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Executive Summary  
With rapid change in the global business environment cross-border operations have become more 
and more common. This has led to that cross-cultural understanding has become more important 
for managers around the world. Organizations are focusing more on developing the necessary 
skills and knowledge for success in the international market, to attain and sustain a global 
competitiveness. This is done in many cases by placing employees across borders, on long- or 
short-term assignments. 
 
Company’s preparation process of expatriates, is an important part of successful international 
assignments. The process involves four steps and each step involves different technics to prepare 
expatriates and also including supports regarding spouse and family. First, a comprehensive 
review of existing literature about the steps in the preparation process and the different 
techniques were done. Then, the study looks at the preparation process of expatriates, spouse and 
family at four international companies. Semi structured interviews with the companies have been 
carried out in order to establish how companies work with preparing their expatriates and support 
their spouses and families. In comparison to literature both consistencies and inconsistencies 
were found, overall all companies provide their expatriates and spouses with the most significant 
training, which involves language training and same sort of cross-culture training. Many 
components within the training is supported by literature, the several other techniques described 
in the literature were not in use. 
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Sammanfattning  
Snabba förändringar i den globala affärsmiljön har lett till att mer gränsöverskridande 
verksamheter, vilket ställer högra krav på den interkulturell kunskap bland chefer runt om i 
världen. Företag lägger allt mer fokus på att utveckla viktiga kunskaper och färdigheter för att 
kunna nå framgång på den internationella marknaden samt för att kunna skapa och upprätthålla 
global konkurrenskraft. Detta har lett till att anställda allt oftare tillsätts positioner utomlands, 
under både kortare och längre tidsperioder.  
 
Den förberedande processen är en viktig del för att anställda ska kunna lyckas med sina uppdrag 
utomlands. Processen består fyra moment, där varje moment består av olika tekniker för att 
förbereda anställda på deras utlandsuppdrag, men även stöd för den anställdes respektive och 
familj. Till att börja med genomfördes en omfattande granskning av den existerande litteraturen 
gällande de olika momenten och teknikerna kopplade till den förberedande processen. Nästa steg 
var att se hur fyra internationella företag förbereder sina anställda, samt respektive och familj 
inför utlandsuppdrag. Semistrukturerade intervjuer genomfördes med de fyra företagen, detta för 
att skapa djupare förståelse för hur företag förbereder anställda och deras familjer inför ett 
utomlandsuppdrag. I förhållande till den existerande litteraturen, noterades både likheter och 
skillnader, men generellt sett erbjuder företagen sina anställda och familjerna viktig träning, i 
form av språkutbildning och någon forma av kulturell utbildning. Många moment och tekniker 
som företagen använder i samband med förberedelseprocessen inför ett utlandsuppdrag stöds av 
den existerande litteraturen, samtidigt som många inte moment som beskrivs i litteraturen inte 
används av företagen.  
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1. Introduction 
In this chapter a brief introduction to the subject will be presented, and then the problem 
discussion will be presented. Purpose, research questions and outline of the study will also be 
stated in this chapter. 

1.1 Background 
With rapid change in the global business environment, due to changes in political policies, this 
has led to the increased cross border operations (Hutchings, 2003), which has led to increased 
international competitiveness for new markets, products, technology, and investors (Bennett, 
Aston & Colquhoun, 2000). Organizations also compete for the best talents, which in return has 
led that the companies strategically increase their numbers of international assignments (ibid.). 
With the increase of international assignments the international human resource management 
(IHRM) is becoming more important for organizations (Hutchings, 2003). As such, organizations 
are becoming cross-cultural sensitive, which means that they may have issues with adaptation 
when managing across borders, if not adjusted properly (ibid.). 
 
Organizations are focusing more on developing the necessary skills and knowledge for success in 
the international market, to attain and sustain a global competitiveness, this is done in many cases 
by placing employees across borders, on long- or short-term assignments (Bennett et al., 2000). 
In 2012, a survey on global relocation trends showed an increased use of expatriates abroad 
(Thomas & Peterson, 2014). One of the critical steps to ensure success of an international 
assignment is preparation, and given the high cost of international assignments this is even more 
critical (Bennett et al., 2000; Wurtz, 2014). There have been many studies that have covered the 
importance of cross-cultural training (CCT) and concluded that it is important for the cultural 
adjustment (Black & Mendenhall, 1990; Wurtz, 2014). 
 
So cross-cultural understanding is becoming more important for managers around the world due 
to the increasing cultural variety in the workforce, as well as increased operations on a global 
scale (Thomas & Peterson, 2014). With the growth of cross-border operations and business 
activities, organizations have to consider whether to use local employees at their subsidiaries, or 
if they should send employees on temporary international assignments abroad (ibid.). Staffing 
with nationals or using expatriates seems to vary over time, but the use of expatriates is still an 
important part of managing a global organization (ibid.). 
 
Shaffer and Harrison’s (2001) article bring up that approximately 80 percent of the expatriates 
going abroad are married, and thereby accompanied by family or spouse during the assignment 
abroad. Studies focused on the trailing spouse suggest that the spouse adjustment is a critical 
factor in the overall success of the international assignment (Caligiuri, Hyland, Joshi & Bross, 
1998; Takeuchi, Lepak, Marinova, & Yun, 2007). The workplace in the host country helps 
expatriates to adjust with job tasks and routines, meanwhile the spouse has to handle things like 
relocation logistics, establishing the household, children’s schools, and social network, by 
themselves (Bennett et al., 2000).  
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1.2 Problem Discussion 
According to Wright, Geroy and Baker (1996) one of the leading reasons for failure during an 
international assignment is the family, they may have problem adjusting to the new environment 
and the new culture, which is also mentioned in Gupta, Banerjee and Gaur (2012). It is also 
supported by Shen (2005), that returning early from an international assignment often is related to 
lack of adjustment for both expatriate and spouse. Vögel et al. (2008) states that“With the 
inability of an expatriate’s spouse and trailing family to adjust to the host country being one of 
the most important reasons for expatriate failure in international studies, this is an area that 
multinational enterprises should pay close attention to” (p. 39). 
 
One of the critical steps in international assignments is preparation and CCT according to Bennett 
et al. (2000). With the rapid growth of cross-border operations and business activities, cross-
cultural is becoming more important (Thomas & Peterson, 2014). A survey on global relocation 
trends that was published in 2012 showed that 64 percent of international organizations were 
increasing their use of expatriates abroad (ibid.). Wurtz (2014) supports Bennett et al. (2000) 
statement that CCT is a critical step in international assignments. There are still organizations that 
do not prepare their employees for international assignments according to Hurn (2007). Vögel, 
Vuuren and Millard (2008) state that a failed international assignment could cost anything 
between 40,000 to 1 million US dollars. So how do organizations prepare their employees for 
international assignments? 
 
While the effectiveness of CCT has been questioned and stated as inconclusive by for example, 
Puck, Kittler and Wright (2008) and Selmer, Torbiorn and de Leon (1998), most authors agree 
that there are positive effects of CCT. Despite many studies there are still gaps in the area 
according to Wurtz (2014), in a review by Littrell, Salas, Hess, Paley and Riedel (2006) they state 
that more research is needed in content and process of CCT programs, since few advances in 
these areas have been made. 
 
Forster (2000) states the importance to support the family or spouse, and that organizations are 
aware of the importance, but still do not provide enough support. Adler and Gundersen (2007, 
cited in McNulty, 2012) state: 
 

In global transfers, the spouse has the most difficult role of any family member. Whereas 
employees have the organization and job structure that continue from the home to the new 
country, and children have the continuity and routine of school, spouses often leave 
behind many of the most important aspects of their lives, including friends, relatives and 
meaningful activities . . . the challenges of adjusting successfully are therefore both 
different and greater. (p. 418) 

 
The importance to include family or spouse in the preparation process is also supported by 
authors like Bennett et al. (2000) and Wright et al. (1996). Bennett et al. (2000) also state that 
organizations often exclude families and spouses in the preparation training. According to Shaffer 
and Harrison (1998), there is a relationship between spouse satisfaction and expatriate 
satisfaction, they also show a direct link between spouse adjustment and expatriate adjustment. 
So the support of family or spouse is an important part of the success of an international 
assignment (Caligiuri, Hyland, Joshi and Bross, 1998; Takeuchi et al., 2007). So how do 



Luleå University of Technology 
 

3 
 

Findings and Implications 

Data Analysis  

Data Presentation 

Methodology 

Literature Review 

Introduction  

companies work on preparing and supporting spouses or families going with or do they exclude 
them? 
 
With the discussion above and the fact that international assignments are increasing and the high 
costs involved with failing, this motivates me to look into companies preparation process and to 
see if companies within Sweden actually do everything they can to prepare their employees. It 
also motivates me to look into the importance of family, since 80 percent of those going abroad 
are married (Shaffer & Harrison, 2001), and since the poor adjustment of family or spouse is the 
leading reason for failed assignments. The support of family also increases the success of the 
international assignment. This research can be justified since there is not a lot of research on 
Swedish organizations or on the importance of family, as stated above few advances have been 
made in the area of the process of CCT, but also the fact that there is little empirical evidence 
behind some of the research. 

1.3 Purpose and Research Questions 
The purpose of this study is to gain a deeper understanding of the preparation process for 
international assignments and the importance of family. 
 
RQ 1: How do organizations prepare their employees for international assignments? 
RQ 2: How do organizations support the spouse or family going with? 
 
 
 

Figure 1: Outline of the study 
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2. Literature Review 
In this chapter there will be a review of literature that is relevant for this study. It will also be 
structured in the way that each component of the preparation process such as, needs assessment, 
content, design and methodologies, and duration and timing, will have their own review of 
relevant literature, and in the end of this chapter there will be a conceptual framework. 
 
Bennett et al (2000) states, “Given the cost of international assignments, ranging from three to 
five times base salary (depending in host location and family size), companies increasingly 
recognize that they must take all steps necessary to promote assignee success and to avert 
failure.”(p. 339) There are key elements to a successful preparation: needs assessment, content, 
design and methodologies, and duration and timing according to Bennett et al. (2000). Which is 
also supported by authors like Caligiuri et al. (2001) and Forster (2000).  
 
Training components, not all training is the same, “In order to tailor programs to the specific 
requirements of the company, the assignment and the assignees, a thorough needs assessment of 
the employee, spouse/partner, children, and the HR liaison for the assignment should be 
included.” (Bennett et al. 2000, p.243)  

2.1 Needs Assessment 
It is the first step in the process, when developing CCT or preparing expatriates (Zahid Iqbal & 
Khan, 2011). The primary purpose of doing needs assessment according to Wright et al. (1996), 
is to provide information before selection and training. They also state that needs assessment 
helps to determine who should be hired, and what the training should include. Leatherman (2007, 
cited in Zahid Iqbal & Khan, 2011) definition: 
 

“A training needs assessment identifies specific problems within an organization by using 
appropriate methods of gathering information (such as surveys, interviews, observations, 
etc.), determines which of the problems requires a training solution, and then uses the 
information to design training interventions that solve the original problem” (p. 449). 

