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ABSTRACT 

The present study examined the predictors of adjustment and adaptation in 

two life domains (work and non-work) for a sample of New Zealand business 

sojourners. One hundred and thirty-seven expatriates participated in the 

research while on assignment overseas. They completed questionnaires used to 

assess four outcome variables (psychological adjustment, socio-cultural 

adaptation, job satisfaction, job performance) and 16 predictor variables, 

including interpersonal contact and socio-demographic, culture-related, and 

work-related variables. From multiple regression analysis, the most important 

findings were; (a) each of the outcome variables were distinct and largely 

predicted by a unique set of variables; (b) the work-related goal of the sojourn 

impacted strongly upon the sojourners' feelings of psychological adjustment; 

(c) culture-related variables impacted the sojourners' adaptation to the foreign 

culture; (d) no relationship was found to exist between the sojourners' job 

satisfaction and job performance. These results are discussed in terms of the 

impact of cross-cultural transitions upon work and non-work outcomes. In 

addition, methodological limitations and recommendations for further research 

are addressed. 
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INTRODUCTION 

As better transport and advanced methods of telecommunication have 

developed, so too has a type of 'global village'. The degree to which 

individuals from different countries interact has increased dramatically over 

the last century. This is particularly so in the development of international 

trade and business with the globalisation of the world economy. Intercultural 

business contact is expected to grow - especially with the signing, by 110 

member countries, of the General Agreement of Trade and Tariffs (GATT) in 

April of this year. 

This increase in intercultural business contact, however, has not been 

paralleled with a very detailed understanding of how well business expatriates 

(or 'sojourners' - those individuals living overseas in a foreign country for a 

limited time) adjust to, or perform in, foreign cultural environments. Empirical 

research on the extent to which they experience cross-cultural adjustment 

difficulties tends to be rare (Church, 1982; Stoner, Aram & Rubin, 1972) 

because it is difficult to obtain (Harris & Moran, 1979). 

Sojourner research has been developed mainly with the more readily accessible 

sojourning groups of international students and members of the Peace Corps 

(Brein & David, 1971; see Church, 1982 for a review). However, the 

applicability of theory and models of cross-cultural adjustment developed with 

international students to other sojourner populations is an issue of concern. As 

the goals of the cultural transfer vary, so too must the criteria of sojourner 

success (Benson, 1978). While the majority of cross-cultural studies have 

examined the adjustment of the sojourner to a foreign culture, it is the 

professional competence of business sojourners that is prioritised by their 

employers while they are overseas. Their adjustment to the culture is regarded 

2 



as important only insofar as it facilitates their job performance. This study 

seeks, therefore, to examine both their adjustment as well as their behavioural 

competence, in both work and non-work life domains. 

To examine work-related aspects of cross-cultural adjustment and adaptation, 

Industrial/Organisational (I/O) psychology will be utilised in conjunction 

with the cross-cultural transition literature. This field of psychology involves 

the study of work-related perceptions and behaviour and, as such, is relevant 

to research conducted with this sojourning group. Despite the obvious 

advantages associated with an integration of the two fields when considering 

work-related outcomes in a cross-cultural context, findings in 

Industrial/Organisational psychology have rarely been extended to cross

cultural settings (Black, Mendenhall & Oddou, 1991). Rare, also, are the cross

cultural researchers who integrate available theoretical frameworks from the 

(work-related) I/O field of research to the study of expatriate business people. 

This introduction will consist of six parts. The first section examines the 

conceptual and theoretical issues that surround an understanding of what 

generally constitutes a successful sojourn in a foreign culture. Sections two and 

three focus specifically on the work-related adjustment and adaptation of 

business sojourners to the foreign environment. The aims and rationale of this 

research will be outlined in the fourth section. Variables likely to predict 

outcomes in both work and non-work life domains will be considered in the 

fifth section, and specific research questions and hypotheses in the sixth 

section. 
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Successful Cross-cultural Sojourns: Adjustment and Adaptation 

Defining 'overseas success' is difficult; a criterion problem exists as to what 

constitutes a successful cross-cultural transition (Benson, 1978). 

Studies of the actual performance of expatriates have provided varied and often 
conflicting explanations regarding which factors make for success ... Part of the 
problem almost certainly lies in the variety of criteria by which ''success" can and 
has been measured. (Stening, 1979: 296) 

Conceptual confusion exists over the exact nature of' cross-cultural success' for 

a number of reasons. 

The concept of "culture shock" has influenced the study of cross-cultural 

transitions immensely (see Brein & David, 1971, for a more detailed review). 

Coined by Oberg (1960), the term is used to denote or represent the many and 

varied dysfunctional reactions by sojourners to a foreign setting, such as 

feelings of illness, anxiety or helplessness. These initial feelings may then lead 

on, for example, to further problems such as 'fits of anger toward or avoidance 

of local people, or excessive preoccupation with the drinking water, the food, 

and minor pains' (Church, 1982: 540). An essentially global or unitary measure, 

the term 'culture shock' has been criticised for its inability to adequately 

describe or explain the perceptual or behavioural difficulties experienced by 

the sojourner (Furnham & Bochner, 1986). It is able to be operationalised in a 

variety of ways, and has also proven extremely difficult to quantify or 

accurately measure. 
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A different perception of the transition process has since developed; where, 

rather than perceived as being dysfunctional, any difficulties experienced in the 

foreign environment are seen to precipitate the learning of novel, culturally

different perceptions and behaviours. The term 'adjustment' is now generally 

used in place of 'culture shock'. As such, the process is now seen to be positive 

- and even necessary - for individuals to function more effectively in a foreign 

environment (Kealey, 1989; Ruben & Kealey, 1979). 

However, the following terms have also been utilised interchangeably with 

'adjustment' to indicate either successful or unsuccessful sojourn outcomes: 

'adaptation', 'acculturation', 'assimilation', 'intercultural effectiveness', 'culture 

fatigue', and 'role shock'. Furthermore, each conceptualisation has been 

examined and measured with a variety of indices, including scales assessing 

the nature and extent of social interaction, general adjustment, attitudes, and 

sojourner satisfaction (Church, 1982), as well as acceptance of the host culture, 

feelings of acceptance, coping with everyday activities, mood states, and the 

acquisition of culturally appropriate behaviour and skills (Searle & Ward, 

1990). A further complication is that even when investigators examine the same 

or similar factors, they fail to produce consistent results (Brein & David, 1971). 

The sheer diversity of findings makes the synthesis of information difficult, 

further contributing to the confusion surrounding the nature and definition of 

a successful overseas sojourn. 

5 



In an attempt to reconcile such diversity and difficulties, theory generated from 

a number of quite diverse disciplines/ domains has been utilised in the cross

cultural transition field of research. This is seen to be appropriate, as an 

adequate description of sojourner success is likely to require several processes, 

with each capable of theoretical formulation in terms of existing or new 

concepts (Church, 1982). From a review of the literature, two major theoretical 

approaches can be identified: clinical/medical and social skills/ cultural 

learning (see Benson, 1978; Black & Mendenhall, 1990; Church, 1982; Furnham 

& Bochner; 1986; Searle & Ward, 1990). Each has provided different 

interpretations of what it is to be 'successful' in a foreign culture. 

The medical/ clinical approach highlights the negative and debilitating 

emotional state of an individual incurred by the life changes (Holmes & Rahe, 

1967) and loss of familiar cues (Oberg, 1969) associated with a cultural transfer. 

The mediating roles of personality and social support over such an outcome 

have been extensively investigated. Within this framework, a successful 

sojourn is one in which an individual is 'psychologically adjusted' and able to 

cope with the changes. Conversely, an unsuccessful sojourner is one who is 

unduly stressed or psychologically maladjusted in the foreign culture. 

Pertinent research can be described as existing within what can be described as 

a 'stress and coping' theoretical framework (Searle & Ward, 1990). Thus, the 

focus of this framework is the affective reaction of the individual to a novel and 

unfamiliar environment. 
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Alternatively, theory derived from operant conditioning and social learning 

principles has been used to account for the changing ability of individuals to 

function in an overseas location (see Church, 1982; Furnham & Bochner, 1986; 

Grove & Torbiorn, 1985). Factors likely to facilitate the development of a 

sojourner's skills and abilities in a culturally foreign environment are cross

cultural training, social relations with others in the foreign culture, length of 

residence in the foreign country, and previous overseas experience. The extent 

to which the new culture differs from the home or familiar culture - termed the 

'cultural distance' of the foreign location - is also a factor able to mediate the 

extent to which new skills and behaviour are required. The focus of this 

theoretical framework, therefore, is on the acquisition of culturally-appropriate 

social skills and behaviour. 

Hence, the psychological adjustment of the individual is regarded as an 

important component of a successful sojourn, but it is seen to be distinct from 

their adaptation to the different social norms and practices. Psychological 

adjustment is measured by the affective reaction of the individual to the foreign 

environment, whereas socio-cultural adaptation is best measured in terms of 

more behaviourally-based criteria. 
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In an extensive series of studies, Ward and her associates (see Rogers & Ward, 

1993; Searle & Ward, 1990; Stone Feinstein & Ward, 1990; Ward & Kennedy, 

1992a, b;Ward &Kennedy, 1993a, b, c;Ward &Kennedy,inpress; Ward & 

Searle, 1991), have been successful in distinguishing between these two 

outcomes of a cross-cultural transition. Psychological adjustment and socio

cultural adaptation have been found to be conceptually related yet distinct 

(Searle & Ward, 1990), with correlations between them ranging from .3 to .4. In 

line with their respective theoretical underpinnings, each outcome has been 

found to be predicted by different variables. Variables that have tended to 

predict psychological adjustment are life changes, loneliness, marital 

satisfaction, the quality of interpersonal contact with host and home nationals, 

and locus of control. Conversely, the degree to which the sojourner adapts to 

the culturally different features of the environment has generally been 

predicted by the sojourners' cultural knowledge, acculturation (cultural 

identity and cultural integration/ separation), length of residence overseas, 

cultural distance, and quantity of interpersonal contact with host nationals. 

While conducting some of their research with adults (Stone Feinstein & Ward, 

1990; Ward & Kennedy, in press), Ward and associates have developed the 

models of psychological adjustment and socio-cultural adaptation primarily 

with international exchange students (e.g. Searle & Ward, 1990; Ward & 

Kennedy, 1993a; Ward & Searle, 1991). A salient issue of concern in the cross

cultural field generally (Benson, 1978) is that of the applicability of findings 

across subject populations. Searle and Ward (1990) note the need for 

replicating their predictive models of psychological adjustment and socio

cultural adaptation with different sojourning groups to ensure the 

generalisability of results. This research seeks, therefore, to replicate the two 

models of psychological adjustment and socio-cultural adaptation with 

business expatriates. 
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The study of business sojourners also facilitates an investigation of sojourner 

success within a different life domain: that of work. Recent research has 

identified the work adjustment of business sojourners to be related to yet 

distinct from extra-work (or non-work) facets of adjustment (see Black, 1990; 

Black & Gregersen, 1991a). Maintaining the distinction identified in this section 

between adjustment and adaptation - one measured in terms of an affective 

response and the other an outcome of behavioural competence - sections two 

and three will examine equivalent constructs in the life domain of work. 
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Work-related Adjustment: Job Satisfaction 

Research on American business sojourners suggests that they do not adjust 

easily to conditions overseas (Baker & Ivancevich, 1971; Black, 1988; Harris & 

Moran, 1979; Stessin, 1973; Tung, 1981). Between 16% and 40% of expatriate 

managers from the United States, it is reported, return home prematurely from 

overseas assignments due to adjustment difficulties (Copeland & Griggs, 1985; 

Harris & Moran, 1979; Misa & Fabricatore, 1979; Tung, 1988). Costs - to the 

company and to the business expatriates and their families - associated with 

premature returns are described as significant. It is estimated that the direct 

costs to American firms of failed overseas assignments exceed $2 billion a year 

(Copeland & Griggs, 1985) with replacement costs ranging from US$55,000 to 

$150,000 per expatriate (Copeland & Griggs, 1985; Misa & Fabricatore, 1979). 

Less tangible or easily-measured costs to the business sojourners themselves, 

such as the loss of self-esteem or the potentially detrimental effect over future 

career development, are also suggested to result from 'failed' assignments 

(Mendenhall & Oddou, 1985). It is not known, however, how much of their 

adjustment difficulties are work-related. With such potentially high costs it is 

obviously important to understand the causes of dissatisfaction or 

maladjustment felt by business people when overseas on assignment. 

As the reason behind their transfer overseas is work-related, it is of no surprise 

to find that business expatriates report the satisfaction they feel with their job 

to be a highly important and salient feature of their overseas experience 

(Gomez-Mejia & Balkin, 1987). The reactions of expatriates (and employees in 

general) to working conditions and responsibilities are important to examine 

for a number of reasons. 
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An understanding of the impact of work upon mental health is vital to the 

ongoing productivity and efficiency of the workforce. In 1987, health care costs 

in the United States were in excess of US$400 billion, with businesses paying 

about one-half of the cost (Matteson and Ivancevich, 1988; in Muchinsky, 1993). 

In addition to maintaining the quality of working life, a third rationale for 

examining work adjustment (conceptualised as job satisfactionl) is that it is 

linked - in both domestic I/O (Schneider, 1985; Staw, 1984) and cross-culture 

transition literatures (Black & Gregersen, 1990) - to employee turnover.2 

Research conducted with business sojourners has found issues common - and 

perhaps unique - to this sojourning population. Apart from important findings 

on the adjustment of business expatriates' spouses to the foreign culture (Black 

& Gregersen, 1991b; Black & Stephens, 1989)3, Black and his associates, as well 

as Parker and McEvoy (1993), have successfully identified a facet of adjustment 

that is specific to work and distinct from culture-related adjustment (1988; 

1990; 1991a). 

1 Satisfaction is the most often used proxy or indice of work and general adjustment in 

domestic I/O literature and so is applied here also. 

2 While both job and non-job factors have been found responsible for turnover (Steers and 

Mowday, 1981; in Black and Gregersen, 1990), Vroom (1964, in Steers, 1984) found that 

correlations between job satisfaction and turnover ranged from r. = -.13 tor.= -.42. 

3 This research is important because spouse maladjustment is the number one reason given 

by United States and Western European expatriates for aborted assignments (see Tung, 

1988). 
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With factor analysis, Black (1988, 1990) conceptualised three distinct facets of 

adjustment - general, interaction and work adjustment. The business 

expatriates in his research were asked to rate their own adjustment, using a 

seven point scale (1 = not adjusted at all; 7 = very well adjusted), on the 

following items: 

(a) General adjustment: living conditions in general, housing conditions, 

food, shopping, cost of living and entertainment/ recreation facilities 

and opportunities. 

