local colleagues’ helps or not. The analysis of this 

survey revealed that numerous of respondents from different fields of MNCs operating in 

Pakistan stated that they really needed the help of local colleagues. More than fifty respondents 

(56.2 percent) confirmed that local staff helped them; only (43.8 percent) reported that there was 

no need of local staff (Table 46). As a result, expatriates from parent country need help from 

their host country staff. 

 

Table 46: Need of local colleagues helps 

 Frequency Percent Valid Percent Cumulative Percent 

Valid yes 41 56.2 56.2 56.2 

  no 32 43.8 43.8 100.0 

  Total 73 100.0 100.0   
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4.5.7. BENEFITS OF INTERNATIONAL EXPERIENCES 

 

This section focuses on how international experience helps expatriates to find a better job in 

parent country. As mentioned earlier, there are various reasons why people accept the 

responsibility of working on assignments abroad. One of the main reasons why expatriates 

accept to be assigned overseas is getting better international work experiences. They believe that 

after returning from abroad, they will be able to find better job opportunities (Toh & DeNisi, 

2005, p. 138).  

 

Expatriates play a vital role on foreign missions. Van Asvegen (2008) stated that the managers 

who have international experience can make strategic decisions. These strategic decisions reflect 

important knowledge, information relating to foreign customers and social, political, legal, and 

economic systems in the markets of the company. According to the researcher, there is only one 

way that these expatriates can get such knowledge and information on the foreign markets by 

working on overseas assignments (p. 41). 

 

The expatriates who have not international experiences can make poor strategic decisions. The 

lack of international experience can lead mismanagement. The mismanagement of expatriates 

can cause failure of them on overseas assignments because they cannot formulate and implement 

global strategy precisely (Van Asvegen, 2008, p.53). 

 

Results related to this section reveal that expatriates with international experiences can get 

benefits of finding job in their parent countries. As shown in Table 47 the respondents working 

in Pakistan stated that they believed that the experience they gained in Pakistan would help them 

to find a job in their home countries. The rate of respondents who believed that it would help 

them to find job is quite high (64.3 percent), and who did not believe was 35.7 percent. 
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Table 47: Benefits of international experiences 

 Frequency Percent Valid Percent Cumulative Percent 

Valid yes 45 61.6 64.3 64.3 

  no 25 34.2 35.7 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

4.5.8. CONCLUSION 

 

With this part of survey, it is aimed that whether MNCs operating in Pakistan are providing some 

CCT such as post arrival training (on-the-job training) in order to increase the level of 

expatriates’ performance. These subtitles were carried out with the purpose if expatriates need 

local colleagues’ helps, the effects of the size of firms on providing CCT and the impacts of 

satisfaction on expatriates’ performance. Why MNCs sent expatriates to Pakistan and to what 

extent expatriates are performing technical work, and performing managerial responsibilities. 

Finally, what the benefits of international experiences are. 

 

It has been observed through this question that the larger organizations can provide more CCT 

programs as they have more financial resources. Satisfaction with job facilitates expatriates’ 

adjustment. Satisfaction and adjustment of expatriates can help them to have high performance. 

The results of this study reveal that expatriates working in Pakistan have extremely high 

performance as they are strongly satisfied with CCT provided by their companies. 
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4.6. Performance and Satisfaction 
 

4.6.1. DETERMINANTS OF PERFORMANCE FOR MEASURING PERFORMANCE 

 

To succeed on overseas assignments, it is significant for both MNCs and expatriates while 

performing foreign missions to decide which variables are the most appropriate for their 

successes. It is vital to explore the effects of determinants of performance (Mansour, 2010, p.1).  

 

As MNCs, they are interested in what factors and variables influence performance, and 

satisfaction of their expatriates i.e. what are the determinants of performance for measuring 

performance. Through measuring performance it is aimed to understand the strengths and 

weakness of expatriates. Hence, this question was designed in order to find out which 

independent variables might be useful for high performance of the expatriates and which 

determinants of performance were used to measure the performance of expatriates. Eight 

determinants of performance (motivation, adjustment, cultural awareness, interpersonal 

sensitivity, skill development, technical competence, productivity, and completion of assigned 

task on time) are analyzed in this survey.  

 

In this sense, one question is of greatly importance. The question “according to your foreign 

work experience, which of the following determinants are used to measure the performance?” 

was asked from expatriates for this part of the survey. They rated frequency of the use of various 

variables on scale of 5 (with 1=least important and 5= most important). 

 

This group of questions was also designed to understand different areas of behavioral sciences 

and their importance in the working procedure of the expatriates. The data, when put through the 

statistical analysis, revealed evenly distributed patterns ranging from 2.54 to 5.00 in scale of 1 to 

5 where 5 being the most important (Table 48). Hence we could comprehend that these were the 

major areas on which the selection procedures for expatriates should emphasize and the 

expatriates should have understanding of these concepts. Among them technical competence by 

telecommunication, press and media, and others sectors, motivation by construction sector, and 
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completion of assigned task on time by education were considered to be critical with high factor 

rating. Interestingly technical competence factor, determinant was selected by three different 

sectors as the first important determinant. Among them the highest impact variable was 

motivation with strong acceptance by multinational organizations that paid much more attention 

to this variable with a mean of 5.00. It is also believed that the expatriates with strong technical 

skills can exploit information technologies for re-adjusting and realigning to the new 

environment so as to maintain connectivity with the home environment (Morgan, 2004, p. 1262) 

As a result, the respondents concerns could vary sector by sector. But it can be concluded that, 

although the most important determinant variable for measuring performance of expatriates 

working in Pakistan was motivation, the other variables also have high influence-factors. It could 

be concluded that it would facilitate the competitiveness of multinational organizations if they 

could provide CCT specific to each sectors.  
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Table 48: Determinants of performance 

Field   1 2 3 4 5 6 7 8 

Edu Mea 4,0488 3,9737 3,6000 3,7000 4,0000 3,7436 3,9487 4,0789 

  N 41 38 40 40 40 39 39 38 

  Std. 

Devi 
1,04765 ,82156 ,74421 ,82275 ,84732 ,75107 ,82554 ,88169 

Con Mea 5,0000 4,1667 2,8333 3,6667 4,6667 4,3333 4,6000 3,3333 

  N 6 6 6 6 6 6 5 3 

  Std. 

Devi 
,00000 ,75277 ,75277 ,51640 ,51640 ,81650 ,89443 1,52753

tel Mea 4,0000 3,6667 3,5000 3,1667 3,8333 4,5000 4,1667 4,1667 

  N 6 6 6 6 6 6 6 6 

  Std. 

Devi 
1,09545 ,81650 1,37840 ,75277 1,47196 1,22474 1,60208 1,16905

p&m Mea 4,1667 4,0000 3,5000 3,8000 4,0000 4,8333 4,5000 4,8000 

  N 6 6 6 5 6 6 6 5 

  Std. 

Devi 
1,16905 ,63246 ,54772 ,83666 ,63246 ,40825 ,83666 ,44721 

oth Mea 2,6667 2,5455 2,8333 2,9167 3,5000 3,6667 3,6667 3,6667 

  N 12 11 12 12 12 12 12 12 

  Std. 

Devi 
1,66969 1,12815 ,93744 1,16450 1,31426 ,98473 ,98473 1,23091

Total Mea 3,9014 3,7313 3,3857 3,5217 3,9571 3,9420 4,0147 4,0313 

  N 71 67 70 69 70 69 68 64 

  Std. 

Devi 
1,27789 ,99365 ,87299 ,90112 ,98445 ,88922 ,95406 1,00741
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4.6.1.1. Motivation	
 

Multinational organizations need expatriates for long term overseas assignments. During these 

long term assignments, about one out of three of the expatriates fail on their overseas 

assignments. This failure can take place in two different ways: (1) either expatriate returns home 

prematurely or (2) is sent back straight-away since one is unacceptable to new organization i.e. 

un-successful to accomplish his missions. So it is believed that cross cultural motivation of 

expatriates can facilitate to overcome such  weaknesses and prevent such costly failures since 

cross cultural motivation is a key practical implication incase expatriates are sent to various 

cultures (Chen, 2010).  

 

In this part, the researcher also intended to observe which determinants of performance are used 

to measure the performance in terms of the expatriates’ foreign work experiences. And whether 

cross cultural motivation improves expatriate’s effectiveness or not (Chen, 2010). The 

respondents from different sectors reflected different ideas regarding this question. According to 

Table 49, a great deal of expatriates (important 30.6 and most important 41.7 percent) working in 

Pakistan stated that motivation was used to measure the performance. The motivated expatriates 

can be successful more on overseas assignments as the candidates who are willingly going 

abroad can get high motivation. After getting high motivation, it will be easier to get high 

performance as well. Because motivational state refers to the enthusiasm to change place, the 

desire in having job overseas, and willingness to learn about the host country’s culture. 

Motivational state includes belief in the mission, congruence with career path, interest in 

overseas experience, interest in specific host country culture, willingness to acquire new patterns 

of behavior and attitudes. All of these factors are important in order to receive performance on 

overseas assignments. Expatriates may perform the assignment with pleasure if they are in a 

good motivational state. As a result, during selection process for expatriates, it would be better if 

global organization may pay much more attention to cross cultural aspects although they give 

much more attention to technical competence in practice (Qi & Lange, 2005, pp. 20-21). As a 

result, cross cultural motivation enhances expatriate’s effectiveness. The following model shows 

the effects of motivational state on expatriates’ performance (Chew, (2004). 
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Figure 13: The effects of motavational state on performance of expatriates 
 
 
 
 
 
 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
Source: Chew, J. (2004). Managing MNC Expatriates through Crises: A Challenge for 
International Human Resource Management 
 
 

Table 49: Determinant of performance (motivation) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid least important 7 9,6 9,7 9,7 

  less important 6 8,2 8,3 18,1 

  neutral 7 9,6 9,7 27,8 

  important 22 30,1 30,6 58,3 

  most important 30 41,1 41,7 100,0 

  Total 72 98,6 100,0   

Missing System 1 1,4     

Total 73 100,0     
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4.6.1.2. Adjustment 
 

The cultural adjustment of expatriates to new cultures is a crucial factor for performance of 

expatriates. “Cross cultural adjustment refers to the degree to which expatriates are 

psychologically comfortable and familiar with the different aspects of a foreign culture” 

(Peltokorpi, 2008, p. 1589). This question was designed in order to find out whether adjustment 

was used to measure the performance of expatriates or not. The results are shown in (Table 50). 

On overall basis, similar to motivation, most of the expatriates (important 45.6 most important 

20.6 percent) believed that adjustment is used to measure the performance. Appropriate 

adjustment prevents failure of expatriates and facilitates high performance. It helps expatriates to 

reduce uncertainty, to feel much more comfortable with new job environments by learning how 

to behave in different cultures. The expatriates who are psychologically comfortable may 

perform their assignments duties more effectively as well. With adjustment expatriates may be 

satisfied with their jobs. Satisfaction of expatriates sometimes is related to their cultural 

adjustment (Peltokorpi, 2008, pp. 1589-1590). 

 

 

Table 50: Determinant of performance (adjustment) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid least important 2 2,7 2,9 2,9 

  less important 7 9,6 10,3 13,2 

  neutral 14 19,2 20,6 33,8 

  important 31 42,5 45,6 79,4 

  most important 14 19,2 20,6 100,0 

  Total 68 93,2 100,0   

Missing System 5 6,8     

Total 73 100,0     
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4.6.1.3. Cultural awareness 
 

By understanding and adapting to cultural diversity, expatriates can keep away from causing 

misunderstandings and offence. Expatriates working overseas can obtain high performance on 

conditions of understanding, feeling, learning customs, values and culture. That is cultural 

awareness. The more they learn about host country’s way of the life, the more performance they 

yield. The results show that less than half of expatriates (46.4 percent) working in Pakistan stated 

that cultural awareness was used to measure the performance (Table 51). 

 

Table 51: Determinant of performance (cultural awareness) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid least important 2 2.7 2.8 2.8 

  less important 7 9.6 9.9 12.7 

  neutral 29 39.7 40.8 53.5 

  important 28 38.4 39.4 93.0 

  most important 5 6.8 7.0 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

4.6.1.4. Interpersonal sensitivity 
 

Interpersonal sensitivity refers to the truthfulness and/or suitability of perceptions, judgments, 

and responses we have with respect to one another  (Hall and  Bernieri, 2001). According to 

Decety and Batson (2007)  “interpersonal sensitivity refers to ability of expatriates to perceive 

and respond with care to the internal states of other people, understand the antecedents of those 

states, and predict the subsequent events that will result”. For high performance of expatriates 

interpersonal sensitivity is a strong variable. 
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The results in this survey indicate that majority of respondents (55.7 percent) rated interpersonal 

sensitivity as a determinant of performance (Table 52). Many of them (31.4) also rated this 

determinant as neutral. Hence, it can be concluded that according to the experiences of the 

expatriates working in Pakistan, interpersonal sensitivity could be used to measure the 

performance. 

 

Table 52: Determinant of performance (interpersonal sensitivity) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 2 2.7 2.9 2.9 

  less important 7 9.6 10.0 12.9 

  neutral 22 30.1 31.4 44.3 

  important 32 43.8 45.7 90.0 

  most important 7 9.6 10.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.6.1.5. Skill development 
 

The training that is provided in the workplace for expatriates is skill development. It refers to 

expatriates’ attention and cares to facilitate to overcome their weaknesses. Through skill 

development expatriates can enhance their personalities, feel much more confident and yield a 

high performance as well. Hence multinational organizations should provide skill development 

courses for their employees who are sent on overseas assignments as a part of CCT.  

 

The results indicate that most of the respondents (important 43.7, most important 31 percent) 

believe that skill development is one of the highly important determinants of performance (Table 

53). That is why it would be useful if multinational organizations operating abroad can provide 

some CCT programs regarding skill development.  
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Table 53: Determinant of performance (skill development) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 2 2.7 2.8 2.8 

  less important 4 5.5 5.6 8.5 

  neutral 12 16.4 16.9 25.4 

  important 31 42.5 43.7 69.0 

  most important 22 30.1 31.0 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

4.6.1.6. Technical competence 
 

In reviewed literature, it has been observed that multinational organizations operating overseas 

give much more attention to technical competence while they select candidates to send abroad. 

Because according to many MNCs and top managers technical competence is the first and most 

important expatriates’ characteristics (Lane, Maznevski, & Distefano, 2006, p.228). Even 

sometimes, they consider technical competence can be sufficient for any expatriate in order to be 

selected and sent abroad as almost all managers, expatriates, and local staff believe that technical 

competence is the most important determinant of performance of expatriates on overseas 

assignments. There is a tendency not to consider managerial skills, self-confidence, and mental 

toughness, and etc. though these personal characteristics also support performance of expatriates 

(Sullivan, 2009, pp. 672-673).  

 

The results in this section revealed that majority of the respondents (68.6 percent) support ideas 

related to the importance of technical competence as a determinant of performance (Table 54).  

 

Finally, it can be concluded that expatriates working in Pakistan believe that technical 

competence also plays a vital role on measuring the performance of expatriates. 
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Table 54: Determinant of performance (technical competence) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less important 5 6.8 7.1 7.1 

  neutral 17 23.3 24.3 31.4 

  important 27 37.0 38.6 70.0 

  most important 21 28.8 30.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.6.1.7. Productivity 
 

As the world became a global village, naturally international business is growing rapidly. 

Additional to changes in business scenario, competition among multinational organizations is 

also increasing. During operating on overseas assignments, MNCs need to face the challenges of 

the global business scenario. Hence, expatriates need to meet the demands in global markets 

(Koteswari and Bhattacharya, 2007).  

 

On the other hand, the need of having more expatriates who can have high productivity is also 

increasing.  One of the main challenges for global firms is to enhance the way of the productivity 

of their expatriates because there are many factors like cultural shock, language barriers, and 

family related problems affecting productivity of the expatriates. The productivity of expatriates 

can go down because of these variables. Sometimes, failures of expatriates also occur due to 

some profound effects of these factors.   MNCs keep expatriates in terms of their productivity as 

the basis for success (Koteswari and Bhattacharya, 2007). 

 

Current MNCs management programs and policies, and experience positively affect expatriates’ 

productivities. One of the main reasons why MNCs provide CCT is to enhance and to get high 

quality of productivity from the expatriates they send on overseas assignments. It is believed that 

provided CCT expatriates are more productive than other expatriates. 
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In this part of survey, the researcher wanted to analyze whether expatriates working for different 

fields of MNCs operating in Pakistan use productivity variable as a measure for performance or 

not.  The results reveal that majority of the respondents (important 39.1, most important 34.8 

percent) feel that productivity can be used to measure the performance of expatriates (Table 55). 

 

Table 55: Determinant of performance (productivity) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.4 1.4 1.4 

  less important 4 5.5 5.8 7.2 

  Neutral 13 17.8 18.8 26.1 

  important 27 37.0 39.1 65.2 

  most important 24 32.9 34.8 100.0 

  Total 69 94.5 100.0   

Missing System 4 5.5     

Total 73 100.0     

 

4.6.1.8. Completion of assigned task on time  
 
Sending expatriates overseas is not only difficult but it is costly as well. The completion of 

assignments is a prominent concern for MNCs (Chew, 2004). Completion of foreign assignment 

refers to being successful overseas in terms of contract. It is one of the most common criteria 

evaluating expatriates’ success (Van der Bank and Rothmann, 2006, p. 1). There are various 

factors affecting completion of assigned tasks successfully. Some of them are; successful 

decision on expatriate selection, technical competence, high managerial skills, language ability, 

cross-cultural adjustment, satisfaction and high performance. When expatriates are not able to 

complete their assigned task effectively, MNCs suffer direct and indirect costs such as salary, 

training cost, organization reputation, loss of market share, and etc (Chew, 2004). It is crucial to 

keep expatriates working abroad during their contracts so as to balance productively as the 

percentage of premature return is quite high. 
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The results indicate that most of the respondents (important 40, most important 36.9 percent) 

agree that completion of assigned task on time is one of the most important determinants of 

performance. Hence, it can also be used to measure the performance (Table 56). 

 

Table 56: Determinant of performance (completion of assigned task on time)  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.4 1.5 1.5 

  less important 7 9.6 10.8 12.3 

  neutral 7 9.6 10.8 23.1 

  important 26 35.6 40.0 63.1 

  most important 24 32.9 36.9 100.0 

  Total 65 89.0 100.0   

Missing System 8 11.0     

Total 73 100.0     

 

 

4.6.2. THE MOST FREQUENT REASONS FOR FAILURE OF EXPATRIATES 
(PREMATURE RETURN) 

 

MNCs need to focus on the factors causing the failure of foreign missions of expatriates. It is 

needed to observe why the rate of failure of expatriates is extremely high. How can MNCs 

decrease failure rates? MNCs can minimize failure rates if they can find out the answer of what 

the most frequent reasons for premature return are, and why. For example, these can prevent 

organizations not to do similar mistakes. Hence, it is significant to observe the most frequent 

reasons for failure of expatriates.  

 

Since 1980s, there have been made various progresses in selection and training process of 

expatriates, but still MNCs face many of the problems such as inadequate selection procedures, 

lack of training, premature departure from foreign assignments, ineffectiveness of expatriates, 

and family problems, and influences on job performance was identified in the 1980s. Despite 
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certain progresses since 1980s, the failure rates of expatriates remain high (Palmer, 2002, pp.1-

3). 

 

As pointed out earlier, approximately 20 to 40 percent of all expatriates sent on overseas work 

fail and return prematurely (Kline, 1994; Selmer and Leung, 2002, p. 10). In addition to the 

above factors, there are some more significant factors behind this high rate of premature return of 

expatriates. The most common known factors are culture shock, inadaptability of expatriates and 

their spouses to adjust to a new environment, lack of CCT, and etc.  

