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Abstract 
The aim of this document is to provide a framework for an effective cross-cultural 

training (CCT) for expatriates sent to China. For this purpose, a comprehensive literature 
review regarding the use and effectiveness of CCTs has been conducted. Thus, the existing 
literature was systematically screened and gathered. This analysis revealed that first, CCTs in 
general are not widely used by companies sending employees abroad and second CCTs as 
they are currently mainly often conducted are not effective. This ineffectiveness is primarily 
due to the weaknesses of those forms of CCTs mainly used, namely the pre-departure and 
post-arrival trainings. Sequential training models overcome those weaknesses of the 
conventional forms of CCTs by providing continuous training to the expatriates during the 
overseas assignment. However, these sequential training models do not provide training for 
the expatriate’s repatriation which is crucial for the successful re-entry to the home country 
and for the company to benefit from the return on investment. Thus, to overcome the 
limitations of the conventional forms of CCTs, the framework developed is based on a 
sequential approach. To resolve the main shortcoming of the sequential training model, it 
additionally includes a unit for the repatriation of the expatriates.  

The developed framework encompasses five phases and is based on such a sequential 
approach complemented by the additional inclusion of a training unit for the repatriation of 
the expatriates at the example of China. The training phases consist of the pre-departure 
training, the training in the ethnocentric phase, the training in the culture shock phase, the 
training in the conformist phase and the repatriation training. In order to confine the total time 
spent in training, each unit is limited to duration of 1.5 days or less. The separate handbook 
provides practical sample exercises for all phases and has been designed to additionally 
differentiate cognitive, affective and behavioral components of the adjustment process. It also 
provides time schedules, instructions for the trainer as well as information on additional 
materials needed. 

Introduction 

Currently cross-cultural trainings (CCTs) in general are not widely used by companies 
and are either not effective due to the way they are conducted at present (Puck, Kittler & 
Wright, 2008) or only show positive effects under certain, limiting preconditions (Arts, 
Eichler, Heinke, Hernandez & Lanwehr, 2011; Black & Mendenhall, 1990). Consequently, it 
appeared to be important to develop an improved concept for companies, which both support 
the first-time introduction of a CCT for expatriates sent abroad and helps to enhance those 
CCTs already in place. Thus, the following document represents a guideline for the 
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development of a successful CCT for expatriates send to China. It incorporates theoretical 
background information as well as guidance on appropriate training methods in the different 
training phases. The separate handbook provides practical sample exercises, training 
schedules, instructions for the trainer and materials needed to assist the development of a 
CCT program.  

The focus of this guideline is put on China because of two main reasons. First, due to 
its rapidly growing economic power, China captures an increasing importance in the world 
market (Goldman Sachs, 2007). Second, the high cultural distance poses serious challenges to 
business-men from the Western World.  

According to Littrell, Salas, Hess, Paley and Riedel (2006), a CCT can be defined as 
“the educative processes used to improve intercultural learning via the development of the 
cognitive, affective, and behavioral competencies needed for successful interactions in diverse 
cultures (p.356)”. The overall goal is to prepare the expatriate for the overseas assignment by 
providing the latter with knowledge, skills and abilities needed to successfully adjust to and 
interact in the new living and working conditions of the host country (Littrell et al., 2006; 
Neill, 2008). 

However, the inability of the expatriate or a family member to adapt to the foreign 
culture may lead to an early return, before the actual conclusion of the assignment. Early 
return rates are estimated to amount to up to 40% (Littrell et al., 2006; Neill, 2008). However, 
premature returns are not the only form of failure; even if the expatriate stays in the host 
country, this does not necessarily mean that the overseas assignment is successful. Other 
forms of failure include, for example, a damaged reputation of the company and low 
performance (Bennett, Aston & Colquhoun, 2000; Dowling, Festing & Engle, 2008; Arts et 
al., in print). All these forms of expatriate failure imply high costs for the company and thus 
the risk of their occurrence should be avoided. One of the most effective means to counteract 
expatriate failure is the provision of a CCT (Bennett et al., 2000; Arts et al., in print).  

