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Abstract

The competitive business environment of the present century has made internationalization a growing strategic option for organizations that
want to create and sustain competitive advantage. Globalization largely affects corporate culture and the employees therein. Specific to global
organizations attempting to develop dynamic capabilities through expatriation of managers is the identification and selection of an adequate
number of qualified managers with a strong desire or interest in managing subsidiaries. Any failure on the part of the expatriates leads to the
decline in productivity of the firm. This study examines the relationship of expatriate turnover in the information technology industry by
considering eight important variables, that is, lack of technical and managerial competencies, mutual trust and co-operation among co-
workers, position of expatriates, perceived lack of support in their career plan, inability of the spouse to adjust to the new culture, other family
related issues, inability of the expatriate to cope with large assignments, and manager's personality of 43 expatriates from 11 different
multinational corporations. The study also investigated the relationship between the mentioned variables through hypotheses testing. Testing
the hypotheses based on independent samples t- test, our results suggest that expatriate failure is significantly related to the lack of technical
and managerial competencies, managerial position of expatriates, perceived lack of support in their career plan, and inability of the spouse to
adjust to the new culture.
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he world economy is moving away from the traditional economic system in which notional markets were

considered os distinct entities isolated from eoch other by trade barriers towards the contemporory economic

system, where the national markets ore reconciling into one huge global market. Therefore, modern industriol
development is forcing the componies to set up their monufocturing ond morketing focilities in different foreign
locations to do business globally. In this context, there are, in today's world, a still increasing number of expatriotes
who are sent by compomnies on foreign assignments for alonger or shorter period of time. The information technology
industry is no exception in using the expotriates for their global requirements since the information technology (IT)
industry hos become one of the most vigorous industries in the world. More thon any erstwhile sector, information
technology hos om increosed output, porticulorly in the urbonized world, ond as aconsequence, is akey driver of global
economic growth. Vorocious demond and economies of scale from both enterprises ond consumers describe this fost-
growing sector.

Different strotegic objectives of on IT compony will typically dictote when to send expatriotes ond when to localize
the business. Boyacigiller (1990) suggested that IT componies use expatriotes for four reosons: a) to estoblish o
corporate culture (communicating ond tronslating the corporate vision) - if the compony is setting up a.new business
operation, it hos the expertise to estoblish through expotriate tromsferees; b) to transfer knowledge; c) to fill a skills
gap; and d) to develop the individual worker for future assignments (which has long-term implications for c.compony)
ond for continued understonding of the global markets.

Expatriates play central roles os controllers, coordinators, ond those who tronsfer knowledge within multinationol
ond global firms. However, there is a shortoge of competent expatriotes within componies (Suutari & Burch, 2001).
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Expatriote foilures ore more common in the IT industry since the dimensions comprising the performance construct
for expatriate positions differ from performonce in domestic positions; expatriote employees in a.foreign environment
need o somewhaot different set of skills and abilities to accomplish the some job they performed successfully in o
domestic environment (Liu & Lee, 2008; Tung, 1981). Besides selection techniques, cross - cultural adoptation is the
biggest challenge thot derails expotriote success (Jassowala, Truglia, & Garvey, 2004). Most studies regord premaoture
return os the one ond only meosure of foilure either with or without citing reosons. Others employ expatriate failure os
on expression encompossing o broad roange of themes such os low performonce, premaoture return, ond odjustment
problems. Many other terms, such os expotriote turnover and tronsfer (Noumonn, 1992) and recall rates (Tung, 1981),
are olso used interchongeobly. Furthermore, the estoblished understonding of the term expatriate failure consists of a
core of the categories of 'premoture end to on internotionol assignment' ond 'premoture end coused by areoson'.

