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ABSTRACT
Global human resource managers need to play a significant role in recognizing the signs of

failure in the international assignment while engaging the expatriates abroad and their
impact on the business and long term objectives of the organization (Connelly, et al., 2007).
Failure to comprehend expatriates and their stressful situations could lead to poor decision
making and prevent certain individuals of a chance to pursue global careers. In other words,
research suggests that psychological withdrawal, an inability to adjust to the new
environment and a lack of understanding of demographics are key factors in unsuccessful
international expatriate assignments (Olsen & Martins, 2009). The aim of the study is to find
out the significant differences between age, education, nature of work and the motives and
problems of expatriates in the IT sector. The results reveal that, a positive relationship
between age, education, nature of work and the motives and problems of expatriates in the IT

sector in the sample.

Key words: Local culture- intellectual assets- Human capital- Performance-Efficiency

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

GE-International Journal of Management Research (GE-IJMR) ISSN: (2321-1709)

30| Page



http://www.aarf.asia/
mailto:editor@aarf.asia
mailto:editoraarf@gmail.com

INTRODUCTION

An expatriate is an employee who is working and temporarily residing in a foreign country
(Dowling, Welch, 2009). Some companies call such employees “international assignees”.
Expatriate failure rates (referred as a premature return) are still high enough to justify
attention for further study (Peng, 2009). Global human resource managers need to recognize
the signs of potential global assignment failures and their impact on the business and long
term objectives of the organization (Connelly, et al., 2007). MNC managers need to be extra
careful because if they show no concern for expatriates, a number of problematic situations
might arise. These include a loss of their identities, a loss of their sense of belonging and a
significant decrease in loyalty to the company. Furthermore, there will be increased
disenchantment with and a lack of commitment to the organization. Research shows that a
person with good human relation skills can build good relations with other people in their job
and in other situations. Such positive personality traits will not only raise the inclination to
meet challenges in the course of personal development, but can also be helpful for personal
performance (Wang, 2008). International projects are affected by many factors that
potentially affect the adjustment of expatriates such as personal factors, previous international
experience, cross- cultural training, job factors, organizational culture, work environment and

value system as well as various non-work factors (Black, et al., 1991).

NEED FOR THE STUDY

In the rapid competitive markets, a clear comprehension of the identities, background
and overall well being of expatriates is necessary. Employees with updated management
skills are becoming a critical competitive resource for international organizations (Olsen &
Martins, 2009; Kraimer, et al, 2009). In addition, many other parameters related to work
environment, culture, ethics and value system, behavioural issues at work can influence the
performance of an employee. Indian IT employees are known for their work diversity and
cross cultural issues at work with the wide spread work place movements in the career. A
host country may be new to the expatriates in terms of different language, demographics,
cultural environment and local customs. Hence, present study is conducted to know the issues
and concerns of Indian expatriates. In addition, in the recent past the individuals are more
willing to spare time with family and lot of uncertainty is prevailing on the social security and

safety.
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FACTORS INFLUENCING WORK PERFORMANCE OF EXPATRIATES
International projects and work performance of expatriates are affected by many factors that
potentially affect the adjustment of expatriates such as personal factors, previous international
experience, cross- cultural training, job factors, organizational culture, work environment and
value system as well as various non-work factors (Black, et al., 1991). An expatriate who
may have to deal with a very new way of life and an unfamiliar work environment unlike
what he/she is accustomed to in the parent country becomes increasingly stressed out.
Managing with stress could affect how well expatriates adjust and how well they feel about
living and working abroad.

Several literatures have supported that technical and domain knowledge, is
considered to be significant factor by the MNCs, the expatriates themselves, and by host
country nationals in selecting expatriates (Suutari & Brewster, 2001); additionally this factor
is usually accessible and measurable (Tung, 1981). Another reason why many HR
administration place high emphasis on the technical ability to perform the assignment being
considered is the so-called “minimax” decision strategy (Tung, 1981) in which the selectors
minimizes his own risks and prevents immediate failures. One of the easiest approaches is to
assess the domestic performance towards the technical competency for the potential
candidate to determine whether the expatriate has the right and superior competency to take
international assignment. However, the pitfall of this assessment is to assume that the
successful domestic performance will translate into the same level of 5 performances
overseas. Furthermore, this approach also assumes the universal nature of managerial skills
(Harris & Brewster, 1998) which may not be necessarily true in case of complex international

assignments.

