International Journal of Business, Human and Social Sciences
ISSN: 2517-9411
Vol:6, No:5, 2012

Determinants for Success in Expatriation of
Malaysian International Corporations

Senian Malie, Oriah Akir

Abstract—Malaysian corporations going global increased
many folds. The shift from domestic to international operations
requires increased expatriation to achieve globa business goals.
Therefore, this study aims to identify the determinants for success
in expatriation of Malaysian international corporations. There are
certain attributes necessary for a globa employee to succeed in
international assignment. Self-administered questionnaires were
sent to 327 respondents with a response rate of 35.2 percent. The
results indicated that most Malaysian manufacturers are involved
in expatrigtion. For a global employee to succeed in an
international assignment, the ability to work in internationa teams
was identified and ranked as the most important factor in
determining the effectiveness of expatriation followed by language
proficiency, adaptability to the international assignment and
expatriste sensitivity to cultural elements. The results support
previous research with regard to the importance of an effective
expatrigtion selection process in order for a company's
international expansion strategy to succeed.

Keywords—Key Competencies, Expatriate, Expatriation,
Globalization, and International Assignment

|. INTRODUCTION

HE number of Malaysian firms going global has increased

many folds and in significance in recent years due to the
rapid growth of internationalization or globalization. This
phenomenon has not only generated higher interest in
searching for employees with international skills, but also there
is a growing concern that the viability and success of global
business ventures depends very much on the quality of the
firm's human resources. In turn, how effectively these critical
resources are managed and developed for the internationa
assignment is becoming a crucia issue. In this regard,
selection and training of expatriates for international
assignment are focused on broad-band selection criteria such
as language skills, cross-cultural training and pre-departure
training to ensure international assignees are adeguately
prepared for their tasks. Evidence suggests that international
assignments are greatly challenging and stimulating [1], thus,
the only way to succeed is to develop an effective personnel
capable of designing and implementing transnational business
strategies [2]. Besides, in a dynamic business environment, an
employee with international experience has become an order
of the day rather than an option.
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However, identifying and locating effective global human
resource strategists is often difficult if not impossible.
According to Baruch and Altman [3], globalization has forced
expatriation into the corporate agenda. In today’s global
economy, having a workforce that is fluent in the ways of the
world is not aluxury. It is a competitive necessity.

However, it must be borne in mind that expatriation is an
expensive business. The cost of a poor staffing decision could
range from $200,000 to $1.2 million and include the hidden
costs of a failed assignment [4]. Additionaly, there are
financial and emotional costs borne by the candidate, the
spouse, the children, and other family members. Therefore,
Hechanova-Alampay, Beehr and Christiansen [5] reiterated
that, thereis aneed for firmsto:

¢ Identify the underlying characteristics of successful
expatriates that can help organizations find the “ right”
person for an expatriate assignment.

e Ensure person-job fit as expatriate assignments
certainly require greater responsibility and autonomy.

* Help expatriates adjust to a different climate, a new
culture and other barriers present in the host countries.

e Support expatriates in assignments that either uproot
their families or require expatriates to live away from
their families.

Several earlier studies [4], have found that the rate of
failures of expatriate assignment ranges from 10% to 45%.
They caution, however, that it is not always clear whether the
rates refer to immediate assignment failures (within one year)
or perceived failures after the individual has been in the
position for a year or more. Among the larger and more
established firms there have been significant changes in terms
of a much more competitive environment forcing them to give
more attention to cost-effectiveness and efficiency. In view of
the foregoing statistics, this study was designed to identify the
determinants that contribute to the success of expatriation by
Malaysian corporations, and rank their importance in
contributing to the success or failure of expatriation policies of
Malaysian corporations.

The hypotheses that arise from the research objectives are:

« HOL: Adaptability is not a significant determinant of
expatriation success of Malaysian corporations
operating internationally.

e HALl: Adaptability is a significant determinant of
expatriation success of Malaysian corporations
operating internationally.

« HO2: Sensitivity to different culturesis not a significant
determinant of expatriation success of Maaysian
corporations operating internationally.
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* HA2: Sensitivity to different cultures is a sigwe#int

determinant of expatriation success of Malaysiaaxpatriates effectively

corporations operating internationally.
* HO3: Ability to work in international teams is nat

adaptability criteria should be used to deploy laeee
in project-based industridige
construction.

