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STELLINGEN

behorende bij het proefschrift

Crossing Borders with Personnel Selection: From Expatriates to Multicultural

10.

11.

Teams

van Stefan T. Mol

Een blindelings vertrouwen op een generalisatie van reguliere
prestatietaxonomieén naar de expatriate context zal onherroepelijk leiden tot
criteriumdeficiéntie (dit proefschrift).

Hoewel het in dit proefschrift niet werd aangetoond, is intelligentie toch een
van de beste voorspellers van expatriate werkprestaties (dit proefschrift).

In het kader van (expatriate) personeelsbeslissingen is ‘Big’ een woord dat
niet evenredig van toepassing is op elk van de ‘Big Five’
persoonlijkheidsdimensies (dit proefschrift).

Onderzoek naar selectie van expatriates sec moet onmiddellijk worden
gestaakt (dit proefschrift).

Het gebruik van scree tests voor factorretentie-beslissingen in exploratieve
factor analyses zou moeten worden vervangen door parallelle
analysetechnieken (dit proefschrift).

Uitgeverijen van wetenschappelijke artikelen annexeren grote hoeveelheden
geld van de Nederlandse overheid door haar wetenschappelijke ambtenaren
het copyright op hun output en daarmee de royalties te ontnemen, alvorens
deze artikelen in wetenschappelijke tijdschriften gebundeld voor veel geld aan
universitaire bibliotheken terug te verkopen.

Alhoewel de hoeveelheid wetenschappelijke kennis exponentieel toeneemt,
neemt de bruikbaarheid ervan exponentieel af.

Om te voorkomen dat wetenschappers hun hypotheses pas opstellen op het
moment dat deze reeds zijn ondersteund op basis van de verzamelde data zou
het review proces in twee fases moeten plaatsvinden.

Er zit waarheid in consensus.

Als er vanaf morgen nergens in de wereld meer koffie te koop zou zijn, zou de
wereldeconomie overmorgen instorten.

Ook in de liefde daalt de selectieratio naarmate men kritischer is.
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Chapter 1

Introduction: Background of the Studies and Research Questions

Personnel selection is one of the main activities of the industrial and organizational
psychologist. Yet, little is known about whether principles of personnel selection that
have been developed in domestic and mainly Western (i.e., North American and
European) contexts will apply in intercultural workplaces, such as those faced by
expatriates. The present dissertation presents one theoretical investigation and four
empirical studies into personnel selection in the intercultural and “alter’ cultural
context, with a particular focus on both the predictors and the criteria that may be
successfully employed for the selection of expatriates. In this introductory chapter,
Binning and Barrett’s (1989) elaborated model for personnel decisions research is
used to frame the different chapters in this dissertation. Next, this opening chapter
introduces some of the main characteristics of constructs employed in the subsequent
chapters. In all, three research questions that will be addressed in Chapters 2-7 are
posed. These are: 1) Can performance be adequately and accurately assessed in the
cross-cultural industrial and organizational psychological context (i.e. across jobs
and cultural contexts), and can it be related to individual differences variables that
might be employed for purposes of personnel selection? 2) Can the Five Factor
Model (FFM) dimensions be usefully employed as predictors of various outcomes
(i.e., job and training performance and expatriation willingness) within the cross-
cultural industrial-organizational psychological context? And, 3) Will predictors that
match the criterion in specificity and content demonstrate a higher predictive validity

than predictors that do not?



2 Chapter 1

Personnel selection is an important pursuit within the field of industrial and
organizational psychology, and much has been learnt from intracultural research on
this topic (see for example Robertson & Smith, 2001; Salgado, Viswesvaran, & Ones,
2001). Yet, relatively little research has focused on personnel selection within the
intercultural context (Aycan & Kanungo, 2001), where cultural differences may
impede upon the feasibility of adequate and accurate performance assessment and
where individual differences in selection context predictors may be shrouded by
cultural differences. The current dissertation therefore embarks on a quest to elucidate
and address some of the challenges that may be encountered when personnel
psychological principles and applications that typically derive from the North
American and European research literatures, are employed to explain or predict work
behavior in cultural contexts that differ from those from which they originate. This
introductory chapter is aimed at framing the theoretical chapter and the four empirical
studies that are reported in Chapters 2-6 and also at introducing some of the main
criterion and predictor constructs employed in this dissertation.

Challenges that may be encountered in applying Western personnel
psychological principles and applications in other cultures, are not only likely to be
encountered when companies send their employees on expatriate assignments, but
also when personnel psychological principles and applications are applied within
countries that have a differing cultural makeup. An example of the latter is South
Africa, a multicultural nation that is only just starting to come to grips with its
apartheid legacy. To what extent can principles of personnel selection that derive
from the North American and European research traditions be successfully applied
within such a multicultural and complex context? The studies included in this
dissertation attempt to provide new perspectives on a) the prediction of expatriate job
performance (Chapter 2); b) the theoretical basis for the adequate and accurate
assessment of expatriate job performance (Chapter 3); c) the prediction of
multidimensional expatriate job performance (Chapter 4); d) the prediction of
expatriation willingness (Chapter 5); and €) the adequate and accurate assessment and
prediction of performance in (collectivistic) cultures that emphasize an interdependent
view of the self (see Markus & Kitayama, 1991) (Chapter 6). Thus, although the
studies have different foci, they share that they are concerned with the cross-cultural
generalization of personnel psychological principles and applications to multicultural

and ‘alter’ cultural contexts. Although each of the chapters included in this
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dissertation may be read as a ‘standalone’ article, some of the employed theoretical
frameworks and constructs have considerable overlap. Therefore the remainder of this
introduction will be limited to the overarching elaborated model of Binning and
Barrett (1989) for personnel decisions research, and a brief introduction of the most

relied upon guiding constructs that were used as foundations for the studies.

1.1 Personnel selection and cross-cultural industrial and

organizational psychological research

As mentioned earlier, all of the studies included in this dissertation are in one

way or another related to personnel selection. The field of personnel selection has its

Alt. Measure Alternative i
of Predictor 18 Criterion
Construct Measure 1
1
19 17 i

Y |
Hea?u re Predictor Criterion H;: ﬁ::;-l? ' |
of Distal Measure Measure :

Construct 13 16 Behavior I

10
12 & Parformance w
Domain 15 |

14
1 Underying Psychological
Construct Domain

o
I‘J I

Construct
Underlying
Nonwaork
Behavior

Distal Construct
Related to
Predictor
Construct

Figure 1: Binning and Barrett’s (1989) elaborated model for personnel decision
research.