The onalysis in this orticle sought expotriates' input in investigating the key challenges foced by them, ond the
couses ossociated with expatriate foilure in the I'T industry. Specifically, on empirical study wos conducted using eight
variobles of expatriate foilure - lock of technical ond monogeriol competence, mutual trust ond co-operation omong
co-workers, position of expatriates, perceived lack of support in their career plon, inobility of the spouse to adjust to
the new culture, other fomily-related issues, inability of the expatriate to cope with large assignments, ond monoger's
personality. The findings discuss how expatriote performonce might be enhonced ond recommendations ore olso
provided, which should allow more effective expotriote monogement in the IT industry.

Reasons for Expatriate Failure: Literature Survey

Firms operating a.business in o foreign country foce mony monogeriol problems thot ore quite different from those at
home. Perhaps, the biggest problem that these firms encounter is expotriote foilure. Dowling, Welch, ond Schuler
(1999, p. 78) stated thot the term expotriote foilure hos been defined as the premoture return of on expotriate (i.e., o
return home before the period of assignment is completed). Expotriate foilure is usually reflected as ineffective or
marginally effective performonce ond premature return. Not only the expotriotes incur significont direct costs during
their foilure, the indirect costs associoted with the premature return causes mojor repercussions in the orgemization. In
addition to considerable finoncial costs ossociated with setting up ond relocating, foiled ossignments reduce
orgonizational output, morket shore, business opportunities, competitive position, ond spoil compony imoge ond
reputation (Dowling & Welch, 2004; Shaffer & Horrison, 1998). There is on abundonce of literature thot addresses
certain issues of IHRM effectiveness os meosured by expotriote foilure. Research hos revealed thot the fomily is on
importont varioble for expotriate success (Block & Stephens, 1989; Shumsky, 1992; Tung, 1981). In identifying the
main reoson for expotriate foilures, scholors (Mendenhall & Oddou, 1986; Tung, 1981) pointed to the spouse and the
fomily's inobility to adjust to the new setting os the mojor reason why expatriates return home premoturely.

Black ond Mendenhall (1990) found that cross-cultural troining reduces expatriote foilure rates ond increoses job
performonce. The rationole behind cross-cultural troining is to improve the location-specific skills of a monager, who
is ossigned on overseos duty, as well as to improve the coping skills of the monager's spouse and family. Kotz ond
Seifer (1996) defined a foir and equitoble compensation poackoge s one that ensures poy pority between similor levels
of monogers in the home ond host countries. When compensation is not tailored to the locol markets, thot scenorio con
create on array of problems and impact IHRM effectiveness (Hodgetts & Luthons, 1993). In a study conducted by
Herbert and Deresky (1987), it was reported that expotriote failure could often be troced to overseos assignments thot
do not offer a foir ond equitoble compensotion packoge.

Of the several reasons suggested in the literoture for retention foilure, the adjustment of employees ond their
fomilies to life overseas appeoars to be o prominent one (Black & Stephens, 1989; Black & Gregersen, 1991; Tung,
1988). Accordingly, much of the research on expotriotes hos focused on understonding expatriote adjustment,
culminating in integroted theoretical models that explain how ond why expatriates have difficulty adjusting to
overseas assignments (Block, Mendenhall, & Oddou, 1991). While research on expatriote adjustment has contributed
substontially to our understonding ond monogement of the problem of expotriate retention, there has been apoucity of
research on the dependence relationship of premature return with expotriate competencies ond their monogeriol
positions.
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Hypotheses Development

Intellectual competencies involve goal analyses through onalytical thinking, diagnostic information generation to
ossess the situation, plonning for olternative courses of action, ond self-reflection for strengthening the self-efficocy
belief. Finolly, action-oriented competencies comprise of ottention to details, persistence to pursuits, concern for
time-frome, interpersonol sensitivity ond empothy, ond non-defensive ond supportive position to goin others'
approval. Emotional, intellectual, ond action-oriented competencies os indicators of monagerial resourcefulness ore
expected to facilitate coping with stress and increose expatriate effectiveness in both work ond non-work contexts.
Technicol ond monogerial expertise is likely to foster adjustment for three moin reosons. At first, expertise helps to
trim down the uncertointies associated with the new job responsibility which, in turn, helps to decrease the stress ond
focilitate adjustment. Second, competence in one's job increases the confidence in one's self. Self-confidence is likely
to generate courage to execute new behaviour, ond, hence focilitate culture leorning (Bondure, 1977). Finolly, the trust
ond co-operation among co-workers in the local unit are likely to increose if the expatriote monoger demonstrotes
his/her competence in the assigned job (Zeira & Bonai, 1985).

