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Abstract 

 

 
Many companies face a high failure rate of expatriates. They return earlier or have a poor 

job performance. With the economic globalisation, most Multinational Companies (MNCs) 

need expatriates to manage the subsidiaries, as expatriates are more familiar with 

management techniques and methods used in the MNCs than locals. Expatriate failure 

represents a fault both in the selection process and the pre-departure training. Therefore, 

we intended to investigate to what extent the MNCs were using the selection and training 

methods and how the expatriates evaluated these methods.  

 

While reviewing the literature, we focused on the culture shock theory, the models of the 

expatriate selection and training process. Ronen’s Model for the expatriate selection, 

Black and Mendenhall’s Model for the expatriate training became the strong theoretical 

basis for our further research. Then two main hypotheses were proposed to analyse the 

primary data from the questionnaires.  

 

In this research, our first intention was to conduct a case study. Our contact persons were 

expatriates working in subsidiaries of MNCs. Since we contacted them before sending 

out the questionnaires, the response rate was very high. Fifteen of twenty expatriates 

sent the questionnaires back to us. These responses were too many to conduct a case 

study, so we switched to a small survey in the analysis part. 

 

We found that there was a gap between the theory and the reality. Most MNCs were not 

using the selection and training for expatriates recommended by the researchers. 

Admittedly, a few companies did quite well when it came to the selection and training of 

their expatriates. The majority of expatriates had different opinions about the selection 

and the training process. Most selection criteria were not conceived as useful as the 

theories suggested, but a great part of the training methods were recognised as 

important by the expatriates.  
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CHAPTER 1 
Introduction 

 

The first chapter describes the background of this dissertation. Then research problem 

and the purpose are discussed. In addition, we present the research questions, 

limitations and definitions. Finally, the outline is given below. 

 
 
1.1. Background 
More and more companies establish subsidiaries, joint ventures and branches abroad. In 

many cases, it is not possible to engage local employees from the very beginning. They 

often lack experience in managerial and technical skills. Therefore, it is inalienable to 

send home country nationals to start up the international business abroad.  

 

Emphasising on the aspect “international”, the cultural issue plays an important role in 

the selection and training measures of foreign managers (Expatriates) to avoid the 

culture shock. “The level of culture shock an individual experiences is positively related to 

the individual’s perceived need to adjust to a new culture” (Earley, 1987, p. 686). It is 

necessary for Multinational Companies (MNCs) to take culture-orientation into 

consideration during the selection process. Otherwise, the expatriate who is perceived 

best qualified might lack ability to adapt to a new culture (Tung, 1982 cited by Hill, 2005). 

Training in culture takes place before, during and after the assignment in the field of 

working in the domestic culture and living in the host country (Mead 2005). But it might 

not be the aim to adopt a new culture but rather to adapt to it (Brake, Walker & Walker, 

1995 cited by Sandhu, 2002). 

 

Many researchers (Ehnert, Kühlmann, Mendenhall, Oddou, Osland & Stahl, 2004) deal 

with this topic and try to seek after improvement of the existing selection and 

cross-cultural training models. Surprisingly, we found less evidence that these models 

are often used. Selection and training in the global context of human resource 

management are often done informally, with little regard to findings in the research 
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literature (Mendenhall, Punnett & Ricks, 1995). 

 

Nevertheless, we wanted to conduct a literature review and summarise the most 

applicable models and frameworks. Furthermore, we intended to carry out a case study 

in MNCs to observe the selection and training process in reality. Eventually, if possible, 

we tried to modify our previous findings with new elements from the study.  

 

1.2. Problem 
Many companies face a high failure rate of expatriates. They return earlier or do not 

achieve optimal job performance. As an example: U.S. businesses lost 2 billion USD per 

year due to failed foreign assignments (Sandhu, 2002, p. 240). Furthermore, “an 

ill-prepared individual may inadvertently offend or alienate a foreign host and perhaps 

jeopardize existing long-term relations with a host country” (Earley, 1987 p. 686). 

 
1.3. Purpose  
The purpose of this dissertation is to show the expatriate's selection and training methods 

recommended by the researches. Furthermore, we want to find out to what extent these 

methods are used by MNCs. In addition, we investigate how the expatriates evaluate 

these methods, and try to modify the existing models if there is anything new in practice.  

 
1.4. Limitations 
A major impact on our limitations is time to conduct a deeper research in the existing 

literature. Nevertheless, we looked through some of the most important theories and 

chose the most influential ones. In the dissertation, we only mentioned the ethnocentric 

and geocentric approaches, although other approaches exist. What is more, the family 

training and repatriation of the expatriates are not included in our investigation. That is 

because we focused on the expatriates themselves in the training part. Another reason is 

there would have been too much data. 

 

Getting access to companies is also a limitation. Due to the short time-frame we focused 

only on a few companies but tried to go in-depth. According to the examined companies 

we did not divide them into categories but generalised companies doing business abroad 
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into the term “MNCs”. 

 

1.5. Research Questions 
 What are the existing theories regarding selecting and training expatriates? 

 What kind of selection and training methods would current expatriates prefer as the 

most applicable one? 

 In order to perform international assignments successfully, what do MNCs do when 

they select and train expatriates? 

 Are there similarities and/or differences between the methods used by the companies 

and the existing theories?  

 Is it possible to find new elements which can improve the existing theories? 

  

1.6. Definitions 
In the dissertation, there are several terms used frequently. We present their definitions 

here for readers to have a clear understanding before going forward. 

 

Culture: the complex whole that includes knowledge, belief, art, morals, law, custom, and 

other capabilities acquired by a person as a member of a society (Hill, 2005, p. 696).  

 

Culture shock: a psychological and social process in which people feel homesick, 

confounded, depressed, irritable, stressed and furious (Wild, Wild & Han, 2000, p. 487).  

 

Expatriate: a national of one country who is sent out by the parent company as a 

manager to perform international assignment, working and living in another country (Hill, 

2005, p. 618). 

 

Human Resource Management (HRM): that part of managerial work which is concerned 

with acquiring, developing and dispensing with the efforts, skills and capabilities of an 

organisation workforce and maintaining organisational relationships within which these 

human resources can be utilised to enable the organisations to continue into the future 

(Watson, 2002, p. 469). 
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Multinational Company (MNC): a firm that owns business operations in more than one 

country (Hill, 2005, p. 701). 

 

Selection: the process of testing a number of applicants or candidates according to some 

vested criteria in order to choose the best qualified people (Stone 2005, p. 868).  

 

Training: a series of activities and projects to coach trainees how to have more effective 

and productive performance at their future jobs (Stone 2005, p. 870). 

 

1.7. Outline 
The following is to give an overview of the succeeding chapters of the whole dissertation: 

 

Chapter 2—Methodology: The choice of methodology is discussed in this chapter. It 

presents the research philosophy, research approach and research strategy. 

Furthermore, data collection is also discussed.  

 

Chapter 3—Theoretical Framework: This chapter gives an overview of the literature 

review. Firstly, the background of international human resource management is 

presented briefly. Secondly, the expatriate failure is discussed. Thirdly, this chapter 

presents the culture shock theory. Fourthly, the selection and the training processes are 

introduced. Finally, several hypotheses are developed based on the theories above. 

 

Chapter 4—Empirical Method: The empirical method is discussed in this chapter. It 

complements the second chapter, which shows how we were going to make this study. 

The research strategy, sample, limitation, response rate and the pilot test are stated. 

Furthermore, the validity, reliability and generalisation of the empirical method are also 

presented. 

 

Chapter 5—Company Presentations and Results: This chapter states the company 

information and the results of the empirical research. Twelve companies’ backgrounds 

are presented briefly and the outcomes of questionnaires are listed. 
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Chapter 6—Analysis of Results: This chapter mainly focuses on the analysis of the 

primary data. The results of the questionnaires are analysed based on the hypotheses.  

 

Chapter 7—Conclusions: The final conclusions are stated in the last chapter. We present 

the summary of the dissertation. Furthermore, reflections concerning the hypotheses and 

the theories are shown. Finally, practical implication, methodological criticism and 

recommendations for future researches are discussed. 
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CHAPTER 2 
Methodology 

 

The second chapter discusses methodology. Then the collection of secondary and 

primary data is presented. 

 

 
2.1. Choice of Methodology 
The choice of methodology greatly depends on the research purpose and research 

questions (Saunders, Lewis & Thornhill, 2003). Choosing a proper methodology is 

important to achieve the aim of the dissertation, to get valid and reliable results.  

 

In this dissertation, we wanted to reveal the expatriate selection and training methods 

recommended by the researchers. Moreover, we wanted to find out to what extent the 

companies were using these selection and training methods. In addition, we investigated 

how the expatriates evaluated these methods, and tried to modify the existing models if 

there was anything new in practice. After studying the relevant existing theories in the 

field of expatriates’ selection and training, we found that there was a large gap between 

the theories and the practice. Most MNCs did not follow the theories which are optimal 

from the researchers’ point of view (Ehnert, Kühlmann, Mendenhall, Oddou, Osland & 

Stahl, 2004).  

 

2.2. Research Philosophy 
Realism is used as our research philosophy. Realism mainly covers the study of human 

subjects (Saunders et al., 2003). It means that an external and objective social world 

exists, and there are greater social forces affecting people’s thoughts and behaviours. 

Like positivism, the researcher is independent and neither affects nor is affected by the 

subject of the research when adopting the realism philosophy. The main difference 

between them is that the realism principle pays more attention to the complex social 

context (Saunders et al., 2003).  
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In this dissertation, we attempted to understand the effects of different selection and 

training processes on expatriates’ job performance and find out their opinions about 

whether the present selection and training process in companies were useful. The 

research area of expatriates is complicated and unique. It is difficult to generalise it as 

something law like. Furthermore, we kept a neutral attitude when analysing data 

collected, and tried to keep the research’s results objective.  

 

2.3. Research Approach 
There are two main research approaches, the deductive approach and the inductive 

approach. A deductive approach means developing hypotheses based on the existing 

theories and then conduct a research aimed to test the hypotheses. When choosing an 

inductive approach, firstly, data is collected and secondly, a theory is formulated after 

analysing the data (Saunders, et al., 2003). 

 

We chose a deductive approach in our dissertation. First, we critically reviewed the 

existing theories about the expatriate managers’ selection and training, and some related 

culture theories. The second step, we developed several hypotheses based on these 

theories and tested them in the analysis. 

 

2.4. Research Strategy 
In order to get answers to our research questions, we had to decide on an appropriate 

research strategy. Saunders, Lewis and Thornhill (2003) recommend many different 

research strategies. For instance, it is possible to perform an experiment, to carry out a 

survey, to conduct a case study, to establish a grounded theory, to conduct the research 

strategy ethnography or to carry out an action research.  

 

Since our intention was to find detailed answers to the research questions, we had to go 

in-depth. For this reason, a case study might be a suitable research strategy, to gain a 

rich understanding in our field of investigation. A case study considers much data to 

evaluate problems and to find solutions (Blohm & Fowler, 2004). Finally, our case study 

was an explanatory study as well, because we intended to find out relationships among 

several variables (Saunders et al., 2003).  
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At first, we started the research with a case study. When collecting the questionnaires 

from the respondents, we realised that we got many responses. Therefore, we switched 

to a survey. But the number of the responses is not sufficient to make a qualitative 

research. Since Saunders et al. (2003) stress that a survey is to collect a great amount of 

data from a large population. Therefore, we adopted a strategy between a survey and a 

case study.  

 

2.5. Data Collection 
2.5.1. Secondary Data 

Our sources for secondary data were mainly books, the internet and articles. There are 

many researches done in the field of expatriates. Nevertheless, we had to conduct a 

complex literature review to learn more about selection and training of expatriates. We 

chose some of the most common models and frameworks that explain selection and 

training of expatriates. Furthermore, it was necessary to read about old models and 

frameworks since they often lay as the ground to the more modern theories.  

 

A few of the most recognised scholars are Tung (1982, 1987 & 1988), Mendenhall and 

Oddou (1987), Ronen (1989), Black and Mendenhall (1992). These researchers are only 

a few samples of many scholars who have conducted researches and surveys in this 

field of investigation.  

 

We started to study common selection and training approaches. Later, while we were 

reviewing the literature, we paid most of our attention to models and frameworks which 

include the majority of selection and training approaches. Naturally, no model, framework 

or even theory included all of the optimal selection and training approaches. As a result, 

we found one selection model (Ronen’s Model) and one training model (Black and 

Mendenhall’s Model) which include most of the important features and will be introduced 

in chapter 3 (Dowling, Schuler & Welch, 1994, 1999).  

 

2.5.2. Primary Data 

In order to carry out our research, we started up with a case study and contacted 

expatriates to get detailed information. Admittedly, it was neither possible to make 
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face-to-face interviews nor to make interviews by telephone. However, qualitative data 

“are characterised by their richness and fullness based on…opportunity to explore a 

subject in as real a manner as possible” (Robson, 2002 cited by Saunders et al., 2003,  

p. 378). So we created a detailed self-administered questionnaire, which could meet the 

same requirements for collecting qualitative data as an interview would have done. This 

might be a weakness in our research.  
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CHAPTER 3 
Theoretical Framework 

 

The theoretical framework is presented in this chapter. It begins with the introduction to 

international human resource management. Then, it explains the reasons and costs of 

expatriate failure. Furthermore, culture shock is described as an infringement to 

expatriate’s adjustment to the host country. In the next two parts, the most influential 

selection and the training process of expatriates are discussed. Finally, several 

hypotheses are proposed based on the above-mentioned theories. This chapter is 

supposed to give a general overview and understanding of the relevant literature used in 

our research. 

 
 
3.1. Introduction to International Human Resource Management 
3.1.1. Emergence of International Human Resource Management 

The internationalisation and globalisation take place at a good pace. That is to say, it 

leads toward a more strategic role of Human Resource Management (HRM), and a 

change in the content of HRM (Pucik, 1992 cited by Storey, 2001). Scullion (1995 cited by 

Storey 2001, p. 288) defines International HRM (IHRM) as “the HRM issues and 

problems arising from the internationalisation of business, and the HRM strategies, 

policies and practices which firms pursue in response to the internationalisation process”.    

 

Although the above definition covers a far wider sphere than only the management of 

expatriates, the main focus of IHRM is on the expatriates (Storey, 2001). Know-How, 

technology, and capital cannot be used effectively and efficiently in the host country, nor 

transferred from the home country without using human power (Tung, 1988). Therefore, 

to gain global awareness expatriate assignments are the most effective tools (Yurkiewicz 

& Rosen, 1995). Eventually, international assignments especially give managers the 

opportunity to gain valuable experiences, which are useful for the company’s future 

(Scullion, 2001). 
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3.1.2. Importance of Expatriates 

When it comes to building up subsidiaries in a host country, locals may lack the specific 

skills required by the Multinational Companies (MNCs). Therefore, the companies should 

send expatriates to conduct business in order to ensure themselves against failure 

(Ronen, 1986). In order to staff their subsidiaries, the MNCs can use three staffing 

approaches: ethnocentric, polycentric and geocentric approach. The expatriates are 

used both in ethnocentric approach and geocentric approach (Wild, Wild & Han, 2000).  

 

Dowling, Schuler and Welch (1999) use a short but precise explanation of ethnocentric 

approach. It means that subsidiaries abroad are managed by expatriates from the home 

country. Geocentric approach is used when MNCs choose the best qualified employees 

to lead subsidiaries abroad irrespective of nationality (Wild et al., 2000). 

 

Expatriates are more familiar with management techniques and methods than local 

employees. Thus, the expatriates may guarantee a good job performance and follow 

company policy which is used in every part of MNCs (Ronen, 1986). 

 

3.1.3. Advantages and Drawbacks 
Keeping management techniques or know-how in-house is not the only concern which 

makes the assignment of expatriates important for the company. Posting of expatriates 

gives MNCs the opportunity to control and coordinate their subsidiaries better. Moreover, 

a host country may totally differ from the home country in people’s attitude and behaviour. 

Dealing only with locals can be unsolvable and costly for MNCs. By having an expatriate 

on site, difficulties concerning culture can more or less be avoided. Headquarters have 

contact persons in the host country who think and behave in the same way as the parent 

company does. In addition, subsidiaries are dispersed around the world. Not every 

country has the same security and quality standard. With the help of expatriates, 

companies are able to respond to problems earlier and also directly. Eventually, 

expatriates share the aims of the parent company, and can interpret its policies and 

organisational culture. Headquarters can put them in key positions around the world to 

coordinate and control the businesses (Black, Gregersen & Mendenhall, 1992).  
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Also some drawbacks exist when sending expatriates abroad, although the advantages 

outweigh. 

 

Drawbacks, which the company has to face, are for instance that the local people get 

little possibility to manage the subsidiaries. Furthermore, an expatriate can 

misunderstand the local political situation, which may increase political risks. In addition, 

the expatriate has to build up local connections again and to ask about local market 

demands. Neither do expatriates know the local language, nor do they have much 

experience of managing local staff. Both training and rewarding an expatriate are costly. 

Higher rewards for expatriates can create an ill-feeling between locals and expatriates 

(Mead, 2005).   

 

3.2. Expatriate failure 
Expatriate failure means that an expatriate returns to the home country or resigns from 

the job before the international assignment is finished (Barbian, 2002 cited by Hill, 2005). 

In Forster’s study (1997 cited by Dowling Schuler & Welch, 1999), he broadens the 

definition of failure, such as poor job performance and prolongation of the international 

assignment.    

 

3.2.1. Reasons for Expatriate Failure 

Tung (1982 cited by Hill, 2005) conducted a study in a number of the U.S., European, 

and Japanese MNCs. The failure rates differ among countries. Many of the U.S. MNCs 

(76%) have a 10% to 40% failure rate, with less than 5% failure rates in the majority of 

European and Japanese MNCs. Her research also reveals why expatriate failure occurs. 