Note. The numbering of the arrows starts with five because Binning and Barrett
started numbering in an earlier figure. From Binning, J.F. and Barrett, G.V. (1989).
Validity of personnel decisions: A conceptual analysis of the inferential and evidential
bases. Journal of Applied Psychology, 74(3), 478-494. ©1989 American
Psychological Association. Reprinted with permission from the authors and the

publisher.



4 Chapter 1

roots in the notion that the future job performance of a particular candidate may be
predicted at the time of selection on the basis of relatively enduring and stable
characteristics of that candidate. In their seminal article, Binning and Barrett (1989)
shed light on the inferences that are made in personnel selection research (see Figure
1) by providing three approaches to establishing the validity of a predictor measures,
namely 1) the content- related approach; 2) the criterion-related approach; and 3) the
construct-related approach. These approaches will be explained in the following.

It is important to note that all of the inferences (the numbered arrows within
the model) are geared towards providing support for inference 9, the relationship
between the predictor measure and the performance domain. This inference may be
thought of as the “holy grail” of personnel selection research. Please note that all of
the terms in ovals in Figure 1 represent psychological constructs that are sampled by
some measure. These measures are represented by boxes.

Binning and Barrett’s (1989) definition of the performance domain as a subset
of all possible behaviors that contribute to organizational goals and objectives seems
to closely mirror Thorndike’s (1949) "ultimate criterion™. The ultimate criterion
denotes the complete domain of performance and includes everything that ultimately
defines success on the job. From this definition it readily becomes apparent that the
ultimate criterion is a platonic ideal in that it is highly improbable that all employee
behaviors that could be construed as contributing to success can ever be measured.
This being the case, absolute support for inference 9 is unlikely to be found in
research. Thus, rather than attempting to assess the ultimate criterion, either a
predictor or a criterion measure is used to sample the performance domain. Binning
and Barrett have named the first approach, where a predictor measure such as the
work sample test that is common to the assessment center directly taps into the
performance domain, the content-related approach to establishing validity. This
approach is represented by inference 9 (see Figure 1). They have labeled the second
approach, where a predictor measure is used to predict a criterion that samples the
performance domain, the criterion-related approach to establishing validity. Within
the criterion-related approach, the researcher needs to provide support for two
inferences (namely 5 and 8) rather than just inference 9. Thus the researcher needs not
only to demonstrate predictive validity of the predictor measure onto the criterion
measure (inference 5), but also needs to demonstrate that the criterion measure

adequately samples the job performance domain (inference 8). Demonstrating
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evidence for inferences 17, 18 and 19 can provide additional support for inference 5.
The criterion-related approach to validation is largely empirical in nature in that it
hinges upon the demonstration of an empirical relationship between some predictor
and a measure that has been designed to adequately and accurately sample the
performance domain. The third and final approach to establishing validity is called the
construct-related approach to establishing validity. The construct-related approach
involves the identification of psychological construct domains that overlap with the
performance domain (inference 7), and then developing predictors that tap into this
domain (inference 6). As can be derived from Figure 1, this is an alternative and a
more theoretical approach to providing support for inference 9 than either the content-
related or the criterion-related approaches. Although the content-related approach is
exclusively concerned with providing support for inference 9, it is important to note
that in this case the complete performance domain is not assessed in full, but that
rather it is sampled by the predictor measure. According to Binning and Barrett (1989,
p. 483) the danger of solely relying on a criterion-related approach to validating
predictor measures is that “at its worst it represents an atheoretical and circuitous, if
not an entirely misleading route to predictor development (e.g., “dust-bowl
empiricism)”. Therefore, Binning and Barrett recommend that the criterion-related
approach be used as an empirical research strategy for confirming the quality of either
the content-or construct-related approaches.

A full review of the Binning and Barrett (1989) framework is beyond the
scope of this introduction and it is certainly not the aim of each study in this
dissertation to address the model in all its peculiarities. Rather, it is provided here as a
guiding meta-theoretical framework that elucidates the complexities of personnel
selection research. A complete implementation of the model is highly laborious, and
the vast majority of empirical researchers have too short a productivity cycle to be
able to address the model fully within a single study.

Binning and Barrett (1989) were aware of the laboriousness of complete
implementation of the model, and attempted to redefine the relationship between the
personnel selection researcher and the organization by calling for ‘experimenting
organizations’, where “through successive approximations ... desired organizational
systems ... [are] ... built through a series of trials in which failures are considered as
informative as successes” (p. 490). Thus, although it is not the aim of this dissertation

to address the entire model, it is investigated whether at least a number of the
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inferences that Binning and Barrett (1989) describe, may be supported within the
cross-cultural industrial organizational-studies that are presented here.

1.2 Foci of this dissertation in terms of the Binning and Barrett
(1989) inferences

The studies that are presented within this dissertation focus particularly on
generating inferential and or evidential support for inferences 5, 6, 7, 8, 9, and 14-16,
thereby concentrating exclusively on the construct- and criterion-related validity
approaches. As such, the studies in this dissertation are not concerned with the
content-related validity approach.

In order to provide a state of the art of previous research and to identify
important hiatuses in expatriate selection, Chapter 2 commences with presenting the
findings of a meta-analysis into the prediction of expatriate job performance, and sets
out to provide support mainly for inferences 5 and 8, the criterion-related validation
route. Further, inference 6 was partially addressed by examining whether predictors of
expatriate job performance that had been used in 30 primary studies that were traced,
could be meaningfully combined to reflect the latent variables in the underlying
psychological construct domain. The theoretical grounds for the hypotheses that are
presented within Chapter 2 provide partial support for inference 7. Similarly to
inference 6, inference 8 was partially addressed in deciding whether the criteria that
had been used in the 30 primary studies could be meaningfully combined to reflect the
performance domain. Inferences 14, 15, and 16 were partially addressed in examining
to what extent a measure of non-work behavior, namely expatriate adjustment, was
related to expatriate job performance. On the basis of the support found for all of
these inferences, the conclusions of the meta-analysis are stated in terms of inference
9.

A number of the hiatuses identified within the meta-analysis had to do with
the criterion measures that have typically been used in expatriate management
research. Therefore, the theoretical Chapter 3 attempts to highlight some of the
underlying issues by further delving into inference 8. This chapter thus addresses the
quality of criterion measurement for expatriates. The reason for conducting this

theoretical investigation was that much of the extant expatriate management literature
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was found to focus on a particular outcome variable, namely adjustment, that more
closely reflects a measure of non-work behavior than a criterion measure in the
Binning and Barrett (1989) sense of the word. Therefore this chapter attempts to argue
that personnel decisions cannot be defensibly made on the basis of the findings of
such research, and a number of propositions are voiced that are intended to facilitate
research into selection context predictors of expatriate job performance.