(b) Interaction adjustment: socialising with host nationals, interacting with 

host nationals in general, interacting with host nationals outside of 

work, speaking with host nationals. 

(c) Work adjustment: specific job responsibilities, performance standards 

and expectations, supervisory responsibilities. 

Black (1990) and Black and Gregersen (1991a) found work adjustment to 

significantly correlate with both of the other adjustment facets: with general 

living adjustment (r=.29 and .61 respectively), and with interaction adjustment 

(.36 and .64 respectively). Additionally, a variety of mainly work-related 

variables were found to predict work adjustment in the 1991 study; specifically 

role discretion, role ambiguity, role conflict and association with home 

nationals in a non-work capacity. 
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Parker and McEvoy (1993) successfully replicated the research findings of 

Black and his associates, of a multi-dimensional construct of adjustment. Work 

adjustment correlated with general living adjustment (r=.34), and with 

interaction adjustment also (.32), but again, different predictors of work 

adjustment were derived than for general or interaction adjustment. Gender, 

promotability of work and compensation accounted for 11 % of the variance in 

the work adjustment measure. Alternatively, international experience, time 

spent with expatriates and culture novelty accounted for 16% of the variance in 

the general living adjustment, and time spent with expatriates and culture 

novelty accounted for 17% of the variance in interaction adjustment. 

This recent research supports the existence of a multi-faceted construct of 

adjustment, with adjustment to the domain of work remaining distinct from 

adjustment outcomes in the non-work domain. However, Black and Gregersen 

define adjustment as "the degree of a person's psychological comfort with 

various aspects of a new setting" (1991a: 498), but do not appear to clearly 

distinguish between the affective response of sojourners to the foreign culture 

and their behavioural adaptation to it in the criteria of their adjustment items.4 

Given the importance of the distinction established in the research of Ward and 

her colleagues, an understanding of the relationship between work adjustment 

and psychological adjustment is important to ascertain. 

4 It is important to note that Black's criteria for general living and interaction adjustment are 

remarkably similar to the socio-cultural adaptation criteria used by Ward and her associates 

(see the socio-cultural adaptation scale in Appendix 2). 
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Apart from that of Black and his colleagues, cross-cultural transition research 

on the relationship between work and non-work adjustment is limited. It has, 

however, been a well-researched topic in the 1/0 and related fields for the last 

30 years (Tait, Padgett & Baldwin, 1989) through the related indices of job 

satisfaction and life satisfaction. Job satisfaction is defined as a 'pleasurable or 

positive emotional state resulting from the appraisal of one's job or job 

experiences' (Locke, 1976: 1300; in Griffin & Bateman, 1986), or more generally 

by Schneider (1985: 631) as 'a theory-free affective variable'. As such, it 

corresponds with the definition of adjustment given in section one of this 

introduction as an affective response. Job satisfaction is therefore considered an 

appropriate and suitable measure of work adjustment. 

The relationship in I/0 literature between life and job satisfaction has tended, 

in the past, to produce conflicting, and thus controversial, results. The range of 

correlations gained between job satisfaction and life satisfaction remains large 

enough to warrant doubt as to a clear and straightforward relationship. 

Attempts to better understand the relationship between work and non-work 

satisfaction have, therefore, included the development of theory and the use of 

meta-analysis to better accommodate, or alternatively assimilate, the diverse 

results from I/0 research. 
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In an attempt to reconcile the variety of findings, Wilensky (1960) proposed 

three terms of explanation for the existence (or lack) of a relationship between 

work and extra-work attitudes: 'compensation' 'spillover' and 'segmentation'. 

The compensation theory speculates that persons who are not satisfied with 

their work will find compensation in other life activities. The spillover thesis 

contends that satisfaction in one life element will cause satisfaction with other 

life elements; conversely, dissatisfaction should 'spillover' into other life 

elements also. Lastly, segmentation holds that people lead their lives in 

relatively discreet segments with little spillover and little need for 

compensation (Dubin, 1956, 1976; in Liou, Sylvia, and Brunk, 1990: 77-78). 

As the relationship between the two domains of work and non-work has 

become better understood, the most popular view is that work and non-work 

satisfaction effects 'spillover' from one to another (Liou et al. 1990; Near, Rice & 

Hunt, 1978; Orpen, 1978). Current thinking suggests that the two concepts have 

a reciprocal causal relationship, meaning each influences the other. One cross

cultural study with insulated sojourners (i.e. military personnel) by Lance and 

Richardson (1988) provides support for spillover theory also, where a 

significant positive relationship was found to exist between satisfaction in the 

life domains of work and non-work. Spillover theory is further supported by 

the results of Tait et al's (1989) meta-analysis of the voluminous literature on 

the job satisfaction - life satisfaction link. They found that the best estimate of 

the population correlation between the two constructs was .44. This finding 

supports, then, the notion that satisfaction in one life domain (i.e. work) 

generally tends to be accompanied by satisfaction in another (i.e. non-work). 
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Relatively little is known about the adjustment that business people must make 

to foreign work conditions and responsibilities when they travel overseas on 

assignment. The research of Black (1988, 1990) and Black and Gregersen (1991a) 

indicate the existence of a distinctive work-related facet of adjustment, and this 

is further supported by findings in the domestic 1/0 literature. Further 

examination of work adjustment as a separate and distinct facet of general 

sojourner adjustment is merited, however, and an investigation into it is 

therefore proposed as one aim of this research. 
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A Work-related Outcome of Adaptation: Job Performance 

It will be recalled that on the basis of the two broad theoretical frameworks in 

sojourner literature, adjustment has been defined as a psycho

emotional/ satisfaction outcome, and, as such, is measured with affective 

criteria. The construct of adaptation, however, is measured with behavioural 

criteria and refers to the behavioural competency/ effectiveness of the 

sojourner. In section one, a general distinction was made between sojourner 

adjustment and adaptation. In the previous section, a work-related adjustment 

outcome was identified, and its relationship with the non-work adjustment of 

business people was considered. This section extends the investigation one step 

further by examining job performance (a work-related behavioural outcome of 

the offshore business assignment). 

While some researchers have conceptualised 'overseas success' as including 

more than one component - (1) personal/family adjustment and satisfaction, 

(2) intercultural interaction, and (3) professional competence (Brislin, 1981, 

Hawes & Kealey, 1981, Ruben & Kealey, 1979)- the sojourner's own adjustment 

to the foreign culture remains the component most researched in the cross

cultural transition literature. Nevertheless, the effectiveness criterion or 'bottom 

line' for business expatriates while overseas is their professional competence. 

This is reflected in the selection practices of organisations sending individuals 

on offshore assignments. Most organisations select expatriates on the basis of 

their past job performance, assuming that the professional skills and 

competencies of an individual employee will transcend cultural differences 

(Miller, 1972). 
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However, little research has actually examined the performance effectiveness 

of business people. In the cross-cultural transition field of study, most often it 

is the performance competence of technical advisors (see, for example, Hawes 

& Kealey, 1981; Kealey, 1989) and Peace Corps members (i.e. Harris, 1972; 

Guthrie and Zektick, 1967; Mischel, 1965) that has been appraised. The 

problem has been compounded further by the tendency of early classic 

sojourner studies to assume that adjustment indices of the emotional well

being, attitudinal, academic/professional, and social adjustments and 

outcomes were all interrelated as part of the same adjustment process (Church, 

1982). Consequently, conceptual confusion surrounds the definition of what it 

means to be effective while overseas. As Spitzberg (1989: 249) comments: 

The literature generally is not critically reviewed to exclude poorly done, overly 
anecdotal, or overly ambiguous research, or even to define clearly the domain
relevant characteristics of the concept of 'effectiveness'. 

Despite a lack of empirical support, an assumption exists in the sojourner 

literature, of a straightforward relationship between the adaptation of a 

business sojourner to a foreign culture and his or her professional competence 

(see Black, 1988; Newman, Bhatt & Gutteridge, 1978; Parker & McEvoy, 1993; 

Tung, 1988). Adams and Kobayashi (1969), Copeland and Griggs (1985) and 

Seward (1975) assert that 50%-80% of United States managers overseas on 

assignment are considered ineffective by their firms due to their inability to 

adjust to the foreign culture. The term "brownout" used in cross-cultural 

research implicitly assumes a relationship; it was coined to describe business 

expatriates who experience difficulties adapting to the foreign culture, yet 

remain overseas to perform poorly (see Lanier, 1979; in Black, 1988). 
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One of the few studies to empirically measure the professional competence of 

business sojourners did, however, find a relationship between job performance 

and work adjustment (r=.23), but not with general nor interaction adjustment 

while overseas on assignment (Parker & McEvoy, 1993). This is contrary to 

both established findings in I/0 psychology, as well as assumptions in the 

cross-cultural transition literature. While intuitively such assumptions would 

seem acceptable, attitudes and behaviour are perceived in I/ 0 psychology as 

being neither similar nor their relationship straightforward. Fifty years of 

research in I/0 psychology on the relationship between job satisfaction and job 

performance indicates the existence of an "illusory correlation" (see Brayfield & 

Crockett, 1955; Iaffaldino & Muchinsky, 1985; Vroom, 1964). 

The question arises: why is a relationship between the constructs of work 

adjustment and work performance either assumed or identified in cross

cultural research, when so little empirical evidence exists to support it, as well 

as when research in domestic settings seems to indicate otherwise? By 

examining the domestic I/0 research on performance appraisal measures, it 

would seem that cross-cultural research fails to address a number of the 

problems associated with the measurement of job performance. 

The objective measurement of job performance is regarded by I/0 

psychologists as being problematic, even in domestic settings, for a variety of 

reasons (see Borman, 1992, Drenth, 1984, or Latham, 1986 for more detailed 

reviews). The main difficulty is centred around deciding what to measure - i.e. 

the criterion problem of job performance. 
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The multi-dimensionality of job performance has been demonstrated 

empirically in I/O literature (Campbell, 1986; Ronan, 1963, in Borman, 1992; 

Rush, 1953; Seashore, Indik and Georgopoulos, 1960). Industrial research 

suggests that appraising the job performance of an employee against multiple 

criteria is likely to produce a more reliable measure of an individual's job 

performance (Borman, 1992; Dunnette, 1963, in Latham, 1986). Multiple criteria 

are also more appropriate if the goal of the criteria measurement is increased 

understanding of predictor - criterion links (Borman, 1992) as it is with 

sojourner transition research. 

However, cross-cultural research on the performance competence of technical 

advisors, Peace Corps members and business people generally tends to include 

only a small number of highly general criteria. For example, Parker and 

McEvoy (1993: 368) requested "respondents to assess their own performance on 

four items proposed by Earley (1987): overall performance, ability to get on 

with others, ability to complete assignments on time and quality of 

performance ... The measure used was the average of the four performance 

assessments". This study seeks to address the paucity of research on the 

professional competence of business sojourners and includes a number of 

performance-related criteria to do so. 
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Aims and Rationale 

The present study has several main aims. This research seeks to replicate the 

findings of Ward and her colleagues (e.g. Searle & Ward, 1990; Ward & 

Kennedy, 1990) of an empirical distinction between psychological adjustment 

and socio-cultural adaptation, using the rarely-examined sojourning group of 

business expatriates. An associated aim is the replication of Ward et al's 

predictive models of psychological adjustment and socio-cultural adaptation. 

Given the population sample under scrutiny, a second major aim is to extend 

the research of Ward and her colleagues to include work-related facets of 

adjustment and adaptation: namely, job satisfaction and job performance. An 

intention of the research is to construct predictive models of these also. Few 

cross-cultural researchers have examined business people situated in a number 

of foreign countries, in a range of different occupations or within a variety of 

industries. In order to derive models of work and non-work adjustment and 

adaptation common to New Zealand business expatriates in general, it was 

intended to employ as diverse a sojourning group as possible. 
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Predictors of Work and Non-work-related Adjustment and 

Adaptation 

A number of the variables employed by Ward and her associates to construct 

predictive models of psychological adjustment and socio-cultural adaptation 

were employed in this research also, including personality, quantity of 

interpersonal contact, socio-demographic and culture-related variables. In this 

section, each are considered in terms of their likely relationship with the four 

outcome variables. 

Psychological adjustment 

Consistent with the perspective of the stress and coping model, the socio

demographics and personality characteristics of the sojourners are factors likely 

to mediate the degree to which they are able to cope within foreign 

environments. 

Socio-demographic Variables 

Given that the majority of sojourner studies are conducted with small, and 

reasonably homogenous population samples (i.e. exchange students), it is 

unsurprising that little attention has been focused on the potential impact of 

socio-demographics upon sojourner adjustment despite indications of their 

importance. Age, for example, may facilitate sojourners to cope more 

effectively while overseas. Church (1982), in his review of sojourner 

adjustment, noted that older sojourners tended to report greater general 

satisfaction with the outcome of the sojourn, as did Armes and Ward (1989). 

Thus, in this study, it is predicted that older business people will experience 

greater psychological adjustment while in the foreign culture. 
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Personality 

While the influence of personality traits upon sojourn adjustment outcomes is 

indicated in most of the early cross-cultural transition literature, most findings 

were based primarily on face validity and anecdotal evidence, rather than on 

empirical data (Church, 1982). Kealey and Ruben (1983) describe the research 

on the ideal personality characteristics of overseas businessmen (sic.) as the 

most non empirical of all the research efforts in this field. Highly diverse 

operational definitions and measurements of personality characteristics have 

produced an equally diverse and inconsistent set of findings. However, the 

consideration of personality constructs with well-developed operational 

measures like locus of control and extraversion/introversion is likely to 

alleviate such problems (Newman et al, 1978). 

The concept of locus of control was originally generated within the context of 

Social Learning theory by Rotter in 1966 but has since been transposed into a 

cognitive framework in personality and social psychology (Ward & Kennedy, 

1992b ). Internal control refers to the degree to which people expect that a 

reinforcement or an outcome of their behaviour is contingent on their own 

behaviour or personal characteristics. Conversely, external control refers to the 

degree to which persons perceive that the reinforcement or outcome is a 

function of the external environment, and as such happens by chance or fate, is 

under the control of powerful others, or is simply unpredictable (Rotter, 1990). 