The reasons are not the same in different countries. However, the major reasons are the 

inability of a manager to adjust, the inability of a spouse to adjust, and other family 

problems. These reasons are also confirmed by other studies (Swaak, 1995; Chew, 

2004). 

 

3.2.2. Costs of Expatriate Failure  

Besides that expatriate managers do not meet the expectation of parent companies when 

they fail, such expatriate failure can result in substantive cost, including direct and 
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indirect cost. Direct cost includes expatriate’s salary, foreign service premium, 

allowances, benefits, which are calculable. However, indirect cost is invisible and might 

be much more expensive than the direct cost. Indirect cost could be jeopardizing market 

shares, and damaging relations with customers, partners, suppliers and local 

governments. What is more, expatriate failure also has a negative effect on individuals. 

He/she may lose self-confidence or honor; his/her later career development will be 

affected too. Sometimes an expatriate manager’s family may suffer unexpected 

emotional damage (Dowling, Schuler & Welch, 1994). 

 

3.3. Culture as an Influence on Expatriates 
3.3.1. Culture Definition 

Culture is becoming a popular topic in the research area today. In the early 1870s, Tylor 

gave the definition of the culture “that complex whole which includes knowledge, belief, 

art, morals, law, custom, and other capabilities and habits acquired by man as a member 

of society" (Tylor, 1871 cited by Hill, 2005, p. 91). Until now, one of the most influential 

culture theories is proposed by the Dutch social scientist Hofstede. He (1984 cited by Hill, 

2005, p. 91) defines the culture as “the collective mental programming which 

distinguishing people in one group from people in other groups”.  

 

3.3.2. Cultural Shock   

3.3.2.1. Definition of Culture Shock 

Oberg (1960), a well-known American anthropologist, is the first one to propose the term 

"culture shock”. It indicates that people will feel lost, confused and anxious because of 

the unfamiliar situations and different cultural norms and values (Neuliep, 2003). When 

people move to a new country and experience a new culture, they always take values, 

beliefs and behaviours based on their own culture with them. If the new culture clashes 

with their home culture, people may experience culture shock. It is a psychological and 

social process in which people feel homesick, confounded, depressed, irritable, stressed 

and furious (Wild et al., 2000). 
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3.3.2.2. Stages of Culture Shock 

Culture shock often begins when people arrive in a new place. It has four stages, but not 

every person experiences every stage (Wild et al., 2000). 

 

Figure 3.1 shows how the expatriates experience four stages in the host country when 

they face culture shock, which appears as a U-shaped curve. The detailed information of 

X-coordinate and Y-coordinate is omitted, which otherwise would have represented the 

expatriate’ degree of adjustment and the duration of the assignment. The reasons are 

that not every expatriate has the same degree of adjustment, and they do not finish the 

whole process of culture shock in the same period (Black & Mendenhall, 1991 cited by 

Mendenhall, Punnett & Ricks, 1995).  

 

Figure 3.1: The U-Curve of Cross-Cultural Adjustment 

 
Source: Mendenhall, M., Punnett, B. J. & Ricks, D. (1995). Global management, Cambridge 
(Massachusetts): Blackwell Publishers Ltd. p. 411 
 

 The initial stage: Honeymoon 

Expatriates may feel curious, excited, and fascinated by the host country when they go 

into a totally new environment. This period often lasts a couple of weeks to half a year. 

Expatriates always have an expectation of the nice life and working in a foreign country 

before they leave for there (Winkelman, 1994 cited by Neuliep, 2003; Chaney, 2004). 
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 The second stage: Culture Shock 

After the honeymoon, expatriates will have senses of disappointment, frustration, 

confusion and anxiety, because of different life styles, customs, values, and beliefs 

between the two countries. Ordinarily, this stage also goes on for a few weeks or months 

(Winkelman, 1994 cited by Neuliep, 2003; Chaney, 2004). 
 

 The third stage: Adjustment 

At this stage, expatriates´ recovery begins from the emotional bottom. They gradually 

know the importance of learning the norms and approaches of doing things in the new 

culture and in the new job. Therefore, they try to change the attitudes toward the host 

culture, adapt to the new environment, find an effective way to deal with the new culture, 

know more about the local language, foods, and custom, as well as increasing contacts 

with local people (Winkelman, 1994 cited by Neuliep, 2003; Chaney, 2004). 

 

 The final stage: Mastery 

Mastery is also called adaptation. Expatriates enter into this stage when they can adapt 

to the new culture, local custom, and get along with locals. They can understand why 

some aspects of the host country are so different from theirs and try to absorb these 

aspects to their own mental system (Winkelman, 1994 cited by Neuliep, 2003; Black & 

Mendenhall 1991 by Mendenhall et al., 1995; Chaney, 2004). 

 

3.3.2.3. Alleviation of Expatriates’ Culture Shock 

With more expatriates working abroad, the culture shock is becoming a current debate. 

Because of the inability to adapt to the new culture, expatriate failure rate is still high 

(Chew, 2004). Therefore, alleviating culture shock is crucial for a successful international 

assignment. It can be eased by selecting people who have certain required qualifications 

and by providing necessary training programs for them before the relocation abroad 

(Krapels, 1993 cited by Chaney, 2004). 
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3.3.3. Summary 

The expatriates are working and living in the host country, which may be quite different 

from the home country. The big difference comes from the diverse culture. Some 

expatriates may experience culture shock and feel much pressure. A possible negative 

effect of culture shock is to lead to a bad job performance (Stone, 2005). Therefore, it is 

an important task to alleviate culture shock.  

 

3.4. Selection of Expatriate Managers 
3.4.1. Introduction 

MNCs are willing to send out expatriate managers to the subsidiaries because there are 

many advantages as mentioned above, although companies spend large amounts of 

money on them. However, according to the investigation in a number of MNCs (Tung, 

1982 cited by Hill, 2005; Swaak, 1995; Chew, 2004), the expatriate failure rates are still 

very high. Expatriate failure not only makes company suffer loss, but also affects 

individuals and their families negatively (Dowling et al., 1994). Some researchers state 

that the defects in the selection process will cause such failure (Dowling et al., 1999; 

Harvey & Novicevic, 2001). Therefore, it is crucial to predict success factors and select 

the right persons to perform international assignments.  

 

In theory, a variety of selection criteria should be used when selecting expatriates for 

assignment abroad, such as technical ability, cross-cultural suitability, family 

requirements, language (Tung, 1987 cited by Dowling et al., 1994; Mendenhall et al., 

1995). Three famous theories about the expatriate selection will be discussed below. 

 

3.4.1. Tung’s Findings 

Tung (1987 cited by Dowling et al., 1994) examined the expatriate selection practices in 

her research. She conducted an empirical study in eighty U.S. MNCs, and made some 

significant conclusions, which are still meaningful today. She identifies four general 

categories of selection criteria. They can be seen as useful predictors of expatriate 

success (Chew, 2004).  
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 Technical Competence on the Job 

It is reasonable that MNCs emphasise on the technical and managerial competences in 

the selection process. To select the best qualified person for a task, it is natural to firstly 

consider the person’s ability to perform certain tasks, his/her special knowledge and skills 

required by the job, so technical competence, which is equal to job-related factors, is an 

essential selection criterion. If the candidates are recruited internally, companies can rely 

on their past performance. However, many researches show that technical competence 

may be overrated (Swaak, 1995; Dowling et al., 1999). The Price Waterhouse 

(1997-1998) survey of 184 European companies states that technical competence was 

the most important selection criteria: 99% of them used the job-related skills (Dowling  

et al., 1999). 

 

 Personal Characteristics  

As mentioned above, the inability of managers and their spouses to adapt to the new 

culture is one of the main reasons for expatriate failure. Apart from technical competence, 

personal characteristics have been identified as important predictors of expatriate 

success (Tung, 1987 cited by Dowling et al., 1994; Harvey & Novicevic, 2001). When 

personal characteristics are used in the selection process, companies usually test the 

expatriates’ cross-cultural suitability. But it is difficult to define what personal 

characteristics consist of. Another problem is that few MNCs evaluate a candidate’s 

personal characteristics through standard tests or formal interviews (Swaak, 1995). Most 

MNCs only focus on the technical competence of the candidate (Dowling et al., 1999). 

Tung’s study (1981 cited by Hill, 2005) found that only 5% of the MNCs carried out tests 

to evaluate the interpersonal skills and personal characteristics of their candidates for 

international assignments.  

 

 Environmental variables 

Culture novelty is the main part in the environmental variables. Culture novelty means a 

gap of differences exists in the culture between the home and the host country (Shaffer & 

Harrison, 2001 cited by Ali, 2003). Cultures in different countries cannot be totally the 

same. If there is a high degree of dissimilarity between cultures, there might be a clash of 

different values, norms, and behaviours. Owing to this, it is better for expatriates to be 
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aware of the culture of the host country before going abroad (Tung, 1981 cited by 

Mendenhall et al., 1995).  

 

Beside culture novelty, there are some other ordinary environmental variables, such as 

favourable living conditions and assignment duration certainty (Shaffer & Harrison, 2001 

cited by Ali, 2003). Although they are not as important as culture novelty, they can also 

influence the expatriates’ job performance. 

 

 Family situation 

Family situation is the last dimension of Tung’s findings, but not the least. A main reason 

for expatriate failure is the inadaptability of the family’s adjustment to the new 

environment (Tung, 1982 cited by Hill, 2005). Furthermore, Black and Stephens (1989 

cited by Dowling et al., 1999) made a survey and found that the adjustment of the spouse 

was positively related to the adjustment of the expatriate. However, they indicated that 

only 30% of the companies took the spouses’ opinions into consideration regarding 

international assignment. Similarly, Harvey (1985 cited by Ali, 2003) also points out that 

the most neglected factor in the expatriate selection process might be the family 

situation.  

 

3.4.3. Mendenhall and Oddou's Dimension Framework  

Mendenhall and Oddou developed a four-dimension framework for MNCs to assess the 

candidates’ personal characteristics and select the best qualified one to perform 

international assignments abroad.  

 

 The Self-Oriented Dimension 

This dimension refers to the expatriates’ “self-preservation, self-enjoyment, and mental 

hygiene”. Companies can test this dimension by psychometric tests to screen out 

unqualified candidates (Mendenhall & Oddou, 1985 cited by Dowling et al., 1999, p. 93). 

 

 The Perceptual Dimension 

The second dimension measures whether expatriates understand why people in the host 

country think and behave in a way different from that of their home country. Psychological 
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tests are used to evaluate the expatriate’s perceptual dimension. In addition, companies 

can consult the candidates’ superiors to get necessary information about this dimension 

of the candidates (Mendenhall et al., 1995; Dowling et al., 1999). 

 

 The Others-Oriented Dimension 

This dimension refers to the expatriates’ willingness to communicate with locals, and how 

they get along with them. The more interactions there are with the local people, the more 

the culture shock is alleviated. With the help of locals, many difficulties expatriates 

encounter in the host country can be solved. This dimension can also be evaluated by 

psychological tests (Mendenhall et al., 1995; Dowling et al., 1999). 

 

 The Cultural-Toughness Dimension 

This dimension reflects the degree to which the culture of the host country differs from 

that of the home country and how expatriates adjust themselves to the host culture. This 

dimension can be evaluated by asking the expatriates about the differences between the 

cultures of the home country and the host country, including political, legal, 

socioeconomic, business aspects (Dowling et al., 1999). 

 

Four dimensions above complement technical ability assessment and previous 

experience. An integration of these aspects could be an appropriate selection process to 

evaluate the candidates’ strengths and weaknesses. Nevertheless, Mendenhall and 

Oddou’s model is not perfect. It also has some limitations. This model does not consider 

the family situation, which is one of the main reasons for expatriate failure (Hill, 2005). 

 

3.4.4. Ronen’s Model 

Ronen’s Model (1989 cited by Dowling et al., 1994) is based on Tung’s findings. He 

describes five categories of attributes as the predictors of success. Moreover, there are 

some specific elements belonging to these attributes respectively as shown in the 

following table. 
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Ronen’s Model 

Table 3.1: The Selection of the Expatriates 

Categories of Attributes of Expatriate 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 

Familiarity with 
host country and 
headquarters 
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 
behavior and 
attitudes 

  

 

Source: Chew, J. (2004). Managing MNC Expatriates through Crises: A Challenge for International Human 
Resource Management. Research and Practice in Human Resource Management, 12(2), p. 6. Retrieved 
October 10, 2005, from http://rphrm.curtin.edu.au/2004/issue2/expats.html.  
 

 Job Factors 

Job factors are similar to technical competence required by the job in Tung’s findings. It 

includes technical skills, managerial skills, and administrative competence as listed in the 

table above. These are basic conditions when MNCs select candidates for international 

assignments. In practice, most MNCs rely much on relevant job factors during the 

selection process (Swaak, 1995; Chew, 2004). 

 

 Relational Dimensions  

This dimension follows the aspect of personal characteristics in Tung’s framework. 

Although defining the composition of personal characteristics is difficult, Ronen brings 

forward several components: tolerance for ambiguity, behavioural flexibility, 

non-judgementalism, cultural empathy low ethnocentrism, and interpersonal skills 

(Ronen, 1989 cited by Chew, 2004). 
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Tolerance for ambiguity means that expatriates can endure uncertainty when they stay in 

a new country, and keep calm in stressful situations (Ali, 2003). 

 

Behavioural flexibility means that people can change their behaviours to adapt to 

different situations (Ali, 2003). In order to have a better job performance, it is helpful for 

expatriates to react flexibly to new things in the new environment, rather than to use the 

rigid methods only applicable in the home country.  

 
Non-judgementalism means an unbiased attitude when dealing with different cultures 

and situations (Ali, 2003). Non-judgemental expatriates are willing to assimilate 

appropriate opinions and ideas from local employees.  

 

Cultural empathy refers to the capacity to be interested in people from other cultures, and 

to imagine how others think, feel, and act (Ruben, 1976 cited by Ali, 2003). It helps to 

alleviate expatriate’s culture shock experienced in the host country.  

 

Interpersonal skills are similar to the others-oriented dimension in Mendenhall and 

Oddou’s model. It refers to the capability to get along with people. Hawes and Kealy 

(1981 cited by Ali, 2003) emphasise that it is of great importance to interact with host 

nationals and form friendships with locals. It is also an effective way to reduce culture 

shock.  

 

 Motivational State  

Motivational state means willingness to relocate, interest in working abroad, curiousness 

about the culture of the host country and so on. All of them are significant for a successful 

international assignment. If expatriates are in a good motivational state, they will perform 

the assignment with pleasure, and can be inspired to work harder. A current survey (1995) 

conducted by National Foreign Trade Council (NFTC) shows that 96% of the chosen 

companies rank the candidate’s willingness to relocate on the second place (Swaak, 

1995). 
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 Family Situation 

In the same way, family situation is also inherited from Tung’s theory. Family 

requirements are highly interrelated to the expatriates’ adjustment (Dowling et al., 1999). 

MNCs may involve spouses into the selection process to find out if they are willing to go 

abroad. One of the main reasons for expatriate failure is the inability of spouses to adjust 

(Tung, 1982 cited by Hill, 2005). So spouses’ adaptability is very important for the 

success of the assignment. It means the extent to which spouses are able to change their 

roles and actions under new circumstances (Ali, 2003). Normally, the stable marriage and 

harmonious family will ease expatriates and make them more focus on the job. 

 

 Language Skills 

Differences in language are considered as a main obstacle for the communication of 

people from different countries or areas, and also a reason for culture shock. Therefore, it 

is necessary for MNCs to have enough emphasis on the expatriates’ language ability. 

Dowling et al. (1999) mention that knowledge of the host-country’s language is also very 

important for the successful international assignment, no matter what positions the 

expatriates take up. However, language ability is ranked lower in the list of predictors of 

success (Dowling et al., 1999).  

 

Besides host country language, non-verbal communication is also very important.  The 

social anthropologist Edward T. Hall claims that 60% of all our communication is 

nonverbal (Axtell, 1990 cited by Imai, 1996). It will be difficult to communicate without 

using facial expressions, gestures, or eye contacts. However, gestures and expressions 

are different or even mean totally opposite things in different countries or areas. In many 

countries, nodding head up and down means “yes”, whereas, this gesture means “no” in 

Bulgaria, Greece Yugoslavia, Turkey, Iran, and Bengal (Imai, 1996). Therefore, people 

having a good mastery of body language can avoid many misleading situations in the 

new culture. 

 

These five dimensions above can help expatriates to gain greater success of 

international assignments, compared with the previous selection criteria which are only 

based on technical competences. However, different from Mendenhall and Oddou’s 
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Model (1985 cited by Dowling et al., 1999), Ronen (1989 cited by Dowling et al., 1994) 

does not specify which approach could be used to evaluate candidates according to the 

selection criteria. 

 

3.4.5. Summary 
The three most famous theories about the selection of expatriates are presented above. 

Tung’s research is still very valuable today because she is a scholar who began to study 

this specific area much earlier than other researchers. Mendenhall and Oddou’s 

frameworks combine the selection criteria with the selection approach, which solves the 

problems how to test those criteria. As to Ronen’s Model, it assimilates the indispensable 

predictors of success developed by the former two theories. In other words, it comes 

down in one continuous line with Tung’s, Mendenhall and Oddou’s frameworks. In 

addition, Ronen also adds some new elements to develop his model. Therefore, Ronen’s 

Model is the latest and integrated one to guide MNCs to select the best qualified 

candidates. It incorporates five kinds of predictors for a successful international 

assignment. 

 

According to Tung’s research (1982 cited by Hill, 2005), many failures result from 

expatriate managers’ and their spouses’ inability to adapt to the culture of the host 

country. Therefore, companies should pay more attention to cross-cultural factors when 

they select their expatriates. Nevertheless, in practice, companies often use technical 

competence and motivation as their main selection criteria (Swaak, 1995), overlooking 

other culture-related factors (Dowling et al., 1999; Chew, 2004). In short, from the 

literature, researchers deem that most MNCs are not using the selection criteria as 

recommended (Mendenhall et al., 1995; Dowling et al., 1999). Therefore, we would do a 

deep research on the gap between the theory and the practice, especially on the criteria 

of the relational dimensions, language skills and family situations in Ronen’s Model.   