On the basis of the main findings of Chapters 2 and 3, Chapter 4 partially
addresses inferences 5-9. It presents the validity findings of a study that employed
multiple selection context predictors and multiple criteria in the prediction of
expatriate job performance. Most of the predictors used in this study are supported
within the meta-analysis as having predictive validity in explaining variance in
expatriate job performance. Yet, the meta-analysis was limited in the sense that it did
not allow for the investigation of predictors that had seldom or never been
investigated among expatriates, such as intelligence for example. In addition, the
meta-analysis did not allow for the simultaneous investigation of predictors operating
in unison and related issues pertaining to multicollinearity among predictors could
thus not be further investigated. Furthermore, the meta-analysis employed a
unidimensional job performance criterion, whereas many scholars have argued for the
multidimensional nature of the construct (a finding that is further elaborated upon in
chapter 3). Chapter 4 addresses these issues by examining the relationships between
multiple predictors and criterion measures (inference 5), including a number of
predictors that had seldom or never been investigated. Inference 6, pertaining to the
construct validity of the predictor measure, is addressed in this study by relying
mostly on existing and previously validated operational measures of the various
predictor domains. Both inferences 6 and 7 are addressed by the theoretical arguments
leading up to the different hypotheses. Inference 8 is addressed in this chapter through
the development of a measure of behaviors in the expatriate job performance domain
and measures for subdimensions of the expatriate job performance domain.

Having identified which predictors relate to expatriate job performance,
Chapter 5 presents a framework for increasing the utility of these predictors in applied
expatriate selection. Thus, Chapter 5 does not focus on the optimization of the validity
of selection context predictors, but rather on alternative determinants of the number of
successful employees in the organization’s expatriate population. In doing so, this

chapter recognizes the fact that even full support for all of the inferences in the
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Binning and Barrett (1989) framework is not sufficient for practical expatriate
personnel decision making. That is, the selection ratio (i.e. the ratio of the number of
persons hired to the number of available applicants), may thwart the utility of
selection context predictors, no matter how strong their support in terms of the
Binning and Barrett inferences may be. In situations in which the selection ratio
approaches one, (nearly) every candidate needs to be hired notwithstanding their
qualifications for the job. In this case the ability to discriminate between suitable and
unsuitable candidates becomes less and less useful (cf. Taylor & Russell 1939). It is
argued in Chapter 5 that the selection ratio may be decreased by increasing the
expatriate candidate pool. Therefore, and since organizations seem to select mostly
from their own domestic employee pool, this chapter aims to lay the foundations for a
framework by which organizations may increase their expatriate candidate pool. As
will be argued, this mechanism hinges strongly on the ability to predict the
expatriation willingness of domestic entry level employees. As such, it is postulated
that by heeding expatriation willingness in domestic entry level personnel decision
making, organizations may acquire a larger expatriate candidate pool to select from.
Chapter 6 is not concerned with expatriates, but rather focuses on the adequate
and accurate assessment of performance (inference 8) in cultures that emphasize an
interdependent view of the self (Markus & Kitayama, 1991). Due to the fact that
within such cultures people are thought to construe their self on the basis of their
relationships with others, it is argued that the performance rating process necessary
for validating predictor measures (inferences 5, 8 and ultimately 9) might serve to
disrupt group harmony (Aycan & Kanungo, 2001; Davis, 1998). Using the South
African case, it is explored whether a training performance criterion measure for
police trainees at the South African Police Services (SAPS) more accurately reflects
the underlying performance domain (inference 8), when it is controlled for biases that
are inherent in person perception. Through the utilization of Kenny’s (1994) Social
Relations Model this study explicitly recognizes that the process of rating an
employee’s performance is a special case of person perception and attempts to
disentangle rater (i.e., the person doing the rating), ratee (i.e., the person being rated)
and relationship (i.e. between the rater and the ratee) variance in ratings of
performance. Specifically, this study set out to examine whether the ratee variance
component for two criterion measures might be predicted on the basis of two selection

context individual differences variables, namely emotional stability and
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conscientiousness. Thus, this study partially addresses inferences 5 and 8-9. Although
Chapter 6 is not directly concerned with expatriates, insofar as the performance rating
process is found to be different in interdependent cultures, as opposed to independent
cultures, there are important implications for both the science and practice of
expatriate management.

At the end of this dissertation (i.e., in the discussion Chapter 7), we will
integrate the findings from the different studies and we will list the implications for

expatriate management.

1.3 Brief introduction of the characteristics of the main constructs

employed in this dissertation

Having discussed some of the intricacies of personnel psychological research
and having laid the foundation of this dissertation in terms of the overarching Binning
and Barrett (1989) framework, we now turn to a brief consideration of some of the
constructs that were typically employed within this dissertation to operationalize the
criterion and the predictor respectively. The discussion of these different constructs,
namely job performance, the Five Factor Model, and alternative predictors that match
the criterion in specificity and content, will result in three research questions.

Job performance is typically defined in terms of behavior and or the outcomes
of such behavior (cf. Binning & Barrett, 1989). In addition, definitions of
performance typically include a value component, in the sense that the behavior and
or outcome must contribute to the goals of the organization in one way or another. For
example, Motowidlo (2003) has defined job performance “as the total expected value
to the organization of the discrete behavioral episodes that an individual carries out
over a standard period of time” (p. 39). It follows from this definition that part of the
domain of valued work behaviors can be expected to vary across differing jobs. For
example, assertiveness may be a vital performance behavior for a manager involved
in negotiations. Yet, it might be counterproductive for a customer service
representative or a flight attendant who might be expected to be agreeable. In addition
it is important to note that that which is considered valuable work behavior can be
expected to fluctuate across cultures. Thus, although taking initiative might be very
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indicative of effective performance in The Netherlands, it might be counterproductive
in more dutiful cultures such as Japan (Dore, 1987).