 

In this connection, one question is of pivotal importance. “What are the main factor(s) that cause 

expatriates’ premature return?” This question was asked from respondents of this study among 

the sectors (education, construction, telecommunication, press and media, and others) to rate the 

main factor(s) that cause expatriates’ premature return, according to their own ideas.  

 

Results are shown in Table 57.  On overall basis, respondents, mostly from construction sector, 

believe that the top factors that cause expatriates’ premature return are both the expatriate’s 

inability to adjust to the new cultural and also physical surroundings, and additional family-

related problems with mean of 4.50. Respondents, mostly from press and media sector, opined 

that the lack of technical competence of the expatriate should be considered as second main 

factor that causes expatriates’ premature return with mean of 4.33. The respondents, mostly from 

telecommunication, opined taking technical competence as a key selection criteria as a third most 

important factor that causes expatriates’ premature return with mean of 3.80.  
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Table 57: Main factor(s) cause expatriates' premature return 

Fields   1 2 3 4 5 6 

education Mean 3.4872 3.4615 3.3500 3.3000 3.1707 3.4000 

  N 39 39 40 40 41 40 

  Std. Deviation 1.12090 1.04746 1.00128 1.06699 .91931 .98189 

Construct Mean 4.3333 4.5000 4.5000 3.3333 3.6667 3.0000 

  N 6 6 6 6 6 6 

  Std. Deviation .81650 .54772 .54772 1.03280 .81650 1.09545

Telecom Mean 3.1667 3.1667 3.1667 3.6667 3.6667 3.8000 

  N 6 6 6 6 6 5 

  Std. Deviation 1.47196 1.47196 1.47196 1.21106 1.03280 1.30384

Pres&Med Mean 3.8333 4.1667 4.1667 4.3333 3.5000 3.6667 

  N 6 6 6 6 6 6 

  Std. Deviation 1.16905 1.16905 .75277 .81650 1.04881 1.21106

others Mean 2.5833 2.5833 2.7500 2.7500 3.0000 3.0000 

  N 12 12 12 12 12 12 

  Std. Deviation 1.78164 1.62135 1.21543 1.13818 1.12815 1.34840

Total Mean 3.4058 3.4348 3.4000 3.3286 3.2535 3.3478 

  N 69 69 70 70 71 69 

  Std. Deviation 1.32086 1.26582 1.12159 1.11279 .96686 1.09580

 

Note:  

1= The spouse’s inability to adjust to the new cultural and also physical surroundings 

2= The expatriate’s inability to adjust to the new cultural and also physical surroundings 

3= Additional family-related problems 

4= The lack of technical competence of the expatriate 

5= Wrong selection criteria of expatriates 

6= Taking technical competence as a key selection criteria 
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As a result, all factors shown in Table 57 reveal that they are the main factors that cause 

expatriates’ premature return. The most important reasons for expatriates’ failure, in 

downwarding order of significance, are:  

(1) the expatriate’s inability to adjust to the new cultural and also physical surroundings with 

mean of 3.4348,  

(2) the spouse’s inability to adjust to the new cultural and also physical surroundings with 

mean of 3.4058,  

(3) additional family-related problems with mean of 3.4000,  

(4) taking technical competence as a key selection criteria with mean of 3.3478,  

(5) the lack of technical competence of the expatriate with mean of 3.3286, and 

(6) wrong selection criteria of expatriates with mean of 3.2535.  

 

The main factors in reviewed literature were pointed out earlier in the part “reasons of failure and 

solution”. It can be concluded that the results of this survey and previous studies such as Tung 

1987; Hung-Wen 2007; Chew 2004, and McNulty 2007 reveal similar factors causing 

expatriates’ premature return. The downwarding order of significance can be different. Finally it 

can be concluded that family issue is so important that it should not be ignored by MNCs while 

sending expatriates on foreign missions, and if they want to curtail the premature return of 

expatriates it costs multinational organizations extremely high costs. 

 

4.6.3. THE SPOUSE’S INABILITY TO ADJUST TO UNUSUAL CULTURAL AND 
ALSO PHYSICAL SURROUNDINGS 

 

Through detailed literature review it has been found out that the inability of the spouse of 

expatriate to adjust to different and new cultural environment was the most important reason of 

expatriate failure. So, it shows that the main factors that cause the expatriates’ failure are 

situation of family and relational abilities such as lack of cultural awareness (Tung, 1987, p. 

117). Qi & Lange (2005) also stated that the inability of a spouse and other issues of family have 

been given as the major reasons of expatriates’ failure (p. 12).  Results (Table 58) reveal that 

majority of respondents (important 25.7, most important 24.3 percent) believe expatriates’ 
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premature return is due to the inability of the family to adapt to new environment. That is why 

the spouse’s inability to adjust to the new cultural and also physical surroundings is crucial for 

expatriates not to return prematurely. Hence this variable can facilitate expatriates regarding their 

success as well. 

 

Table 58: The spouse’s inability to adjust to the new cultural and also physical 

surroundings 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 11 15.1 15.7 15.7 

  less important 4 5.5 5.7 21.4 

  neutral 20 27.4 28.6 50.0 

  important 18 24.7 25.7 75.7 

  most important 17 23.3 24.3 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.6.4. THE EXPATRIATE’S INABILITY TO ADJUST TO THE NEW CULTURAL AND 
ALSO PHYSICAL SURROUNDINGS 

 

The expatriate’s ability to adjust to the new cultural and also physical surrounding is more 

important than the spouse’s ability. But as mentioned earlier, it does not mean that the spouse’s 

ability is not crucial. Both abilities are important to curtail premature-return. Mostly, inability of 

the expatriate’s adjustment to the new cultural and also physical surroundings can cause his/her 

premature return. More than half of the respondents (important 30, most important 22.9 percent) 

rated this option as either “important” or “most important” that the expatriate’s inability to adjust 

to the new cultural and also physical surroundings is one of the main factors that causes 

expatriates’ premature return (Table 59). 
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Table 59: The expatriate's inability to adjust to unusual cultural and also physical 

surroundings  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 7 9.6 10.0 10.0 

  less important 10 13.7 14.3 24.3 

  neutral 16 21.9 22.9 47.1 

  important 21 28.8 30.0 77.1 

  most important 16 21.9 22.9 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

4.6.5. ADDITIONAL FAMILY-RELATED PROBLEMS 

After detailed literature review, it has been found out that almost all MNCs comprehended the 

importance of technical competence, language ability, and etc. but only few of them take 

appropriate actions about concerns of family-issues. On the other hand, many researchers 

believed that by giving more attention, importance of training of family with expatriates could 

solve serious problems that expatriates face during working on overseas assignments. For 

example, a spouse who faces culture shock may not facilitate the expatriate to continue 

assignment any more. With being aware of the country’s cultural rules, the expatriate may be 

more successful. The results reveal that more than half of the respondents (important 36.6, most 

important 15.5 percent) working in Pakistan also feel, believe and support that additional family-

related problems can be one of the main factors of premature return (Table 60). 
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Table 60: Additional family-related problems  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 4 5.5 5.6 5.6 

  less important 12 16.4 16.9 22.5 

  neutral 18 24.7 25.4 47.9 

  important 26 35.6 36.6 84.5 

  most important 11 15.1 15.5 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

4.6.6. THE LACK OF TECHNICAL COMPETENCE OF THE EXPATRIATES 

 

Although ineffective expatriate performance and premature returns have been found to relate 

primarily to an inability to adjust to the foreign environment rather than a lack of technical 

competence, almost all multinational organizations give serious attention to the technical 

competence from the beginning of the selection of candidates to the end of the assignments. It is 

the main criteria of the selection of the expatriates because it is believed that the expatriates who 

have technical competence can be successful and may not return prematurely. For example, Qi & 

Lange, (2005) stated that 184 European companies declared that technical competence was the 

most significant selection criteria (p. 17). They do not think seriously that they may fail on 

overseas assignments. That is why they do not give some attention to other features of the 

expatriates such as language ability, cultural awareness, interpersonal sensitivity, and so on. But 

the results reveal that the majority of respondents working for multinational companies operating 

in Pakistan do not suppose that the lack of technical competence of the expatriates could be one 

of the main reasons for failure/premature return of expatriates as less than (50 percent) of the 

expatriates rated it as “important” or “most important” (Table 61). 
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Table 61: The lack of technical competence of the expatriates 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 4 5.5 5.6 5.6 

  less important 12 16.4 16.9 22.5 

  neutral 25 34.2 35.2 57.7 

  important 18 24.7 25.4 83.1 

  most important 12 16.4 16.9 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

4.6.7. WRONG SELECTION CRITERIA OF EXPATRIATES 

 

In reviewed literature, it has been found out that the most important problem for global 

organizations was selection  process (Russell, 2006, p. 25) “Selection is the process by which an 

organization attempts to identify applicants with the necessary knowledge; skills, abilities, and 

other characteristics that will help it achieve its goals” (Noe, et al. 2007, p. 70). It can be 

concluded that correct selection based on the selection processes, criteria could be the corner-

stones of the success. Adversely, wrong selection criteria of expatriates may be one of the main 

factors leading to expatriates’ premature return. Many respondents (44.4 percent) rated this 

option as neutral. Thus, not so many respondents (38.9 percent) rated it as “important” or “most 

important” (Table 62). 
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Table 62: Wrong selection criteria of expatriates 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 4 5.5 5.6 5.6 

  less important 8 11.0 11.1 16.7 

  neutral 32 43.8 44.4 61.1 

  important 22 30.1 30.6 91.7 

  most important 6 8.2 8.3 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.8. TAKING TECHNICAL COMPETENCE AS A KEY SELECTION CRITERIA 

 

As pointed out earlier, a great deal of multinational companies are taking technical competence 

as key selection criterion. Majority of the researchers believe that technical competence should 

not be considered as a key selection criterion because it is believed that national and 

multinational organizations should consider technical competence, personal characters (ability to 

adapt in new culture), language ability, family situation, and cultural awareness. Because it has 

not been found out that expatriates’ premature return or failure happened because of lack of 

technical competence alone. In fact, the respondents working in Pakistan for multinational 

organizations do not agree that taking technical competence as a key selection criterion is the 

main factor that causes expatriates’ premature return as not many of them (44.2 percent) rated as 

“important” or “most important” (Table 63).  
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Table 63: Taking technical competence as a key selection criterion 

   Frequency Percent Valid Percent Cumulative Percent 

Valid least important 2 2.7 2.9 2.9 

  less important 16 21.9 22.9 25.7 

  neutral 21 28.8 30.0 55.7 

  important 19 26.0 27.1 82.9 

  most important 12 16.4 17.1 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

In the view of the importance of the performance and satisfaction, it is helpful to gain insights 

into more questions related to CCT,  high performance, premature return, adjustment, local staff 

support, culture shock, achieving good results, having high job satisfaction with salary, job 

security, with life in Pakistan, and willing to continue, and etc. 

 

In this connection, twenty-three questions are of essential importance. How can performance and 

satisfaction be developed? These all questions were asked from respondents of this study. The 

survey results reveal some distinction among the sectors such as education, construction, 

telecommunication, press and media, and others. The following sections of this chapter search 

the aforementioned questions. They rated frequency of the use of various options on scale of 5 

(with 1=strongly disagree and 5=strongly agree). 

 

4.6.9. ONE OF THE PARAMOUNT FACTORS FOR GETTING GOOD 
PERFORMANCE ON OVERSEAS ASSIGNMENTS IS WILLINGNESS TO GO 
ABROAD 

 

The results of this survey reveal that one of the paramount factors for getting high performance 

on overseas assignments is willingness to go abroad. The expatriates who willingly go to a host 
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country may face less culture shock, and there may be some reasons why they accept; such as 

high standard of living conditions, better education facilities, international experience, for the 

love of travel, the financial benefits, and etc.  The willingness of going abroad can make them 

mentally ready to work in different environment.  This situation can affect the success of 

expatriates and performance of them positively.  The outcomes related to the effect of 

willingness to go abroad on getting good performance on overseas assignments reveal that (agree 

28.8, strongly agree 26 percent) the respondents agreed that one of the paramount factors for 

getting good performance on overseas assignments was willingness to go abroad (Table 64). 

Because it is sometimes difficult to keep expatriates on overseas assignments if they are not 

willingly posted. With some simple excuses they can return back early. 

 

Table 64: The effect of willingness to go abroad on getting good performance on overseas 

assignments 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 7 9.6 9.6 9.6 

  Disagree 5 6.8 6.8 16.4 

  Neutral 21 28.8 28.8 45.2 

  Agree 21 28.8 28.8 74.0 

  strongly agree 19 26.0 26.0 100.0 

  Total 73 100.0 100.0   

 

 

4.6.10. FOR GOOD PERFORMANCE, ADEQUATE CCT SHOULD BE GIVEN NOT 
ONLY TO EXPATRIATES BUT TO THEIR FAMILIES AS WELL. 

 

There are various reasons why multinational organizations should provide adequate CCT for 

both expatriates and their spouses as for getting high performance. As pointed out earlier, it is 

clear that family members of expatriates play a large role in the failure or success/performance of 

global assignments. There are some multinational organizations such as Ford and Exxon 

companies which provide training programs for families as well. But the number of these kinds 



 196

of multinational organizations is less. The reason why they provide CCT is that the inadaptability 

of the family’s adjustment to the new culture is the main reason for expatriates’ failure (Qi & 

Lange, 2005, p. 18). Spouses can help expatriates and facilitate expatriates to adjust to work and 

general environment (Kraimer, et al., 2001, p. 78). But unfortunately, the number of global 

companies which take the spouses’ opinions into consideration concerning global assignment is 

quite low, 30%. Hence, it can be concluded that family situation is the most neglected factor 

during the selection process of expatriates though it plays a vital role. It would be better if 

multinational organizations involve spouses into especially the selection process to examine 

whether they want to go to a new country or not. Therefore, the spouses’ adaptability to a new 

culture is needed to be successful on overseas assignments. With adaptability of the spouses, 

expatriates may focus much more on their own jobs (Qi & Lange, 2005, pp. 18-22). As pointed 

out earlier, the success or failure of expatriates often depends on to what extent expatriates get 

support from spouses. The support of them is very significant. 

 

Expatriates working on overseas assignments demand getting adequate CCT. But it may take 

some time. That is why it would be better if multinational organizations provide CCT to both 

expatriates and their families at least over a period of several months in order to reduce the 

numbers of expatriates’ premature returns as global assignment is not only costly but is risky as 

well (Black, et al. 1992, p. 84). For example, the cost of an expatriate to an American 

organization is starting from US$55.000 (McNulty et al. 2007, p. 2). It is supposed that 

expatriates are the most expensive among human resources (Russell, 2006, p. 6).  

 

The results of the survey reveal that the expatriates working in Pakistan also support CCT, at 

least over the period of several months (1-3), to expatriates and their families in order to reduce 

the numbers of expatriates’ premature returns, and for getting high performance. More than half 

of the respondents (agree 39.7, strongly agree 12.3 percent) agree or strongly agree (Table 65).  

 

 

 

 



 197

Table 65: The need of adequate CCT for both expatriates and their families for getting 

high performance 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 5 6.8 6.8 6.8 

  disagree 11 15.1 15.1 21.9 

  neutral 19 26.0 26.0 47.9 

  agree 29 39.7 39.7 87.7 

  strongly agree 9 12.3 12.3 100.0 

  Total 73 100.0 100.0   

 

 

4.6.11. CCT SHOULD BE PROVIDED NOT ONLY TO EXPATRIATES, BUT ALSO TO 
THE HOST COUNTRY NATIONALS IN ORDER TO DEVELOP 
PERFORMANCE. 

 

As MNCs expand worldwide, the demands of qualified employees and interactions with local 

staff are also increasing. Hence, MNCs need to provide to both expatriates and local staff 

adequate CCT in order to better understand and have effective communication, adjustment, etc.  

(Toh and DeNisi, 2005, p.142). 

 

The outcomes of this survey (Table 66) reveal that less than half of respondents (agree 34.7, 

strongly agree 13.9 percent) agree related to the need of having CCT for expatriates from parent 

country and nationals of host country. They agree that CCT should be provided not only to 

expatriates, but also to the host country nationals in order to develop performance. Because 

providing CCT for both expatriates and host country staff can better facilitate relationships 

between each other.  
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Table 66: The need of CCT for expatriates and host country nationals  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 6 8.2 8.3 8.3 

  disagree 9 12.3 12.5 20.8 

  neutral 22 30.1 30.6 51.4 

  agree 25 34.2 34.7 86.1 

  strongly agree 10 13.7 13.9 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.12. IN ORDER TO REDUCE THE NUMBERS OF EXPATRIATES PREMATURE 
RETURNS, CCT SHOULD BE PROVIDED AT LEAST OVER A PERIOD OF 
SEVERAL MONTHS (1-3) TO EXPATRIATES AND THEIR FAMILIES. 

 

Many multinational organizations provide CCT for a short time. For example, some 

organizations provide 2-4 week language training courses. But they are not sufficient for 

expatriates to learn either foreign language or the language of the host country. Providing 

relevant CCT for expatriates can reduce the number of expatriates’ returns if it is provided at 

least over a period of several months for both expatriates and their families as well. As pointed 

out earlier, CCT facilitates cultural adjustment, motivation; prevents culture shock, and so on. So 

expatriates working in Pakistan rated (agree 31.9, strongly agree 12.5 percent) that CCT should 

be rendered for sufficient time in order to reduce the expatriates-failure-rate (Table 67). 
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Table 67: How long should CCT be provided? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 6 8.2 8.3 8.3 

  disagree 10 13.7 13.9 22.2 

  neutral 24 32.9 33.3 55.6 

  agree 23 31.5 31.9 87.5 

  strongly agree 9 12.3 12.5 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

  

4.6.13. THROUGH CCT EXPATRIATES CAN ADJUST TO WORK 

 

Generally ‘adjustment’ refers to the degree of an individual’s mental comfort with various 

aspects of new surroundings. But expatriate adjustment is the degree of an expatriate’s feeling 

with a new environment. It is a process through which an expatriate has to overcome cultural 

obstacles. How can expatriate’s cultural adjustment be successful? It can be successful if an 

expatriate can accommodate his/her attitudes/behaviors to fit into the new culture. But it is not so 

easy as new job environment is complex (Huang, Chi, and Lawler, 2005, p. 1659). 

 

 One of the main reasons why multinational organizations provide CCT to their expatriates is to 

facilitate adjustment to new work environment. If expatriates can easily adjust to new work 

environment, then it argues the proposition of CCT, otherwise there are some problems relevant 

to CCT. The supports of expatriates working in Pakistan are presented in Table 68. Among 

expatriates working for multinational organizations operating in Pakistan (agree 38.6, strongly 

agree 14.3 percent) either agree or strongly agree that through CCT expatriates could adjust to 

work. 
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Table 68: The effects of CCT on expatriates' adjustment to work 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 3 4.1 4.3 4.3 

  disagree 9 12.3 12.9 17.1 

  neutral 21 28.8 30.0 47.1 

  agree 27 37.0 38.6 85.7 

  strongly agree 10 13.7 14.3 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.6.14. CCT AND INTERACTING WITH HOST NATIONALS 

 

The multinational organizations which provide CCT prefer arranging special language programs. 

Otherwise there are numerous possible training methods to prepare expatriates for overseas 

assignments. This facility helps expatriates to interact with host country staff. As pointed out 

earlier about importance of knowing language of local staff, the capability of the language of the 

host country employees, helps expatriates to have high performance on overseas assignments, 

and everybody can benefit from it. It can minimize the culture shock as well.  

