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Multinational firms today compete on the effectiveness and competence of their core human 

talent around the world.  Increasingly, these core individuals are being required to operate 

effectively across a variety of national borders and in a greater number of cross-national job 

assignments. These international assignees, including all employees working outside of their 

own national borders (e.g., parent country nationals, third country nationals, host country 

nationals), have collectively become vital for the success of multinational firms.  These 

international assignees fill critical staffing needs in subsidiaries, manage key projects, transfer 

knowledge and corporate culture across geography, work on multinational teams, and perform 

many other critical tasks for their firms.   

 International assignments can be very challenging personally.  While immersed in new 

cultural environments, international assignees are out of their own comfort zones and are 

susceptible to a variety of challenges such as the inability to speak the host national language, the 

inability to cope with the stress of culture shock, the inability to interact effectively with host 

nationals, and the like. Past research suggests that individuals who are not predisposed or 

prepared to confront these challenges may perform poorly, be maladjusted, etc.   

Given the criticality of their roles and the associated challenges of living and working in 

another country, maximizing the cross-national effectiveness of international assignees has 

become an increasingly important function for researchers and human resources (HR) 
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practitioners alike.  From a strategic perspective, optimizing the effectiveness of international 

assignees – core talent for most multinational firms’ is a significant HR activity.   Within an 

entire HR system, two specific functions which promote cross-cultural effectiveness among 

international assignees will be the focus of this chapter:  (1) selection and (2) training and 

development.   Other HR activities, such as compensation, performance management, and 

repatriation, will not be discussed in this chapter yet should be integrated into a comprehensive 

HR program for managing international assignees.  

Within the selection and training functions, there are three major areas that have emerged in 

both the research and practice of managing international assignees.  The first includes the 

individual-level antecedents of international assignee success, such as personality characteristics, 

language skills, and prior experience living in a different country.  The second includes the 

process issues for effectively selecting global assignees, such as realistic previews, self-selection, 

and assessment.  The third includes training and development issues for preparing international 

assignees to live and work in new cultural environments such as designing effective cross-

cultural training programs. This chapter will cover these important areas and offer some 

suggestions for future research. 

 
Individual-level Antecedents of International Assignee Success 

Personality Characteristics 

 Researchers have found that successful and well-adjusted international assignees tend to 

share certain personality traits (e.g., Black, 1990; Caligiuri, 2000a; 2000b; Church, 1982; 

Mendenhall & Oddou, 1985, Stening, 1979).  Certain personality characteristics enable 

international assignees to be open and receptive to learning the norms of new cultures, to initiate 

contact with host nationals, to gather cultural information, and to handle the higher amounts of 
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stress associated with the ambiguity of their new environments (Black, 1990; Church, 1982; 

Mendenhall & Oddou, 1985) – all important for international assignee success.  While many 

personality characteristics exist, research has found that five factors provide a useful typology or 

taxonomy for classifying them (Digman, 1990; Goldberg, 1992, 1993; McCrae & Costa, 1987, 

1989; McCrae & John, 1992).  These five factors have been found repeatedly through factor 

analyses and confirmatory factor analyses across, time, contexts, and cultures (Buss, 1991; 

Digman, 1990; Goldberg, 1992, 1993; McCrae & Costa, 1987; McCrae & John, 1992) and are 

labeled "the Big Five." The Big Five personality factors are: (1) extroversion, (2) agreeableness, 

(3) conscientiousness, (4) emotional stability, and (5) openness or intellect.  Each of the Big Five 

personality characteristics has some relationship to international assignee success (Ones & 

Viswesvaran, 1997; Caligiuri, 2000a; Caligiuri, 2000b).   

 Some personality characteristics predispose international assignees to form stronger social 

bonds, which can encourage a higher level of cross-cultural adjustment (Caligiuri, 2000a).  

International assignees who are able to assert themselves enough to establish some interpersonal 

relationships with both host nationals and other international assignees tend to be more likely to 

effectively learn the social culture of the host country (Abe & Wiseman, 1983; Black, 1990; 

Caligiuri, 2000a; Caligiuri, 2000b; Dinges, 1983; Mendenhall & Oddou, 1985; 1988; Searle & 

Ward, 1990), therefore, extroversion is important to help international assignees learn the work 

and non-work social culture in the host country relates to international assignee success.  

Agreeableness may also be important given that the ability to form reciprocal social alliances is 

achieved through this personality characteristic of (Buss, 1991).  Expatriates who are more 

agreeable (i.e., deal with conflict collaboratively, strive for mutual understanding, and are less 
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competitive) report greater cross-cultural adjustment -- and greater adjustment on the assignment 

(Caligiuri, 2000a; Caligiuri, 2000b; Ones & Viswesvaran, 1997; Black, 1990; Tung, 1981).   

 Other personality characteristics may also predispose international assignee for success.  For 

example, trusted and conscientious employees are more likely to become leaders, gain status, get 

promoted, earn higher salaries, etc.  In the domestic context, this has been supported through 

studies demonstrating a positive relationship between conscientiousness and work performance 

among professionals (e.g., Barrick & Mount, 1991; Day & Silverman, 1989).  This finding has 

been generalized to international assignee performance (Caligiuri, 2000a; Ones & Viswesvaran, 

1997) and has been found to be a predictor of those who will be effective in international 

assignments.   

 In addition to the three personality characteristics described above, emotional stability may 

also be important for international assignee success.  Emotional stability is the universal adaptive 

mechanism enabling humans to cope with stress in their environment (Buss, 1991).  Given that 

stress is often associated with living and working in an ambiguous and unfamiliar environment 

(Richards, 1996), emotional stability is an important personality characteristic for international 

assignees’ adjustment to the host country (Abe & Wiseman, 1983; Black, 1988; Gudykunst, 

1988; Gudykunst & Hammer, 1984; Mendenhall & Oddou, 1985) and completion of an 

international assignee assignment (Ones & Viswesvaran, 1997).   

 Perhaps the most intuitively useful personality characteristic, as it relates to international 

assignee success, is the characteristic of openness or intellect.  For an international assignee, the 

ability to correctly assess the social environment is more complicated given that the host country 

may provide ambiguous social cues (Caligiuri & Day, 2000).  Successful international assignees 

will likely need to possess cognitive complexity, openness, and intuitive perceptual acuity to 
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accurately perceive and interpret the host culture (Caligiuri, Jacobs, & Farr, 2000; Dinges, 1983; 

Finney & Von Glinow, 1987; Ones & Viswesvaran, 1997). Openness is related to international 

assignee success because individuals higher in this personality characteristic will have fewer 

rigid views of right and wrong, appropriate and inappropriate, etc. and are more likely to be 

accepting of the new culture (e.g., Abe & Wiseman, 1983; Black, 1990; Cui & Van den Berg, 

1991; Hammer, Gudykunst, & Wiseman, 1978).  