This variable part of the performance domain is difficult if not impossible to
assess for the expatriate population as a whole, since expatriates hold different jobs in
differing cultural contexts. This implies that a more situationally specific approach
would need to be employed in which the expatriate sample is far more homogeneous
in terms of home and host countries and particular jobs, than has typically been the
case in expatriate management research (see Chapter 2). The fact that there seems to
be a general factor in ratings of job performance across jobs (Viswesvaran, Schmidt,
& Ones, 2005) indicates, however, that there might be a considerable convergence in
the behaviors that employees in differing jobs and differing work contexts engage in.
Indeed in their domestic study, Viswesvaran et al. (2005) demonstrated that 60% of
the variance in performance ratings across jobs and work contexts could be accounted
for by a general factor in job performance, after having controlled for halo and other
sources of measurement error. However, there is less evidence for the cross-cultural
invariance of ratings of job performance. In a study aimed at this topic, Ployhart,
Weichmann, Schmitt, Sacco and Rogg (2003) concluded that although performance
ratings demonstrated a basic level of measurement invariance across cultures, latent
performance (in the structural equation modeling sense) may not be cross-culturally
invariant. These findings imply that studies that attempt to predict expatriate job
performance using expatriates who hold differing jobs in differing cultural contexts
are prone to suffer from criterion deficiency, in the sense that both the job and the
culture specific performance components are unlikely to be sampled accurately.
Essentially, the question here is whether a nomothetic approach to the study of
expatriate selection is tenable, or metaphorically: Can we study fruit or is the
comparison of apples and oranges not warranted in this regard? Any attempt to
conduct research on more narrowly defined expatriate subpopulations may result in
findings that do not generalize to the expatriate population as a whole. Yet, the
findings of such studies are more likely to be a more accurate reflection of the
criterion under investigation than a study that focuses on the expatriate population as
a whole. In other words, studies in expatriate management that focus on the broadly
defined expatriate are bound to exhibit greater degrees of error variance. This paradox
can be thought of as an unavoidable evil of research in expatriate management.

Despite this, knowledge of which predictors relate to the cross-cultural and cross-job
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general performance factor that was postulated within the above is assumed for the
purposes of this dissertation, to be an adequate albeit less than optimal
operationalization of expatriate job performance. We will return to this topic within
the discussion section. The arguments relating to the assessment of performance in the
cross-cultural industrial organizational context that were reviewed in the above, lead

us to the first research question that is addressed within this dissertation:

Research question 1: Can performance be adequately and accurately assessed
in the cross-cultural industrial and organizational psychological context (i.e.
across jobs and cultural contexts), and can it be related to individual
differences variables that might be employed for purposes of personnel

selection?

Partial answers to this question are provided in Chapters 2, 3, 4, and 6. That is,
Chapter 2 attempts to demonstrate that the Five Factor Model (FFM) dimensions and
other predictors that had been investigated in the primary studies can be meaningfully
related to a generic expatriate job performance domain. Chapter 3 further delves into
the issue of performance assessment among expatriates and offers a number of
propositions for its adequate and accurate assessment. Chapter 4 describes the results
of a study that examines the predictive validity of a large battery of selection context
predictors on multiple dimensions of expatriate job performance. Finally, Chapter 6
assesses Whether different biases that have been distinguished within the person
perception literature may be removed from performance ratings of trainees at the
South African Police services, to yield better prediction. Please note that this
dissertation is by no means limited to a consideration of the Binning and Barrett
(1989) framework, the FFM dimensions and performance. Yet, since these topics are
so closely intertwined with the studies that are presented in this dissertation they are
discussed in this introduction. Other theories that support the hypotheses presented
within each of the studies that follow, are referred to within the prospective chapters.
Within the following, first the grounds for investigating the FFM framework in the
intercultural context will be summarized, after which research question 2 will be
regarding the FFM framework will be presented. Subsequently, it will be postulated
that the choice for alternative predictor inclusion may be made by examining to what

extent predictors and criteria match in terms of their specificity.
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The Five Factor Model

As mentioned earlier, predictor measures used to make personnel selection
decisions are considered to be stable and relatively enduring characteristics of the
candidate that may either sample the performance domain directly (as is the case in
the content-related approach delineated earlier), or that are used to predict a criterion
measure that samples the domain of performance behaviors or outcomes (cf. Binning
& Barrett, 1989).

Smith (1994) in his theory of valid predictors in personnel selection has stated
that work samples and cognitive ability tests have the highest predictive validity, that
structured interviews, biodata, assessment centers and peer assessment have moderate
predictive validity and that personality tests have low to moderate predictive validity.
These findings are generally in line with Schmidt and Hunter’s (1998) review of 85
years of research into personnel selection. On the basis of a validity maximization
strategy researchers might thus be tempted to pick work samples, cognitive ability,
structured interviews, biodata, assessment centers and peer-assessment over
personality in the prediction of job performance. Yet, it seems that personality tests
are likely more practical in the cross cultural industrial and organizational context in
that their usage is not constricted by factors such as 1) time invested in predictor
development (as would be the case for assessment centers, work samples and
structured interviews); 2) job type (as would be the case for assessment centers, work
samples and structured interviews); and 3) the availability of peers (as would be the
case for peer assessment). And although this dissertation does examine the predictive
validity of biodata and cognitive ability, these predictors will not be discussed within
this introduction but rather within Chapters 2 and 4. The validity of biodata in
predicting expatriation willingness also plays an important role in Chapter 5. The
following therefore focuses on introducing the FFM model.

The personality model that has received most attention in personnel selection
research is the Five Factor Model (FFM) of personality (Costa & McCrae, 1985),
colloquially known as the “Big Five”. The FFM consists of the following bipolar
dimensions: emotional stability, extraversion, openness, agreeableness, and
conscientiousness, each of which has been shown to have value in predicting a wide
range of criteria, including job performance and training performance (see for
example, Barrick & Mount, 1991), and the construct validity of which have been

shown to be cross-culturally invariant in work settings (Salgado, Moscoso, & Lado,



Introduction: Background of the studies and research questions 13

2003a). Mischel (1968) coined the term “personality coefficient’ to reflect the fact that
correlations of personality variables with criteria typically lie at around the .30 level,
which implies that only 10% of the variance in a criterion can be accounted for by
personality. According to Salgado et al. (2001), an additional influential criticism of
the use of personality measures in selection research was voiced by Guion and Gottier
(1965, p. 168), who on the basis of their review concluded that:

“It is difficult... to advocate with a clear conscience, the use of personality
measures in most situations as a basis for making employment decisions about
people... It is clear the only acceptable reason for using personality measures
as instruments of decisions is found only after considerable research with the
measure in the specific situation and the specific purpose for which it is to be

used.”

Although the work by Mischel (1968) and that by Guion and Gottier (1965)
are typically held responsible for the demise of research into personality as a predictor
during the 1970’s and 1980’s, the publication of a number of meta-analyses in the
1990’s led to a revival (Salgado et al., 2001). One major conclusion of Barrick and
Mount’s (1991) meta-analysis was that the validity of conscientiousness generalizes
across jobs and settings (see also Salgado et al., 2001). This and the fact that the FFM
has been shown to be cross-culturally invariant in work settings (Salgado, Moscoso et
al., 2003a), led to the expectation that the FFM dimensions might be usefully
employed as predictors in the cross-cultural industrial and organizational
psychological context. This finding taken together with Guion and Gottier’s (1965)
call for research with personality measures in the specific situation and with the

specific purpose for which it is to be used, led to the following research question.