 

The outcomes of this study reveal that majority of respondents (agree 47.2, strongly agree 11.1 

percent) evaluate that through CCT expatriates can adjust to interacting with host country 

nationals (Table 69). The expatriates who can adjust to new environment, culture, and have good 

relations with the local people can be more successful than who have not. They may feel more 

relaxed, have confidence related to security, and so on. Because CCT facilitate the understanding 

of environment, culture, rules, behaviors, customs, and values of the host country.  
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Table 69: CCT and interacting with host nationals 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 8 11.0 11.1 12.5 

  neutral 21 28.8 29.2 41.7 

  agree 34 46.6 47.2 88.9 

  strongly agree 8 11.0 11.1 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.15. CCT AND ADJUSTMENT TO THE GENERAL NON-WORK ENVIRONMENT 

 

CCT can facilitate feelings of satisfaction, and adjustment to work environment and also to non-

work environment. There are strong evidences that relationship between both CCT and 

adjustment is positive (Zakaria, 2000, p. 493). By CCT, expatriates can learn more about host 

country culture, behaviors, language, food, climate, values, beliefs, and perceptions. So through 

CCT expatriates can adjust to the general non-work environment as well.  

 

The evaluation of the results of the expatriates of this study is presented in Table 70. According 

to the results, the majority of the respondents (51. 3 percent) agree that through CCT expatriates 

can adjust to general non-work environment. Because CCT can facilitate adjustment of 

expatriates to a new environment. 
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Table 70: CCT and adjustment to the general non-work environment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 2 2.7 2.8 2.8 

  disagree 5 6.8 6.9 9.7 

  neutral 28 38.4 38.9 48.6 

  agree 28 38.4 38.9 87.5 

  strongly agree 9 12.3 12.5 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

  

4.6.16. THE PERFORMANCE DIFFERENCES BETWEEN EXPATRIATES WHO 
RECEIVED CCT AND WHO HAVEN’T RECEIVED.  

 

With the increasing importance of the global business, MNCs need to increase the performance, 

and success of expatriates on foreign missions. How can MNCs effectively prepare expatriates to 

manage overseas subsidiaries, and to increase their performance? This part explains how an 

effective cross-cultural training can progress the performance. There can be various methods to 

develop performance. One of them is giving CCT to expatriates. But any mistake related to 

sending the wrong expatriates to manage job overseas can cause low success of the organization. 

It is believed that even right employee also needs careful preparation in order to be effectively 

productive (Kohls and Brussow, 1995, p. 15). 

 

With training which provides expatriates the  necessary information, skills, and behaviors to 

enable them to adjust to and function productively, it is possible for MNCs to prepare expatriates 

to interact effectively with host country employees whose culture, language, customs, values, 

and even business practices are extremely different from the parent country’s.  The expatriates 

who have not received pre-departure CCT cannot function fairly effective on overseas mission.  

For example, without pre-departure training only from 15 to 20 percent of successful expatriates 
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can fulfill their duties properly, and effectively, and from 40 to 60 percent of expatriates who 

haven’t CCT will fail on overseas assignments. But by providing effective intercultural training, 

it is believed that it is possible to reduce this rate to 5 percent or less. (Kohls and Brussow, 1995, 

pp. 15-16). 

 

This question was also designed in order to observe whether the expatriates who received CCT 

could show a higher level of performance than those who have not received. As pointed out 

above, it has been found out that the expatriates who could get opportunity of having CCT, could 

be more successful than who haven’t received. Those expatriates face less culture shock, have 

better satisfaction, motivation, less problems for adjusting to a new culture, and environment. 

The expatriates who haven’t received CCT, it is natural for them facing more culture shock, 

difficulties in adjusting to new environment, new culture, and work environment and general 

non-work environment. The outcomes of this part reveal that majority of the respondents (agree 

36.6, strongly agree 21.1 percent) working in Pakistan agree that expatriates who receive CCT 

would show a higher level of performance than who haven’t (Table 71), and the effects of CCT 

are positive. The percentage of the expatriates who do not agree is only 12.7 percent. As a result, 

it is inferred that multinational organizations need to understand the importance of providing 

relevant CCT for their employees. Providing CCT is so crucial that it cannot be ignored.  

 

Table 71: The differences between expatriates who have CCT and who have not. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 2 2.7 2.8 2.8 

  disagree 7 9.6 9.9 12.7 

  neutral 21 28.8 29.6 42.3 

  agree 26 35.6 36.6 78.9 

  strongly agree 15 20.5 21.1 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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4.6.17. CCT IS MORE BENEFICIAL FOR EXPATRIATES WHO DO NOT HAVE 
INTERNATIONAL EXPERIENCES BEFORE. 

 

The expatriates who have been assigned on overseas assignments before, they have at least some 

international experiences. During this first foreign mission they might have some CCT 

opportunities, and experiences. And at least they went through international experiences. So the 

training programs which may be provided for these kinds of expatriates may not be very 

effective for them. On the other hand, it can be said that expatriates who had international 

experiences can become conscious of the necessities of post arrival CCT. It can be difficult to 

realize for the expatriates with less international experiences (Selmer, 2000b, p. 53). But it may 

be more effective for the expatriates who had a little or no international experiences. Greater part 

of the expatriates working in different sectors in Pakistan agrees that the effectiveness of CCT 

would be more marked for managers who have little or no prior international experience(s).  

 

The results reveal that more than half of the respondents (agree 44.4, strongly agree 13.9 percent) 

either agree or strongly agree that CCT is more beneficial for expatriates who do not have 

international experiences before. The expatriates who strongly disagree or disagree are below 10 

percent i.e. 8.3 percent (Table 72). 
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Table 72: The effectiveness level of CCT for expatriates who have no prior international 

experiences 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 5 6.8 6.9 8.3 

  neutral 24 32.9 33.3 41.7 

  agree 32 43.8 44.4 86.1 

  strongly agree 10 13.7 13.9 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

  

4.6.18. THE EFFECTS OF CCT ON EXPATRIATES’ ADJUSTMENT WHO ARE 
WORKING IN PAKISTAN 

 

In this part of the survey, the researcher aims to investigate the impacts of CCT on expatriates’ 

adjustment who are working in Pakistan. 

 

This question was designed in order to find out whether CCT will be beneficial to the work 

adjustment or not. Results show that CCT affect expatriates’ adjustment on Pakistani mission. 

Because majority of respondents (agree 38.9, strongly agree 18.1 percent) working in Pakistan 

agree that CCT will be beneficial for them to the work adjustment (Table 73).  
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Table 73: The effects of CCT on expatriates’ adjustment who are working in Pakistan 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 9 12.3 12.5 13.9 

  neutral 21 28.8 29.2 43.1 

  agree 28 38.4 38.9 81.9 

  strongly agree 13 17.8 18.1 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.19. LOCAL STAFF SUPPORT AND BETTER WORK PERFORMANCE 

 

It is understandable that without the support of the staff of host country expatriates cannot be 

successful as host country nationals have much more familiarity with the local culture than 

expatriates from parent country. The staff have familiarity with communication, laws, norms and 

cultural understanding vis-à-vis environment (Russell, 2006, p. 50). The support of locals can be 

in the dimension of new environment, culture, norms, values, behaviors, rules, communication 

and laws of the host country. Sometimes parent country expatriates get different kinds of 

international experiences by interaction with expatriates of the host country. All these supports 

from local staff can facilitate the expatriates’ adjustment and through these supports expatriates 

of parent country can get better work performance. Otherwise it is sometimes difficult to be 

successful without supports of local staff as only local staff can clearly understand the host 

country’s culture. That is why some multinational organizations follow a polycentric staffing 

approach as they believe it is more effective. The data when put through the statistical analytical 

system (Table 74) revealed evenly rated (agree 48.6, strongly agree 20.8 percent). As a result, 

expatriates working in Pakistan agreed that local staff supported and facilitated expatriates’ 

adjustment and helped them to get better work performance.  
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Table 74: Local staff support and high performance 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 3 4.1 4.2 4.2 

  disagree 7 9.6 9.7 13.9 

  neutral 12 16.4 16.7 30.6 

  agree 35 47.9 48.6 79.2 

  strongly agree 15 20.5 20.8 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 
 

4.6.20. WHEREVER YOU ARE NO NEED OF EXTRA CCT 

 

There are various MNCs believing that there is no need for providing CCT (Shih, Chiang, & 

Kim, 2005, p. 157). There are various reasons why they believe like that; do not see CCT 

effective, not having empirical proof, and etc. (Black & Mendenhall, 1990, p. 114). The other 

reason may be that some especially top managers believe that wherever you are, you can be 

successful. So there is no need of receiving extra CCT. These kinds of top managers are 

especially from America. The other top managers from different world countries do not share 

this idea. Because almost every country has its own culture, work environment, behaviors, rules, 

and laws, etc. And that is why for each country different types of CCT can be given. And 

although some expatriates are very competitive at home country but sometimes they are not able 

to transfer their successful managerial practices overseas because of some reasons mentioned 

above. That is the effective CCT that facilitates expatriates to recognize and apply rules that 

expatriates normally do not know (Morris & Robie, 2001, p. 115).  

 

The situation for the expatriates working in Pakistan is that the outcomes reveal that (agree 28.8, 

strongly agree 19.2 percent) the expatriates do not agree about that “wherever you are you can be 
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successful”. If you are successful in the home country, you can be in any host country as well. So 

there is no need to receive extra CCT as shown in (Table 75).  

 

Table 75: Need or not receiving CCT 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 8 11.0 11.0 11.0 

  disagree 9 12.3 12.3 23.3 

  neutral 21 28.8 28.8 52.1 

  agree 21 28.8 28.8 80.8 

  strongly agree 14 19.2 19.2 100.0 

  Total 73 100.0 100.0   

 

 

4.6.21. THE EFFECTIVENESS OF CCT DEPENDS LARGELY ON HOW TRAINABLE 
PEOPLE ARE 

 

The capacity, and conception of every expatriate cannot be the same, they are sometimes 

dissimilar. The experiences or education they have also may differ from case to case basis. So 

the level of effectiveness from expatriates to expatriates may vary. That is why it can be 

concluded that the effectiveness of CCT depends largely on how much capacity one has to digest 

training. The expatriates working in Pakistan also supported this idea with (agree 36.2, strongly 

agree 17.4 percent) as shown in (Table 76).  
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Table 76: The effectiveness of CCT depends largely on how trainable people are 

 Frequency Percent Valid Percent Cumulative Percent 

Valid disagree 6 8.2 8.7 8.7 

  neutral 26 35.6 37.7 46.4 

  agree 25 34.2 36.2 82.6 

  strongly agree 12 16.4 17.4 100.0 

  Total 69 94.5 100.0   

Missing System 4 5.5     

Total 73 100.0     

 

4.6.22. THE REASON(S) WHY TOP MANAGERS REFUSE RECEIVING CCT 

 

Majority of multinational organizations support the use of expatriate training whether less or 

much. But on the other hand, there are many global organizations that do not provide systematic 

CCT for their expatriates. And there are a great number of managers who refuse to obtain CCT. 

They have various reasons why they do not accept. Such as: (1) they believe being top managers 

they should know whatever they need about CCT (Selmer, 2002, pp. 39-48), (2) top management 

of organizations sometimes does not perceive the necessity, and effectiveness of CCT. For 

example the top managers working in America think that any good manager can be successful no 

matter where he/she is working. If he or she is good in New York, he/she can be good in any 

other city as well (Black & Mendenhall, 1990, p. 114) though 67 percent of these global firms 

believe that their current top managers need additional knowledge and skills (Selmer, 2002, 

p.48). 

 

The responses to this question vary from sector to sector. Being at the top management does not 

mean that they know everything related to host countries. They also need to get extra CCT about 

a new work environment. The responses of the expatriates working in Pakistan are presented in 

Table 77. 
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Table 77: Need or not getting CCT by top managers 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 4 5.5 5.6 5.6 

  disagree 9 12.3 12.5 18.1 

  neutral 30 41.1 41.7 59.7 

  agree 17 23.3 23.6 83.3 

  strongly agree 12 16.4 16.7 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.23. THE REASON(S) FOR CULTURE SHOCK 

When moving into a new country, most managers face culture shock (feeling of stress, 

disappointment, confusion, anxiety, etc.). It is the first experience when expatriates have some 

difficulties on overseas assignments as they are referred to as culture shock (Russell, 2006, p, 

44). According to Qi & Lange (2005), culture shock means feeling lost confused, and anxious, 

homesickness, loneliness, depression, insecurity or confusion. The most important reason why 

people feel these feelings is due to unfamiliar situations and different cultural norms and values, 

work, and non-work environments. When expatriates are sent on overseas assignments, of 

course, that is natural to take their own values, beliefs, behaviors and whatever they have 

regarding their culture, as they cannot leave them in their home countries, so when they face 

different culture environment they may experience culture shock. (p. 13). 

 

There are many variables that affect the culture shock of expatriates. As a general rule, the main 

variable is CCT. This question has been asked to the respondents in order to find out whether 

they experienced culture shock when moving into a new country, and new job environment. 

According to expatriates working in Pakistan for multinational organizations (Table 78), less 

than half of them agree or strongly agree that they had culture shock (agree 25.7 and strongly 
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agree 20 percent). Although the percentage is less than half of the expatriates, still the number of 

the expatriates who faced culture shock is quite high. 

 

Table 78: The reason(s) for culture shock 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 4 5.5 5.7 5.7 

  disagree 13 17.8 18.6 24.3 

  neutral 21 28.8 30.0 54.3 

  agree 18 24.7 25.7 80.0 

  strongly agree 14 19.2 20.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.6.24. SUCCESS AT WORK 

 

This question was asked in order to find out whether expatriates working in different sectors in 

Pakistan achieved good results in their work or not. The outcomes revealed that majority of the 

respondents (agree 44.3 and strongly agree 18.6 percent) stated that they either agreed or 

strongly agreed that they achieved good results in their work in Pakistan (Table 79). In terms of 

outcomes in Table 80, especially expatriates from telecommunication sector achieved good 

results in their work with mean of 4.16. Then it was education sector that they achieved good 

results with mean of 3.71 in their work in Pakistan.  
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Table 79: Success at work 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly disagree 1 1.4 1.4 1.4 

  Disagree 5 6.8 7.1 8.6 

  Neutral 20 27.4 28.6 37.1 

  Agree 31 42.5 44.3 81.4 

  Strongly agree 13 17.8 18.6 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

 Table 80: Success at work 2 

Fields Mean N Std. Deviation 

Education 3.7179 39 .91619 

Construction 3.8333 6 .75277 

Telecommunication 4.1667 6 1.16905 

Press & Media 3.6667 6 .51640 

Others 3.3333 12 .88763 

Total 3.6957 69 .89614 

 

 

4.6.25. HIGH JOB SATISFACTION 

 

Job satisfaction refers to an effective or emotional satisfaction toward expatriate’s job (Bonache, 

2005, p. 111). The expatriates working on overseas assignments can be successful on condition 

that they have job satisfaction. Without job satisfaction, it is difficult to be successful or to get 

high performance on overseas assignments. And the more they have job satisfaction, the less is 

the failure-rate. When they have satisfaction they will also better adjust to new work 

environments. This question aimed to observe evaluation of job satisfaction among expatriates 
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working in Pakistan. Their job satisfaction differed. The majority of respondents (agrees 37.5 

and strongly agrees 23.6 percent) working in Pakistan declared that they had high job satisfaction 

(Table 81). Expatriates of press and media sector had the top satisfaction among the other sectors 

such as education, telecom and others (Table 82).  

 

Table 81: High job satisfaction 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Strongly disagree 2 2.7 2.8 2.8 

  Disagree 6 8.2 8.3 11.1 

  Neutral 20 27.4 27.8 38.9 

  Agree 27 37.0 37.5 76.4 

  Strongly agree 17 23.3 23.6 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

Table 82: High job satisfaction 2 

Fields Mean N Std. Deviation 

Education 3.7805 41 1.01272 

Construction 3.3333 6 .81650 

Telecommunication 3.8333 6 1.16905 

Press & Media 4.0000 6 .89443 

Others 3.3333 12 1.07309 

Total 3.6901 71 1.00842 
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4.6.26. HIGH SATISFACTION WITH SALARY 

 

There is a positive relationship between expatriates’ job satisfaction and their salaries. One of the 

main reasons why many expatriates accept overseas assignments is because of high salary 

incentives. High satisfaction with salary can also motivate expatriates to their work and not to 

return prematurely. These all positive factors can affect both the success, and performance of 

expatriates. So this question was designed in order to find out whether expatriates working for 

different sectors in Pakistan had high satisfaction with salary. As shown in Table 83, the results 

reveal that the majority of expatriates (agree 42.5 and strongly agree 20.5 percent) working in 

Pakistan stated that they had high satisfaction with their salaries. Only (12.3 percent) of 

respondents stated that they did not have satisfaction with their salaries.  

 

Table 83: Satisfaction with salary 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 4 5.5 5.5 5.5 

  disagree 5 6.8 6.8 12.3 

  neutral 18 24.7 24.7 37.0 

  agree 31 42.5 42.5 79.5 

  strongly agree 15 20.5 20.5 100.0 

  Total 73 100.0 100.0   

 

 

4.6.27. HIGH JOB SECURITY 

 

Multinational organizations are aware of the significance of job security while operating 

overseas. Job security is also one of the main factors which plays a vital role in expatriates’ 

motivation, success, performance and productivity on short or long-term overseas assignments. 

The reason why it has a vital role on above variables is that the expatriate who has job security 

can focus on his / her job, can be much more relaxed while working abroad. Otherwise they can 
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lose interest to their job, and they may hesitate to bring their families with them as well. Hence 

multinational organizations should provide job security for their expatriates if they want to keep 

them abroad for a long time, and increase their success. Lack of job security can lead culture 

shock, and create tension. The results are presented in Table 84, and majority of expatriates 

(agree 36.1 and strongly agree 16.7 percent) working in Pakistan agreed that they had job 

security.  

 

Table 84: High job security 

  Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 3 4,1 4,2 4,2 

  disagree 9 12,3 12,5 16,7 

  neutral 22 30,1 30,6 47,2 

  agree 26 35,6 36,1 83,3 

  strongly agree 12 16,4 16,7 100,0 

  Total 72 98,6 100,0   

Missing System 1 1,4     

Total 73 100,0     

 

 

4.6.28. SECURITY PROBLEMS AND LOW PERFORMANCE 

 

It is essential for MNCs’ profitability to understand some of the reasons of poor performance of 

expatriates. One of common reasons for expatriates’ poor performance is security issue. It is 

difficult for an expatriate to perform a job proficiently and effectively without security because 

no doubt that satisfaction of expatriates with security is positively correlated with performance 

(Yousef, 1998).  

 

This question was designed in order to find out whether lack of security creates any low 

performance or not. Accepting high success in lack of security environment is not true. Every 

expatriate can suffer from that unexpected situation. Providing high security must be with both 
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the responsibility of the host country and then multinational organization as well. Half of the 

respondents (agree 23.6 and strongly agree 26.4 percent) working in Pakistan agreed that 

security problems created low performance (Table 85). For example, when there was a bomb 

blast in one of the hotels in Islamabad/Pakistan in 2007, about 150 business people left Pakistan 

at the same night. Nobody desires to invest in a place where there is no security. And nobody 

wishes to lose his/her life and capital as well. That is why it is crucial to provide security for 

multinational organizations.  