SCOPE OF THE STUDY

The present study covers the expatriates from major sector of IT and a very few from
other sectors. The sample respondents should have expatriated at least to one country. There
are many respondents are expatriated to many countries and spent a long tenure of period as
expatriate. The study is focused on expatriate’s problems, motivating factors and the
expatriate environment prevailing in the country. The study findings reflect the motives and
issues of Indian expatriates in abroad. This can help the organizations to take necessary

precautions to make the expatriation successful and fruitful.
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STATEMENT OF THE PROBLEM

The present study is a postmortem exercise to establish a theoretical back ground to
take necessary precautions before selection of the employees for expatriation. This could also
help to prepare the employees mentally to take up expatriation assignments without
hesitation. The kind of cross culture environment and the work place professionalism and to
equip themselves for the foreign assignments. Each employee knows the issues of
expatriation in a limited nature. Hence, the current study is taken up to explore the various
dimensions of motives, issues and the nature of expatriate environment and the required skills
and coping skills of expatriation in the dimension of stress and cross cultural issues during
expatriation. Hence, the present study is titled as stress and cross cultural issues of
expatriation among the executives from IT sector. The reason behind coining IT is due to the
large number of expatriates in the sample area is from IT sector with the constant increase in

the number of expatriates’ year on year.

OBJECTIVES OF THE STUDY
1. To study the role of age, education and field of work on motives and problems of
expatriate environment and its impact on coping skills and performance of employees
from IT sector.
2. To find out the suggestions for the expatriate problems in the cross cultural

environment to manage the stress and performance.

METHODOLOGY

The data was collected during first quarter of 2015. Employees who had travelled on
international assignments for a minimum period of six months to two years were considered
as respondents for this study. The respondents were chosen by adopting snowball sampling
technique. A total of 400 expatriates were contacted and 334 had responded for a response
rate of 82 percent. Structured questionnaire along with semi-structured interviews were used
for collecting data. The questionnaire consisted of demographic details of expatriates,
followed by questions relating to job, motivational factors, socio and cultural issues of
expatriates. The questionnaire was formulated using a multiple options and 5 point likert’s
scale. All the demographic aspects of expatriates were collected through multiple responses
and the problems, concerns, motivators and the suggestions to overcome expatriates issues

are collected through Likerts scale responses. Majority of the responses were collected
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personally as well as through email. Twenty six respondents were accepted to meet in person
and to answer the semi-structured interview schedule. Appointments were fixed over
telephone/mail and then the respondent was interviewed as per the convenience of the
researcher and the respondent. During the interview the respondents was allowed to explain
his own experiences and problems during expatriation leading to fewer questions from the
researcher. This helped the researcher to identify micro level difficulties of expatriates. The
questionnaire tested for cronbach’s alpha revealed 0.823, 0.811 and 0.824 on job-related,

work related and socio culture related questions respectively.

DATA ANALYSIS AND DISCUSSION
Null Hypothesis-1: There is no relationship between the age and the perceptions on the

motivating factors and intentions of expatriation among the sample.

Table 1: Showing relationship between the age and the perceptions on the motivating factors
and intentions of expatriation along with ANOVA results

Motivating factors of Age in years

expatriation Upto 25 26-35 36-45 | Above 45 | F value P value

Career Growth Mean 12.71 14.68 16.67 17.00 10.264 | 0.000**
SD (4.64) (4.64) (5.04) (5.05)

Security Mean 11.92 13.99 16.48 16.68 12.675| 0.000**
SD (5.16) (4.56) (5.27) (5.38)

Overall Motivating Mean

factors of

expatriation/ 24.63 28.67 33.15 33.68 13.393 | 0.000**

Intensions
SD (8.86) (8.39) (9.55) (9.96)