 
There are three important components in intercultural learning: cognitive, affective and 
behavioral (Graf, 2004), these three can also be described as, knowledge about other cultures, 
intercultural sensitivity, and skills to manage intercultural situations. Graf (2004) also states that 
it is important that a person interacting with other cultures is able to process all three to be able to 
interact efficient and appropriate. Selmer (2000), and Graf and Mertesacker (2009), also use these 
components as assessment tools. According to Spitzberg and Changnon (2009, cited in Dusi, 
Messetti & Steinbach, 2014) "the appropriate and effective management of interaction between 
people who, to some degree or another, represent different or divergent affective, cognitive, and 
behavioral orientations to the world" (p. 540). There are countless traits, skills, abilities, and 
knowledge to determine the intercultural level. However, according to Graf and Mertesacker’s 
(2009) study there are several important things to look at when doing a needs assessment such as: 
intercultural sensitivity, open-mindedness, flexibility, foreign language competence, nonverbal 
communication competence, intercultural self-awareness, and ability to change point-of-view. In 
this study they divided them into five groups, which can be seen in figure 2 below. 
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Figure 2: Intercultural Competence 

Adapted from Graf and Mertesacker (2009) 
 
In the first group are intercultural sensitivity, open-mindedness, and flexibility. This group is 
defined as sensitivity towards cultural differences and willingness to modify behavior as a sign of 
respect for foreign cultures (Bhawuk & Brislin, 1992). In the second group is foreign language 
competence, it is defined as foreign language knowledge, skills, motivation, and the personality 
traits to use language in an appropriate way (Kupka, 2011). In the third group is nonverbal 
communication competence, and is defined as communicating in a good and appropriate way 
(Kupka, 2011) and knowledge, skills, and motivation to be able to recognize, show, and interpret 
nonverbal communication. In the fourth group is intercultural self-awareness, defined as being 
conscious of their own cultural background and what influence it has in order to build and 
maintain relationships (Kupka, 2011). In the fifth and last group, ability to change the point-of-
view, it is defined as the ability to adapt. 
 
Littrell et al. (2006) agrees with Graf and Mertesacker (2009) about strengths and weaknesses 
regarding interpersonal, cognitive, and self-maintenance skills. Littrell et al. (2006) also states 
that there are other factors to assess that could affect the success of an expatriate such as spousal 
needs. They also state with support of Bennett et al. (2000) and Caligiuri et al. (2001) that needs 
assessment should also include assignments objectives, past international experience, work 
responsibilities, family dynamics, spousal interests and requirements, and children's needs. 
According to Punnett (1997) it is important to assess the spouse willingness and desire to 
relocate, the spouse should also be flexible, open-minded and adaptable, which is also included in 
the model above by Graf and Mertesacker (2009). Takeuchi et al. (2007) also agrees that the 
spouse should be included in the needs assessment. The assessment of the spouse can be done 
through an interview, a spouse witch prior experience is often present during the interview 
according to Punnett (1997). Dusi, Messetti and Steinbach (2014) identify self-knowledge, social 
skills, cultural awareness, and knowledge of the organization, as effective intercultural features. 

2.2 Content 
The content looks different depending on the needs of the expatriates, the main purpose is to 
prepare expatriates to be equipped to deal with differences in the new environment (Wright et al., 
1996). CCT provides a foundation for expatriates to understand cultural differences, the content 
provides information and knowledge of a specific culture, and thereby helps to reduce cultural 
shock (Chien & McLean, 2011). However, it is difficult to determine what should be included 
(ibid.). The content of CCT or any other training that are supposed to prepare expatriates should 
be tailored to fill the gaps from the needs assessment (Bennett et al., 2000; Puck et al., 2008). 
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Authors like Wright et al. (1996) and Puck et al. (2008) include information about the country 
such as demographic, geographic, religious, political, legal, economic, social, and technical 
information in the CCT. According to Wright et al. (1996) that kind of information is called 
culture-general, they also suggest that this should be taught first. Meanwhile culture-specific 
includes cultural orientation, which contains culture awareness and culture shock preparation, 
which contains coping techniques (ibid.). Chien and McLean (2011) agrees with the previous 
authors that training should provide knowledge of a specific culture, they also suggest that 
cultural-specific should contain history, geography, and politics of the host country. Shen and 
Lang (2009) brings up that CCT should concentrate on environmental and cultural briefings, 
which include geography, culture, climate, housing and schools, language and sensitivity training 
for attitudinal flexibility. 
 
Selmer (2002) agrees with previous to some extent. He suggests that preparation training should 
contain: cultural familiarization training, language training, environmental briefings, and 
executive courses including anything from industry- or market- related information. Language 
training is mentioned by many authors to be an important part of training such as Forster (2000), 
Puck et al. (2008) and Wright et al. (1996). It is also stated by Punnett (1997) and Forster (2000) 
that language training is even more important for spouses, since they need to be able to interact in 
the host culture on a daily basis. 
 
Meanwhile Brewster (1995) agrees to some extent with the previous authors, he takes up four 
training topics that he thinks are important. Cultural sensitization is the first one and involves 
making expatriates aware of differences in cultures and thereby being able to identify and cope 
with the differences. The second one is specific cultural information and involves learning how to 
interact in the host culture, this should include both expatriate and spouse. Practical knowledge is 
the third topic, which involves both cultural and practical issues, practical approach to issues 
involving housing, cloths, transportation, and shopping. This is also an area that he believes is 
important for both expatriate and spouse. The fourth and last topic is mentioned by Brewster, 
business knowledge, it is the most neglected area according to him which he thinks is strange 
since expatriates are there to work, and it is there the organization will get their return on 
investment. This topic involves learning how to behave and what to expect at the workplace. 

2.3 Design and Methodologies  
Littrell et al. (2006) and Brewster (1995) explains that there are different types of preparations 
that expatriates can go through when preparing for an international assignment, these are 
explained below. Traditional research classifieds two different delivery approaches of CCT: 
didactic and experiential (Kealey & Protheroe, 1996). However, in Litterall et al. (2006) there can 
be seen that researchers now has identified more approaches to CCT: attribution, culture 
awareness, interaction, language, didactic, and experiential training. When preparing CCT is not 
the only focus, Brewster (1995) mentions informations briefings, preliminary visits, interaction, 
shadowing, and language training. The importance is that the design and method should suit the 
needs of the expatriate (Bennett et al., 2000; Brewster, 1995). 
 
Attribution Training  
Is all about teaching expatriates how to make behavioral attributions, first they learn how to 
identify appropriate behavior in their culture to see similarities and differences, and then they 
learn to make attributions that are similar to the host culture (Bhawuk, 2001). So this training 
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tries to give the expatriate skills in thinking and acting as in the host culture. Attribution training 
is used so that expatriates develop internal cognitive structures so that they can interpret 
situations and make attributions (Morris & Robie, 2001). The ability to analyze situations from 
the perspective of a native has shown to be invaluable (ibid.). The teaching method is called 
cultural assimilator, where the expatriate reads about different critical cross-cultural scenarios, 
and then gets four alternatives to choose from to see how the expatriate would like to adapt to the 
scenario, and then the expatriate gets an expert view regarding the most appropriate response 
(Kealey & Protheroe, 1996; Morris & Robie, 2001). 
 
Cultural Awareness Training 
Involves teaching expatriates about their own culture and its uniqueness, and thereby make 
expatriates more aware of components in other cultures (Morris & Robie, 2001). In a well-
structured training program expatriates will learn how culture shapes beliefs, values, perceptions, 
expectations and behavior (Bennett et al., 2000), this method is called self-awareness. 
 
Didactic Training 
Provides the expatriate with information concerning dress requirements at work, living conditions 
like how and where to go shopping, and cultural differences, however, more specialized didactic 
training can even cover travel arrangements (Kealey & Protheroe, 1996). These information 
giving activities are not only used to give information about the culture, but to raise the cognitive 
skills that makes it possible for the expatriate to interpret the new culture (Littrell et al., 2006). 
Didactic training is used when improving expatriates knowledge about other cultures according 
to Graf (2003). The most common didactic training methods are informal briefings, traditional 
formal training, and culture assimilators (Brewster, 1995). Informal briefings can be done in 
different ways like, casual conversations with expatriates that have recently returned or a 
structured information discussion with experts, former expatriates and their families (ibid.). 
Traditional formal training typically involve lectures that covers a lot of different topics, 
including information like climate, geography, politics, history, and religion about the country 
(Kealey & Protheroe, 1996; Littrell et al., 2006). 
 
Experiential Training 
Uses a number of different methods such as, role-playing, practical exercises, workshops and 
simulations, it also involves activities such as preliminary visits to the host country (Kealey & 
Protheroe, 1996; Morris & Robie, 2001). Experiential training is designed to engage the 
expatriates in the learning activities (Black & Mendenhall, 1989). Preview or preliminary visits 
provides a first real experience of the host country for the expatriate and spouse or family, it 
should include things like housing, schools, and job opportunities (Punnett, 1997). Preview visits 
to the host country has the most value for the expatriate if it is completed before training, since 
many of the basic questions may be answered during the trip (Bennett et al., 2000; Punnett, 
1997). Experiential learning involves learning by doing. The focus with experiential training is 
development of skills necessary for the expatriates to work and interact effectively in the host 
country (Kealey & Protheroe, 1996; Morris & Robie, 2001). 
 
Informal Briefings 
These briefings are standard policies in some organizations while in others the expatriates arrange 
these themselves (Brewster, 1995). These kinds of briefings can look very different, from casual 
conversations between expatriates that are going and recently returned expatriates from the target 
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country, to carefully structured discussions with perhaps experts, locals, or returnees, it can also 
be a good idea to have the family or spouse present (ibid.). Brewster (1996) states that there is 
both advantages and disadvantages with informal briefings, some advantages are that expatriates 
and family or spouse that are going on international assignments gets valuable information, being 
able to discuss the country. Among expatriates this is one of the best preparation activities before 
going and it is a cheap alternative for organizations, but if the wrong person is giving the briefing 
it can be a disadvantage, since the briefings can include horror stories from dissatisfied returnees 
(ibid.). 
 