 

Nevertheless, Ronen does not identify what kinds of selection approaches could be 

adopted to estimate the candidates’ ability according to certain selection criteria. 

Therefore, we also wanted to study which approach was preferred by companies in 

reality. That is to say, we would like to improve Ronen’s Model after our study. 
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3.5. Training of Expatriate Managers 
3.5.1. Scopes and Kinds of Cross-Cultural Training  

Global Competition increases the pressure for paying more attention to the training of 

expatriates (Brewster, 1999 cited by Storey 2001). Managers abroad have to deal with 

employees, customers, suppliers, or competitors from different cultures and countries. 

Headquarters expect expatriates to meet demands and work successfully with these 

groups (Black et al., 1992).  Owing to this, MNCs have to boost their management 

education efforts to get advantages over international competitors (Humes, 1993).  

 

Some myths still exist about how do cope with different cultures. For instance, all people 

are really the same, and adopting cultures will lead to success. Everyone has to face the 

truth that no culture is identical to another (Brake, Walker & Walker, 1995). Changing 

one’s own value system and trying to adopt that of another culture are almost impossible 

(Sandhu, 2002). Also the expatriates may lose the respect of the natives when trying to 

do so (Brake et al., 1995). For this reason, cultural training is the most common method 

to train managers to take up postings abroad (Scullion, 2001).   

 

Finally, the training of expatriates is a matter of money. If the expatriate is ill-prepared for 

the job abroad, there might be a long “running-in” period. The company gains no value for 

this period. Through appropriate preparations, this period could be avoided or shortened 

(Brewster, 1995). It is crucial to prepare an expatriate before taking up a post abroad. 

Human Resource Managers have to deal with this issue of selecting the best training 

methods for a specific person. Below there is a guide to the most common training 

methods.  

 

3.5.1.1. Cultural Training  

Despite the fact that culture has the main impact on cultural training (Blohm & Fowler, 

2004), training covers the host country, its people, political, economic, business, legal, 

and physical environments as well (Ronen, 1986). It enables expatriates to adjust faster 

to the new culture and expatriates will be more effective in their new roles (Dowling et al., 

1994). Generally, cultural training seeks to foster an appreciation of the host country’s 
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culture so that expatriates can behave accordingly (Dowling et al., 1994). 

 

Mead (1998) also shows that an important goal of cultural training is to teach the future 

expatriates about the new culture. That is to say, firstly, about values of the other culture, 

secondly, about important historical, political and economic information and thirdly, about 

how natives behave according to their culture.  

 

Furthermore, Mead (1998) proposes the manner how to adjust to other cultures. For this 

purpose, cultural training focuses on non-evaluative attitudes towards culture. Cultural 

training makes expatriates alert if culture could influence their behaviour. Managers learn 

if their behaviour is really influenced by culture or also by other factors. In general, 

expatriates learn to cope with new situations without prejudices.  

 

In addition, Robock and Simmonds (1989) state that cultural training should have at least 

two dimensions. Firstly an awareness of one’s own cultural assumption, and secondly 

cultural training should train cultural sensitivity. Tung’s (1988) research gives a precise 

and understandable explanation of cultural awareness. It pursues the aim to increase the 

awareness of cultural differences in general. This kind of training does not lean to a 

specific country or region, but rather teaches expatriates that behavioural pattern, values, 

and attitudes are products of culture and surroundings in which the person is raised. 

Mendenhall, Punnett and Ricks (1995) point out that sensitivity training shows the 

expatriates’ own values, assumptions, behavioural tendencies, interpersonal strengths 

and weaknesses. 

 

Dowling, Schuler and Welch (1994) deal with the issue of cultural training as well and 

carry out a developmental technique. International employees can be sent on a 

preliminary trip to the host country to get in touch with the new culture, and to meet 

expatriates on site. So it is possible to get first impressions of the new working and living 

environment before going to the host country.  

 

3.5.1.2. Language Training 

Another main aspect of training is learning a particular language. Language training 
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seems to be helpful for a successful and productive assignment abroad. It should be 

included in every training program which prepares expatriates for a long stay abroad 

(Dowling et al., 1994).  

 

The argument often occurs that the language used at headquarters is “international” and 

that the manager has no need to learn “national” languages. Besides this way of thinking, 

knowing something of the local language always benefits the expatriates. First, local 

employees are encouraged by the expatriates’ interest. Second, it is helpful to control the 

translators. And third in negotiations, if the other side knows that expatriates understand 

something of their language, they will avoid comments and even attempts to cheat 

foreign managers. However, expatriates who speak English and at least another 

language are far better placed than managers restricted to English (Mead, 1998). 

 

Therefore, before starting language training, a needs analysis would be better. It 

investigates to what extent the language is needed abroad and to what extent a manager 

has to participate in a language course before the assignment. Teaching lectures are 

best left to a professional linguist or as Ronen (1986) recommends, the language should 

be taught by a host country native. 

 

Ronen (1986) argues that language education is also an effective indirect method of 

learning about a country, and perhaps the best way to make an international assignment 

successful. Due to the emergence of misguiding body language, international employees 

and especially their trainers also need to understand the effects of body language 

(Sandhu, 2002).  

 

3.5.1.3. Practical Training  

Practical assistance makes an important input toward social and working adaptation 

(Dowling et al., 1994). Social adaptation in the scope of culture shock refers to the 

outside work situation. Foreign executives and their families encounter environmental 

differences that are even more difficult to adjust than on-the-job differences (Robock & 

Simmonds, 1989). Approaches to ease problems such as clothing, housing, transport, 

shopping will help expatriates concentrate on their work (Brewster, 1995). Another good 

way to integrate new expatriates and their families, is to arrange meeting with expatriates' 
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families on site to share information, experience and give the feeling of not being alone 

(Dowling et al.,1994). 

 

Concerning adaptation at work expatriates have to establish new working relationships 

within a different cultural environment. A crucial issue is that often expatriates do not 

know what to expect and how to behave at work. Information about business law and 

business practice before the assignments might be really helpful for the expatriates 

(Brewster, 1995).  

 

For this reason, Mead (1998) states that training should include factors related to job 

performance. Cultural training focuses on how the culture influences attitudes towards 

work. That includes performance standards, participation and control, motivation, 

responsibility and authority, conflict and its resolution, and the organisational climate. In 

addition, managers are taught how culture influences attitudes towards specific tasks, 

how culture influences interactions between people and the organisation. Finally, 

expatriates are taught not only how culture may influence strategic priorities and attitudes 

towards headquarters' priorities, but also how culture may influence relations between 

the company and its environment.  

 

3.5.2. Approaches of Cross-Cultural Training 

The above-mentioned scope and kinds of cross-cultural training gave an overview of the 

possibilities how to train expatriates. In addition, scholars found out that training should 

vary with the job, the environment, individuals and cultural factors (Brewster, 1995). Few 

researchers tried to combine this with the scope and kinds into models and frameworks. 

The methods of cross-cultural training are diversified and may be generally effective, but 

they are not appropriate for all expatriates. 

 

The decisive point is to determine when to offer rigorous training and when not. 

Mendenhall et al. (1995) tried to solve this problem. The human resource managers have 

to include three important variables in their training approaches, which are job novelty, 

the degree of interaction with the host nationals and the culture novelty.  

 

 



 - 28 -

 Job Novelty  

Job novelty is related to the future job abroad, to which degree the new job differs from 

the previous one. For instance, if the job abroad is really new, most of the training for the 

expatriate should be management training (Mendenhall et al., 1995). 

 

 Degree of Interaction with the Host Nationals 

This variable means that if an expatriate is going to be assigned abroad for a long time 

and has few contacts with host nationals, then highly rigorous training is not needed and 

vice versa.  

 

 Culture Novelty 

Some cultures are closer to other cultures in their value system, behavioural norms, and 

so on. For an expatriate, it is hard to adjust to a host country with a high degree of culture 

novelty, and easier to adjust to a country with low degree of culture novelty. An expatriate 

needs more rigorous training when adjusting to a high degree of culture novelty 

(Mendenhall et al., 1995). 

 

To facilitate the decision about the way of doing cross-cultural training, three famous 

models have been developed. They are Tung’s Framework, Mendenhall and Oddou’s 

Framework as well as Black and Mendenhall’s Model.  

 

3.5.2.1. Tung’s Framework 

Tung’s Framework (1981) has proposed a framework for deciding the nature and level of 

rigor of training. Rosalie Tung’s Framework is based on the variables of the degree of 

interaction and the culture novelty. “Tung argued that if the expected interaction between 

the individual and members of the host culture was low and the degree of dissimilarity 

between the individual’s native culture and the host culture was low, then the content of 

the training should focus on the task- and job-related issues rather than culture-related 

issues and the level of rigor necessary for effective training should be relatively low” and 

vice versa (Dowling et al., 1994, p. 135). 

 

Tung (1981 cited by Dowling et al., 1999) comes up with five categories of training, based 

on learning process, type of job, country of posting, and the time available. The five 
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categories are: 

 Area studies, which include information about environment and culture.  

 Language training (Tung, 1988).  

 In a culture assimilator, expatriates get questionnaires that require their 

responses to many cross-cultural scenarios. Expatriates have to answer as if the 

situation would be right now. Later some booklets will give feedback about what 

would appear when expatriates would have such responses abroad. 

 Sensitivity training shows the expatriates’ own values, assumptions, behavioural 

tendencies, interpersonal strengths and weaknesses, prejudices, and biases 

(Mendenhall et al., 1995). 

 Field trips mean that the expatriates are sent to the country of assignment where 

they may experience stress of living and working with people from different 

cultures (Tung, 1988).  

 

Tung does not state the meaning of rigorous training and which approaches would be 

more rigorous than others. Nevertheless, Tung’s Framework is a first effort to create a 

framework that would enable companies to use valid training approaches more carefully 

(Mendenhall et al., 1995). 

 

3.5.2.2. Mendenhall and Oddou’s Framework 

Mendenhall and Oddou’s framework is based on the framework of Tung. They keep the 

elements “degree of interaction” and “culture novelty”, and add a more complex 

relationship among training methods and these two variables (Mendenhall et al., 1995). 

This included three new key elements: first, training methods; second, low, medium, and 

high levels of training rigor; and third, duration of the training relative to the degree of 

interaction and culture novelty. 

 

Furthermore, Black and Mendenhall identify new training methods and add them to 

Tung's (Black & Mendenhall, 1992): 

 Lectures are given to introduce new topics, information, models, and concepts. 

 Films are useful to analyse scenarios, motivate, inform, and demonstrate. 

 Books are used to prepare face to face training, used during lessons and 

afterwards to review the lessons.  
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 Role plays: Expatriates act as themselves or others in new situations, which may 

occur abroad.  

 A case study includes enough details to analyse a problem and to solve it (Blohm 

& Fowler, 2004).  

 Simulations: putting Managers for a period in a place, where they meet but do not 

understand local people; they might get an idea of what life abroad can be 

(Mendenhall et al., 1995). 

 

However, despite these improvements, Mendenhall and Oddou’s framework lacks some 

elements: 

 “The model does not explain how the level of rigor of a specific cross-cultural 

training method or group of methods is determined.” 

 “The content of the training methods categorised seems to be limited to cultural 

and overlooks job-related training” (Mendenhall et al.,1995, p.451) 

 

 Black and Mendenhall's Model 
 Figure 3.2: Decision Tree for Selecting Appropriate Training Methods 

Is the job 
novel? 

Is the culture 
novel? 

Is the degree 
of interaction 

high? 

Training 
scenarios 

  YES A 
 YES   
  NO  B 

YES    
  YES C 
 NO    
  NO  D 
    
  YES E 
 YES   
  NO  F 

NO     
  YES G 
 NO    
  NO  H 
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   Figure 3.3: Training Scenario  

 
 

Level of 
Rigor Duration Approach Training Content 

A High 60-180 hours

lecture, factual 
briefing, books, role 
plays, cases, field 
experiences, culture 
assimilator, 
simulations 

equal emphasis on job 
demands and culture 
(include: economic, 
political, historical, 
and religious topics) 

B Moderate 20-60 hours 
lecture, film, books, 
culture assimilator, 
cases 

equal emphasis on job 
and culture 

C Moderate 20-60 hours 
lecture, film, books, 
cases, role plays, 
simulations 

strong emphasis on 
job demands, less on 
culture 

D Low to 
moderate 20-40 hours lecture, factual 

briefing, cases 

strong emphasis on 
job demands, little on 
culture 

E Moderate 40-80 hours 

lecture, film, books, 
culture assimilator, 
cases, role plays, 
simulation 

little emphasis on job 
demands, most on 
culture(economic, 
political, historical, 
and religious topics) 

F Low to 
moderate 20-60 hours lecture, film, books, 

cases 

little emphasis on job 
demands, more 
emphasis on culture 

G Low to 
moderate 30-60 hours lecture, film, books, 

cases, role plays  

little emphasis on job 
demands, more 
emphasis on culture 

H Low   4-8 hours lecture, film, books little emphasis on 
either job or culture 

 
Source: Mendenhall, M., Punnett, B.J. & Ricks, D. (1995). Global Management. Cambridge 
(Massachusetts): Blackwell Publisher, pp. 452-453 
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3.5.2.3. Black and Mendenhall's Model 

The more recent Black and Mendenhall’s model appears to offer a useful way to combine 

the methods of expatriate training programs, and to evaluate their success (Dowling et al., 

1994).  

 

Black and Mendenhall’s Model is based on a three step learning process. While 

expatriates are trying to adapt to a new environment, they are passing three stages 

abroad. At first, they become aware of important cultural behaviour; second, they start to 

think about what they have learned, seen or heard; and third, expatriates practice the 

important behaviour. These all may lead to a good adaptation to the new culture. Black 

and Mendenhall argue that training for the manager is helpful to cope with these three 

steps of the learning process (Black, et al., 1992).  

 

Table 3.2: Cross-Cultural Training Rigor  
Low Moderate High 
Training Rigor Training Rigor Training Rigor 
(Duration=4-20 hours) (Duration=20-60 hours) (Duration=60-180 hours) 

 
Methods in previous box, 
plus: 

Methods in pervious box, 
plus: 

Lecture Role plays Sensitivity training 
Films Cases Simulations 
Area studies Assimilator Field trips 
Books Survival-level language In-depth language 

 
Source: Black, St.J., Gregersen, H.B. & Mendenhall, M.E. (1992). Global Assignment. San Francisco: 
Jossey-Bass Publishers, p. 97 
 

Unlike the Mendenhall and Oddou’s framework, Black and Mendenhall explain the level 

of training rigor. Generally, training rigor is the degree to which the trainer and the 

expatriate are involved in the training process. Low-rigor training focuses more on the 

passive participation of the expatriates. More rigorous training means that expatriates 

use their passively learned skills. In the field of high-rigor training the expatriates' 

participation is extended.  
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Beside the kinds of training approaches, Table 3.2 shows the optimal duration of training 

approaches as well. The term of training also has an impact on the effectiveness of 

training expatriates. Either to provide too much or too little training jeopardizes the 

preparation of an expatriate (Black et al., 1992).  

 

Finally, Black and Mendenhall integrate the variables culture novelty, interaction with 

local people, job novelty with training rigor. They state that the different degrees of culture 

novelty, interaction with host nationals and job novelty need different rigorous 

cross-cultural training (Mendenhall et al., 1995). Figure 3.2 and figure 3.3 show how to 

decide on the rigor of training and furthermore about training approaches, in which the 

training method lecture includes language training as well as lectures about country and 

culture.  

 

Finally, Black, Gregersen and Mendenhall (1992) state that a manager has to be trained 

according to the purpose of the post abroad. An inflexible and quick training program will 

neither benefit the expatriates nor the MNCs. 

 

3.5.3. Summary  

A few scholars give evidence for a positive relationship between training and adjustment 

step by step, and between training and performance (Brewster 1995; Deshpande and 

Viswesvaran, 1992; Earley, 1987; Mamman, 1995). Nevertheless, there are still many 

managers doubting the effectiveness of cross-cultural training. But Black et al. (1992) 

state that an investment in training is an investment in the individual and in the company. 

 

As stated above, an expatriate abroad needs a wider understanding of daily matters in 

the subsidiary; that is to say he/she must have a more general management role. 

Cultural training, language training as well as practical training have to focus on providing 

a broader knowledge for expatriates than what is needed in the parent company. Cultural 

training covers the host country, its people, political, economic, business, legal, and 

physical environments. Language training is learning a particular language which is used 

in the host country and helps the expatriate to live and work there. Practical training leads 
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to a better job performance and outside work situation in the host country.  

 

During the development of efficient training models, several researchers have been 

seeking for permanent improvement of existing models and frameworks.  

 

All these above-mentioned scholars cover a wide range of training models. They 

combine cultural, language and practical training logically and introduce three new issues 

such as new culture, job novelty and interactions with host people. A trainer has to pay 

attention to these three issues while providing training. Because Black and Mendenhall 

combine most of the important approaches in their model, they may have created a 

suitable model to train expatriates effectively. Therefore, our study is based on this 

model. 

 

However, “While these models are well-known among academics working in this field, to 

date, few human resource directors use these models when selecting and designing 

cross-cultural training programs for their companies. Training program design and 

selection in the global context of human resource management is still done informally, 

with little regard to findings in the research literature.” (Mendenhall et al., 1995, p. 448) 

 

Finally, we have to name a new training approach, which is not mentioned in any of the 

models. A more recent study shows a new training method (Blohm & Fowler, 2004). That 

is to say, the state-of-the-art training method based on the use of the computer (CDs, 

DVDs, online programs), which can connect people around the world. This new low-cost 

training method can be easily transferred from one subsidiary to another, and could be a 

cornerstone for the future training process in MNCs. Blohm and Fowler (2004) propose 

other training methods, which really are more or less the same as those in Black and 

Mendenhall’s Model. Therefore, we only added computer-based training in our 

questionnaire and focused on Black and Mendenhall’s Model in our research.  
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3.6. Hypotheses 
Finally, we will present our hypotheses. These hypotheses were based on the theories 

and developed from our own assumptions. After the analysis, they will be confirmed or 

negated according to the results of the empirical research. 