Adaptability: A recent survey among Finnish expes

significant determinant of expatriation success ofperating around the world indicate that while #xpatriates

Malaysian corporations operating internationally.

were not entirely satisfied with the way they wenanaged,

* HA3: Ability to work in international teams is a “the management of Finnish expatriates may be cldse
significant determinant of expatriation success ofrescriptions of good practice than those reportemn

Malaysian corporations operating internationally.

« HO4: Language skill is not a significant determinah
expatriation success of Malaysian
operating internationally.

elsewhere” [16]. Earlier study by Suutari and Brewg14]
found that Finnish expatriates moving to other [pean

corporationgountries can encounter difficulties as much astiates who
move to other countries a hemisphere apart. Therefo

* HA4: Language skill is a significant determinant ofagaptability or expatriate adjustment within a abaiontext

expatriation success of
operating internationally.

Malaysian

corporationgat included both host nationals and other expsi is

important for the success of expatriation [17].rfrbis study,

These hypotheses will be answered in the findingd ape poted that social integration was positivelyated to

discussion section later.

The significant contribution of this study is to Ihe
management of Malaysian international corporatiows
consider the factors that can ease expatriates hair t
international assignment.

Il. LITERARTURE REVIEW

An expatriate or international assignee is not @nlyarent-
company-national (PCN) but also a third-countryieral
(TCN) who is transferred out of his/her home bage some
other area of the firm’s international operatiovile global
human resource management refers to the utilizatidruman
resources to achieve organizational objectivesrdigss of
geographic boundaries [6]. An overseas assignmmaptids
that it is concerned with a certain degree of uadety and
strangeness in several aspects such as cultureryhiceligion,
natural environment, climate, food, etc.

Torrington [7], Welch and Welch [8] and Webb [9]timeir
expatriation study, reiterated that difficulties céa by
international managers on international assignmar@sue to
the lack of agreement about competencies that@sidered
important. The key competencies that are lackinguide
relational abilities, cultural sensitivity, lingtis ability and
ability to handle stress. There are as many asaracteristics
and/or competencies necessary for a global workeutceed
in an international assignment [10]. There is apddiscussion
on the implications for the employee and the comgpafnan
expatriate assignment, the

methodology for choosing an employee for overseag.w
Besides, several critical expatriate competen@gsired in
the international assignment include job knowledaed
motivation, relational skills, flexibility/adaptdty, extra-
cultural openness, and family situation. lvancevifti]
proposed ten factors but when summarized fits th&o five
factors identified by Arthur and Bennet [12] excépt good
stress management skills. For Tung [13] and Suuaad
Brewster [14], the factors that are important fioternational
assignment are language skills and internationaptadbility.
Chi [15] reiterates that in expatriate selectiostitntional

expatriate success which supports the propositiansocially-
supported emotion-focused coping is positively elated to
expatriate general adjustment.

Language skills: It is also imperative that expéirelate
well with host nationals both in business and domiatacts.
This necessitates the expatriate to get along pétbple, the
readiness to work with others and most of all resfer the
host national's religious and political beliefs [18For
expatriation to be successful, they also reiterabat
expatriates must be willing to learn and use tloalltanguage.

Cultural sensitivity: Peltokorpi and Froese [19] their
study of cross cultural adjustment among 181 eiqia8 in
Japan found a positive relationship between culagasitivity
with expatriation. On the other hand, in anotherdsgtit is
found that cross cultural training is effective facilitating
success on expatriate assignment [20]. In anothadys
Osland and Osland [21] discover that expatriates gp some
of their cultural values in order to be acceptedurcessful in
other culture, but at the same time, some of thaie cultural
values become even stronger because of exposwaeotber
culture. On the negative note, Grainger and Nari&gR2]
posit that the main reason for expatriate failuraswhe
inability of expatriates and their partners or fiesi to adjust
to the cross-cultural demands of the new and diffethost
country environment.

There is growing evidence that effective managenwnt
expatriates is a critical factor in determining thse and fall of

. . reasons why the e>,¢'m”£ﬁ1ternational business ventures. There is alsoowigg body
assignment is not always a success and suggesfiom o

of empirical evidence which highlights the majornfan
resource management
expatriates which firms face as they
internationalization process [23]. Therefore, salagritical
dimensions for successful foreign assignment showid be
ignored but given special attention and treatmerdrive the
company to achieve highest level performance.