=>» Hypothesis 1: There is no significont relotionship between the expatriate's technical ond menageriol competence
ond expatriote foilure in the IT industry.

=> Hypothesis 2: There is no significont relationship between mutual trust ond co-operation among co-workers ond
expotriote foilure in the IT industry.

Expoatriotion uproots executives from o fomilior environment, thereby breoking the balonce between the individual
ond his or her ability to cope with the environment. Feelings of internal conflict are likely to be oggravoted by
executives' inobility to decipher the meoning of culturally different situations. Even though the strain associated with
such negative feelings con be poartly prevented by competence-oriented intercultural troining, individuol
predisposition ond couroge to cross cultural boundaries of both physical and psychological noture ore necessory for
healthy expotriate adjustment. Perhaps, the most challenging of all tromsformations is the obility to develop o duol
identification.

As expotriote turnover is costly both for the employee ond for the orgonization, understonding whether turnover
intentions are reloted to the obsence of corporate support is importont. Gronrose ond Portwood (1987) found that
expotriates who perceive amismotch between individuol career plons and orgonizotional coreer plons show intentions
to leave their home orgonization; whereos, expoatriotes who do not perceive a mismotch do not show on intention to
leave. Assuming thot this perceived mismatch between individual ond orgonizational coreer ploms is related to o
perceived lock of career support, the findings are considered relevant to this study, leading to our third ond fourth
hypotheses.

=> Hypothesis 3: There is no significont relationship between turnover of expotriates in the IT industry ond their
positions in the host country.

=>» Hypothesis 4: There is no significont relationship between the perceived lock of support in their coreer plons ond
turnover of expatriates in the I'T Industry.

Inability of the spouse to adjust to the new culture is apredominont foctor contributing to expotriate foilure (Black,
Mendenhall, & Oddou, 1991 ; Tung, 1981). Though the effect of expatriotion is more on the spouse thon on the
expatriote, mony componies foil to understond the correlation between spousal adjustment ond the expotriote in the
host country and neglect to include fomily background of the expatriotes in the HR Plonning (Hiltrop & Jonssens,
1995). Furthermore, McNulty, Cieri, ond Hutchins (2009) stated that dual coreer couple issues ond lock of fomily
support in terms of spouse adjustment as the most common reasons for internotional assignment foilures, which lead
to increosed costs for the firm. These studies have confirmed the impact of spousal edjustment and fomily issues on
the expatriotes working in non-IT componies. But in the present study, we hypothesize the same with regord to IT
compaonies in India. Hence, our fifth and sixth hypotheses are stated as follows:
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=>» Hypothesis 5: There is no significant relationship between inobility of the spouse to adjust to the new culture ond
expatriote foilure in the IT industry.

=> Hypothesis 6: There is no significont relotionship between expatriote foilure ond other fomily reloted issues in the
IT industry.

Expatriotion con be considered os a special cose of work role tronsition ond according to Nicholson (1984), work
role tromsition con be defined as ony mojor chonge in job stotus or content. Work role tromnsition is a mojor source of
stress for the expatriotes due to behavioural chonges in the new environment. Expatriotes ottempt to re-estoblish o
sense of control by reducing the uncertointy in the new situotion through predictive or behavioural control. Hence,
they feel stressed to face large assignments due to role overlood if the expectations of the employing firm are not cleor.
The manoger's personality plays o very importont role in mitigating the stress levels experienced by the expotriotes in
this context. To prove these aspects in the IT industry, we state the following hypotheses :

=>» Hypothesis 7: There is no significant relationship between the inobility to cope with large assignments ond
expoatriote foilure in the IT industry.