 

From the reviewed literatures, we found that there was a gap between the theories and 

the practice about the expatriate selection and training. Therefore, we came to the first 

main hypothesis: 

 

H1: Most MNCs are not using the selection and training process for expatriates 
recommended by the existing theories. 
 

Based on the Ronen’s Model, we put forward four sub-hypotheses about the expatriate 

selection process.  

 

H1a: Job factors and motivational state are basic conditions of a best qualified 

expatriate, thus MNCs always rank them as the most important criteria. 

 

H1b: Companies do not pay much attention to the relational dimensions/personal 

characteristics. 

 

H1c: Family situation has not been taken into consideration by companies during the 

expatriate selection process. 

 

H1d: Most MNCs ignore the importance of the expatriate’s language ability.  

 

We brought forward four sub-hypotheses about the expatriate training process which 

were based on Black and Mendenhall’s Model.  

 

H1e: Cultural training is not accomplished in such a way as the researchers 

recommend. 
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H1f: Most MNCs do not provide enough language training to their expatriates. 

 

H1g: Preparation provided by MNCs is not enough for expatriates’ future jobs abroad. 

 

H1h: Most MNCs ignore the importance of non-standardised training methods and 

duration. 

 
Many researchers have studied this specific area, and have proposed some frameworks 

or models for the expatriate selection and training. From the literature’s point of view, 

these theories are useful and helpful for expatriates to adapt to the host country. Thus, 

the second main hypothesis came up: 

 
H2: The expatriates themselves perceive the selection and training process 
suggested by researchers as good and useful.  
 

Four sub-hypotheses were brought forward according to Ronen’s expatriate selection 

model.   

 

H2a: Job factors and motivational state are not as important as MNCs conceive. 

 

H2b: Relational dimensions/personal characteristics are more important than 

job-related factors and motivational state. 

 

H2c: Before the departure, considering family situation is an indispensable part of the 

selection criteria. 

 

H2d: The criterion of language skills is one of the decisive factors for the successful 

communication with the host nationals 
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The following four sub-hypotheses were proposed on the basis of Black and 

Mendenhall’s Model.   

 
H2e: Expatriates perceive cultural training as important and useful. 

 

H2f: Language training is useful for a successful assignment abroad. 

  

H2g: Training has to be tailored to expatriates' needs. 

 

H2h: Expatriates agree on the duration of training methods as recommended by the 

researchers. 
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CHAPTER 4 
Empirical Method 

 

In this chapter the empirical method is presented. It starts with the research strategy and 

continues with a sample and a limitation of the data. Furthermore, the questionnaire is 

explained below. In addition, this chapter also describes the response rate and the pilot 

test. Finally, it ends with the arguments of validity, reliability and generalisabilty.  

 
 

4.1. Research Strategy 
The purpose of this dissertation was to reveal the expatriate selection and training 

methods recommended by the researchers. Moreover, we wanted to find out to what 

extent the companies were using these selection and training methods. In addition, we 

investigated how the expatriates evaluated these methods, and tried to modify the 

existing models if there was anything new in practice 

 

At first, our intention was to conduct a case study to achieve our aims. Ronen’s Model as 

well as Black and Mendenhall’s Model, which we introduced in chapter 3, provided the 

basis for the further research. In order to carry out our study, we needed much data to 

evaluate the problems and to find solutions (Blohm & Fowler, 2004).  

 

From the very beginning, we contacted expatriates and asked them if they could 

participate in our case study. With the help of international students we got access to 

expatriates working in Multinational Companies (MNCs) and willing to help us. These 

companies are very well known among people. Owing to this, we considered that these 

companies were supposed to have at least a few selection and training methods. Since 

the expatriates were really busy, they asked us to send only questionnaires and avoid 

time-consuming interviews by telephone.  

 

After we reviewed the most common models and frameworks, we established 

hypotheses according to our findings. On the one hand, we created hypotheses related 
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to selection; on the other hand, we established hypotheses concerning training. Next we 

designed preliminary versions of our questionnaire and tested them by a pilot test. The 

purpose of the pilot test was to make sure that all questions were understandable. In 

addition, since we had a lot of questions, we wanted to measure the time. To be virtually 

certain, that everyone understood the questions, we chose not only business students for 

our pilot test, but also students studying other majors. After the pilot test we made a few 

revisions and discussed the final version with our tutors. Finally, we sent all 

questionnaires out. 

 

Fortunately, we received more responses than we had conceived. Admittedly, it was hard 

to conduct a case study with fifteen responses. After our first attempt to analyse the 

cases, we thought it was more suitable to continue our analysis by a survey. So our 

research strategy was a mix of a case study and a survey, which involved both qualitative 

and quantitative data. Concerning the analysis in chapter 6, we did not use 

computer-based statistical tools, because there were only fifteen responses which were 

not difficult to analyse with ordinary calculation.  

  

4.2. Sample 
For our research, we had to contact managers working abroad. Naturally, it was 

impossible to contact every expatriate abroad who has been working in MNCs. Therefore, 

we used the sampling technique non-probability which is frequently used in case studies. 

By using this technique, the probability of each case being selected from the total 

population is not known. Therefore, we used purposive sampling that gave us the 

opportunity to select cases which were suitable for helping us to achieve our objectives 

(Saunders, Lewis & Thornhill, 2003).  

 

Our aim was to get information about selection and training methods in general in order 

to prepare managers for the future job abroad. Thus, there was no need to specify the 

lines of business, since an expatriate of a particular line of business has to face the same 

circumstances as every other expatriate abroad.  
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4.3. Limitations  
There are some limitations in the research. Getting access to companies limited our 

research, as we could examine only a few companies. Furthermore, the short time-frame 

and finances limited our opportunities to conduct face-to-face interviews or interviews by 

telephone. Thus, we sent out the questionnaire in order to get detailed information. 

Unfortunately, some of the expatriates, which had agreed to fill in our questionnaires, 

could not help us because of lack of time.  

 

4.4. Questionnaire 
As stated above, we sent out our questionnaire to get primary data. This questionnaire 

was self-administered, that is to say, every respondent got the same questionnaire, 

completed it and sent it back to us by e-mail (Saunders et al., 2003). It was important for 

us, that the questions were understandable and not misleading. Since our intention was 

to conduct a case study initially, we had to create such questions from which we could get 

much data. Therefore, we performed a pilot test, as mentioned below, and designed the 

questions as carefully as possible. 

 

Our questionnaire was divided into two parts (the selection of expatriates and the training 

of expatriates). It consisted of six detailed questions related to the selection of expatriates 

and six questions concerning the training of expatriates. We asked questions in the field 

of the selection and the training processes in which the expatriates participated and 

which they did not participate. Since we had to go in-depth, we mixed closed questions 

and open questions within the questionnaires. All of the questions contained closed 

questions, which mean that we provided a number of alternative answers from which the 

expatriates could choose. However, most of the closed questions, number 1, number 3-6 

and number 8-12, were list questions. The expatriates were offered a list of responses 

from which they could select the appropriate answer. Question number 2, 5, and 7 were 

ranking questions. Our respondents were asked to place their answers in order of 

importance. As a last type of closed questions, we used in number 8 a rating question as 

well. A scaling device is used in this question to record the participants' response. 

Number 1, 5-7, and 9-12 contained open questions. These open questions could help us 

to conduct our in-depth study (Saunders et al., 2003). 
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Since our research was not conducted in Sweden and our respondents were 

international, we translated the English questionnaire into German and Chinese versions. 

 
4.5. Response Rate 
In this specific field of research, the population of our target group was small. Either 

directors of Human Resource Management (HRM) or expatriates could be the most 

appropriate investigating objects. However, lacking access to the headquarters and the 

HRM directors, we had to turn to expatriate managers working abroad. At first, we tried to 

contact some expatriates working in Sweden, but no result. Later, we tried to extend the 

scope of the target group to other countries. With the help of international students, we 

succeeded in getting in touch with expatriate managers in Russia, Canada, China, 

Bangladesh, Slovakia, South Africa and the United Arab Emirates. All of them promised 

to take part in our study. We had contacted twenty expatriates firstly. In the end we 

succeeded in getting fifteen responses from twelve companies. 

 

4.6. The Pilot Test 
Before sending the questionnaires, we decided to make a pilot test. Two international 

students were invited to complete our questionnaire and made some critical remarks on it. 

The answers of the pilot test showed that some misunderstanding words and unclear 

layout would confuse respondents. Furthermore, some professional wordings taken from 

literature were difficult to understand. A possible reason was that international students 

were not expatriate managers. After the pilot test, some revisions were made. We used 

more understandable words to explain abstract terms and designed a clearer layout.  

 

4.7. Validity 
Validity means that the final findings of the research are really consistent with the reality. 

Furthermore, it examines whether there is a causal relationship between two variables 

(Saunders et al., 2003). In this study, the validity problem might rise because of the 

design and process of the questionnaire. Although, the interview is a good tool to conduct 

case studies, we chose the questionnaire instead because most expatriates were very 

busy and had not enough time to have an interview with us. We transformed the interview 

questions into the form of questionnaire. Threats could be misleading or wrongly 
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formulated questions. Therefore, we made abstract concepts and terms used in 

literatures into more understandable questions. Another problem could be that our 

respondents might refuse to share some private information, such as questions about 

their spouses and families. So we promised to keep all information confidential and not to 

name any company. We assumed that they would answer truthfully, but we could not be 

certain. All these problems above also threatened our further analysis with a survey. 

 
4.8. Reliability  
Reliability means an adopted measure can lead to the same and consistent results when 

it is applied on other occasions (Saunders et al., 2003).  

 

One threat to reliability is participant error. The time of distributing the questionnaire is 

crucial. People might have different answers to the questions at different occasions. 

Choosing an appropriate time to deliver the questionnaire can reduce the possibility of 

participant error (Saunders et al., 2003). Managers are often very busy at the beginning 

of a week and have to answer many emails. Therefore, we decided to send out the 

questionnaire on a Tuesday. We tried to ensure that our respondents would have enough 

time to concentrate on the questionnaires, and to answer them freely. 

 

Participant bias is the second threat to reliability (Saunders et al., 2003). We did not 

succeed in contacting HRM directors and getting information from parent companies, so 

we had to rely on the answers from expatriates themselves. Therefore, there was a 

possibility that these managers might not know what kinds of selection and training 

policies the companies used currently. In addition, they would have some subjective 

opinions on what kinds of selection and training measures were really useful. To avoid 

this kind of bias, we tried to work out neutral questions and to ensure the participants' 

complete anonymity. 

 

Another threat is the observer error (Saunders et al., 2003). Observers may 

misunderstand the answers from respondents. To avoid this, we designed most 

questions as structured and standardised, with a few open questions. 
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4.9. Generalisability 
Generalisability means the research findings can be generalised to a larger scope of 

population. In this research, we conducted case studies at the beginning. Our 

respondents are working in Europe, Asia, Africa and North America. To some extent, they 

could represent a large amount of expatriate managers abroad. Furthermore, the 

companies where our respondents are employed are all multinational companies. In 

addition, they cover large MNCs and medium-sized companies as well. However, the 

problem was the non-sufficient selected samples, which infringed the generalisability 

(Saunders et al., 2003). We only had fifteen expatriates (twelve companies) participating 

in our study. Accordingly, it was not possible to generalise our research results to a larger 

scale of MNCs. 
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CHAPTER 5 
Company Presentations and Results 

 

This chapter starts with a brief presentation of each company’s general background in 

order to give the readers a clear understanding. After that, it shows the results of the 

questionnaires. 

 

 

5.1. General Background 
The following information is about the background of our investigated companies. In 

order to get true answers from our respondents, we ensured to keep them and their 

companies completely anonymous. There are twelve companies and fifteen expatriates 

involved in our research. The companies cover Europe, North America, Asia, Africa and 

the Middle-East. All of them have several subsidiaries situated abroad and they assign 

expatriates to manage these subsidiaries. 

 

Figure 5.1: The Map of the World 

 
Source: http://hub-images.webct.com/resources/intl/world_map_445_250.gif 
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5.2. Company Presentations 
 Company A  

This high-tech company was founded in the middle of the 1930s. It serves everyone from 

consumers to small and mid-sized businesses (SMB), to enterprises and to public sector 

customers. It is a large consumer IT company, a large SMB IT company and a leading 

enterprise IT company. The company is publicly listed. Its revenue was over 80 billion 

USD in 2004. The corporate headquarters are in the USA. Furthermore, it does business 

in more than 170 countries.  

 
 Company B 

This company is a gift shop to sell a variety of goods and souvenirs with local 

characteristics and provide travel information to tourists. It was established in the 1970s. 

Company B’s headquarters are in Japan. Several stores of this company are located in 

Canada, Australia and New Zealand.  

 

 Company C  

Company C is a producer of automotive mirror systems, with a customer list that includes 

every major automobile manufacturer in the world. The headquarters are situated in the 

USA, Japan, China and Austria. This company has twenty-six production facilities in 

North America, Europe and Asia.   

 

 Company D 
Company D belongs to the high-tech industry. It has a long history since the 1970s and 

was established in the USA. The main products are software, entertainment as well as 

mobile products. Its products serve every individual from customers to big global 

companies. It is a publicly listed company. The revenue was more than 35 billion USD in 

2004. The headquarters are located in America. Its subsidiaries are spread around the 

world in almost every country.  

 

 Company E 
The company belongs to the telecommunication industry in Western Europe. It 

manufactures mobile phones and other kinds of communication products. The company 



 - 46 -

is publicly listed on the stock exchange market. In 2004, the company’s revenue was 

over 3.5 billion EUR. Company E has explored the international markets in Europe, Asia, 

Middle East, Africa, and Latin America. It pays attention to the R & D cooperation with 

telecom companies in other areas. The headquarters are situated in Europe. In order to 

gain more market share in the world, the company has established subsidiaries in the 

USA, Germany, Australian, Italy, Austria, the U.K., Spain, etc. Furthermore, it has 

succeeded in establishing joint ventures with local companies in China and Brazil.  

 

 Company F 
This company is a small Chinese company in our study. It mainly exports garment's 

accessories and tailoring materials, but also manufactures some parts of its exportation. 

The value of export exceeds 10 million USD per year. The company locates its sales 

centers in the Middle East and North America in order to know the foreign market 

demands. In early 2005, the company established a subsidiary in the United Arab 

Emirates (Dubai). The subsidiary’s function is to explore a larger market in the Arab area. 

Furthermore, it also connects the business between China and Africa.  

 

 Company G 

Company G’s line of business is industrial materials, such as chemical plastics, building 

materials. It is one of the domestically largest manufacturers and distributors dealing with 

cobalt and nickel in China. Now the company is an economic combination of science, 

production and trade. The annual sales of the main materials are over 6900 tons per year. 

It has three factories located in the eastern part of China. The company has also 

established subsidiaries in the USA, Europe and Africa.  

 

 Company H 
The company is a part of the semi-conduct industry. It is one of the most important 

suppliers of electronic products. The company not only manufactures core logic chipsets, 

multimedia, networking and storage silicon, but also provides integrated platform 

solutions for driving system and embedded system. Its shares are listed on the stock 

exchange market. Its annual revenue was about 1 billion USD in 2003. Company H has a 

global network connecting North America and China, which not only benefits high-tech  
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R & D but also supports flexible reactions to the global market. The headquarters are in 

Taiwan, with several subsidiaries located in Japan, the USA, Australia and Germany.  

 

 Company I 
The company’s line of business is mobile communication. It is one of the leaders in the 

mobile industry. Besides the cell phone, it commits itself to expanding the business into 

the areas of imaging, games, entertainment, and media. Company I is a publicly listed 

corporation. In 2004, its revenues reached almost 35 billion EUR. It covers the 

international market of Europe, North and Latin America, Asia, Africa and the Middle East. 

The headquarters are located in Europe. There are fifteen factories in nine countries. In 

addition, the company has foreign subsidiaries in ten countries, such as the USA, the 

U.K., China, France, and Brazil.  

 

 Company J 
Company J also belongs to the telecommunication industry. It is one of the world's 

largest telecommunications suppliers. The company designs projects and provides 

solutions to telecommunication providers, many enterprises in different lines of business 

and governments. It also takes up a leading position in the mobile phone market. This 

company’s shares are publicly listed. In 2004, its annual revenue was over 10 million 

EUR. The headquarters of the company are situated in Western Europe. It operates in 

more than 130 countries and has offices in about seventy countries or areas. 

  
 Company K  

This company is viewed as a software design company which provides technical support 

as well. Its software packages and technical solution base on the geographical 

information management. The company’s shares are listed on both the European and the 

American stock markets. The headquarters are in the USA. The company’s subsidiaries 

are distributed in North America, Asia-Pacific area, Europe, Middle-East, Africa. 

 

 Company L  

Company L’s line of business is engineering. It belongs to the computer-based industry, 

which designs software and provides technical solutions to communication service 
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carriers, enterprises and governments. The company mainly focuses on the technology 

of mobility, optics and the software to deal with voice and video. It is a publicly listed 

company. The company’s revenue was about 2 million USD in 2004. The USA is the 

location of company L’s headquarters. The company’s subsidiaries are spread to more 

than twenty countries, such as Australia, Italy, the U.K., Spain, Sweden, Japan, and 

Russia.    
 

5.3. Results of the Questionnaires 
In order to give the readers a better review, we will present the results of the 

questionnaires in tables below. We used the calculation of percentage to summarise the 

data from the questionnaires. The total number of companies is twelve and the number of 

expatriates is fifteen. The numbers twelve and fifteen were our radices when we 

calculated the percentage. 