 

Table 85: Security problems and low performance  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 5 6.8 6.9 6.9 

  disagree 10 13.7 13.9 20.8 

  neutral 21 28.8 29.2 50.0 

  agree 17 23.3 23.6 73.6 

  strongly agree 19 26.0 26.4 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.29. HIGH SATISFACTION WITH LIFE IN PAKISTAN 

 

The results related to high satisfaction with life in Pakistan reveal that majority of the 

respondents (54.2 percent) do not have (Table 86), serious problems related to life in Pakistan as 

majority of them stated that they had high satisfaction with life in Pakistan. For example, only 

19.5 percent of the respondents declared that they had not high satisfaction with life in Pakistan. 

The rest of them either confirmed “neutral” or “agree” and “strongly agree”. The percentage of 

them is 80.5 percent. It is quite very high rate.  
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Table 86: High satisfaction with the life in Pakistan 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 4 5.5 5.6 5.6 

  disagree 10 13.7 13.9 19.4 

  neutral 19 26.0 26.4 45.8 

  agree 27 37.0 37.5 83.3 

  strongly agree 12 16.4 16.7 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

4.6.30. WILLINGNESS TO CONTINUE ASSIGNMENT IN PAKISTAN 

 

The expatriates, who are willing to have assignments overseas and willing to continue their 

employments can adapt to a new environment, be more successful, and get higher job 

performance on foreign missions. The expatriate who thinks like that he or she mentally will be 

ready to live and work, and accepts job conditions, and situations in host country. Those 

expatriates can face less culture shock; think not to return back prematurely, easily adjustment, 

and better satisfaction.  

 

The expatriates working in Pakistan are satisfied with their assignments as the outcomes reveal 

that majority of the expatriates (agree 36.8 and strongly agree 25 percent) working in Pakistan 

stated that they agreed willingly to continue assignment in Pakistan (Table 87) 
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Table 87: Willingness to continue employment, all things considered  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 8 11.0 11.8 11.8 

  Disagree 5 6.8 7.4 19.1 

  Neutral 13 17.8 19.1 38.2 

  Agree 25 34.2 36.8 75.0 

  strongly agree 17 23.3 25.0 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     

 

 

4.6.31. COMPLETING ASSIGNMENT IN TERMS OF CONTRACT 

 

Multinational organizations always aim to send experienced, skillful expatriates to their foreign 

subsidiaries. The procedure of preparation of an expatriate is difficult, and quite costly. So they 

would like expatriates to stay as much as possible and to be useful for their purposes; being 

effective, having satisfaction with job, life and not to return prematurely. That is why it is 

significant for multinational organizations if expatriates can complete their assignments in terms 

of their contracts.  

 

The results reveal that most of the expatriates (agree 44.1 and strongly agree 26.5 percent) 

working in Pakistan would like to complete their assignments in terms of their contracts (Table 

88). It is quite a high rate for success of MNCs operating in Pakistan. According to outcomes, 

expatriates are successful related to completing their assignments in terms of their contracts. 
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Table 88: Completing assignment in terms of the contract  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 4 5.5 5.9 5.9 

  disagree 8 11.0 11.8 17.6 

  neutral 8 11.0 11.8 29.4 

  agree 30 41.1 44.1 73.5 

  strongly agree 18 24.7 26.5 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     

 

  

4.6.32. THE EFFECTS OF CCT ON THE PERFORMANCE OF EXPATRIATES 

 

With growing global business, practical and scientific value of the importance of CCT is 

increasing as well. In such complex environments expatriates need to learn various beneficial 

variables such as local language, culture, customs, values, and behaviors, and etc. These required 

cognitive variables can be received, and learnt by providing CCT for expatriates by MNCs. The 

important cognitive variables can facilitate expatriates to cope with a new environment as well 

(Lievens, Harris, Van Keer, and Bisqeret, 2003, pp. 477-479) 

 

With reviewed 29 empirical researches by Black and Mendenhall (1990) confirmed that there 

was effectiveness of CCT on facilitating cross-cultural interactions in the host country and had a 

strong effect on self-confidence of expatriates, on their interpersonal relationship with foreign 

country employees and on expatriates’ perceptions of the culture of the host country. And with 

their comprehensive review (1990), they showed that there was positive influence of cross-

cultural training on expatriate adjustment and expatriate performance as well. On the other hand, 

by using meta-analysis,  Deshpande and Viswesvaran (1992) tried to observe the effectiveness of 

CCT. This analysis consisted of 21 empirical studies with 1,611 participants in order to observe 

the effects of CCT on such expatriate perceptions, self-development, and relations with host 
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country nationals, adjustment, and performance variables. The results were positive. Because it 

has been observed that the effectiveness of CCT was increasing expatriates’ success. The 

corrected correlation between CCT and job performance expatriate was .39 (Lievens, et al., 

2003, p. 477). 

 

In reviewed literature and survey conducted, it has been found out that appropriate CCT could 

aid and lead to more expatriates working on overseas assignments. Thus, in order to find out a 

response to how CCT can affect performance of expatriates working in Pakistan this question 

was designed.   

 

As pointed out earlier, some researchers and MNCs believe that CCT affects the performance of 

expatriates. Hence, they pay much attention to CCT because the expatriates who receive CCT are 

becoming more competent.  

 

The outcomes of this part reveal that the importance of the elements which affected the 

performance of expatriates varies from sector to sector in Pakistan. Results are presented in 

Table 178. The variables which have most influence on expatriates’ performance in descending 

order of importance are: 

(1) increasing confidence with mean of (4.66) 

(2) job performance and bringing people together with mean of (3.87) 

(3) cultural interactions and reducing misunderstandings and inappropriate behaviors with 

mean of (3.83) 

(4) realistic expectation with mean of (3.50).  

 

The influence on expatriates’ performance in descending order of importance for sectors are: for 

education the most important variable is increasing confidence with mean of (4.66), second 

important is adjustment with mean of (3.73), for construction realistic expectations is the most 

important variable with mean of (3.50), bringing people together and reducing 

misunderstandings and inappropriate behaviors is the second important variable affected from 

CCT with mean of (3.83), for telecommunication there are cultural interactions and reducing 

misunderstandings and inappropriate behaviors variables which were mostly affected by cultural 
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training with mean of (3.83) and interestingly three variables were shared as second most 

affected variables from CCT. They are adjustment, bringing people together, and increasing 

confidence with mean of (3.50). Expatriates working for press and media rate increasing 

confidence as a most affected variable from CCT with mean of (4.66), secondly affected 

variables are realistic expectations, adjustment, and job performance with mean of (3.50). 

Finally, the expatriates working in different companies strongly agree that CCT aid and lead 

reducing misunderstandings and inappropriate behaviors variable with mean of (3.83). For those 

expatriates increasing confidence was secondly affected variable from CCT with mean of (3.33).  

That is why it can be concluded that effective CCT can help expatriates work on overseas 

assignments to increase confidence, have high job performance, bringing people together, 

facilitate cultural interactions, reducing misunderstandings and inappropriate behaviors, help to 

get realistic expiations, have  effective high job performance,  as CCT facilitate effective cross 

cultural communication (Zakaria, 2000, p. 493).   On the other hand, effective CCT programs 

can provide expatriates to be aware of and affect rules in new global assignments (Morris & 

Robie, 2001, 115; Shih, et al. 2005, p. 158). All CCT programs, to some extent are effective for 

expatriates’ job performance and can aid and lead staff working abroad or in parent countries. 

But effectiveness of them can vary. 

 

As details are presented in tables,  most of the expatriates working for different MNCs operating 

in different fields in Pakistan either agree or strongly agree that CCT could aid and lead to more 

variables such as realistic expectation Table 169 (agree 45.8 and strongly agree 11.1 percent), 

greater job satisfaction Table 170 (agree 45.1 and strongly agree 7 percent), adjustment Table 

171(agree 52.1 and strongly agree 9.6 percent), job performance Table 172 (agree 47.2 and 

strongly agree 16.7 percent), cultural interactions Table 174 (agree 50.7 and strongly agree 5.6 

percent),  bringing people together Table 175 agree 52.1 and strongly agree 12.7 percent),  

reducing misunderstandings and inappropriate behaviors Table 176 (agree 40.3 and strongly 

agree 18.1 percent),  and increasing confidence Table 177 (agree 36.4 and strongly agree 28.8 

percent) except  lower intentions of returning early Table 173 as its percentage is below 50 only 

rates (agree 40 and strongly agree 4.3 percent). All these elements are strongly important for 

expatriates in order to be successful while working abroad. And with these statistics it is 

understandable that there are various benefits of CCT for expatriates working on overseas 
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assignments.  That is why it is incredibly beneficial if multinational organizations provide 

adequate CCT for expatriates who are sent abroad.  

 

4.6.33. THE REASON(S) FOR LOW PERFORMANCE OF EXPATRIATES  

 

While expatriates are fulfilling their international missions in different regions they face some 

obstacles that are unknown in these new environments. The expatriates can get poor or high 

performance according to what extent they are familiar with the culture they are working. The 

more observant and understanding they are about the new environments, the more they can get 

high performance. The aim of the part is to explain the reason(s) of especially low performance 

of expatriates.  

 

MNCs can get the competitive advantages in the competitive market. These multinational 

organizations are increasing the demand for experienced expatriates to manage their operations 

on overseas assignments. But sometimes it is not easy to be successful, to get high performance 

regarding these operations. There are various reasons why expatriates have low performance. It 

can be because of different variables such as language barriers, lack of technical competence, 

culture shock, spouses, and managers’ inability to adjust to a new environment, family problems, 

and etc. (Qi and Lange, 2005, pp. 55-59). 

 

The outcomes of this part reveal that the reasons of low performance from sector to sector differ. 

But most of the expatriates (see Table 179, Table 180, Table 181, Table 182, Table 183, Table 

184, Table 185) agree that seven variables are most important indicators of the reasons for low 

performance. For example, according to Table 186, the most important reason of low 

performance for education and telecommunication sectors are lack of technical competence with 

mean of (3.83) while for construction sector is other family problems with mean of (4.66), for 

press and media sector manager’s inability to adjust, inability to cope with larger overseas 

responsibilities and difficulties with new environment are the most important reasons of low 

performance with mean of (4.33), and finally for other sectors it is difficulties with new 

environment with mean of (3.50). 
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As presented in Table 186, the variables which are most important indicators of the low 

performance of expatriates in descending order of importance are: 

(1) other family problems with mean of (4.66) 

(2) manager’s inability to adjust, inability to cope with larger overseas responsibilities and 

difficulties with new environment with mean of (4.33) 

(3) lack of technical competence with mean of (3.83), and 

(4) difficulties with new environment with mean of (3.50).  

 

4.6.34. CONCLUSION  

 

Results (Table 48) and discussions lead to the conclusion that expatriates working in Pakistan 

held different views according to the expatriates’ foreign work experience related to using to 

measure the performance of them. Generally, they held the opinion that as a determinant of 

performance, and motivation with mean of 5.00 is most importantly used to measure the 

performance of expatriates. The second most important variable is technical competence with 

mean of 4.83, and the third variable is completion of assigned task on time with mean of 4.07. 

 

Although the results reveal that the main factor causing expatriates’ premature return differs 

from sector to sector as it has been found that the most important factor is the expatriate’s 

inability to adjust to the new cultural and also physical surroundings with mean of 3.43. Hence it 

is vital for MNCs to facilitate family adjustment to the new job environment. In this sense, it is 

beneficial to provide CCT at least over the period of several months. Because it has been found 

out that the expatriates who received CCT have higher level of adjustment, and performance than 

who have not received it. Especially, it is beneficial for the expatriates who have no international 

experiences before. Additional to benefits of CCT, supports of local staff, high job satisfaction, 

high satisfaction with salary, high job security, and high satisfaction with life in Pakistan also 

affect the performance of expatriates positively. 
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4.7. Performance / Adjustment Evaluation 
 

Having the performance/adjustment evaluation process is related to how MNCs are strong, big, 

and have enough resources. Because larger firms use performance appraisals more frequent than 

smaller firms (Grund and Sliwka, 2007, p.19). Hence, in order to observe the strengths and 

weaknesses of company and expatriates related to their overseas missions, every MNC needs 

having performance/adjustment evaluation, and performance indicators for critical results. 

Adjustment evaluation helps managers in MNCs to monitor whether the employees they sent 

abroad are undertaking their assignments more effectively or not (Cseh, 2007, p.4). 

 

The major objective of expatriates’ performance/adjustment evaluation is to acknowledge how 

well they are performing their job while working on overseas assignment. The other main 

objective of expatriates’ performance/adjustment evaluation to provide expatriates with the 

opportunities to have management to the expatriates to facilitate their performance/adjustment 

(Abbey). 

 

The advantage of performance/adjustment evaluation is that it can facilitate outstanding future 

objectives, short and long terms strategies of MNCs, completeness of assignments, efficient use 

of time, overall productivity, ability to interact and work with host country nationals, effective 

adaptability, adjustment to the new environment, and expectations of expatriates. As a result, it is 

through this evaluation that MNCs can observe how effectively or not an expatriate is working, 

managing on overseas subsidiary and what if anything he or she needs to be done to get better 

his/her success. Finally, it can be concluded that expatriates’ effectiveness related to performance 

during overseas missions facilitates reaching considerable objectives of MNCs (Lund, 2008, 

p.27). 

 

Hence, in this section, four questions were asked from respondents to rate their performance out 

of 100 in this survey. 
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4.7.1. RATING OF OVERALL PERFORMANCE 

 

“Do expatriates perform effectively in Pakistan?” In order to explore the answer of this question, 

respondents were asked in the survey “how much would you rate your overall performance? The 

results reveal that the performance of expatriates working for different MNCs operating in 

Pakistan is reasonably high. The percentage of the expatriates who stated high performance is 

88.5 out of 100. Hence, it can be accepted that the expatriates working in Pakistan are successful 

expatriates (Table 89). 

 

Table 89: Rating of overall performance expatriates  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 10-20 1 1.4 1.4 1.4 

  41-60 7 9.6 10.0 11.4 

  61-80 40 54.8 57.1 68.6 

  81-100 22 30.1 31.4 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.7.2. ADAPTATION IN PAKISTAN 

 

Cross cultural adaptation refers to a process of attitude or behavior changes in response to a new 

environment. Adaptation can occur immediately at the beginning or at the later stage of 

assignments. And during assignment expatriate adaptation increases in terms of the length of 

overseas mission (Yamazaki, 2010, p. 82).  

 

Expatriates have a lot of difficulties in adaptation when they are assigned on overseas 

assignments as it is a new environment and new culture for them. So sometimes the level of 
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difficulties in adapting to a foreign country may be quite high. That can be due to the lack of 

language which mostly makes it difficult in adapting to a foreign country. The level of language 

is the most important and effective having difficulties in adapting to a foreign country. As 

pointed out earlier, it would be better if multinational organizations give much more attention to 

teaching at least one foreign language, and it can be local language (Qi & Lange, 2005, pp. 13-

26).  

 

Reviewing of literature reveals that despite the importance of technical competence for 

expatriated employees, adaptation to new work environment has also a pivotal importance for 

expatriates. Adaptation depends on various variables such as willingness to go abroad, culture 

shock, ability to adjust to a new environment, and family related issues, etc. Among these 

variables especially family adaptation has a vital role in performance of expatriate. Because 

family related problems can negatively affect expatriate’s adaptation to job environments 

(Joseph Chwo-Ming, Chin –Hua, Yu-Ching, & Yu-Chen, 2005).  

 

Adapting to a new work environment, a new culture, global change and uncertainty is significant 

for expatriates to achieve performance or to be successful as adaptation is last stage for 

expatriates. It would be better if multinational organizations continue to provide CCT. That is 

why it is crucial especially to be given post arrival CCT for expatriates for better adaptation. 

Because the ideal expatriate is one who is adaptable (Bennett, 1996, p. 318).  

 

The outcomes in Table 90 reveal that the adaptation of expatriates working in Pakistan is 

extremely high. Most of them stated that they had no adaptation problems related to Pakistani 

environment. The percentage of the expatriates who stated their adaptation rates between 61and 

80 is 44.3 percent, and percentage of the expatriates who rated his / her adaptation more than 80 

is 38.6 percent. So, the total adaptation of the expatriates working in Pakistan is more than 80 

percent (Table 90).  
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Table 90: Adaptation of expatriates to Pakistani environment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 10-20 2 2.7 2.9 2.9 

  21-40 3 4.1 4.3 7.1 

  41-60 7 9.6 10.0 17.1 

  61-80 31 42.5 44.3 61.4 

  81-100 27 37.0 38.6 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

4.7.3. SPOUSES’ ADAPTATION TO PAKISTANI ENVIRONMENT 

 

Adaptation of spouses is as important as expatriates’ adaptation. Without adaptation of spouses, 

it is sometimes too difficult for expatriates to be successful, and to get high performance on 

overseas assignments. Difficulties of spouses’ adaptation can cause failure of expatriates as well 

(Zakaria, 2000, p. 503). They can demand to return prematurely. It has been found out through 

detailed literature review that many successful expatriates had to leave their work because of 

lack of spouses’ adaptation. That is why many scholars suggest that CCT should not be given to 

only expatriates themselves but to their spouses as well (Kline, 1994). So this question was 

designed to find out the situation about spouses of expatriates working in Pakistan. As shown in 

Table 91, the rate of adaptation of expatriates’ spouses is quite high. The percentage of spouses’ 

adaptation is around 66.1 percent.  
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Table 91: Spouses' adaptation to Pakistani environment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 10-20 1 1.4 1.6 1.6 

  21-40 2 2.7 3.2 4.8 

  41-60 18 24.7 29.0 33.9 

  61-80 24 32.9 38.7 72.6 

  81-100 17 23.3 27.4 100.0 

  Total 62 84.9 100.0   

Missing System 11 15.1     

Total 73 100.0     

 

 

4.7.4. ADAPTATION OF EXPATRIATES’ CHILDREN TO PAKISTANI 
ENVIRONMENT 

 

Adaptation of expatriates’ children is also significant for future of them as well as for expatriates 

themselves. Children’s adaptation is an important independent variable which has effect on 

performance of expatriates. They can create poor performance of expatriates. So it is suggested 

children’s part be taken in these kinds of CCT programs. Like spouses, children also either can 

facilitate expatriates’ high performance or create poor performance of expatriates (Kline, 1994).  

 

As shown in Table 92, 32.9 percent of the expatriates stated that they were married and had 

children. The number of the expatriates who are single is (41.1 percent). It is important to 

provide cross culture training for everybody. The reason why it is crucial is that there are various 

strong effects on success of expatriates (Zakaria, 2000, pp. 502-504). The rate of adaptation of 

children of expatriates working in Pakistan is not low as it is 67.4 percent (Table 93). As a result, 

it can be concluded that majority of them; expatriates, spouses, and children do not have 

adaptation problems related to environment in Pakistan. This extremely high adaptation can be 

the secret of the success for the expatriates working for multinational organizations operating in 

Pakistan.  
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Table 92: Marital status 

 Frequency Percent Valid Percent Cumulative Percent 

Valid single 30 41.1 41.1 41.1 

  Married 12 16.4 16.4 57.5 

  married with children 24 32.9 32.9 90.4 

  married without children 7 9.6 9.6 100.0 

  Total 73 100.0 100.0   

  

 

Table 93: Adaptation of expatriates' children to Pakistani environment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 10-20 2 2.7 4.1 4.1 

  21-40 2 2.7 4.1 8.2 

  41-60 12 16.4 24.5 32.7 

  61-80 17 23.3 34.7 67.3 

  81-100 16 21.9 32.7 100.0 

  Total 49 67.1 100.0   

Missing System 24 32.9     

Total 73 100.0     
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4.8. Results of Reliability, Correlation and Regression Analyses 
 

 4.8.1. RELIABILITY ANALYSIS 

 

Table 94: The Cronbach Alapha Reliability Analysis for each measure 

 
 

To find reliability of the scales used in this thesis, Cronbach alpha reliability analysis was 

applied. Reliability analysis was applied to find the reliability of scales used for each measure. It 

helped to find the generalizability of the scale into new setting. Therefore the results of this 

analysis proved that all of the scales used for measures indicated good reliability (Cronbach 

alpha > 0.6). It showed that data was reliable to get through these scales.  