In the past, different theoretical frameworks have been developed or adapted to CCTs, 
first to explain the effectiveness of the trainings and second to provide models for the 
development of them. One framework examined, developed by Black & Mendenhall (1991), 
is based on social learning theory, which states that individuals learn from each other by 
observing others’ behavior and the associated outcomes and by modeling and imitating these 
behaviors. Relating this theory to CCT means that expatriates observe the behavior of host 
country nationals (HCNs), then adapt their own behavior accordingly and reproduce the 
behavior which is accepted in the host country (Littrell et al., 2006; Neill, 2008). Another 
framework is the U curve of adjustment theory. This theory shows the four different mental 
phases an expatriate goes through during the overseas assignment (Black & Mendenhall, 
1991; Arts et al., in print). First, the employee sent abroad lives through the honeymoon phase 
where the latter experiences the host culture as exciting and fascinating. Second, he/she 
experiences the so called culture shock. During this phase, the excitement turns into 
frustration and the expatriate becomes aware of all the differences between the home and host 
country and discovers the “bad aspects” of the new culture (Black & Mendenhall, 1991). The 
expatriate is not able to cope with all the new impressions and problems in the unknown host 
country, becomes upset by the new environment and senses stress and discomfort (Arts et al., 
in print). In the adjustment phase, he/she gradually recovers from the culture shock and learns 
to accept the new culture (Black & Mendenhall, 1991; Littrell et al., 2006). In the last phase, 
the so called mastery, the adjustment process is completed and the expatriate feels at home in 
the host country (Grove & Torbiörn, 1985). Closely related to this theory are the theoretical 
frameworks of culture shock and met expectations. Culture shock theory states that the 
severity of culture shock can be decreased when CCTs focus on the problems associated with 
the culture shock and equip the expatriate with those skills needed to deal with its effects 



 

(Littrell et al., 2006; Neill, 2008). The theory of met expectations assumes that individuals 
always compare initial expectations with the actual situation. Thus, prior to the overseas 
assignment, expatriates develop initial expectations about their job and the host culture. Once 
arrived in the host country, these expectations are compared to the actual conditions. The 
higher the discrepancies between initial expectations and actual conditions the higher is the 
probability that the expatriate is dissatisfied and has problems to adapt. According to this 
theory, CCTs should be used to help the latter to develop realistic expectations and thus to 
ease adjustment to the host culture (Arts et al., in print).  

As the definition of CCT already highlights the importance of cognitive, affective and 
behavioral competencies of the expatriate as being fundamental success factors in interactions 
in a foreign culture, the CCT should aid him/her to develop these necessary skills. Thus, the 
exercises in the handbook are developed with regards to these three approaches. The cognitive 
method builds on the diffusion of factual information concerning the foreign environment 
through non-participative means. This method is mainly used in the pre-departure phase of the 
CCT and aims at improving the expatriate’s cognitive skills and thus allows the latter to better 
understand the foreign culture (Littrell et al., 2006; Neill, 2008). As stated by Neill (2008), the 
affective method mainly focuses on the expatriate’s emotions during the overseas assignment 
and thus “affective training attempts to equip the expatriate with the skills needed to develop 
their own emotional responses to situations presented while on assignment (p. 11)”. The 
behavioral method aims at improving the expatriate’s capability to interact in the host culture 
by providing the latter with skills that enhance his/her ability to adapt their communication 
style to the one of the host culture and to establish relationships with HCNs (Arts et al., in 
print).  

One factor that is believed to affect the effectiveness of CCTs is the timing (Tarique & 
Caliguri, 2009). However, in the literature there is disagreement on whether the timing of the 
CCT should be prior to or after the arrival of the expatriate in the host country.  

Pre-departure training is the traditional form of CCT and is conducted prior to the 
overseas assignment in the home country of the expatriate (Selmer, 2010). As this approach is 
based on the theory of met expectations, proponents argue that pre-departure training will, by 
providing realistic expectations, be most appropriate to prepare the expatriate for the new 
culture (Littrell et al., 2006).  