Since p value is less than 0.01, the null hypothesis, There is no relationship between
the age and the perceptions on the motivating factors and intentions of expatriation among the
sample is rejected at 1% level of significance. Hence, statistically, it is inferred that, there is a
highly significant relationship between the age and the perceptions on the motivating factors
and intentions of expatriation among the sample. Based on the mean value, it is noted that,
high level of motivation is observed among the expatriates belongs to above 45 years age
group when compared to others in the sample. The f value and p vales observed for the
variables of motivation of expatriation are career growth factors (f=10.264, p=0.000) and for
security factors (f=12.675,p=0.000), similarly, for over all motivating factors are f value
observed is 13.393 and p value is 0.000. This indicated that, age plays a highly significant

role in motivation for expatriation among the expatriates. It may be due to career prospects
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and the risk assessment maturity of the individuals. In general expatriation decisions are
linked with family, personal safety and career prospects and financial security. Hence, the
decisions are mostly influenced by diverse factors rather than one. Among the personal

factors age is supposed to be one among the vital factors to be considered.

Null Hypothesis: There is no relationship between age and the perceptions on problems

faced during the expatriation among the sample.

Table 2: Showing relationship between age and the perceptions on problems faced during the
expatriation along with ANOVA results

Problems in Age in years

expatriation Upto25 | 26-35 36-45 | Aboved5 | Fvalue | P value

Personal Problems Mean 17.52 15.35 14.44 13.96 8.735| 0.000**
SD (4.20) (4.04) (3.98) (3.63)

Cultural Problems Mean 17.69 15.99 14.15 14.73 7.225| 0.000**
SD (4.70) (4.16) (4.48) (4.73)

Social Problems Mean 16.71 15.20 13.52 14.19 5.957 | 0.000**
SD (4.57) (4.01) (4.02) (4.96)

Safety Problems Mean 16.77 15.85 14.30 13.51 9.324 | 0.000**
SD (4.21) (3.69) (3.98) (4.37)

Self Ego Problems Mean 19.10 18.60 17.08 16.58 7.247 | 0.000**
SD (3.59) (3.20) (4.38) (4.44)

Overall Problems Mean

faced by the 87.79 80.99 73.48 72.96 11.616 | 0.000**

expatriates
SD (16.84) (14.13) (16.20) (18.67)

Since p value observed for the problems faced by the expatriates is less than 0.01, for
the  personal factors (f=8.735,p=0.000), cultural problems(f=7.225,p=0.000), Social
problems(f=5.957,p=0.000),safety ~ problems  (f=9.324,p=0.000),self ego  problems
(f=7.247,p=0.000), the null hypothesis, There is no relationship between age and the
perceptions on problems faced during the expatriation among the sample is rejected at 1%
level of significance. Based on the same, the it is inferred that, there is a highly significant
relationship between age and the perceptions on problems faced during the expatriation
among the sample. Based on the mean value, it is noted that, the respondents belongs to
below 25 years age group are strongly endorsed the multi dimensional problems faced by
them during the expatriation. This may be due to lack of awareness on many aspects of
expatriation and lack of experience to manage both personal and official issues in the cross

cultural social setup. This can be overcome over a period of time through experience at work
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and in the expatriate culture of the country.

Null Hypothesis: There is no relationship between age and the perceptions on the expatriate

environment and culture prevailing in the country of expatriation among the sample.

Table 3: Showing relationship between age and the perceptions on the expatriate environment
and culture prevailing in the country of expatriation along with ANOVA results

Factors of expatriate Age in Years

environment Upto 25 26-35 36-45 | Above 45 | F value P value

Awareness factors Mean 14.04 16.13 17.41 17.88 9.502 | 0.000**
SD (5.49) (4.13) (3.63) (3.83)

Professional factors Mean 14.98 17.16 18.82 18.86 9.923| 0.000**
SD (5.53) (4.48) (3.47) (4.06)

Environmental factors | Mean 14.79 16.10 16.61 17.51 5.030 | 0.002**
SD (3.81) (3.59) (4.28) (4.11)

Social factors Mean 13.46 15.30 17.24 16.90 12.361 | 0.000**
SD (3.36) (3.68) (3.46) (4.39)

Overall Expatriate Mean

Management 57.27 64.69 70.08 71.15 13.466 | 0.000**

Environment
SD (15.66) (12.38) (12.22) (13.47)