 Collectively, these personality characteristics could be included in a valid selection system 

for prospective international assignees.  It is important to note however, that the absolute level of 

each personality characteristic would be contingent upon the type of international assignment 

under consideration.  For example, the necessary level of openness and extroversion would be 

much higher for an executive in a networking role than it would be for a technician working 

predominantly with a system or machine.  A better understanding of the level of necessary 

characteristics for given international contexts would be useful focus for future research studies. 

Language Skills 

 There is a logical consensus with regard to the positive relationship between language skills 

and international assignee adjustment (e.g., Abe & Wiseman, 1983; Church, 1982; Cui & Van 

den Berg, 1991). There is some disagreement, however, to the relative importance of language 

compared to other factors, such as personality characteristics (e.g., Benson, 1978; Cui & van den 

Berg, 1991; Dinges, 1983).  The disagreement in the importance of language skills has its roots 

in whether interpersonal contact between people from different cultures leads to increased 

cultural understanding.  Those who support contact theory believe that language skills, given that 

they are necessary for communication, are critical for cross-cultural adjustment.  Others (e.g., 

Cui & Van den Berg, 1991) suggest that merely interacting with host nationals is not enough to 
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produce cross-cultural adjustment.  They suggest that cross-cultural adjustment only occurs when 

international assignees have the cultural empathy to be open to different norms and fully 

acceptant of their host cultures (Cui & Van den Berg, 1991).  In other words, one could both 

speak the host language fluently and know the "correct" behaviors to display, and yet only 

superficially be immersed in the host culture (Cui & Van den Berg, 1991). Since it would be 

difficult for the opposite to be true (i.e., that one could be immersed in a culture without 

language skills), basic language skills should, at very least, be a minimum precondition for 

success as an international assignee.  At a minimum, in most circumstances an attempt should be 

made to find a qualified candidate with language skills – while for some positions the language 

skills may be more critical than with others. 

Prior International Experience 

 From a social learning perspective, the more contact international assignees have with host 

nationals and the host culture, the greater their cross-cultural adjustment (Bochner, Hutnik, & 

Furnham, 1986; Bochner, Mcleod, & Lin, 1971; Brein & David, 1971; Brislin, 1981; Guthrie, 

1975).  For example, past research has found that having friendships with host nationals greatly 

improves international assignees' ability to learn culturally appropriate social skills and behaviors 

(Searle & Ward, 1990).  From this perspective, more prior experience with the host culture 

should produce greater cross-cultural adjustment.  On the other hand, the social cognitive 

theorists contend that prior foreign experience with the host culture is positively related to 

adjustment provided that the experience does not serve to reinforce previously held stereotypical 

beliefs or foster negative, unrealistic expectations of the foreign culture.  Social cognitive 

proponents agree that there is a direct relationship between foreign experience and cross-cultural 

adjustment when the experience provides an accurate and realistic representation of the host 
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countries' norms, customs, values, etc but the empirical evidence is inconclusive -- the 

relationship between previous international experience and cross-cultural adjustment is more 

complex as is commonly believed. There is some evidence that previous experience abroad does 

not always facilitate adjustment to a new expatriate environment (e.g., Black & Gregersen, 1991; 

Cui & Awa, 1992; Dunbar, 1992; Selmer, 2002).  A recent study by Takeuchi, Tesluk, Yun, & 

Lepak (in-press), however, found support for unique moderating effects of past international 

experiences on the relationship between current assignment tenure and general and work 

adjustment.   

 

Process Issues for Selecting International Assignees  

 There are three key process issues in the research literature regarding international assignee 

selection.  The first is the application of realistic previews to international assignments to help 

create realistic expectations during (or prior to) selection.  The second is the concept of a formal 

self-selection process which enables international assignee candidates to determine whether the 

assignment is right for his or her personal situation, family situation, career stage, etc.  The third 

is traditional candidate assessment that would include many of the dimensions identified in the 

previous section (personality, language skills, and past experience) in a structured organizational 

selection program.  Each of these three international assignment process issues are discussed in 

greater detail below. 

Realistic Previews for International Assignments 

 Preconceived and accurate expectations prior to an international assignment have been 

shown to influence the international assignment in many important ways (Caligiuri & Phillips, 

2003; Searle & Ward, 1990; Weissman & Furnham, 1987). Studies comparing international 
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assignees expectations prior to going abroad and their actual experience after relocation suggest 

that having moderately accurate expectations facilitates cross-cultural adjustment (Searle & 

Ward, 1990; Weissman & Furnham, 1987). Caligiuri and Phillips (2003) found that providing 

realistic previews prior to international assignments did not change candidates’ interest in 

possible assignments, but did increase candidates’ self-efficacy for an international assignment.  

This self-efficacy, in turn, could influence the outcome of the international assignment. 

 Both research and practice suggest that in the selection phase (or prior to it) it is useful for 

firms to provide information, even informally, to assist candidates in making realistic decisions 

on whether an assignment is right for them and to help them form realistic expectations about a 

possible international assignment (Black, Gregersen, & Mendenhall, 1992; Caligiuri & Phillips, 

2003; Tung, 1988).  Many firms have pre-selection programs which pair repatriates with 

international assignee candidates to give international assignees the opportunity to form realistic 

expectations (Black, Gregersen, & Mendenhall, 1992).   

Self-Selection  

 Given that the demographic profiles and personal situations of the international assignee 

candidates will vary, self-assessment (or self-selection) has been found to be an effective method 

for encouraging realistic previews in a tailored and self-directed way (Caligiuri & Phillips, 2003).  

For example, an unmarried person who is a candidate for an international assignment might have 

a different set of concerns, compared to a married candidate with a family (Caligiuri, Hyland, 

Joshi, & Bross, 1998).   Likewise, given the many personality characteristics related to cross-

cultural adjustment, people who possess different personality characteristics may be 

differentially suited for certain types of international assignments (Caligiuri 2000a; 2000b; 

Dalton & Wilson, 2000; Ones & Viswesvaran, 1999, 1997). 
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 Self-assessment provides a structured method for international assignment candidates to 

actively self-assess their fit with the personality and lifestyle requirements of the international 

assignment (Caligiuri & Phillips, 2003).  Effective self-selection tools enable international 

assignee candidates to critically evaluate themselves on dimensions, such as personality and 

individual characteristics, career issues, and family issues (including issues of spouses and 

children).    Self-selection instruments, in a structured way, help employees make a thoroughly 

informed decision about whether to accept an international assignment (Caligiuri & Phillips, 

2003).   