Post-arrival training is conducted after the arrival in the host country (Selmer, 2010). 
This approach is based on the belief that training is more effective if it is delayed until the 
expatriate tries to cope with the culture shock. Like this, the expatriate can refer to first 
experiences made in the host country, which allows authentic problems and concerns to be 
discussed in the training and thus the training helps in the adjustment process of the expatriate 
(Arts et al., in print; Bennett et al., 2000).  

However, both of these forms of CCTs have weaknesses, which affect their 
effectiveness (Selmer, 2010; Selmer, Torbiörn, de Leon, 1998). One of the major reasons why 
pre-departure trainings are not very effective is that expatriates have problems in relating the 
training experience to the reality in the host country (Selmer, 2010; Selmer, et al., 1998; 
Tarique & Caliguri, 2009). Furthermore, it is said that pre-departure CCTs are too short in 
duration to achieve fundamental changes in behavior, which are needed to adjust to the host 
culture, especially when the cultural distance is high (Selmer, 2010). Besides, it is assumed 
that training is not effective when the culture shock is not yet experienced as it is important 
that the expatriate has already experienced the ambiguity and frustration to be able to fight 
against the factors associated with culture shock (Grove & Torbiörn, 1985). One of the main 
drawbacks of post arrival training is that as the expatriate arrives in the host country without 
any prior training. The latter has no factual knowledge about the host country itself and the 
culture and is not prepared for the culture shock which could lead to severe problems in the 



 

interaction with HCNs. Furthermore, as the post-arrival training is most of the time delayed 
until he/she tries to cope with the culture shock, the first month in the host country will be 
even more challenging. Consequently expatriates might decide to return to the home country 
early (Selmer, 2010).  

Even though expatriate failure implies high costs for companies, studies indicate that 
the vast majority of employees sent abroad do not receive any type of CCT and those few 
provided with a CCT, mainly receive pre-departure training (Littrell et al., 2006; Puck et al., 
2008; Selmer, 2010; Tarique & Caliguri, 2009). An empirical study conducted in 2008 by 
Puck et al. shows that pre-departure training is not effective. The findings of the study 
illustrate that neither the participation in nor the length of the pre-departure training have a 
significant impact on the adjustment process of the expatriate. To increase the expatriate’s 
learning outcome and thus to enhance his/her adjustment to the foreign culture; several 
studies suggest sequencing CCT (Bennett et al., 2000; Selmer et al., 1998; Tarique & 
Caliguri, 2009). One of these is the framework developed in 1998 by Selmer et al., which is 
the latest model in the field of CCT and explains why sequential training has a higher 
potential to improve effectiveness and why it is superior to pre-departure CCT (1998).   

The sequential training model is based on the U curve theory of adjustment and 
suggests that the CCT should correspond to the process of adjustment that the expatriate 
experiences throughout the overseas assignment and thus should instead of being a one-time 
event rather be a continuous process which starts at the pre-departure phase and continues 
throughout the whole assignment (Selmer et al., 1998). Selmer et al. (1998) suggest that the 
“timing and content should be consistent with the psychological receptivity of the expatriate, 
as it develops throughout the foreign assignment (p. 838)”. The sequential model discerns 
between four phases of the adjustment process: the ethnocentric phase, the culture-shocked 
phase, the conformist phase and the adjusted phase. These different phases result in four 
different training units: the pre-departure training, the training in the ethnocentric phase, the 
training in the culture-shock phase and the training in the conformist phase (Selmer et al., 
1998). The model suggests including a pre-departure training to prepare the employees for the 
overseas assignment and that no training is needed in the adjusted phase as there is no need 
for training anymore since the expatriate has completed the adjustment process.  

However, even this sequential model has some limitations. One of the major problems 
is that providing continuous training naturally induces higher costs than a one-time training in 
the home country (Bennett et al., 2000; Neill, 2008). Other issues that need consideration are 
logistical difficulties deriving from high geographical dispersion of the expatriates and a very 
small number of employees sent to the host country, as learning in a CCT heavily depends on 
learning from other’s experiences. A possible solution to these problems is a joint training 
program for expatriates of several different organizations operating in the same host country. 
In this way, not only costs and logistical problems are reduced but these joint sessions also 
offer the possibility of establishing interpersonal networks which can be beneficial for the 
company as a whole (Selmer et al., 1998).  