Since p value is less than 0.01, the null hypothesis, There is no relationship between
age and the perceptions on the expatriate environment and culture prevailing in the country of
expatriation among the sample is rejected at 1% level of significance. The f values and p
values observed for the various expatriate environment factors are observed as f=9.502,
p=0.000 for awareness factors; f value at 9.923 and p value at 0.000 for professional factors; f
value of 5.030 and p value of 0.002 for environmental factors; f value of 12.361 and p value
of 0.000 for social factors and finally, f value of 13.466, p value of 0.000 for overall factors
of motivation among the sample. Based on the same, statistically, it is inferred that, there is
ah highly significant relationship between age and the perceptions on the expatriate
environment and culture prevailing in the country of expatriation among the sample. Based
on the mean value, it is noted that, high level of agreement for the positive expatriate
environment is endorsed by the expatriates belongs to above 45 years age group when
compared to others in the sample. It is due to experience and level of management and the
level of income factors.

Null Hypothesis: There is no relationship between Educational Qualification and the

perceptions on the motivating factors and intentions of expatriation among the sample.

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

GE-International Journal of Management Research (GE-IJMR) ISSN: (2321-1709)

36|Page



Table 4: Showing relationship between the educational qualification and the perceptions on the
motivating factors and intentions of expatriation along with ANOVA results

Motivating Factors Educational Qualification F value | P value
Upto HSc | Diploma UG PG Professional
Career Mean 1256|  1265| 1458|  16.12 17.30 | 12.759|  .000
Growth
SD (5.44) (4.40) (4.15) (4.58) (4.76)
Security Mean 12.00 12.33 14.92 15.53 1650 | 9.776 .000
SD (5.36) (4.85) (4.51) (4.95) (5.01)
Overall Mean
Motivating
factors of 24.56 24.98 29.50 31.65 33.80 | 13.050 .000
expatriation/
Intensions
SD (10.16) (8.80) (7.64) (8.66) (9.07)

Since p value is less than 0.01, the null hypothesis, There is no relationship between
Educational Qualification and the perceptions on the motivating factors and intentions of
expatriation among the sample is rejected at 1% level of significance. Similarly, f values and
p values observed for career growth factors f value =12.759, p value of 0.000; for security
factors f value of 9.776, p value of 0.000 and for overall motivating factors f value of 13.050
and p value of 0.000 in the sample. Based on the same, it is inferred that, There is a highly
significant relationship between Educational Qualification and the perceptions on the
motivating factors and intentions of expatriation among the sample. Based on the mean value,
it is noted that, professionals are highly motivated with the expatriation process in terms of
career growth and security of job and financials in the sample when compared to others. It
may be due to highly paid for the professional jobs when compared to others. Hence,

expatriation with professional qualification is much advisable when compared to other jobs.

Null Hypothesis: There is no relationship between educational qualification and the

perceptions on problems faced during the expatriation among the sample.
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Table 5: Showing relationship between educational qualification and the perceptions on
problems faced during the expatriation along with ANOVA results

Problems in expatriation Educational qualification F value | P value
Upto
HSC Diploma UG PG | Professional
Personal Mean |\ 1777 1750 | 1350 14.40 1413 | 13.917| .00
Problems
) (4.61) (4.28) (3.18) | (3.40) (3.86)
Cultural Mean 17.91 17.42|  15.15| 14.83 1458| 7.409| .00
Problems
SD (4.77) (4.29) (3.91) | (4.11) (4.77)
Social Problems | Mean 17.19 16.75 14.00 | 13.81 14.38 8.369 .000
SD (4.63) (4.19) (3.25) | (4.02) (4.59)
Safety Problems | Mean 16.81 17.37 15.73 | 14.60 13.64 | 9.966 .000
SD (4.21) (3.65) (3.64) | (3.85) (4.11)
Self Ego Mean 19.35 | 19.48 18.08| 17.39 17.02| 5513 .000
Problems
SD (3.43) (2.97) (2.06) | (3.99) (4.49)
Overall Mean 89.02 88.52 76.46 | 75.04 73.76 | 13.873 .000
Problems SD
';?(‘;Z‘ir?;’t;:/e (19.14) |  (1462)| (7.77) (14'5()) (17.47)
Challenges