Ill. RESEARCHMETHODOLOGY

Self-administered questionnaires was developeduaad in
gathering data for this study. The researchersdnthtat prior

issues and challenges corgernin
undergo the
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research identifies four main variables to expatiawhich

are adaptability, sensitivity to different culturebility to work

in international teams and language skills. Theeassh

instrument was used to obtain expatriate profiled gather
the opinions of respondents on a range of issuabndewith

expatriation. The primary purpose of this study veaglentify

the factors that Malaysian manufacturing compantiest

determine the success of the expatriation selegiocess and
the factors that contribute to the success or railof

expatriation selection were ranked. The data weleaed

using a four-page questionnaire, with coveringeletinailed to
the human resource managers of the Malaysian metotifag

firms operating in the global market.

The population of the study was extracted from the

Federation of Malaysian Manufacturing (FMM) [24]talaase.
From a database containing 2,135 listings, a samplg27
companies [25] were selected and sent the quesii@sn
From that number, 116 questionnaires were retuyiedding a
response rate of 35.2 percent. The typically logpoase rate
was addressed by including an easy response eeveitpthe
guestionnaires. The low response rate could alsatthibuted
partly to the random selection of companies, whereevery
company chosen for the survey uses expatriates.
Pre-testing ensured that design errors in the umestire

were corrected and improvements made before thedale

* HA1l: Adaptability is a significant determinant of
expatriation success of Malaysian corporations
operating internationally.

« HO2: Sensitivity to different cultures is not arsficant
determinant of expatriation success of Malaysian
corporations operating internationally.

* HA2: Sensitivity to different cultures is a sigwiint
determinant of expatriation success of Malaysian
corporations operating internationally.

* HOS3: Ability to work in international teams is nat
significant determinant of expatriation success of
Malaysian corporations operating internationally.

« HA3: Ability to work in international teams is a
significant determinant of expatriation success of
Malaysian corporations operating internationally.

* HO4: Language skill is not a significant determinah
expatriation success of Malaysian corporations
operating internationally.

¢ HA4: Language skill is a significant determinant of
expatriation success of Malaysian corporations
operating internationally.

The inter item-consistency reliability (alpha valueas
conducted to identify the consistency of responsiesmiswer
to all the research statements. The result showsatlerage
correlation among the items was slightly low buteteptable

survey was conducted. The pre-test was conductdtl Wieyel: expatriation processes = 0.506, adaptabiiftgultural

Malaysian international companies. Feedback inditahat
the respondents were comfortable with and couldetstdnd
the questions. Descriptive statistics were condutteassess
the respondents’ rate that could engage in the teapans

processes or activities. Various descriptive arferéantial tests
were used to describe the characteristics of the dad the
association among them. The inter item-consistealigbility

(Croncbach’s coefficient alpha) is also conducteddentify

the consistency of respondents’ answer to all itémshis

research instruments. Besides, the multiple regmesand

correlation test was also conducted to see theifisignt

factors as proposed in this research are correltdethe

factors’ areas. The test also conducted to idetitithere is

any association between the independent variablehéo
dependent variable (expatriation).

IV. FINDINGS AND DISCUSSIONS

This study aims to identify the factors that cimite to the
success of expatriation by Malaysian corporatiars] rank
their importance in contributing to the successfailure of
expatriation policies of Malaysian corporationseTesults of
the study are discussed in the following paragraphs

Objective 1:To identify the factors which contribute to th: Sensitivity of Different

success of expatriation by Malaysian corporations.
The hypotheses for this objective are:
« HO1: Adaptability is not a significant determinaoit
expatriation success of Malaysian
operating internationally.

factor = 0.62, sensitivity of different cultures0=69, ability to
work in the international teams = 0.53 and langusiglls =
0.52 (excluding local translator statements).

In addition, the linear regression analysis wad$gpared to
determine the association between the independmibles
i.e. adaptability, sensitivity of different cultsreability to
work in the international teams and language skilfel the
dependent variablexpatriation, by employing the stepwise
procedure at the significant level of 0.05.

Table | below shows the un-standardized regression
coefficients of the four factors of expatriatiorwever, only
three assessment factors have acceptable regressffitient
values (Beta value) that show some significantticaiahip
with expatriation.