Given the established relationship between self-perceived control over one's 

situation and positive mental health (Bandura, 1989; Taylor & Brown, 1988), it 

is unsurprising to find a greater internal locus of control generally linked to 

more positive psychological and emotional feeling (Dyal, 1984). An internal 

locus of control was predictive of a smaller incidence of depressive symptoms 

in two very different sojourning populations: New Zealand adults sojourning 

in Singapore, and Malaysian and Singaporean University students living in 
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New Zealand (Ward and Kennedy (1992a, b). In this research, an internal locus 

of control is expected, then, to facilitate a business person's mood and general 

feeling of well-being (psychological adjustment) while in a cultural 

environment that is foreign. 

A personality characteristic little examined in the cross-cultural transition 

literature, is extraversion. It refers to the tendency of some individuals to be 

primarily oriented to the outer world of people, action and objects, and to get 

involved with whatever is happening around them. Alternatively some 

individuals are more introverted, and as such are more inwardly oriented and 

thus more detached from the world which surrounds them (Parker & McEvoy, 

1993). While viewing personality characteristics as being able to mediate 

adjustment to a foreign milieu, Ward and her associates have not found 

extraversion to consistently mediate the feelings of well-being experienced by 

sojourners. This can, however, be attributed to the interaction between person 

and situation, where the personality characteristic of extraversion facilitates 

adjustment in some cultures but not others.1 Thus the notion of "cultural fit" 

may be an important consideration when understanding the role personality 

has to play in adaptive outcomes. 

1 Extraversion was linked with depression in Anglo-expatriates in Singapore (Armes & 

Ward, 1989; in Searle & Ward, 1990), yet a significant and positive relationship was found 

by Searle and Ward (1990: 459) between the psychological adjustment and extraversion of 

Malaysian and Singaporean residing in New Zealand. This indicates that 'the closer the 

personality traits resemble host culture norms, the more adjustive those traits may be'. 
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Socio-cultural Adaptation 

Socio-cultural adaptation refers to the sojourners' ability to "fit in" to the host 

culture and is measured in terms of social difficulty. As such, the degree of 

difference between the home and host culture, contact with host nationals, past 

overseas experience and training in foreign cultural practices are all likely to 

facilitate the sojourners' acquisition of whatever skills and behaviour are 

appropriate in the foreign environment. 

Cultural Distance 

'Cultural distance' (also referred to as 'culture novelty') pertains to the 

differences between the foreign culture and the sojourner's home culture. In 

more novel environments, sojourners are expected to have less knowledge of 

the 'cultural system' (Mendenhall & Oddou, 1985), and so are expected to 

experience greater difficulty correctly interpreting the intentions and behaviour 

of host nationals or adapting their own perceptions and behaviour 

appropriately to that of host nationals. This is generally found to be the case 

(see, for example, Black & Stephens, 1989; Church, 1982; Stening, 1979; Searle & 

Ward, 1990), however time in the foreign culture is expected to mediate the 

impact of cultural distance (Torbiorn, 1982). Thus, it is hypothesised that the 

greater the cultural distance between New Zealand and the sojourner's host 

culture, the less adept the individual will be when confronted with interactive 

features of the foreign culture. 
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Interpersonal Contact 

Social interaction with host nationals in the foreign culture is seen by some 

researchers as fundamental to overseas adaptation (e.g. Brein & David, 1971; 

Church, 1982). It is expected to be beneficial, in that they may act as guides -

informing expatriates about social practices and customs - thereby pre-empting 

the adaptation difficulties of the sojourner as he or she tries to adopt unfamiliar 

behavioural practices. A positive relationship between the amount of social 

contact that the business sojourners spend with host nationals and their socio

cultural adaptation is therefore predicted. 

Prior Overseas Experience 
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Klineberg and Hull (1979) and Pruitt (1978) found previous overseas 

experience to contribute towards social and environmental adaptation. Prior 

knowledge of a culture - or of cultural differences - is assumed to benefit 

sojourners in their adjustment and adaptation to foreign customs and values, 

as it enables them to prepare for the cross-cultural experience to come by 

providing an understanding that behavioural adaptation needs to be made 

(Black, 1988). Such information can also be gained from pre-departure training. 

Black and Mendenhall (1990: 120) conclude their critical review of the cross- 1 

cultural training literature by stating: "Thus, the empirical literature gives 

guarded support to the proposition that cross-cultural training has a positive 

impact upon cross-cultural effectiveness". Previous overseas experience and 

cross-cultural training are both expected to facilitate the business expatriates' 

adaptation to the foreign culture. 



Work-related Outcomes 

There has been little opportunity for examining the impact of culture-related 

factors upon outcomes in the work domain (i.e. job satisfaction and job 

performance), because of the limited amount of research conducted with 

business sojourners. Equally, the degree to which work-related variables 

impact upon non-work adjustment and adaptation outcomes requires further 

appraisal, as research in I/O psychology is typically examined in a domestic 

context only. Therefore, no predictions are advanced with regards to the 

impact of culture-related variables (cultural distance, prior overseas work 

experience, cross-cultural training and socio-cultural adaptation) upon the two 

work-related outcomes. Similarly, research into the relationship between all 

work-related variables (organisational commitment, job satisfaction and job 

performance) and the non-work outcomes of psychological adjustment and 

socio-cultural adaptation will remain exploratory also. 

An associated difficulty with the development of predictive models of job 

satisfaction and job performance is that neither have been examined (in 

domestic I/O psychology) within well-developed theoretical frameworks. Any 

understanding of their respective predictors is, therefore, derived from a 

number of isolated empirical findings. As such, hypotheses regarding the 

factors likely to mediate the outcome of these work-related variables in this 

research are not theoretically driven, but based on relationships that have been 

established in domestic I/O literature over time. 
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Job Satisfaction 

The impact of non-work factors upon job satisfaction has tended to be 

overlooked. In a foreign environment, however, non-work variables are 

expected to impact more significantly upon the business sojourner's job 

satisfaction and performance than they might in domestic settings (Naumann, 

1993; Newman et al, 1978). Given that job satisfaction is an outcome made up 

of the sojourners' affective responses to work conditions in the foreign 

environment, it is not surprising that worker characteristics similar to those 

predictive of psychological adjustment have been found to mediate the degree 

to which individuals are satisfied with their jobs, i.e. age and locus of control. 

Social contact and the more typically-examined work-related factors like 

organisational commitment are also established predictors in I/0 literature. 

Socio-demographics 

The characteristics of the worker have received little attention in job 

satisfaction review literature (Glisson & Durick, 1988), however, it is generally 

accepted that age may impact positively upon the job satisfaction of 

employees. Older workers are typically more satisfied with their job than 

younger workers (Brush, Moch & Pooyan, 1987; Glisson & Durick, 1988; Steers, 

1984). Thus, as with psychological adjustment, older expatriates are expected 

to be more satisfied with the conditions and responsibilities of their jobs. An 

individual's level of education is also a factor related to job satisfaction in the 

I/0 literature (Chadha & Kaur, 1987; Jorde-Bloom, 1988), although findings 

have been a little inconsistent (see Blegen, 1993, for example). 
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Personality 

As with feelings of general well-being, a greater sense of personal control over 

work-related practices and outcomes tends to facilitate higher levels of job 

satisfaction (e.g. Achamamba & Kumar, 1989; Bein, Anderson & Maes, 1990). In 

keeping with this finding, it is hypothesised in this research also, that higher 

levels of job satisfaction are expected of business people with a greater internal 

locus of control. 

Interpersonal Contact 

The degree to which individuals interact with other New Zealand expatriates 

may also facilitate higher job satisfaction. People are generally more 

comfortable with co-workers who exhibit characteristics, interests and beliefs 

similar to their own. Where compatibility exists, the affective response to the 

environment is expected to increase (Locke, 1976; in Steers, 1984). Greater 

contact with other New Zealand expatriates is predicted, therefore, to 

minimise work-related adjustment difficulties and thereby increase job 

satisfaction. 

Organisational Commitment 

Of the predictors of job satisfaction in the domestic I/0 literature, most 

emphasis has been given to work-related factors, and one of the strongest 

correlates of job satisfaction has been the commitment of the individual to their 

respective organisation. Only one other study (to my knowledge) has 

investigated the organisational commitment of business people while overseas 

on assignment (see Naumann, 1993). The benefits from doing so, however, are 

likely to be significant. An individual's commitment to his or her organisation 

has the potential to be a better predictor of absenteeism and turnover than job 

satisfaction (Koch & Steers, 1978, Steers, 1977, in De Cotiis & Summers, 1987), 

and highly committed individuals are more productive, better motivated and 
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more satisfied than less-committed co-workers (Lee, 1971, Mowday, Steers & 

Porter, 1979, in De Cotiis & Summers, 1987). 

Recent research indicates that organisational commitment may be multi

dimensional, having both attitudinal and behavioural components (see Glisson 

& Durick, 1988). However, while organisational commitment tends to be 

strongly related to job satisfaction in I/O psychology, its relationship with job 

performance is less consistent. Mathieu and Zajac's (1990) meta-analysis of 

consequences of organisational commitment found it to be weakly related 

(with a mean weighted correlation corrected for attenuation of .14 using 

primarily supervisory ratings of job performance, and .05 for output measures 

of job performance). Thus, organisational commitment is typically defined in 

I/ 0 literature as an attitude: 'a strong belief in the organisation's goals and 

values, a willingness to exert considerable effort on behalf of the organisation, 

and a strong desire to remain a member of the organisation' (Mowday, Porter 

& Steers, 1982: 27). While job satisfaction and organisational commitment are 

both attitudinal measures, the former focuses on the organisation as a whole 

rather than the specific job, and emphasises the congruence between 

individual and organisational goals rather than the job specific attitudes of job 

satisfaction.2 In keeping with the I/O literature, it is hypothesised that greater 

commitment towards the employing organisation will increase also the degree 

of satisfaction experienced by the sojourner with his or her job. 

2 Correlations between job satisfaction and organisational commitment have been found to 

range from .30 to .56 (Brooke, Russell & Price, 1988). 
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Job Performance 

Theory and empirical research regarding the predictors of job performance has 

focused, for the most part, on its relationship with job satisfaction. With the 

existence of an "illusory correlation" between the two work-related outcomes, 

little is really known about the specific causes of performance competence. 

Personality 

Despite the 'person - work environment' fit premise that individuals with 

particular characteristics are best suited for specific kinds of jobs, and the role 

of cognitive ability3, little consideration has been given to the impact of 

personal characteristics upon job performance. However, in a meta-analytic 

review of the I/O literature concerning personality measures as predictors of 

job performance, Tett, Jackson and Rothstein (1991) found extraversion to be 

one (of the 'big five') personality factor to retain predictive validity of job 

performance. Extraversion is positively related to sociability and interpersonal 

involvement (Parker & McEvoy, 1993), and a gregarious interpersonal style 

may facilitate the accomplishment of professional tasks and responsibilities. 

Given these findings, more extraverted (as opposed to introverted) sojourners 

are expected to perform better in their jobs. 

3 Cognitive ability generally accounts for around .25 of the variance in performance measures 

(Hunter and Hunter, 1984) - a finding that qualifies the use of cognitive (or intelligence) 

tests by Human Resource personnel when selecting individuals for employment. 
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Hypotheses 

Relationships Between Outcome Variables 

1) Psychological adjustment and socio-cultural adaptation are expected to be 

related. 

2) A significant relationship will exist between psychological adjustment 

and job satisfaction. 

3) No significant relationship is expected to exist between job satisfaction 

and job performance. 

Predictors of Each Outcome Variable 

4) Age and an internal locus of control are expected to predict psychological 

adjustment. 

5) Cultural distance, amount of social contact with host nationals, previous 

overseas work experience, length of stay in the foreign culture and cross

cultural training are expected to predict socio-cultural adaptation. 

6) Age, locus of control, amount of employment-related contact with co

nationals and organisational commitment will predict the job satisfaction 

of the business sojourners. 

7) Extraversion is the only variable specifically hypothesised to predict job 

performance. 

Given the little attention paid in cross-cultural transition literature to work

related outcomes, research between a number of variables remains 

exploratory: the impact of culture-related variables on work-related outcomes, 

as well as the impact of work-related predictor variables upon the non-work 

outcomes of psychological adjustment and socio-cultural adaptation. 
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METHOD 

Subjects 

One hundred and thirty-seven New Zealand business people on assignment 

overseas participated in this research. They were situated in 27 different 

countries at the time the research was collected (see Table 1 for a breakdown of 

location). Ninety-six (96.4%) percent of the New Zealand expatriates classed 

themselves as European, 0.7% as Maori, and 2.9% as "other" in ethnic origin. 

One hundred and thirty of the participants were male (94.9%) and seven were 

female (5.1 %). The average age of the expatriates was 39.1 years, ranging from 

21.8 years to 60.8 years (SD = 9.0 years). Of the expatriates, 24.1 % had gained 

secondary school qualifications, 16.8% had attained diplomas, 37.2% tertiary 

qualifications and 21.9% post-graduate degrees. 

One hundred and sixteen (84.7%) of the expatriates were married or in de facto 

relationships, 17 (12.4%) were single, and four expatriate subjects (2.9%) 

categorised themselves as separated or divorced. Of those expatriates in 

relationships (N=116), 87.1 % had been accompanied overseas by their partners, 

and of expatriates with children (N =86), 48.8% had one or more of their 

children with them on location overseas. 
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Most (66.4%) of the expatriates had worked overseas before (M = 2.3 years), 

and 65.0% had lived abroad before the current assignment. Their current 

offshore assignments were expected to last, on average, for a duration of 3.3 

years (SD= 1.5 years). They ranged in length from an assignment of six months 

to an 8.3 year assignment. The length of time that the expatriates had spent 

residing overseas on assignment at the time of completing the questionnaire 

varied from one month to 10.4 years (M = 1.8 years, SD= 1.6 years). 

The participating employees worked for nineteen different organisations and 

the length of time they had spent with that organisation varied from one month 

to 43.3 years (M = 8.4 years). Expatriates were employed in a variety of 

different business occupations, including banking (14%); insurance (2%); 

construction (21 %); airline management (6%); international marketing (48%); 

engineering (1%); business management (2%); telecommunications (1%) and 

others (5%). 

The length of experience for the sojourners in their various occupations was, on 

average, 6.3 years: ranging from no experience at all to 32.9 years. Forty-nine 

percent of the expatriates stated that their prior job was similar to their current 

job, whereas 50.4% of the expatriates stated that their job was dissimilar. Some 

of the expatriates had performed their current job overseas before (35.8%), but 

most had not (64.2%). 