It is observed that, p values are less than 0.01, for the personal problems (f value=13.917,
p=0.000), cultural problems (f=7.409, p=0.000), social problems (f=8.369,p=0.000), safety
problems (f=9.966,p=0.000), self ego problems (f=5.513,p=0.000) faced by the expatriates in
the sample. Based on the same, it is inferred that, there is no relationship between educational
qualification and the perceptions on problems faced during the expatriation among the sample
is rejected at 1% level of significance. Hence, statistically, it is confirmed that, there is a
highly significant relationship between educational qualification and the perceptions on
problems faced during the expatriation among the sample. Based on the mean value,
personal, cultural and social problems are more among the expatriates with higher secondary
certificate level and below qualification. Factors like Safety, self ego and overall problems
are more among the expatriates with diploma qualification among the sample. This may be
due to site jobs in remote places of an expatriate country, activities of terrorists and pirates,
work culture differences and lack of technical skills among the expatriates of this category.

Null Hypothesis: There is no relationship between educational qualification and the
perceptions on the expatriate environment and culture prevailing in the country of

expatriation among the sample.
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Table 6: Showing relationship between the educational qualification and the perceptions on the
expatriation climate and culture prevailing along with ANOVA results

expatriate Educational qualification F value P value

climate and Upto

culture HSC | Diploma | UG PG Professional

Awareness Mean |13.86 | 13.69 1754 |17.14 18.14 15.757 | 0.000**
SD (6.06) | (5.00) (2.55) |(3.40) |(3.19

Professional Mean | 14.47 | 15.06 18.58 |18.27 19.23 14.942 | 0.000**
SD (6.25) | (5.33) (2.93) |(3.46) | (3.50)

Environmental Mean | 14.23 | 14.15 16.65 |17.19 17.29 10.956 | 0.000**
SD (4.15) | (3.33) (3.37) [(3.46) | (4.23)

Social Mean | 13.95 | 14.19 15.58 |16.38 16.80 7.010 | 0.000**
SD (4.16) | (3.50) (3.15) [ (3.77) | (4.07)

Overall Mean

Expatriate 5651 |57.10 | 68.35 |68.98 |7145 18.684 | 0.000**

Environment and

Culture
SD (18.85

(14.64) | (7.55) |(10.52) | (11.20)

)

Since p value is less than 0.01, the null hypothesis, There is no relationship between
educational qualification and the perceptions on the expatriate environment and culture
prevailing in the country of expatriation among the sample is rejected at 1% level of
significance. Based on the same, it is inferred that, there is a highly significant relationship
between educational qualification and the perceptions on the expatriate environment and
culture prevailing in the country of expatriation among the sample. Based on the mean value,
it is noted that, expatriates with professional qualification perceived the positive expatriate
environment in terms of awareness, professional aspects, environment, social factors and
overall expatriate environment and culture prevailing in the expatriate countries, when

compared to others in the sample.

Null Hypothesis: There is no relationship between nature of field of worked or working and
the perceptions on the motivating factors and intentions of expatriation among the sample.
1= Engineering including IT; 2= Science and Research& Development; 3= Business, Finance

and Management; 4= Arts and Humanities, Law, Education; 5= Medical and Paramedical
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Table 7: Showing relationship between the nature of field worked /working and the perceptions
on the motivating factors and intentions of expatriation along with ANOVA results

Motivation and intentions Nature of field worked/working

of expatriation 1 2 3 4 5 Fvalue | P value

Career Growth Mean 15.21| 16.00 1549 | 14.16 15.48 | 7.113| 0.000**
SD (4.90) | (4.20) (5.46) | (4.52) (5.43)

Security Mean 14.52 | 15.09 14.85| 15.12 1473 | 3.451| 0.009**
SD (4.89) | (5.12) (5.41) | (5.12) (5.64)

Overall Mean 5.727 | 0.000**

Motivating

factors of 29.73 | 31.09 30.33| 29.28 30.21

expatriation/

Intensions
SD (9.03) | (8.18)| (10.11)| (8.84)| (10.67)

It is observed from the analysis that p value for the motivation and intentions of
expatriation relation with nature of field working is less than 0.01, hence, the null hypothesis,
There is no relationship between nature of field of worked or working and the perceptions on
the motivating factors and intentions of expatriation among the sample is rejected at 1% level
of significance. Based on the same, it is confirmed that, there is a highly significant
relationship between nature of field of worked or working and the perceptions on the
motivating factors and intentions of expatriation among the sample. Based on the mean value,
it is noted that respondents from science and research and development are expatriating with
an intention to career growth whereas, the expatriate with arts, humanities, law and
educational fields are expatriating with an intention to job security and financial security in
life. The overall intentions of the expatriates are observed as career growth when compared to

other reasons in the sample.