Interaction Training 
The most common form of interaction is called overlaps or on-the-job training (Littrell et al., 
2006). This means that the new expatriate starts working before the previous one leaves, this is 
not used so much due to the high cost, difficulty organizing, and organizations have doubts about 
its value, so organizing overlaps for all or most expatriates would become problematic (Brewster, 
1995). There are not only organizational problems, there can also raise problems at the workplace 
in the host country, with the old and the new boss on site (ibid.). Brewster (1995) also states that 
the opportunity to learn from the successor comes with positives views to, easing the contacts, 
explaining the tasks, and coaching in how to operate in an appropriate way in the office or 
elsewhere. The spouse or family that is leaving can in some cases help the new family or spouse 
if they are included in the overlap period (ibid.). 
 
Language Training 
Involves teaching the native language of the host country to expatriates, this training is important 
in facilitating intercultural adjustment for the expatriate and is thereby its own training category 
(Littrell et al., 2006). Forster (2000) and Punnett (1997) states that language training also is 
important for spouses, since they need to be able to interact in the host culture on the daily basis. 
It is necessary for all assignments as long that the expatriate is not already fluent in the language 
of the host country. Puck et al. (2008) mentions language skills as the dimension with the 
strongest effect on expatriate adjustment in the host country. In some industries like the airline or 
banking industry the universal language is English. There are languages that are so different and 
difficult to learn, so not even after a period of three years expatriates would not have become 
fluent (Brewster, 1995). The language barrier is a problem for expatriates, they become isolated, 
exclusion from informal discussions, limitations in communicating, and the inability to exchange 
common courtesies (ibid.). Wurtz (2014) states that language training is most effective if received 
in the host country. 
 
Preliminary Visits 
If it is well organized it can be the best preparation tool, since it provides firsthand experience in 
the host country and culture (Brewster, 1995). According to Bennett et al. (2000) visits to the host 
country has the most value for the expatriate if it is completed before training, since many of the 
basic questions may be answered during the trip. It is however costly and potentially problematic, 
since these visits are organized in the way that the expatriate will get a positive impression of the 
country, this can become problematic, because the positive impression of the country is not the 
reality (Brewster, 1995). On a short visit the expatriate and spouse will stay at a nice hotel, eat at 
nice restaurants and meet important people on their best behavior, meanwhile the real experience 
of living and working can be very different (ibid.). Brewster (1995) states if well-organized it can 
create a false image of the country, if not, the expatriate can get a negative view of the country 
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and thereby change his/her mind of going at all. They are mostly positive although expensive, 
they give the expatriate and spouse at least a view of the environment and an opportunity to meet 
people in the host country, and most organizations find them valuable (ibid.). The visits have to 
be carefully planned and have clear objectives. 
 
Shadowing 
There are organizations like banks and finance firms that can provide opportunities in which the 
expatriate takes responsibility for country operations prior to moving to the host country 
(Brewster, 1995). This involves monitoring markets and advice on business transactions with the 
host office, shadowing can also involve meeting important locals when visiting the office, travel 
to the host country, networking, and point out problems and opportunities (ibid.). Thus the 
expatriate is well prepared in at least some areas, and at little cost for the organization (ibid.). 

2.4 Duration and Timing 
The timing of CCT can be provided prior to departure, after arrival in the host country or as a 
combination of both, with other words pre-departure, post-arrival or continuous training (Bennett 
et al., 2000; Wurtz, 2014). The duration of CCT can also vary, everything from one-day to 
twelve-weeks, but one-day training should only be considered as a briefing according to Bennett 
et al. (2000). 
 
Pre-departure Training  
This means that the preparations are done before leaving for the host country (Wurtz, 2014). 
Making it possible for expatriates to start their assignment equipped with realistic expectations 
(Bennett et al., 2000). The preparation will have equipped them with basic understanding of the 
host culture, country and city, information about living in the host country, work-related 
information that can be useful upon arrival, and culture shock preparation (ibid.). Bennett et al 
(2000) states that this preparation will make the expatriates more confident about a successful 
assignment in the host country. The optimal timing of pre-departure training is three to five 
weeks before leaving for the host country according to Bennett et al. (2000), this is also 
supported by Selmer (2001). There are risks if the timing is far in advance since the expatriates 
may not be eager to learn so far in advance and a lot of the information may be forgotten before 
departure (ibid.). On the other hand, if the timing is too close to the departure the risks of 
relocation pressures and work demands can be distracting, and therefore making it difficult for 
the expatriates to concentrate and take in the preparation (ibid.). The pre-departure training is also 
most effective when it is held after a preview trip or preliminary visit to the host country, since 
the trip answers many of the expatriates’ basic questions (Bennett et al., 2000; Punnett, 1997; 
Selmer, 2001). This allows the expatriates to start the training with some fundamentals of the host 
country (ibid.). 
 
Post-arrival Training 
This means that the training takes place in the host country when the expatriation has started 
(Wurtz, 2014). Black, Gregersen, Mendenhall, and Stroh (1999, referral in Bennett et al., 2000) 
states that this alternative is good since the expatriates will have actual knowledge and problems, 
and their readiness to learn is often high since they are experiencing cultural and transitional 
challenges. The optimal timing for post-arrival training is about eight to twelve weeks after the 
expatriate has located to the host country, since then expatriates have their own cross-cultural 
knowledge and problems (Bennett et al., 2000). This works particularly well if the expatriates 



Luleå University of Technology 
 

10 
 

receive help when arriving, with things like day-to-day relocation and orientation needs related to 
them settling in (ibid.). Bennett et al. (2000) states that this type of preparation do so that 
expatriates use the CCT to deepen their cultural awareness, knowledge, and skills. If expatriates 
do not receive the help when arriving and their daily living issues are not handled, the focus 
during CCT will be on day-to-day survival questions instead of cultural adaptation (ibid.). 
 
Continuous Training  
Has been developed to combine the benefits of both pre-departure and post-arrival training 
(Littrell et al., 2006). The idea is to mix both pre-departure and post-arrival training, and thereby 
get the ideal training (Bennett et al., 2000). There is an increased interest among organizations to 
offer this combination to expatriates (ibid.). Continuous or sequential training as it also is called, 
starts before departure and then progresses in steps through the post-arrival adjustment phases, 
during which different types of CCT is applied, and can extend all the way to repatriation issues 
(Selmer et al., 1998). It can start a long or short period before the move and continue for months 
in the new country (Forster, 2000). 
 
Discussion  
The timing of the preparation has been debated. The early ideas suggested that it should be before 
the departure, some still think that pre-departure training is most appropriate, and that it helps 
expatriates to form realistic expectations before arriving in the host country (Caligiuri et al., 
2001).  According to Forster (2000) pre-departure training can help with adaptation. A reason for 
post-arrival training is that it may be difficult for expatriates to take in the information at the 
moment and later recall it (Selmer et al., 1998). In a study done by Wurtz (2014), post-arrival 
training is the most effective one, in consideration to performance. Expatriates performed better 
when they receive post-arrival CCT than with no training or pre-departure CCT. The author also 
confirms that there is no relationship between performance and pre-departure CCT. Selmer et al. 
(1998) also state in their study that there is no evidence of effectiveness of pre-departure CCT. A 
later study by Selmer (2001) expatriates prefer post-arrival training the longer the assignment is. 
Puck et al. (2008) state that in order to work successfully in the host country and adjust to the 
host country successfully, pre-departure training seems most appropriate, but they did not find 
empirical evidence for this statement in their study. 

2.5 Supports for Spouse and Family 
When preparing spouses or families the content in the preparation can look a little different from 
the one explained in section 2.2. It includes other topics such as social support, dual-careers, 
parental demands, and identity re-construction, these topics were mentioned by McNulty (2012). 
CCT as mentioned before should also be offered for spouses (ibid.). Takeuchi et al., (2007) 
suggest that a mentoring program also should be implemented in the host country to support 
families or spouses. CCT as mentioned before should also be included for spouses according to 
Brewster (1995); Forster (2000); Shen and Lang (2009). According to Brewster (1995) training 
for spouses is even more important since the spouse has to live in the country, which involves 
shopping, households and even servants sometimes, joining sports and social groups, and making 
friends with the locals. 
 
A social support study was done by Copeland and Norell (2002), and they state that organizations 
should provide assistance for spouses on international relocations because international 
assignments disrupt the established social support networks that spouses have at home, and the 
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challenge they have to develop a new. This can be stressful for spouses in the host culture, due to 
family responsibilities, social isolation, and changes in their social and/or work status. 
Organizations should provide assistance to spouses so they can establish new social networks of 
support in the host country. This can be done in many ways, like getting them in contact with 
other accompanying spouses, club memberships, and formal and informal get-togethers 
(Copeland and Norell, 2002). 
 
Harvey’s (1997) study on dual-career, which meant that both in a relationship is working, shows 
that there was only one main issue that was considered to be important for adjustment of dual-
career couples the financial situation. To compensate for the loss of income for the spouse after 
relocation. Organizations can give dual-career assistance and support during the relocation. 
 
A parental demands study done by Takeuchi et al. (2007) indicates for example that spouse 
adjustment to the new culture is highly affected by parental demands. The child’s adjustment to 
the new school, unsatisfying living conditions, or the difficulty to get certain food that the family 
is used to. These things could affect the entire family, and thereby also increase the stress on the 
spouse, and in that way also affect the general adjustment to the new culture for the spouse. 
Takeuchi et al. (2007) also suggests that organizations should provide support for relocated 
spouses in order to reduce the stress, for instance, support structure to help with everyday 
activities, such as having a bus service close to home where the children can be drop of for 
school. 
 
Shaffer and Harrison’s (2001) identity re-construction study states that all relocated spouses are 
likely to go through some changes in their identity. Some changes are more extreme than others, 
from a decrease in clarity to a need to form a new identity. There are ways to redefining one's 
identity such as becoming fluent in the host language, as well as developing large and varying 
social networks and connections. It is essential that organizations understand and help spouses 
adjust to the new environment. 
 
Bennett et al. (2000) discussed that more specific training for the spouse should include; location-
specific information, providing guidance, helping the spouse formulate an action plan, and 
facilitating attitude shifts about the potential for positive growth and development during the 
time. They also state that the purpose of the training is to make the spouse feel that they are a 
participant partner and not an unwilling victim. 
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2.6 Conceptual Framework 
In the previous section of this chapter have literature been presented that will assist to answer the 
research questions. A conceptual framework is made to highlight the main factors, graphically 
and narrative form (Miles & Huberman, 1994), both will be used in this study. The next stage 
will be structured based on the preparation process, the order of implementation, and the main 
literature that have been used. There will also be a summary in form of a table in the end to make 
it easier to follow. 
 