Research Question 2: Can the FFM dimensions be usefully employed as
predictors of various outcomes (i.e., job and training performance and
expatriation willingness) within the cross-cultural industrial-organizational

psychological context?

Chapters 2 and 4 are both concerned with exploring this question vis-a-vis

expatriate job performance, the former by means of meta-analytic techniques and the
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latter by means of a field study using a sample of on the job expatriates. Chapter 3,
being the theoretical chapter aimed at the adequate and accurate assessment of
expatriate effectiveness, does not belong to this list. In Chapter 5 this question is
explored vis-a-vis the expatriation willingness of potential domestic entry level job
applicants, and Chapter 6 finally explores this question vis-a-vis the performance of
trainees at the South African Police Services.

Predictor-criterion alignment

Of course other predictors than the FFM may be postulated to relate to the
various outcomes (job and training performance and expatriation willingness)
investigated in this dissertation. Indeed a third theme of this dissertation is to compare
and contrast the predictive power of a large number of alternative predictor measures
with the predictive power of the FFM in explaining variance in the criteria employed
within the various studies. The characteristic on which predictors will be compared
and contrasted is their alignment with the criterion in terms of their specificity.
Although chapter 6 is limited to an investigation of the predictive validity of two FFM
dimensions (namely emotional stability and conscientiousness) in explaining variance
in training performance, the other empirical chapters (namely Chapters 2, 4, and 5)
explore relations with the respective outcome measures of a myriad of other
predictors. For example, the meta-analysis that is presented in Chapter 2 includes
expatriate specific predictors of expatriate job performance such as cultural flexibility
and cultural sensitivity and biodata such as local language ability. Although the meta-
analysis is necessarily limited to a comparison of the bivariate (i.e., predictor-
criterion) relationships, Chapters 4 and 5 attempt to highlight differences in predictive
power by examining a predictors’ performance when it is in direct competition with
other predictors in explaining variance in the criterion. Although a full review of all of
the predictors examined in this dissertation is beyond the scope of this introductory
chapter, one of the main premises of the studies presented here is that differences in
predictive validity may be expected on the basis of theory. In essence, the overriding
thought is that predictors that match the criterion in terms of specificity and content
will demonstrate higher validity than predictors that do not (cf. Ashton, 1998;
Schneider, Hough, & Dunnette, 1996; Tett, Guterman, Bleier, & Murphy, 2000).
Whereas a conceptually broad criterion, i.e. job performance, is investigated in

Chapters 2 and 4, the expatriation willingness construct is much more specific. Based
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on the aforementioned thought that predictors that match the criterion in specificity
will demonstrate higher validity, it may thus be hypothesized that broad predictors,
such as the FFM dimensions will do a good job of predicting the broad job
performance criterion, whereas expatriation willingness will be better predicted by
more specific predictors that match this criterion in content. Examples of such
specific predictors are biodata that inquire about past experiences relating to
behaviors that are indicative of past willingness to go to travel to and reside in foreign

countries. This led us to our third and final research question:

Research Question 3: Will predictors that match the criterion in specificity and

content demonstrate a higher predictive validity than predictors that do not?

Having introduced the main themes of this dissertation and formulated the
three research questions, the following Chapter 2 presents the findings of a meta-

analytic investigation aimed at the prediction of expatriate job performance.






Chapter 2

Predicting Expatriate Job Performance for Selection Purposes:

A Quantitative Review

This chapter meta-analytically reviews empirical studies on the prediction of
expatriate job performance. Using 30 primary studies (total N=4046), it was found
that predictive validities of the Big Five were similar to Big Five validities reported
for domestic employees (Barrick & Mount, 1991; Hurtz & Donovan, 2000; Salgado,
1997; Tae & Byung, 2002). Extraversion, emotional stability, agreeableness, and
conscientiousness were predictive of expatriate job performance; openness was not.
Other predictors that were found to relate to expatriate job performance were
cultural sensitivity and local language ability. Cultural flexibility, selection board
ratings, tolerance for ambiguity, ego strength, peer nominations, task leadership,
people leadership, social adaptability, and interpersonal interest emerged as
predictors from exploratory investigations (K<4). Surprisingly, intelligence has
seldom been investigated as a predictor of expatriate job performance.

“ The Corresponding reference is: Mol, S.T., Born, M. Ph., Willemsen, M.E., & Van Der Molen, H.T.
(2005). Predicting expatriate job performance for selection purposes: a quantitative review. Journal of

Cross-Cultural Psychology, 36(5), 590-620.
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Research aimed at improving expatriate selection practices shows
characteristics of a domain in its pre-paradigmatic state. According to Kuhn (1962),
the pre-paradigmatic period is typified by a lack of cohesion and consensus about
research methods and objects, by the appearance of schools of thought, and by a
conflict between these schools.

Although there is little evidence of a conflict, the lack of cohesion and
consensus about research objects is striking within the expatriate management
literature. On the basis of either a theory or a review of earlier empirical work, many
authors (e.g., Arthur & Bennett, 1995; Brislin, 1981; Gudykunst & Hammer, 1984;
Hannigan, 1990; Jordan & Cartwright, 1998; Kealey, 1996; Kealey & Ruben, 1983;
Leiba-O'Sullivan, 1999; Mendenhall & Oddou, 1985; Ones & Viswesvaran, 1997;
Ronen, 1989) have compiled substantive lists of predictors that almost consistently
show more uniqueness than overlap when compared to one another. For example,
while Arthur and Bennett (1995) identify job knowledge and motivation, relational
skills, flexibility/adaptability, extra-cultural openness and family situation as factors
that appear to contribute to international assignment success, Ones and Viswesvaran
(1997) focus on the Big Five personality dimensions (emotional stability,
extraversion, openness to experience, agreeableness, and conscientiousness) in the
prediction of aspects of expatriate success. It is difficult to find a common
denominator within these lists (cf. Sinangil & Ones, 2001).

The quest for consensus on the criterion side of the equation has not fared
much better. In this respect Arthur and Bennett (1995) note that more than five
decades of research on expatriate selection has failed to yield a clear and explicit
knowledge structure of what it is we should be training and selecting for. Evidence for
different schools of thought may be found in the fact that some researchers seek an
answer to this criterion issue in the expatriate’s adjustment (e.g., Black, 1990), while
others (e.g., Dalton & Wilson, 2000) emphasize the expatriate’s job performance as
the criterion of choice.

Although the antecedents and consequences of expatriate adjustment have
been well documented (see Bhaskar-Shrinivas, Harrison, Shaffer, & Luk, 2005;
Hechanova, Beehr, & Christiansen, 2003, for meta-analytic reviews), many authors
within the expatriate management literature have lamented the unavailability of job

performance criteria for expatriates (see for example Arthur & Bennett, 1995, 1997;
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Hawes & Kealey, 1979; Kealey & Protheroe, 1996; Mol, Born, & Van der Molen,
2005; Ones & Viswesvaran, 1997; Sinangil & Ones, 2001; Werner, 2002).