Null Hypothesis: There is no relationship between nature of field of worked or working and

the problems faced during the expatriation among the sample.

Table 8: Showing relationship between nature of field worked/working and the perceptions on
problems faced during the expatriation along with ANOVA results

Problems faced Nature of field worked/working
during F value | P value
expatriation 1 2 3 4 5

*x
Personal Mean | 1569| 1473| 1446| 1563| 1496 °>°00| 0000
Problems

SD (379 (352)| (4200 (392 (4.62

Cultural Mean 15.96 15.86 14.97 16.33 15.06 | 4.507| 0.001**
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Problems
SD (4.21) (4.00) (4.56) (4.54) (5.05)
Social Problems | Mean 14.81 15.02 14.38 15.91 1459 | 6.403| 0.000**
SD (4.09) (405 | (472 @77)| (495
Safety Problems | Mean 15.51 14.59 14.85 15.56 15.03 | 5.287 | 0.000**
SD (3.83) (3.86) (4.30) (4.11) (4.46)
Self Ego Mean | 1797 1766| 1751| 1881| 17.79| (24| 00007
Problems
SD (3.61)| (372)| (4.06)| (352)| (4.34)
Overall Problems | Mean 8.887 | 0.000**
faced by the 79.94 77.86 76.18 82.23 77.43
expatriates
SD (1450) | (14.74)] (17.69)| (15.29)| (19.55)

Since p value is less than 0.01, the null hypothesis, There is no relationship between
natures of field of worked or working and problems faced during the expatriation among the
sample is rejected at 1% level of significance. The f values and p values observed for
personal problems (f=5.888, p=0.000); cultural problems (f=4.507,p=0.001); social problems
(f=6.403,p=0.000); (f=5.287,  p=0.000); ego
(f=7.254,p=0.000), and the overall problems faced by the expatriates (f=8.887,p=0.000).

Hence, it is concluded that, there is a highly significant relationship between nature of field of

safety  problems self problems

worked or working and the perceptions on problems faced during the expatriation among the
sample. Based on the mean value, it is noted that, personal problems are more among the
expatriates in engineering field and the social, cultural, security and self ego problems are
more among the expatriates working in arts, humanities, law and education. This may be due

the dealing with people and training them in the selected field of study.

Null Hypothesis: There is no relationship between nature of field of worked or working and
the perceptions on the expatriate environment and culture prevailing in the country of

expatriation among the sample.

Table 8: Showing relationship between the nature of field worked/working and the perceptions
on the expatriation climate and culture prevailing along with ANOVA results

Expatriate Nature of field worked/working

environment 1 2 3 4 5 F value | P value

Awareness Mean 16.41 16.66 16.41 16.63 16.39 | 4.699| 0.001**
SD (4.05) (3.88) (4.21) (4.35) (4.92)

Professional Mean 17.22 17.80 18.49 17.26 17.53 | 6.016| 0.000**
SD (4.29) (4.04) (4.62) (4.39) (5.05)

Environmental Mean 15.76 16.84 17.05 15.79 16.58 | 5.890| 0.000**
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SD (3.55) (3.36) (4.04) (3.92) (4.46)
Social Mean 15.65 16.61 15.36 15.51 15.79 | 6.404| 0.000**
SD (3.77) (3.31) (4.20) (3.70) (4.38)
Overall Mean 8.048 | 0.000**
Expatriate
Mapnagemem 65.04| 67.91| 6731 6519| 66.29
Environment
SD (12.03) | (11.43) | (15.01)| (12.10)| (16.42)

Since p value is less than 0.01, the null hypothesis, There is no relationship between

nature of field of worked or working and the perceptions on the expatriate environment and

culture prevailing in the country of expatriation among the sample is rejected at 1% level of

significance. Hence, statistically, it is concluded that, there is a highly significant relationship

between nature of field of worked or working and the perceptions on the expatriate

environment and culture prevailing in the country of expatriation among the sample. Based

on the mean value, it is found that, expatriates from science & Research, business and

management development are strongly endorsed the positive expatriate environment

existence in the expatriate countries when compared to others in the sample. It may be due to

the easy access to technology for research and the simplified and transparent business

regulatory frame work existence in the countries of expatriation.