 Firms using self-assessment tools have found that this step fosters the creation of a candidate 

pool of potential international assignees.  This candidate pool can be organized to include 

information, such as the availability of the employee (when and to what countries), languages the 

employee speaks, countries preferred, technical knowledge, skills, and abilities, etc.  The 

information retained based on self-assessment should be repeated and continually updated as 

much of the information (other than personality) can change over time.  For example, language 

skills can diminish if not used, family situations change, etc.   

Candidate Assessment   

 Once the requirements of a given international assignment have been determined, many 

possibilities exist to assess the candidates on job-related dimensions.  Given that international 

assignments are job contexts, rather than job descriptions, they require different levels of 

relevant attributes (e.g., language fluency, openness, technical skills).  For example, greater 

emphasis would be placed on personality characteristics (such as sociability and openness) when 

assessing a candidate for a developmental or strategic assignment – requiring much more host 

national contact, compared to a more technical international assignment (Caligiuri 2000a; 2000b; 
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2004).  In a best case, a thorough assessment can be conducted through a variety of valid formal 

selection methods:  paper and pencil tests, assessment centers, interviews, behavioral 

observations, and the like.   

 While comprehensive, the reality of international assignment selection is not nearly as 

sophisticated.  Most international assignee selection generally happens using the most informal 

methods – recommendations of peers or supervisors (Brewster & Harris, 1999) on basic 

dimensions such as work experience and willingness to relocate.  That said, future research 

should attempt to close the gap between research and practice.  For instance, two aspects of the 

international assignee selection process have shown promise for practical application but warrant 

further investigation.   The first is to better understand ways to engage employees early – even 

before an international assignment is even available.  The best candidates could potentially build 

their efficacy for the assignment when their decision-making processes are engaged before a 

position becomes available (Caligiuri & Phillips, 2003).  The second promising application for 

practice is to better understand ways to effectively involve the family as early as possible in the 

selection process.  Research suggests that family members can greatly influence the assignment 

outcome (Caligiuri et al., 1998) so their motivation and interest in the international assignment 

should not be disregarded in the assessment phase.  It is generally accepted that the best selection 

decision will be mutual among the employees, their organizations, and their families.  While the 

best case for international assignee selection is understood, the dynamic interplay among 

employees, families, and organizations -- in terms of international assignment selection decisions 

-- is not yet thoroughly understood and warrants further research. 

 

Training and Development for International Assignees 
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 In addition to comprehensive self-selection and selection programs, success in international 

assignments may be facilitated through the training and development of cross-national 

competencies (e.g., cross-cultural knowledge, skills, and abilities). For example, providing an 

international assignee with knowledge of general dimensions on which most cultures differ and 

the impact of these differences may provide the individual with some awareness regarding 

expected norms and behaviors in the new culture (Black & Mendenhall, 1990). This awareness 

may lower anxiety, reduce culture shock, and encourage appropriate behaviors when living and 

working in a host culture.  For the organization, both international training activities and 

international development activities will help improve cross-national competencies among 

international assignees (Briscoe & Schuler, 2004; Dowling & Welch, 2004; Gupta & 

Govindarajan, 2002; Evans, Pucik, & Barsouk, 2001).  

International Training and Development Activities 

 Organizations recognize the importance of international training and development activities 

and increasingly use them to prepare individuals for the challenges and opportunities associated 

with living and working in new cultural environments, with diverse teams, across national 

borders, etc. (see Windham International & National Foreign Trade Council, 2003, 2002; Csoka 

& Hackett, 1998; Gregersen, Morrison, & Black, 1998). The terms international training 

activities (ITAs) and international development activities (IDAs) tend to be combined to signify 

the set of activities used by firms to develop the competency base of their internationally-

oriented employees. The objective of both ITAs and IDAs is to foster learning among the 

organizational members and develop enriched and more capable workers who, in turn, can 

enhance organizational competitiveness and effectiveness internationally.   
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 While similar in objective, the specific goals of ITAs and IDAs are, in fact, different. In 

general terms, ITAs focus on the competencies needed to perform more effectively on one’s 

current job.  In other words, ITAs tend to be oriented towards solving short-term performance 

concerns.  In contrast, IDAs refer to the acquisition of competencies needed to perform in some 

future job.  It is, however, important to note that certain activities such as cross-cultural training 

can be used for both for training purposes (e.g., Earley, 1997) and for developmental purposes 

(e.g., Lievens, Harris, Van Keer & Bisqueret, 2003).   Some of the various international training 

and development activities are listed below. 

• Cross-cultural Training (Specific and General)– The most researched and most used in 

practice, when used as an ITA, the goal of cross-cultural training is to increase an 

international assignee’s specific cross-cultural knowledge of a given country.  When 

(albeit, less commonly) used as an IDA, cross-cultural training will be geared for 

individuals who must work across a variety of cultural contexts – without any one 

cultural context in mind.   

• Predeparture Cross-cultural Orientation – As an ITA, the immediate goal of cross-cultural 

orientation is to help an internationally assignee learn the basics (e.g., currency, public 

transportation, working hours) to comfortably live and work in host country. 

• Diversity Training – Depending on the immediacy of the need, diversity training can be 

either an ITA or an IDA.  The goal of diversity training is to increase one’s ability to 

understand and appreciate multiple cultural perspectives. 

• Language Training- Depending on the immediacy of the need for fluency in another 

language, language training can be either an ITA or an IDA – but in practice is most often 

offered when an international assignee will be moving to a country where different 



Caligiuri & Tarique 
Page 14 

language skills are needed.  Sometimes, organizations offer language training in the 

corporate language for all who are interested.  In this case, language training may be 

viewed more developmentally. 

• Traditional Education in International Management – University or specific training 

programs are often offered as a part of a larger developmental plan and therefore more 

likely to be an ITA.  The goal of the traditional program is to increase international 

business acumen and knowledge. 

• Cross-National Coaching or Mentoring – Generally viewed as an IDA, cross-national 

coaches and mentors help international assignees build cultural awareness, work on 

cultural “blind-spots and help develop competencies for becoming effective in an 

international environment.  Occasionally, cross-national coaches are assigned for a 

specific task (e.g., delivering an important speech in another country, negotiating an 

international joint venture) and, in those cases, would then be considered more of an ITA. 

• Immersion Cultural Experiences - Generally viewed as an IDA, the goal of immersion is 

to – with a rather quick experience – produce culture shock for the developmental 

purpose of increasing one’s ability to recognize and appreciate multiple cultural 

perspectives.   

• Cross-Border Global Teams (with Debriefing) – Both an ITA and an IDA, individuals are 

debriefed after a multicultural team experience (e.g., a meeting) to receive feedback, and 

hopefully improve their skills, on how to be a better leader, team member, etc. in a 

multicultural context.  The feedback is an ITA for the purpose of the immediate team and 

an IDA for long-term skill development. 
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• International Assignments – International assignments can be the means by which people 

develop cross-cultural competence – and the outcome that the more immediate-focused 

ITAs hope to influence.  In the developmental context, as an IDA, living and working in 

another country may have a long-term effect on an individual’s cross-national 

competence.  Believing in their developmental power, many firms view successful 

international assignments as the indicator of cross-national competence.  