 

The scale for Selection Criteria by company was measured with 6-item scale and indicated a 

significant reliability with cronbach alpha reliability coefficient 0.753 which was greater than 

0.6. Selection Criteria (perceived by expatriates) was measured with 6-items scale and Cronbach 

Alpha was 0.713. Personal Characteristics was measured with 4-items scale and Cronbach Alpha 

reliability was 0.733. Language Abilities was measured with 3-items scale and Cronbach Alpha 

 Variables Items Cronbach Alapha Reliability 

1 Selection Criteria(Company) 6 items 0.753 

2 Selection Criteria(Personal) 6 items 0.713 

3 Personal Characteristics 4 items 0.733 

4 Language Abilities 3 items 0.773 

5 Family Situation 3 items 0.752 

6 Culture Shock 7 items 0.758 

7 Pre-departure Training 4 items 0.701 

8 Post Arrival Training 5 items 0.685 

9 CCT 4  items 0.718 

10 Performance 8 items 0.900 
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reliability was 0.773. Family Situation was measured with 3-items scale and Cronbach Alpha 

reliability was 0.752. Culture Shock was measured with 7-items scale and Cronbach Alpha 

reliability was 0.758. Pre-departure Training was measured with 4-items scale and Cronbach 

Alpha reliability was 0.701. Post Arrival Training was measured with 5-items scale and 

Cronbach Alpha reliability was 0.685. CCT was measured with 4-items scale and Cronbach 

Alpha reliability was 0.718. Performance was measured with 8-items scale and Cronbach Alpha 

reliability was 0.900. Among those all variables, dependent variable performance of expatriates 

showed the highest significant reliabilities with cronbaches (Table 94Error! Reference source 

not found.). 

 

Table 95: Descriptive Statistics 

Variables  N Mean Std. Deviation 

SCC 67 3.7388 .74717 

SCP 69 3.7174 .70265 

PerChar 68 3.7118 .78141 

LangAbi 72 3.8704 .93707 

FamSit 71 3.7324 .99462 

CultSh 68 3.3845 .68988 

PreDep 71 3.3944 .85007 

PostAri 68 1.3787 .41089 

CCT 69 3.5000 .74137 

MeasuPer 61 3.7111 .77612 

 

4.8.2. DESCRIPTIVE STATISTICS 

 

SCC indicated (mean=3.73, SD=0.74). That means that the mean response of expatriates was 

between neutral and agrees with variation of 0.74. SCP indicated (mean=3.71, SD=0.70), 

PerChar (mean=3.71, SD=0.78), LangAbi (mean=3.87, SD= 0.93), FamSit (mean=3.73, 

SD=0.99), CultSh (mean=3.38, SD=0.68), PreDep (mean=3.39, SD=0.85), PostAri (mean=1.37, 

SD= 0.41), CCT (mean=3.50, SD=0.74), MeasuPerf (mean=3.71, SD=0.77), (Table 95). 
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4.8.3. CORRELATION ANALYSIS 

  

Table 96: The Correlation between independent variables and dependent variable 

  1 2 3 4 5 6 7 8 9 10 

1 1          

2 .721(**) 1         

3 .439(**) .561(**) 1        

4 .587(**) .604(**) .614(**) 1       

5 .403(**) .541(**) .637(**) .564(**) 1      

6 .519(**) .623(**) .682(**) .530(**) .770(**) 1     

7 .407(**) .545(**) .539(**) .528(**) .555(**) .562(**) 1    

8 .334(**) -.004 -.058 -.144 -.206 .082 -.195 1   

9 .587(**) .649(**) .595(**) .577(**) .592(**) .719(**) .732(**) .043 1  

10 .593(**) .678(**) .662(**) .704(**) .636(**) .640(**) .550(**) .014 .816(**) 1 

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

 

Note: 

1. SCC  = Selection Criteria for Companies 

2. SCP  = Selection Criteria for Participants 

3. PerChar  = Personal characteristics 

4. LangAb  =  Language Ability 

5. FamSit  = Family Situation 

6. CultSH  = Culture Shock 

7. PreDep = Pre-Departure Training  

8. PostAr  = Post Arrival Training 

9. CCT  = Cross Cultural Training  

10. MeasuPerf = Measure of Performance  
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A correlation around .50 is a moderate level of correlation. It can be said that some time it can go as 

high as .90. Some researchers are of the opinion that if correlation approaches .90 or above than it is 

considered as highly collinearly. Then we standardized the values. One method is of factor analysis. 

So the researcher has a measure which tells us at a glance whether two things co differ perfectly, or 

close perfectly and if positively or negatively. Finally, it can be said that if the coefficient is, say, 

.80 or .90, they vary together in opposite directions” (Rummel, 1976).  

 

“Taking the absolute value of the correlation coefficient measures the strength of the relationship. A 

correlation coefficient of r=.50 indicates a stronger degree of linear relationship than one of r=.40. 

Likewise a correlation coefficient of r=-.50 shows a greater degree of relationship than one of r=.40. 

Thus a correlation coefficient of zero (r=0.0) indicates the absence of a linear relationship and 

correlation coefficients of r=+1.0 and r=-1.0 indicate a perfect linear relationship” (Stockburger). 

 

Correlation analysis was applied using Pearson’s correlation two-tailed method to find the 

correlations among each independent variables such as Selection Criteria by company, Selection 

Criteria perceived by expatriates, Personal Characteristics, Language Abilities, Family Situation, 

Culture Shock, Pre-departure Training, Post Arrival Training, CCT, and dependence variable 

Performance more specifically between independent variables and dependent variable taken in this 

study. The detailed definitions are presented in Table 96. 

 

Most of the independent variables indicated significant correlation with the dependent variable 

performance. Post arrival CCT found extremely low correlation with expatriate performance (r= 

0.14, p < .01). 

 

4.8.4. THE MULTIPLE REGRESSION ANALYSIS  

 

Although multiple regression analysis is done, as they are more than one independent variables 

and results have been shown in Table 97, and Table 98. But Simple Linear regression analysis is 

also done to test the hypothesis because due to multicollinearity in independent variables, the 

effect could not be shown in multiple regression analysis for few of independent variables. So to 
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avoid this problem the actual effect of all independent variables has been shown by applying 

simple linear regression analysis one by one for all independent variables. 

 

 

Table 97: The multiple regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

1 .814 .760 .000 

Predictors: (Constant), SCC, SCP, PerChar, LangAb, FamSit, CultSh,  PreDep, PostAri, CCT 

 

Table 98: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t 

                         

Sig. 

    B                  Std. Error                   Beta B 

                        

Std. Error 

1 (Constant) -.447 .428   -1.045 .304 

  SCC .051 .161 .045 .315 .755 

  SCP .144 .170 .131 .850 .402 

  PerChar .132 .124 .132 1.061 .297 

  LangAb .258 .111 .299 2.325 .027 

  FamSit .087 .124 .112 .704 .486 

  CultSh .060 .221 .052 .272 .788 

  PreDep -.183 .128 -.188 -1.430 .163 

  PostAri .121 .196 .059 .620 .539 

  CCT .526 .184 .443 2.857 .008 

Dependent Variable: MeasuPer 
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4.8.5. SIMPLE LINEAR REGRESSION ANALYSIS 

4.8.5.1. HYPOTHESIS TESTING 

Table 99: The simple linear regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

1 .351 .339 .000 

Predictor: (Constant), SCC 

 

The R² is 0.351 which means that 35.1% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 

 

Table 100: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

1 (Constant) 1.229 .470   2.617 .011 

  SCC .660 .121 .593 5.456 .000 

Dependent Variable: MeasuPer 

 

There is a positive and significant effect of selection criteria by company on performance of 

expatriates i.e. β=0.593. 

 

Table 101: The simple linear regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

2 .459 .450 .000 

Predictor: (Constant), SCP 

 

The R² is 0.459 which means that 45.9% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 
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Table 102: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

2 (Constant) .964 .406   2.373 .021 

  SCP .736 .107 .678 6.895 .000 

Dependent Variable: MeasuPer 

 

There is a positive and significant effect of selection criteria by participants on performance of 

expatriates i.e. β=0.678. 

 

Table 103: The simple linear regression analysis model summary  

Model R Square Adjusted R Square Sig F Change 

3 .438 .428 .000 

 Predictors: (Constant), PerChar 

 

The R² is 0.438 which means that 43.8% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 

 

Table 104: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

3 (Constant) 1.386 .354   3.917 .000 

  PerChar .618 .094 .662 6.607 .000 

 Dependent Variable: MeasuPer 

 

There is a positive and significant effect of personal characteristics on performance of expatriates 

i.e. β=0.662. 
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Table 105: The simple linear regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

4 .496 .488 .000 

 Predictor: (Constant), LangAb 

 

The R² is 0.496 which means that 49.6% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 

 

Table 106: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

4 (Constant) 1.502 .298   5.036 .000 

  LangAb .569 .075 .704 7.624 .000 

Dependent Variable: MeasuPer 

 

There is a positive and significant effect of language ability on performance of expatriates i.e. 

β=0.704. 

 

Table 107: The simple linear regression analysis model summary  

Model R Square Adjusted R Square Sig F Change 

5 .404 .394 .000 

 Predictor: (Constant), FamSit 

 

The R² is 0.404 which means that 40.4% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 
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Table 108: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

5 (Constant) 1.926 .292   6.606 .000 

  famSit .477 .076 .636 6.271 .000 

Dependent Variable: MeasuPer 

 

There is a positive and significant effect of family situation on performance of expatriates i.e. 

β=0.636. 

 

Table 109: The simple linear regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

6 .409 .393 .000 

 Predictor: (Constant), CultSh 

 

The R² is 0.409 which means that 40.9% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 

 

Table 110: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

6 (Constant) 1.339 .388   3.447 .001 

  CultSh .696 .113 .640 6.171 .000 

Dependent Variable: MeasuPer 

 

There is a positive and significant effect of culture shock on performance of expatriates i.e. 

β=0.640. 
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Table 111: The simple linear regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

7 .302 .290 .000 

 Predictor: (Constant), PreDep 

 

The R² is 0.302 which means that 30.2% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 

 

Table 112: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

7 (Constant) 2.000 .347   5.763 .000 

  PreDep .488 .097 .550 5.012 .000 

Dependent Variable: MeasuPer 

  

There is a positive and significant effect of pre-departure on performance of expatriates i.e. 

β=0.550. 

 

Table 113: The simple linear regression analysis model summary 

Model R Square Adjusted R Square Sig F Change 

8 .000 -.018 .920 

 Predictor: (Constant), PostAri 

 

The R² is 0.000 which means that 000% variation in performance is explained by overall 

independent variables. The results indicated that overall model is insignificant (p<.001). 
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Table 114: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

8 (Constant) 3.657 .386   9.481 .000 

  PostAri .026 .262 .014 .101 .920 

 Dependent Variable: MeasuPer 

 

There is a positive and insignificant effect of post arrival on performance of expatriates i.e. 

β=0.014. 

 

Table 115: The simple linear regression analysis model summary  

Model R Square Adjusted R Square Sig F Change 

9 .666 .659 .000 

  Predictor: (Constant), CCT 

 

The R² is 0.666 which means that 66.6% variation in performance is explained by overall 

independent variables. The results indicated that overall model is significant (p<.001). 

 

Table 116: Coefficients 

Model   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta B Std. Error 

9 (Constant) .300 .346   .869 .389 

  CCT .964 .097 .816 9.982 .000 

Dependent Variable: MeasuPer 

 

There is a positive and significant effect of CCT on performance of expatriates i.e. β=0.816. 
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In order to test the hypotheses, a series of simple linear regressions were conducted. The results 

show that language ability (β=.704, p<.001), CCT (β=.816, p<.001), personal characteristics 

(β=.662, p<.001) and family situation (β=.636, p<.01) have significant impact on performance of 

expatriates. On the basis of these results, all hypotheses are accepted. 

 

In data analysis of this survey, the outcomes reveal that all independent variables have positive 

and significant influence on performance of expatriates, while post arrival independent variable 

has shown positive but insignificant effects on performance. On the other hand, reviewed 

literature reveals that post arrival CCT has potential effects on the global managers’ 

performance. But according to results in this survey, it is recommended to give much more 

attention to pre-departure and others such as selection criteria, personal characteristics, language 

ability, family situation, culture shock, and   CCT than post arrival.  
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CHAPTER 5 

 

5.1. Conclusion & Recommendation(s) 
 

The results of this study reveal that there are a variety of benefits of CCT as the most 

respondents believe that it is likely that CCT will be beneficial to the work adjustment of 

expatriates in Pakistan. Suitable CCT can aid and lead to expatriates working on overseas 

missions. For example, this aid and leads can be related to realistic expectations, greater job 

satisfaction, adjustment, job performance, lower intentions of returning early, cultural 

interactions, bringing people together, reducing misunderstandings and inappropriate behaviors, 

and increasing employees confidence, and so on. Hence, it is incredibly valuable if multinational 

organizations provide appropriate CCT for expatriates who are sent in a foreign country. 

 

There are various beneficial sides of CCT but it was observed that MNCs do not provide enough 

CCT for their employees. The reasons have been discussed in detail.  

 

Although the issues of CCT of expatriates have been studied extensively in Western work 

environment and culture, it cannot be said the same efforts were done in Pakistan. It is believed 

that this is the first study done in Pakistan related to this area. 

 

This study examines the effects of CCT on the performance of expatriates in business 

organizations. Which variables have impacts on high/ poor performance? Why do MNCs need 

expatriates to send on overseas assignments? Why are expatriates failure or successful? 

 

In the first chapter of this dissertation there is discussion regarding the complexities observed in 

the expansion of the business beyond a country boundaries. This has resulted in specific training 

of expatriates training to prevent damage of business relationships due to heavy losses faced due 
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to lack in performing in the overseas business market. Hence, MNCs send expatriates to manage 

their subsidiaries successfully during working expatriates can face environmental problems.  

  

Furthermore the first chapter discusses in detail, the successful of MNCs heavily depend upon 

the performance of expatriates. Hence, it is crucial to select, and send the right candidates on 

overseas missions. And it is needed to provide relevant CCT for these staff. But the percent rate 

of training that is only thirty percent of expatriates get CCT before being posted on overseas 

assignments. One of the main reasons why not given CCT before departure is that, it is thought 

that training is not so much effective to be successful on overseas assignments. This research has 

aimed at providing a critical success factors (CSFs) and knowledge areas for CCT on expatriates 

equally applicable to any firm in pursuit of performance elevation and competitive advantage 

over rival firms.  

 

The proposed study explores the practice of the CCT before expatriates are posted on overseas 

assignments and, the study further assesses the impact of CCT factors on expatriates’ success, 

and performance by utilizing integrated theoretical framework. 

 

In the second chapter, firstly some definitions such as expatriate, culture, cultural awareness, 

training, CCT, performance, success, failure, culture shock, etc. are discussed in order to help 

readers have a better understanding before going forward. 

 

MNCs need to send competent expatriates to manage their subsidiaries abroad. During working 

they can do some contributions such as transferring some technical knowledge, managerial 

responsibilities, and etc. As a result of the diminution technological gap among developed 

countries, they may no longer rely on technology to get competitive edge in global markets. 

There are strong competitions among MNCs.  It discusses the strengths of MNCs that can 

depend on manpower. Because now it is the time of manpower to gain competitive edge in 

international markets. For example, it is believed that expatriate can be the key in efficient 

operation of multinational markets.  
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The second chapter discusses the reasons why MNCs send expatriates on overseas subsidiaries, 

and the duration of the overseas assignment, in context of Pakistan, hence the time of 

expatriates’ assignments can be less than one year or one year as it is called short-term 

assignment; it can also be included three to five years as a relatively long-term assignment. The 

short-term assignment in a foreign country may create some problem as it is not sufficient to 

adjust to a new environment. This contains new aesthetics, attitudes and beliefs, religion, 

material culture, education, language, societal organization, legal characteristics, and political 

structures all are the components of culture; all of these components affect expatriates’ 

performance, every aspect is initially discussed in detail.  

 

The latter part of the second chapter in this dissertation contains discussions about culture as the 

more information and knowledge about the host country, the more success and performance of 

expatriates. There are also various effects of cultural awareness on success and performance of 

the expatriates. Expatriates can learn how to take steps in the new job environment; what to do or 

not to do. MNCs provide CCT for their employees in order to help them understand a new job 

environment. CCT can minimize culture shock of expatriates at first stage of entrance into new 

culture as almost every expatriate experiences it. The comments in the major barriers, which 

consist of cross cultural communication and lack of language skills, this part of the dissertation 

shows that language fluency in the host country facilitates expatriate to adjustment by equipping 

individuals with more effective communications and perceptual skills.  

 

This study also discusses the needs of expatriates; to conduct their subsidiaries, to serve as an 

interface between corporate head office and the local subsidiary, to transfer technical knowledge, 

and etc. The other important variable which has strong effects on success and performance of the 

expatriates is the process of selection of expatriates. It is the first step of testing the best capable 

candidates to send on overseas missions. This process is vital for MNCs as their success or 

failure can depend on the selection of the candidates. During this selection process of expatriates, 

MNCs especially give importance to expatriates’ technical competence not much to other 

personal characteristics. It discusses that it would be better if MNCs give emphasis not only to 

technical competence but to the other personal characteristics such as managerial ability, 

language ability, family factors, and etc. For example, language ability facilitates communication 
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between both expatriates from parent country and expatriates from the host country. It helps 

them for closer interactions with each other. Family factor is so important that either it helps 

expatriates to be successful or failure. For instance, Family factor is the main factor for 

American expatriates to be failure during overseas missions.  

The level of effectiveness of expatriates related with their assignments is accepted as 

performance of them. It can be low or high performance. Performance of any expatriate can be 

measured through the following indicators of performance of the expatriates: cultural adjustment, 

technical competence, managerial ability, customer satisfaction, productivity, profits, family 

situation, and so on. 

 

In this part, the effects of CCT on the expatriate performance have also been discussed. 

Generally, the effectiveness of CCT has been approved by the researchers because, there are 

various effects of CCT on the expatriates’ performance. It prepares them better for overseas 

assignments. They can learn how they should interact effectively with the other employees, 

facilitate adjustment, the knowledge and information such as climate, behaviors, laws, culture, 

values, geography, and etc. about the host country are given. The other benefits of CCT are that 

it improves expatriates’ confidence, facilitates them to be familiar with new job environment, 

protects or minimizes culture shock, etc. 

 

But although there are many benefits of CCT, there are various MNCs that are not providing 

CCT. The reasons why they do not provide CCT to their staff can be that they believe in not 

having enough effectiveness, satisfaction of CCT. 

 

The factors affecting the success of the expatriates positively are:  

1. belief in the mission 

2. selection criteria 

3. adequate CCT 

4. managerial skills 

5. interpersonal skills 

6. willingness to relocation 

7. willingness of spouse to live abroad 
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8. job satisfaction 

9. well adjustment 

10. good knowledge of a foreign/local language 

11. family orientation support 

12. culturally local staff supports 

13. sensitivity 

14. technical competence 

15. adaptability of expatriate/spouse, tolerance for ambiguity, and 

16. behavioral flexibility.  

It can be concluded that the above mentioned variables can be received by CCT. Hence, MNCs 

should not ignore providing CCT for their employees sent on overseas missions. 