FINDINGS OF THE STUDY

1. Since p value is less than 0.01, the null hypothesis, There is no relationship between

the age and the perceptions on the motivating factors and intentions of expatriation
among the sample is rejected at 1% level of significance.

Since p value observed for the problems faced by the expatriates is less than 0.01, for
the personal factors (f=8.735,p=0.000), cultural problems(f=7.225,p=0.000), Social
problems(f=5.957,p=0.000),safety problems (f=9.324,p=0.000),self ego problems
(f=7.247,p=0.000), the null hypothesis, There is no relationship between age and the
perceptions on problems faced during the expatriation among the sample is rejected at
1% level of significance.

. There is a highly significant relationship between age and the perceptions on the
expatriate environment and culture prevailing in the country of expatriation among
the sample. Based on the mean value, it is noted that, high level of agreement for the
positive expatriate environment is endorsed by the expatriates belongs to above 45

years age group when compared to others in the sample.
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4. Since p value is less than 0.01, the null hypothesis, There is no relationship between
Educational Qualification and the perceptions on the motivating factors and intentions
of expatriation among the sample is rejected at 1% level of significance.

5. It is observed that, p values are less than 0.01, for the personal problems (f
value=13.917, p=0.000), cultural problems (f=7.409, p=0.000), social problems
(f=8.369,p=0.000), safety problems (f=9.966,p=0.000), self ego problems
(f=5.513,p=0.000) faced by the expatriates in the sample.

6. Since p value is less than 0.01, the null hypothesis, There is no relationship between
educational qualification and the perceptions on the expatriate environment and
culture prevailing in the country of expatriation among the sample is rejected at 1%
level of significance.

7. It is observed from the analysis that p value for the motivation and intentions of
expatriation relation with nature of field working is less than 0.01, hence, the null
hypothesis, There is no relationship between nature of field of worked or working and
the perceptions on the motivating factors and intentions of expatriation among the
sample is rejected at 1% level of significance.

8. Since p value is less than 0.01, the null hypothesis, There is no relationship between
natures of field of worked or working and problems faced during the expatriation
among the sample is rejected at 1% level of significance.

9. There is a highly significant relationship between nature of field of worked or
working and the perceptions on the expatriate environment and culture prevailing in

the country of expatriation among the sample.

SUGGESTIONS

1. Age plays a major role in motivating the employees for expatriation and various
problems in expatriation. There is a significant difference relationship between age
and motives, problems of expatriation among the sample respondents.

2. Educational qualification is essential for expatriation and to improve the level of skills
required in professional life. Companies need to focus on improving the standards of
human capital skills required for expatriation. This can be done through sponsorship
for higher education, sabbaticals for higher learning in the institutes of repute. On the
other hand, in plant training can be arranged for certifications required for the

upgraded skills.
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3. Nature of work plays a critical role in expatriation. The problem of expatriation is
closely associated with the problems of expatriation. Training programmes based on
the nature of field of work need to be arranged to enhance and refresh the skills
required by the project. This in a way helps to cope with work stress and to complete
the targets in time.

Conclusion

The results of the data analysis indicate that the expatriate environment prevailing in
the countries of expatriation is mixed in nature. The basis issues of cross cultural, in the form
of personal, self ego, cultural, social, safety and environmental indicates the need for
improvement of the level of awareness of the environment in the dimensions of social,
cultural, environmental, and behavioural aspects of expatriate country. This can be possible
only through training to the employees on off-shore culture and frequent short trips to
understand the working conditions, language, culture and behaviour of employees at work.
This can help in improving the confidence of the employees and to take up the off-shore
expatriation, in times of need to the organization. A committed co-operation along with
positive attitude towards the problem from all the stake holders is a key in the success of

improving the expatriation management environment.

REFERENCES

Ariss, A.A (2010) ‘Modes of engagement: migration, self-initiated expatriation, and career
development’, Career Development International, 15 (4): 338-358.