Needs assessment 
Graf and Mertesacker (2009), and Wright et al. (1996) mention that there are several important 
things to look at when doing needs assessment. They refer to other authors when describing some 
components, Bhawuk and Brislin (1992), and Kupka (2011). Littrell et al. (2006) and Punnett 
(1997) mentions the importance to include the spouse and family in the needs assessment. These 
articles will be used to answer both research questions.  
 
Content 
Brewster (1995), Punnett (1997), and Wright et al. (1996) mentions different topics that can be 
included in training. These articles will be used to see what organizations include in their 
training, it will also be used to answer both research questions. 
  
Design and Methodologies  
Brewster (1995) and Littrell et al. (2006) explains that there are different types of preparations 
that expatriates can go through when preparing for an international assignment, when describing 
these the authors refers to Bennett et al. (2000); Black and Mendenhall (1989); Bhawuk (2001); 
Graf (2003); Kealey and Protheroe (1996); Morris and Robie (2001); Puck et al. (2008); Punnett 
(1997); Wurtz (2014). All these articles will be used to see how organizations train their 
employees, it will also be used to answer both research questions. 
  
Duration and timing 
Bennett et al. (2000) mentions that there are three different timings pre-departure, post-arrival, or 
continuous training, to support will also Selmer et al. (1998) be used. These articles will be used 
to see how organizations prepare their employees, it will also be used to answer the first research 
question.  
 
Support for spouse and family 
The importance to include the spouse and family in the preparation process is mentioned in the 
introduction by Vögel et al. (2008). McNulty (2012) includes several topics that should be used 
to support the spouse, the author refers to other authors when describing these topics, Copeland 
and Norell (2002); Harvey (1997); Takeuchi et al. (2007); Shaffer and Harrison (2001). These 
articles will be used to see how organizations support trailing spouses, it will also be used to 
answer the second research question 
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Table 1: Conceptual framework summary  
Components Operational Definition Authors 
Needs Assessment The different part that can be 

included and assessed before 
expatriates start their training. 
Some parts also includes 
spouses. 

Bhawuk and Brislin (1992)  
Graf and Mertesacker (2009) 
Kupka (2011) 
Littrell et al. (2006) 
Punnett (1997) 
Wright et al. (1996) 

Content Different topics that can be 
used during training to 
preparing expatriates, some of 
them also involves spouses. 
Expatriates needs should 
determine which topics that are 
included in the training. 

Brewster (1995) 
Punnett (1997) 
Wright et al. (1996)  

Design and Methodologies Training or learning 
approaches that can be used 
when preparing expatriates. 
Some of them also involves the 
spouses. Expatriates needs 
should determine the training 
or learning approach. 

Bennett et al. (2000) 
Brewster (1995) 
Punnett (1997) 
Bhawuk (2001)  
Black and Mendenhall (1989) 
Kealey and Protheroe (1996) 
Littrell et al. (2006) 
Morris and Robie (2001) 
Puck et al. (2008)  
Wurtz (2014) 

Timing and Duration Expatriates go through their 
training, before, after or 
continuous to their assignment. 

Bennett et al. (2000)  
Selmer et al. (1998) 
 

Spouse or Family Support The importance to include the 
spouse and family. Different 
kinds of supports that can be 
used to support spouses or 
families, and help them adapt 
to the host culture.  

Copeland and Norell (2002) 
Harvey (1997) 
McNulty (2012) 
Takeuchi et al. (2007) 
Shaffer and Harrison (2001) 
Vögel et al. (2008) 
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3. Methodology 
In this chapter the research method will be presented as; research purpose, research approach, 
research strategy, case selection, data collection, sample selection, analysis of data, and quality 
standards. 

3.1 Research Purpose 
The purpose of this study is to gain a deeper understanding of the preparation process for 
international assignments and the importance of family. In order to do so, an exploratory research 
method have been used, however, to some extent there have also been a descriptive research 
method. Saunders, Lewis and Thornhill (2009) states that an exploratory method makes it 
possible to create a clear understanding of a problem and it also aims to seek new insights, which 
this study’s purpose is all about, seeking new insight. Meanwhile a descriptive method is used to 
see how the literature is used in the real world, which in some cases are done in this thesis. 
Saunders et al. (2009) also stated that there is three ways to conduct exploratory research, two of 
these have been used in this study, searching literature and interviewing ‘experts’ in the subject. 

3.2 Research Approach 
In this study qualitative research approaches have been used, since a qualitative research method 
focuses on words and observations rather than numbers, it is also more suited for small samples 
and in-depth investigations (Saunders et al., 2009). Qualitative research approach mostly focuses 
on interviews and observations, so this approach has been the most suitable of this study, since 
the purpose is to gain a deeper understanding of the subject (ibid.). Deductive approaches have 
also been used in this study since the research was based on already existing literature. A 
deductive approach is also used when the focus is on developing a richer theoretical perspective 
(Saunders et al., 2009). It also involves testing of theoretical propositions (ibid.).  

3.3 Research Strategy 
In social science there are five research strategies according to Yin (2014); experiment, survey, 
archival analysis, history, and case study. To select the suitable option of any of the strategies 
there are three conditions; “The type of research question posed, the extent of control a 
researcher has over actual behavioral events, and the degree of focus on contemporary as 
opposed to entirely historical events” (Yin, 2014, p. 9). These three conditions are fulfilled; the 
research questions in this study are stated as How, the researcher has no control since the 
researcher's role is to observe and interview, and the focus lies on the How of a contemporary 
events. 
 
The research questions in this study are stated as “How?” which is suitable for a multiple case 
study. A multiple case study makes it possible to explore differences both within and between 
cases (Yin, 2014), which have been done in this study. Yin (2014) also states that questions stated 
as How and Why are the most suitable option a case study. A clear strategy for the research is 
important, a case study have the ability to generate answers to questions like Why, What and 
How according to Saunders et al. (2009). 

3.4 Case Selection 
The purpose of this study is to gain a deeper understanding of the preparation process for 
international assignments and the importance of family. Since the focus is on the organization 
view the collection of data had to be from the organization. The focus on four Swedish cases was 
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selected to collect enough data to reach the purpose of the study, and still having a sample size 
manageable within the room of the study, but also due to culture diversity. Since cultural gaps 
occur between Sweden and other for example Asia countries. When finding the four 
organizations within different industries for this case study, there were a few criteria that the 
organizations had to fulfill; 

• Originate from Sweden 
• Active in countries outside of Scandinavia 
• Working with international assignments 
• Active within different industries 

 
These criteria were established to make sure that the right organizations were selected for this 
case study. First criteria where selected since there is not many case studies done on Swedish 
organizations within this subject. Second and third criteria, were selected since organizations 
which are active only within Sweden or Scandinavia does not work with preparing their 
employees as much due to similarities in culture. The fourth and last criteria where selected so 
that differences and similarities can be seen between the industries. This study started by looking 
at Swedish organizations in the top 20 on the VA-500 list (www.va500.se) and then implemented 
the different criteria by comparing them to the organizations webpages to get a clear picture. 
Then the organizations were contacted to see which were interested in the study, and then the 
ones that were most interested in the subject were choose. All the selected organizations fulfill 
the criteria and are one of the largest organizations within its industry. 

3.5 Data Collection  
For this study primary data has been used, which means that the data is collected specifically for 
this study in order to answer the specific research questions (Saunders et al., 2009). Collecting 
data for research can be done in six different ways or sources according to Yin (2014); 
documentation, archival records, interviews, direct observations, participant-observation, and 
physical artifacts. The data collection in this study relies on interviews with the different 
organizations, in table 2 below is the source presented with strengths and weaknesses. 
 
Table 2: Source of Evidence: Strengths and Weaknesses  
Source of Evidence Strengths Weaknesses 
Interviews  • Targeted- focuses directly on 

case study topics   
• Insightful- provides as well as 

personal views (e.g., 
perceptions, attitudes, and 
meanings) 

• Bias due to poorly articulated 
questions 

• Response bias  
• Inaccuracies due to poor recall  
• Reflexivity- interviewee gives 

what interviewer wants to hear 
Adapted from Yin, 2014, p. 106 
 
The data collection process in this study has been personal semi-structured interviews, which are 
referred to as qualitative research interviews according to Saunders et al. (2009). Semi-structure 
interviews are like a guided conversation, since the researcher have themes and questions to 
cover during the conversation (ibid.). However, these may vary from interview to interview 
depending on the flow of the conversation, additional questions may also rise during the 
conversation to go deeper into the research questions (ibid.). The semi-structured interview have 
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been with four different organizations, and the length of each interview was approximately one 
hour. The interview guide with themes and questions has been based on the frame of reference 
and can be found in appendix one. Open-ended questions has been used since it is more like a 
conversation and the respondents can answer the questions more freely. There has been an 
opportunity to observe the respondent since the interview will take place in real time and face-to-
face (Yin, 2014). This is the best way to collect data for this study, since the information that is 
needed can only be collected with help of interviews with an expert within the organization. 

3.6 Sample Selection  
There have been a non-random sampling in this study, which means that the sample have been 
selected, there has also been a judgment and snowball sampling. To be able to answer the specific 
research questions for this study have these sampling methods been used. According to Saunders 
et al. (2009) a non-random sampling gives an information-rich case study. First were the 
organizations contacted to see if a person within the subject could be reached, got directed to 
different people within the organizations, which in their turn directed me to someone else that 
were more focused on the subject. When the right person were reached, more details about the 
study were e-mailed to confirm that it was the right person and to see their interest and 
willingness to be a part of the study.    

3.7 Analysis of Data 
Within a case study there are four general analytical strategies to choose between before data can 
be analyzed according to Yin (2014). The most common strategy is relying on theoretical 
propositions, which means that the data collected will be compared with already existing 
literature from the frame of reference (Yin, 2014). In order to answer the research questions for 
this study the strategy mentions by Yin will be used, since the existing literature has to be 
compared with what the organizations are doing, to see if they are doing everything in their 
power to prepare their expatriates. 
 
According to Miles and Huberman (1994) when analyzing qualitative data from interviews the 
intention is to make sense of the collected data. They also state that there are three stages of 
activities that can be used when analyzing qualitative data; data reduction, data display, and 
conclusion drawing and verification. All three steps has been used during the analyzing of the 
collected data in this thesis, since it is a good way to analyze the data when having both 
qualitative approach and collecting data by conducting interviews. There are also five forms of 
analysis techniques for case studies, in order to answer the research questions for this study a 
within-case and cross-case analysis has been used. A within-case study refers to data that has 
been collected is compared against literature from the frame of reference, and will therefore be 
used in the data reduction state. Cross-case study refers to when the collected data from one case 
is compared to data in another case, and will therefore be used in the data display stage. In this 
study both ways of analyzing data have been used, a within-case analysis has been used to 
analyze the collected data in comparison to literature, and then a cross-case analysis in order to 
compare the four cases. 