Formal cross-cultural training had been experienced by twenty-eight (20.4%) of 

the expatriates. The types of cross-cultural training experienced consisted of 

language tuition, half or full day seminars or the reading of overseas 

employment material. 
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TABLEl 
The Number of Business People in Overseas Locations 

Europe 
The Netherlands 
United Kingdom 
Germany 
Belgium 

America 
Canada 
North America 
Chile 
Brazil 
Mexico 

Middle East 
United Arab Emirates: Dubai 
Bahrain 

South East Asia 
India 
Taiwan 
South Korea 
Sri Lanka 
Japan 
Hong Kong (U.K.) 
Malaysia 
Singapore 
Indonesia 
Philippines 

South Pacific 
Australia 
Fiji 
Papua New Guinea 
Western Samoa 
French Polynesia (France) 
Solomon Islands 

1 
7 
4 
2 (= 14) 

1 
16 
2 
1 
2 (= 22) 

2 
11 (= 13) 

2 
2 
3 
1 
8 
7 
7 
14 
2 
1 (= 47) 

8 
9 
14 
8 
1 
1 (=41) 

TOTAL=137 
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Materials 

A sixteen-page questionnaire (including a cover letter and a page of 

instructions) was employed for the purposes of this research (see Appendix 2). 

Demographic and personal information was requested of each participant, and 

scales on the following independent variables were used to assess the 

expatriates and their overseas experiences: personality measures (extraversion 

and locus of control), cultural distance, quantity of interpersonal interaction 

and organisational commitment. Additionally, the dependent variables of 

psychological adjustment, socio-cultural adaptation, job satisfaction and job 

performance were measured. 

DEPENDENT VARIABLE MEASURES 

Psychological Adjustment 

The Profile of Mood States (POMS) was employed to measure each individual's 

level of psychological adjustment to the foreign culture (McNair, Lorr & 

Droppelman, 1971). Used before with a multinational foreign group (Ward & 

Searle, 1991), the scale contains 65 one-word items, each of which are 

descriptive of the different symptoms commonly ascribed to 'culture shock': 

such as anger, fatigue, tension, sadness and vigour. Subjects are required to 

rate their experience of each during the week leading up to their completion of 

the scale with a 5-point scale (1 = extremely, 5 = not at all). Scores of between 0 

and 260 are possible, with higher scores indicating a lower level of total mood 

disturbance. 
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Socio-cultural Adaptation 

An 18-item scale was used to examine the difficulty sojourners experience 

managing everyday social situations and aspects of living in the foreign 

culture. Based on Furnham and Bochner's (1982) Social Situations 

Questionnaire, the scale has been used successfully by Ward and her associates 

(for example, Searle & Ward, 1989; Ward & Kennedy, in press) with a variety of 

sojourning groups. With the use of a 5-point scale, where 1 = extreme difficulty 

and 5 = no difficulty, scores may range between 0 and 72. Higher scores 

indicate greater levels of socio-cultural adaptation. 

Job Satisfaction 

Developed by Smith, Kendall and Hulin (1969), the Job Descriptive Index (JDI) 

was employed in this research. The expatriates' perceived satisfaction with 

different aspects of their job was assessed by a total of 72 fixed response items 

over five scales: work on present job, present pay, supervision on present job, 

people on present job, and opportunities for promotion. Simple descriptive 

adjectives or phrases (for example, "fascinating" or "gives sense of 

accomplishment") are given for subjects to respond to with a 'Y' for "yes, it 

does describe that aspect of my current employment", 'N' for "no, it does not 

describe it", or '?' for "cannot decide". With positive features of the job (i.e. 

'satisfactory profit sharing'), a "yes" answer gives a score of three and a "no" a 

score of zero. With a negative feature (such as 'underpaid'), a "yes" results in a 

score of zero and a "no" gives a score of three. Total scores derived from all 

five subscales range from 0 to 216, with higher scores indicating greater job 

satisfaction. While widely accepted in domestic I/O psychological research 

(Griffin & Bateman, 1986), to my knowledge it has not been used in cross

cultural research before. 
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Job Performance 

The performance appraisal measures of three New Zealand companies from 

diverse industries (accounting, construction and wholesale food) were 

combined to construct the scale of job performance used in this study. Seven 

performance criteria were derived from these measures, including: (1) technical 

knowledge and performance; (2) analytical ability and judgement; (3) client 

relations; (4) communication skills; (5) planning and productivity; (6) personal 

characteristics; and (7) work relationships. Subjects were required to rate their 

performance in their current job with a 5-point scale (1 = improvement 

necessary and 5 = outstanding performance), scores on this scale of 

professional competence were able to range between O and 100, with higher 

scores indicating a more effective performance. In addition to the 5-point scale, 

a "not applicable" option was provided in case expatriates perceived an item to 

be unrelated to their job description. This option was scored by substituting it 

with the average of the items completed. 

INDEPENDENT VARIABLE MEASURES 

Extraversion 

Employing a modified version of the Extraversion Personality Questionnaire 

(EPQ - Eysenck & Eysenck, 1975), this subscale had 21 items. Subjects respond 

'yes' or 'no' to questions concerning extraverted or introverted behaviour. 

Scores may range from O to 21, with higher scores indicating greater levels of 

extraversion. The scale has proven reliable with a sample of New Zealand adult 

expatriates (see Ward & Kennedy, in press). 
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Locus of control 

The sojourners' locus of control was assessed with Collins' (1974) modification 

of Rotter's (1966) Internal-External Locus of Control scale. Each item in this 15 

item scale contains attributional statements concerning an individual's 

perceived control over their life. Subjects rate their agreement or disagreement 

with each statement using a 5-point scale with endpoints of (1) 'disagree 

strongly' or (5) 'agree strongly'. Scores may range from 0 to 60 with lower 

scores revealing a more internal locus of control. This modified scale has 

proven reliable and valid in Ward and Kennedy's (1992) study of New Zealand 

expatriates abroad. 

Cultural Distance 

The concept of 'cultural distance' refers to the perceived difference between 

one's own culture and the culture of residence. Searle and Ward's original 

modification of Babiker, Cox and Millar's (1980) Cultural Distance Index (CDI) 

has proven reliable in studies with New Zealand expatriates (1992), and was 

employed in this research also. Subjects were required to compare their home 

culture with their host culture on features such as its 'climate' and 'pace of life'. 

With a five-point scale (1 = no different to New Zealand and 5 = extremely 

different to New Zealand), total scores on the 12 item scale are able to vary 

from O to 48, with high scores indicating that the individual felt the foreign 

culture to be extremely different from their own. 

Type and Amount of Contact 

How often the New Zealand expatriates interacted with (a) home nationals, (b) 

other nationality expatriates and (c) host nationals was investigated. Subjects 

were requested to rate the degree to which they interacted with the three 

nationalities in both social and employment settings. Using a five point scale, 

scores on each item were able to range from 0 (never) to 5 (very often). 
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Organisational Commitment 

Each individual's commitment to their employing organisation was measured 

with the often used Organisational Commitment Questionnaire (OCQ) scale 

developed by Porter and his colleagues (Porter, Steers, Mowday & Boulian, 

1974; Mowday, Steers & Porter, 1979). Subjects are requested to rate their 

responses to 15 items using a 7-point scale (1 = strongly disagree, and 7 = 

strongly agree). Scores are able to range from O to 90, with higher scores 

indicating a greater level of commitment to an organisation. The OCQ has been 

validated for use with business sojourners by Naumann (1993) in his study of 

152 U.S. business sojourners (alpha= .88). 

Procedure 

Participants for this research were sought from two sources: business 

organisations and personal acquaintances. 

Subjects Gained Through Organisations 

In order to determine those New Zealand organisations with employees on 

long-term overseas assignments, the Human Resource/Personnel managers of 

large business organisations were contacted. Those managers who expressed 

an interest in the research topic of expatriate adjustment and effectiveness were 

sent a report regarding the adjustment and effectiveness of business expatriates 

while offshore on assignment. If interested in involving employees in the 

research, the managers then either provided contact addresses of employees 

overseas (for the researcher to contact them with) or sent research-related 

material to the employees themselves. 

40 



Employees were first posted a letter of introduction (see Appendix 1) which 

both outlined and requested their future participation in the research. These 

were accompanied by letters from the Human Resource managers of their 

respective organisations, endorsing the research. In return for their 

participation, offshore employees were offered reports of the results. 

The introductory letter was followed by the posted questionnaire 

approximately two weeks later. Participation was voluntary in all instances. 

Each questionnaire posted to expatriates via their organisations included a 

due-date for the expatriates to return it by. In order to ensure their anonymity 

and to encourage candid responses, participating employees were asked to 

return their questionnaires to the University of Canterbury rather than to their 

organisation. 

Subjects gained through informal channels 

Friends or acquaintances of the researcher overseas at the time of the data 

collection were also sent letters of introduction and questionnaires. 
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RESULTS 

The results of this research will be presented in four parts. First the return rate, 

as well as preliminary and descriptive analyses of all variables will be outlined. 

Zero-order correlations were performed among the rest of the variables to 

identify the best predictors of each outcome variable ( as well as to check for 

multi-collinearity), and these results will be presented next. The results gained 

from 1-tests on selected dichotomously-rated variables will be outlined. Finally, 

I will describe the results of the regression analyses used to construct predictor 

models of each work and non-work outcome. 

Return Rates 

Two hundred and sixty-nine questionnaires were distributed to the employees 

of sixteen New Zealand business organisations, and 136 were returned -

providing a return rate of 50.6%. Four were returned incomplete and so were 

not included in the data analysis. Two others indicated that their overseas 

positions were permanent transfers and therefore did not fulfil the criterion of 

being overseas on assignment. They were discarded from further analysis also. 

A total of eleven acquaintances or acquaintances of friends of the researcher 

were sent questionnaires. Ten questionnaires were returned, giving a return 

rate of 90.1 % for this group. Three of these questionnaires returned were not, 

however, further utilised; one respondent was not employed at the time of 

completing the questionnaire, and the remaining two were employed overseas 

as teachers. As such, it was deemed that they did not fulfil the criteria of being 

employed in ''business". 
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Thus, from a total of 280 questionnaires posted to New Zealand expatriates, 146 

were returned: providing a return rate of 52.1%. Of these, 137 questionnaires 

were employed in the subsequent data analysis. 

Preliminary and Descriptive Data Analyses 

Preliminary data analysis was performed to ensure that the scales utilised in 

the research contained adequate levels of inter-item reliability. Using 

Cronbach's alpha, all of the scales proved highly reliable (see Table 2), 

particularly those designed to measure job performance and psychological 

adjustment. The results of the descriptive analyses are also presented in Table 

2, including the means and standard deviations of the major variables involved 

in this research. 

Scalar Reliability and Validity 

Scalar validity was provided by an intercorrelation matrix. Replicating an 

established finding in domestic I/0 literature, greater organisational 

commitment was correlated with an internal locus of control (r =-.33, 12<.000) 

(see Luthans, Baack and Taylor, 1987; Witt, 1990). Also, a relationship was 

found to exist between cultural distance and greater social interaction with 

expatriates from countries other than New Zealand (r =.41, 12 <.05). It is 

understandable that in highly foreign cultures, the sojourners are likely to be 

oriented towards socialising with other expatriates who also find social 

interaction in the foreign culture difficult to negotiate. 
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Zero-order Correlations 

In order to determine the best predictors of all four work- and non-work

related outcomes, and thereby restrict the number of predictor variables 

em.ployed in each regression analysis, zero-order correlations were conducted 

between the variables. The correlation matrix derived from. this analysis is 

presented in Table 3. 

TABLE2 

The Means, Standard Deviations, and Reliability Coefficients 

of All Scales.1 

Psyc Adjustment 

Socio-cult Adptatn 

Job Satisfaction 

Job Performance 

Extra version 

Locus of Control 

Cultural Distance 

Soc Contact - NZs 

- Expatriates 

- Locals 

Empl. Cont - NZs 

- Expatriates 

- Locals 

Org. Commitmnt 

1 N=137 

205.07 

57.63 

158.46 

62.16 

13.45 

19.16 

26.41 

2.05 

1.91 

1.69 

3.04 

2.21 

3.77 

62.79 

23.96 

7.91 

25.54 

15.15 

4.08 

8.24 

9.08 

1.02 

1.03 

0.97 

1.23 

1.44 

0.72 

12.57 

.94 

.75 

.85 

.95 

.79 

.81 

.89 

.83 
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The distinctiveness of the outcome variables as constructs is reflected in the 

degree to which they related to one another. Psychological adjustment was 

found to relate positively and significantly (I2,<.05) to the other outcome 

measures; the more psychologically adjusted the expatriates were, the more 

adapted they were socio-culturally (r = .20), the more satisfied they were with 

their jobs (.33), and the better they rated their own job performance (.23). The 

remainder of the outcome variables, however, were not related. More 

specifically, socio-cultural adaptation did not correlate with either of the other 

job-related dependent variables, and, as predicted, the two work-related 

dependent variables - job satisfaction and job performance - did not relate to 

each other (.08) either. 

A number of variables correlated with psychological adjustment to at least the 

.05 significance level: age (.24), locus of control (-.18), socio-cultural adaptation 

(.20), job satisfaction (.33) and job performance (.23). Socio-cultural adaptation 

was significantly related to the five variables of age (.20), extraversion (.16), 

cultural distance (-.53), social contact with locals (.24), and feelings of 

psychological well-being (.20). 