 We encourage future research to investigate the various ITAs and IDAs with their specific 

goals in mind.  Research, to date, has overgeneralized the short-term and long-term outcomes of 

these diverse training and development interventions.  An investigation of the various 

interventions, relative to the short-term and long-term goals would help organizations better 

understand the implications of the activities in which they engage.  In some cases, long-term 

benefits may be present as a direct result of a short-term intervention (e.g., a language course 

gives an individual some cultural exposure and appreciation).  The concern, however, is that the 

opposite may also be the case – that a long-term intervention (such as an international rotational 

assignment) may have only a short-term gain.  In the case of an international assignment, this 

concern suggests that an individual has learned to be competent within one particular culture, but 

has not developed any international competencies that could generalize to other cross-border 

contexts.  This is an open, and very important, area for scholarly investigation. 

Cross-Cultural Training 

As the non-exhaustive list suggests, there are many types of ITAs and IDAs with 

different goals and objectives.  From this list, the most frequently used and researched activity is 

cross-cultural training.  Traditionally, multinational firms have used cross-cultural training to 

increase the knowledge and skills of international assignees to help them operate effectively in 
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the unfamiliar host culture (Mendenhall, Kuhlmann, Stahl & Osland, 2002; Morris & Robie, 

2001; Kealy & Protheroe, 1996).     

 A well-designed cross-cultural training initiative may enhance the learning process of the 

international assignee and thus facilitate effective cross-cultural interactions and cross-cultural 

adjustment (Black & Gregersen, 1991; Caligiuri, Phillips, Lazarova, Tarique, & Burgi, 2001). To 

understand the systematic approach to designing cross-cultural training initiatives, Tarique and 

Caligiuri (2003) propose a five-phase process as a general strategy to follow in designing 

effective cross-cultural training initiatives.  The five phases are:  

1) Identify the type of global assignment for which cross-cultural training is needed; 

2) Determine the specific cross-cultural training needs (from the organization-level, 

assignment-level, and the individual-level); 

3) Establish the goals and measures for determining cross-cultural training effectiveness; 

4) Develop and deliver the cross-cultural training program; and,  

5) Evaluate whether the cross-cultural training program was effective. 

 The first phase includes identifying the type of global assignment for which cross-cultural 

training is needed. Research has shown that there are different types of global assignments (e.g., 

Caligiuri & Lazarova, 2001; Hays, 1974; Oddou, 1991) and cross-cultural training will differ 

based on the goals required for the successful completion of each assignment (Tarique & 

Caligiuri, 2002; Tarique 2002 .  The second phase determines the specific cross-cultural training 

needs. This involves conducting a cross-cultural training needs analysis across three levels: the 

organizational-level, the individual (or international assignee) level, and the assignment-level.   

The organizational-level analysis determines the organizational context for cross-cultural 

training. This analysis considers how cross-cultural training can assist both headquarters and 
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subsidiaries in supporting the firm’s strategy. The individual (or international assignee) level 

analysis identifies any special needs that have to be addressed in cross-cultural training for the 

individuals, who are on the receiving end of the cross-cultural training, the international 

assignees themselves.  This analysis includes examining the international assignee’s prior 

international experience, his or her existing levels of cross-cultural competencies, how he or she 

perceives the issues the cross-cultural training initiative is designed to address, and the needs of 

the international assignee’s entire family.  The assignment-level analysis determines the cross-

cultural competencies required to effectively complete the given assignment. This includes 

identifying the important tasks required on the global assignment and the type of cross-cultural 

competencies needed to perform those tasks effectively.  

 Phase three involves establishing short-term goals and long-term goals for determining 

cross-cultural training effectiveness. Cross-cultural training goals should be stated in detailed and 

measurable terms (e.g., Noe, 2004). Short-term cross-cultural training goals can bring about 

cognitive, affective, and behavioral changes (Gudykunst, Guzley, & Hammer, 1996). Cognitive 

goals focus on helping international assignees understand the role of cultural values on behavior 

in the destination country, in both social and business contexts. Affective goals aim at helping 

international assignees effectively manage their attitude toward the new culture and successfully 

handle negative emotions. Behavioral goals help international assignees form adaptive behaviors 

by emphasizing the transnational skills international assignees require in order to successfully 

interact with individuals from other cultures. While the short-term goals of cross cultural training 

will vary from assignment to assignment, the long-term goal of many cross-cultural training 

initiatives is to improve the rate of cross-cultural adjustment.   Improving cross-cultural 

adjustment is important for all international assignees and would generalize across assignments.   
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 The fourth phase develops and delivers the cross-cultural training initiative. This phase 

involves determining the specific instructional content needed in order to achieve the stated goal 

and the methods to deliver the instructional content, and the sequencing of the training sessions. 

Based on the cross-cultural and intercultural communication research  (e.g., Brislin, Cushner, 

Cherrie, & Yong, 1986; Copeland & Griggs, 1985; Harris & Moran, 1991), Harrison suggests 

that content structure should follow an integrated approach consisting of both general cultural 

orientation (to understand factors that may influence one's receptiveness to effective cross-

cultural interactions and to understand how cultures differ and the impact of these differences on 

international assignees) and specific cultural orientation (to help international assignees 

understand more about the specific culture to which they are being assigned).   

 Gudykunst, Guzley, and Hammer (1996) suggest that the methods to deliver the instructional 

content can be categorized into four categories:   

1) Didactic culture general; 

2) Didactic culture specific; 

3) Experiential cultural general; and, 

4) Experiential cultural specific.  

 Didactic culture general methods provide cultural general information to international 

assignees and include lectures, seminars, reading martial, discussions, videotapes, and culture-

general assimilators. Didactic culture specific methods, in contrast, present information on a 

particular culture. Methods used in this category include area studies, videotapes, orientation 

briefings, case studies, and the like. Experiential cultural methods help international assignees 

experience the impact of cultural differences on their behaviours. Methods in this category 

include immersion programs or intensive workshops. Experiential culture-specific methods, in 
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contrast, help international assignees experience and learn from interactions with individuals 

from the host culture. This approach generally includes methods like role-playing, look-see trips, 

in-country cultural coaching, and language training (Gudykunst, Guzley, & Hammer, 1996). 