3.8 Quality Standards 
To establish quality of an empirical social study there are four tests that have been commonly 
used according to Yin (2014), they are presented in table 3 below. The tests include construct 
validity, internal validity, external validity and reliability. However, Yin (2014) also states that 
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internal validity is mainly used for explanatory or causal studies when trying to find cause or 
effect of a relationship. However pattern matching and logical models where used in this study so 
to some extent were internal validity used.   
 
Table 3: Case Study Tactics for Four Design Tests 
Tests Case Study Tactic Phase of Research in 

which Tactics Occurs 
Construct 
validity 

• Use multiple sources of evidence 
• Establish chain of evidence 
• Have key informants review draft case study report  

• Data collection 
• Data collection 
• Composition 

Internal 
validity 

• Do pattern matching 
• Do explanation building 
• Address rival explanations 
• Use logic models  

• Data analysis 
• Data analysis 
• Data analysis 
• Data analysis  

External 
validity 

• Use theory in single-case studies 
• Use replication logic in multiple-case studies 

• Research design 
• Research design 

Reliability • Use case study protocol 
• Develop case study database 

• Data collection 
• Data collection 

Adapted from Yin, 2014, p. 45 
  
To establish construct validity multiple sources of evidence were used in form of multiple 
interviews and multiple cases. When selecting the respondents the organizations were asked to 
appoint the most suitable respondents, before the selection they were informed about the research 
area. The respondents that were interviewed had similar knowledge of the organization's process 
regarding assignments abroad, they all work within the global mobility department. To establish a 
strong chain of evidence, has citations to earlier research been done and by explaining each step 
from the introduction with research purpose to conclusion. Furthermore, drafts of the study were 
read and commented by the supervisor during the whole process of writing. The supervisor also 
read the interview guide and clarifications were made related to the received comments. To 
reduce the risk of missing information all interviews were audio recorded, however translation 
error might occur since some of the interviews were in Swedish and translated into English. To 
diminish the translation error the data presentation for each interview were sent back to each 
respondent to proofread. And finally, the supervisor as said before but also by other students has 
reviewed drafts of this study. Internal validity where to some extent established by pattern 
matching both in the within-case analysis and in the cross-case analysis, the cases were compared 
to literature and between each other. The external validity, were not reached in this studying, 
since there is no generalization, since the data were collected by organization which makes it 
hard to replicate. Reliability, by explaining each step in each chapter this where an attempt to 
reach high reliability. The same interview guide was used during all interviews and is attached in 
appendix one, which also increases the reliability. 
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4. Data Presentation 
In this chapter the data that has been collected will be presented. First each case will be 
presented, and each case will start with some general knowledge about the corporations and 
their expatriation process, and then it will be divided into expatriate support, spouse, and family 
support. Since one company wants to be anonymous the decision have been made to keep them 
all anonymous to protect details in their policies. The respondents that were interviewed where 
positioned within similar departments.  

4.1 Case One: Company A 
Company A is a global manufacturing company that specializes in small and major appliances. 
The company manufactures in 18 countries, meanwhile their headquarters is located in 
Stockholm, Sweden. Their products can be found in more than 150 markets, and they employ 
around 60,000 people. 
 
Before Company A sends an employee on assignment there are different phases to go through. 
The first phase contains a registration form from each of the business partners, so Company A 
identifies who will go and then fill in a registration form for the global mobility department, 
which works with the expatriation process. In the second phase global mobility arrange a so 
called relocation package and prepare cost estimates to see if it is fiscal for the manager to send 
that specific person. When the costs are approved, there is an interview with the specific person 
to present their offer and see if he or she would like to go on international assignment or not. In 
the fourth phase global mobility has an orientation call with the person going through all the 
details about the assignment and the package that is offered. In the fifth and last phase global 
mobility orders relocation services for the employee. Before the specific person leaves they also 
talk/work with a tax consultant, the relocation firm, and human recourses (HR) in both the home 
country and the host country.  
 
Company A has two kinds of international assignments, short-term that is 6 to 18 months and 
long-term that is 12 months (one year) to 36 months (three years). The maximum extended time 
is 60 months (five years), so after five years the expatriate should be localized (hired locally), 
move home, or move to a new assignment. During a long-term assignment without family, 
Company A covers the costs for home visits every six months, and if the family comes along they 
cover the cost for the whole family to travel home once a year. During a short-term assignment 
Company A covers the cost of only moving the expatriate and not the spouse or family because 
of the short time period, instead Company A covers the expatriate’s home visits every two 
months. 
 
There are different reasons for returning home early, within Company A most reasons are related 
to the company ending the assignment early due to that the person was no longer needed, the 
business where the expatriate were assigned was closing, or that the expatriate was needed in 
another office. According to the respondent there are a lot of different reasons that the expatriates 
return early, so the respondent could not generalize the most common reason. However, the 
respondent did state that family issues could be a reason for returning home before end of 
assignment. 
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Before expatriates return home, Company A’s global mobility department has a meeting with the 
chair executives, where they present people that will repatriate within a year. It is the chair 
executives’ responsibility to talk to the business partner and ensure that the person returning will 
have a position, not necessarily the same position as before, but one within the same area. This is 
not easy, because when a person has been away it is hard for them to come back to the same old 
position, since now the person has more experience working in another country so they are at 
another level, or the position may be gone. However, this is explained during the orientation call 
before the person goes on assignment, the global mobility department goes through the policy to 
explain these things and it is also a part of the assignment agreement. There is a term stating that 
they agreed and have read the international assignment policy. Company A also has a repatriation 
call before the expatriate returns home where global mobility again goes through all the details 
about salary and job positions. 
 
Most of the training content that Company A provides for their expatriates is outsourced to a 
relocation provider. That means that Company A lists the services that are standard and optional 
for an employee, and then the relocation provider contacts the employee to see which services he 
or she wants in their relocation package. Some training activities that are mentioned below are 
not used as much as Company A would like to, so they try to insist more so that more employees 
goes through the training. The relocation provider organize everything from visa, removal of 
goods, storage, finding temporary and permanent accommodation, search for schools, organizing 
the training if he or she requests it, and the settling in as well. The last service includes help with 
registration at local authorities, duty registration, moving inspection with landlord and similar 
things. 

4.1.1 Expatriate Support  
There are different preparation tools such as intercultural training and/or coaching program 
before expatriates go on assignment. According to the respondent they are not frequently used, 
but this year Company A wants to insist more, so more employees goes through the training. The 
intercultural training can be implemented on site, this depends on what the expatriate wants to do. 
There are standard and optional benefits within the company when going abroad, the coaching 
program has to be approved and is thereby an optional benefit, since it may not be relevant for 
everyone and therefore not included in the standard budget.  
 
Language training is a part of the preparatory tools that Company A provides and it is very much 
appreciated compared to intercultural training, and is provided on site in the host country. 
Company A has no restrictions on the amount of hours in relation to language training, so 
according to the respondent the benefit of language training can be used during the whole 
assignment. The implementation method of the training is usually in-groups lectures, but the 
expatriates can also select whatever method they prefer.  
 
Company A provides their expatriates and spouses with a three-day preliminary visit prior to start 
of the assignment, they also include school age children if appropriate. The visit is usually 
organized with help of a relocation provider. The purpose of the visit is to familiarize the 
employee with the living environment, arrange accommodation, schooling and similar local 
tasks. This is optional for the expatriates so some of them choose not to go or in most cases they 
do not have time to go, since the assignment starts within two to four weeks, according to the 
respondent.  
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The training described is important for Company A because it makes expatriates adapt faster. 
According to the respondent it is important for each employee living abroad to have knowledge 
about the host country and culture in order to adapt faster and the same applies for learning the 
local languages. There is no follow up or evaluation of the training activities, but according to the 
respondent, Company A wants to have more control over this in the future, and follow-up on how 
the person is doing and not just once a year when they have performance review.  

4.1.2 Spouse and Family Support 
Language training and intercultural training are also provided for the spouse, and for the children 
are language training provided if needed. Company A also supports the spouse and family with 
visa, immigration and accommodation. The accommodation is based on family size. The whole 
family is covered during long-term assignments, and Company A will cover their home visits 
once a year, however the first visit home must be after 12 months for the company to cover it. 
 
Global connection is a network that Company A provides to support the spouses. It is an 
international network for spouses and families. They issue a magazine every quarter, where they 
write articles about families, how it is to move abroad, and much more. Global connection also 
provides online forums for spouses, so they can come in contact and thereby help and support 
each other. According to the respondent this network is available for all spouses before moving to 
the host country and during the whole assignment. The spouse can login to this portal and read 
about the new culture, connect with people who are already there, and ask questions. It is a huge 
global network that spouses have the opportunity to use, where they can connect with other 
spouses all over the world and not only spouses from Company A.  
 
Company A provides some additional spouse allowance to compensate the spouse for loss of job 
and joining the expatriate on the assignment. The allowance is paid together with the employee 
salary, so they together as a family can decide how to use the allowance. If the spouse starts 
working in the host country the allowance falls away, since the idea behind the allowance is to 
compensate the spouse for loss of income.   
 
There is also a job search coaching program, which prepares the spouse for entering into the local 
job market, but according to the respondent it is not wildly used by their spouses. This support 
program helps to describe the local market, how it works, how adapt the CV, share links, and 
show them the most effective tools when searching for a job. They do not go along with the 
spouse to the interview or schedule interviews. Furthermore, there is a social integration coaching 
program that can be chosen, its intention is to assist in the process of integrating into the new 
country. 
 
Company A includes spouses in these specific training activities because they think it is 
important, since the employee is usually working in an international environment even though 
living abroad. Meanwhile the spouse is actually the one facing the host culture, and is therefore 
more exposed to it. “If the spouse is not happy then the employee is not happy” and that increases 
the likelihood of moving back home before the end of assignment, and that is why Company A 
includes spouses in these programs. 
 
Parents with children, Company A supports children from the age of 4 years until the age of 18, 
after that they are not considered children. There are actually issues with immigration since 
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children over 18 are not considered to be dependent on their parent any more, according to the 
respondent. Company A does not prefer local schools over international schools, however it 
depends on the country. From the semester when the child reaches the age of 4, Company A 
covers school and entrance fees, books, busses, and language training if needed. 

4.2 Case Two: Company B 
Company B is a world leader in communications technology and services, and they provide 
support for networks with more than 2.5 billion subscribers. The company headquarters is located 
in Stockholm, Sweden, their products can be found in more than 180 countries, and they employ 
around 118,000 people. According to the respondent there are approximately 18,000 working in 
Sweden and thereby 100,000 works abroad. The respondent also estimates that they have 
between 950 and 1,000 people on long-term assignments in approximately 100 countries.  
 