TABLE |
UN-STANDARDIZED REGRESSIONCOEFFICIENTMODEL
Factors B t p-value

Ability to Work in 0238 -2640  0.009

International Teams

Adaptation 0.183 2.604 0.010

Language Skills 0.174 2.335 0.021

0.000 0.008 0.993

Culture:

The factors wereability to work in international teams

corporation@-238) adaptability (0.183) andlanguage skills (0.174)

exceptsensitivity of different culture§0.000). Although the
overall regression coefficient value seem low, ninedess the
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result served as an indication where the factoosilshbest be

addressed in order to have a great impact in inipgov positive

expatriation process. Sensitivity of different codts excluded
in the model indicated that this criterion do naintibute
much to the expatriation model.

Therefore, the regression equation obtained for
dependent variable (expatriation) is the sum of theee
independent variables that were significant toekpatriation
process of Malaysian international corporations:

Expatriation = 0.238 (ability to work in internatial teams) +
0.183 (adaptation) + 0.174 (leuage skills

The low value of multiple correlation coefficienR (=
0.315) indicates the existing relationship betwdnobserved
and model-predicted value of the dependent variabie
addition, the significant value of the F statisc = 0.02) is
less than 0.05, which meant that the variationa&rpd by the
model is not due to chance.

Furthermore, a bi-variate correlation analysis pagormed
to obtain a glimpse of the relationship among tlaious
guality assessment criteria. The non-parametrica®pan’s
rho was selected as the measurement method betausiees
fewer assumptions about the variables, and is mom@monly
used in reports of research when compared to Kendal
[26]. Spearman’s rho can vary from -1 and +1. Atiehship
of -1 or +1 would indicate a perfect relationshiggative or
positive respectively; while a 0 would indicate themplete
absence of a relationship between two variables.

Most of the factors were found significantly coateld at
0.01 confidence level. It should be noted that tie
correlations were positive relationship, rangingnir0.345 to
0.563. The fairly significant correlation among athe
dimensions indicated a certain degree of interdepece
among them. However, the relationship between ftiageg
skills” and “expatriation” at 0.156 was the highesfationship
between the factors toward the expatriations pc&he
lowest relationship factor to expatriation was ‘siéwity of
different cultures” (correlation level at 0.003) thvi the
negative relationship direction indicating thatrthevas almost
no relationship existed. In other word, the “sewijt of
different cultures” was perceived as not a majarbpgm or
barrier to expatriation.

Besides, the correlation analysis also indicatet fthe
“ability to work in the international teams” hasethighest
positive relationship (correlation level at 0.563)ith
“adaptability” which shows that the expatriate abyglerform
better in the international teams if his/her adhaitity to the
foreign setting is improved. In addition, “the dtyilto work in
the international teams” also shows a positive tiaiahip
(correlation level at 0.353) with “sensitivity ofifigérent
culture”. The implication of this connectivity ishat the
expatriate could perform better in the internatioleams by
increasing his/her sensitivity and knowledge abfareign
culture.

However, the “ability to work in international teafrhas a
relationship (correlation level at 0.35@ith
“language skills”. 1t shows that the expatriate ldoperform
better in the international teams by increasing es@pecific
skills to understand foreign language (spoken amspaoken

thanguage i.e. body gesture, facial expression shdyn

foreigners). Sensitivity to non-verbal communioatiwas

important to show some respect and adaptation ® th

foreigners’ expectations or behavior.

Finally, there is a positive relationship (corraatlevel at
0.345) between “sensitivity of different culture” nc
“adaptability to foreign assignment” factors. Byciieasing
sensitivity to the foreign cultures differencesbgrhaving high
culture literacy, expatriate might not have problem
accepting or adapting the foreign assignment tourens
successful expatriation process.

In summary, adaptability, ability to work in intetional
teams and language skill are the significant deteants of
success of expatriation in Malaysian internatia@porations
while sensitivity of different culture was considdrnot a big
obstacle for the success of expatriation.

Objective 2: To rank the importance of the factams
contributing to the success or failure of expaitviapolicies of
Malaysian corporations.

Among the factors, adaptability to the internationa
assignments stood as the most important factor fmea
1.9023 and sd = 0.39445); followed by languagdsskihean
= 1.9052 and sd = 0.32469). The ability to work tive
international teams come in as the third importaator (mean
= 1.9598 and sd = 0.32794). The least importantofais
sensitivity of different cultures as the respondenmtere
uncertain that cultures play a major role in deteimg the
effectiveness of expatriation process.