As already highlighted earlier in this document, today, CCTs in general are still not 
widely used by companies and those using such training methods mostly use inefficient forms 
of them. For this reason, this guideline was developed to provide a concept for a CCT that is 
more effective than those used in the past. This guideline is based on the framework 
developed by Selmer et al. (1998) and thus follows a sequential approach to overcome the 
weaknesses of pure pre-departure or post-arrival CCTs. However, this document even goes 
beyond the sequential approach by including a training unit held in the adjusted phase to 
prepare the expatriate for the repatriation to the home country.  

The re-entry to the home country can be as stressful for the expatriate as the adaption 
to the host country (Dowling et al., 2008; Shen & Hall, 2009). According to the Global 



 

Relocation Trends Report released in 2004, 44% of returning expatriates leave their company 
within the first two years upon return (Arts et al., in print). On average, companies spend one 
million dollar on each expatriate assignment. Thus, leaving expats represent a loss of return 
on investment as the company cannot benefit from the knowledge and skills gained in the 
overseas assignment (Dowling et al., 2008; Arts et al., in print). How a company handles the 
repatriation of its employees also influences the motivation to go abroad of the other 
employees and thus affects the staff availability for future overseas assignments (Dowling et 
al., 2008). As the retention of the returning expatriates is of major importance to the company, 
a training unit to prepare the latter for the re-entry is also included in this document.  

In the following sections of this guideline, the different training units in the 
consecutive adjustment phases are explained in detail.  

Getting Started: Training Before the Departure 
Pre-departure training is done in order to prepare the individual on a basic level on the 

cultural facts, language, and behavior that he/she will likely experience in the new country. It 
is important to include it in this stage because it gives an “insight” into the possible 
experiences he/she may encounter. It would equip the expatriate with the basic understanding 
of the culture, information related to living in the area, and a generally greater confidence 
about their being successful (Neill, 2008). Also, depending on the country of assignment, the 
expatriate may face a culture that extends beyond the language barrier and may also include 
differences in social life, political atmosphere, as well as religious beliefs (Katz & Seifer, 
1996). Pre-departure training is an essential tool for aiding in the socialization of expatriate 
managers as well (Black & Mendenhall, 1990). Thus, in this training unit the expatriates are 
provided with a wide range of useful information concerning the host country. 

Arriving in China 
Once the expatriate has arrived in China the post-arrival training begins. In this stage, 

the expatriate brings their issues and experiences to the training and their learning readiness is 
magnified as they are already immersed in the cultural challenges of the host country (Black, 
Gregersen, Mendenhall, Stroh, 1999). A post arrival program is best implemented around the 
eight to twelve week period after the expatriate reaches the host country (Neill, 2008). 
Additionally, the post-arrival training works well if it offers services during the day to day 
needs, such as relocation and orientation. In this stage, also called the ethnocentric stage, 
expatriates are caught up in hectic familiarization and difficult socialization (Selmer, 1995). 
To ease this difficulty, expatriates should be encouraged to participate in a post-arrival 
training. Training immediately after arrival should enhance culture awareness and lower 
ethnocentrism (Selmer, Torbiorn, de Leon, 1998). It is said that learning is enhanced once the 
expatriate’s view of the home culture has abated and openness to the new culture has 
increased. 

Training in the Culture Shock Phase 
As stated before, during the culture shock phase the excitement turns into frustration 

and the expatriate becomes aware of all the differences between the home and host country 
and discovers the “bad aspects” of the new culture (Neill, 2008). 