Before an employee is sent on an assignment there is a process to prepare both employee and 
employer. First someone becomes a candidate and then global international mobility department, 
which works with the expatriation process, starts working on a package that is sent by email to 
the candidate. The email contains links and information in four different steps: how to prepare 
when the candidate has received the contract, when they have signed the contract, how to 
prepare, and when they arrive at the host country. Company B is in the process of outsourcing to 
a global partner so the process will change a little. When they have outsourced the process will be 
like global international mobility gets the case that a specific person is going on international 
assignment they tell the global partner to start with visa and work permits, since that takes eight 
to ten weeks to get. In most cases the employee goes on assignment and the spouse has to stay 
behind to manage the technicalities of moving and wait until the semester shift for the children. 
When the expatriate has signed the contract the global partner contacts the expatriate to talk about 
expectations, accommodation, schools, and they will organize a preliminary visit. 
 
If a department within Company B wants to offer a person a long-term assignment they are 
obligated to enquire the department where the person is employed, where the person has her or 
his home employment. If this specific person already is on long-term assignment then they are 
obligated to contact the home department not the assigned department in the host country. This is 
not just about releasing the person it is about undertaking the responsibility to repatriate the 
person when the assignment is over. 
 
Reasons for returning home earlier than expected can for example be different business reasons, 
that the operations have not evolved in the way it was supposed to or that there is a need for a 
different skill set. It almost never occurs that someone returns home early for individual reasons, 
such as their own comfort or that it did not turn out as they expected it to. If it happens it is 
usually because the expatriate or someone in the family got sick. According to the respondent it is 
very rare that their expatriates return home early.  
 
When expatriates return home from international assignments they still have their employment in 
their home country, this is unconditional or at least it is in Sweden according to the respondent. 
But it may not be the role that they hoped for on the other hand they have their employment and 
can go from there and search for a new roll after a while, the organization is good at absorbing 
the people coming home according to the respondent. It does not look the same everywhere it is 
very cultural. People returning have different expectations for an American returning home is not 
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certain to have their employment meanwhile a Swedish person is. Company B stated that if 
someone returns and there is no free position the person is entitled to the same benefits as they 
should have got if they were dismissed from their position in their home position.  
 
Company B are choosing to outsource due to the fact that there has been a restructure in the HR 
department, and therefore do HR no longer arranges services for international assignments. The 
respondent believes this is a good thing since now Company B uses professionals which know 
what they are doing, and since the global provider has more clients that also opens up the 
opportunity to network with other expatriates. Since the global provider are professionals 
Company B can be assured that all expatriates receives good service, with this provider Company 
B can ensure that all expatriates receives the same basic support and that they have monolithic 
standard. Before there was no global consistency so in some countries they had local providers 
and in others they did not. Their plan is to catch the expatriates before they arrive so they already 
know what to expect and not be worried. The global provider will also arrange everything from 
visa, working permits, enrollment in school, translation of grades and instructions, finding 
permanent accommodation, and settling in service. That includes going to the bank, register at the 
authorities, and all the things that people can become really frustrated over that nobody had told 
them. The provider will also help with management during the stay, for example if questions 
arise or problems with working permits or visa, so there will be some support during the stay. 

4.2.1 Expatriate Support  
There are different preparatory tools that Company B provides for their employees, for the 
moment it is mostly practical information, which the expatriates receive by email as explained 
above. It also contains a helping video, the video illustrates how important things like insurance 
and pension works, and there is also a part about culture. The video also contains a special 
episode about children, according to the respondent this is something that some expatriates or 
families do not think about as much as they should, such as arrange their children’s school 
attendance. 
 
Language training is a part of Company B’s training, and it is a basic approach, including 40 
hours or 40 lectures. With this training the idea is that they will learn the basics, some greetings, 
and be able to take a cab or go shopping. The language training is implemented when the 
expatriates have arrived in the host country, this due to the lack of time before they go and they 
believe that the expatriates are more motivated to learn when they have arrived. The budget 
contains 40 hours of classroom training, if the expatriate could get a 100 hours or a foundation 
course in a virtual classroom with materials within the budget it is okay, what is important is to 
achieve the basic level or skills. 
 
Company B provides their expatriates and spouses with a two-day preliminary visit prior to start 
of the assignment, they also include school-aged children if appropriate. In some countries the 
schools require that the children have been physically present and taken test to be accepted. The 
visit is usually organized with help of a global partner. The purpose of a visit is to familiarize 
with the environment, arrange the accommodation, schooling and similar things.  
 
The global partner has a country profile that the expatriates have access to, where they can read 
about do’s and don’ts, history, economics, and politics. The information in the country profile is 
very good and this way the expatriates can access it when they want. Company B does not have 
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cultural training, but they have arranged an introduction program/meeting when the expatriates 
have arrived in the host country.  
 
Company B has this approach towards their training activities because it is realistic and it is the 
basics that are necessary. In the first step with the new provider it is only the basic needs that 
have to be covered. Overtime there may occur problems or gaps so then they may include more 
things to cover the gaps. 

4.2.2 Spouse and Family Support 
The language training is also provided to the spouse and it also includes children when it is 
considered appropriate. Company B also supports the spouses with visa, immigration and 
accommodation. 
 
Company B also has a compensation model were they receive a certain amount of money, which 
is called a spouse premium. The idea is that they receive the money instead of Company B 
providing different events or training, since the spouse may not want to do the training or already 
knows the language and thereby want something else, instead of having that discussion Company 
B provide the spouse premium. The spouse premium is paid together with employee salary it is a 
certain percentage of the salary. If the spouse also works for Company B, which is not so 
unusual, the spouse automatically receives leave of absence. Spouses that have specific 
competence are sometimes offered a local contract in the host country and if that happens the 
spouse premium falls away.  
 
The video that was mentioned with the special episode about children, was made with help of a 
firm working with preparing children for international assignments. The video is available on 
Company B’s intranet, which they link to and tell their employees to see before going on 
international assignments. It is available for all expatriates not just expatriates from Sweden. This 
video was done so that the employees think through their situation and especially their children’s 
situation. For example if an assignment ends and it is time to move back home but the children 
are in school now and they do not know their native language. According to the respondent this is 
not the company’s responsibility, this has to fall onto the parents.  
 
When it comes to the children’s schooling, Company B’s policy states that they prefer local 
schools, the respondent states that the children however go to international schools. Local schools 
are only used when the assignment is located in USA or Australia. According to the respondent 
they work this way since the children should have a compatible curriculum in school, so if they 
move they have some consistency.  

4.3 Case Three: Company C 
Company C is a world leading provider of sustainable productivity solutions. They serve 
customers with innovative compressors, vacuum solutions and air treatment systems, 
construction and mining equipment, power tools and assembly systems. The company is based in 
Stockholm, Sweden, and has a global reach spanning more than 180 countries, and they employ 
more than 44,000 people. Company C is located in approximately 80 countries and the rest are 
distributors, and they have approximately 400 expatriates that are on three year contracts.  
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Before an expatriate is chosen or sent abroad, the package to offer the expatriate is discussed 
between the different divisions: HR department in the home country and the recruiting manager 
in the host country, they together decide what to offer the specific person. The recruiting manager 
also has a checklist what they should go through together with the expatriate, what to do before 
and after arrival. Then the expatriate receives a report on the new country that they are going to in 
order to get more knowledge about how it looks and works. They also receive a security report 
that Company C has develop, so that the expatriates are well prepared. Then expatriate goes on a 
preliminary visit to see how it feels on site, if everything feels good the process continues.  
 
Company C’s standard length of assignments is three year, which sometimes extends so it 
becomes four to six years. Company C divides their expatriates into three groups: GM, local plus 
and project assignments, depending on their position and level within the company. GM is the 
first line or top level, local plus is the slightly lower level, they have local wages and local 
contract but with some extra benefits. Project assignments involve short-term contracts and they 
still have employment in the home company when they get back. The length is usually three 
months but it may be one year and sometimes up to two years, they remain with their base salary 
and receive a premium to compensate for the extra costs and cost of living.  
 
According to the respondent, the expatriates at Company C for the most part follow through with 
their assignment. There are always exceptions, and that may be because of the family situation or 
anything else that forces them to cancel before the assignment is complete. The respondent 
believes that Company C is very good at preparing their employees so it does not come as a 
shock for them, and therefore very few returns home earlier. If this happens the respondent is not 
certain but believes that there is some kind of interview or follow up. The main reason for 
returning home early the respondent believes is the family situation, for instance if the school 
situation does not work out.  
 
Company C has the philosophy that everyone search/apply for the job/position they are interested 
in, so when the assignment is over the expatriate will not be offered a position, he or she has to 
apply for one. When six months remain, the expatriate will either know that their contract will be 
extended or they will be urged to start looking for new position. If they have not secured a new 
position within six months, they will be sent home and get a temporary project, so they have 
more time to find a new job/position. This tends to resolve itself in most cases according to the 
respondent. This is explained before they go, because in reality they quit their contract with the 
home country and sign a local contract. Hence there is a risk, but the company's philosophy of 
global mobility is that they want to develop the employee as he or she takes on new knowledge 
that he or she then pass on to someone else in the company.  
 
The preparation activities that Company C provides for their employees are sometimes 
outsourced to relocation firms, it depends on which country they are traveling to. Some countries 
may not have so many expatriates or that may only be there over a certain time period, and then it 
might be too big of a challenge for the local HR manager to handle. The respondent does not 
have insights of the outsourced activities are evaluated since it is handled locally. The local 
company in the host culture is the one that arrange visa and working permits for the expatriate 
and their family. They also arrange accommodation for the expatriate and following family or 
spouse, either they arrange it themselves or they contact a relocation firm that is the most 
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common way according to the respondent. This is the current approach because they have not 
found a global provider that is comprehensive enough to cover all their regions.  

4.3.1 Expatriate Support  
There are different preparation tools that Company C provides to their employees, but the main 
things are language training and cultural training depending on where the expatriate is going, and 
if it is needed. Then it has to be customized depending on the needs of the person and their 
experience within international assignments.  
 
The intercultural training is often implemented on site, it can even be before they arrive so they 
can be more prepared. The respondent does not know to which extent Company C uses it, since if 
the expatriates travel within Europe the respondent does not believe that specific training is 
implemented due to similar cultures. If they go from Europe to for example countries within Asia 
the respondent believes there is a big difference and then the training is more “important” and 
current.  
 