=>» Hypothesis 8: There is no significont relationship between expatriote foilure ond the monoger's personality in the

IT industry.
2

Research Methodology

The somple for this study consists of expotriates from 11 different countries working in 8 IT componies in Bongolore.
The study was conducted during a.period of four months between May -August 2013. The method chosen for onalysis
used quontitative research techniques in order to test the hypotheses stated above. Due to the complexity of the subject
under study, thot is, the multitude of potentially relevont voricbles ond relotions between them, a structured
questionnaire wos designed to allow the emergence of aholistic picture of the topic and of hitherto neglected variobles
or relationships.

To test the hypotheses regording expoatriate failure in the IT industry, variobles such os lock of technical ond
monogeriol competencies of expotriates, mutual trust ond co-operation omong co-workers, position of expotriotes,
perceived lock of support in their career plon, inobility of the spouse to adjust to the new culture, other fomily-related
issues, inobility of the expatriate to cope with lorge assignments, ond monoger's personality were concentrated upon in
the questionnoire. Questionnoires were sent to 94 expatriotes of 8 IT componies bosed in Bongolore. In total, 43
questionnaires were returned ond could be used for statistical onolysis (response rate 45.7%). Although the small
sample size can be viewed os alimitotion, it has to be borne in mind that the primory purpose of this paper is to explore
empirically, the concept of expotriote foilure ond its potentiol ontecedents, rather thon to provide a set of definitive
relationships that con be expected to hold true for all expotriates of oll countries in the world.

Analysis and Results

The demogrophic data of 43 respondents who participated in this study ore shown in the Toble 1. The 11 countries'
expotriate detoils were collected from IT companies based in Bongolore. Around 19% of the respondents were from
U.S.A., followed by 12% of the respondents from China and U.K., with Argentina and Irelond being the least
representative of the sample. There were more moles (65.1%) thon femoales (34.9%). Only 4.7% of the respondents
possessed doctorate level education. The mojority of the sample had o work experience between 5 - 10 yeors ond the
percentoge wos diminutive in case of more thon 10 yeors of work experience. Most of the respondents were in the
middle level positions, since during the early stoges of a.compony's overseos investment, staff ot higher levels will be
hardly willing to toke up overseos positions, ond hence, the corporation will solely dispotch o thus referred to as
'second-tier army' (employees with lower educational levels ond seniority within the compony) for overseos
ossignments. This con also be o result of several staff ot higher levels opting to stay in India (os they hove higher
advoncement opportunities within the headquorters o.compony hos in India).
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Table 1. Demographic Details of the Respondents

Variable n Percent Variable n Percent
Argentina 2 4.7 Education Intermediate 6 14
Australia 4 9.3 Under graduate 18 41.9
Brazil 3 7 Post graduate 12 27.9
China 5 11.6 Doctorate 2 4.7
Country Hungary 3 7 Others 5 11.6
of Origin Ireland 2 4.7 Work Experience Less than 5 Years 11 25.6
Malaysia 4 9.3 5-10 Years 17 39.5
Philippines 3 7 10 - 15 years 8 18.6
Singapore 4 9.3 Above 15 Years 7 16.3
U.K. 5 11.6  Managerial Position Operational Level 13 30.2
U.S.A. 8 18.6 Middle Level 17 39.5
Gender Female 15 34.9 Top Level 13 30.2
Male 28 65.1

Table 2. Means, Standard Deviations, and Independent Samples t-test Results of the Ratings on
Expatriate Failure Variables

Sl. No. Variable Mean Std. Deviation t-value p-value
1 Lack of technical and managerial competencies 3.5814 1.09615 6.098 0.000%*
2 Mutual trust and co-operation among co-workers 3.3721 72451 -1.312 0.197
3 Managerial Position 2.0000 .78680 -2.022 0.048*
4 Perceived lack of career support 3.5814 1.09615 9.150 0.000*
5 Spouse's inability to adjust 3.3953 1.34765 5.478 0.000*
6 Other family oriented problems 3.8140 1.11816 .692 0.493
7 Inability to cope with large assignments 3.7674 1.01974 125 0.901
8 Manager's personality 3.6279 1.09160 -1.109 0.274