 

Table 5.3.1: Question 1 & Question 2 

How important are they from the expatriates’ point of 
view? 

  

 

 

 

 
 
Criteria 

How many companies 
use five criteria? 

 

the most 
important 

the second  
most important 

not important  
at all 

Job  
Factors  100% 66.6% 26.6%    0% 

Motivational 
state   75%   20% 13.3%  6.6% 

Relational 
dimensions 58.3% 26.6%   20% 13.3% 

Language 
skills 91.6% 13.3%   40%    0% 

Family 
situation   50%  6.6%  6.6% 13.3% 
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Table 5.3.2: Question 3                                 Table 5.3.3: Question 4 

When moving into a new country, 
the most expatriates face culture 
shock. 

Difficulties in adapting to the new 
culture lead to bad job performance.  

agree 46.6% agree 86.6% 

disagree    0% disagree  6.6% 

not sure 53.3% 

  

not sure  6.6% 
 
 
 
Table 5.3.4: Question 5.1  

How important are they 
from the expatriates’ point of view? 

  
  
 
 
Elements 

How many MNCs 
use these five 

elements? 
very important important less important not sure 

Tolerance for 
ambiguity 33.3%   80% 13.3%    0%  6.6% 

Behavioural 
flexibility 33.3% 66.6%   20%  6.6%  6.6% 

Non- 
judgementalism   50% 66.6% 13.3% 13.3%  6.6% 

Cultural 
empathy 41.6% 33.3% 53.3%  6.6%  6.6% 

Interpersonal 
skills   25% 46.6%   40%  6.6%  6.6% 

 
 
Table 5.3.5: Question 5.2  

How important are they 
from the expatriates’ point of view? 

  

 

 
Elements 

How many MNCs 
use these two 

elements? 
very important important less important not sure 

Host country 
language   50% 46.6%   40% 13.3%    0% 

Non verbal 
communication  8.3%   20%   60%  6.6% 13.3% 
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Table 5.3.6: Question 5.3 

How important are they 
from the expatriates’ point of view? 

  

      

 

 

 
Elements 

How many MNCs 
use these three 

elements? 
very important important less important not sure 

Willingness of 
spouse to live 
abroad 

33.3% 53.3%  6.6%    0%   40% 

Adaptive and 
supportive 
spouse 

 8.3% 33.3% 26.6%    0%   40% 

Stable marriage 16.6% 33.3%   40%    0% 26.6% 

 
 

Table 5.3.7: Question 6 

               Approach 
Criteria Test Formal Interview Informal Interview 

Personal characteristics 11.1% 43.3% 71.4% 

Language ability   50%   60%   40% 

Family situation 16.6%   50% 83.3% 

 
 
Table 5.3.8: Question 7 

How important are these three dimensions 
   from the expatriates’ point of view? 

       Degree of     
importance 

     
       

 
Percentage 

 
Dimensions 

very important important less important not sure 

New culture 53.3%   40%    0%  6.6% 

New job 
requirements   80%   20%    0%    0% 

Interactions with 
local people 66.6% 26.7%  6.7%    0% 
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Table 5.3.9: Question 8.1 

Which training methods would expatriates consider suitable 
 to prepare Managers for: 

                  
              Dimensions 
 

 
Training     
methods:      Percentage New culture New job 

requirements 
Interactions with 

local people 
Lecture 73.3% 26.6% 53.3% 
Job    0% 93.3%  6.6% 
Book 66.6% 26.6% 53.3% 
Film 66.6%  6.6% 26.6% 
Language   40%   60% 46.6% 
Computer-based training 26.6% 26.6%    0% 
Case studies 46.6% 33.3% 53.3% 
Role plays 46.6% 33.3% 53.3% 
Field trips 46.6% 26.6% 66.6% 
Cultural assimilator 46.6% 26.6%   40% 
Sensitivity training 46.6% 13.3% 33.3% 
Simulations 53.3%  6.6%   40% 
 
 
Table 5.3.10: Question 8.2 

How long shall the training process be? 
 

Duration 
 
Training 
methods: none less than one week 1-4 weeks 1-2 months more failed 

Lecture  6.7% 93.3%    0%    0%    0%    0% 
Job    0% 33.3% 33.3%   20%  6.7%  6.7% 
Book  6.7%   20%   20% 13.3% 13.3% 26.7% 
Film 26.7% 26.7%  6.7%    0%  6.7% 33.3% 
Language    0% 13.3%    0% 26.7%   60%    0% 
Computer-based 
training  6.7% 26.7% 66.7%    0%    0%    0% 

Case studies  6.7%   20%   20% 13.3%  6.7% 26.7% 
Role plays 13.3%   40% 13.3%  6.7%  6.7%   20% 
Field trips 13.3% 13.3% 33.3%    0% 13.3% 26.7% 
Cultural 
assimilator 13.3% 33.3% 13.3%    0%    0%   40% 

Sensitivity 
training 13.3% 46.7%    0%    0%    0%   40% 

Simulations 13.3%   20%   20%    0%    0% 46.7% 
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Table 5.3.11: Question 9.1 

How long did/do the expatriates take part in the training process? 
 
       Duration 
 
 
Training 
methods: 

none less than one week 1-4 weeks 1-2 months more failed 

Lecture 26.7%   60%  6.7%    0%    0%  6.7% 
Job 33.3%  6.7%  6.7%   20%   20% 13.3% 
Book   20%   20% 33.3%    0%    0% 26.7% 
Film 46.7%  6.7%    0%    0%  6.7%   40% 
Language   60%    0% 13.3%    0%  6.7%   20% 
Computer-based 
training   40%  6.7%    0%    0%    0% 53.3% 

Case studies 66.7%    0%    0% 13.3%    0%   20% 
Role plays 66.7%    0%    0%  6.6%    0% 26.7% 
Field trips 53.3%  6.7%    0%  6.7%    0% 33.3% 
Cultural 
assimilator   60% 13.3%    0%    0%    0% 26.7% 

Sensitivity 
training   60% 13.3%    0%    0%    0% 26.7% 

Simulations 66.7%  6.7%    0%    0%    0% 26.7% 
 
 
Table 5.3.12: Question 9.2 

Which of them would have been/were useful 
 for the expatriates' job performance? 

 
           Useful or not 
 
 
Training methods: yes  no not sure failed 
Lecture   80%  6.7%    0% 13.3% 
Job   60%    0%   20%   20% 
Book 73.3%  6.7%   20%    0% 
Film   40%  6.7% 26.7% 26.7% 
Language 53.3%    0% 13.3% 33.3% 
Computer-based training 13.3%  6.7% 46.7% 33.3% 
Case studies 33.3%  6.7%   20%   40% 
Role plays   20%  6.7%   40% 33.3% 
Field trips 33.3%  6.7%   40%   20% 
Cultural assimilator 26.7%  6.7%   40% 26.7% 
Sensitivity training 26.7% 13.3% 33.3% 26.7% 
Simulations 33.3%  6.7%   20%   40% 
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Table 5.3.13: Question 10, 11 &12 

The Above-mentioned training methods would help to cope with: 
 
Dimensions 

 
 
Attitudes New culture Interactions with local people Working and living abroad 

agree 93.3% 66.7%   40% 
disagree    0%    0%  6.7% 
not sure  6.7% 33.3% 53.3% 
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CHAPTER 6 
Analysis of Results 

 

In this chapter, the analysis of the results from the questionnaires is discussed based on 

the hypotheses. Next, some new findings and additional information from practice are 

presented. 

 
 
6.1. General Information 
The expatriates undertake the international assignments and go to work in host countries. 

They may face totally different cultures compared with those of their home countries. If 

they cannot adjust themselves to the new cultures, they may have some problems in 

both working and living. From the questionnaires, 46.6% respondents thought that the 

expatriates would experience culture shock. No one denied that possibility. Thirteen 

participants thought that the culture shock would lead to a bad job performance. 

Accordingly, we found that the probability of suffering culture shock was great. Moreover, 

the majority of expatriates agreed that the result of culture shock would influence their job 

performance negatively. Therefore, Multinational Companies (MNCs) should pay much 

attention to the culture-bound factors when they select and train expatriates for going 

abroad. 
 

6.2. Analysis of a Gap between Practice and Theory (H1) 
One of the purposes with this dissertation was to find out to what extent the selection and 

training methods were used by MNCs. After reviewing the literature, we set up the first 

main hypothesis H1 “Most MNCs are not using the selection and training process for 

expatriates recommended by the existing theories.”. In order to find an answer to H1, we 

continued to propose eight sub-hypotheses. We are going to present our analysis of 

these sub-hypotheses below. 

 

 

 



 - 55 -

6.2.1. Analysis of Job Factors and Motivational State (H1a)  

Technical and managerial ability are easy to evaluate according to expatriates’ previous 

performance. And it is not difficult to get relevant information about the candidates’ 

motivations whether they are willing to relocate, interested in experience abroad and so 

on. Therefore, companies always use these two criteria first during the selection process. 

From the answers of the questionnaires, a perfect 100% of assessed companies used 

job-related factors when they selected expatriates, such as technical ability and 

managerial ability. Many companies (75%) measured their candidates according to 

motivational state to find out whether they were inclined to go abroad. However, 

strangely company K did not use motivational state to evaluate its expatriates. In short, 

our first hypothesis in this section H1a “MNCs always rank job factors and motivational 

states as the most important criteria.” was correct. 

 

6.2.2. Analysis of Relational Dimensions/Personal Characteristics (H1b) 

One of the main reasons for expatriate failure is expatriates’ difficulties with new 

environment. However, most MNCs only focus on the expatriates’ job-related capability 

and motivation, rather than on personal characteristics related to culture. That is why so 

many expatriates face culture shock and return to headquarters before finishing the 

international assignment. In the empirical research, seven companies, 58.3% of them, 

took the relational dimensions/personal characteristics into the selection process.  

 

According to Ronen’s Model, we tested five specific elements in the relational 

dimensions deeply as well. Tolerance for ambiguity and behavioural flexibility were only 

used by 33.3% of companies. Half of the companies adopted non-judgementalism. About 

40% of the companies made use of the element cultural empathy. Surprisingly, not more 

than three companies (A, F & J) used interpersonal skills, which was quite important to 

get in touch with locals. These results might indicate two facts: one was that MNCs 

scarcely knew what specific qualifications should be included in the relational dimensions. 

The other one was that even if companies knew the compositions of this criterion, few of 

them used these specific compositions to test the expatriates’ relational dimensions as 

thought necessary by Ronen. 
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As a result, our hypothesis H1b “Companies do not pay much attention to the relational 

dimensions/personal characteristics.” was true to some extent. But the current situation 

was that more MNCs have recognised the importance of this dimension.  

 

6.2.3. Analysis of Family Situation (H1c) 

Another cause of expatriate failure is the inabilities of their families’ adjustment to the 

new culture. Nevertheless, quite a few companies do not pay so much attention to the 

importance of families. In our research, half of companies considered family’s 

requirements.  

 

Similarly, we also wanted to compare Ronen’s theory with the practice. One third of 

companies asked their expatriates’ spouses if they were willing to live abroad. Only 

company I tried to obtain the information about the adaptation of the expatriate’s spouse. 

Stable marriage/family state was used by two companies (A & I). From those responses, 

we saw that company I paid special attention to the criterion of family situation. It 

evaluated the expatriate by all three elements included in the family requirements.  

 

Accordingly, the hypothesis H1c “Family situation has not been taken into consideration 

by companies during the expatriate selection process.” was not totally correct. Some 

MNCs began to pay more attention to the family requirements gradually, especially a few 

big MNCs. 

 

6.2.4. Analysis of Language Ability (H1d) 

When the expatriates are working and living in the host country, they have to 

communicate with others. The language is the most important tool for people’s 

communication. Eleven companies (except company G) used the language criterion in 

their selection process.  

 

Now, English is popular around the world. There will be no problem to use English when 

expatriates go abroad. But the expatriates will encounter difficulties in some specific 

countries where people prefer their own language or they cannot use English well. 

Therefore, a good mastery of English is not sufficient. Expatriates who speak English and 
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at least another language are much better placed than managers restricted to English. 

Among eleven companies, half of the companies tested their expatriates if they could use 

the host country language. However, most of the expatriates are working in countries 

where people can speak English. Only expatriate E3 was evaluated if he/she could use 

another language besides English, because he/she is relocated in a country where the 

official language is not English. Another kind of language, non-verbal communication, will 

always be ignored. It is also very important to understand the meanings of body language 

in different countries. Unfortunately, just one company (I) took non-verbal communication 

into consideration.  

 

Our fourth hypothesis in this part H1d “Most MNCs ignore the importance of the 

expatriate’s language ability.” was wrong. Nevertheless, the fact was that MNCs mainly 

took the international language (English) as a criterion, rather than the host country 

language and non-verbal communication. 

 

6.2.5. Analysis of Cultural Training (H1e) 

Our analysis is based on Black and Mendenhall’s Model. In order to find out which 

training scenario (Figure 3.3 p. 31) was suitable for the expatriates, we used the decision 

tree for selecting appropriate training methods (Figure 3.2 p. 30). These two figures 

together are called Black and Mendenhall’s Model. By using the decision tree for 

selecting appropriate training methods, we tested whether an expatriate faced a new 

culture, new job requirements, and interactions with local people. The majority of the 

expatriates rated these dimensions as very important (new culture: 53.4%, new job 

requirements: 80%, interactions with local people: 66.7%) and as important (new culture: 

40%, new job requirements: 20%, interactions with local people: 26.7%). From these 

answers in the questionnaires, we found that the expatriates would like to have training 

based on these three dimensions. 

 

As a result, we stated which training scenarios would have been suitable for every 

expatriate. From fifteen expatriates, we could give fourteen one category. These fourteen 

expatriates had to face a new culture, new job requirements and interactions with local 

people abroad. Owing to this, (Figure 3.3 p. 31) training scenario A should have been the 
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most appropriate one. Company H turned out to be an exception and should have 

provided training scenario D for its expatriate H.  

 

The training methods in training scenario A are diversified. It includes lectures about 

country and cultures, factual briefing (job training), books, role plays, case studies, field 

trips, cultural assimilator and simulations. Training scenario D requires lectures about 

country and cultures, job training and case studies. 

 

In the following analysis, we considered that the respondents did not take part in the 

training methods if they left the forms blank in the questionnaires. Regarding training 

scenario A and D, we found out that no company offered all recommended training 

methods.  

 

Most of the companies provided training such as lectures about country and cultures (10), 

job training (8) and books (8), but all the other training methods were neglected and 

scarcely provided. Films and sensitivity training were named twice, but were not included 

in training scenario A or D. Oddly enough, only one expatriate (I) named computer-based 

training, which is not included in Black and Mendenhall’s Model. Finally, only company E 

provided 75% of the recommended training methods for the expatriate E1, and company 

B and D provided 50% of them. Accordingly, our hypothesis H1e “Cultural training is not 

accomplished in such a way as the researchers recommend.” was correct. 

 

6.2.6. Analysis of Language Training (H1f) 

Many companies argue that the language used at headquarters is “international” and so 

the manager has no need to learn “national” languages. It was quite obvious that the 

companies scarcely provided language training. Expatriate H and K1 could participate in 

a language course with duration between one and four weeks, and E3 attended a 

language course for more than two months. For training scenario D, Black and 

Mendenhall recommend that language training should be between one to two weeks 

(one week is equivalent to twenty hours). The language courses in training scenario A 

should have a term of training between sixty and 180 hours (sixty hours is equivalent to 

three weeks, and 180 hours is equivalent to more than two months). Unfortunately, only 
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expatriate E3 and expatriate H attended language courses for such durations as 

recommended by the researchers. To sum up, even if Black and Mendenhall deem 

language as important, MNCs did not provide language training for their expatriates. Our 

Hypothesis H1f “Most MNCs do not provide enough language training to their 

expatriates.” was correct.  
 

6.2.7. Analysis of Preparation Provided by MNCs (H1g) 

There are many possible training methods to prepare a manager for a job abroad. Still, 

companies doubt the effectiveness of training and do not provide enough preparations for 

the future job abroad.  

 

In our research, most of the companies provided training such as lectures about country 

and cultures (10), job training (8) and books (8), but they neglected other training 

methods. We asked the expatriates which methods would have been/were useful for the 

expatriates' job performance. In general, all of the expatriates wanted more training than 

provided by the companies. Nevertheless, not every training method seemed to be good. 

There were quite many expatriates who answered “not sure” or failed to answer 

completely. In addition, expatriate C and G did not get any preparation. In short, MNCs 

did provide training, especially lectures about country and culture, job training and 

training with the help of books, but all the other training methods were scarcely provided. 

Therefore, the hypothesis H1g “Preparations provided by MNCs are not enough for 

expatriates’ future job abroad.” was valid with a few exceptions. For example, Expatriate 

E1 got quite good preparations provided by company E. 

 

6.2.8. Analysis of Training Methods and Duration (H1h) 

The term of training has also an impact on the effectiveness of training expatriates. Either 

to provide too much or too little training jeopardizes the preparation of expatriates. 

 

More than half of the expatriates (60%) got lectures about country and culture for less 

than one week, which is recommended by Black and Mendenhall. The job training was 

between less than one week and more than two months, which was really diversified. 

There was no standard term of training visible. If training with books was provided, most 
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respondents participated for less than four weeks which seemed standardised but 

followed the model more or less.  

 

Computer-based training, as a new training method, was provided only by one company 

(I) for less than one week. Other four expatriates (C, G, I & L) suggested computer-based 

training for less than one week, the rest of them failed to answer. This data was too little 

for a detailed analysis, so we omitted computer-based training.  