V.CONCLUSIONS

With mean value of 2.03, it shows that most of the

Malaysian manufacturers have business connectioits w
foreign counterparts through various forms of mffibns.
Therefore, they certainly need personnel to coatdirsuch
business activities internationally. The choicepefsonnel to
take up international assignment must be stringergnsure
that they are competent to take up such an assignme

HA3: Ability to work in international teams is &aificant
determinant of expatriation success of Malaysiaip@@tions
operating internationally. As shown in Table 2, agahe
factors, the ability to work in the internationaams was
identified and ranked as the most important fatiatetermine
the effectiveness of expatriation process. Thisltemnforms
to the study conducted by Suutari and Valimaa [@7]the
need of strong leadership competencies in handtimg
company’s activities locally and internationallp. addition, as
mentioned by Mondy, Noe, and Premeaux [6], vanBison
[28] and Swaak [29], effective human resource mansmt is
necessary to ensure that only competent peoplseateabroad
to achieve efficient global strategies.
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TABLE I
THE CONTRIBUTION FACTORSOF EXPATRIATION
Dimensions N Mean Std. Variance
Deviatior
Expatriation 116 2.0287 0.30159 0.091
Ability to workiin 416 5 3937 02358 0.179
international teal
Language Skills 116 2.5201 0.44730 0.200
Adaptability 11€ 2.563: 0.4415¢ 0.19¢
Sensitivity 11€ 3.186¢ 0.5922¢ 0.35]

understanding among expatriate about foreign sggetind
business climate and help to reduce the expafdadtee rate.
HO2: Sensitivity to different cultures is not agrsficant
determinant of expatriation success of Malaysiaipa@tions
operating internationally. Another contributing tiaic to the
success or failure of the international businestvigc is
cultural influence. There are various unique wocldtures
from one place to another. Cultural elements willate a set
of individual behaviors, perceptions, believe artdtuales.
Therefore it also could influence the way the pensb make a

Due to international differences, the company khoubusiness decision. With mean 3.19, the respondangs

provide relevant training program and exposure &kensure
expatriate can represent the company and meet ubiedss
requirements effectively. The companies are exptsedany
differences when dealing with international contaath as
cultural, language, climate, political, social, ardonomic.

uncertain as to the sensitivity of different cultsiras an
important factor to determine the effectivenesgxgatriation
process.

There are common business and trade cultures atdtept
throughout the world of business. It includes staditation of

Wright, Geroy, and MacPhee [30] suggested the coiepa language usage (whereby English is acceptable a¥d wo

need to have strategic human resource managemerupt®
with the international expansion pressure.

business language), business terms, documentatichpther
business requirement. Therefore, culture is notteal factor

HA4: Language skill is a significant determinanf ot0 the expatriation process but it can be a sligfitiential

expatriation success of Malaysian corporations atpey
internationally. Language is a second aspect teétrohines
the effectiveness of expatriation process. Languagh mean
2.52, is an effective medium to disseminate idewkachieve
the business objectives. Appropriate language usedhe

factor to the effectiveness of business contradh wion-
English speaking country like China and Vietnang athers.
According to Swaak [10], there is a need for cualtur
elements to be included in the company’s intermatiduman
resource management programs. This is importantelslyghe

personnel could determine the effectiveness of agess understanding of culture could help company reduces

delivery and persuade future customer to engage tiné
valuable business contract. Swaak [10] had stregseuis
study that linguistic ability is one of the compatse to
determine expatriate capabilities to handle therirational
clients. Communication competency is listed by 8hahd
Elaine [31] and Dessler [32] as one of the sucfas®rs of
expatriation.

HA1l: Adaptability is a significant determinant
expatriation success of Malaysian corporations atpey
internationally. Adaptability, with mean 2.56, itet third
influencing factor of expatriation. Competencieshiandling
the international assignment such as the expdgiataturity
to make the necessary adjustment and adaptatiotheto
international differences is necessary for the aesgcof
expatriation process ([9], [33], [10], and [34]).oWever,
Haslberger [35] was not sure about his findingsarding the
link between expatriate adjustment and work peréorce due
to the complexity of defining and measuring perfance.

problems in misleading the business deals andnatienal
negotiations [37]. The factors found in this resbkaalso
conform to other factors listed by Selmer [38], ®ila and
Suutari [39], Wan, Hui and Tiang [40] and Holopainend
Bjorkman [41], including the extent to which thepatriate is
willing to accept expatriate assignment.