Notes: N = 43, The responses range from 1 to 5: value 1 = strongly disagree, value 5 = strongly agree, * represents a significant
difference as p < 0.05

The Toble 2 shows the meons and stondord deviations for the rotings of eight voriobles — lack of technical ond
monogeriol competencies of expotriotes, mutual trust ond co-operation omong the co-workers, position of expotriates,
perceived lock of support in their career plon, inability of the spouse to adjust to the new culture, other fomily-related
issues, inobility of the expotriate to cope with large assignments, monaoger's personality, ond it also shows the results
from independent samples ¢ - test of the same variables.

The meon rating scores for all the eight variables were above the mid-scole volue of 3, that is, they were importont
indicators of expatriote foilure in the Indion IT industry. Family-oriented problems were seen as the most importont
followed by inobility to cope with large assignments, manoger's personality, ond the remaining five voriobles, with
spouse's inobility to adjust to the new culture being the leost. However, the independent samples ¢ - test results showed
that lock of technical ond monogeriol competencies of expatriotes, monogeriol position of expotriates, perceived lack
of support in their career plon, inability of the spouse to adjust to the new culture were significontly related with
expotriote foilure in the Indion IT industry. This meons that the Indion IT industry needs to focus on the competencies
of expoatriotes, coreer plonning, ond spouse charocteristics (personal os well os work-reloted) while selecting on
expotriate for strotegic internotionol assignments. Therefore, Hypothesis 1 is rejected because the p - value (0.000) of
the first varioble, thot is, lack of technical and monagerial competence is less thon thot of a (0.05) value (From Table
2).
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Again, from the Table 2, it can be observed that the p -value (0.197) of mutual trust and co-operation among the co-
workers is greater than a (0.05) and hence, the Hypothesis 2 is accepted. However, the Hypothesis 3 is rejected
because the p-value (0.048) of managerial position is less than a (0.05) value (From Table 2). Also, the p-value (0.000)
of perceived lock of career support ond spouse's inability to adjust is less thon the o (0.05) volue ond hence, the
Hypotheses 4 and 5 are rejected. The p-value (0.493) of other family oriented problems is greater thon o (0.05) volue
ond hence, the Hypothesis 6 is accepted (From Toble 2). Furthermore, the p-value (0.901) of inobility to cope with
large assignments is greater thon o (0.05) ond ,therefore, the Hypothesis 7 is accepted. Finolly, the p-value (0.274) of
monoger's personolity is greater thon o (0.05) and hence, the Hypothesis 8 is accepted.

Table 3. Correlation Matrix of the Ratings on Expatriate Failure Variables
Sl. No. Variable 1 2 3 4 5 6 7 8 9

1 Premature return -

2 Lack of technical and managerial competencies 0.690* -

3 Mutual trust and co-operation among co-workers -0.201  0.111 -

4 Managerial position -0.301 -0.221 0.209* -

5 Perceived lack of career support 0.819 0.703 -0.129 -0.359* -

6 Spouse's inability to adjust 0.65 0.356 -0.179 -0.067 0.582* -

7 Other family oriented problems 0.107 0.149 0.293 -0.189 0.11 0.018 -

8 Inability to cope with large assignments 0.019 -0.089 -0.138 -0.03 0.081 0.19 0.149 -

9 Manager's personality -0.171 -0.054 0.45 0.111 -0.113 -0.043 0.352 0.156 -

Notes: N=43, The responses range from 1 to 5: value 1 = strongly disagree, value 5 = strongly agree, * represents a significant difference
as p <0.05