 

There is one more factor that affects the success of expatriates. That is local staff contributions to 

the expatriates. They are experts related to the host country. They know environment situations 

better than expatriates. 

 

This study also provides a complete data for the target place Pakistan especially the situation of 

expatriates in Pakistan. Cultural training is also mostly influenced by culture as it includes 

people, political, economic, business, legal, and physical environment of the host country.  

 

This research analyses the cross cultural adjustments in a multidimensional scale of comfort, 

awareness, adaptation, feelings of comfort in new culture, and job environment. The expatriates 

working abroad may confront job related and personal adjustment problems because of 

dissimilar political, cultural, and economic conditions.  

 

There are three distinct factors influencing expatriates’ cross cultural adjustment discussed in the 

second chapter:  

1. Adjustment to the job 

2. Adjustment to interacting with host country nations 

3. Adjustment to the general non-work environment. 
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Adjustment to the general non-work environment includes generally the ongoing development of 

awareness, comfort, values, food, transportation, entertainment, and health care issues. These 

three factors of cross cultural adjustment, of course, are not equal, they predict different 

outcomes.  

Finally, it can be concluded that expatriate failure is due to a lack of adequate training for both 

expatriates and their spouses. The rate of expatriate failure is accepted as significant indicator for 

measuring the effectiveness of expatriate management.  

 

The third chapter reveals the research methodology i.e. to find out to what extent the global 

organizations provide CCT in general, and for special case for global organizations operating in 

Pakistan. For this research, expatriates working in Pakistan were contacted by the researcher, 

since it was beyond the scope of this research to contact every expatriate in Pakistan who has 

been working in the multinational companies. Hence the sampling technique also known as non-

probability strategy was used as a tool to gather data for the case studies. From the total 

population which was unknown, the probability of each case was selected. The purposive 

sampling data collection module was chosen, since this module was appropriate to accomplish 

the earlier set goals.  

 

The aim was to get information about the effects of CCT on expatriate’s performance in business 

organizations in order to prepare managers for the future and to find out the reasons of high rate 

failure of expatriates and the way of improving the success rate.  

 

A set of questionnaire were also designed to obtain the required information. The format 

presented separately by Selmer (2006), Qi and Lange (2005), and Chung (1990) was used. This 

was done to find out to what extent the business expatriates receive CCT, and effectiveness and 

practice, and the possible advantageous outcomes of expatriate CCT, organization-people, 

management, and selection of expatriates, local support, personal information, and performance.  

 

This chapter provides data on the basis of the questionnaire, since the purpose for this study is to 

explore “the effects of CCT on performance of expatriates in business organizations” in use in 

certain multinational organizations operating in Pakistan and to find out to what extent they 
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provide CCT programs for their expatriates, and also to examine the differences between 

expatriates who receive CCT, and who do not.  

 

There were some limitations discussed in chapter three in the current situation, when this 

research was conducted in Pakistan, getting access to the global companies was extremely 

limited due to high security reasons and unrest environment. The companies located in the 

capital city of Pakistan could be examining. The researcher also gathered data, and also tried to 

reach 5 other big cities such as Karachi, Lahore, Multan, Quetta and Peshawar; through emailing 

by the questionnaire.  

 

The part personal information fundamentally complies all the results were extracted from the 

questionnaire and tables were constructed to represent the outcome of nationalities of the sample 

group, their organizations, education, occupation, and age were covered in the survey 

respectively.  

 

The part of selection process of managers was designed to discuss the selection criteria for 

overseas postings; this begins with taking crucial part not only for companies but for candidates 

as well. The selection criterion also considered the motivation, personal characteristics, language 

family situation, and cultural awareness. This chapter also discussed the survey that found out 

that the most important criterion is “special knowledge and skills required for job”. That is why 

multinational organizations often prefer selecting expatriates who have those criteria.  

 

The criteria used by companies for the selection of expatriates and the most important criteria for 

selection processes according to their experience abroad are almost the same. But “special 

knowledge and skills required for job” is considered to be the most effective and important 

criteria for selection criteria for expatriates.  

 

This part concluded with six separate and complete tables representing in detail the most 

important criteria in educational, telecom and media sector, and others in Pakistan that includes:  

(1) special knowledge and skills required for job 

(2) motivation 



 249

(3) personal characteristics 

(4) language 

(5) family situation, and 

(6) cultural awareness.  

 

The concluding part was designed in order to determine critical success factors responsible for 

expatriates. Hence it was proved that the multinational organizations operating in Pakistan and 

the expatriates working in Pakistan do not take the same criteria to be used for selection process. 

On the other hand, it is also clear that all of them take the same criterion as the most important 

one.  

 

The next part of analysis was designed to represent the determinants of expatriates’ success. 

Expatriates’ success is one of the most critical issues for the overseas companies. Being 

objective & willing to accept recommendation from local people, and language ability are so 

important determinants that they should not be ignored by MNCs. On the other hand, the family 

situation is highly important that either facilitates expatriate to be successful or cause failure of 

expatriate. That is to say, cross cultural adjustment of family can positively affect the expatriate’s 

overall success. Hence, support of family, adaptation of family, and willingness of spouse to live 

abroad are strongly crucial for expatriate’s success. 

 

Many factors cause culture shock. Although the causes of culture shock vary significantly among 

all sectors, on overall basis the most effective factor is personal sensitivity and family situation.  

 

Outcomes and discussions lead to the conclusion that determinants such as pre-departure, and 

post arrival CCT have vital effects on the success of expatriates. For pre-departure CCT, 

expatriates assign the highest priority to the language training as there are various advantages of 

learning a foreign language. It concluded that most of the expatriates have been provided post 

arrival CCT in Pakistan 

 

The CCT process of managers’ part shows the impacts and benefits of CCT on expatriates’ 

performance, the benefits of CCT are discussed along with the duration of the training, and this 
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question was designed in order to find out ideally how long the duration of the training process 

should be to learn. The majority of respondents stated that the duration of language should be 

more than 5 weeks.  

The job position part revolves around the issues related to providing on-the-job training, the 

effects of the size of firm on providing CCT, and etc. It was observed through this group of 

questions that the size of organizations can cause the level of CCT programs as they have much 

more financial resources. Satisfaction with job facilitates expatriates’ adjustment. Satisfaction 

and adjustment of expatriates can facilitate them to have high performance. The outcomes of this 

part reveal that expatriates working in Pakistan have high performance as they are strongly 

satisfied with CCT provided by their companies. 

 

The performance and satisfaction part revolves around the issues related with CCT in Pakistan 

and the most frequent determinants of performance to measure the performance of expatriates, 

and the reasons for failure of expatriates.  

 

Expatriates working in Pakistan held different views according to the expatriates’ foreign work 

experience related to using to measure their performance. They held the opinion that as a 

determinant of performance and motivation with mean of 5.00 is most importantly used to 

measure the performance of expatriates. Although the results reveal that the main factor causing 

expatriates’ premature return differs from sector to sector. It has been found that the most 

important factor is the expatriate’s inability to adjust to unusual cultural and also physical 

surroundings with mean of 3.43. It has been observed that the expatriates who received CCT 

have higher level of adjustment and performance than who have not received it. Especially, it is 

beneficial for the expatriates who have no international experiences before. Additional to 

benefits of CCT, supports of local staff, high job satisfaction, high satisfaction with salary, high 

job security, and high satisfaction with life in Pakistan also have strong and positive effects on 

the performance of expatriates. 

 

This is followed by the recommendation for the reducing of the numbers of premature 

expatriates. This can mainly be achieved by CCT and adjustment to work and maximizing the 
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interaction with host nationals. The part nine also provides a complete argument regarding the 

need for CCT. The two factors that can be used to improve employment in Pakistan are: 

1. High job satisfaction 

2. High satisfaction with salary 

There is a complete analysis of high satisfaction with life in Pakistan and the willingness to 

continue assignment in Pakistan. Then the issue of completing assignment in terms of contract is 

discussed. In conclusion, this part elaborates on receiving training regarding post arrival training 

in Pakistan. This contains security, housing, school, etc.  

 

In conclusion, there is a complete comparative analysis between the employees who have 

received these training, and those who haven’t. Through detailed literature review, as mentioned 

before, it has been found out that the expatriates, who could get opportunity of having CCT, 

could be more successful than who haven’t received. According to the expatriates working in 

Pakistan, the effects of CCT are positive as majority of them agreed that expatriates who 

received CCT would show a higher level of performance than who hadn’t.  

 

In this investigation, it has been found out that there is a positive relationship between corporate 

size and the extent to which expatriates receive CCT as a significantly large number of 

respondents (57.5 percent) stated that the size of firms could affect the level of training. This 

survey finds out that family situation is not the main reason for failure of expatriates as it is the 

expatriate’s inability to adjust to unusual cultural and also physical surroundings with mean of 

3.4348. However, previous studies like (Tung, 1987, p. 117; Qi & Lange, 2005, p. 12) have 

found out family situation as a major reason of being failed or successful during overseas 

assignments. Personal characteristics have a positive relationship with performance of 

expatriates. The expatriate who has ability to adapt in a new culture, is culturally sensitive, 

having empathy for others, is ready for overseas assignments etc. no doubt he or she will show 

high performance on overseas assignment as they will facilitate the expatriate to adjust as well. 

Finally, it can be concluded that all research questions and hypotheses were supported. So, it is 

recommended for future researches to conduct more detailed studies with more expatriates as 

due to the constraint of time and resources, the samples of this study are limited to expatriates for 

foreign firms in Pakistan. 
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To sum up, there is an inclusively relative analysis between the employees who have received 

these trainings, and those who haven’t. Through detailed literature review, as mentioned before, 

it has been observed that the expatriates, who could get opportunity of having CCT, could be 

more successful than who haven’t received CCT. According to expatriates working for different 

MNCs in Pakistan, the effects of CCT are positive as majority of them agreed that expatriates 

who received CCT would show a higher level of performance than who hadn’t. The performance 

of expatriates working for different organizations operating in Pakistan is quite high. It was 

stated that the performance rate was over 88.5 out of 100.  

 

Hence it is confirmed in this dissertation that a greatly extensive cross cultural management 

training program is valuable, if not vital, for effective cross cultural performance. Whereas on 

the other hand, it is also confirmed that a lack of cross cultural management training and 

development may contribute ultimately to a lack of international growth, success and 

performance. 

 

While operating on overseas assignments it is not only expensive but very complex as well. To 

overcome this complex issue MNCs should make a very successful selection. It is very crucial to 

find relevant candidates to hire, to send skillful expatriates.  

 

MNCs should find the expatriates who have willingness to have assignments overseas and have 

willingness to continue their employments as they can adapt to a new environment, be more 

successful, get higher job performance on foreign missions. The expatriate who thinks like that 

he or she mentally will be ready to live and work, and accept job conditions, situations wherever 

he or she is. This is one of the ways to prevent expatriates having less culture shock. They will 

think not to return back prematurely, easily adjustment, better satisfaction.  

 

In order to convince MNCs on providing CCT, and survive in global village, more studies 

needed for detailed empirical studies on the effects of CCT on expatriate performance. Because 

the CCT is an important factor especially for interaction and general adjustment, but many 

MNCs ignore to provide any kind of it for their expatriates. They especially ignore family issues 

during overseas assignments. But it is one of the main factors being failed on overseas 
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assignments. They may also think that there is no need to spend a great deal of money on this 

matter.  As a result, it is inferred that multinational organizations need to understand the 

importance of providing relevant CCT for their employees. Providing CCT is so crucial that it 

cannot be ignored.  

 

Finally, more studies needed for detailed empirical studies on the effects of CCT on expatriates’ 

performance with more expatriates from very different sectors. Because the percentage of MNCs 

providing CCT is very low as it is around 30. And during selection of expatriates, MNCs should 

not consider technical competence as a main factor.  

 

5.2. Limitations   
 

The present investigation was focused on building a framework of CCT and evaluating its 

validity through a step by step application to the case study of firms operating in Pakistan.  

 

Based on the analysis of surveyed firm using the CCT framework, ranking of the top ten sources 

of competitiveness was made along all possible dimensions. The derived results between the 

CCT framework and the known standards were compared to derive a more reliable and refined 

ranking for critical success factors (CSFs) of CCT.  

The proposed study produced output in line with the objectives of the study. Besides, it identified 

suitable policies of personal management in general and it might improve factors like selection-

criteria and cross-cultural training programs to develop the success and decrease the failure of 

expatriates, and finally the effects of CCT on the performance of expatriates.  

 

There were some limitations in this dissertation. The situation existing in Pakistan, getting access 

to more global companies limited the study. The researcher could examine the companies located 

in the capital city of Pakistan. On the other hand, he tried to reach the other big cities such as 

Karachi, Lahore, Multan, Quetta, Peshawar, and etc.  by sending email and personal relations. 
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Appendix A: Questionnaire 

 
 

Questionnaire 
 
 
The effects of cross cultural training on the performance of expatriates in business 
organizations 
 
I am a PhD student in Faculty of Management Sciences, Department of Human Resource 

Development at National University of Modern Languages. As part of the requirement of this 

programme, I am conducting a survey on the above topic. I would like to invite you to join the 

survey. 

 

The case study is being cared out to find out “the effects of cross cultural training on the 

performance of expatriates in business organizations”. Please answer the questions freely. I 

will not name your company. 

 

The questionnaire should take about 30 minutes to complete. Please answer the questions in the 

space provided, and try to complete at a time when you are unlikely to be disturbed. Also, do not 

spend too long on any one question as your first thoughts are usually your best! 

 

Even if you feel the items covered may not apply directly to you please do not ignore them. 

Your answers are important to evaluate the effects of cross cultural training on the 

performance of expatriates in business organizations. 
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ALL THE INFORMATION YOU PROVIDE WILL BE TREATED  

IN THE STRICTEST CONFIDENCE 

 

When you have completed the questionnaire, please return to me 

 

I hope you find completing the questionnaire enjoyable, and thank you for taking the time to help 

me. If you have any questions, please do not hesitate to contact me. 

 

Thank you for your help 

 

Zekeriya NAS  

 

idilbret@hotmail.com 

 

Cell: 0333 5288871 

 

 

 

 

Many organizations need to send expatriates on overseas assignments. During the assignments 

they may face some problems because of the lack of cross-cultural training. It is a fact that 

expatriation is costly and may damage the reputation of the company. Therefore I conduct a 

research to find out the effects of cross cultural training on the performance of the expatriates. 

The other purpose of the questionnaire is to evaluate the performance of the expatriates who are 

having training and who are not. Since you are an expatriate working abroad you may be able to 

help me to fill in the following questions. 
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Part 1: Selection Process of Managers 
 

1. What criteria are used by your company for selection of expatriates?  
 

    Please tick the right option. [1 = never, 2 = rarely, 3 = occasionally, 4 = often, and 5 = 
mostly] 
Options 1 2 3 4 5 
1. Special knowledge and skills required for the Job     
2. Motivation {willingness to go abroad etc}     
3. Personal characteristics (ability to  adapt in new culture)     
4. Language ability     
5. Family situation     
6. Cultural awareness     
7. Others, please specify:     
 

2. Which criteria are the most important for selection according to your experience 
abroad? 
 

      [1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important]  
Options 1 2 3 4 5 
1. Special knowledge and skills required for the Job     
2.  Motivation {willingness to go abroad etc}     
3. Personal characteristics (ability to  adapt in new culture)     
4. Language ability     
5. Family situation     
6. Cultural awareness     
7. Others, please specify:     
 
 
Part 2: Determinants of Expatriates Success 
 
3. How important are the personal characteristics for the expatriates’ success? 

 
 [1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important] 

Personal characteristics 1 2 3 4 5 
1. Bearing uncertainty and stress     
2. Reacting flexibly to new things     
3. To be objective & willing to accept recommendation from locals     
4. Willingness to accept local thoughts, behaviors and customs     
5. Social skills     
6. Others, please specify     
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4. How important are the language ability for the expatriates’ success? 
 

 [1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important] 
Language ability 1 2 3 4 5 
1. Do you think that language capability may help in your 

performance? 
    

2. Do you think that understanding the host country language is 
related with your performance? 

    

3. Is international language (like English) helpful in your success?     
 
 

5. How important are the family situation for the expatriates’ success? 
 

 [1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important] 
Family situation 1 2 3 4 5 
1. Support of your family / spouse to live abroad is necessary for 

your success. 
    

2. Adaptation of your family / spouse to the new culture      
3. Willingness/liking of spouse to live abroad     

 
6. Which factor(s) do you think that can be cause of cultural shock? 

 
      (1 = strongly disagree 2 = disagree, 3 = neutral, 4 =agree, 5 = strongly agree) 

Reason(s) 1 2 3 4 5 
1. Not having cross cultural training     
2. Difficulties to adapt to adjust to a new culture     
3. Family problems     
4. Personal sensitivity     
5. Lack of technical competence     
6. Lack of local language     
7. Food     
8. Others, please specify:     

 
 

7. What type of pre-departure training is important for your success?  
 

[1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important] 
 1 2 3 4 5 

1. None     
2. Language training     
3. ½ to 1 day cultural orientation (cultural information, value system etc.)     
4. Intensive cultural orientation (i.e. several days or more)     
5. Environmental briefing (e.g. information about geography, climate, 

housing, schools etc.) 
    

6. Others, please specify:     
  



 273

8. What type of post-arrival training should you receive during your stay in Pakistan?  
 

1. None      
2. Urdu/English language(s)      
3. Cultural awareness training      
4. Executive courses      
5. Environmental briefing (security, housing, schools etc.)      
6. Others, please specify: 

 
 
Part 3: Cross Cultural Training Processes of Managers 
 
9. Which of the following factors should cross cultural training include? 

 
(1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important) 

Dependent Variables 1 2 3 4 5 
1. Cultural awareness      
2. Technical competence     
3. Interpersonal ability      
4. Confidence      
5. Cross cultural skill development     

 
10. What kinds of cross cultural programs have you received before coming Pakistan? 
                                                                                                                                                                     
Please Tick, if yes 
CCT Programs  
1. Special knowledge training 
2. Language training 
3. Pre-departure training 
4. Technical training 
5. Cultural awareness training 
6. Others, please specify: 
 
11. How would you rate relevance to use cross cultural training which has been 

provided by your organization? 
 

Strongly irrelevant Irrelevant Neutral Relevant Very much relevant 
1  2  3  4  5  
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12. Which training processes would you consider suitable to prepare managers for new 
culture, new job requirements and interactions with local people? 
 

Training processes   1     2   3  4     5 

1. Special knowledge training     
2.  Language training     
3.  Pre-departure training     
4.  Post-arrival training     
5.  Cultural awareness & Sensitivity training     
6. Others, please specify:     
 
13. When should cross cultural training be given?  

 
1. 1-2 weeks prior to landing and starting the new job 
2. 2-4 weeks prior to landing and starting the new job 
3. 1-2 months prior to landing and starting the new job 
4. 2-4 months prior to landing and starting the new job 
5. 4-6 months prior to landing and starting the new job 
6. 1-2 weeks after arrival and starting the new job 

 
 

14. How can host country language ability affect the following? (1 = less, 2 = very, 3 = 
neutral, 4 = much, and 5 = most) 
 

 1 2 3 4 5 
1. Facilitate communication with locals      
2. Attempt to learn about the host culture      
3. Enabling one to be polite      
4. Cultural awareness     
5. Permitting cultural understanding      
6. Others, please specify:     

 
 

15. Please tell us the benefits of cross cultural training. 
 

     Please tick the right option.  (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 
and 5 = Strongly agree) 
 1 2 3 4 5 
1. Cross cultural training is useful as it provides environmental briefings 

including information essentially for practical arrangement, such as, 
information about geography, climate, housing school, etc. 