 Lastly, phase five evaluates whether the cross-cultural training initiative was effective. Cross-

cultural training evaluation refers to the systematic process of gathering information necessary to 

determine the effectiveness of cross-cultural training. Cross-cultural training effectiveness is 

generally defined in terms of the benefits the international assignees receive from cross-cultural 

training and is determined by the extent to which international assignees have changed as a result 

of participating in cross-cultural training. The evaluation process involves establishing measures 

of effectiveness, and developing research designs to determine what changes (e.g., cognitive, 

affective, and behavioral) have occurred during the training. Results from the cross-cultural 

training evaluation should help the organization decide whether cross-cultural training should be 

continued in its current form or modified.  

Future research on these proposed phases and the various categories of cross-cultural 

training content (proposed by Gudykunst, et al., 1996) is an important area for investigation.  

The optimal combination of delivery methods and content for producing the desired outcome has 

not yet been determined. For example, are some content areas better covered before (or while) an 

individual is experiencing a culture?  Currently, many cross-cultural training programs are 

delivered prior to the international assignment – with questionable influence on adjustment 

(Mendenhall et al, 2004).   Also, a better understanding of the limits and generalizability across 

organizational, cultural, national, and individual contexts for cross-cultural training is an 

important area to explore in future research. 
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The Intersection between Selection and Training: Future Research Directions 

 As mentioned earlier, many international organizations provide ITAs and IDAs to their 

employees in order to improve their global work performance. However, despite the plethora of 

research advocating the use of ITAs and IDAs as mechanisms for improving global work 

performance, the current research has generally assumed that everyone benefits equally from 

ITAs and IDAs. Given the extraordinary high costs (e.g., financial and emotional) of developing 

global managers, it is important to understand who will benefit the most from ITAs and IDAs.  

Caligiuri (2000a), for example, notes that academics and practitioners, alike, should identify 

those individuals with the requisite individual characteristics (e.g., personality), and then offer 

cross-cultural training to those identified. Cross-cultural training may only be effective when 

trainees are predisposed to success in the first place (Caligiuri, 2000).  Certain personality traits, 

in particular openness to experience, extroversion, and agreeableness, and early international 

experiences may provide the conditions under which ITAs and IDAs will lead to greater learning 

of cross-national competencies.  

Personality, Training, and Development 

 There is some evidence in the domestic training and development literature that personality 

traits are related to learning outcomes (e.g., Salas & Cannon-Bowers, 2001; Colquitt & 

Simmering, 1998; Barrick & Mount, 1991). Barrick and Mount’s (1991) meta-analysis found 

that the personality traits of conscientiousness, extraversion, and openness were related to 

training proficiency. In another example, Salgado’s (1997) meta-analysis of 36 studies found that 

the personality traits of openness and agreeableness were valid predictors of training proficiency.  

 The contact hypothesis or association hypothesis (Allport 1954, Amir 1969, Zajonc 1968) 

can provide theoretical justification for personality traits as predictors of learning through a 
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training or development intervention.  The contact hypothesis or association hypothesis was 

originally developed to examine the race relations in the United States in the 1950's and 1960's, 

and suggests, in brief, that the more interaction (i.e., contact) a person has with people from a 

given cultural group, the more positive his or her attitudes will be toward the people from that 

cultural group (Allport, 1954, Amir 1969, Zajonc, 1968). Church (1982) suggested that the 

principles of the contact hypothesis could be applied to the interpersonal interactions between 

international assignees and host nationals. More recently, Caligiuri (2000a) used the contact 

hypothesis to suggest that international assignees often learn cultural appropriate norms and 

behaviors through cross-cultural interactions and that international assignees vary on the 

personality traits necessary for relating to others.  

 The predisposition for cross-cultural interactions can facilitate the learning of cross-national 

competencies during international training and development. This is based on the assertion that 

interaction with people from different cultures will affect the extent to which an individual is 

able to use the learned skills and behaviors.  The more an individual interacts with people from 

different cultures, the more likely he or she will be to use and apply the learned skills and 

behaviors. In addition, extensive interpersonal interactions will help individuals experience the 

consequences of using behavior or skills and to observe others and seeing the consequences of 

their behaviors. Such consequences would assist them to determine which behaviors result in 

positive outcomes and to prevent the development of unwanted or inappropriate behaviors.  The 

dynamic interplay between individual differences and international training and development 

activities for improving is cross-national competence is an area which warrants additional 

scholarly research.    
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Early International Experience, Training, and Development 

 One type of experience that has not been given much attention by researchers is early 

international travel experiences or experiences gained from living outside the country of ones 

citizenship as a child (Cottrell & Useem, 1994). This form of international experience has been 

extensively discussed in the “third country kids” (TCKs) literature (e.g., Lam & Selmer 2004; 

Pollock & Van Reken, 2001; Eidse & Sichel, 2003) which can provide theoretical evidence that 

individuals, by developing extensive early international experiences, are more likely to have 

learning or information processing advantage that should facilitate the learning of new behaviors 

and skills.  Third country kids (TCKs) are individuals who have spent a part of their childhood in 

countries or cultures other than their own (Pollock & Van Reken, 2001). According to Pollock & 

Van Reken (2001: 6)  

“TCKs are raised in neither/nor world. It is neither fully the world of their 
parents’ culture (or cultures) nor fully the world of the other culture (or cultures) 
in which they were raised……In the process of first living in one dominant 
culture and then moving to another and maybe even two or three more and often 
back and forth between them all, TCKs develop their own life patterns different 
from those who are basically born and live in one place.”   
 
 

Early international travel experiences allow TCKs to develop a learning or information 

processing advantage, which should facilitate the learning of new behaviors and skills. From a 

social learning perspective when children travel to other countries, they learn behaviors, customs, 

and norms of that culture through direct experience or through observations of the host nationals’ 

behaviors (Bandura, 1997). Children with extensive travel experiences in other countries may 

have developed more comprehensive prior knowledge structures or sets of cognition maps about 

people, roles, or events that govern social behavior. The literature on the additive effect of prior 

knowledge (e.g., Cohen & Levinthal, 1990) and cognitive learning theories (e.g., Bower & 



Caligiuri & Tarique 
Page 23 

Hilgard, 1981) suggest that accumulated prior knowledge increases both the ability to put new 

knowledge into memory and the ability to recall and use it.   

 The above discussion suggests that individuals high on openness to experience, extroversion, 

and agreeableness, and early international travel experience will benefit more from training and 

development than individuals low on these traits. Future research, however, is needed to 

disentangle the mechanisms that underlie these associations. A major criticism of the existing 

literature on international training and development effectiveness is that it is based on anecdotal 

evidence or broad theories and models. There is a need to develop advanced theoretical 

approaches to better understand how individual differences influence the relationship between 

ITAs and IDAs and learning/performance outcomes.  In addition, future research needs to 

examine how non-personality individual differences, such as individual learning styles (e.g., 

Kolb 1984) and age (e.g., Zemke, Raines, & Filipczak, 2000) influence this relationship. 