Nevertheless, there has recently been an increase in empirical publications vis-
a-vis expatriate job performance. This is affirmed by two meta-analytic publications
about the relationship between training and expatriate job performance (see
Deshpande & Viswesvaran, 1992; Morris & Robie, 2001). To our knowledge,
however, a quantitative review of the relationship between selection context
predictors and expatriate job performance has never been executed. Since an
appreciation of criterion-related validities of predictor measures could prove to be
invaluable for selection purposes, the time has come for a critical examination of
these studies. In this way, future directions for research and theory-building may be
identified and prioritized.

This chapter aims to meta-analytically review empirical studies to answer the
following question: What are the (most promising) predictors of expatriate job
performance? Meta-analytic procedures were employed whenever technically feasible
(i.e., whenever the number of primary studies for a particular relationship exceeded
one). Theoretical support for expected relationships, and our hypotheses are presented
after the central terms in our review namely expatriate, criterion and predictor are
defined. Such definition is necessary because ambiguity in terms makes it difficult to
integrate theoretical deliberations and research findings. In his chapter on expatriate
selection, Deller (1997) for instance has aptly coined the existing ambiguity in the
criterion domain a “Babylonian confusion of criteria” (p. 97).

For the definition of the expatriate we follow Aycan and Kanungo (1997),
who have defined expatriates as “...employees of business and government
organizations who are sent by their organization to a related unit in a country which is
different from their own, to accomplish a job or organization-related goal for a pre-
designated temporary time period of usually more than six months and less than five
years in one term.” (p. 250).

The second term that needs to be defined is criterion. The previously cited
Babylonian confusion of criteria is especially pervasive within the realm of expatriate
management. In fact, Deller’s (1997) understanding of the criterion, which includes
adjustment, seems much broader than the frequently cited Austin and Villanova
(1992) definition. The latter definition, which has become a convention in the field of

personnel psychology, states that “A criterion is a sample of [job] performance
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[italics added] (including behavior and outcomes), measured directly or indirectly,
perceived to be of value to organizational constituencies for facilitating decisions
about predictors or programs.” (p. 838). Although many other definitions of criteria
may be found within the extant literature, this review will be limited to a discussion of
criteria that are in accordance with the aforementioned Austin and Villanova (1992)
definition.

A myriad of other variables such as family situation (i.e., the ability of the
expatriate’s family to adjust to living in a foreign environment), spouse adjustment
and other family related variables (Tung, 1981), adjustment to living abroad (Hough
& Dunnette, 1992) and cross-cultural adjustment (Caligiuri, 1997) have been
investigated as dependent variables in validation research. However, it is our opinion
that these may constitute important correlates of expatriate job performance rather
than operationalizations of expatriate effectiveness (see also Mol et al., 2005; Sinangil
& Ones, 1997; Sinangil & Ones, 2001).

The final term that needs to be defined is predictor. For our purposes, we
define the predictor as any selection-context individual differences variable that may

be used to forecast a criterion (cf. Binning & Barrett, 1989).

2.1 The Big Five dimensions as predictors of expatriate job

performance

A major issue in expatriate management research has been the apparent lack of
interest in investigating whether domestic findings may be generalizable to the
expatriate context. Indeed the most valid predictors of domestic* job performance,
being the work sample test, the cognitive ability test, and the structured interview
(Robertson & Smith, 2001; Schmidt & Hunter, 1998), have seldom or never been
investigated in relation to expatriate job performance (see Table 2). It appears that for
a long time research was based on the premise that employees are from Venus and

expatriates are from Mars. Other domestic predictors such as the Big Five personality

! Please note that the word ‘domestic’ is used within this chapter as an

antonym for expatriate. Thus, a domestic employee is a non-expatriate employee.
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dimensions (i.e., extraversion, emotional stability, agreeableness, conscientiousness,
and openness), have only since the change of the millennium received any (research)
attention within the expatriate context (see Table 2). This state of affairs is in stark
contrast with the amount of research that has been conducted into the Big Five
dimensions as predictors of domestic job performance. The fact that domestic meta-
analyses from all corners of the world have been published within the last fifteen
years or so (see Barrick & Mount, 1991; Hurtz & Donovan, 2000; Salgado, 1997; Tae
& Byung, 2002; Tett, Jackson, & Rothstein, 1991) illustrates this point. Mischel
(1968) is cited within the domestic personnel selection literature as being partly
responsible for the decline of personality psychology in the 1960’s (Hogan & Roberts,
2001). It is intriguing that his often cited notion of the ‘personality coefficient’, “...
coined to describe the correlation between .20 and .30 which is found persistently
when virtually any personality dimension inferred from a questionnaire is related to
almost any conceivable external criterion involving responses sampled in a different
medium” (Mischel, 1968, p. 78) appears to be based in part on his earlier work among
Peace Corps expatriates and his evaluation of other Peace Corps studies (cf. Sinangil
& Ones, 2001).

Personality psychology has made an undisputable comeback, despite the fact
that within domestic personnel selection the notion of the personality coefficient
appears to be as valid today as it was several decades ago (cf. Barrick & Mount, 1991,
Hurtz & Donovan, 2000; Salgado, 1997). Thus, rather than solely attributing this
resurgence to the fact that meta-analytic reviews signaled that “personality measures
were more valid than generally believed” (Hogan & Roberts, 2001), we believe that
this resurgence should be attributed to an increased realization of the potential utility
of personality measures.

The expected difference in profit and cost between an excellent employee and
a poor employee is much larger for expatriates than it is for domestic employees.
Under these circumstances, even a predictor with a small-to medium predictive
validity can result in a substantial improvement in utility. Interpreted in this way, the
fact that personality psychology has made a comeback in selecting domestic
employees certainly makes a case for a comeback of personality psychology within
the expatriate selection context. Especially when one considers that recent research
has demonstrated that the five-factor model is cross-culturally invariant (Ones &

Anderson, 2002; Salgado, Moscoso, & Lado, 2003a). However, what remains to be
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demonstrated is that the Big Five are at least as predictive of expatriate job
performance, as they are of domestic job performance.