In summary, in order to increase expatriates’ diéithi and

of capability to work effectively in the internationtdams, they

should take the opportunity to work closely withifigners so
that they could understand how to make appropriate
adjustment with their international business prograVvhen
dealing with non-English speaking country, the dvipte
should take initiative to learn the target courgrignguage so
that they can communicate easily with the locathef target
country. In other county, it is believed that masgean
manage the business meeting effectively becausiskng a
language that is accepted as a global medium oihéss
communication.

Research also found that the personnel who arengive The successful expatriation processes are alageimted by

international assignment might not have the chaiceeject
the assignment due to the nature of their job. Hewe
adaptabilities to international assignments areoitgmt to
ensure efficient contribution to achieve internaséibbusiness
objectives. The personnel readiness to accephthenational

the readiness of the managers to accept the iti@nah
assignment. When they are given international asségt,
they should compromise their present comfortatdedsard of
living with the new foreign environment. The managalso
need to make the necessary preparation or adjusttoen

assignment depends on the target country’s climat@nsure their spouse and other family members cgivtl the

preparations, and spouse readiness and also foaffiiate’s
adaptation.

environment scanning is useful to

Barber and Pittaway [36] suggest thHa t
increase  foreigfountries, the mangers should be more sensitiemsare they

support for the international assignment.
Finally, when dealing with different cultures inffdrent

can accomplish their international mission effesliv The
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different perceptions on the business terms anditons are
strongly influenced by their cultures. Therefotasiimportant
for the mangers to develop their culture literaejoe dealing
with those target country.

(1]

[2]

(3]

(4]

(5]

(6]
(71
8]

[0
[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

REFERENCES

Bolino, M.C. and Feldman, D.C. (2000). The aegents and
consequences of underemployment among expatridkestnal of
Organizational Behavior, 21: 889-911.

Adler, N.J. (1990). Globalization and Human Bese Management:
Strategic International Human Resource DevelopnienDavid See-
Chai Lam Centre for International Communicationcif@ Region
Forum on Business and Management Communicationilafbla on:
http://www.cic.sfu.ca/forum/adler.html [accessedl@Dec 2005].
Baruch, Y. and Altman, Y. (2002). Expatriatiand Repatriation in
MNCs: A Taxonomy.Human Resource ManagemeMolume 41(2):
239.

Swaak, R. A. (1995), Too Many, Too Much CostoTLittle Planning.
Compensation and Benefits Review, November/Decemi@&95.
American Management Association. Available:
http://nallen.com/Executive_
Reports/Expatriate/Expatriate_Failures/expatriaiéures.html
[accessed on 12 Aug 2005].

Hechanova-Alampay, R., Beehr, T.A., and Chaissien, N.D. (2006).
The Importance of Job, Family and Environmentak&acin Expatriate
Adjustments: A Meta-Analysis. Available: www.admdueph/ateneo/
www/SiteFiles/File/.../06_Alampay.pfiiccessed on 11 Nov. 2006].
Mondy, R.W., Noe, R.M., and Premeaux, S.R. @0®luman Resource
Management. Prentice-Hall.

Torrington, D. (1994). International Human Resm® Management:
Think globally, act locally. Prentice-Hall.

Welch, Denice E. and Welch, Lawrence S. (19%#g-expatriation: the
role of HR factors in the early stages of interoadilization. The
International Journal of Human Resource Managengeft,402-413.
Webb, A. (1996). The expatriate experience: liogtions for career
success. Career Development International, 1(5%438

Swaak, R.A. (1998). Key Talent Planning andv&epment for the
Global Enterprise. Frank E. Allen and Associates Wvailable from
http://mwww. frankallen.com/keytalent.htm [accessedl2 Aug 2005].
Ivancevich, J. M. (2001)Human resource manageme(fith ed.).
Boston, MA: McGraw-Hill/lrwin.

Arthur, W. and Bennett, W. (1995). The intefonal assignee: The
relative importance of factors perceived to configh to success.
Personnel Psychology, 489-114.

Tung, R.L. (1981). Selection and training dfrgonnel for overseas
assignmentColumbia Journal of World Businesks(1), 68-78.
Suutari, V. and Brewster, C. (1998). The ad#iph of expatriates in
Europe: Evidence from Finnish compani€ersonnel Review27(2):
89-103.