The work-related adjustment measure of job satisfaction correlated with 

education (.25), locus of control (-.43), employment contact with New Zealand 

expatriates (-.21), organisational commitment (.54), and feelings of 

psychological well-being (.33) at the .05 significance level. Job performance was 

significantly associated with extraversion (.31), social contact with expatriates 

from countries other than New Zealand (-.17), employment contact with other 

New Zealand expatriates (.18), organisational commitment (.22) and 

psychological adjustment (.23). 
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TABLE3 
Matrix of Zero-order Correlation Coefficients Among Major Variables 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 

1. Psych. Adjustmt. 
2. Socio-Cult Adapt. .20* 
3. Job Satisfaction .33* .13 
4. Job Performance .23* .10 .08 

Socio-demographics 
5. Age .24* .20* .09 .12 
6. Education -. 04 .14 .25* -.05 -.20* -

Personality Variables 
7. Locus of Control - .18* .08 -.43* -.09 -.04 -.25* -
8. Extra version .05 .16* .05 .31* -.09 .03 -.03 

Culture-related Vars 
9. Cultural Distance - .07 -.53* -.14 -.11 -.05 -.15 .03 -.12 
10. Length of Sojourn .03 .02 .03 .07 .17* .00 .08 .02 .09 

Intercultural Contact 
11. Social-NZers .03 .06 -.06 .03 -.17* -.07 .03 .05 -.08 -.11 
12. Social - Expats .12 -.16 -.13 -.17"· -.01 -.23* .06 -.02 .41* -.02 .38* 
13. Social - Locals .07 .24* .10 .06 .06 .00 .03 .19*-.14 .00 .00 .04 
14. Empl. - NZers .09 .11 .00 -.08 -.08 -.01 -.08 -.03 -.08 .03 .47* .16 -.14 
15. Empl. - Expats .08 .02 -.21 .11 .11 -.38* .25* -.07 .22 .05 .30 .51* -.05 .21* -
16. Empl. - Locals -.12 .00 -.11 -.12 -.12 -.14 .01 -.06 -.05 .01 -.24* -.08 .18* -.07 -.07 

Work-related Variables 
17. Org. Commitmt. .25* .00 .54* .10 .10 .09 -.33* .28* -.12 -.01 -.10 -.14 .11 -.08 -.08 -.16 

* to at least the .05 level of significance 



The pattern of correlations among the predictor variables indicated that the 

business sojourners tended not to bias their responses in favour of cognitive 

consistency. The correlations between the predictors ranged from -.38 to .41, 

which suggests that common method variance may not be a significant 

problem in this research. However, a problem with interpreting the significant 

findings from the correlation and t-test analyses at face value, is that some of 

the measures are likely to share variance, such as psychological adjustment and 

socio-cultural adaptation (see Searle & Ward, 1990). To control for this, and to 

construct predictive models, multiple regression analyses were conducted with 

all four of the dependent variables and the variables (predictor and outcome) to 

which they were significantly related. 

T-tests 

T-tests were conducted with two dichotomously-rated independent variables -

'prior experience of working overseas on assignment' and 'cross-cultural 

training experience'. Significantly lower levels of job performance were 

reported when expatriates had worked overseas prior to their current 

assignment (M = 2.35) than when they had worked overseas before (M = 2.56); ! 

(135) = 1.96, p.<.05. Prior overseas work experience did not, however, mediate 

scores on the remaining outcome variables of psychological adjustment (1 (135) 

= -1.00, n.s), socio-cultural adaptation (t (135) = 1.13, n.s.) and job satisfaction (1 

(135) = .60, n.s.). 
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The experience of cross-cultural training was not associated with greater 

feelings of psychological well-being (1 (135) = .-59, n.s.), job satisfaction (1 (135) 

= -1.93, n.s.), or a more effective job performance (1 (135) = .12, n.s.). Contrary to 

predictions, however, those expatriates who had undergone some form of 

cross-cultural preparation reported significantly less socio-cultural adaptation 

(M = 3.01) than those who had experienced no formal cross-cultural training 

whatsoever (M = 3.25); 1 (135) = 2.69, J2<.01. 

Multiple Regression Analyses 

The results of the regression analysis performed with the outcome variables are 

provided in Tables 4, 5, 6 and 7, and each will be described in turn. 

Multiple Regression Analysis: Predictors of Psychological Adjustment 

Controlling for the effects of shared variance, the regression coefficients for 

age, job satisfaction and job performance remained significantly associated 

with psychological adjustment (see Table 4). Work-related outcomes were 

found to affect the sojourners' feelings of general well-being; those with greater 

job satisfaction recorded greater levels of psychological adjustment as did 

those who rated their own job performance more positively. Age also 

facilitated psychological adjustment; older business sojourners felt a greater 

sense of psychological well-being in the overseas assignment. 
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However, contrary to predictions, neither an internal locus of control, nor the 

extent to which sojourners felt adapted to the foreign culture, were factors that 

mediated psychological well-being. The degree to which the business 

sojourners identified with the goals and objectives of their employing 

organisations did not remain associated with the psychological adjustment 

either. Thus, the variables of job satisfaction, job performance, and age were 

found to account for 22% of the variance in psychological adjustment, E (6,130) 

= 6.09, p.<.000. 

TABLE4 

Multiple Regression Analysis: Predictors of Psychological Adjustment 

Age .22 .01 

Locus of Control -.03 n.s . 

Organisational Commitmt . 00 n.s . 

Job Satisfaction .31 . 01 

Socio-cultural Adaptation .10 n.s . 

Job Performance . 17 .05 

R2 = .22 
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Multiple Regression Analysis: Predictors of Socio-cultural Adaptation. 

Consistent with correlation and ±-test analyses, cultural distance, social contact 

with host nationals, experience in cross-cultural training, and psychological 

adjustment were related to socio-cultural adaptation (see Table 5). As expected, 

the greater the disparity between the foreign culture and the culture of New 

Zealand, the more adaptation difficulty was experienced. Unexpectedly, cross

cultural training experience also had an adverse effect upon the sojourners' 

adaptation to the foreign culture. Nevertheless, more frequent social contact 

with host nationals resulted in greater levels of socio-cultural adaptation, as 

did greater feelings of well-being. 

TABLES 

Multiple Regression Analysis: Predictors of Socio-Cultural Adaptation 

Age .08 n.s . 

Extra version . 08 n.s. 

Cultural Distance - .47 .01 

Social Contact with Locals .15 .05 

Cross-cultural Training -.18 .05 

Psychological Adjustment .15 .05 

R2 = .38 
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Two factors which failed to remain significantly associated with socio-cultural 

adaptation once the effect of shared variance was controlled for, were age and 

locus of control. Nevertheless, 38% of the variance was accounted for by the 

variables of cultural distance, feelings of psychological well-being, social 

contact with host nationals, and cross-cultural training experience; E (6, 130) = 

13.41 J2<,000. 

Multiple Regression Analysis: Predictors of Job Satisfaction 

Five variables originally correlated with job satisfaction, and four remained 

associated once shared variance was accounted for (see Table 6). Expatriates 

with higher levels of psychological adjustment and a greater commitment to 

their respective organisations felt more satisfied with their overseas job. An 

internal locus of control also contributed towards a greater sense of job 

satisfaction, as did a greater level of education. 

TABLE6 

Multiple Regression Analysis: Predictors of Job Satisfaction 

Education .15 .05 

Locus of Control - .17 .05 

Organisational Commitmt .40 .01 

Employ. Contact - Expats -.04 n.s . 

Psychological Adjustment .20 . 01 

R2=.42 
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While older expatriates were expected to feel more satisfied with their jo?s, age 

did not impact upon job satisfaction at all. Forty-two percent of the variance in 

the sojourners' job satisfaction was explained by their education, locus of 

control, organisational commitment and psychological adjustment; E. (5,131) = 

19.18, 12<.000. 

Multiple Regression Analysis: Predictors of Job Performance 

The results for the final multiple regression with job performance are shown in 

Table 7. Consistent with the results of the correlation analyses, individuals 

with a greater sense of psychological well-being rated their job performance 

more highly, as did individuals with more extraverted personalities. While a 

greater amount of contact with other New Zealand expatriates at work 

contributed to a better job performance, individuals who socialised more with 

expatriates from other countries rated their own job performance more poorly. 

Those business sojourners with prior overseas work experience also rated their 

professional competence as less effective. 

TABLE7 

Multiple Regression Analysis: Predictors of Job Performance 

Extra version .30 .01 

Employment Contact - NZs .19 .01 

Social Contact - Expatriates -.21 .01 

Organisational Commitmt .03 n.s . 

Prior O'seas Work Exper. -.19 . 01 

Psychological Adjustment .23 .01 

R2=.26 
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While the sojourners' organisational commitment correlated with their job 

performance, it failed to do so after the variance between the predictor 

variables was accounted for. In conclusion, psychological adjustment, 

extraversion, prior overseas work experience, amount of employment contact 

with New Zealanders and frequency of social contact with expatriates of other 

nationalities accounted for 26% of the variance in job performance: E (6,130) = 

7.46, 12<.000. 
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DISCUSSION 

In the following discussion, I will first consider the results with respect to the 

exploratory questions and hypotheses raised in the introduction. Theoretical 

and practical implications of the results will then be discussed. Thirdly, the 

methodological limitations and conceptual issues will be considered, and 

finally, I will make suggestions for further research and draw to a conclusion 

this study of New Zealand business sojourners. 

Relations between Outcome Variables 

As predicted, psychological well-being and socio-cultural adaptation 

significantly correlated with each other. This finding is consistent with those 

gained by Ward and her associates (e.g. Searle & Ward, 1990; Ward & 

Kennedy, 1991; Ward & Searle, 1991), as well as other research on the 

association between depression and social skills deficits (see Haley, 1985 for 

example). Feelings of psychological well-being remained strongly associated 

with socio-cultural adaptation once the effects of other predictor variables were 

taken into account. As such, a greater sense of psychological well-being 

facilitates the ability of sojourners to interact with others and perform day to 

day activities while in the foreign milieu. 
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Once the variance of work-related outcomes was taken into account, the 

influence of socio-cultural adaptation over psychological adjustment was, 

however, significantly reduced. Socio-cultural adaptation has been a consistent 

predictor of psychological adjustment in Ward et al' s research, and Berry 

(Zheng & Berry, 1991; Chataway & Berry, 1989) views problems of social 

interaction as predictive of psychological and psycho-somatic symptoms. The 

current study failed to replicate this finding with business people. 

Given the business-related goals of the sojourn, it is understandable that work

related outcomes more strongly impacted upon the sojourners' psychological 

adjustment than did their adaptation to the foreign culture. Specifically, the 

more satisfaction they felt with the work-related conditions and responsibilities 

of the business assignment, and the more effective their professional 

competence, the greater their sense of psychological well-being. This finding 

attests to a 'spillover' between outcomes in the work domain and general 

psychological well-being, and this result is consistent with research in the 

domestic I/0 literature. Because individuals tend to be selected for overseas 

postings on the basis of a proven work record (Miller, 1972; Tung, 1988), their 

job involvement is likely to be great. As such, work is likely to be their 'central 

life interest' (Dubin, 1956, in Muchinsky, 1993) and their job satisfaction and 

professional competence important to their feelings of general well-being. 

Thus, in line with predictions, these results provide support for a reciprocal 

spillover relationship between psycho-affective responses in different life 

domains. 

55 



Consistent with domestic I/O research also, was the lack of a relationship 

between the sojourners1 job satisfaction and job performance. While not 

acknowledged by Parker and McEvoy (1993) in their research connecting the 

work adjustment of business sojourners to their job performance, extensive 

meta-analytic research in domestic I/O literature has revealed an illusory 

correlation between the constructs of job satisfaction and job performance (see 

Iaffaldino & Muchinsky, 1985). The relationship between job-related affect and 

behaviour cannot be viewed as simple or straightforward given the interaction 

between person and situation. 

However, the sojourners' psychological adjustment - a non-work-related 

measure of affect - was a mediating factor of their professional competence. 

Those expatriates with greater levels of psychological well-being rated their 

own job performance more highly. This result has limited support from 

scattered studies in domestic I/O literature which have found positive 

affectivity to be related to a more effective performance (e.g. George, 1991). The 

relationship between non-work adjustment and work-related adaptation in 

cross-cultural settings, however, warrants further investigation both in 

domestic and international research. 
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Models of Psychological Adjustment and Socio-cultural Adaptation 

In accordance with the different theoretical underpinnings of each construct, 

psychological adjustment and socio-cultural adaptation were expected to be 

predicted by distinctively different types of variables. Accordingly, the 

variance in socio-cultural adjustment was accounted for by mainly culture

related variables, whereas the psychological well-being of the business 

sojourners was mediated by work-related outcomes. 

Psychological Adjustment 

In addition to job satisfaction, age was the one other variable hypothesised to 

mediate the expatriates' sense of well-being that did so. The older the 

expatriate, the more psychologically adjusted they feel. This finding is of 

particular interest, considering that little research exists in the sojourner 

literature on socio-demographic variables. Age is one of the few such variables 

to generally relate to the adjustment of sojourners to a foreign culture (Church, 

1982). It may be that maturity brings with it experience and more well

developed coping strategies to accommodate changes in the overseas 

environment. 
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Over a number of studies, Ward and her colleagues have typically found 

personality characteristics to facilitate psychological well-being. Apart from the 

hypothesised predictor of age, this research failed, however, to replicate the 

predictive model of psychological adjustment developed by Ward and her 

colleagues. Instead, the goals of the business assignment impacted strongly 

upon the sojourners' sense of well-being. By not including a measure of the 

students' academic performance or enjoyment of school in the foreign culture, 

Ward and her colleagues may not have accounted for the ability of the 

students' sojourn goal to be a more powerful mediator of psychological 

adjustment than the factors examined in past research. 

Socio-cultural Adaptation 

The Social Learning theoretical framework suggests that the sojourner's 

adaptation to the foreign culture takes place as a result of learning or becoming 

accustomed to different cultural practices over time. Most of the factors 

hypothesised to mediate socio-cultural adaptation - cultural distance, social 

interaction, pre-departure training - did so, thus providing support for this 

framework's ability to explain the adaptation made by business sojourners to 

the foreign culture. 

As expected, the more the foreign culture differs from the culture of New 

Zealand, the less adapted expatriates are to the socio-cultural practices of the 

foreign environment. This is a consistent finding, both within Ward's research 

as well as the sojourner literature in general (Black & Stephens, 1989; Church, 

1982; Mendenhall & Oddou, 1985). 
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Also as predicted, increased social contact with locals results in greater 

adaptation to the foreign culture. Host nationals are helpful for their 

knowledge of the cultural norms and protocol, and sojourners may be able to 

model their own behaviour on that of host nationals. As such, the sojourners 

seem to pick up or learn more about the culture from the little social interaction 

with host nationals they do have, than the relatively greater time they spend 

with fellow-expatriates. 