Barhem, Belal (2008), “Are Global Managers Able to Deal with Work Stress,” Journal of
Accounting, Business & Management, 15 (1), 53-70.

Chatfield A. T. and Wanninayaka P. (2008). IT Offshoring Risks and Governance
Capabilities. Proceedings of the 41st Hawaii International Conference on System
Sciences.

Chen, P-J and Choi, Y (2008) ‘Generational differences in work values: a study of
hospitality management’,  International Journal of Contemporary Hospitality
Management, 20(; 6): 595 — 615.

Davis, G., Ein-Dor, P., King, W., and Torkzadeh, R. (2006). IT Offshoring: History,
Prospects, and Challenges, Journal of the Association forInformation Systems, 7(11),
770-95.

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

GE-International Journal of Management Research (GE-IJMR) ISSN: (2321-1709)

44 |Page




Davis, M., Bolding, G., Hart, G., Sherr, L and Elford, J (2004) ‘Reflecting on the experiences
of interviewing on line: perspectives from the internet and HIV study in London’,
Aids Care, 16 (8) 944-952.

Engle, AD. Dowling, PJ, Festing, M. (2008) ‘State of origin: research in global performance
management, a proposed research domain and emerging implications’, European
Journal of International Management 2(2): 153-169.

Haile, S., Jones, M.D. & Emmanuel, T. (2007). Challenges facing expatriate performance
abroad. International Journal of Business Research, Vol. VII (5): 100-105.

Kim, Y. (2008), Effects of expressive writing among bilinguals: Exploring psychological
well-being and social behaviour. British Journal of Health Psychology, Volume 13,
Pages 43-47.

Lewin, A. Y., and Peeters, C. (2006). Offshoring Work: Business Hype or the Onset of
Fundamental Transformation, Long RangePlanning (39), 221-239.

Lewin, A., S. Massini and C. Peeters (2009), Why are companies offshoring innovation? The
emerging global race for talent, Journal of International Business Studies, 40, 901—
925.

McCallum, B. and Olson, D. (2004), “Advising potential expatriate clients: a case study”,
Journal of Financial Planning, Vol. 17 No. 11, pp. 72-79.

Mead, R., (2005), ‘International Management: Cross-cultural Dimensions,” 3™ edition,
Oxford, Blackwell Publishing.

Olsen, J.E. & Martins, L.L. (March-April 2009). The effects of expatriate demographic
characteristics on adjustment: A social identity approach. Human Resource
Management, Vol. 48 (2): 311-328.

Pate, J., Scullion.H. (2009), The changing nature of the traditional expatriate psychological
contract. Employee Relations, Vol. 32 Iss: 1 pp. 56 — 73.

Pattie, M , White, M.M and Tansky, J (2010) ‘The homecoming: a review of support
practices for repatriates’ , Career Development International, 15( 4): 359-377.
Richardson, J (2006), ‘Self-directed expatriation: family matters,” Personal Review Volume

35, Issue 4. Page: 469 — 486.
Richardson, J (2009) ‘Geographic flexibility in academia; a cautionary note’, British Journal

of Management, 20(S1): 160-170.

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

GE-International Journal of Management Research (GE-IJMR) ISSN: (2321-1709)

45| Page




Templer K, 2010, Personal attributes of expatriate managers, subordinate ethnocentrism, and
expatriate success: a host-country perspective, The International Journal of Human
Resource Management, Vol. 21, No. 10, August 2010, 1754-1768.

Tharenou, P and Caulfield, N (2010) ‘“Will I Stay or Will I Go? Explaining Repatriation by
Self-Initiated Expatriates?’, Academy of Management Journal, 53(5): 1009-1028.

Varner, 1. (2002). Successful expatriation and organisation strategies. Review of
Business, 23(2), 8-12.

Yamazaki, Y and Kayes, C D (2007) ‘Expatriate learning: exploring how Japanese managers
adapt in the United States °, International Journal of Human Resource Management,
18 ( 8): 1373-1395.

Zaheer, S., Schomaker, M.S. and Nachum, L. (2012), “Distance without direction: restoring
credibility to a much-loved construct”, Journal of International Business Studies, Vol.
43 No. 1, pp. 18-27.

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories.

GE-International Journal of Management Research (GE-IJMR) ISSN: (2321-1709)

46| Page