Chi, Cheryl S-F. (2008). Expatriation Stratsyifor Project-Based
Industries. Working Paper #43. Collaboratory fors€ach on Global
Projects. Stanford University.

Suutari, V. and Brewster, C. (2001). Expagiatanagement practices
and perceived relevandeersonnel Review, 88/66): 554-577.
McGinley, J. (2008). Expatriate adjustment hiit a social context:
Examination of a sample in Russia. Journal of $oEolutionary, and
Cultural Psychology, 2(2): 56-68.

Hiltrop, J.M. and Janssens, M. (1990). Expdion: Challenges and
recommendations. EMJ, 8(1).

Peltokorpi, V. and Froese, F.J. (2011). Thepawct of expatriate
personality traits on cross-cultural adjustmentstAdy with expatriates
in Japan. International Business Review. In press.

Littrel, L.N., Salas, E., Hess, K.P., Paley, E&hd Riedel, S. (2006).
Expatriate preparation: A critical analysis of 28ags of cross-cultural
training research. Human Resource Development Re&e355.
Osland, J. and Osland, A. (2005). Expatriatgagoxes and cultural
involvement. International Studies of Managemend &rganization,
35(4): 93-116.

[22] Grainger, R.J. and Nankervis, A.R. (2001). &xjation Practices in the
Global Business EnvironmentResearch and Practice in Human
Resource Manageme®(2): 77-92.

[23] Scullion, H. and Brewster, C. (no date). Themagement of expatriates:
Messages from Europe? Journal of World Busineqd,)3846-365.

[24] Federations of Malaysian Manufacturers (FMMJ0@6) Malaysian
Industry: Directory and Databases.

[25] Krejcie, R. V. and Morgan, D. W. (1970). Deteéning sample size for
research activities. Educational and PsychologMehsurement, 30:
607-610.

[26] Bryman A. andCramer D. (1990). Quantitative data analysis for social
scientists. London: Routledge.

[27] Suutari, V., and Valimaa, K. (2002). Antecetierof repatriation

adjustment: New evidence from Finnish repatriatégernational

Journal of Manpower, 23(7), 617-634.

Van der Boon, M. (2001). Assessment and sielectriteria for

expatriates: what guarantees assignment success?Hoster, Mobility

magazine, July 2001, Www.erc.org
http://www.globaltmc.com/Articles%20 html/sel.cexp.html [accessed

on 16 Sep 2005].

Swaak, R.A. (1997). Repatriation: A weak limkglobal HR.HR Focus

74(4): 2.

[30] Wright, P.C., Geroy, G.D. and MacPhee, M. @D® human resources

model for excellence in global organization perfanoe.Management

Decision 38(1): 36-42.

Sha'ri, Mohd Yusof and Elaine, M. AspinwalRQ00). Critical success

factors in small and medium enterprises: surveuli@sTotal Quality

Management, Vol.11, Nos. 4/5&6: S448-S462.

[28]

[29]

[31]

[32] Dessler, G. (2000). Human Resource Management, 8/E
Prentice Hall.
[33] Jordon, J. and Cartwright, S. (1998). Selerérpatriate managers: key

traits and competencies.eadership and Organization Development

Journal,19(2): 89-96.

Schriner, J.A. (1999). Critical success factorn site — selection key.

Industry Week248(16): 18.

Haslberger, A. (2007). Domains of expatriathuatment with special

emphasis on work. Cadiz University'd" 8nternational Workshop on

Human Resource Management, Jerez, Spain.

Barber, N. and Pittaway, L. (2000). Expatriegeruitment in South East

Asia: dilemma or opportunitythternational Journal of Contemporary

Hospitality Managementl2(6): 352-359.

Black, S.A and Porter, L.J. (1996). Identificm of critical success

factors of Total Quality Managememecision Science27: 1-21.

[38] Selmer, J. (1999). Career issues and intenatiadjustment of business
expatriatesCareer Development Internationa(2): 77-87.

[39] Riusala, K. and Suutari, V. (2000). Expataeati and careers:
perspectives of expatriates and spous€areer Development
International 5(2): 81-90.

[40] Wan, D., Hui, T.K. and Tiang, L. (2002). Facto affecting
Singaporeans’ acceptance of international postiRgssonnel Review,
32(6): 711-732.