 

It is not good to provide exactly the same training methods for everyone. The training 

program should be flexible to meet the demands of different expatriates. Films, language 

training, case study, role plays, field trips, cultural assimilator, sensitivity training and 

simulations were hard to analyse. Between 46.7% and 66.7% of expatriates did not get 

these kinds of training. This could be an evidence for standardised training methods. We 

assumed that the companies did not take other kinds of training into consideration and 

stuck to frequently used, well-known, easy and maybe cheap training methods such as 

lectures, job training and books. Nevertheless, we saw some evidence for 

non-standardised training program in company E and K. Given that the training program 

differed among E1, E2 and E3 and between K1 and K2, we could cite it as evidence for 

non-standardised training duration.  

 

It was hard to find an answer to hypothesis H1h “Most MNCs ignore the importance of 

non-standardised training methods and duration.”, since we had no detailed information 

about the specific training processes in every company.  

 

6.3. Analysis of Usefulness of the Selection and Training Process Perceived by 
Expatriates (H2) 
Another purpose of our dissertation was that we investigated how the expatriates 

evaluated these methods. From theories’ point of view, most researches consider the 

recommended selection and training methods to be very useful. Therefore, we developed 

the second main hypothesis H2 “The expatriates themselves perceive the selection and 

training process suggested by researchers as good and useful.”. Based on H2, we 

proposed eight sub-hypotheses as well, in order to find whether H2 is true or not. 
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6.3.1. Analysis of Job Factors and Motivational State (H2a) 

Over 90% of the expatriates put job factors at the first two positions based on its 

importance. As to motivational state, unlikely, only 33.3% of expatriates (A, B, C, I & K2) 

considered it as important. In particular, the expatriate in company H did not admit the 

importance of motivation. Thus, expatriate’s motivation was not important as indicated by 

the theory in expatriates’ opinions. Therefore, regarding the hypothesis H2a “Job factors 

and motivational state are not as important as MNCs conceive”, half of it failed, whereas 

half of it was true.  

 

6.3.2. Analysis of Relational Dimensions/Personal Characteristics (H2b) 

Many expatriate failures result from the expatriates’ inability to adapt to the host country. 

They have difficulties either in communicating with local peoples or in dealing with new 

environment. Therefore, the expatriate’s personal characteristic is an important 

evaluating index. From the questionnaires, only 20% of the respondents thought that the 

personal characteristics were more important than job-related factors. And merely 40% of 

them ranked the personal characteristics at a higher position than motivation. 

Unexpectedly, expatriates H and K2 thought that this dimension was not important at all.  

 

Moreover, we also investigated the importance of specific elements included in relational 

dimensions. A large number of respondents (80%) reflected that tolerance for ambiguity 

was very important. As to behavioural flexibility and non-judgementalism, almost 70% of 

expatriates ranked them as very important. Considering cultural empathy and 

interpersonal skills, they were put into the “very important” and “important” categories by 

86.6% of participants. In all, the majority of respondents consented that these five 

elements would have a significant impact on their adjustments.  

 

We thought that the hypothesis H2b “Relational dimensions/personal characteristics are 

more important than job-related factors and motivational state.” failed. Although 

expatriates conceived relational dimensions as important, job factors and motivation still 

took up the most important positions among all the selection criteria. However, Ronen’s 

Model gained great support from our respondents. 
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6.3.3. Analysis of Family Situation (H2c) 

Considering family’s requirements will make the expatriates focus on their jobs, rather 

than on family problems appearing abroad. In our study, only two respondents ranked 

family situation at the first two positions of importance. Even two out of fifteen 

respondents (H & K2) were never aware of its importance. Therefore, most expatriates 

still might not recognise that unfavourable family situations might influence their job 

performance abroad.  

 

As for the specific components in the family situation, 60% of the expatriates cared much 

about the willingness of their spouses to go abroad and their spouses’ adaptation. 

Concerning stable marriage/family, eleven respondents out of fifteen categorised it as 

very important and important. Accordingly, we found that no one denied the importance of 

these elements in the family criterion. Most of the expatriates thought that these three 

specific elements were necessary if family situation was incorporated into the selection 

process. 
 

The responses from the questionnaires denied the hypothesis H2c “Before the departure, 

considering family situation is an indispensable part of the selection criteria.”.  

Admittedly, a few respondents acknowledged the importance of family issues. However, it 

could not compete with other criteria in the selection process. 

 

6.3.4. Analysis of Language Ability (H2d) 

A good ability of language is quite important for the expatriates working and living in the 

host country. From the questionnaires, half of the expatriates ranked the language skills 

as important. The rest of them perceived that it was not so important compared with other 

criteria. But no one refused to acknowledge its importance. Thus, we inferred that 

language ability was helpful to improve the adjustments to a certain extent from the 

expatriates’ point of view. 

 

In the detailed investigation of Ronen’s Model, about 80% of respondents ranked ability 

of the host country language and non-verbal communication as very important and 

important. So we concluded that the expatriates approved the importance of these two 
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elements in the language criteria.  

 

To sum up, it was hard to state that the hypothesis H2d “Language skills are one of the 

decisive factors for the successful communication with the host nationals.” was valid or 

not. Language ability was moderately important compared with other criteria from 

expatriates’ point of view. However, a great number of them agreed with Ronen’s 

recommendations for the necessary compositions of language skills. 

 

6.3.5. Analysis of Cultural Training (H2e) 

Managers abroad have to deal with employees, customers, suppliers, or competitors 

from different cultures and countries. Headquarters expect expatriates to meet demands 

and work successfully with these groups. If the expatriate is ill-prepared for the job 

abroad, there might be a long “running-in” period. The company gains no value for this 

period. Owning to this, cultural training is indispensable.  

 

Generally, many expatriates assessed the trainings methods as useful, even if some of 

them did not attend these training methods. Many expatriates often rated the first four 

training methods (lectures, job training, book & films), rather than the others. The reason 

could be that the rest of training methods were not well-known among managers or that 

they did not understand the contents of these training methods. 

 

Furthermore, we asked if the above-mentioned training methods would have helped to 

adjust to new cultures, working and living, and interactions with local people faster. 

Concerning new culture 93.3% of the expatriates agreed, and as to local people 66.7% of 

them consented, but regarding working and living only 40% agreed. We thought that H2e 

“Expatriates perceive cultural training as important and useful.” was true, but failed in the 

case of working and living. 

 

6.3.6. Analysis of Language Training (H2f) 

Knowing the local language benefits everyone. So we asked our respondents what they 

thought about it. All of the expatriates evaluated that language training should be longer 

than it was provided by the companies before the assignments. Surprisingly, only eight 
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expatriates assessed language training as useful for the job performance. A reason could 

be that all the expatriates are fluent in English and they could work without knowing the 

local language. Nevertheless, all expatriates uprated language training higher than what 

the company provided before the assignments. Furthermore, nine expatriates stated that 

language training should be longer than two months; four said that it had to be between 

one and two months, with two being satisfied with less than one week. Furthermore, eight 

of fifteen expatriates assumed language training as useful, seven were not sure about 

their usefulness, but nobody rated language training as useless. In short, the hypothesis 

H2f “Language training is useful for a successful assignment abroad.” was proved correct. 

 

6.3.7. Analysis of the Relations between Training and Three Dimensions (H2g) 

Black and Mendenhall’s Model is based on three dimensions. They integrate the 

variables culture novelty, job novelty and interaction with local people. They state that the 

different degrees of culture novelty, interaction with host nationals and job novelty need 

different rigorous cross-cultural training. The table 5.3.9 shows the different perceptions 

of our respondents in terms of the relations between three dimensions and different 

training approaches. For example, 66.6% of respondents thought that the training with 

books was suitable to prepare a manager for a new culture. But only 26.6% considered 

books as a good training method to prepare a manager for new job requirements. Due to 

the various percentages, it is obvious that training has to be tailored to the expatriates 

according to these above-mentioned dimensions. To sum up, the hypothesis H2g 

“Training has to be tailored to expatriates' needs” was correct. 

 

6.3.8. Analysis of Training Duration (H2h) 

In accordance with Black and Mendenhall’s Model, the duration of lectures about country 

& culture and books should be between four and twenty hours, that it so say less than 

one week (we used the term less than one week for our further analysis). Job training, 

role plays, case studies and culture assimilator should be between twenty and sixty hours, 

which means between one and four weeks (we used this term for our further analysis). 

Simulations and field trips should be between sixty and 180 hours, which means either a 

duration between three weeks and two months or more than two months (we used these 

terms for our further analysis).  
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We found that the answers concerning lectures about country & cultures took issue with 

Black and Mendenhall’s Model. Almost 100% of the expatriates agreed with the duration 

of less than one week. Unfortunately, from the expatriates’ point of view, the terms of all 

the other training methods were rarely in line with those in Black and Mendenhall’s Model. 

Therefore, H2h “expatriates agree in the duration of training methods as recommended by 

the researchers” was proved false. 

 

6.4. New Findings and Additional Information 
6.4.1. New findings of Selection Criteria 

In the selection process, our respondents also pointed out some criteria which were used 

by the companies or which were important from the expatriates’ point of view. 

Respondent A mentioned that two other criteria were used by the company. One was the 

expatriate’s loyalty to the company; the other was the length of time that the expatriate 

was willing to stay in the host country. The reasons were that the expatriate was a 

representative of the headquarters, and a platform of communication between the 

headquarters and the subsidiaries. Disloyalty of expatriates would bring much loss to the 

company, especially when the expatriates were far away and the headquarters could not 

control them in time. Respondents E3 indicated that the company used the previous 

working experience as well. Respondent F thought that it was also necessary to have 

some knowledge about the culture of the host country, such as economy, politics, foods, 

living conditions and customs.  

 

6.4.2. New Findings of Selection Approaches 

Ronen’s Model does not show which approach can be used to evaluate candidates’ 

ability according to certain criteria. Thus, we also wanted to investigate what specific 

approaches were adopted by MNCs. We only focused on the relational dimensions, 

family situations and language skills, because these three dimensions were omitted by 

many MNCs in practice. 

 

Normally, there are three main kinds of selection approaches in practice: test, formal and 

informal interview. Test means written and/or oral tests, which have standard answers. 

Formal interview is to get information by asking open questions face to face or by 
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electronic tools. Informal interview refers to obtaining information by taking candidates 

involved in some social activities (e.g. parties) 

 

As to relational dimensions/personal characteristics, 71.4% of companies used informal 

interview. To evaluate expatriate’s language ability, 60% of companies used formal 

interview. Regarding family situation, informal interview (83.3% of the companies used it) 

played a main role. Accordingly, we found that personal characteristics and family 

situation were always assessed by informal interviews. The reason might be that it was 

difficult to get real information about expatriate’s personal characteristics and his/her 

family situation by the other two selection approaches. Mendenhall and Oddou (1985 

cited by Dowling, Welch & Schuler, 1999) indicate that personal characteristics can be 

assessed by psychological tests. However, MNCs preferred informal interviews, a more 

tempered method. What is more, most MNCs were in favour of informal interview to 

evaluate family situation, rather than strict tests and formal interviews. Dowling et al. 

(1999) say that most expatriates are not willing to share information of their private lives. 

  

6.4.3. New Findings and Additional Information in the Training Approaches 

Computer-based training is not a part of Black and Mendenhall’s Model but is introduced 

as a cheap and up-to-day training method. Surprisingly, MNCs scarcely provided this 

approach and expatriates scarcely rated computer-based training as useful. A reason 

could be that expatriates did not know much about it because it is a new kind of training.  

 

A few of our respondents gave us some additional information. For instance, expatriate A 

suggested that repatriated managers could talk about the local situation, about their 

experience and about how to deal with emergent situations. Furthermore, expatriate C 

recommended that it might be good to have antecedent internships in the future host 

country, and that a good performance depends on the expatriate’s own attitude and 

motivation to go abroad and get new experiences. Expatriate E1 stressed communication 

skills. Moreover, expatriate F stated explicitly that training had to improve working attitude 

and should increase responsibility. In addition, provided training should improve 

professional knowledge and skills required by the job. Finally, expatriate G did not get 

any training. Hence, G emphasised on a professional and systematic training. 
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CHAPTER 7 
Conclusions 

 

The last chapter summarises the dissertation and presents the reflections from the 

hypotheses and the practice. Later, the practical implications for Multinational Companies 

are discussed. Methodological criticism and future researches are presented at the end 

of the whole dissertation.  

 

 

7.1. Summary of Dissertation 
With the economic globalisation, more and more companies establish subsidiaries, joint 

ventures and branches abroad. When it comes to building up subsidiaries in a host 

country, locals may lack the specific skills required by Multinational Companies (MNCs). 

Expatriates are more familiar with management techniques and methods than local 

employees. With the help of expatriates, companies want to assure themselves that 

business abroad is done in the same way as it is in the parent companies. Therefore, the 

companies should send expatriates to conduct business in order to ensure themselves 

against failure (Ronen, 1986).  

 

Many companies face a high failure rate of expatriates. They return earlier or have poor 

job performance (Barbian, 2002 cited by Hill, 2005; Forster, 1997 cited by Dowling, 

Schuler & Welch, 1999). The main reason is that the expatriates and/or their families 

cannot adjust to the host country (1982 cited by Hill, 2005). Expatriate failure represents 

a fault both in the selection process and the pre-departure training. Therefore, we 

intended to do a research about the expatriate selection and training process based on 

the cross-cultural issues. Besides reviewing the existing theories, we investigated to what 

extent MNCs used the selection and training methods, and how the expatriates evaluated 

these methods.  

 

We focused on the culture shock theory, the models of the expatriate selection and 

training process. Ronen’s Model for the expatriate selection, and Black and Mendenhall’s 
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Model for the expatriate training became the strong theoretical base for our further 

research. Then two main hypotheses were proposed to analyse the primary data from 

the questionnaires.  

 

In this research, our first intention was to conduct a case study. Our contact persons were 

expatriates working in the subsidiaries of MNCs. Since we contacted them before 

sending out the questionnaires, the response rate was very high. Fifteen of twenty 

expatriates sent the questionnaires back to us. These responses were too many to 

conduct a case study, so we switched to a small survey in the analysis part. 

 

After analysing, we found that there was a gap between the theory and the reality. Most 

MNCs were not using the selection and training for expatriates recommended by the 

researchers. Admittedly, a few companies did quite well when it came to the selection 

and training of their expatriates. The majority of expatriates had different opinions 

towards the selection and the training process. Most selection criteria were not conceived 

as useful as the theories suggested, but a great part of the training methods were 

recognised as important by the expatriates.  

 

The validity of our research might be threatened by a few misleading questions in the 

questionnaires. Another threat could be that our respondents might refuse to share some 

private information. We thought that our study was reliable to a large extent. Finally, 

regarding generalisability we only had fifteen expatriates (twelve companies) participating 

in our research, why it was not possible to generalise our research results as a whole. 

 
7.2. Reflections Concerning the Hypotheses 
In order to find an answer about to what extent the selection and training methods were 

used by MNCs, we proposed hypothesis H1 “Most MNCs are not using the selection and 

training process for expatriates recommended by the existing theories.” after reviewing 

the literature. Through the analysis of questionnaires, we found H1 was true to some 

extent. 
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With regard to the selection process, the researchers think MNCs emphasise too much 

on the technical/managerial ability and the expatriates’ motivation. Other culture-bound 

criteria were neglected. In the empirical research, we found the proofs that job factors 

and motivational state took up pride of place all the time. Most MNCs still did not think 

much of expatriates’ relational dimensions and family situation currently. Fortunately, 

both of them have gradually begun catching companies’ eyes. Furthermore, a majority of 

companies have taken language skills into serious consideration, which was not 

consistent with the past empirical results indicated by Dowling, Welch and Schuler 

(1999). 

 
Referring to the training for the expatriates, on the one hand, we could be sure that this 

hypothesis applied. MNCs did not conduct cultural training in such a way as the 

researchers recommend. Many training methods were not offered to the expatriates such 

as case studies, role plays, cultural assimilator and sensitivity training. The same applied 

to language training. Only two companies (H & E) offered language training in such a way 

as recommended by Black and Mendenhall. One the other hand, we did not want to state 

that MNCs did not provide any training methods. In fact, they offered some training 

methods, which were almost restricted to lectures about country and culture, job training 

and training with books. Due to scarcely provided training methods, it was almost 

impossible for us to examine the duration of the training methods. Finally, MNCs used a 

few of the recommended training methods often, but most training methods were rarely 

considered, which was not in line with Black and Mendenhall’s Model.   

 
In order to prove our second main hypothesis: “The expatriates themselves perceive 

these selection and training process suggested by researchers as good and useful.”, we 

asked our contact persons if they deemed the theories as useful. However, from their 

responses, it was difficult to provide an explicit answer to H2. 

 

The second main hypothesis in the selection part almost failed. Among five criteria 

evaluated by expatriates, only job factors gained most respondents’ advocacy. 

Motivational state, relational dimensions, family situation and language skills were not 

conceived as useful as recommended by the theories, although some of them have been 
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recognised as moderately important. Oddly enough, with regard to the specific elements 

included in the five main criteria (job factors, motivational state, relational dimensions, 

family situation and language skills), most of the respondents agreed with the 

suggestions of Ronen’s Model. 

 

Concerning Black and Mendenhall’s Model, we found out that the model applied to a 

large extent but there was still a gap between the practice (what the MNCs offered) and 

the theory (what Black and Mendenhall recommend). The expatriates perceived Black 

and Mendenhall’s Model as applicable in both language training and tailoring the training 

methods to the special needs for the future job abroad. Furthermore, generally our 

respondents perceived cultural training as useful, yet concerning working and living more 

than the half of our expatriates were not sure. Only the term of training differed from 

Black and Mendenhall’s Model. Finally, three of four sub-hypotheses in the training part 

were proved correct. So we assumed our second main hypothesis regarding Black and 

Mendenhall’s Model applied to a large extent.  