Failure rates of international assignment differ tremendously among industries and 
organizations, but it can account for 70% (Yeaton & Hall, 2008). Failure of an international 
assignment does not only imply huge losses for the organization, but also major incisions in 
the expatriate’s professional and personal life. First, expatriates often quit their jobs after an 
unsuccessful international assignment or their performance drops due to a high degree of 
dissatisfaction (Yeaton & Hall, 2008). Second, the divorce rates, which are 40% higher for 
expatriate families than families in the home country, show that the expatriate’s personal life 



 

is also affected. The main reason stated for those failures was the insufficient knowledge 
about the host country, which made it impossible to adjust to the new environment (Yeaton & 
Hall, 2008).  

Researchers suppose sequential training to be most effective in the culture shock phase 
(Selmer et al., 1998). This is due to the fact that people feel lost in their new culture and that 
they sense all the symptoms of culture shock, like anxiety, helplessness and irritability 
(Selmer, 1999). Therefore, the expatriates perceive an intense need for training in order to 
deal with the problems they currently have (Arts et al., in print; Grove & Torbiörn, 1985; 
Sims & Schraeder, 2004). Furthermore, at this stage, the expatriates have already gained some 
experiences to which they can relate during the training and on which they can specifically 
work. It implies that the training in the culture shock phase is the most important and needs to 
be the most intensive. This means that it will not only be the longest in duration, but it will 
also include the highest number of exercises as compared to the other phases for training. The 
exercises indispensably need to have cognitive and experimental components (Merta, 
Stringham, & Ponterotto, 1988).  

Becoming a Conformist 
As stated by Selmer et al. (1998), habitual behaviors which are effective and 

appropriate in the home country might be inappropriate or even unacceptable in the context of 
local norms. Thus, cross- cultural adjustment “would require the learning of new behaviors 
which are better suited to the host culture” (Selmer et al., 1998). As mentioned above, the 
applicability of new behaviors learned from the host culture increases over time during the 
assignment. The phase focusing on the applicability is also called conformist stage. 

Within this stage, training is needed if the expatriate has not gained enough confidence 
in behaving similar to host country nationals. Therefore, a focus should be on “learning by 
doing as the host culture members do” (Selmer et al., 1998). The skills which are crucial to 
adjust to the host culture can be learned by practices on the job and in interaction with others 
as they provide direct reaction towards the expatriate behavior. 

The learning process should be linked to structured as well as unstructured situations. 
Furthermore, a deep interaction with locals or experienced expatriates is needed. The aim is 
not to imply a complete commitment of the host culture. On the contrary, the expatriate 
should gain an open minded acceptance of other behaviors and should find a satisfactory way 
how to deal with unfamiliar situations. It also enables the expatriate to use new ways of 
thinking and problem solving, independent from a specific culture (Selmer et al., 1998). 

As previously mentioned there is a lack of theoretical frameworks measuring the 
effectiveness of CCTs and the conformation in particular. Nevertheless, useful approaches in 
the literature exist. The social learning theory is highly applicable to the conformist stage as 
expatriates should learn about appropriate and inappropriate host country behavior. By 
monitoring locals, the expatriates can base their behavior on the one observed and adapt their 
reactions accordingly. Thus, the expatriate gains skills which are crucial for an effective 
interaction in the host environment. Besides, he/she can easily reproduce the observed 
behavior (Black & Mendenhall, 1991). 

As the expatriate adapts his/her behavior to others, training should focus on learning 
by doing rather than on cognitive and deductive approaches. Thus, experiential trainings are 
highly recommendable as they directly include these aspects. As stated by Kolb (1984), the 
experiential learning process focuses on the adoption and learning rather than on the outcome.  

The focus on experiential trainings in general lies on activities to develop skills needed 
to work and to interact in China (Litrell, 2000). A similar approach is the behavioral method 
with the objective to improve the expatriate’s capacity to adapt the communication style and 
to establish relationships with locals (Neill, 2008).  