Church (2000) on the basis of his review of the literature on culture and
personality, has noted that there is “ample evidence of the validity of personality traits
in predicting societally relevant criteria across cultures, with very preliminary
indications that trait-criterion relationships may be weaker in ... [individuals from
collectivistic] ...cultures” (p. 663). Judging from our set of primary studies (see Table
1) it emerged that expatriates were typically nationals of Western countries, and as
such, it was assumed that trait-criterion relationships would not be affected by the
finding that such relationships might be weaker in collectivistic cultures. Caligiuri
(2000) and Ones and Viswesvaran (1997) argue that each of the Big Five dimensions
should relate positively to expatriate job performance and do not see any reasons why
these dimensions should not be related to job performance which takes place in
another country than one’s home country. This led us to the following hypothesis:

Hypothesis 1(a-e): All of the Big Five personality dimensions, i.e.,
extraversion (1a), emotional stability (1b), agreeableness (1c),
conscientiousness (1d), and (1e) openness, will relate positively to expatriate

job performance.

Second, and relatedly, it was examined whether the size of the validities of the
Big Five in predicting domestic job performance would generalize to an expatriate
context. Although, the expatriate context is markedly different from the domestic
context (i.e., the expatriate has to adjust to living and finding his way in another
country), we believe these differences will pertain mainly to the expatriate’s non-work
lives. In the end, an expatriate at work will be expected to exhibit a behavioral
repertoire, which is highly similar to that of a domestic manager, namely, task
oriented activities in a social context. For effectively demonstrating such behaviors,
all Big Five personality dimensions will have predictive validity. Thus, although some
of the intercultural exchanges that an expatriate may engage in at work might call for
some behaviors that do not belong to the criterion domain of a domestic employee, it
is argued here that at work the work context will override the cultural context in
determining the predictive validities of the Big Five dimensions. According to Ones

and Viswesvaran (1999) the results of policy capturing studies with regard to the
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relative perceived importance of personality dimensions for expatriate selection and
domestic selection are generally consistent (cf. Dunn, Mount, Barrick, & Ones, 1995).
It was hypothesized that this finding would be corroborated empirically, leading to the

following hypothesis:

Hypothesis 2(a-e): Domestic and expatriate findings regarding the relationship
between the Big Five personality dimensions, i.e., extraversion (2a), emotional
stability (2b), agreeableness (2c), conscientiousness (2d), and (2e) openness

will not differ.

Third, it was examined whether the validities of the Big Five dimensions in
predicting expatriate job performance would be moderated by self- versus other-
ratings of performance. Such moderation is quite pertinent to expatriate management
researchers, since in practice obtaining performance evaluations from others is often
unattainable. In their domestic meta-analysis, Harris and Schaubroeck (1988) found
major differences between self- and other-ratings of performance. In addition, Mount,
Barrick and Straus’s (1994) domestic data indicate that other-ratings of the Big Five
personality dimensions account for more criterion variance than self-ratings, with the
criterion itself being a supervisor rating. However, they did not examine whether the
same holds true for the relationship between self rated personality versus self-and
other-ratings of performance. That is, does criterion rater type (self vs. other)
moderate the predictive validity of the Big Five? It is known that self-ratings of
performance are likely to be inflated due to defensiveness on the part of the rater,
leading to a more positive evaluation than ratings provided by others. According to
Harris and Schaubroeck, “this would lead the self-ratings to have a restricted range,
thereby attenuating the correlation between self- and others’ ratings” (p. 45). Their
data however indicated that although self-ratings were inflated, this inflation remained
the case even after correcting for this range restriction. Thus, they found no direct
effect of defensiveness on this inflation. Although Harris and Schaubroeck
subsequently set out to see whether the moderator of defensiveness was itself
somehow moderated, the following is hypothesized for the purposes of the present

investigation:
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Hypothesis 3(a-e) The predictive validities of the Big Five personality
dimensions, i.e., extraversion (3a), emotional stability (3b), agreeableness
(3c), conscientiousness (3d), and (3e) openness will be lower for self-rated

expatriate job performance than for other-rated expatriate job performance.

2.2 Expatriate context-specific variables as predictors of expatriate

job performance

Within the above, it was argued that the Big Five personality dimensions,
which traditionally have been applied within the domestic context, will explain a non-
trivial amount of expatriate criterion variance. This, however, does not rule out that
expatriate context specific predictors (cf. Fernandez de Cueto, 2004) of expatriate job
performance may explain additional variance. Indeed, it is quite plausible that
expatriate context-specific predictors, such as cultural sensitivity for example, could
explain additional variance in an expatriate-specific criterion domain (see Caligiuri,
1997; Caligiuri & Day, 2000's assignment-specific performance). Although
assignment-specific performance has seldom been assessed in studies that have been
aimed at the prediction of expatriate job performance, there is some evidence to
suggest that raters implicitly include assignment-specific performance in their ratings
of overall performance. Indeed, Liu (2003) found a high correlation (r = .67, p < .05,
N = 101) between these performance sub-dimensions and Caligiuri (1997) found an
average correlation (over self, leader, and peer ratings) of (r = .24, p <.05, N = 115)
between expatriate-specific performance and overall performance. It was therefore
anticipated that expatriate context-specific predictors (such as local language ability)
relate to expatriate overall performance. So, in addition to the Big Five factors, meta-
analyses were conducted on other predictor variables, namely: local language ability,
cultural sensitivity, previous international experience, and flexibility. Hypotheses for
the relationships of these variables with expatriate job performance are presented
below.

Although the English language has become quite standard in the globalized
economy, for many expatriates it may be a second or even a third language. In
addition, English may not be widely understood in the host country. Therefore, it may

be expected that local language ability (see Clegg & Gray, 2002) is a crucial factor to
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effective performance. Indeed nearly every expatriate in a survey conducted by
Oddou and Mendenhall (1991) felt that having an ability to communicate with foreign
nationals was as, if not more, important to successful job performance than technical
competence. In this context Oddou and Mendenhall (Oddou & Mendenhall, 1991)
note that “regardless of how much an expatriate knows, if he or she is unable to
communicate with and understand the host nationals, the work will not get done.” (p.
369). Jordan and Cartwright (1998) based on their review of the literature pertaining
to the selection of international managers, also identified linguistic skills as a core
selection competency for international assignments. From this, the following

hypothesis is derived:

Hypothesis 4: Local language ability will relate positively to expatriate job

performance.

Cultural sensitivity facilitates an understanding of the host country nationals.
It was defined by Chen and Starosta (2000, p. 409) as “an individual’s ability to
develop a positive emotion towards understanding and appreciating cultural
differences that promotes appropriate and effective behavior in intercultural
communication”. As such, cultural sensitivity may be expected to positively affect
expatriate job performance. That is, an expatriate who routinely violates the norms
and values of local colleagues, clients and the general public, is unlikely to excel. On
the basis of their review of the literature, Jordan and Cartwright (1998) identify
cultural sensitivity as a competency that cannot be omitted in an assessment of

suitability for selection. It is therefore hypothesized that:

Hypothesis 5: Cultural sensitivity will relate positively to expatriate job

performance.