The language training that Company C provides to their employees can be implemented either 
before going or after they have arrived in the host country. The method of teaching depends on 
the country the expatriate is going to, some have classes where they sit together with colleagues. 
It is implemented this way if there is a market where Company C has many employees. Most of 
the time the respondent thinks it is one-on-one lectures, so to say that they have a teacher who 
comes and runs lessons with the expatriate and their spouse. The language training involves 
learning the basics, however they can request further training if they feel that they need it to work 
properly. 
 
Expatriates are provided with a preliminary visit to meet colleagues, look at accommodations, 
search for schools if it is needed, and to get a feeling for the culture. If everything feels right then 
they will also meet the local manager recruiting. During the visit Company C also prefers if the 
expatriate gets in contact with expatriates on site or the one he or she is replacing, to get a good 
picture of the situation. The preliminary visit is implemented before signing a contract, the 
company and the expatriate have a discussion and come to the conclusion that they almost agree. 
Then they send the expatriate to make the final assessment, and after that they sign the contract.  
 
Company C trains their employees this way because each country is different so the content in 
the training depends on which country the expatriates come from and where they are going. 
Depending on how big the difference is between the two countries the expatriates’ needs are 
different. The corporate language at Company C is English so many times the expatriates manage 
very well with English, but it is also important that they can manage a little outside of work too. 
It is good if they have basic knowledge of the local language. They do this to make the 
assignment work, so that they feel like they can manage living in the country without becoming 
isolated. Deciding to do the training before or after the expatriate and their spouse have arrived 
depends on convenience and availability in their home country or if the variety is better in the 
host country. It can also depend on how much time they have before going on the assignment, 
since sometimes it is quite a short notice before they move, sometimes it may only be three 
months, and then there can be so much to solve at home before leaving and therefore it might be 
better to wait until they arrive on site. 
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4.3.2 Spouse and Family Support 
Some spouse support can differ within Company C, it is not from the top management but some 
have local support or arrangements and it depends on the country. Language training and 
intercultural training is provided for the spouse, but not for the children. The language training is 
the same as for the expatriate, to learn the basics during one-on-one lectures. The spouse can get 
more training if they want to learn more, but that is included in the spouse support. 
 
Company C has something called spouse support. The idea behind it is to integrate the spouses 
into society. It is a sum of many that can be used for a lot of different things like training, social 
activities, cooking classes, or sports clubs, something that keeps them busy but at the sometime 
integrates them into society. Company C has a control base for the allowance, they refund 75 
percent of the total cost when the spouses show receipt, and it can be used during the whole 
assignment.  
 
Something else that Company C organizes is a spouse pension plan. If the spouse has worked for 
at least three uninterrupted years before the assignment, Company C sets up a pension plan so 
they do not lose too much by coming with. However, if the spouse starts working in the host 
country the pension falls away, since the idea is that it will compensate for losing his or her 
income or not being able to work.  
 
Company C arranges school for children during the whole assignments. If possible, Company C 
prefers children to go to local school, but for the most part the children go at international school. 
Therefore does most accommodation end up around the international schools and wherefore lives 
most expatriates’ in those areas, it is also where they can find their social network. Company C 
covers the children from preschool, they prefer local before international, since children in that 
age are so adaptable. Company C supports children up to the age of 21, but they do not cover 
university. 
 
Company C includes the spouse in these specific activities because they believe it is important 
that they also are prepared, if the family situation is not working the work situation is either going 
to work according to the respondent. Some spouse support can differ within Company C, it is not 
from the top management but some have local support or arrangements so it depends on the 
country. 

4.4 Case Four: Company D 
Company D is a world leading car manufacturer and the headquarters is located in Gothenburg, 
Sweden. Their products can be found in more than 100 countries, and they employ around 24,000 
people, and according the respondent the biggest markets Belgium, USA, China and Sweden. The 
respondent estimates that Company D has between 200 and 220 expatriates on long-term 
assignments and among those there are 10 to 20 people that inbounds to Sweden, which means 
that they are expatriates located in Sweden. The respondent also states that most of their 
expatriates are located in China, the respondent estimates that there are more than 100 expatriates 
present there.  
 
Before expatriates are sent on an assignment, they receive the global mobility policy, which is the 
policy concerning international assignments, in the beginning of the process. So they can read the 
policies and if they have questions they can ask. After that there is a meeting where the process is 
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explained, how it is going to develop from the meeting until they have moved. The global 
provider/supplier that are used are located in United Kingdom, China and the different countries, 
and they are the ones that handle most of the contact with the expatriates. 
 
Company D’s assignments are for most part successful, and according to the respondent there are 
some expatriates that return before end of the assignment. It is very unusual that Company D has 
expatriates that return home early due to personal reasons, but when it happens they do not 
investigate further. There are times when Company D notices that a person is needed for another 
position in another country and then they cancel the assignment ahead of time.  
 
When expatriates return home they do not keep their old position, instead they are relocated to 
another position within the company. The repatriation process at Company D has not been 
working so great, so in 2013 they started developing a tool to help the process. This tool consist 
of many different questions and the idea is that the expatriate and their boss goes through the 
questions tougher, the questions can be related to expectations both from the view of the 
expatriate but also from the boss, it also take-ups expectations that are related to repatriation and 
their new position when returning home. According to the respondent they have not had so many 
that has returned home that has used it, so it remains to be seen if they see an improvement. 
 
Company D provides a repatriation meeting if the expatriates want where they can share their 
experiences and perceptions judgment, these meetings are very rewarding. So they encourage 
expatriates to book a meeting but it is not all who want or feel that they have time for it, and 
Company D has not done it obligatory. 
 
Company D outsource activates in the process because it is a very changing industry, and 
especially in China where Company D sends most of their expatriates. It is much better to have a 
local provider who takes care of it since it is too much work to uphold the knowledge of the 
process when it is changing so fast according to the respondent. It is up to the suppliers to go 
through and see what the expatriates want to use, some chooses to do the activities/training, 
which are explained below, and some choose not to. When the expatriates arrive in the host 
country Company D also provides a settling in service that is provided by their supplier/global 
provider. It is a one day preparation service, where they get help to open a bank account, fix a 
SIM card, and other practical things that they might need help with.  
 
Customer surveys about the various suppliers have been done but the response rate has been low, 
so now Company D have started to call the expatriates to ask the questions, and according to the 
respondent it has been very good. Even though it takes time the response rate is higher and they 
receive a lot of feedback, which is used to improve the processes and provide feedback to the 
supplier, Company D also have feedback meetings with the suppliers.  

4.4.1 Expatriate Support 
There are different preparation tools that Company D provides for their employees, but the main 
things are language training and cultural training, and according to the policy these two training 
activities are the same for all expatriates.  
 
When it comes to the cultural training it is also implemented on site, and is delivered by the 
suppliers that Company D uses. However, the respondents thinks this training is more 
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individualized, because the supplier asks the expatriates what they are interested in and then 
customizes the training according to their interests. 
 
The language training is implemented when the expatriates have arrived in the host country. The 
expatriate receives language training in the host country’s language if it is not English or if it is 
not their native language. They provide English courses for expatriates from Sweden traveling to 
the USA but there are not many that use that course, since many already can English. They have 
25 hours of training as a standard, and Company D policy is designed so that they have a café 
model, which means it consists of a lot of different activities that can be selected depending on 
the needs. The expatriates can select the benefits/activities that suit their family the best, within 
this model they can select additional language training. The teaching method is one-to-one 
classes, however the respondent believes that they can choose group classes if that is what they 
want. One-to-one is better if someone might not dare to talk in classrooms and might need more 
support from the teacher.  
 
Company D provides their expatriates that are going on assignments that are longer that one year 
with a five day preliminary visit. During the visit they look at schools if it is necessary, hospitals 
if they want, and try to find accommodation. When the expatriates are going on assignment to 
China it is also obligatory to do a medical examination to get the visa and that must be done on 
site, so that is therefore included in the visit. During the visit both spouse and employee are 
present. However, they prefer that no children follow on the visit, since it may distract from what 
they need to do. During the visit the schedule is very busy and there is a lot that has to be done, 
but children can of course go with if they cannot arrange a babysitter or if they have children in 
their teens who want to visit the schools to be able to make a decision.  
 
The café model that was mentioned above contains extended accommodation if they want a 
larger accommodation, additional shipment if they want more freight, partner support, home tours 
booked through a provider, preschool, compulsory schooling, additional language, and language 
for spouse. Expatriates and spouses cannot select everything, what they can select depends on 
two things, family size and type of assignment, which affects how much they can select. You 
could say that there are four different boxes and in each box there are different levels of points. In 
the box with the highest points they can select everything within the café model, which means 
that in the other box’s they have to select what they want. Depending on which box they fit into 
they can select different amount of things from the café model.    
 
Company D arranges this way with the training partly since it is easier but also due to cost. There 
is a demand from the host country to know what the assignment will cost and that it is easier 
when the training is standardized. Of course there are exceptions where some get more or get 
something that is not within the budget, but the standardized training is the base according to the 
respondent.  

4.4.2 Spouse and Family Support  
Something that Company D can provide the accompanied family is contact with a family already 
there. However, this is something that Company D decides from case to case, so it is not provided 
to all families. According to the respondent are depends on the family situation, if they seem 
insecure or nervous about going, then they can come in contact with a family that is on site to ask 
questions.  



Luleå University of Technology 
 

29 
 

The partner support that can be selected in the café model is something that Company D organize 
with help of another firm. This is an international company that only works with expatriates. 
They have a special package for the spouse that they tailor depending on what the spouse want to 
get out of the support. Language training for the spouse is also something that can be selected in 
the café model. During the preliminary visit the spouse receives two books with information 
about place, and meeting for international networking.  
 
During the assignment Company D’s expatriate and spouse receives an allowance every month in 
addition to the expatriates’ salary. The allowance is based on the assignment type and family 
situation, so it is individual. It can be used for whatever they want. Then they also receive 
something that Company D call hardship, the amount depends on where the assignment is 
located. 
 
Company D also organizes spouse meetings, dinners and other events, these are organized by 
their local supplier, and it is a way to meet other spouses. They seem to form groups with very 
good bonds where it is easy for new spouses to come in and become one in the group, according 
to what the respondent has heard. However, this depends on which city the spouse is located, in a 
big city there is more to do and also more spouses, meanwhile in a smaller city a lot is arranged 
through the school.  
 
When it comes to schools Company D prefers that the children go to international schools. 
However, which school that the expatriate want to send their children to is entirely up to them, in 
some places there are both British, American and Swedish schools. During the preliminary visit 
they get to visit the schools they are interested in, but Company D must approve the schools, 
according to the respondent they want to see that the school reaches a certain standard. The idea 
is that all children should be able to continue in the next school, for example a school in Sweden 
and if they are from Sweden they need to know a certain level of Swedish, which they can be 
taught on distance. Company D always wants to make sure that the children have the competence 
to continue studying in their home country. 
 