Moreover, a fruitful line of inquiry would be to examine the experiences of third country kids 

who are now of working age and experiences cultures in the organizational context.  

 An issue related to cross-cultural training effectiveness should be noted. In the realm of 

academic research, studies that have examined the likely success of cross-cultural training have 

shown that cross-cultural training programs have failed to meet performance improvement needs 

(Kealy & Protheroe, 1996; Mendenhall et al., 2004). Kealy & Protheroe (1996), for example, 

reviewed empirical studies used to assess cross-cultural training effectiveness and concluded that 

while cross cultural training seems to be effective in achieving immediate learning results, its 

impact on expatriates’ performance on the assignment is not clear. Similarly, in a recent review 

of cross cultural training evaluation studies, Mendenhall et al, (2004) concluded that “ cross-

cultural training seems to be effective in enhancing knowledge and trainee satisfaction, but 
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seems to be less effective in changing behaviors and attitudes, or in improving adjustment and 

performance” (p:19).   

 The failure of cross-cultural training to produce a significant change in cross-cultural 

adjustment and in performance on the global assignment can be viewed from the classical 

“transfer of training problem” which is defined as the failure of the trainee to effectively and 

continually apply the knowledge and skills gained in training to his or her job (Broad & 

Newstrom, 1992). It is well known in the domestic training literature that training content often 

does not transfer to the actual work setting (Baldwin & Ford, 1988; Saks, 2002). For this reason, 

domestic research examining the ways to facilitate or improve transfer has received much 

attention in the recent past (e.g., Ford & Weissbein, 1997). Meanwhile cross-cultural training 

scholars have largely ignored the transfer issue -- to date, no research has examined the transfer 

problem within a cross-cultural training context. Future research needs to expand our 

understanding of the transfer issue within the context of cross-cultural training effectiveness. 

 

CONCLUSION 

 This chapter provides broad discussion for both academics and human resource specialists to 

better understand the topic of international assignee selection and assignee training and 

development. The discussion of international assignee selection included the topics of individual-

level antecedents of global assignee success, such as personality characteristics, language skills, 

and prior experience living in a different country, and the process issues for effectively selecting 

global assignees, such as realistic previews, self-selection, and assessment.  The discussion of 

assignee training and development discussed the various interventions used to prepare 

international assignees to live and work in new cultural environments – with special focus on 
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cross-cultural training programs, still the most commonly used intervention for improving cross-

national competence. 

 It is important to note, from a practical perspective, that many of the selection, training, and 

development practices described in this chapter are known but not often practiced in 

multinational firms.  The most apparent reasons for multinational firms’ continued oversight of 

these practices are that HR (in most firms) manages international assignments after a selection 

has been made (Brewster & Harris, 1999) and then with a limited budget for cross-cultural 

training and development activities once selected.  As such, the HR role in international 

assignment management has been relegated to administrative and tactical activities – rather than 

strategic ones.  Using a scientist-practitioner frame of reference, it is important that the gap 

between theory and practice is closed through solid program evaluation studies providing 

concrete financial evidence for the strategic use of the practices described in this chapter.   

 We believe that the key to improving success of individuals on international assignments is 

to understand the interaction of selection and training and development, that is, to determine who 

benefits the most from international training and development activities. Future research should 

examine more accurate methods for identifying those individuals with the requisite individual 

characteristics (e.g., personality) to succeed in other countries, the optimal level of cross-cultural 

training needed for international assignment success, and the long-term development of global 

competence that could result from the international assignments.  Clearly, this is an important 

area that will keep researchers and practitioners alike engaged for many years to come. 



Caligiuri & Tarique 
Page 26 

References:  

Abe, H., & Wiseman, R. (1983). A cross-culture confirmation of the dimensions of intercultural 
effectiveness.  International Journal of Intercultural Relations, 7: 5-67. 
 
Allport, G. (1954). The nature of prejudice. Cambridge, MA: Perseus Books. 
 
Amir, Y. (1969). Contact hypothesis in ethnic relations. Psychological Bulletin, 71: 319-342. 
 
Barrick, M., & Mount, M. (1991). The Big Five personality dimensions and job performance: A 
meta-analysis. Personnel Psychology, 44: 1–26. 
 
Bandura, A. (1997). Self-efficacy: The exercise of control. New York: W. H. Freeman and 
Company. 
 
Baldwin, T., & Ford, J. (1988). Transfer of training: A review and directions for future research. 
Personnel Psychology, 41, 63-105. 
 
Black, J. (1990). The relationship of personal characteristics with adjustment of Japanese 
expatriate managers.  Management International Review, 30: 119-134. 
 
Black, J., Gregersen, H., & Mendenhall, M. (1992). Global assignments. San Francisco: Jossey-
Bass. 
 
Black, J., & Mendenhall, M. (1990). Cross-cultural training effectiveness: A review and a 
theoretical framework for future research. Academy of Management Review, 15: 113-136 
 
Black, J. (1988). Work role transitions: A study of American expatriate managers in Japan. 
Journal of International Business Studies, 19: 277-94. 
 
Black, J., & Gregersen, H. (1991). Antecedents to cross-cultural adjustment for expatriates in 
Pacific 
Rim assignments, Human Relations, 44: 497-515. 
 
Bower, G., & Hilgard, E. (1981). Theories of learning. Englewood Cliff: Prentice Hall. 
 
Brislin, R. W., Cushner, K., Cherrie, C., & Yong, M. (1986). Intercultural interaction: A 
practical guide.  Beverly Hills, CA: Sage Publications. 
 
Briscoe, D., & Schuler, R. (2004). International human resource management: Policies & 
practices for the global enterprise (2nd Edition). New York: Routledge.  
 
Brein, M., & David, K. (1971). Intercultural communication and the adjustment of the sojourner, 
Psychological Bulletin, 76: 215-230.  
 
Brewster, C., & Harris, H. (1999). International HR. London and New York: Routledge. 



Caligiuri & Tarique 
Page 27 

 
Brislin, R. (1981). Cross-cultural encounters: Face-to-face interaction. Elmsford, NY: 
Pergamon. 
 
Broad, M., & Newstrom, J. (1992). Transfer of training: Action-packed strategies to ensure high 
payoff from training investments. Reading, MA: Addison-Wesley.  
 
Buss, D.  (1991). Evolutionary personality psychology.  In Rosenzweig MR and Porter LW 
(Eds.). Annual Review of Psychology, 42: 459-492. Palo, Alto, CA: Annual Reviews Inc.  
 
Buss, A. (1989). Personality as traits.  American Psychologist, 44: 1378-1388. 
 