 

Home Sweet Home – Coming Back from Abroad 
In general, repatriation can be defined as the return from overseas employment (Arts et 

al., in print). Thus, it can be seen as the final stage of expatriation. As expatriates usually 
experience an adjustment to the foreign culture and an appropriate behavior at the end of the 
assignment, studies have shown that CCTs rarely include the repatriation process. Observing 
for instance Selmer’s sequential training model (Selmer et al., 1998), it is statable that the 
training first and foremost focuses on pre-departure, ethnocentric, culture shock and 
conformist phases; which were already described above. However, as the repatriation creates 
several problems and challenges for the expatriate as well as the organization, an effective 
CCT has to include issues related to the repatriation and re-entry (Dowling et al., 2008; Shen 
& Hall, 2009).  

Oftentimes, the re-entry is associated with frustration and is seen stressful including 
more unexpected consequences than going abroad. As stated by Shen and Hall (2009), a 
repatriation failure is a critical component of expatriate failure. Thus, it is crucial to identify 
reasons for these failures from individual and organizational perspective and find ways to 
reduce them.  

When considering the expatriates perspective, challenges and influences in repatriate 
adjustment can be classified into job related and social factors (Jitendra, 2011). The job 
related factor consists of future employment prospects, for instance the value which is placed 
on the expatriate’s experiences gained abroad, career anxiety due to the loss of visibility and 
isolation during the assignment, workplace changes or missing work guarantees afterwards 
(Allen and Alvarez, 1998). Due to this lack of job security, job anxiety is often extremely 
high. Experienced isolation is also a factor which increases this fear, especially when the 
contact to the home organization is low. Another challenging moderator can be seen in the 
work adjustment as it is unclear which position the expatriate will engage in after the re-entry 
and how relationships during the stay abroad have changed. Thus, repatriates frustration 
increases if the position after the assignment is on a lower level compared to the position in 
the host country and if it is not related to skills acquired during the international assignment. 
Consequently, they feel a devaluation of their experiences and the probability that they will 
leave the company is high (Dowling et al., 2008). Next to these aspects, the expatriate also 
has to cope with new role demands based on the gained experiences abroad. Thus, problems 
can occur as the expatriate’s role conception may be still influenced by the foreign assignment 
and does not conform to the home company’s expectations. Therefore, role clarity is crucial 
for a healthy repatriation (Dowling et al., 2008). Finally, the loss of status and payment has to 
be taken into consideration. Usually the expatriate has a higher status in the host country due 
to greater autonomy and broader responsibility. This can create readjustment problems if they 
shift from a decision maker to a normal executive and lose their premium position. Also 
mentionable is a loss of payment as the compensation package during the assignment is 
usually higher. Generally, job related factors seem to be more important than social and 
personal factors. Nevertheless, they also play an important role as international assignments 
can distance the repatriate socially. Social and personal challenges can for instance include 
family adjustment and partner’s career, social networking or personal changes. As stated by 
Dowling et al. (2008), every family member experiences his/her own readjustment problems. 
Thus, their needs should be met as well, as they also experience personal, professional and 
school challenges. Furthermore, expatriate’s and family’s expectations often lead to problems 
as they expect that relationships are still the same. Usually, these expectations will not be 
fulfilled which again leads to frustration and a perceived disinterest (Dowling et al., 1008). 

Nonetheless, the company’s perspective also has a huge impact. The expatriate’s 
personal change during the assignment is an aspect which can create conflicts and problems. 
This depends directly on the length of the assignment and time spent abroad. The longer the 



 

stay, the higher is the probability that the expatriate will alter (Dowling et al., 2008). This 
change affects not only the expatriate’s personal life but also their organizational 
performance. Studies taken in 1997 have shown that multinationals rarely address repatriation 
issues. Only 27 % stated that they offer re-entry sessions to discuss adequate issues and only a 
few involve family members (Dowling et al., 2008). Slowly, firms become aware of the 
repatriation importance shown by more recent studies in 2004 (Arts et al., in print). This 
progress is comprehensible as managing the re-entry effectively and in a proper way leads to 
an increase of assignment benefit, an increase of internal labor market, a knowledge transfer 
and at least a higher return on investment (Arts et al., in print). 

To strengthen the relationship between organization and expatriate and to reduce the 
probability of a repatriate loss, repatriation management is important and creates value. Thus, 
it should be included in CCTs to reduce the potential for mismatching expectations. 