 
7.3. Reflections Concerning the Theories 
From the reflections with regard to hypotheses, we concluded that the theories 

considered more than what was needed in practice in the selection part. Companies did 

not follow Ronen’s Model. Most MNCs focused too much on the expatriates’ job-related 

qualifications and motivation. Moreover, language ability was also used frequently. Oddly 

enough, quite a number of companies still did not attach much importance to relational 

dimensions and family situation, both of which were the main reasons for expatriate 

failure. As to the expatriates’ perceptions of the five main criteria, most respondents 

almost stood up for what the companies were doing. Job-related factors were strongly 

emphasised by the expatriates, and the respondents did not consider relational 

dimensions and family requirements as crucial for their future work. Motivational state 

and language skills were not perceived as important as the MNCs did. Therefore, on the 

one hand, job-factors were still the foremost selection criteria. Motivation and language 

skills of the expatriates were moderately important for good job performance; on the 

other hand, personally relational dimensions and family situation were not as important 

as indicated in the literature.  
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We also intended to apply new findings to the selection model. Besides the 

above-mentioned criteria, there were some other necessary criteria used by MNCs in 

practice, including loyalty to the company, the length of the assignment and previous 

working experience. 

 

After investigating Ronen’s Model, we found that a majority of the companies failed to 

adopt the specific elements included in the criteria of relational dimensions, family 

situation and language skills. Nevertheless, those elements in Ronen’s Model achieved 

great support from most expatriates. Accordingly, we inferred from the empirical 

evidences that most elements in Ronen’s Model were tenable and significant. 

Furthermore, in order to select the best qualified expatriates, it would be useful for MNCs 

to comply with the recommendations of Ronen. 

 

In addition, we also investigated which approach was suitable to evaluate the expatriate’s 

ability in the selection process. As a modification, we took selection approaches into 

Ronen’s Model. We found that informal interviews were appropriate to assess both 

relational dimensions and family situation of the expatriates. Moreover, language skills 

were easy to be evaluated by formal interviews. 

 

We also found evidence that most MNCs did not follow Black and Mendenhall’s Model to 

a large extent and did not provide appropriate preparations for the expatriates. MNCs 

lacked the ability to conduct the training methods recommended in the literature and to 

provide language courses. However, all these features were classified as good and 

useful by the expatriates, which gave Black and Mendenhall a positive feedback for the 

applicability of their model. Unfortunately, not every part of the model was assumed as 

useful and good by the expatriates. Especially the recommendations concerning the term 

of training might need revising. Admittedly, there were some proofs showing that only a 

few MNCs were consistent with Black and Mendenhall’s Model and provided appropriate 

training methods for their expatriates.  
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7.4. Implications for MNCs 
From the results of this research, we assumed that there was quite a comprehensive 

expatriate management program in a few large MNCs. They evaluated their expatriates 

by using almost every criterion incorporated in Ronen’s Model, and adopted most of the 

training approaches recommended by Black and Mendenhall’s Model. However, the 

expatriates did not acknowledge all of the selection and training methods as useful. 

Therefore, in order to gain more value from their expatriates, we suggest that MNCs 

should select and train expatriates according to their characteristics and needs. A 

standardised package of selection and training would not be the most appropriate choice. 

Admittedly, we only got some opinions from the expatriates, rather than from the 

companies. Therefore, we were not sure if the companies knew all selection criteria and 

training methods indicated by the theories. Furthermore, we did not know whether the 

companies neglected those selection and training methods just because they were costly 

and complex to conduct. Finally, MNCs should be aware of several possibilities to 

prepare their managers for the future jobs abroad.  

 

7.5. Methodological Criticism 
While reviewing the literature, we realised that almost all books were written by American 

scholars or were full of examples based on American companies. Unfortunately, they 

generalised their findings and scarcely took the rest of the world into consideration. Not 

all of our respondents were employees of American companies. Deeper researches in 

Europe, Asia and other parts of the world could be different compared to the findings in 

the USA. 

 

Another critical point in our dissertation was that we did not focus on family issues and 

repatriation in the training process. Selection and training of expatriates is a huge topic. If 

we would also have taken family issues and repatriation in consideration, the readers 

would have lost the storyline. 
 

Furthermore, we did not focus on one line of business and one specific size of company. 

Selection and training might differ between big companies and small companies. The 

various and different answers to our questions could produce evidence for the 
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above-mentioned assumption.  

 

In addition, we only conducted researches among the expatriates, rather than among 

human resource managers in the headquarters. The reason was that we had no access 

to the headquarters. Therefore, we only got some responses from expatriates 

themselves about to what extent MNCs were using the recommended selection and 

training methods. It might be somehow subjective and could not reflect the whole fact.  

 

The biggest critical point was the questionnaire. While analysing the questionnaires 

several problems appeared. For instance, we had no detailed information about what 

kinds of posts the expatriates took up abroad. Knowing this would have led to a better 

analysis. In addition, a few expatriates seemingly did not understand some questions. 

Unfortunately, we could not ask again so that we had to assume the meanings of some 

answers. Finally, MNCs could have some training methods which were not consistent 

with those in other companies. For example, lectures could be conducted with different 

tools and contents in companies. 

 
7.6. Future Researches 
Selection and training is an important issue especially with regard to the pace of 

globalisation. During our work, we found many other data which fitted the purpose, but 

were not mentioned in our dissertation due to time constraint. Furthermore, the research 

field of expatriates was quite interesting. Our findings and contributions to the theory 

could be regarded as basis for future researches. 

 

Further researches can be carried out in the following areas: 

1. As mentioned above, in-depth interview could be a better choice for case studies if it 

might be possible. 

2. It would complement our study if making a deep research among the directors of 

human resource management in headquarters.  

3. Future research could be done by including more countries and/or more lines of 

industry. Then generalisability of the expatriate research could be possible. 
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Appendix 1: 

 

How to Select and Train Expatriate Managers? 
 

The case study is being carried out to find out effective selection and training processes 

for managers working abroad (EXPATRIATES). Please answer the questions freely. We 

will not name your company.  

 

ALL THE INFORMATION YOU PROVIDE WILL BE TREATED 
 IN THE STRICTEST CONFIDENCE 

 

The questionnaire should take about 15 minutes to complete. Please answer the 

questions in the space provided. Try to complete at a time when you are unlikely to be 

disturbed. Also, do not spend too long on any one question. 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 test existing selection and training procedures of 

expatriates. 

 

WHEN YOU HAVE COMPLETED THE QUESTIONNAIRE  
PLEASE RETURN IT TO US 

 
We hope you find completing the questionnaire enjoyable, and thank you for taking the 

time to help us. If you have any questions, please do not hesitate to contact us. 

 

Thank you for your help.  

Gao Qi (winggao@hotmail.com) 

Grit Lange (grit_lange@gmx.de) 



 

 
 
Many companies have to face a high failure rate of returned managers. That is to say failure is costly and 
may damage the reputation of the company. Therefore, we conduct a research to find out an effective 
selection and training process for managers going abroad.  Since you are a manager working abroad, 
you may able to help us to fill in the following questions.  
 
 

 The first part of our Questionnaire starts with questions related to the Selection Process of 
Managers intended for working abroad.  

 
1. What criteria are used by your company? Please make a cross in the blank. 
 

Special knowledge and skills required for the job  
Motivation (willingness to go abroad, etc)  
Personal characteristics (the ability of adaptation to the new culture)  
Language  
Family situation  

     
2. Which criteria are the most important according to your experience abroad? Number the less 
important 1, then next 2 and so on. If a criterion is not important at all, please leave that blank. 
 

Special knowledge and skills required for the Job  
Motivation (willingness to go abroad, etc)  
Personal characteristics (the ability of adaptation to the new culture)  
Language  
Family situation  
Others  

 
Are there any other criteria you think is important? Please describe below: 

   
  
  

 
3. When moving into a new country, most Managers face culture shock (feelings of stress, 
disappointment, confusion, anxiety).  
 

disagree agree  not sure 
   

         
4. Difficulties in adapting to the new culture (such as language problems, local customs, strange 
foods) lead to bad job performance. 
 

disagree agree  not sure 
   

  
 
 
 
 
 



 

 
5. How important are the following elements categorized in the selection criteria “Personal 
Characteristic, Language Ability, Family Situation? Please make a cross in the blank. (Your 
answers are just your opinions and assumptions according to your experience abroad.)  
 
Digit 1 means less important. 2 means important. 3 means very important. If you do not know its 
importance according to your experience abroad, the answer ”not sure” is also possible.  
 
If the company used theses elements in your selection process, please make a cross in the last 
column “used”. 

 
 

1 2 3 not 
sure  used 

Personal characteristics 
bearing uncertainty and stress         

reacting flexibly to new things          

      to be objective and willing to accept 
recommendation from locals       

  

   

willingness to accept local thoughts, 
behaviors and custom        

  

  
 

social skills        

 

 

 

 

 

 

Language ability                          

understanding the host country language      

facial expression, gestures, etc. (same 
gesture may have different meaning for 
different nationals) 

    

 

 

Family situation 

      willingness/liking of spouse to live abroad      

adaptation of spouse to the new culture      

stable family situation     

 

 

 
 

If any other elements used by the company are not mentioned in the table, please list below: 
 
  
  

 
 
 
 

Importance 
Elements 

of 
criteria 



 

6. There are three main kinds of selection approaches.  
Test: written and/or oral tests which have standard answers 
Formal interview: to get information by asking open questions face to face or by electronic tools 
(telephone, computer and so on) 
Informal interview: to get information by taking candidates involved in some social activities (e.g. 
parties) 
 
If your company uses any or all of the three selection approaches to test the criteria, please make a 
cross in the blank. 

 
 

Test Formal interview Informal interview

Personal characteristics    
Language ability    
Family situation    

 
If there are any other kinds of approaches not mentioned in the table, please list below: 

 
Personal characteristics  

Language ability  

Family situation  
 
 

 The last part of our Questionnaire is related to the Training Process of Managers intended for 
working abroad.  

 
7. Training Managers, before sending them abroad, is a very important issue. These Managers have 
to deal with three dimensions: New culture, New job requirements and Interactions with local 
people. Training Managers is based on these three dimensions. What do you think of their 
importance according to your experience abroad? Digit 1 means less important. 2 means important. 3 
means very important. The answer ”not sure” is also possible. 
  
 

 1 2 3 not sure 

New culture (e.g. Chinese Managers in 
France) 

 
   

New job requirements (e.g. new tasks, 
new responsibilities) 

 
      

Interactions with local people (e.g. 
manage local work force) 

 
      

 
Would you consider including other dimensions in the training process? Please list below:  

  
  
  

 
 

Approach 
Criteria 

Importance 
Dimensions 



 

8. Which training methods would you consider suitable to prepare Managers for New culture, New 
job requirements and Interactions with local people? How long shall it be? Please make a cross or 
leave that blank. (many answers are possible) 

 
Dimensions How long shall the training process be? 

Training methods 

New 
culture 

New job 
requirements 

Interactions 
with local 

people 
none less than 

one week 
1-4 

weeks 
1-2 

months more

Lectures about 
country & culture   

  

 

          

Further training 
for the job   

  

 

          

Books; reading 
materials (related 
to one of these 
three dimension) 

  

  

 

          
Films (related to 
one of these three 
dimension) 

  

  

 

          

Language training     
 

          
Computer-based 
training  

 

 

     
Case studies                
Role plays                

Field trips (trips to 
the host country in 
advance, e.g.: meet 
current expatriates) 

  

  

 

          

Cultural scenarios 
(short episodes of 
critical cultural 
situations) 

  

  

 

          
Sensitivity 
training (realise 
one’s own values, 
assumptions, 
strengths and 
weaknesses) 

  

  

 

          

Simulations (e.g. 
putting Managers 
for a period in a 
place, where they 
meet local people) 

  

  

 

 
 
 
 
 
 
 
 
 
 
 
           

 
 



 

9. Do/Did you participate in any of the following training methods? How long do/did you take part in 
the training processes? Which of them would have been/were useful for your job performance? 
Please make a cross or leave that blank. (many answers are possible) 

 

How long do/did you take part in the training 
process? 

Which of them would 
have been/were 

useful for your job 
performance? 

  
none less than 

one week 
1-4 

weeks 
1-2 

months more not 
useful useful not 

sure
Lectures about country & 
culture       

  
  

Further training for the job         
Books; reading materials             
Films             
Language training             
Computer-based training         
Case studies             
Role plays             
Field trips (trips to the host 
country in advance, meet current 
expatriates)       

  
    

Cultural scenarios (if is the 
situation “right now”; the 
Manager learns the 
consequences of that action)       

  

    

Sensitivity training (realise 
one’s own values, assumptions, 
strengths and weaknesses)       

  

    

Simulations (e.g. putting 
managers for a period in a place, 
where they meet b local people) 

      

 
 

  

    
 

Are there any other training methods which increase the job performance? Please list below:  
  
  
  

 
10.   Do you think these above-mentioned training methods would help to adjust to new cultures 
faster? (Please evaluate only the methods you assume as useful) 

 
disagree agree not sure 

   
         

Are there any other methods to be considered when adjusting to new cultures? Please list below:  
  
  
  



 

  

11.   With the help of these training methods a Manager is well prepared to deal with local people. 
(Please evaluate only the methods you assume as useful)  
 

disagree agree not sure 
   

         
Are there any other training methods which increase the ability to deal with local people? Please 
list below:  
  
  
  

 

12.   Do you think the above mentioned training methods are optimal to prepare Managers working 
and living abroad? 
 

disagree agree not sure 
   

    
Are there any other methods to be considered for the training process? Please list below:  
  
  
  

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

Appendix 2: 

 

 

Effektive Auswahl und Training von Expatriaten   
 

Manager die dauerhaft im Ausland leben, werden Expatriaten genannt. Diese Fallstudie sucht nach 

effektiven Auswahl -und Trainingsprozessen, um Expatriaten optimal auf ihren Auslandsaufenthalt 

vorzubereiten. Der Schutz Ihrer personenbezogenen Daten ist uns wichtig; das heißt es werden keine 

Einzelpersonen/Unternehmen benannt, es verfolgt nur eine kurze Erläuterung des Geschäftsfeldes 

welche ihre Firma innehat.   

 

ALLE INFORMATIONEN DIE SIE UNS ZUR VERFÜGUNG STELLEN  WERDEN STRENG 
VERTRAULICH BEHANDELT 

 

Der Fragebogen wird nicht mehr als 15 Minuten ihrer Zeit benötigen. Versuchen sie den Fragebogen in 

der Zeit auszufüllen, wenn sie am wenigsten gestört werden können. Verweilen sie nicht zu lange bei 

einer Frage, der erste Gedanke ist meistens der beste! 

 

Auch wenn sie feststellen sollten, dass sich Fragen nicht eindeutig mit ihrem Aufgabenbereich decken, 

ignorieren sie diese bitte nicht, sondern versuchen sie die Fragen so weit wie möglich zu beantworten. 

Ihre Antworten sind uns sehr wichtig, um existierende Auswahl -und Trainingsprozesse von Expatriaten 

aufzuzeigen, zu evaluieren und wenn möglich zu verbessern. 

 

WENN DIE DEN FRAGEBOGEN AUSGEFÜLLT HABEN, SENDEN SIE IHN BITTE PER E-MAIL AN 
UNS ZURÜCK 

 
Wir bedanken uns für ihre Mitarbeit und hoffen das Ausfüllen des Fragebogens hat ihnen Freude bereitet. 

Wenn sie Fragen haben sollten, zögern sie nicht uns zu kontaktieren. 

Vielen Dank für ihre Hilfe.  

 

Gao Qi (winggao@hotmail.com) 

Grit Lange (grit_lange@gmx.de) 

        



 

Viele Unternehmen haben eine hohe Rate missglückter Auslandseinsätze ihrer Manager, welche teuer 
und rufschädigend für eine Firma sein können. Dies ist auch der Grund warum wir diese Untersuchung 
durchführen. Wir suchen nach effektiven Auswahl –und Trainingsmaßnahmen, um die Manager 
optimal für den Aufenthalt im Ausland vorzubereiten. Da sie sich als Manager im Ausland aufhalten, 
könnten sie uns bei der Suche behilflich sein und uns die nachfolgenden Fragen beantworten.  
 

 Der erste Teil des Fragebogens bezieht sich auf den Auswahlprozess von Managern, für kommende 
Auslandseinsätze.  
 

1. Machen sie bitte bei dem Kriterium/den Kriterien ein Kreuz, die von ihrer Firma bei der Auswahl von 
Managern für einen Auslandeinsatz genutzt werden.  

 
Berufsbezogene Kenntnisse und Qualifikationen  
Motivation (z.B.Bereitschaft ins Ausland zu gehen)  
Persönliche Eigenschaften (z.B. Fähigkeit sich neuen Kulturen 
anzupassen) 

 

Sprackenntnisse  
Familäre Situation  

     
2. Welche dieser Kriterien sind, sind bezüglich ihrer Erfahrungen im Ausland, am wichtigsten? Nummer 

1 bedeutet weniger wichtig, dann 2 bedeutet etwas wichtiger, dann 3 und so weiter. Falls sie ein 
Kriterium als unwichtig erachten, lassen sie das Feld bitte frei. 
 
Berufsbezogene Kenntnisse und Qualifikationen  
Motivation (z.B.Bereitschaft ins Ausland zu gehen)  
Persönliche Eigenschaften (z.B. Fähigkeit sich neuen Kulturen 
anzupassen) 

 

Sprackenntnisse  
Familiäre Situation  
Andere  

 
Falls sie andere Kriterien als wichtig erwägen würden, beschreiben sie diese bitte hier: 

  

  

  
 
3. Der Umzug in ein neues Land ist für viele Manager zunächst ein Kulturschock. (Stress, 

Enttäuschung, Verwirrung, Sorge)  
 

stimmt nicht  stimmt don´t know 
   

         
4. Bei Schwierigkeiten sich an neue Kulturen anzupassen, kann dieses zu schlechter Arbeitsleistung 

führen. (z.B. durch Sprachprobleme, hiesige Sitten und Gebräuche, fremde Nahrung) 
 

stimmt nicht  stimmt don´t know 
   

 
 



 

5. Die Hauptauswahlkriterien (Persönliche Eigenschaften, Sprachkenntnisse, Familiäre Situation) 
beinhalten wichtige Elemente. Wie denken sie über deren Wichtigkeit um Manager für einen 
Auslandsaufenthalt auszuwählen? Kreuzen sie in dem entsprechenden Feld.  
 