The Toble 3 shows the inter-correlotions of the rotings on expotriote foilure variobles. Premoture return of the
expotriates was found to be significantly correloted with the lack of technical ond monagerial competencies of
expotriates, monogerial position of expotriates, perceived lack of support in their career plon, and inobility of the
spouse to adjust to the new culture. Agoin, perceived lack of support in their career plon was significontly correloted
with lack of technicol ond monogeriol competencies ond monogerial position. Additionally, spouse's inobility to adjust
to the new culture was significontly correlated with expatriate's perceived lack of support in the career plon, whereas
mutual trust ond co-operation among co-workers, other fomily-oriented problems, inobility to cope with lorge
assignments, ond monoger's personality showed o low ond insignificont correlotion with premature return of the
expatriote. This suggests that the common source of varionce, which is always o concern when both independent ond
dependent variobles are rated by the some soample respondents, is not likely to be responsible for significont
correlations between other variobles. Hence, the results from the correlation onalysis also support the Hypotheses 1,
3,4,0nd 5.

Discussion

The consequence of technicol ond monogeriol competencies of expatriates resulting in premoture return wos the
subject of the first hypothesis. Information technology componies will moke use of international assignments during
new product development (NPD). In the initiol stoges of NPD, technical skills are employed more in order to succeed
in the project, which demonds the use of home country nationals (HCNs) in the host country. Thot is, in the early
stoges of complex NPD, system ond subsystem design considerations ore imprecise due to the foct thot they ore
interdependent. Resolving these interdependencies requires expotriote tolent, which results in robust ond stoble
product design. Hence, manoging interoction ond system design foilures is the grist of expatriote deployment, which
will be compounded by multifoceted cultural ombiguities thot necessitate monogeriol competencies (Terweisch,
Loch, & De Meyer, 2002). More specifically, the empirical findings show that, in line with our first hypothesis,
technical ond monaogeriol competencies hove on inverse relotionship with the premoture return of expatriates. The
more the technical ond monogeriol competencies, the less likely it is that the expatriote will fail in the host country
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assignment. Expotriates who possess abilities that are needed to complete the job abroad report higher levels of task
satisfoction ond vice verso. Thus, HR professionals need to be awore that on internotional assignment could result in
on under-utilization of employee abilities.

Mony outhors have recognized thot orgomizational hierarchy influences the internol communication ond the
willingness of the employees to stick to a porticulor orgonization. The flow of informotion ond intensity of
communication os well as horizontal ond vertical integration depends on the level of centralization, flatness, ond
horizontal integration, among other orgonizational structure variobles. An orgonizational structure con stimulote or
inhibit the flow of communicotion by developing mechonisms to encourage porticipation ond information shoring.
Aiken ond Hoge (1971) found that in less complex, less formal, ond decentralized orgonizaotions, communication is
greoter thon in complex, formal, ond centralized ones. Locus of decision-making tends to increase communicotion
becouse o porticipatory work environment focilitotes the involvement ond communication among employees;
whereos centralization reduces porticipation of employees, decreosing communicotion. Participative decision
moking stimulotes communication ond informotion flow in the entire orgonizotion (Konter, 1983). Few hierorchy
levels reduce the number of people involved in the communication process, increosing its speed ond accurocy
(Damonpour, 1991; Hull & Hoge, 1982).

Thus, vertical communication tends to be more developed in flot orgonizations when compared to orgonizotions
with numerous hierarchy levels. Due to on increose in the knowledge shoring ond training of employees, higher levels
of horizontal integration tend to increase the level of internal communication (Domonpour, 1991; Vonderembse,
Rogunathon, & Roi, 1997). Specialized employees ore more likely to share their ideas in o horizontolly integrated
orgonization. Therefore, in the multinational context, we hypothesize thaot expotriotes' foilure is dependent on
orgonizotional hierorchy. Regordless of cultural influences ond attributions, however, a monoger still needs influence
ond status to operate efficiently. However, the cross-cultural know-how of a menoger may not necessorily lead to
growing cross-cultural competence. Experience alone does not indicate greoter cross-culturol monogement
competence (Block, Mendenholl, & Oddou, 1991; Selmer, 2002). A number of ottitudinal performonce elements
relate to cross-cultural monogement performonce ond hence indicate the adjustment of expatriotes. The modest
findings of this study, however, suggested o battery of HR practices that I'T componies may use not only to enrich
expotriote performance, but also their psychologicol well-being while on global assignments.