One provocative finding - contrary to the direction of the initial hypothesis -

was that individuals who had received cross-cultural training were 

significantly less adapted to the foreign culture, and rated themselves as 

having more social difficulty. Given the significantly negative effect, the 

experience of cross-cultural training may have been successful in making 

sojourners more appreciative of cultural differences. As such, they may become 

more aware of how different their own behaviour or perception is to that of the 

host culture, and rate themselves as having more difficulty negotiating culture

related differences in the environment. If this awareness causes them also to 

change their own behaviour to that more culturally appropriate, they may 

become more interculturally effective in the long term. Ruben and Kealey 

(1979) and Kealey's (1989) findings certainly lend support to this notion. They 

found that those individuals who initially experienced more extreme 

adjustment difficulties in a foreign culture, went on to become more 

interculturally effective later. Obviously, a longitudinal research design would 

be best suited to investigate this assertion. 
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One intriguing result is the absence of a relationship between prior overseas 

work experience and socio-cultural adaptation. This null finding is contrary to 

both initial predictions and a variety of cross-cultural research which 

demonstrates the beneficial effects of prior cultural knowledge over sojourner 

adaptation (e.g. Klineberg & Hull, 1979; Pruitt, 1978). However, one possible 

explanation for this finding indicated by Church (1982), is that having an 

accurate prior knowledge of the norms, customs and values of the host culture 

is important, rather than a general understanding of cultural differences. 

Finally, the length of time spent by the business sojourners in the foreign 

culture did not facilitate their adaptation to the culturally-different 

environment. This is inconsistent with the results from a longitudinal study 

conducted by Ward and Kennedy (1992a) of Malaysian students in New 

Zealand. As the foreign students spent longer in the foreign culture, the degree 

to which they experienced cultural difficulties decreased. The findings of the 

present study are, however, consistent with other cross-sectional research by 

Ward and her associates which have failed to find a relationship between 

length of time overseas and socio-cultural adaptation (e.g. Searle & Ward, 

1990). 

Models of Work-related Adjustment and Adaptation 

Owing to the unique goals of a business-related sojourn and the findings (in 

recent research) of a work-related facet of adjustment, a second aim of this 

study was to extend Ward's research with the inclusion of a work-related 

adjustment outcome. Thus, the business sojourners' job satisfaction was 

examined. A work-related measure of adaptation was also included - that of 

job performance - and an associated aim was to build predictive models of 

each. Consistent with findings in domestic I/0 psychology, job satisfaction 
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was not related to job performance, and a different pattern of predictors 

accounted for the variance in each. While predominantly work-related 

variables predicted job satisfaction, an assortment of variables accounted for 

the variance in the business sojourners' job performance. 

Job Satisfaction. 

As mentioned previously, no general theoretical framework exists in I/O 

psychology to explain job satisfaction. In this research, it was conceptualised as 

a measure of work-related adjustment because it pertains to the affective 

reaction of sojourners to their work responsibilities and conditions. Mainly 

work-related factors have been linked to job satisfaction in the domestic I/O 

literature (see Naumann, 1993, for a review), and the one work-related variable 

of organisational commitment that was included in the research was strongly 

associated with job satisfaction. 

In line with predictions, organisational commitment correlated strongly (r = 

.54) with job satisfaction, and went on to account for most of its variance in the 

regression analysis. Those individuals who have a strong belief in the goals 

and values of their organisation, a willingness to exert effort on its behalf, and 

a strong desire to remain with it, are more satisfied with their job while 

overseas. While the danger of multi-collinearity between the two measures 

exists, enough research has been conducted in the domestic I/O literature (see, 

for example, Glisson & Durick, 1988; Griffin & Bateman, 1986) and the 

international work context (Naumann, 1993) to indicate a clear distinction 

between the two. Each have been found to be affected by a unique hierarchy of 

predictors. In any case, their strong relationship in the cross-cultural settings of 

this research replicates the relationship found to exist in domestic industrial 

settings. 
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It is important to note that a controversy exists in I/0 psychology as to the 

direction of causality between organisational commitment and job satisfaction. 

Studies using both as dependent variables have found the two constructs to 

interact strongly (Williams & Hazer, 1986, in Naumann, 1993). From the results 

of their longitudinal study, Farkas and Tetrick (1989) concluded that job 

satisfaction and organisational commitment are differentially related over time 

and that the relationship may be cyclical or reciprocal. Nevertheless, this issue 

reveals a shortcoming of the present study that will be discussed later. 

As hypothesised, a greater internal locus of control facilitates the degree to 

which sojourners' are satisfied with their jobs. Consistent with research in 

domestic I/0 psychology (e.g. Achamamba & Kumar, 1989; Bein, Anderson & 

Maes, 1990), those sojourners who feel a general sense of control over their 

lives are more satisfied with work-related responsibilities and conditions while 

in the foreign environment. It is plausible that for business sojourners a greater 

sense of general control over life outcomes impacts positively upon their 

affective reaction to work, because of the centrality of work to their lives and 

aspirations. 

Contrary to predictions, age was not associated with the sojourners' job 

satisfaction. This is inconsistent with domestic I/0 literature (e.g. Brush, Moch 

& Pooyan, 1987; Glisson & Durick, 1988). One possible explanation for the null 

finding is that the influence of socio-demographic variables is diminished by 

the inclusion of psychological variables in the research. For example, White and 

Spector (1987) found that the impact of age upon job satisfaction was removed 

by the inclusion of locus of control. 
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Greater interaction with other New Zealanders while overseas was predicted 

to impact positively upon the sojourners' job satisfaction, but did not. This is 

contrary to an assumption in the domestic I/O literature that compatibility and 

overall similarity between co-workers facilitates job satisfaction. An 

explanation for the finding in the present study is that business expatriates are 

more task or career-oriented than those who work in domestic settings. Indeed, 

Gomez-Mejfa and Balkin (1987) found that career-related items were the major 

determinants of overall satisfaction with the business assignments abroad for 

the business sojourners in their study. 

Job Performance 

The performance competence of business people while on assignment overseas 

has rarely been examined in cross-cultural transition literature. The general 

finding in I/O literature is that the variance associated with measures of job 

performance is hard to account for, given the continuous interaction between 

person and environment. 

Those sojourners who perceive themselves as being highly extraverted rate 

their job performance as more superior. There are mixed findings as to the 

importance of personality traits upon affective and behavioural outcomes in 

cross-cultural settings (see Ward & Kennedy, 1993c) due to the inevitable 

interaction between person and situation. However, a highly sociable and 

outgoing persona is one personality characteristic found to facilitate greater 

levels of job performance in domestic business settings (Tett et al, 1991). Given 

the varied settings in which the expatriates were located (27 different 

countries), those business sojourners who are primarily oriented to the outer 

world of people, action and objects, and who get involved in whatever is 

happening around them, can be seen to consistently perform more effectively 

across a variety of business settings. It may be that more extraverted business 
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people have greater social 'networks', which enable them to source, and 

ultimately consummate, highly profitable business opportunities. 

Interestingly however, social interaction, however, is seen to both facilitate as 

well as inhibit sojourner performance competence in intercultutal work 

settings. Specifically, greater contact with other New Zealand expatriates in an 

employment-related capacity increases the performance effectiveness of the 

business sojourners, whereas increased social contact with expatriates from 

other countries has a detrimental effect upon their job performance. The 

former result may be because the New Zealand sojourners are working in a 

more familiar work environment by Western standards. However, with a lack 

of previous research and little information regarding the quality of the contact, 

it is difficult to account for the latter finding. 

Sojourners with prior overseas work experience rate their own professional 

competence more poorly. This is counter-intuitive, given that prior overseas 

experience in general has been found to benefit the adaptation of sojourners to 

foreign cultures (see Klineberg & Hull, 1979). A possible explanation for this 

result is that their past exposure to overseas business practices has increased 

their awareness that business practices and work-related interpersonal 

interaction in foreign work environments may be governed by quite diverse 

cultural norms. Caldwell and O'Reilly (1982) assert that self-assessment 

requires sensitivity to social cues and behaviour modification. Obviously in a 

foreign culture, sojourners without past overseas experience are more likely to 

misinterpret the social cues of host nationals, because they may not appreciate 

the existence of different cultural norms associated with behavioural 

competence. With a realisation of culturally diverse norms, they may view 

their own professional competence in the foreign work setting as less effective. 
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Theoretical and Practical Implications 

A major aim of this research was to distinguish between work and non-work 

outcomes of sojourner success with the sojourning group of business people on 

assignment overseas. This research supports the necessity of a clear-cut 

distinction between the affective and behavioural outcomes in two life 

domains - those of work and non-work - given that all outcomes were 

predicted by a different pattern of variables. 

Social Learning theory was used to propose the means by which sojourners 

acquire the skills and behaviour appropriate in a foreign culture. By 

successfully replicating Ward et al's research conducted with international 

exchange students and adults, it appears to be an effective theoretical 

framework for understanding the adaptation of business sojourners to a 

foreign culture. Cultural distance, cross-cultural training, social contact with 

host nationals and psychological well-being are factors that have been found to 

mediate the adaptation of sojourners to different cultural environments 

consistently. 

Alternatively, the clinically-oriented Stress and Coping model was employed 

to explain the affective reaction of the sojourners to the unfamiliar culture and 

the process of adjustment that is involved. An underlying assumption of the 

model is that a foreign culture has a pervasive impact upon sojourners, 

regardless of their sojourn goal, and will comprise the central stressor of their 

life while overseas. However, this research does not replicate the predictive 

model of psychological adjustment gained by Ward and her associates; the 

psychological well-being of the business expatriates is found to be mediated by 

work-related outcomes, rather than by personality or by factors associated with 

the change in culture. The importance of job satisfaction and job performance 
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to the sojourners' general psychological well-being is perhaps unsurprising 

given the likelihood that they are exceptional performers in their field of work 

and likely to be highly work-oriented. 

An additional explanation for the reciprocal relationship between 

psychological adjustment and job satisfaction is provided by domestic spillover 

theory. Well-being in one life domain is expected to overflow into other life 

domains. While not extensively researched in international settings, this theory 

has been supported by the cross-cultural research of Lance and Richardson 

(1988) with insulated sojourners, who found satisfaction in the domain of work 

to relate to satisfaction in the sojourners' life outside of work. Thus, adjustment 

difficulties that ultimately result in early returns or failed assignments may be 

provoked by personal or professional factors, rather than only culture-related 

variables. 

The general pattern of results gained in this research indicates that the 

acquisition of culturally different skills and behaviour is of less importance to 

the sojourners' general psychological adjustment once their sojourn goals are 

considered. This is interesting, given the assumptions in cross-cultural 

transition literature that transitions are assumed to affect business sojourners 

adversely, and that the maladjustment of the sojourner to the foreign 

environment then proceeds to render them incapable of performing their jobs 

effectively (Black, 1988; Tung, 1988). 
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A plausible explanation for this pattern of results is that, while overseas, the 

business sojourners live and work in what is described as a "cultural bubble", 

where they interact mainly with individuals who are similar to themselves.l As 

such, they maintain such a superficial involvement with the foreign culture 

that their own attitudes or behaviour are likely to remain what they were prior 

to the offshore assignment. While this explanation is challenged by the extent 

to which the sojourners interact with locals while at work (M = 3.77, where a 

score of four indicates that they interact with locals at work 'often'), the effect 

of regular contact may also be minimised due to a superficial level of 

interpersonal interaction. The diffusion of cultural values through interaction 

with locals at work may be further inhibited by the sojourner occupying a 

higher status position. Conceivably, the higher the status of the sojourner, the 

less adjustment they are compelled to make themselves. 

It may also be that New Zealand organisations overseas are operated with 

similar working conditions and responsibilities to those in New Zealand, 

providing a strong and consistent 'organisational culture'. In large international 

organisations, general business practices and objectives may be organisation

specific, rather than culture-specific. 

1 It is important to note that the cultural bubble may serve as a protective function against the 

stress and anxiety provoked by the foreign environment and intercultural encounters (see 

Church, 1982, for a short review of the literature on 'social enclaves'). 
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Alternatively, as a result of global competition, business practices in general 

may be internationally similar. Haire, Ghiselli and Porter (1963, 1966) surveyed 

2,800 managers in 11 developed countries, for their management-related 

cognitive patterns, motivation levels and leadership beliefs. One finding was 

that only narrow differences existed across the various countries on many 

items. Thus, some business practices may not differ significantly across 

cultures. 

A final explanation for the lack of a relationship found between culture- and 

work-related variables (or indeed my other findings) in this study, is that the 

sample itself is peculiar in some way. Individuals who became psychologically 

maladjusted or who were not performing effectively while in the foreign 

culture may have returned home early, or may not have responded 

enthusiastically to a questionnaire requiring them to comment on their 

overseas experiences. 

However, this explanation is challenged by the diverse characteristics of the 

sample. The sojourners themselves hold professional, supervisory, senior and 

middle management positions overseas, are employed by a variety of 

organisations from a number of product and service industries, and are 

situated in 27 different countries across five continents. Also, a number of well

established findings from the cross-cultural transition and I/0 literatures have 

been successfully replicated. For example, individuals with greater job 

satisfaction evinced more commitment to their organisations (see Glisson & 

Durick, 1988; Naumann, 1993; Schneider, 1985), as well as a more internal locus 

of control (see White & Spector, 1987), and offshore employees who rated their 

own performance highly also tended to be more extraverted in personality (see 

Tett et al, 1991). 
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Practical Implications 

Obviously the results of this research have important ramifications regarding 

the selection of business people posted on offshore assignments. Academics 

continuously bemoan the practices of organisations regarding their selection of 

business people for overseas assignments. Employees tend to be selected on 

the basis of their prior job performance - with little consideration for their 

ability to adjust or adapt to the foreign culture (see, for example, Tung, 1988). 

However, the job satisfaction and professional competence of the sojourners 

did not seem to be affected by cultural factors, and the selection of business 

people based on their past performance in the home culture is seen to be 

appropriate in the light of the results gained in this research.2 The high return 

rates of U.S. business expatriates have traditionally been attributed to the 

inability of the sojourners to adjust to the foreign culture (Tung, 1988). This 

empirically-untested assumption may be premature, given that job-related 

factors are generally found in domestic I/0 and international research to be 

most responsible for turnover (see Black, 1988, 1990; Naumann, 1993; 

Schneider, 1985). 

Business sojourners with prior offshore experience tend to rate their own 

performance more poorly, and those with cross-cultural training view 

themselves as less adapted to the foreign culture. However, longitudinal 

research is required before conclusions can be reached regarding the 

effectiveness of cross-cultural training or prior overseas work experience. It 

may be that these factors cause initial difficulties, but go on to facilitate greater 

socio-cultural adaptation and job performance later (see Ruben & Kealey, 

1979). 