Caligiuri, P. (2004). Performance measurement in a cross-national context: evaluating the 
success of global assignments.  Invited book chapter in W.  Bennett, D.  Woehr, & C.  Lance 
(Eds.) Performance measurement: Current perspectives and future challenges. New Jersey, 
Lawrence Erlbaum Associates, Inc. Publishers.  
 
Caligiuri, P., Phillips, J., Lazarova, M., Tarique, I., & Burgi, P.  (2001). Expectations produced 
in cross-cultural training programs as a predictor of expatriate adjustment.  International Journal 
of Human Resource Management. 12:  357-372. 
 
Caligiuri, P (2000a).  The big five personality characteristics as predictors of expatriate success. 
Personnel Psychology, 53: 67-88. 
 
Caligiuri, P (2000b).  Selecting expatriates for personality characteristics: A moderating effect of 
personality on the relationship between host national contact and cross-cultural adjustment. 
Management International Review, 40: 61-80. 
 
Caligiuri, P., & Day, D.  (2000). Effects of self-monitoring on technical, contextual, and 
assignment-specific performance: A study of cross-national work performance ratings. Group 
and Organization Management, 25: 154-175.  
 
Caligiuri, P., Jacobs, R., & Farr, J.  (2000). The attitudinal and behavioral openness scale: Scale 
development and construct validation.  International Journal of Intercultural Relations, 24: 27-
46.  
 
Caligiuri, P., & Phillips, J. (2003).  An application of self-assessment realistic job previews to 
expatriate assignments.  International Journal of Human Resource Management, 14: 1102-1116. 
 
Caligiuri, P.,  & Lazarova, M. (2001). Strategic repatriation policies to enhance global leadership 
development. Invited book chapter for M. Mendenhall, T.Kuehlmann, & G. Stahl (Eds.). 
Developing Global Business Leaders: Policies, Processes and Innovations. New York: Quorum 
Books. 
 



Caligiuri & Tarique 
Page 28 

Caligiuri, P., Hyland, M., Joshi, A., & Bross, A.  (1998). A theoretical framework for examining 
the relationship between family adjustment and expatriate adjustment to working in the host 
country. Journal of Applied Psychology, 83: 598-614.  
 
Church, A.  (1982). Sojourner adjustment. Psychological Bulletin, 9: 540-572. 
 
Copeland, L., & Griggs, L. (1985). Going International. New York: Plume. 
 
Colquitt, J., & Simmering, M. (1998). Conscientiousness, goal orientation, and motivation to 
learn during the learning process: A longitudinal study. Journal of Applied Psychology, 85: 678-
707. 
 
Cottrell, A. B., & Useem, R. H. (1994). Article 5. TCKs maintain global dimensions throughout 
their lives [Electronic version]. NewsLinks-the newspaper of International Schools Services, 
XIII, No.4. Retrieved September 17, 2004, from http://www.tckworld.com/useem/art5.html 

 

Cohen, W., & Levinthal D. (1990). Absorptive capacity: A new perspective on learning and 
innovations, Administrative Science Quarterly, 35:128-152. 
 
Csoka, L., & Hackett, B. (1998). Transforming the HR function for global business success 
(Report No. 1209-98-RR). New York: The Conference Board. 
 
Cui, Geng., & Van den Berg, S (1991).  Testing the construct validity of intercultural 
effectiveness.  International Journal of Intercultural Relations, 15: 227-241. 
 
Cui, G., & Awa, N., (1992). Measuring intercultural effectiveness: An integrative approach. 
International Journal of Intercultural Relations, 16: 311-328. 
 
Dalton, M., & Wilson, M. (2000). The relationship of the five-factor model of personality to job 
performance for a group of middle eastern international assignee managers. Journal of Cross-
Cultural Psychology, 18: 250-258. 
 
Day D., & Silverman S. (1989).  Personality and job performance: Evidence of incremental 
validity. Personnel Psychology, 42: 25-36. 
 
Digman, J. (1990). Personality structure: The emergence of the five factor model.  Annual 
Review of Psychology, 41: 417-440. 
 
Dinges, N. (1983).  Intercultural competence.  In D. Landis & R. Brislin (Eds.) Handbook of 
intercultural training: Issues in theory and design (Vol. 1).  New York: Pergamon Press. 
 
Dowling, P., & Welch, D. (2004).  International Human Resource Management : Managing 
People in a Multinational Context. (4th ed). Cincinnati, OH: South-Western College Publishing. 
 
Dunbar, E. (1992). Adjustment and satisfaction of expatriate U.S. International Journal 
of Intercultural Relations, 16:1-16. 



Caligiuri & Tarique 
Page 29 

Early, P. (1987). Intercultural training for managers: A comparison of documentary and 
interpersonal methods. Academy of Management Journal, 30: 685-698. 

 
Eidse, F., & Sichel, N. (2003). Unrooted childhoods. Memoirs of growing up global. London, 
U.K: Nicholas Brealey Intercultural. 
 

Evans, P., Pucik, V., & Barsoux, J. (2002). The global challenge: Frameworks for international 
human resource management, Boston, MA: McGraw-Hill. 

 
Finney, M., & Von Glinow, M. (1988).  Integrating academic and organizational approaches to 
developing the international manager.  Journal of Management Development, 7: 16-27. 
 
Ford, J. & Weissbein, D. (1997). Transfer of training: An update review and analysis. 
Performance Improvement Quarterly, 10: 22-41. 
 
Goldberg, L. (1993). The structure of phenotypic personality traits.  American Psychologist, 48: 
26-34. 
 
Goldberg L. (1992). The development of markers for the big-five factor structure.  Psychological 
Assessment, 4: 26-42. 
 
Gregersen, H., Morrison, A., & Black, J. (1998). Developing leaders for the global frontier. 
Sloan Management Review, 40: 21-32. 
 
Gudykunst, W. (1988). Uncertainty and anxiety. In Y. Kim & W. Gudykunst (Eds), Theories in 
intercultural communication (pp. 123-156). Newbury Park, CA: Sage. 
 
Gudykunst W., & Hammer, M. (1984).  Dimensions of intercultural effectiveness: Culture 
specific or cultural general?  International Journal of Intercultural Relations, 8: 1-10. 
 
Gudykunst, W., Guzley, R., & Hammer, M. (1996). Designing intercultural training. In  
D. Landis & R. B. Bhagat (Eds.), Handbook of intercultural training (2nd ed.; pp. 61-80). 
Thousand Oaks, CA: Sage. 
 
Gupta, A., & Govindarajan, V. (2002). Cultivating a global mindset. The Academy of 
Management Executive, 16: 116-126. 
 
Guthrie, G. (1975). A behavioral analysis of cultural learning. In R. W. Brislin, S. Bochner, &  
W. J. Lonner (Eds.), Cross-cultural perspectives on learning. New York, NY: Wiley. 
 