 
 
 

 
 
 

 
 
 

 
 
 

 
 


2.  Through cross cultural training expatriates can adjust to work,      
3.  Through cross cultural training expatriates can adjust to interacting 

with host national  
    

4. Through cross cultural training expatriates can adjust to the general 
non-work environment. 
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16. How long should the duration of the training process be? 
 
 [1 = less than 5 days 2 = 5-7 days, 3 = 1-2 weeks, 4 = 3-5 weeks, and 5 = more than 5 
weeks] 

Training process  1 2 3 4 5 
1. Special knowledge training     
2. Language training     
3. Pre-departure training     
4. Post-arrival training     
5. Cultural awareness & Sensitivity training     
6. Others, please specify:     

 
 
Part 4: Your Job Position 

         
                                              Yes      No 

Please, tick the right option 1 2 
17. Does your company provide on-the-job training for you on its overseas missions?  
18. The size of firms affects the level of training undertaken by multinational 

companies 
 

19. Are you satisfied with the training programs offered at this company?  
20. You mainly perform technical work.  
21. You mainly have managerial responsibility.  
22. Do you really need local colleagues’ helps?  
23. Do you believe that the experience you have gained in Pakistan will help you 

find a job in your home country? 
 
 

 
 

 
 

Part 5: Performance and Satisfaction 
 
24. According to your foreign work experience, which of the following are used to measure 

the performance?  
 

(1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important) 
Determinants of performance 1 2 3 4 5 
1. Motivation     
2. Adjustment     
3. Cultural awareness     
4. Interpersonal sensitivity     
5. Skill development     
6. Technical competence     
7. Productivity     
8. Completion of assigned task on time     
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25. According to you what is the main factor(s) cause expatriates’ premature return?  
 

(1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important) 
Main factor(s) 1 2 3 4 5 
1. The spouse’s inability to adjust to unusual cultural and also 

physical surroundings. 
    

2. The expatriate’s inability to adjust to unusual cultural and also 
physical surroundings. 

 
 

 
 

 
 

 
 

 
 

3. Additional family-related problems,     
4. The lack of technical competence of the expatriate.     
5. Wrong selection criteria of expatriates.     
6. Taking technical competence as a key selection criteria     
7. Others, please specify:     

 
 

Please, tick the right option. (1 = Strongly disagree, 2 = Disagree, 3 
= Neutral, 4 = Agree, and 5 = Strongly agree) 

1 2 3 4 5 

26. One of the paramount factors for getting good performance on 
overseas assignments is willingness to go abroad. 

 
 

 
 

 
 

 
 

 
 

27. For good performance, adequate cross cultural training should be 
given not only to expatriates but to their families as well. 

 
 

 
 

 
 

 
 

 
 

28. Cross cultural training should be provided not only to expatriates, 
but also to the host country nationals in order to develop 
performance. 

 
 

 
 

 
 

 
 

 
 

29. In order to reduce the numbers of expatriates premature returns, 
cross cultural training should be provided at least over a period of 
several months (1-3) to expatriates and their families. 

 
 
 

 
 
 

 
 
 

 
 
 

 
 
 

30. Through cross cultural training expatriates can adjust to work.     

31. Through cross cultural training expatriates can adjust to interacting 
with host national. 

 
 

 
 

 
 

 
 

 
 

32. Through cross cultural training expatriates can adjust to the 
general non-work environment. 

 
 

 
 

 
 

 
 

 
 

33. Expatriates who received cross cultural training will show a higher 
level of     performance than those who have not. 

 
 

 
 

 
 

 
 

 
 

34. The effectiveness of cross cultural training will be more 
marked for managers who   had little or no prior international 
experience(s). 

 
 

 
 

 
 

 
 

 
 

35. It is likely that cross cultural training will be beneficial to the work 
adjustment of expatriates in Pakistan. 

 
 

 
 

 
 

 
 

 
 

36. Local staff support  and  facilitate your adjustment and help you to 
get better work performance 

 
 

 
 

 
 

 
 

 
 

37. Do you believe that wherever you are you can be successful? If 
you are successful in the home country, you can be successful in 
any host country as well. So no need to receive extra crosses 
cultural training. 
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38. The effectiveness of cross cultural training depends largely on how 
trainable people are. 

 
 

 
 

 
 

 
 

 
 

39. Many top management people refuse to receive cross cultural 
training because they feel that being at the top, they should 
already know about cross cultural training.  

 
 
 

 
 
 

 
 
 

 
 
 

 
 
 

40. When moving into a new country, most managers face culture 
shock (feeling of stress, disappointment, confusion, anxiety, etc.). 

 
 

 
 

 
 

 
 

 
 

41. You achieve good results in your work.     
42. You have high job satisfaction.     
43. You have high satisfaction with your salary.     
44. You have high job security.     
45. Security problems create low performance     
46. You have high satisfaction with life in Pakistan.     
47. You are willing to continue your employment, all things 

considered. 
    

48. You will complete your contract.     
 
 
49. Cross cultural training would aid and lead to more following elements: 

 
(1 = strongly disagree 2 = disagree, 3 = neutral, 4 =agree, 5 = strongly agree) 

Elements  1 2 3 4 5 
1. Realistic expectations     
2. Greater job satisfaction     
3. Adjustment     
4. Job performance     
5. Lower intentions of returning early     
6. Cultural interactions     
7. Bring people together     
8. Reducing misunderstandings and inappropriate behaviors     
9. Increasing your confidence     

10. Others, please specify: 
 

50. Please, indicate the reasons for low performance.  
 
(1 = least important, 2 = less important, 3 = neutral, 4 = important, and 5 = most important) 

Reasons 1 2 3 4 5 
1. Inability of spouse to adjust     
2.  Manager’s inability to adjust     
3.  Other family problems     
4.  Lack of manager’s personal or emotional maturity     
5.  Inability to cope with larger overseas responsibilities     
6.  Difficulties with new environment     
7.  Lack of technical competence     
8. Others, please specify:     
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Part 6: Performance / Adjustment Evaluation 
 
Please rate out of 100.  

 
51. How much would you rate your overall performance? _______ out of 100.   
52. How well do you think you are adapting to Pakistani environment? _______ out of 100.  
53. How well do you think your spouse is adapting to Pakistani environment? ______out of 100.  
54. How well do you think your children are adapting to Pakistani environment? ____out of 100.  
 
Part 7: Personal Information   
 
55. Your Field 

 
1. (  ) Education 
2. (  ) Construction 
3. (  ) Telecommunication 
4. (  ) Press & Media 
5. (  ) Others 

 
56. Your age: …….……… 

 
 

57. Your sex: 
 

1. (  ) Male 2.  (  ) Female 
 

58. Your marital status: 
 

1. (  ) Single 
2. (  ) Married 
3. (  ) Married with children 
4.    (  ) Married without children 

 
 
59. Your nationality: ……………………… 

 
60. What is the highest level of formal education you successfully completed? 

 
1. (  ) Below secondary school 
2. (  ) Secondary school 
3. (  ) Post Secondary School diploma or certificate 
4. (  ) University bachelor degree or equivalent  
5. (  ) University master or higher degree 

 
 
 



 279

61. Your   occupation: 
1. (  ) CEO (Chief executive officer)  
2. (  ) Manager  
3. (  ) Educator  
4. (  ) Consultant   
5. (  ) Engineer  
6. (  ) Others, please specify: 

 
62. What is your monthly salary including allowance and bonuses? 

 
1. (  ) Between $1,000-3,000 
2. (  ) Between $3,001-5,000 
3.  (  ) Between $5,001-7,000 
4. (  ) Between $7,001-10,000 
5. (  ) Above $10,000 

 
63. How many countries have you been before coming Pakistan………..........country (ies). 
64. How long have you been employed in Pakistan?  ………………………...year(s). 
65. How long do you expect to remain working in Pakistan? ……………..year(s). 
66. How long have you spent abroad including Pakistan? ………………..year(s). 
67. How many people are working in your company? …………................people. 
68. How many expatriates are working in your company? ……………expatriates  
 
 
 

Thank you 
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Appendix B: Additional Tables 
 
 
Table 117: Independent variables (The factors which have most influence on performance) 
 Author(s) 

Expatriate, local cooperation, cross cultural cooperation, adaptability, 

extrinsic motivation, organization’s supports, self and  family’s 

adaptability, effectiveness of personnel, and  career prospects in home 

country, salary, life, security, job satisfaction, knowledge and abilities, 

Chung, (1990), 

pp. 71-80 

Training and preparation, cultural and technical process, job analysis, 

cross-cultural adjustment, healthy supervisor-expatriate relationship, 

an examination of the work environment 

A) Analysis of job requirements 

 Technical requirements 

 Managerial responsibilities 

 Cultural requirements-interaction with local nationals and 

local community 

B) Analysis of country of assignment 

 General mores / values 

 Political / legal/ socio-economic situation 

 Social institutions 

 Standard of living 

 Physical environment 

C) Evaluation of candidate 

 Availability 

 Job ability 

 Personality characteristics 

 Career status  

 Desire for assignment 

 Family situation 

Neilson (2002), 

pp.36-118 
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 Gender 

 Language skills 

 Prior experiences 

D) Preparation of candidate 

 Pre-assignment site visit 

 Job/country orientation 

 Language training 

 Compensation/benefits/taxes/housing counseling 

 Counseling be repatriate(s) 

 Local sponsorship 

E) Adequate length of assignment 

F) Repatriation preparation 

 Sponsor “back home” 

 Career counseling 

 Culture re-orientation 

G) Successful expatriate experience 

Cognitive ability, personality factors (such as sensation seeking or 

tolerance for ambiguity), biodata, vocational interests, work 

experience 

Morris & Robie, 

(2001), p. 121 

Post-arrival CCT Selmer, Torbiörn 

& Leon, (1998), 

p. 831 

Expatriate adjustment; adjustment to (1) the general environment, (2) 

interaction with host country nationals, and (3) work (performance 

standards, job and supervisory responsibilities). 

Lee & Sukoco, 

(2007), p. 924 

Selection; 

 Quality of selection programs 

 Choosing suitable candidates 

Training & development cultural preparation 

McNulty, De 

Cieri & 

Hutchings, 

(2009), p. 1318 

Expatriate adjustment, parent company POS (perceived organizational Kraimer, Wayne 
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support), foreign facility POS, leader-member exchange, spouse 

support, work adjustment, general adjustment, interaction adjustment  

& Jaworski, 

(2001), p. 71-74 

Family relationship, recruitment selection, leadership style, attractions 

for international assignment, cross-cultural familiarity with country, 

cross-cultural adaptability, ability to adapt to new environment, 

technical competence, interest in overseas posting, spouses and 

families, cultural appreciation, understanding, awareness and 

receptiveness, basic understanding of the country, its people and its 

customs, etc, language skills, ability to cope with broader 

responsibilities, ethical considerations and relationships, personality 

aspects of expatriate manager, career paths and personnel planning 

aspects, costs of expatriate employment and conditions of service, and 

training for expatriate appointment.  

 

Chang, (2008), 

pp.25-30 

Job factors: 

 Technical skills 

 Familiarity with host country and headquarters operations 

 Managerial skills 

 Administrative competence 

Relational dimensions 

 Tolerance for ambiguity 

 Behavioral flexibility 

 Non-judgementalism 

 Cultural empathy and low entnocentrism 

 Interpersonal skills 

Motivational state 

 Belief in the mission 

 Congruence with career path 

 Interest in overseas experience 

 Interest in specific host country culture 

Chew, (2004) 
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 Willingness to acquire new patterns of behavior and attitudes 

Family situation 

 Willingness of spouse to live abroad 

 Adaptive and supportive spouse 

 Stable marriage 

Language skills 

 Host country language 

 Non verbal communication 

Technical competence on the job, 

Personality traits or relational abilities, environmental variables, 

family situation 

 

Pucik & Saba, 

1998  

CCT, skill development( self-dimension, relational, perceptional) Black & 

Mendenhall, 

(1990), pp. 119-

127 

(Factors that influence employee performance and learning) 

Person characteristics  

 Ability and skill 

 Attitudes and motivation 

Input 

 Understand what, how, when to perform 

 Necessary resources (equipment, etc.) 

 Interference from other job demands 

 Opportunity to perform 

Output 

 Expectations for learning performance 

Consequences 

 Positive consequences/incentives to perform 

 Few negative consequences to perform  
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Feedback 

 Frequent and specific feedback about how the job is performed

Pre-assignment planning, selection, and training, the perceptions, 

attitudes, and behaviors of HCNs. 

Varma, Toh & 

Budhwar, (2006), 

p. 117 

 

 

Table 118: Dependent variables 
Ratings of cross-cultural skill development, rate of early return 

from overseas assignment, and supervisor ratings of job 

performance, general adjustment; job adjustment, environment 

adjustment. 

Morris & Robie, (2001), 

p.117 

Overall spouse’ adapting, Overall expatriates’ adapting, Overall 

children’s adapting, Children’s adapting to environment, Spouse’ 

adapting to environment, Your adapting to environment, Your 

overall performance  

Performance Indicator 

 Experienced meaningfulness of the work, Experienced 

responsibility for outcomes of the work, Internal work motivation, 

Quality of work performance , Satisfaction with the work , 

Satisfaction with your family’s adjustment , Quality of social 

networking , Improvement of career prospect , Improvement of 

professional/cross-cultural skills  

 

 

Chang, (2008), pp.73-80 

Cross cultural skill development, adjustment, performance Black & Mendenhall, 

(1990), p. 115                     
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Table 119: Personal characteristics (bearing uncertainty and stress) (3.577) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 9 10.7 12.7 12.7 

  less important 7 8.3 9.9 22.5 

  neutral 10 11.9 14.1 36.6 

  important 24 28.6 33.8 70.4 

  most important 21 25.0 29.6 100.0 

  Total 71 84.5 100.0   

Missing System 13 15.5     

Total 84 100.0     

 

  

Table 120: Personal characteristics (reacting flexibly to new things) (3.829) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.2 1.4 1.4 

  less important 11 13.1 15.7 17.1 

  neutral 7 8.3 10.0 27.1 

  important 31 36.9 44.3 71.4 

  most important 20 23.8 28.6 100.0 

  Total 70 83.3 100.0   

Missing System 14 16.7     

Total 84 100.0     
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Table 121: Personal characteristics (to be objective & willing to accept recommendation 

from locals) (3.829) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.2 1.4 1.4 

  less important 9 10.7 12.9 14.3 

  neutral 12 14.3 17.1 31.4 

  important 27 32.1 38.6 70.0 

  most important 21 25.0 30.0 100.0 

  Total 70 83.3 100.0   

Missing System 14 16.7     

Total 84 100.0     

 

 

Table 122: Personal characteristics (willingness to accept local thoughts, behaviors and 

customs) (3.771) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.2 1.4 1.4 

  less important 7 8.3 10.0 11.4 

  neutral 16 19.0 22.9 34.3 

  important 29 34.5 41.4 75.7 

  most important 17 20.2 24.3 100.0 

  Total 70 83.3 100.0   

Missing System 14 16.7     

Total 84 100.0     
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Table 123: Personal characteristics (social skills) (3.639) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid less important 10 11.9 13.9 13.9 

  neutral 19 22.6 26.4 40.3 

  important 30 35.7 41.7 81.9 

  most important 13 15.5 18.1 100.0 

  Total 72 85.7 100.0   

Missing System 12 14.3     

Total 84 100.0     

 

Table 124: Have you received post arrival Urdu / English Language(s) training during 

staying in Pakistan? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 49 67.1 70.0 70.0 

  No 21 28.8 30.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

Table 125: Have you received post arrival cultural awareness training during staying in 

Pakistan? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 44 60.3 64.7 64.7 

  No 24 32.9 35.3 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     
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Table 126: Have you received post arrival executive courses training during staying in 

Pakistan? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 35 47.9 51.5 51.5 

  No 33 45.2 48.5 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     

  

Table 127: Have you received post arrival environmental briefing training during staying 

in Pakistan? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 42 57.5 61.8 61.8 

  No 26 35.6 38.2 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     
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Table 128: Communalities 

 

 Initial Extraction 

PerChar1 1.000 .712 

PerChar2 1.000 .788 

PerChar3 1.000 .820 

PerChar4 1.000 .829 

PerChar5 1.000 .863 

LA1 1.000 .887 

LA2 1.000 .809 

LA3 1.000 .909 

FamSit1 1.000 .806 

FamSit2 1.000 .745 

FamSit3 1.000 .808 

Extraction Method: Principal Component Analysis. 
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Table 129: Total Variance Explained 

 

Component 

Initial Eigenvalues 

Extraction Sums of 

Squared Loadings 

Rotation Sums of Squared 

Loadings 

Total 

% of 

Variance 

Cumulati

ve % Total 

% of 

Variance

Cumulati

ve % Total 

% of 

Variance 

Cumulati

ve % 

1 5.003 45.483 45.483 5.003 45.483 45.483 2.099 19.083 19.083 

2 1.377 12.522 58.006 1.377 12.522 58.006 2.006 18.233 37.316 

3 1.176 10.687 68.692 1.176 10.687 68.692 1.712 15.561 52.878 

4 .800 7.271 75.964 .800 7.271 75.964 1.705 15.496 68.374 

5 .622 5.651 81.615 .622 5.651 81.615 1.456 13.240 81.615 

6 .557 5.060 86.674       

7 .390 3.541 90.216       

8 .368 3.341 93.557       

9 .316 2.873 96.430       

10 .251 2.278 98.708       

11 .142 1.292 100.000       

Extraction Method: Principal Component Analysis. 
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Figure 14: Scree Plot 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 292

Table 130: Component Matrixa 

 Component 

 1 2 3 4 5 

PerChar1 .729 -.189 .236 -.009 -.299 

PerChar2 .792 -.127 .192 -.281 -.168 

PerChar3 .681 .171 -.190 .083 -.533 

PerChar4 .532 .623 .348 -.179 .074 

PerChar5 .438 .797 .067 -.015 .176 

LA1 .806 -.229 -.344 -.232 .116 

LA2 .605 .211 -.510 .368 -.055 

LA3 .687 -.160 -.354 -.481 .234 

FamSit1 .784 -.065 -.012 .373 .221 

FamSit2 .695 -.274 .097 .343 .244 

FamSit3 .567 -.267 .638 .068 .059 

Extraction Method: Principal Component Analysis. 

a. 5 components extracted. 
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Table 131: Rotated Component Matrixa 

 Component 

 1 2 3 4 5 

PerChar1 .668 .241 .186 .067 .410 

PerChar2 .642 .488 .079 .198 .306 

PerChar3 .231 .202 .139 .199 .817 

PerChar4 .304 .104 .021 .845 .105 

PerChar5 -.055 .063 .164 .898 .154 

LA1 .213 .801 .349 .037 .278 

LA2 -.188 .239 .575 .194 .590 

LA3 .120 .919 .160 .117 .102 

FamSit1 .320 .242 .751 .191 .211 

FamSit2 .432 .222 .709 .015 .073 

FamSit3 .842 .040 .280 .109 -.087 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 19 iterations. 
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Figure 15: Component Plots in Rotated Matrix 
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Table 132: Component Transformation Matrix 

Component 1 2 3 4 5 

1 .491 .514 .471 .326 .407 

2 -.358 -.236 -.130 .876 .179 

3 .761 -.448 -.154 .243 -.371 

4 -.090 -.641 .722 -.143 .197 

5 -.207 .261 .465 .216 -.791 

Extraction Method: Principal Component Analysis.   

 Rotation Method: Varimax with Kaiser Normalization.  

Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Bearing uncertainty and stress 71 1.00 5.00 3.5775 1.34867 

Reacting flexibly to new things 70 1.00 5.00 3.8286 1.06283 

To be objective & willing to accept 

recommendation from locals 

70 1.00 5.00 3.8286 1.04910 

Willingness to accept local 

thoughts, behaviors and customs 

70 1.00 5.00 3.7714 .98056 

Social skills 72 2.00 5.00 3.6389 .93907 

understanding the host country 

language 

72 1.00 5.00 3.4167 1.17185 

Support of your family / spouse 73 1.00 5.00 3.7945 1.35358 

Valid N (listwise) 68     

Babbie, E. (2004). The Practice of Social Research (10th ed.). Singapore: Thompson Asia. 
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Table 133: Cultural awareness  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 8 11.0 11.0 11.0 

  less important 4 5.5 5.5 16.4 

  Neutral 15 20.5 20.5 37.0 

  important 33 45.2 45.2 82.2 

  most important 13 17.8 17.8 100.0 

  Total 73 100.0 100.0   

 

Table 134: Technical competence   

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 4 5.5 5.6 5.6 

  less important 11 15.1 15.3 20.8 

  neutral 20 27.4 27.8 48.6 

  important 26 35.6 36.1 84.7 

  most important 11 15.1 15.3 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

Table 135: Interpersonal ability  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.4 1.4 1.4 

  less important 8 11.0 11.1 12.5 

  neutral 19 26.0 26.4 38.9 

  important 36 49.3 50.0 88.9 

  most important 8 11.0 11.1 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     



 297

Table 136: Confidence  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.4 1.4 1.4 

  less important 6 8.2 8.3 9.7 

  neutral 8 11.0 11.1 20.8 

  important 36 49.3 50.0 70.8 

  most important 21 28.8 29.2 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

Table 137: Cross cultural skill development  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.4 1.4 1.4 

  less important 5 6.8 7.0 8.5 

  neutral 20 27.4 28.2 36.6 

  important 31 42.5 43.7 80.3 

  most important 14 19.2 19.7 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

Table 138: Special knowledge training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 31 42.5 43.1 43.1 

  No 41 56.2 56.9 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     
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Table 139: Language training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 33 45.2 45.8 45.8 

  No 39 53.4 54.2 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

  

Table 140: Pre-departure training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 23 31.5 32.4 32.4 

  No 48 65.8 67.6 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

Table 141: Technical training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 27 37.0 38.0 38.0 

  No 44 60.3 62.0 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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Table 142: Cultural awareness training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 32 43.8 45.1 45.1 

  No 39 53.4 54.9 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

Table 143: Rating relevance to use CCT 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly irrelevant 3 4.1 4.5 4.5 

  irrelevant 7 9.6 10.6 15.2 

  neutral 15 20.5 22.7 37.9 

  relevant 28 38.4 42.4 80.3 

  very much relevant 13 17.8 19.7 100.0 

  Total 66 90.4 100.0   

Missing System 7 9.6     

Total 73 100.0     

 

 

Table 144: Preparing managers (Special knowledge training) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly irrelevant 11 15.1 15.9 15.9 

  irrelevant 3 4.1 4.3 20.3 

  neutral 18 24.7 26.1 46.4 

  relevant 17 23.3 24.6 71.0 

  very much relevant 20 27.4 29.0 100.0 

  Total 69 94.5 100.0   

Missing System 4 5.5     

Total 73 100.0     
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Table 145: Preparing managers (Language training)  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly irrelevant 4 5.5 5.9 5.9 

  irrelevant 8 11.0 11.8 17.6 

  neutral 14 19.2 20.6 38.2 

  relevant 21 28.8 30.9 69.1 

  very much relevant 21 28.8 30.9 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     

 

Table 146: Preparing managers (Pre-departure training) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly irrelevant 2 2.7 2.9 2.9 

  irrelevant 7 9.6 10.1 13.0 

  neutral 19 26.0 27.5 40.6 

  relevant 31 42.5 44.9 85.5 

  very much relevant 10 13.7 14.5 100.0 

  Total 69 94.5 100.0   

Missing System 4 5.5     

Total 73 100.0     

 

 

 

 

 

 

 

 

 

 



 301

Table 147: Preparing managers (Post arrival training) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly irrelevant 3 4.1 4.4 4.4 

  irrelevant 7 9.6 10.3 14.7 

  neutral 20 27.4 29.4 44.1 

  relevant 25 34.2 36.8 80.9 

  very much relevant 13 17.8 19.1 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     

 

 

Table 148: Preparing managers (Cultural awareness & sensitivity training) 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly irrelevant 3 4.1 4.3 4.3 

  irrelevant 6 8.2 8.6 12.9 

  neutral 12 16.4 17.1 30.0 

  relevant 28 38.4 40.0 70.0 

  very much relevant 21 28.8 30.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     
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Table 149: 1-2 weeks prior to landing and starting the new job 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 38 52.1 58.5 58.5 

  No 27 37.0 41.5 100.0 

  Total 65 89.0 100.0   

Missing System 8 11.0     

Total 73 100.0     

  

Table 150 2-4 weeks prior to landing and starting the new job 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 16 21.9 25.4 25.4 

  No 47 64.4 74.6 100.0 

  Total 63 86.3 100.0   

Missing System 10 13.7     

Total 73 100.0     

 

Table 151: 1-2 months prior to landing and starting the new job 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 17 23.3 26.6 26.6 

  No 47 64.4 73.4 100.0 

  Total 64 87.7 100.0   

Missing System 9 12.3     

Total 73 100.0     
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Table 152:  2-4 months prior to landing and starting the new job 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 14 19.2 20.0 20.0 

  No 56 76.7 80.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

  

Table 153: 4-6 months prior to landing and starting the new job 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 12 16.4 17.1 17.1 

  No 58 79.5 82.9 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

  

Table 154: 1-2 weeks after arrival and starting the new job 

 Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 21 28.8 29.6 29.6 

  No 50 68.5 70.4 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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Table 155: Facilitating communication with locals 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less 11 15.1 15.5 15.5 

  very 6 8.2 8.5 23.9 

  neutral 8 11.0 11.3 35.2 

  much 22 30.1 31.0 66.2 

  most 24 32.9 33.8 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

Table 156: Attempting for learning about the host culture 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less 1 1.4 1.4 1.4 

  very 12 16.4 16.9 18.3 

  neutral 16 21.9 22.5 40.8 

  much 21 28.8 29.6 70.4 

  most 21 28.8 29.6 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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Table 157: Enabling one to be polite 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less 3 4.1 4.2 4.2 

  very 7 9.6 9.9 14.1 

  neutral 24 32.9 33.8 47.9 

  much 26 35.6 36.6 84.5 

  most 11 15.1 15.5 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

Table 158: The effects of host country on cultural awareness 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less 5 6.8 7.0 7.0 

  very 4 5.5 5.6 12.7 

  neutral 15 20.5 21.1 33.8 

  much 34 46.6 47.9 81.7 

  most 13 17.8 18.3 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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Table 159: Permitting cultural understanding 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less 3 4.1 4.2 4.2 

  very 6 8.2 8.3 12.5 

  neutral 17 23.3 23.6 36.1 

  much 34 46.6 47.2 83.3 

  most 12 16.4 16.7 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

Table 160: Usefulness of CCT 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 11 15.1 15.1 15.1 

  disagree 3 4.1 4.1 19.2 

  neutral 18 24.7 24.7 43.8 

  agree 24 32.9 32.9 76.7 

  strongly agree 17 23.3 23.3 100.0 

  Total 73 100.0 100.0   
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Table 161: CCT and adjustment to work 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 13 17.8 18.6 20.0 

  neutral 21 28.8 30.0 50.0 

  agree 31 42.5 44.3 94.3 

  strongly agree 4 5.5 5.7 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

Table 162: CCT and interaction with host national 

  Frequency Percent Valid Percent Cumulative Percent 

Valid disagree 5 6.8 7.2 7.2 

  neutral 16 21.9 23.2 30.4 

  agree 35 47.9 50.7 81.2 

  strongly agree 13 17.8 18.8 100.0 

  Total 69 94.5 100.0   

Missing System 4 5.5     

Total 73 100.0     
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Table 163: CCT and adjustment to the general non-work environment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 11 15.1 15.7 17.1 

  neutral 24 32.9 34.3 51.4 

  agree 26 35.6 37.1 88.6 

  strongly agree 8 11.0 11.4 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

Table 164: Special knowledge training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less than 5 days 19 26.0 26.4 26.4 

  5-7 days 6 8.2 8.3 34.7 

  1-2 weeks 14 19.2 19.4 54.2 

  3-5 weeks 15 20.5 20.8 75.0 

  more than 5 weeks 18 24.7 25.0 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     
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Table 165: Language training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less than 5 days 7 9.6 10.1 10.1 

  5-7 days 9 12.3 13.0 23.2 

  1-2 weeks 11 15.1 15.9 39.1 

  3-5 weeks 15 20.5 21.7 60.9 

  more than 5 weeks 27 37.0 39.1 100.0 

  Total 69 94.5 100.0   

Missing System 4 5.5     

Total 73 100.0     

 

 

Table 166: Pre-departure training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less than 5 days 18 24.7 26.5 26.5 

  5-7 days 7 9.6 10.3 36.8 

  1-2 weeks 19 26.0 27.9 64.7 

  3-5 weeks 16 21.9 23.5 88.2 

  more than 5 weeks 8 11.0 11.8 100.0 

  Total 68 93.2 100.0   

Missing System 5 6.8     

Total 73 100.0     
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Table 167 Post arrival training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less than 5 days 16 21.9 22.9 22.9 

  5-7 days 13 17.8 18.6 41.4 

  1-2 weeks 19 26.0 27.1 68.6 

  3-5 weeks 15 20.5 21.4 90.0 

  more than 5 weeks 7 9.6 10.0 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

Table 168: Cultural awareness & sensitivity training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less than 5 days 15 20.5 21.1 21.1 

  5-7 days 12 16.4 16.9 38.0 

  1-2 weeks 15 20.5 21.1 59.2 

  3-5 weeks 24 32.9 33.8 93.0 

  more than 5 weeks 5 6.8 7.0 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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Table 169: Realistic expectation 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 7 9.6 9.7 9.7 

  disagree 3 4.1 4.2 13.9 

  neutral 21 28.8 29.2 43.1 

  agree 33 45.2 45.8 88.9 

  strongly agree 8 11.0 11.1 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     

 

 

Table 170: Greater job satisfaction 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 7 9.6 9.9 9.9 

  disagree 6 8.2 8.5 18.3 

  neutral 21 28.8 29.6 47.9 

  agree 32 43.8 45.1 93.0 

  strongly agree 5 6.8 7.0 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     
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Table 171: Adjustment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 2 2.7 2.7 2.7 

  disagree 6 8.2 8.2 11.0 

  neutral 20 27.4 27.4 38.4 

  agree 38 52.1 52.1 90.4 

  strongly agree 7 9.6 9.6 100.0 

  Total 73 100.0 100.0   

 

 
Table 172: Job performance  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 3 4.1 4.2 4.2 

  disagree 7 9.6 9.7 13.9 

  neutral 16 21.9 22.2 36.1 

  agree 34 46.6 47.2 83.3 

  strongly agree 12 16.4 16.7 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     
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Table 173: Lower intentions of returning early  

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 11 15.1 15.7 17.1 

  neutral 27 37.0 38.6 55.7 

  agree 28 38.4 40.0 95.7 

  strongly agree 3 4.1 4.3 100.0 

  Total 70 95.9 100.0   

Missing System 3 4.1     

Total 73 100.0     

 

 

Table 174: Cultural interactions 

 Frequency Percent Valid Percent Cumulative Percent 

Valid disagree 7 9.6 9.9 9.9 

  neutral 24 32.9 33.8 43.7 

  agree 36 49.3 50.7 94.4 

  strongly agree 4 5.5 5.6 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 

 

 

 

 

 

 

 

 



 314

Table 175: Bringing people together 

 Frequency Percent Valid Percent Cumulative Percent 

Valid strongly disagree 1 1.4 1.4 1.4 

  disagree 9 12.3 12.7 14.1 

  neutral 15 20.5 21.1 35.2 

  agree 37 50.7 52.1 87.3 

  strongly agree 9 12.3 12.7 100.0 

  Total 71 97.3 100.0   

Missing System 2 2.7     

Total 73 100.0     

 

 
Table 176: Reducing misunderstandings and inappropriate behaviors 

 Frequency Percent Valid Percent Cumulative Percent 

Valid disagree 6 8.2 8.3 8.3 

  neutral 24 32.9 33.3 41.7 

  agree 29 39.7 40.3 81.9 

  strongly agree 13 17.8 18.1 100.0 

  Total 72 98.6 100.0   

Missing System 1 1.4     

Total 73 100.0     
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Table 177: Increasing confidence 

 Frequency Percent Valid Percent Cumulative Percent 

Valid disagree 9 12.3 13.6 13.6 

  neutral 14 19.2 21.2 34.8 

  agree 24 32.9 36.4 71.2 

  strongly agree 19 26.0 28.8 100.0 

  Total 66 90.4 100.0   

Missing System 7 9.6     

Total 73 100.0     
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Table 178: The effects of CCT on 9 elements of expatriates' performance 

  1 2 3 4 5 6 7 8 9 
edu Mea 3.5610 3.5250 3.7381 3.8780 3.4000 3.5750 3.8780 3.7073 3.7714 

  N 41 40 42 41 40 40 41 41 35 

  Std. 

Devi 
.83812 .81610 .58683 .71397 .70892 .54948 .59980 .84392 1.26225 

com Mea 3.5000 2.3333 3.0000 2.6667 2.5000 3.0000 3.1667 3.1667 2.8333 

  N 6 6 6 6 6 6 6 6 6 

  Std. 

Devi 
.54772 1.21106 .63246 1.86190 1.04881 .63246 .98319 .40825 .98319 

tel Mea 3.3333 3.3333 3.3333 3.3333 3.5000 3.8333 3.5000 3.8333 3.5000 

  N 6 6 6 6 6 6 6 6 6 

  Std. 

Devi 
1.36626 1.50555 1.03280 1.03280 1.04881 1.16905 1.04881 1.16905 1.22474 

p&m Mea 4.3333 4.0000 4.3333 4.3333 4.0000 4.1667 4.2000 4.1667 4.6667 

  N 6 6 6 6 5 6 5 6 6 

  Std. 

Devi 
.51640 .63246 .51640 .51640 .70711 .75277 .83666 .75277 .51640 

Oth Mea 2.8333 2.8333 3.1667 3.1667 3.0000 3.2500 2.9167 3.5833 3.3333 

  N 12 12 12 12 12 12 12 12 12 

  Std. 

Devi 
1.52753 1.26730 1.40346 1.02986 .85280 .86603 1.24011 .99620 .98473 

Tot Mea 3.4789 3.3286 3.5972 3.6479 3.3043 3.5429 3.6429 3.6901 3.6615 

  N 71 70 72 71 69 70 70 71 65 

  Std. 

Devi 
1.04004 1.05942 .86659 1.00141 .84548 .73594 .90146 .87164 1.18950 

 

Note: 

1= Realistic expectations 

2= Greater job satisfaction 

3= Adjustment 

4= Job performance 

5= Lower intentions of returning early 

6= Cultural interactions 

7= Bringing people together 
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8= Reducing misunderstandings and inappropriate behaviors 

9= Increasing confidence  

 

Table 179: Inability of spouse to adjust 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 8 9.5 11.8 11.8 

  less important 10 11.9 14.7 26.5 

  neutral 16 19.0 23.5 50.0 

  important 24 28.6 35.3 85.3 

  most important 10 11.9 14.7 100.0 

  Total 68 81.0 100.0   

Missing System 16 19.0     

Total 84 100.0     

 

 

Table 180: Manager's inability to adjust  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 4 4.8 5.8 5.8 

  less important 8 9.5 11.6 17.4 

  neutral 12 14.3 17.4 34.8 

  important 32 38.1 46.4 81.2 

  most important 13 15.5 18.8 100.0 

  Total 69 82.1 100.0   

Missing System 15 17.9     

Total 84 100.0     
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Table 181: Other family problems  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 4 4.8 5.8 5.8 

  less important 6 7.1 8.7 14.5 

  neutral 21 25.0 30.4 44.9 

  important 30 35.7 43.5 88.4 

  most important 8 9.5 11.6 100.0 

  Total 69 82.1 100.0   

Missing System 15 17.9     

Total 84 100.0     

 

  

Table 182: Lack of manager's personal or emotional maturity 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 3 3.6 4.3 4.3 

  less important 4 4.8 5.8 10.1 

  neutral 16 19.0 23.2 33.3 

  important 36 42.9 52.2 85.5 

  most important 10 11.9 14.5 100.0 

  Total 69 82.1 100.0   

Missing System 15 17.9     

Total 84 100.0     
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Table 183: Inability to cope with larger overseas responsibilities 

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.2 1.5 1.5 

  less important 7 8.3 10.4 11.9 

  neutral 20 23.8 29.9 41.8 

  important 30 35.7 44.8 86.6 

  most important 9 10.7 13.4 100.0 

  Total 67 79.8 100.0   

Missing System 17 20.2     

Total 84 100.0     

  

Table 184: Difficulties with new environment 

 Frequency Percent Valid Percent Cumulative Percent 

Valid less important 8 9.5 11.6 11.6 

  neutral 19 22.6 27.5 39.1 

  important 28 33.3 40.6 79.7 

  most important 14 16.7 20.3 100.0 

  Total 69 82.1 100.0   

Missing System 15 17.9     

Total 84 100.0     
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Table 185: Lack of technical competence  

 Frequency Percent Valid Percent Cumulative Percent 

Valid least important 1 1.2 1.5 1.5 

  less important 10 11.9 14.7 16.2 

  neutral 14 16.7 20.6 36.8 

  important 25 29.8 36.8 73.5 

  most important 18 21.4 26.5 100.0 

  Total 68 81.0 100.0   

Missing System 16 19.0     

Total 84 100.0     
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Table 186: The reason(s) for low performance 

Fields   1 2 3 4 5 6 7 

Education Mean 3.4054 3.7368 3.5526 3.7105 3.5946 3.6579 3.8378 

  N 37 38 38 38 37 38 37 

  Std. Devi .95625 .82803 .76042 .73182 .89627 .87846 1.04119

Construct Mean 4.1667 4.0000 4.6667 4.1667 3.8333 3.8333 3.8333 

  N 6 6 6 6 6 6 6 

  Std. Devi .75277 .63246 .51640 .75277 .75277 .75277 1.16905

Telecom Mean 2.6667 3.1667 3.0000 3.6667 3.1667 3.6667 3.8333 

  N 6 6 6 6 6 6 6 

  Std. Devi 1.50555 1.47196 1.26491 1.03280 .75277 1.21106 1.16905

Pre&Med Mean 4.0000 4.3333 3.3333 4.0000 4.3333 4.3333 3.8333 

  N 6 6 6 6 6 6 6 

  Std. Devi 1.09545 1.63299 .81650 1.54919 .51640 .81650 .98319 

Others Mean 2.5000 3.0000 3.0000 3.1667 3.2727 3.5000 3.2500 

  N 12 12 12 12 11 12 12 

  Std. Devi 1.50756 1.27920 1.34840 1.19342 1.10371 1.08711 1.13818

Total Mean 3.2985 3.6324 3.4853 3.6765 3.5909 3.7059 3.7313 

  N 67 68 68 68 66 68 67 

  Std. Devi 1.20623 1.09141 .99989 .95325 .91108 .93136 1.06717

 

Note 

1. Inability of spouse to adjust 

2. Manager’s inability to adjust 

3. Other family problems 

4. Lack of manager’s personal or emotional maturity 

5. Inability to cope with larger overseas responsibilities 

6. Difficulties with new environment 

7. Lack of technical competence 