Aycan (1997) states that “in [the] face of demanding circumstances (domestic
or international), experience may be more valuable than knowledge to guide
individuals in finding sound solutions to problems.” (p. 17). In addition, Torbiorn
(1997) has suggested previous international experience to be important. Finally, Bell

and Harrison (2002) proposed that expatriate adjustment would lead to further and
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future development of bicultural competencies. Because these bicultural competencies
may serve to facilitate performance, it is hypothesized that:

Hypothesis 6: Previous international experience will relate positively to

expatriate job performance.

Arthur and Bennett (1995) identified flexibility as one of five factors
perceived by expatriates to contribute to success. In fact, flexibility ranked second,
surpassed in perceived importance only by family situation. Ronen (1989) in his
review on expatriate selection and training also identified flexibility as an attribute of
success in overseas assignments. It was therefore hypothesized that flexibility, which
for the purposes of the present investigation is defined as “...the capability to accept
new ideas and see more than one’s own way of approaching and solving problems”
(Tucker, Bonial, & Lahti, 2004, p.230) would be predictive of expatriate job

performance:

Hypothesis 7: Flexibility will relate positively to expatriate job performance.

2.3 Adjustment as an on-assignment correlate of expatriate job

performance

On-assignment adjustment may not be used as a predictor of expatriate job
performance. However, the magnitude of the relationship between (on-assignment)
adjustment and performance is highly relevant to future theoretical developments in
the prediction of expatriate job performance (e.g., perhaps it moderates this
relationship). In addition, the demonstration of an empirical linkage between
adjustment and performance may serve to reconcile the previously mentioned
dissimilar schools of thought regarding the criterion of choice. Therefore, the
relationship between facets of expatriate adjustment and performance is meta-
analytically investigated within this review.

Black (1988) was among the first to suggest that adjustment is a multi-faceted

construct. Factor analysis of an eleven-item adjustment scale administered to
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American expatriates employed in Japan revealed the following three factors: general
adjustment (i.e., adjustment to general living conditions and everyday life), interaction
adjustment (i.e., adjustment to interacting with locals), and work adjustment (i.e.,
adjustment to work responsibilities) (Black, 1988). These facets have been replicated
countless times within the expatriate management literature (see Bhaskar-Shrinivas et
al., 2005; Hechanova et al., 2003, for meta-analytic reviews).

In his original study, Black (1988) did not assess (supervisor-rated)
performance because he felt this would unnecessarily restrict response rates.
However, Black pointed to the relationship between adjustment and performance,
when he stated that “Objectively [adjustment] is the degree to which the person has
mastered the role requirements and is able to demonstrate that adjustment via his or
her performance” (p. 278). Because adjustment may thus be conceived of as a
meaningful on-assignment correlate of expatriate job performance, it is proposed here
that all facets of adjustment will relate positively to expatriate job performance:

Hypothesis 8(a-c): General adjustment (a), interaction adjustment (b), and

work adjustment (c) will be positively related to expatriate job performance.

2.4 Exploratory meta-analyses on predictors of expatriate job

performance

Quite a few other generalized domestic predictors and expatriate context-
specific predictors have been investigated within the expatriate context. However,
oftentimes, primary data for these predictors could not be aggregated due to a lack of
studies examining the relationship at hand (i.e. K<2). Although we did not aspire to
take a stand on variables that have seldom been investigated within the expatriate
management context, all meta-analyses that could be conducted on such predictors are
reported here in order to ensure a comprehensive review of the state of the art of
predicting expatriate job performance. Variables for which such exploratory meta-
analyses were conducted are: cultural flexibility, level of education, ego-strength,
English language ability, fulltime work experience, intelligence, Meyers-Briggs Type
Indicator (MBT]) introversion, number of previous assignments, peer nominations,

relevant experience, selection board ratings, tolerance for ambiguity, ethnocentrism,
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task leadership, people leadership, open-mindedness, tolerance, patience, social
adaptability, interpersonal interest and locus of control.

2.5 Exploratory analyses on biographical/control variables

Finally, in order to examine the influence of a number of control/biographical
variables on expatriate job performance exploratory meta-analyses were conducted on
the following variables: gender, age, assignment tenure, individualism, masculinity,

power distance, uncertainty avoidance, and cultural distance.

2.6 Method

Literature search

Several approaches to locating studies that had examined expatriate job
performance were employed. The ABI-INFORM Archive Complete, ABI Inform
Global, Dissertation Abstracts, PsychInfo, SSCI, Scirus, and Anne-Wil Harzing’s
(2002) Literature Databases were searched using multiple keywords. The Anne-Wil
Harzing Literature Database (2002) is available online and contains thousands of
literature references in the area of International Management/Business, Comparative
and Cross-cultural Management. Keywords included all possible derivatives and
combinations of the following terms: expatriate, international assignee, performance
and effectiveness. Past and present conference programs of the Academy of
Management and the Society for Industrial and Organizational Psychology were also
examined for relevant studies. In order to prevent an overemphasis on U.S. studies,
online search engines were also consulted using both country extensions (e.g., .cn for
China) and alternative languages in addition to the (translated) keywords.
“Snowballing” (i.e., the examination of references of articles for the identification of
other relevant studies) was conducted on all identified studies. In addition, prominent
authors within the field were contacted by e-mail and asked whether they knew of any
published/unpublished studies on expatriate job performance. Finally, a request for
validity data was placed on two relevant bulletin boards (i.e., the SIOP Bulletin Board
and the International HR Digest), and 27 consulting companies that advertised

expatriate selection services were contacted by e-mail with a request for validity data.
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Inclusion criteria

Only those studies that had explicitly examined the prediction of expatriate job
performance were included. No attempt was made to force related but not identical
variables, such as work adjustment, into the performance domain. Only studies that
focused on expatriates (as opposed to repatriates) were included.

Sixteen studies that had focused on the prediction of expatriate job
performance were identified through literature searches employing keywords. Two of
these (Caligiuri, 1996; Gelles, 1996) refer to unpublished works that could not be
tracked down. Nonetheless, it emerged that all data reported in Caligiuri’s (1996)
dissertation had since been published (P. Caligiuri, personal communication,
September 10, 2003) and had already been located.

Another 11 studies were identified through snowballing. An anonymous
reviewer of an earlier version of this manuscript suggested three further studies
(reported in Shaffer, Ferzandi, Harrison, Gregersen, & Black, 2003). Two final
studies (Fernandez de Cueto, 2004; Robinson & Williams, 2003) were obtained
through our search of conference programs. In total, 30 studies could be included.

Sam