The overall planning process of the expatriate’s re-entry should start with a 
preparation already before the assignment (Arts et al., in print). This stage includes the 
development of future plans for the expatriate after return. As already mentioned, realistic 
information about a new position should be provided (Sanchez et al., 2008). Ideally, the 
position should include the opportunity to benefit from new skills acquired abroad. The 
physical relocation of the expatriate can be seen as another planning aspect where the 
organization should offer comprehensive and personalized assistance to reduce the 
expatriate’s fear of return. Also transition and readjustment have to be planned. The first 
includes the arrangement of administrative tasks as well as accommodation issues. The latter 
focuses on coping with reverse culture shocks, career demands and the re-entry (Dowling et 
al., 2008). 

Based on the planning as described above the organization should provide a 
comprehensive repatriation program, starting already before the expatriate leaves. According 
to Dowling et al. (2008), only 59% of responding companies in the GMAC GRS survey 
conducted in 2005 discuss and plan the repatriation beforehand. The activities and issues of a 
repatriation program are widespread and can be classified into 3 stages: the pre-departure 
stage, during the stay and upon the return.  

One key issue which is important in all three stages is the information provision and 
communication. To maintain the expatriate’s visibility, a mentor program is one option. 
Thereby, the mentor has to ensure continuous information flow such as workplace changes on 
a regular base. By doing so, the expatriate is better prepared for the re-entry, the anxiety is 
reduced and a feeling of not being forgotten is created. Furthermore, the mentor should make 
sure that the expatriate is formally welcomed in the home company. As stated by Dowling et 
al. (2008) 26 % of 152 consulted companies reported that they provide mentors for their 
expatriates, which is developable. All the aforementioned actions were primarily for the 
company and gave hints how they can improve the repatriation by offering trainings, 
consultations, information and general support. Naturally, the expatriate can ensure more 
effective and more relaxed repatriation as well.  

Managerial Implications 

The present document in combination with the handbook is supposed to act as a guideline for 
the development and execution of a CCT. It is not a ready-to-use concept for the 
instantaneous implementation. This is due to the fact that a CCT has to be customized to the 
individuals being trained. Meaning that the training content and delivery method have to be 
adapted to the characteristics, the needs, the previous experiences and the willingness to learn 
as well as the willingness to adjust to the foreign culture of the expatriate (Arts et al., in print; 
Bennett et al., 2000; Selmer, 2010). 



 

However, the handbook provides a range of practical example exercises tailor made for 
every phase during the expatriation process. 

Limitations of the Study and Hints for Future Research 

 A needs assessment prior to the training program is crucial to be able to customize the 
CCT to the needs and characteristics of the expatriates. However, this guideline does not 
include a needs assessment as this would exceed the scope of this document. Nevertheless, it 
is highly recommendable to carry out an analysis of the employee’s needs, before developing 
the CCT. 

Furthermore, “About 60 percent of expatriates are accompanied by a spouse or 
partner, and about half are accompanied by children (p. 324)” (Haslberger & Brewster, 2008). 
Overseas assignments represent an enormous disruption in the lives of all family members 
and thus pose a huge challenge to the family as a whole which is also reflected in the above 
average divorce rates among expatriates (Arts et al., in print). Hence, it is not surprising that 
the number one reason for the failure of the overseas assignment are family issues, as found 
by the GMAC GRS global survey in 2005 (Dowling et al., 2008). As the family of the 
expatriate plays a crucial role in the success of the overseas assignment, the whole family 
should be considered in the selection process and be involved in the CCT to, on the one hand 
only select those families that are willing to relocate and on the other hand to prepare the 
whole family for the new environment and to aid in the adjustment process (Dowling et al, 
2008). A CCT for the accompanying family has to be adapted to the special requirements. 
Needs and characteristics of the family need to be considered, which means that the CCT for 
the families need to address different topics than the one received by the expatriate. As the 
incorporation of this extensive topic into this guideline as well as the development of distinct 
exercises for the accompanying family for the separate handbook, would exceed the scope of 
this work, the following document focuses on the expatriate only.  
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