Nummer 1 bedeutet weniger wichtig; 2 bedeutet wichtig und 3 bedeutet sehr wichtig. Falls sie 
Elemente nicht bewerten können, kreuzen sie bitte im Feld „don´t know”. 

 
Falls ihre Firma während ihres Auswahlprozesses einige dieser Elemente genutzt hat, kreuzen sie 
bitte im letzten Feld „used“. 

 
 

1 2 3 don´t 
know  used 

Persönliche Eigenschaften 
Verkraften von Unsicherheit und Stress         

Flexibilität          

Objektivität und Bereitschaft Meinungen von 
Personen des Gastgeberlandes anzunehmen       

  

   

Bereitschaft lokale Geflogenheiten, 
Verhaltensweisen zu akzeptieren       

  

  
 

Social Skills        

 

 

 

 

 

 

Sprachkenntnisse                        

Verstehen der Sprache des Gastgeberlandes      

Beherrschen der lokalen Köpersprache (die 
selben Gesten können woanders andere 
Bedeutungen haben); Mimik und Gestik 

    

 

 

Familiäre Situation 
Bereitschaft des Ehepartners im Ausland zu 
leben      

Anpassungsfähigkeit des Ehepartners and 
neue Kulturen      

Stabile familiäre Situation     

 

 

  
 
Falls andere Elemente genutzt wurden, beschreiben sie diese bitte hier:  

  

  

  
 

Wichtigkeit 
Elemente 

 
 



 

6. Es gibt drei Methoden im Auswahlprozess um die Kriterien zu testen.  
Test: schriftlich und/oder mündlich  
Offizielles Interview: persönliche Interviews mit offenen Fragen oder Interviews mit Hilfe von Telefon, 
Computer etc. 
Inoffizielles Interview: Einbeziehen von Kandidaten in soziale Aktivitäten (z.B. Partys) um so von 
ihnen Informationen zu erhalten 
 
Falls ihre Firma eine oder mehre dieser Methoden nutzt, kreuzen sie bitte im entsprechenden Feld. 
 

 
Test Offizielles 

Interview 
Inoffizielles 
Interview 

Persönliche Eigenschaften    
Sprachkenntnisse    
Familiäre Situation    

 
Falls sie andere als die oben genannten Methoden empfehlen können, beschreiben sie diese bitte in 
den dafür vorgesehenen Feldern. 

  
Persönliche Eigenschaften  

Sprachkenntnisse  

Familiäre Situation  

 

 Der letzte Teil unseres Fragebogens bezieht sich auf den Trainingsprozess von Managern. Durch 
gezielte Trainingsmaßnahmen können Manager optimal auf Auslandsaufenthalte vorbereitet werden.  
 

7. Manager werden im Ausland mit drei Dimensionen konfrontiert: Neue Kultur, Neue 
Arbeitsanforderungen und Wechselbeziehungen mit lokalen Personen. Um Manager optimal 
vorzubereiten, basiert das Training auf diesen drei Dimensionen.  
Wie wichtig ist es im Trainingsprozess auf diese drei Dimensionen wert zu legen? 
1:weniger wichtig; 2:wichtig; 3: sehr wichtig. Falls sie Elemente nicht bewerten können, kreuzen sie 
bitte im Feld „don´t know”. 

 

1 2 3 don´t 
know 

Neue Kultur (z.B. ein deutscher Manager 
in China) 

 
   

Neue Arbeitsanforderungen (z.B. neue 
Kompetenzen) 

 
      

Wechselbeziehung mit lokalen 
Personen (z.B. lokale Arbeitskräfte) 

 
      

 
Sollte man auch andere Dimensionen beachten? Beschreiben sie diese bitte hier:  

 

  

 

Methode 
Kriterienn 

Wichtigkeit 
Dimensions 



 

8. Welche Trainingsmethoden sind innerhalb des Trainingsprozesses wichtig um Manager für Neue 
Kulturen, Neue Arbeitsanforderungen und Wechselbeziehungen mit lokalen Personen 
vorzubereiten? Wie lange sollten die einzelnen Maßnahmen durchgeführt werden? (mehrere 
Antworten sind möglich) 

 
Dimensionen Wie lange sollte trainiert werden? 

Trainingsmethode 

Neue 
Kultur 

Neue 
Arbeitsanfor-

derungen 

Wechselbe- 
ziehungen 
mit lokalen 
Personen 

gar 
nicht 

weniger 
als eine 
Woche 

1-4 
wochen 

1-2 
monate mehr

Unterricht über Land 
und Leute   

  

 

          

Berufliche Fortbildung   
  

 

          
Bücher; Lesematerial 
(bezogen auf die drei 
Dimensionen) 

  
  

 

          

Filme (bezogen auf die 
drei Dimensionen)   

  

 

          

Sprachunterricht   
  

 
          

Computer-based 
Training  

 

 

     
Case Studies                

Rollenspiele   
  

 
          

Studienreisen (Tripps 
zum Gastgeberland, 
treffen von dort lebenden 
Managern) 

  

  

 

          
Szenarios (Situation, wie 
sie sein könnten; Manager 
reagieren darauf,lernen 
dadurch ihre 
Konsequenzen) 

  

  

 

          

Sensitivitätstraining 
(erkennen der eignen 
Werte, Vermutungen, 
Stärken und Schwächen) 

  

  

 

          
Simulations 
(z.B.Manager befinden 
sich für eine bestimmte 
Zeit an einem Ort, wo sie 
Leute treffen, aber diese 
nicht verstehen; dadurch 
soll deutlich gemacht 
werden was das Leben im 
Ausland bedeuten kann) 

  

  

 

 
 
 
 
 
 
 
 
 
 
 
           

 



 

9. Nahmen sie oder nehmen sie an den unten aufgeführten Trainingsmetoden teil? Wie lange 
nahmen/nehmen sie an diesen Trainingsmethoden teil? Welche von denen wären/waren für ihre 
Arbeitsleistung sinnvoll? Bitte kreuzen sie in dem entsprechenden Feld oder lassen das Feld frei. 
(mehrere Antworten sind möglich) 

 

Wie lange nahmen/nehmen sie am Training teil? 
Welche 

Trainingsmaßnahmen 
wären/waren sinnvoll? 

  
gar nicht 

weniger 
als eine 
Woche 

1-4 
wochen 

1-2 
monate mehr nicht 

sinnvoll sinnvoll don´t 
know 

Unterricht über Land und 
Leute       

  
  

Berufliche Fortbildung         
Bücher; Lesematerial 
(bezogen auf die drei 
Dimensionen)       

  
    

Filme (bezogen auf die drei 
Dimensionen)       

  
    

Sprachunterricht             
Computer-based Training         
Case Studies             
Rollenspiele             
Studienreisen (Tripps zum 
Gastgeberland, treffen von 
dort lebenden Managern)       

  
    

Szenarios (Situation, wie 
sie sein könnten; Manager 
reagieren darauf,lernen 
dadurch ihre 
Konsequenzen)       

  

    
Sensitivitätstraining 
(erkennen der eignen 
Werte, Annahmen, Stärken 
und Schwächen)       

  

    
Simulations (z.B.Manager 
befinden sich für eine 
bestimmte Zeit an einem 
Ort, wo sie Leute treffen, sie 
aber nicht verstehen; 
dadurch soll deutlich 
gemacht werden was 
Leben im Ausland bedeuten 
kann)       

 
 

  

    
 
Gibt es andere Trainingsmethoden, welche die Arbeitsleistung erhöhen würden? Wenn ja, 
beschreiben sie diese bitte hier:  

  

  

  



 

 
10. In Anlehnung an ihre derzeitigen Auslandserfahrungen, würden sie die genannten 

Trainingsmethoden als Hilfestellung zur Anpassung an neuen Kulturen ansehen?  
 

stimmt nicht  stimmt don´t know 
   

         
Sollten noch andere Trainingsethoden berücksichtigt werden, wenn es um die Anpassung an  
neue Kulturen geht? Wenn ja, beschreiben sie diese bitte hier: 

  

  

  
  

11. Mit Hilfe genannter Trainingsmethoden ist der Manager gut auf das Aufeinandertreffen mit 
Einheimischen im Gastgeberland vorbereitet. 

  
stimmt nicht  stimmt don´t know 

   
         

Gibt es andere Trainingsmethoden die den Umgang mit Einheimischen erleichtern?  
Wenn ja, beschreiben sie diese bitte hier: 

  

  

  
 

12. Denken sie, dass die aufgezeigten Trainingsmethoden den Manager optimal auf Arbeit und 
Leben im Ausland vorbereiten?  

 
stimmt nicht  stimmt don´t know 

   
    

Gibt es noch andere Trainingsmethoden, die das Arbeiten und Leben im Ausland erleichtern 
können? Wenn ja, beschreiben sie diese bitte hier: 
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外派经理的选拔和培训 
 

 
本调查问卷是关于如何有效的选拔和培训外派经理。希望您能根据自己的经验和

想法如实作答。我们保证不会提及公司名称，并且绝不泄露任何个人信息。 
 

 
我们会对问卷进行严格的保密。您无须有任何顾虑，敬请安心作答。 

 
 

完成该调查问卷约需 15 分钟。请您在不被打扰的情况下独立完成问卷，并尽可能

不在一个题目上面过多的停留，通常第一个想法是您最好的选择。 
 
如果有些题目您无法直接回答，请不要忽略它们。您的回答对于我们考察现实中

外派经理的选拔和培训过程非常重要。 
 
 

当您答完所有问题后，请将此答卷反馈给我们！ 
 
 

希望您有一个愉快的心情来完成这份调查问卷！调查占用您的宝贵时间，谨致衷

心的感谢。如果有任何问题，请您及时联系我们。 
 
感谢您的配合和支持！ 
 

 
联系人电子邮箱： 
Gao Qi (winggao@hotmail.com) 

Grit Lange (grit_lange@gmx.de) 
 

 



 

 



 

 
研究背景介绍：许多跨国公司面临着越来越多的外派失败问题。外派失败对企业来说成本相当高，并且可
能会影响其声誉。因此我们这个研究计划的目的在于找出一个能有效选拔和培训外派经理的方法。因为即
将答题的您有海外工作的经验，您的回答将对我们的研究分析产生重要的影响。 
 
 

 答卷的第一部分是关于外派经理的选拔。 

 

1. 如果您所在的公司在选拔外派经理的过程中使用了如下所列标准，请在空格内打“X”。 
 

工作所需要的专业知识和技能 

动机 (愿意在国外工作，等等)  

个性特点 (比如：适应新环境的能力)  

语言能力  

家庭情况  

 

2. 根据您的实际海外工作经验，请您对下列标准的重要性进行排序。不太重要的请填 “1”， 较为重要

的为“2”，依次类推。如果您认为它不重要，可空白不填。  

 

工作所需要的专业知识和技能  

动机(愿意在国外工作，等等)  

个性特点 (比如适应新环境的能力)  

语言能力  

家庭情况  

其他标准（公司还未采用）  

 

 

 如果您认为还应有一些其他重要标准，但仍未被公司采用，请在下面列举：  

 
 

 
 

3. 大多数外派经理到了一个新的国家后，通常会经历文化冲击（比如会产生一些压抑，失望，混乱，担

忧的情绪）。 
 

不同意 同意 不确定 

   

 

4. 难以适应新的文化（比如语言问题，当地风俗习惯，稀奇古怪的食物）会影响工作表现。 
 

不同意 同意 不确定 



 

 
 
 
 

 
5. 在个性特征，语言能力，家庭情况选拔标准中有一些具体衡量细则，您认为它们的重要性如何？请在

空格里打“X”，（您的回答仅是您根据实际海外工作经验的想法或想象）。 

 

数字 1 代表不太重要，数字 2代表重要，数字 3代表很重要。如果您不能确定它是否重要，亦可选择

“不确定”答案。 

 

公司在委任您作为一名外派经理前往国外时，是否使用了上述衡量细则进行评定？如果是的话，请在

表格的最后一栏中“已使用”打“X”。 
 

 

1 2 3 不确定  已使用 

个性特征 

对外界压力和不确定性的承受能力      

对新事物反应的灵活性      

   客观的态度并且愿意接受当地职员 

的建议和意见 
   

 

 

 

 

愿意接受当地人的想法，行为 

和风俗习惯 
   

 

  

社交能力     

  

  

  

  

  

 

语言能力                          

是否懂得当地语言      

善于使用适当的面部表情，肢体语

言（同一动作可能在不同国家有着

完全不同的含义） 

    

 

 

家庭情况 

配偶是否愿意/喜欢在外国居住      

配偶对新文化的适应能力      

安定的家庭生活     

 

 

 
 
如果您所在的公司还采取了其他一些在表格中未提及的衡量细则，请在下面列举： 

  

  

重 
要 

性 
具 体 衡 量 细 则 



 

  
 
 
 
6. 在选拔外派经理时，公司通常会使用 3种方法。 

测试：笔试或口试，该类测试有标准答案。 

常规性面试：（考官与应试者之间）面对面或依靠电子通讯手段（电话，电脑等）进行交流，通过一些

非限问答式的问题来获得相应信息。 

非常规性面试：在面试者参加社交活动时，（公司）可获取相应所需信息（比如组织聚会等） 

 

如果您所在的公司针对三类选拔标准使用了其中任何一种或所有的方法，请在空白处打“X”。 

 

 
测试 常规性面试 非常规性面试 

个性特征    

语言能力    

家庭情况    

 

如还有其他方法未包括在上述 3种方法中，请在下表中列明： 

 

个性特征  

语言能力  

家庭情况  

 
 
 

 本问卷的最后一部分问题是关于如何对外派经理的培训。 
 
7. 外派经理们在国外工作时需要面临来自三方面的考验：对新文化的适应，新工作岗位的要求，以及与

当地人之间的联系。所以在外派前，对他们进行相应的培训十分重要。对外派经理的培训也是基于这

三方面的考验。根据您的实际经验，您认为它们的重要性如何？ 
 

数字 1 代表不太重要，数字 2代表重要，数字 3代表很重要。如果您不能确定它是否重要，亦可选择

“不确定”答案。 
 

 
1 2 3 不确定 

新的文化 
（例如：驻法国的中国外派经理） 

    

新工作岗位的要求 
（例如：新的工作任务，新职责） 

    

与当地人之间的联系 
（例如：如何管理当地雇员） 

    

 
如果您认为在培训过程中还应注意其他方面，请在下面列举： 

方 法 标 准 

重 要 性考 验 类 别 



 

 
 
 

8. 您认为下列哪些培训方法有助于外派经理更好的去适应新文化，满足新岗位的要求，以及顺利与当地

人之间进行沟通。 这些培训方法应该进行多长时间？请在空白处打“X” ，（多种答案亦可）。 
 

考验类别 多长的培训时间适宜？ 

培训方法 
新文化 

新工作岗位

的要求 

与当地人 

之间的关系
0 小于 1 周 1-4 周 1-2 月 更多

时间

东道国文化以及相关

知识讲座 
        

工作技能上的进一步

培训 
        

阅读(关于东道国的)

背景资料和书籍 
        

观看(关于东道国的)

电影 
        

语言培训         

 

电脑教学 

 

        

 

相关个案研究 

 

        

角色扮演         

实地考察旅行  (预先

到东道国短期旅行，比

如与现任的一些外派

雇员进行交流) 

        

跨文化情景模拟（在特

定虚拟文化场景下的

短期培训） 

        

文化敏感能力培训 
(认识自己的价值观，

优点和不足) 
   

 

     



 

海外实地实习(例如，

把经理安置在一个能

遇到东道国当地人的

地方，生活一段时间) 

   

 

     

 
9. 您是否接受过下列的培训？如果有的话，您参与了多长时间的培训？ 

您认为哪些有助于改进工作表现？请在空白处打“X”。 
 

您花了多少时间参与这些培训? 
这些培训方法是否有利于 

您改进工作表现？ 

  
没有参加 少于一周  1-4 周 1-2 月

更多 

时间 
否 是 不确定 

东道国和地区的文化

以及相关知识讲座 
         

工作技能上的进一步

培训 
        

阅读（关于东道国的）

背景资料和书籍 
        

观看（关于东道国的）

电影 
        

语言培训         

电脑网络教学         

相关个案研究         

角色扮演         

实地考察旅行 (预先

到东道国短期旅行，

比如与现任的一些外

派雇员进行交流) 

        

跨文化情景模拟（在

特定虚拟文化场景下

的短期培训） 

        

文化敏感能力培训 
(认识自己的价值观，

优点和不足) 
        

海外实地实习(例如，

把经理安置在一个能

遇到东道国当地人的

地方，生活一段时间) 

     

  

 

   

 



 

是否还有其他培训方法有助于改进工作表现？请在下面列举：  

  

  

  
 
 
10. 您认为上述培训方法是否有助于外派经理更快地适应东道国的新文化？(请只评价您认为有用的方法)  

 
不同意 同意 不确定 

   

      
是否还有其他培训方法有助于外派经理去适应新的文化？请在下面列举： 

  

  

  
  

11. 通过上述方法进行培训后，外派经理能够更好地与当地人交流沟通。(请只评价您认为有用的方法)  
 

不同意 同意 不确定 

               

         
是否还有其他培训方式能够使外派经理提高与当地人沟通的能力？ 请在下面列举：  

 

  

  
 

12. 上述表格中列举的培训方法是有助于外派经理胜任新工作，适应新生活的最优方案。 
 

不同意 同意 不确定 

                 

    
是否还有其他方法来完善对外派经理的培训？请在下面列举： 

  

 

 
  
 
 

 

 

 