[41] Holopainen, J. and Bjorkman, I. (2005). Thespaal characteristics of
the successful expatriateersonnel Reviev84(1): 37-50.

[34]

[35]

[36]

[37]

884



International Journal of Business, Human and Social Sciences

ISSN: 2517-9411
Vol:6, No:5, 2012

Senian Malie graduated with a Master of Arts in Human Resource
Management from Middlesex University, London, UK1899. He was an
Industrial Relation Officer with the Department d&fabour, Sarawak,
Malaysia from April 1977 to November 1999. He isanna Senior Lecturer
with the Universiti Teknologi MARA (Sarawak), Malsip since December
1999. As a lecturer and senior lecturer at the emsity, he has held various
positions in the university including Coordinatdr ©ff-Campus Program,
Coordinator of Master of Business Administratiorogtam, and currently
holding the position as Coordinator of Mukah Campfithe university since
June 2008 as well as a number of committees andt@uimittees. He has
presented papers at national and internationalecentes since 2005. He,
together with two other authors, has published rséyEpers at international
conference proceedings and international referematngls as well as
appointed as paper reviewer for EDULEARN 2010 [Stily], Barcelona,
Spain.

The following are samples of his papers that haentpublished:

1. Malie, S. & Akir, O. (2012). Bridging the Gaps between Leaghand
Teaching through Recognition of Students’ LearnAgproaches: A
Case StudyResearch in Educatiodssue 87, May 2012, Manchester
University Press, UK.

2. Akir, O., Tang, H.W. & Malie,S. (2012). Teaching and Learning
Enhancement through Outcome-Based Education Steictand
Technology E-Learning SuppoiRaper presented at World Conference
on Business, Economics and Management (ICBEM), &y 2012,
Antalya, Turkey (Accepted for publication iRrocedia-Social and
Behavioral Journal published by ELSEVIER and indexed in Science
Direct, SCOPUS, and also in Thomson Reuters Camter@roceedings
citation index - Web of Science).

3. Akir, O. & Malie, S. (2012). Integrity Dimensions and Religious
Orientation in Aspects of Employees Job CondBeiper presented at
World Conference on Business, Economics and Manegem
(WCBEM), 3-6 May 2012, Antalya, Turkey (Accepted faublication
in Procedia-Social and Behavioral Journgublished by ELSEVIER
and indexed in Science Direct, SCOPUS, and alskhomson Reuters
Conference Proceedings citation index - Web of ri@&

Oriah Akir was Assistant Administrative Officer with the Uersiti
Teknologi MARA (Sarawak), Malaysia since 1986 befshe joined in as a
lecturer with the university in May 1999. She grathal with a Master of Arts
in Human Resource Management from Middlesex Unityersondon, UK in
1999. She is now a Senior Lecturer with the sameewsity effective from
May. 1999. As a lecturer and senior lecturer atuheersity, she has held
various positions in the university including Coomtor of Bachelor
Programme and Coordinator of Pre-commerce prograatriviukah Campus
of the university since January 2009 as well asdihgl a number of
committees and sub-committees both at universitgl land at national level.
She has presented papers at national and intemahtionferences since 2005
and published several papers at international cenée proceedings and
international refereed journals. She has receivéall@vship award and best
paper award from World Business Institute, Melbeurustralia on i
December 2009, a recognition of contribution in tesearch areas of interest
and expertise.

The followings are articles published in refereedrpals at international
level:

1. Malie, S., & Akir, O. (2012). Bridging the Gaps teen Learning and
Teaching through Recognition of Students’ LearnAgproaches: A
Case StudyResearch in Educatiodssue 87, May 2012, Manchester
University Press, UK.

2. Akir, O., & Othman, M.N. (2010). Consumers’ ShoppiBehaviour
Pattern on Selected Consumer Goods: Empirical Berlefrom
Malaysian Consumerslnternational Review of Business Research
Papers 6(4), 279-294, September Issue. ISSN: 1832-9b41irfie].

3. Akir, O., & Othman, M.N. (2010). Consumers’ ShoppiBehaviour
Pattern on Selected Consumer Goods: Empirical Beelen Malaysian
ConsumersJournal of Business & Policy Researd{l1), 123-157, July
Issue. ISSN: 1449-387X [Book].

885