2 While not reported in the results, expatriates were asked to rate their job performance prior 

to transferring overseas on assignment. Their past and present job performance were highly 

correlated (r = .70). 
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Methodological Limitations and Conceptual Issues 

While a number of provocative findings were gained in this study, a number of 

limitations do exist. One is the extent to which the results were contaminated 

by problems associated with common method variance. All research measures 

were contained within a single questionnaire and were rated by one 

(unsupervised) respondent. However, it is hoped that this problem may have 

been limited to a certain extent with the careful placement of variable measures 

in particular sections of the questionnaire. Also, it is unlikely that subjects 

would have biased their responses in an effort to keep their answers consistent 

given the length of the questionnaire. 

The use of multiple regression analysis to construct predictive models of 

sojourner adjustment and adaptation assumes that variables are temporally 

sequenced. While some predictor variables (e.g. extraversion, locus of control, 

cultural distance and education) are clearly antecedents of the work- and non

work-related outcomes, the interrelationship and direction of causality between 

some of the variables should be explored in future research. Evidence exists in 

the domestic I/0 literature of a reciprocal causal relationship between 

organisational commitment and job satisfaction (Farkas & Tetrick, 1989, in 

Naumann, 1993), and spillover theory accounts for the relationship between 

psychological adjustment and job satisfaction. However, the direction of 

causality between these variables remains unknown and thus also remains to 

be determined in future research. 
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An aim of this study was to examine a behavioural work-related measure of 

overseas success, and, in order to do so, sojourners were required to rate their 

own performance in the foreign culture. While all sources of ratings are able to 

be contaminated by subjectivity and inaccuracy, intuitively one would assume 

self-ratings particularly so. However, self-rating has been found to be a 

surprisingly reliable and valid method of performance appraisal (see Aram et 

al, 1972; Mabe & West, 1982, Shrauger & Osberg, 1981, in George & Smith, 

1990). 3 Furthermore, the intended purpose of a performance appraisal tends to 

contribute to the objectivity and accuracy of an individual's self-rating 

(Latham, 1986): individuals rating themselves for research purposes are less 

likely to suffer from 'motivated inaccuracy' (Tett et al, 1991). In a study by 

DeNisi and Shaw (1977; in George and Smith, 1990), no evidence was found of 

social desirability moderating the relationship between self-assessment and 

ability test scores. It was expected, then, that any self-rated scores of job 

performance in this research would not be overly biased by errors of leniency. 

A multi-faceted measure of job performance was employed to redress some of 

the methodological problems of job performance measures used in past cross

cultural research (e.g. Parker & McEvoy, 1993), including items on the 

following components: technical knowledge and performance, analytical 

ability and judgement, client relations, communication skills, planning and 

productivity, personal characteristics and work relationships. While I/0 

research has acknowledged the multi-dimensional nature of work 

performance, measures of job performance in cross-cultural research generally 

do not. 

3 In their meta-analysis of the I/O literature on the job satisfaction-job performance link, 

Iaffaldino and Muchinsky (1985) found that the type of rater (self- vs. supervisors or peer 

ratings) used to rate performance did not significantly affect the correlations of the two 

constructs. This further supports the use of self-ratings when appraising job performance. 
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However, the internal reliability of the job performance scale (.95) used in this 

research indicates that the sojourners did not rate their performance of each 

facet very differently. Subjects answered all 25 items in the scale so consistently 

that one item alone would have been sufficient for the expatriates to measure 

their own job performance with. Thus, the business sojourners appear to view 

their own job performance heuristically, and, as such, do not discriminate 

between their performance on each job component. 

This finding highlights a possible limitation of this research: specifically, the 

validity of self-assessment as a method of measuring any behavioural outcome. 

Most of the sojourner research has been concerned with the adjustment of the 

sojourner to the foreign culture, and self-ratings are eminently suited to the 

measurement of attitudes and feelings (i.e. psychological well-being or 

satisfaction). However, as Ruben (1989) notes, a sojourner's appraisal of his or 

her own behavioural competence may be more a function of intention that 

actual behaviour and may be contaminated by errors of leniency. 

Obviously it is important to gain an understanding of the sojourners' own 

perceptions of their performance competence while on assignment overseas, 

but the value of gaining the perspectives of others and of more 'objective' 

measures cannot be ignored. Self, supervisory or peer ratings are all able to 

account for unique variance in the criterion that they explain, with supervisors 

focusing on administrative components of the job, peers on the relational 

aspects of the job, and self-appraisals on the competence and skill of the ratee 

(Borman, 1992; Zammuto, London & Rowland, 1982, in Latham, 1986). Ratings 

of sojourner performance competence by host nationals may also identify the 

existence of culturally diverse criteria of what it means to be 'effective'. 

72 



Future Research 

One of the main findings to emerge from this research is the importance of the 

sojourn goal to psychological adjustment. It is evident from research with 

technical advisors and foreign students that the primary goals of the 

assignment are greatly influential upon the adjustment of the sojourner (see 

Church, 1982). This study found that the work-related outcome variables were 

important predictors of the business sojourners' psychological adjustment, and 

the existence of distinctive models of adjustment and adaptation in two life 

domains. Thus, it may not be possible or even appropriate to develop general 

cross-cultural transition models without accounting for different sojourn goals. 

To what extent this applies to other sojourning groups is an issue which 

warrants further research. 

The utility of integrating the two fields of Industrial/Organisational and Cross

cultural psychology is apparent from the replication of a number of domestic 

I/0 findings in this and other international research (e.g. Black, 1988; 1990; 

Naumann, 1993). More research is, however, required to better illuminate the 

factors that facilitate an individual's work adjustment and adaptation while in 

a foreign culture. For example, this study focused predominantly upon 

personal characteristics and culture-related variables as predictors of work and 

non-work outcomes. However, consistent with findings in domestic 1/0 

literature, job and organisational characteristics were found by Naumann 

(1993) and Black (1988, 1990) to be more effective predictors of work-related 

outcomes than worker characteristics. 
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Out of the 137 expatriate subjects involved in the research, the population 

sample comprised only seven females (5.1%). As such, the results of this study 

generally reflect the work and non-work experiences of male business people. 

This is not, however, unusual in business sojourner research - the research of 

Black (1988, 1990) and his associate, Gregersen (1990) was conducted purely 

with male business sojourners. Nevertheless, gender differences may exist in 

the results of some of the scales. For example, female employees typically rate 

their job satisfaction more highly than males (McNeely, 1984; in Naumann, 

1993). Thus, further research on the experiences of female expatriates 

specifically is justified. 
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Conclusion 

New Zealand business people have more responsibility than the New Zealand 

government for developing relationships with other countries and fostering 

economic growth. As the Porter Report in 1991 stated: "Companies, not 

governments, are on the front line of international competition" (Ministry of 

Foreign Affairs and Trade, 1993: 3). Despite the globalisation of the world 

economy, the ability of New Zealand business people to adjust and function 

effectively in foreign cultures, has not received empirical investigation to date. 

While there are similarities between the results of this study and those gained 

by Ward and her colleagues' with student and adult sojourner populations, 

there are also some significant differences. This study with business people 

found that their difficulty adapting to the foreign culture did not greatly 

impact their psychological adjustment, job satisfaction or job performance; 

rather work-related outcomes constituted the greatest stressor for the 

expatriates overseas on assignment. The importance of integrating the fields of 

cross-cultural and industrial psychology for future research is highlighted for a 

more rounded understanding of the complex relationship between work and 

non-work outcomes of overseas success. 
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APPENDIX1 

Department of Psychology 
University of Canterbury 
Private Bag 4800 
Christchurch 
NEW ZEALAND 

APPENDICES 

Contact numbers: (03) 366-7001 extn 8083 (university) 
(03) 352-2901 (home) 

Facsimile: 0064 - 3 - 364 - 2181 (Psychology department) 

15 April, 1993 

Dear _(name)_ 

My name is Kirsty Pilcher and I am a postgraduate student of Industrial 
Psychology at the University of Canterbury. I am conducting research with 
expatriates from a number of New Zealand organisations currently on overseas 
assignments. You have been nominated as a potential participant in this 
research by M_(name ) __ , __ Qob title)_ for __ ( organisation)_ 

When individuals are transferred to a foreign culture, they are subjected to a 
variety of changes in their surroundings, including differences in climate, 
language, food, as well as local customs and courtesies. Cultural change like 
this may impact upon an individuals feelings of well-being, as well as their 
effectiveness - both personally and professionally. 

With very few studies of expatriate New Zealanders having been conducted to 
date, little is known about the ability of New Zealand business people to adjust 
and work on overseas assignments. This research will endeavour to gain more 
of an understanding about the effects of a cultural transfer upon New Zealand 
business people. 

A questionnaire will be posted to you during May. While it is a voluntary 
exercise, your participation would be greatly appreciated. All participants will 
be provided with an overview of the research on expatriation and cross
cultural adjustment, including the results and conclusions drawn from this 
study done with a sample of New Zealand business people. 

Many thanks, 



APPENDIX2 

A Survey of New Zealand Expatriates 
Currently on Overseas Assignment. 

When individuals are transferred to a foreign culture, they are subjected to a 
variety of changes in their surroundings, including differences in climate, 
language, food, as well as local customs and courtesies. Cultural change like 
this may impact upon an individual's feelings of well-being and their 
effectiveness - both personally and professionally. 

With very few studies on expatriate New Zealanders having been conducted to 
date, little is known about the ability of New Zealand business people to adjust 
and work on overseas assignments. This research will endeavour to gain more 
of an understanding about the effects of a cultural transfer upon New Zealand 
business people. 

This study has been developed for the purpose of examining your experience 
of working overseas as a New Zealand business expatriate. The questionnaire 
includes questions about the following; 

(a) your experience of working in a foreign culture; 
(b) your experience of living in a foreign culture; 
(c) some of your background details, as well as some of your personal values 

and beliefs. 

For the survey to be useful, it is vital that a high rate of response is obtained 
from those expatriates invited to participate. It is also important that each 
question is answered as thoughtfully and as frankly as possible. 

The completed forms will NOT be seen by any employee of your organisation. 
I will be processing the completed questionnaire here at the University of 
Canterbury, and the summaries of the responses will be treated in statistical 
form so that individuals cannot be identified. Every response therefore will 
retain COMPLETE CONFIDENTIALITY. Only summary information and data 
will be reported back to your organisation and other participants. 

Your participation is greatly appreciated - many thanks in advance for your 
time and effort. 

Kirsty Pilcher 
Department of Psychology 
University of Canterbury 
Christchurch, New Zealand 
9th May, 1993 



INSTRUCTIONS 

1. I apologise in advance for the length of the questionnaire - it should not, 
however, take longer than 30 to 45 minutes to complete. It may be helpful to 
read throughout the whole questionnaire before beginning. You may prefer 
to work at the questionnaire on more than one occasion. 

2. The items in the questionnaire are generally in one or two forms. The 
majority of the questions either (a) require you to rate your response to a 
number of statements by using the numerical scale provided, or (b) to circle 
the response that best describes your reaction to a statement. The scale you 
are required to use will be shaded slightly for easy reference; e.g. 

(a) Please express your reaction to each statement by indicating your response on a 1 
to 5 scale as follows: 

Mark our answer (1, 2, 3, 4 or 5) in the answer column to the left of the a e. 

A part of the questionnaire requires you to fill in spaces with brief written 
responses. These questions pertain to your personal details; e.g. 

1 (a). What country are you currently residing in? ....................................... .. 
(b ). Len th in this coun to date (in months) ........................................... . 

3. Please answer every question - the questionnaire is not able to be used if any 
items are left unanswered. 

4. Please be as thoughtful and as frank as you can in your response to the 
questions. Your individual answers will remain confidential and will not be 
able to be identified. 

5. You may like to make a photocopy of your completed questionnaire. The 
photocopy would be for your own personal records and may help you make 
comparisons with the general results of the survey when these are available 
at a later date. 

6. Please return the completed questionnaire in the accompanying envelope to 
me at the University of Canterbury by the (_date_). 

7. A copy of an overview about the research on cross-cultural transfers, 
including the results of this study, will be available from your organisation 
at a later date. Alternatively, if you would like to be sent a copy, please 
include your name and address below: 



Background Information 

If the question is not applicable to you or your situation, write n/a. Please 

answer all items. 

1. (a). What country are your currently residing in? ........................................ .. 

(b). Length in this country to date (in months) ............................................. .. 

(c). How long is your overseas assignment expected to be for in total? 

(in months) ...................... .. 

2. Ethnic group: European ( ) Maori ( ) 

(please tick) Other ( ) Specify ................................................ .. 

3. Age (years/months) ............................................................................................ . 

4. Sex: Male ( ) Female ( ) 

5. Marital status: Single ( ) 

Divorced ( ) 

Married ( ) 

Widowed () 

De Facto ( ) 

6. If you are married or have a partner, is that person living overseas with 

you? Yes ( ) No ( ) 

7. (a). Number of children (if any) ...................................................................... .. 

(b ). Number of children currently residing with you while overseas ....... .. 

8. What is the highest level of formal education that you have completed? 

Primary ( ) Secondary ( ) Diploma ( ) 

Degree ( ) Post-graduate degree/ diploma ( ) 

9. (a). Current occupation ...................................................................................... . 

(b ). Number of months experience in this occupation ................................. .. 

10. (a). Name of organisation you are currently employed by ......................... .. 

(b ). Length of employment with this organisation to date (months) ......... .. 

11. Is your present job similar to the one you did immediately prior to your 

oostirnr overseas? YES ( ) NO ( ) 



12. (a). Have your previously resided overseas (i.e. lived in one place for 

over four weeks)? YES ( ) NO ( ) 

(b). If so, how many countries (other than New Zealand) have you 

resided in prior to your current overseas assignment ............................ . 

( c). Total number of months spent residing overseas prior to overseas 

assignment ................................................................................................... .. 

13. (a). Have you previously worked overseas? YES ( ) NO ( ) 

(b ). Total number of months working overseas prior to current 

assignment. ................................................................................................... .. 

(c). Have you performed your current job (or a similar one) overseas 

before? YES ( ) NO ( ) 

(d). If so, for how many months? ..................................................................... .. 

14. (a). Have you received any formal technical training for your overseas 

assignment? YES ( ) NO ( ) 

(b). If so, was this before or after departure from New Zealand? 

BEFORE ( ) AFTER ( ) 

15. (a). Have you received any formal cross-cultural training for your 

overseas assignment? YES ( ) NO ( ) 

(b). If so, was this before or after departure from New Zealand? 

BEFORE ( ) AFTER ( ) 

(c). Type of training (i.e. seminars, role-plays, language tuition) .............. .. 