Harris, P., & Moran, R.  (1991). Managing Cultural Differences. Houston, TX: Gulf Publishing. 

 



Caligiuri & Tarique 
Page 30 

Harrison, J. (1994). Developing successful expatriate managers: A framework for the structural 
design and strategic alignment of cross-cultural training programs. Human Resource Planning, 
17:17-35. 
 
Harris, P., & Moran, R. (1991). Managing cultural differences. Houston, TX: Gulf Publishing. 
 
Hays, R. (1974). Expatriate selection: insuring success and avoiding failure. Journal of 
International Business Studies, 4: 25-37. 
 
Kealy, D., & Protheroe, D. (1996). The effectiveness of cross culture training for expatriates: an 
assessment of the literature on the issue. International Journal of Intercultural Relations, 20: 
141-165. 
 
Kolb, D. (1984).  Experiential learning – Experience as the Source of Learning and 
Development.  New Jersey: Prentice Hall. 
 
Lam, H., & Selmer, J. (2004). Are former "third-culture kids" the ideal business expatriates? 
Career Development International, 9: 109-122. 
 
Lievens, F., Harris, M.,  Van Keer, E., & Bisqueret, C. (2003). Predicting cross-cultural training 
performance: The validity of personality, cognitive ability, and dimensions measured by an 
assessment center and a behavior description interview. Journal of Applied Psychology, 88: 476-
489. 
 
McCrae, R., & Costa, P. (1989).  More reasons to adopt the five-factor model.  American 
Psychologist, 44: 451-452. 
 
McCrae, R., & Costa, P. (1987).  Validation of the five-factor model of personality across 
instruments and observers.  Journal of Personality and Social Psychology, 52: 81-90. 
 
McCrae, R., & John, O. (1992).  An introduction to the five factor model and its applications.  
Journal of Personality, 60, 175-216. 
 
Mendenhall, M., & Oddou, G. (1988).  The overseas assignment: A practical look.  Business 
Horizons, 31: 78-84. 
 
Mendenhall, M., & Oddou, G. (1985).  The dimensions of expatriate acculturation.  Academy of 
Management Review, 10: 39-47. 
 
Mendenhall, M., Kuhlmann, T., Stahl, G., & Osland, J. (2002). Employee development and 
expatriate assignments. In M. Gannon & K. Newman (Eds.) Handbook in Cross-Cultural 
Management. London: Blackwell. 
 
Mendenhall, M., Stahl, G., Ehnert, I., Oddou, G.,  Osland, J., &  Kühlmann, T. (2004).  



Caligiuri & Tarique 
Page 31 

Evaluation studies of cross-cultural training programs:  A review of the literature from 1988-
2000. In D Landis, & J Bennett (Eds). The Handbook of Intercultural Training. Thousand Oaks, 
CA: Sage 
 
Morris, M., & Robie, C. (2001). A meta-analysis of the effects of cross-cultural training in 
expatriate performance and adjustment. International Journal of Training and Development, 5: 
112-125. 
 

Noe, R. (2004). Employee training and development. Boston, MA: McGraw-Hill 

 
Ones, D., & Viswesvaran, C. (1997).  Personality determinants in the prediction of aspects of 
expatriate job success.  In Aycan Z (Ed.). Expatriate Management: Theory and Practice (63-92).  
Greenwich, CT: JAI Press. 
 
Ones, D., & Viswesvaran, C. (1999). Relative importance of personality dimensions for 
international assignee selection: A policy capturing study. Human Performance, 12: 275-294. 
 
Oddou, G. (1991). Managing your expatriates: What the successful firms do. Human Resource 
Planning, 14: 301-308. 
 
Pollock, D., & Reken, R (2001). Third culture kids. London, U.K.: Nicholas Brealey 
Intercultural. 
 
Richards, D.  (1996). Strangers in a strange land: expatriate paranoia and the dynamics of 
exclusion.  International Journal of Human Resource Management, 7: 553-571. 
 
Salgado, J. (1997). The five-factor model of personality and job performance in the European 
Community. Journal of Applied Psychology, 82: 30-43. 
 
Salas, E., & Cannon-Bowers, J. A. (2001). The science of training: A decade of progress. Annual 
Review of Psychology, 52: 471-499. 
 
Saks, A. (2002). So what is a good transfer of training estimate? A reply to Fitzpatrick. The 
Industrial-Organizational Psychologist, 39: 29-30 
 
Selmer, J. (2002) Practice makes perfect? International experience and expatriate adjustment. 
Management International Review, 42: 71-87. 
 
Searle, W., & Ward, C. (1990).  The prediction of psychological and sociocultural adjustment 
during cross-cultural transitions.  International Journal of Intercultural Relations, 14: 449-464. 
 
Stening, B.  (1979). Problems of cross-cultural contact: A literature review. International 
Journal of International Relations, 3: 269-313. 
 



Caligiuri & Tarique 
Page 32 

Tarique, I., & Caligiuri, P. (2002). Effectiveness of in-country cross-cultural training:  Role of 
cross-cultural absorptive capacity. Paper presented at the 62nd Annual Academy of 
Management Meeting, Denver, CO. 
 
Tarique, I. (2002). Cross-cultural implications for instructional design, delivery, and evaluation. 
Panel discussion. Annual Conference of the Society of Industrial and Organizational Psychology, 
Toronto, Canada. 
 
Tarique , I., & Caligiuri, P. (2003). Training and development of international staff. In Anne-Wil  
Harzing and  Joris Van Ruysseveldt (Eds.), International Human Resource Management, 
Thousand Oaks, CA: Sage. 
 
Takeuchi, R., Tesluk, P., Yun, S., &  Lepak, D. (in-press). An Integrative View of International 
Experiences: An Empirical Examination. Academy of Management Journal.  
    
Tung., R. (1981).  Selection and training of personnel for overseas assignments.  Columbia 
Journal of World Business, 16: 21-25. 
 
Tung, R. (1988). The new expatriates: Managing human resources abroad. Cambridge, MA: 
Ballinger. 
 
Weissman, D., & Furnham, A. (1987). The expectations and experience of a sojourning 
temporary resident abroad: A preliminary study. Human Relations, 40: 313-326. 
 
Windham International & National Foreign Trade Council. (2003). Global Relocation Trends 
2003 Survey Report.  
 
Windham International & National Foreign Trade Council. (2002). Global Relocation Trends 
2002 Survey Report.  
 
Zajonc, R. (1968). Attitudinal effects of mere exposure. Journal of Personality and Social 
Psychology, 9, Monongraph supplement No. 2, Part 2. 
 
Zemke, R., Raines, C., & Filipczak, B. (2000). Generations at work: Managing the clash of 
veterans, boomers, xers, and nexters in your workplace. New York: American Management 
Association. 
 


