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Activity 1. Lecture Recap (20 min)
1. Please indicate problems with training and the cost of expat’s failure  
Difficult to identify results

Difficult to identify precise objectives

Evaluation is time consuming and expensive

Needs support from the top

Cost and Time 
It is clear that preparation and training for cross-cultural interactions are critical. In earlier discussions of the need for cultural sensitivity by expatriate managers, reports indicate that up to 40 percent of expatriate managers end their foreign assignments early because of poor performance or an inability to adjust to the local environment. Moreover, about half of those who do remain function at a low level of effectiveness. The direct cost alone of a failed expatriate assignment is estimated to be from $50,000 to $150,000. The indirect costs may be far greater, depending on the expatriate’s position. Relations with the host-country government and customers may be damaged, resulting in a loss of market share and a poor reception for future PCNs.

2. How companies and expats view the reasons for the failure?  
Company view 
1st	inability of spouse to adjust to different 	physical/cultural environment
2nd	manager’s inability to adapt
3rd	other family-related problems
4th	manager’s personal/emotional 	immaturity
5th	manager’s inability to cope with 	responsibilities of overseas work
6th	manager’s lack of technical competence
7th	manager’s lack of motivation to work 	overseas  

Expat view 
Family-related problems 
Inadequate selection criteria 
Inadequate pre and post briefing
Poorly designed compensation package
Lack of advanced planning for re-entry
Remoteness from HQ and loss of status during and after
3. What factors are important in expats’ failure or success?   
Size of expat community 
Relations between local and expat communities
Distance between economies of each
Perceptions of distance between cultures
Opportunities to work/study 

Some examples: 18% of Americans sent to London, and
68% of Americans sent to Saudi Arabia fail 
(Bonvillain and Nowlin 1994)
but people from other e.g. Arab cultures may adjust well to Saudi Arabia
Research seems to show it is background of expat which has greater influence than the culture of country/post 
Factors causing stress to Japanese managers in USA include:
Being cut off from `douk-ki-kai’
Concern over wife’s isolation
Concern over children’s education on return
School seen as vital to transmit Japanese culture
Lack of support from relatives/friends
Cultural dislocation
Frustration with US subordinates
High context Japanese manager doesn’t expect to have to articulate and make explicit what he wants 
4. Culture shock and its stages 
Culture shock is a state of disorientation and anxiety about not knowing how to behave in an unfamiliar culture. The following symptoms could be seen: 
Sense of tension and frustration
Sense of alienation
Need to be alone
Depression 
The stages: 
Honeymoon – when positive attitudes and expectations, excitement, and a tourist feeling prevail
Irritation and hostility – the crisis stage when cultural differences result in problems at work, at home, and in daily living
Gradual adjustment – a period of recovery in which the “patient” gradually becomes able to understand and predict patterns of behavior, use the language, and deal with daily activities, and the family starts to accept their new life
Biculturalism – the stage at which the manager and family members grow to accept and appreciate local people and practices and are able to function effectively in two cultures. 
5. What should be taken into consideration in order to increase expats’ effectiveness and help to get through the culture shock?  
1. Preparation for expatriation 
Ensure adequate advance preparation rather than last-minute rush 
provide an initial briefing
begin with an audit of skills and knowledge
arrange for continuous development through distance learning
provide opportunities for return leave for debriefing and reassessment
ensure regular monitoring
use appraisal to set up international learning contracts
Ensure adequate advance preparation rather than last-minute rush 
provide an initial briefing
begin with an audit of skills and knowledge
arrange for continuous development through distance learning
provide opportunities for return leave for debriefing and reassessment
ensure regular monitoring
use appraisal to set up international learning contracts 
2. Training techniques 
Area studies, that is, documentary programs about the country’s geography, economics, sociopolitical history, and so forth
Culture assimilators, which expose trainees to the kinds of situations they are likely to encounter that are critical to successful interactions
Language training
Role plays
Field trips
Field experiences – exposure to people from other cultures within the trainee’s own country 
3. During the assignment 
continuous development 
return leave for debriefing and reassessment
regular monitoring
appraisal
mentor
coordinated management development
international conferences/workshops for networking
promote multicultural teamworking   

Activity 2.  Mini Case  (10 min)
Repatriation and loss prevention at ISCAM
Wayne Bullova took an international assignment for three years as Loss Prevention and Safety Director at ISCAM’s new regional center in central Peru. ISCAM did a good job to prepare him and his family for the difference between Lima and Denver. His wife enjoyed local life, and his children quickly adjusted to the American school in Peru. Wayne immediately enjoyed the increased responsibility and centrality of his new role.
He returned to a very different world upon repatriation. The corporate restructuring occurred a year into his expatriate assignment. His long-time mentor and friend Herman Balkin took reportedly a generous early retirement package. His network dissolved, with a series of junior new executives.
He spent the better part of a month trying to get an office and to understand his new job. The counter-terrorism and security protocols he developed in Peru were either ignored or modified  by his supervisors. Wayne placed his children in a city school district that the children were having problems with, and his wife started to complain about Denver’s winter. After taking a 5-week vacation he was due, Wayne wrote up a letter of resignation.
What went wrong? Could that be prevented? 
Activity 3. Case Study   about Kelly from Deresky

Activity 4. Video question answering (30 min) 
In this activity two videos will be shown; Choosing the right people for overseas assignment (6 min) and How can organization support returning expats (7 min). After watching the first video the students should answer the questions which are same as interviewer questions from the video.  
Video: Choosing the right person 
1. What are 3 top challenges in dealing with organizations in Asia? Expert answer: a) getting people with right people skills, b) helping them to adjust living in Asia, c) global leadership skills. That one is key capability.  
2. What is the key to choosing the right people with strong cross-cultura; communication skills for overseas assignments? Expert answer: companies do not pay attention to people skills. 92 % of companies get managers give recommendations. More than 50% has no structure in selecting the right people. Right way of identifying people skills is by interviews or more efficiently using questionnaire called global competencies inventory which identifies 3 key capabilities: perceptual management—understanding the world from other people’s side. The second one is relationship management—can person develop relationships. The last one is resilience—internal strength

Video: How organizations support returning expats    
1. What is the best way to look after people when they return from overseas assignment from Asia? Expert answer: Organizations must see them as resource. Often organizations do not have time to deal with returning expats. 1/5 of the expats leave companies. They do not just leave but go to another company which is competitor. Organizations should help them to reintegrate when they come back. In order to do that the company should: 
a) Schedule an interview, de=briefing intervies. Let them talk about experiences, particular skills and struggle they had. If family is included in this interview that would even be better. It would result in expats’ positive attitude towards the company and manager. 
b) Second de-briefing interview is mapping for the future. What do expats want to do nest? Do not leave them in a loose end but try to enforce them map up their career path, life plans
2. What are statistics of the expats who leave or stay in the company after overseas assignment? Expert answer; 25% of them leave the company. Example of an expat from Canberra who had worked in Africa and left job in Canberra after returning is given. 
3. Who should conduct the briefing interviews? HR department or Manager? Expert answer; Depending on organizational structure. Better HR department.  
   




 