Conclusion

The complexities ond chollenges ossocioted with expotriote foilure in multinotional componies, specificolly 1T
componies, are highly acknowledged. Using empirical findings from a questionnoire survey, this study explored o
number of potential ontecedents of expatriote failure. The choice of variobles reflected their importonce to the
expoatriates os well as the significonce ottributed to these variobles within existing research on this subject. Our dota
showed that foctors such os lack of technical ond monogeriol competence, manogeriol position, perceived lack of
career support, ond spouse's inobility to adjust seem to be more importont thon foctors like mutual trust ond co-
operation among co-workers, inability to cope with lorge assignments, monager's personality, ond other fomily-
oriented problems.

Practical Implications

The results of this study have several implications for the monogement of expotriates on foreign assignments. The
competency-based perspective expressly addresses the dynomic noture of the global setting by acknowledging that
the initiol set of competencies (i.e. firm ond individual) ought to be revived by development of lotest competencies
through the selection of better/more qualified expotriote monagers. This renewal suggests the global orgonization to
formulote its strotegic intent to find ond develop new competencies of strotegic importonce through development of
the complementary competencies to those possessed by past expotriote monogers. Hence, the primary implicotion is
that by combining the technical ond orgonizationol competencies effectively, global orgonizations con set up o
repertoire of strategic alternatives specific to anationol competitive environment ond simultoneously being owaore of
consistency among subsidiory policies/procedures.
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Our second recommendotion for multinational orgemizations, specifically IT orgemizations, is to provide the
outonomy to the expotriotes ot different orgonizationol levels in their work proctices thot lead to successful subsidiory
performance. In this regord, pre-deporture troining prograommes focusing upon the expectation of the host country
firms from the expotriotes ot different orgomizational levels would be on idealistic decision.

As the world is shrinking to become one global villoge, internationally operoting firms must be reminded that
cultural differences do exist ocross the orgonizations ond will affect the success of their expotriates. A study on the
perceived couses for premoture return of expotriotes is one of the importont initiotives to improve the chonces of
multinational enterprises having well-adjusted expatriates on critical international ossignments. In turn, the high
cross-cultural odjustment of expatriates will lead to a better performance in the global arena for both individuals ond
their orgomizotions.

Implications for Managers

Expatriote monagers might be highly volued to perform strategic functions, provide high-quality communication
between the subsidiory ond porent compony, ond monoge crises in the interests of the parent compony. The present
study provides on understonding obout the reasons for expotriate foilure in the IT industry. The empirical findings of
the study indicoted that there is on inverse relationship between the technicol ond monogerial competence ond
premature return of the expatriates. Hence, it is recommended for the monogers to focus on o potential expotriote's
possession of these vital skills ond abilities. Another implication for the monogers that may alleviote the performonce
problem con be to effectively focus on the lorge ond complex assignments provided to expatriates. Quite often,
expotriotes feel stressed with the complex assignments which lead to their premature return. Effective counselling in
the form of local mentors regording the complex assignments will reduce the expatriote's stress ond boost their
confidence level.

Limitations of the Study and Scope for Further Research

While the findings of the study offer significont lessons for business firms, their interpretotion is not without
limitations. We stote two major limitations of our study. First, the sample size of 43 respondents upon which the study
is based may be considered small when compared to other expotriote reloted studies. A second limitation of the study
is the use of judgmental sompling in the selection of sompling units. Respondents were not rondomly selected, but
agreed to participote in the study bosed on our criteria ond on the their willingness to involve themselves in such a
study. The sample was moinly dominated by males, less experienced, ond Americon expotriotes working in Indio.

Future research studies con focus on coreer development models that integrote the different coreer stoges of
expotriates with mojor possible implications for expotriate monogers to bring down the costs of failure. Finally, future
reseorch should use multiple sources ond multiple methodologies in order to obtoin more relioble performonce doto
ond to reduce common source ond common method bios.
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