(d). How many hours of formal cross-cultural training (if any) did you 
• C • ? receive 1or your overseas assignment. . ................................................... .. 

(e). How many hours of cross-cultural preparation did you do yourself 
. t . t? prior o your overseas ass1gnmen . .. ........................................................ . 



Cultural Distance 

Use the scale below to rate how life in your new culture differs from your 

experiences in New Zealand. 

Please respond to each aspect by placing a number (1, 2, 3, 4 or 5) in the 

parenthesis to the right of each statement. Please answer all items. 

1. Climate ( ) 1. 

2. Clothing ( ) 2. 

3. Language ( ) 3. 

4. Food ( ) 4. 

5. Material comfort (e.g. standard of living) ( ) 5. 

6. Recreational activities, entertainment ( ) 6. 

7. Employment conditions ( ) 7. 

8. Religion ( ) 8. 

9. Family structure and family life ( ) 9. 

10. Pace of life. ( ) 10. 
11. Social customs ( ) 11. 

12. Politics ( ) 12. 



Amount Of Contact 

The following section examines how often you have contact with co
nationals (New Zealanders), other foreign nationals (expatriates) and host 
nationals (local people). 

Use the following scale to indicate the frequency of your contact with these 
people for various activities. Mark your answer (1, 2, 3, 4 or 5) in the 
appropriate parentheses. 

with: Frequency of contact 

for: 
New Zealanders 

1. Social Activities 
( contact for personal, 
social and recreational 
activities) 

2. Employment Activities 
( contact in the course 
of paid or voluntary 
work) 

3. Domestic Activities 
(contact in domestic 
or service industries, 
e.g. home help, 
shopkeepers) 

( ) 

( ) 

( ) 

Expatriates Locals 

( ) ( ) 

( ) ( ) 

( ) ( ) 



Locus of Control 

Please express your reaction to each statement by indicating your response 
on a 1 to 5 scale as follows: 

Mark your answer (1, 2, 3, 4 or 5) in the answer column to the left of the page. 
Read each item carefully, but give your immediate response. 

_1. Without the right opportunities one cannot be successful. 

_2. Most people do not realise the extent to which their lives are controlled 

by accidental happenings. 

_3. Getting a good job depends mainly on being in the right place at the 

right time. 

_4. Unfortunately, an individual's worth often passes unnoticed no matter 

how hards/he tries. 

_5. Many times I feel I have little influence over what is happening to me. 

_6. Many times success tends to be so unrelated to work that making an 

effort is really useless. 

_7. Sometimes I feel that I do not have enough control over the direction 

my life is taking. 

_8. Many of the unhappy things in people's lives are partly due to bad luck. 

_9. Most of us are victims of forces we can neither understand nor control. 

10. It is not always wise to plan too far ahead because many things just 

turn out to be a matter of good or bad fortune. 

_11. Most of the time I cannot understand why people behave the way they 

do. 

_12. Many times we might as well decide what to do by tossing a coin. 

_13. Sometimes I cannot understand how bosses arrive at the performance 

evaluations they give. 

_14. Who gets ahead often depends on who was lucky enough to be in the 

right place first. 

_15. There is really no such thing as luck. 



Extraversion 

1.Do you have many different hobbies? YES NOL 

2.Are you a talkative person? YES NO2. 

3.Are you rather lively? YES NO3. 

4.Can you usually let yourself go and enjoy yourself at a 

party? YES NO4. 

5.Do you enjoy meeting new people? YES NOS. 
6.Do you tend to keep to the background on social occasions? YES NO6. 
7.Do you like going out a lot? YES NO7. 

8.Do you prefer reading to meeting people? YES NOB. 

9.Do you have many friends? YES NO9. 

10.Would you call yourself happy-go-lucky? YES NOl0. 

11.Do you usually take the initiative in making new friends? YES NOll. 

12.Are you mostly quiet when you are with other people? YES NO12. 

13.Can you easily get some life into a rather dull party? YES NO13. 
14.Do you like telling jokes and funny stories to your friends? YES NO14. 

15.Do you like mixing with people? YES NO15. 

16.Do you nearly always have a 'ready answer' when people 

talk to you? YES NO16. 

17.Do you like doing things in which you have to act quickly? YES NO17. 

18.Do you often take on more activities than you have time for? YES NO18. 

19.Can you get a party going? YES NO19. 

20.Do you like plenty of bustle and excitement around you? YES NO20. 
21.Do other people think of you as being very lively? YES NO21. 



Organisational Commitment 

Listed below are a series of statements that represent possible feelings that 
individuals might have about the company or organisation for which they 
work. With respect to your own feelings about the particular organisation 
for which you are now working, please indicate the degree of your 
agreement or disagreement with each statement by giving each statement a 
score based on the scale below: 

(Score) 
1. I am willing to put in a great deal of effort beyond that normally 

expected in order to help this organisation be successful. 

2. I talk up this organisation to my friends as a great organisation to 

work for. 

3. I feel very little loyalty to this organisation. 

4. I would accept almost any type of job assignment in order to keep 

working for this organisation. 

5. I find that my values and the organisation's values are very similar. 

6. I am proud to tell others that I am part of this organisation. 

7. I could just as well be working for a different organisation as long as 

the type of work were similar. 

8. This organisation really inspires the very best in me in the way of 

job performance. 

9. It would take very little change in my present circumstances to cause 

me to leave this organisation. 

10. I am extremely glad that I chose this organisation to work for, over 

others I was considering at the time I joined. 

11. There's not too much to be gained by sticking with this organisation 

indefinitely. 

12. Often, I find it difficult to agree with this organisation's policies on 

important matters relating to its employees. 

13. I really care about the fate of this organisation. 

14. For me, this is the best of all possible organisations for which to 

work. 

15. Deciding to work for this organisation was a definite mistake on 



Job Satisfaction 

Think of your present work. What is it like most of the time? 

WORK ON PRESENT JOB 

Fascinating 

Routine 

Satisfying 

Boring 

Good 
Creative 

Respected 

Hot 

Pleasant 

Useful 

Tiresome 

Healthy 

Challenging 

On your feet 

Frustrating 
Simple 

Endless 

Gives sense of accomplishment 



Think of the pay you get now. How well does each of the following words 
describe your present pay? 
PRESENT PAY 

Income adequate for normal expense 

Satisfactory profit sharing 

Barely live on income 

Bad 

Income provides luxuries 

Insecure 

Less than I deserve 

Highly paid 

Underpaid 

Think of the kind of supervision that you get on your job. How well does 
each of the following words describe this supervision? 

SUPERVISION ON PRESENT JOB 

Asks my advice 

Hard to please 

Impolite 

Praises good work 

Tactful 

Influential 

Up-to-date 

Doesn't supervise enough 

Quick tempered 

Tells me where I stand 

Annoying 

Stubborn 

Knows job well 

Bad 

Intelligent 

Leaves me on my own 

Around when needed 



Think of the majority of the people that you work with now or the people 
you meet in connection with your work. How well does each of the 
following words describe these people? 
PEOPLE ON YOUR PRESENT JOB 

Stimulating 

Boring 

Slow 

Ambitious 

Stupid 

Responsible 

Fast 

Intelligent 

Easy to make enemies 

Talk too much 

Smart 

Lazy 

Unpleasant 

No privacy 
Active 

Narrow interests 

Loyal 

Hard to meet 

Think of the opportunities for promotion that you have now. How well does 
each of the following words describe these? 

OPPORTUNITIES FOR PROMOTION 

Good opportunities for promotion 

Opportunity somewhat limited 
Promotion on ability 

Dead-end job 

Good chance for promotion 

Unfair promotion policy 

Infrequent promotions 

Regular promotions 



Job Performance 
Think about your work performance. For the most part, how do you rate 
your performance on the following aspects of your job - both in the job you 
did immediately prior to your overseas assignment AND currently while on 
your overseas assignment? 

Using the following 1- 6 scale to rate your performance, place a number (1, 2, 
3, 4, 5 or 6) on the lines beside each statement that describes a particular 
work requirement: 

Please note: 'PRIOR JOB' refers to your job performance in the job you held 
immediately prior to the assignment you are now on overseas. 'CURRENT 
JOB' applies to your job performance while currently on assignment 
overseas. 

Typically, how well do you perform on the following criteria?:-
JOB ASPECT: PRIOR CURRENT 

JOB: JOB: 

1. Technical knowledge and 12erformance 

Know and apply relevant principles, standards 

and regulations ................ ............... 
Know specialised industry and/or regulatory 

requirements ............... ............... 
Keep current on recent developments and new 

pronouncements in the field ................ ................ 

2. Analytical ability and judgement 

Practically apply relevant theory or expertise to 

address individual client circumstances ............... ............... 
Recognise and promptly advise your superior or 
organisation of technical and budget problems ............... ............... 
Formulate alternative solutions to problems ............... ............... 



Using the following 1- 6 scale to rate your performance, place a number (1, 2, 3, 
4, 5 or 6) on the lines beside each statement that describes a particular work 

JOB ASPECT: PRIOR CURRENT 
JOB: JOB: 

3. Client relations 

Obtain the confidence, respect and co-operation of 

clients ................ ............... 
Have an interest in providing client(s) with 

innovative service which meets client needs ............... ............... 
Recognise and pursue organisational 

development opportunities ................ ................ 

4. Communication skills 

Sell ideas, obtaining acceptance and action ................ ............... 
Communicate verbally with others, which includes 

group presentations, giving and/ or 

understanding instructions ............... ··············· 
Produce written communications which are clear 

and accurate, including for example engagement 

plans, reports, correspondence ................ ................ 

5. Planning and productivitj 

Plan and organise projects, including strategic ................ ................ 
and business planning where necessary 

Assume responsibility and take initiative ................ ................ 
Monitor and regulate assignments according to 

instructions or job requirements ................ ................ 
Complete assignments, meeting reasonable time 

estimates ................ ................ 



Using the following 1 - 6 scale to rate your performance, place a number (1, 2, 3, 
4, 5 or 6) on the lines beside each statement that describes a particular work 
requirement: 

JOB ASPECT: 

6. Personal characteristic~ 

Positive, motivated and professional in your 

approach to work 

Able to accept suggestions and guidance 

Appropriately self-confident, poised and mature 

Able to give a dependable performance under 

pressure and/ or opposition 

Able to be adaptable and flexible 

7. Work relationships 

Develop relationships with internal and external 

contacts (networking) 

Guide and supervise personnel, achieving high 

levels of employee motivation 

Willingly and effectively train staff 

Delegate responsibility appropriately 

PRIOR 
JOB: 

................ 

................ 

................ 

................ 

................ 

................ 

................ 
················ 
................ 

CURRENT 
JOB: 

. ............... 

................ 

················ 

················ 
. ............... 

................ 

................ 

................ 

................ 

If you would like to make any additional comments regarding your experience 
of working overseas or the scale, please include them here, continuing overleaf 
if necessary: 



Socio-cultural Difficulty 

Please indicate how much difficulty you are experiencing in each of these 

areas. Use the following 1 to 5 scale. 

Mark your answer (1, 2, 3, 4 or 5) in the parentheses to the right of each item. 

Please read each item carefully and give your immediate response. 

1. Making friends with local people 

2. Getting used to local food 

3. Coping with job responsibilities 

4. Getting used to the climate 

5. Finding your way around your new city 

6. Using the transport system 

7. Making yourself understood (i.e. language difficulties) 

8. Getting used to the pace of life 

9. Going shopping 

10. Dealing with someone who is unpleasant 

11. Understanding jokes and humour 

12. Going to social gatherings 

13. Dealing with people staring at you 

14. Understanding the local language or accent 

15. Talking about yourself with others 

16. Relating to members of the opposite sex 

17. Worshipping in your normal way 

18. Following local rules or regulations 

( ) 1. 

( ) 2. 

( ) 3. 

( ) 4. 

( ) 5. 

( ) 6. 

( ) 7. 

( ) 8. 

( ) 9. 

( ) 10. 

( ) 11. 

( ) 12. 

( ) 13. 

( ) 14. 

( ) 15. 

( ) 16. 

( ) 17. 

( ) 18. 



Psychological Adjustment 

Below is a list of words that describe feelings people have. Read each one 
carefully and indicate the response which best describes HOW YOU HA VE 
BEEN FEELING DURING THE PAST WEEK, INCLUDING TODAY. 

Your response should be on a 1 - 5 scale as follows: 

Mark your answer (1,2,3,4 or 5) in the column to the right of each item. 

1. friendly ( ) 1 34. nervous ( ) 34 
2. tense ( ) 2 35. lonely ( ) 35 
3. angry ( ) 3 36. miserable ( ) 36 
4. rundown ( ) 4 37. disorganised ( ) 37 
5. unhappy ( ) 5 38. cheerful ( ) 38 
6. clear-headed ( ) 6 39. bitter ( ) 39 
7. lively ( ) 7 40. exhausted ( ) 40 
8. confused ( ) 8 41. anxious ( ) 41 
9. sorry for things done ( ) 9 42. ready to fight ( ) 42 
10. insecure ( ) 10 43. good-natured ( ) 43 
11. distracted ( ) 11 44. pessimistic ( ) 44 
12. irritated ( ) 12 45. desperate ( ) 45 
13. considerate ( ) 13 46. slow ( ) 46 
14. sad ( ) 14 47. rebellious ( ) 47 
15. active ( ) 15 48. helpless ( ) 48 
16. agitated ( ) 16 49. overworked ( ) 49 
17. unpleasant ( ) 17 50. puzzled ( ) 50 
18. melancholic ( ) 18 51. alert ( ) 51 
19. energetic ( ) 19 52. misinformed ( ) 52 
20. panicky ( ) 20 53. furious ( ) 53 
21. hopeless ( ) 21 54. efficient ( ) 54 
22. relaxed ( ) 22 55. trusting ( ) 55 
23. unworthy ( ) 23 56. enthusiastic ( ) 56 
24. spiteful ( ) 24 57. bad-tempered _ ( ) 57 
25. sympathetic ( ) 25 58. worthless ( ) 58 
26. uneasy ( ) 26 59. forgetful ( ) 59 
27. restless ( ) 27 60. untroubled ( ) 60 
28. unable to concentrate ( ) 28 61. terrified ( ) 61 
29. lacking energy ( ) 29 62. guilty ( ) 62 
30. helpful ( ) 30 63. forceful ( ) 63 
31. annoyed ( ) 31 64. uncertain about things( ) 64 
32. discouraged ( ) 32 65. tired ( ) 65 
nn 1• 1 I \ n~ 
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