The children get preparatory English before they go to be able to handle international school 
better. The amount of language training is ten hours, but if someone needs more they can receive 
more, the important thing is that they reach a certain level to cope with school. According to the 
respondent the schools tests them when they get there and to see which level they have reached, 
and if they do not reach a certain level they get extra help. Company D always pays for children’s 
school fees, but not taxes for children under the age of compulsory education. Preschool is 
taxable in most countries under a certain age, so if parents still want to have their children in 
preschool Company D pays the fee but not taxes, however it can be added in the café model. 
 
The respondent is not certain why Company D organize their training this way or include the 
families in some activities but not all, however, it can be a matter of cost.   
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5. Data Analysis  
In this chapter the data presented in the previous chapter will be reduced and compared to the 
conceptual framework. First each case will be analyzed using a within-case analysis approach 
and then the four cases will be compared in a cross-case analysis. The structure of the within-
case analysis will follow the same structure as the conceptual framework, meanwhile the cross-
case analysis will follow the same structure as the data presentation. It is done this way to make 
it easier to follow and to understand.  

5.1 Within-Case Analysis 
The collected data from each case will be compared with the literature in the literature chapter.  

5.1.1 Case One: Company A 
According to Vögel et al. (2008) one of the biggest reasons for ending an assignment and return 
home early is the family or spouse inability to adjust. The respondent states that there is no 
generalized or main reason for ending the assignment. So what Vögel et al. (2008) states may not 
occur as a large problem for Company A, the only reason that the respondent stated that where 
not related to Company A ending the assignment early were family issues, so it does occur but it 
seems not to be one of the big reasons.  
 
Need Assessment 
When comparing the information obtained from Company A with the literature of Graf and 
Mertesacker (2009) study about needs assessment, there do not appear to be a needs assessment 
or at least not in relation to customize the training or preparation process. It should be done by the 
company to customize the process depending on personality and needs of the expatriate, which is 
not seen here. The preparation appears to be standardized, a needs assessment may have occurred 
earlier in the stage, for example in the selection and recruitment stage, as Wright et al. (1996) 
states it can occur before both selection and training.  
 
Littrell et al. (2006) states that needs assessment should include assignments objectives, family 
dynamics, spousal interests and requirements, and children's needs. From the information 
obtained during the interview, there seems not to be any support to Littrell et al (2006) literature. 
Punnett (1997) states the importance to include the spouse in the relocation process. According to 
the respondent is the spouse included in the preliminary visit and is thereby included in the 
decision. Their willingness and desire to relocate seems not to be something that the Company A 
assesses, and thereby no support to Punnett (1997) literature.  
 
Table 4: Case one: needs assessment  

In Comparison to Literature  
Needs Assessment Expatriate  No 
Needs Assessment Spouse/Family/Children No 
 
Content 
Wright et al. (1996) states that the content should look different depending on the needs of the 
expatriates, from the information obtained from the interview the training content do not seem to 
be based on the needs of the expatriate. However they have a coaching program that is optional 
and has to be approved by a manager, which may be seen as some sort of need assessment of 
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content. Overall is the training standardized, but with the optional program the content can be 
seen as partly supporting Wright et al. (1996). 
 
Wright et al. (1996) states that the training should cover culture general training, culture specific 
training, and language training. Company A includes language training and CCT which support 
the literature, however from the information obtained during the interview there is no way of 
knowing what CCT includes, since the respondent did not know so it is stated as partially 
supporting since CCT in general include some sort of cultural knowledge.  
 
Brewster (1995) brings up different things that can be included in the training, business 
knowledge is partially supported and practical knowledge is supported. Because Company A 
provides an optional coaching program, which is not something that is mentioned in the different 
articles, but may be included in business knowledge. Practical knowledge also mentioned by 
Brewster is something that Company A includes in their preparation content, since they include 
everything from visa, removal of goods, storage, finding temporary and permanent 
accommodation, search for schools, to settling in service.  
 
Punnett (1997) states that language training is even more important for spouses, due to the fact 
that the spouse is the one who actually interacts in the host culture. Company A includes spouses 
in the language training and they do not have any restrictions on the amount of hours or lectures. 
This means that it can be used during the whole assignment and that the spouses have the 
opportunity to learn more than just the basics, and support Punnett (1997). 
 
Table 5: Case one: content  

In Comparison to Literature  
Needs Assessment of Content Partial 
Language Training  Yes 
CCT  Yes 
Cultural Specific Partial 
Cultural General Partial 
Business Knowledge Partial 
Practical Knowledge Yes 
Language for Spouse  Yes 
Not Included in Literature   
Coaching Program  
 
Design and Methodologies  
The method should suit the needs of the expatriate (Bennett et al., 2000). This can be seen in the 
case of Company A, where the company has a preferred way or most common way but the 
respondent adds that the expatriate can choose to implement it in another ways. Company A does 
not have any restriction on language training which also can be seen as covering the needs, so if 
needed it can be used during the whole assignment.  
 
Littrell et al. (2006) identified several ways to implement CCT, such as attribution training, 
cultural awareness training, didactic training, experiential training, language training, and 
interaction training. Company A provides CCT which support the literature, something more that 
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support the literature is language training both for expatriates and spouse. As explained before, 
preliminary visits are a part of how Company A prepare their expatriates and spouses which is 
also a part of experiential training, which involves learning by doing and to development of skills 
necessary for the expatriates to work and interact effectively in the host country (Kealey & 
Protheroe, 1996). However, more details were not obtained during the interview, so there is no 
way of knowing if they use the other ways of implementing CCT.  
 
Brewster (1995) states that there are different preparations that expatriates can go through when 
preparing for an international assignment then CCT, such as informal briefings, preliminary 
visits, interaction training, shadowing, and language training. In comparison to the literature 
does preliminary visits and language training support how Company A prepares their expatriates 
and spouses. Brewster (1995) also states that among expatriates are informal briefings one of the 
best preparation activities before going and it is a cheap alternative for companies, but this is not 
something that Company A does.  
 
Language training involves teaching the native language of the host country to expatriates, this 
training is important when facilitating intercultural adjustment (Littrell et al., 2006). This is 
something that Company A provide to their expatriates and spouses as stated before, this also 
support Punnett (1997) states that language training also is important for spouses. There are 
languages that are so different and difficult to learn (Brewster, 1995), Company A do not have 
any restrictions on the amount of hours in relation to language training, so it gives them an 
opportunity to actually learn the language. The implementation method of the training is usually 
in group, but the expatriates can select whatever method they prefer.  
 
Company A’s preliminary visit include both expatriates and spouse in the three-day preliminary 
visit prior to the assignment, they also include school aged children if appropriate, this supports 
the literature by Brewster (1995). The purpose of the visit is to familiarize the employee with the 
living environment, arrange accommodation, schooling and similar local tasks, which support the 
literature. Bennett et al. (2000) states visits to the host country have the most value for the 
expatriate if it is completed before training, it can be assumed that most training is done post-
arrival since that is what Company A prefers, this is further explained under timing and duration. 
Preliminary visits gives the expatriate and spouse at least a view of the environment and an 
opportunity to meet people in the host country, and most organizations find them valuable, but 
this can become problematic later on according to Brewster (1995).  
 
Table 6: Casa one: design and methodologies  

In Comparison to Literature  
Needs Assessment Partial 
Attribution Training No 
Cultural Awareness Training No 
Didactic Training No 
Experiential Training  Yes 
Informal Briefings  No 
Interaction Training No 
Language Training  Yes 
Language Training Spouse  Yes 
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Preliminary Visit Yes 
Shadowing No 
 
Timing and Duration 
Bennett et al. (2000) explains that there are pre-departure, post-arrival, or continuous timing of 
the training. Company A provides language training and intercultural training post-arrival in the 
host country, but the intercultural training can also be implemented pre-departure. That depends 
on what the expatriate chose to do. Meanwhile the coaching program that is optional is 
implemented pre-departure, making it possible for expatriates to start their assignment equipped. 
Bennett et al. (2000) states that if the training is before do expatriates have more realistic 
expectations, however, they also stated that post-arrival training is good and more focused if the 
expatriates receives settling in service, with is included in Company A’s preparation. So both 
ways of preparing the expatriates is good, and since they can select to implement some of the 
training when it fits them the best, it partially support the literature conserving needs assessment.  
 
Table 7: Case one: timing and duration  

In Comparison to Literature  
Needs Assessment  Partial 
Pre-departure  CCT, Coaching Program 
Post-arrival Language Training, CCT  
Continuous No 
 
Supports for Spouse and Family  
As mentioned in the conceptual framework by McNulty (2012) there is several ways to support 
spouse and family. This article takes up social support, dual-careers, parental demands, identity 
re-construction, and CCT, as important aspect to include in the support of the spouse and family. 
 
The social support study by Copeland and Norell (2002), state that international assignments 
disrupts the established social support networks that the spouse has at home. Company A 
provides a tool called global connection which gives their spouses an opportunity to connect with 
others in the same situation, it is not only for Company A’s spouses, which means that they can 
connect with spouses from different companies. By providing this they provide their spouses with 
the tool they need to rebuild their social support network. The social integration coaching 
program provided by Company A may also provide a way to establish a new social support, since 
its intention is to assist in the process of integrating into the new country. 
 
Harvey’s (1997) study on dual-career showed that the financial situation was one of the main 
issues after relocation. Company A provides a spouse allowance, according to the respondent it is 
offered as compensation for loss of job, which affect the family’s financial situation. Company A 
also provides a job search coaching program, which can help with the financial situation if it 
leads to a job for the spouse. The spouse allowance has to be compared with the salary of the new 
job since the allowance falls away if the spouse takes a job. This program is not so used 
according to the respondent, so maybe the statement above is way, if they lose the allowance and 
their financial situations does not improve anyway.    
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A study of parental demands by Takeuchi et al. (2007) show that spouse adjustment to the new 
culture is highly affected by child’s adjustment to new school or unsatisfied with living 
conditions. According to the respondent Company A covers children from the age of 4 until the 
age of 18, so they cover school fees, language training if needed and so on. These are things that 
may help the childes adjustment to the new school and thereby also help with the spouse 
adjustment. During the preliminary visit are the children welcome if appropriate, which gives 
them an opportunity to visit the schools. This can also help with the adjustment, they are also 
supposed to arrange accommodation during the visit, which mean that they are more prepared.   
 
Shaffer and Harrison’s (2001) study state that all relocated spouses are likely to go through 
changes in their identity. Language training, social networks, and connections are things that may 
reduce the changes. These are things that Company A provides, global connection that was 
mentioned above provides their spouses an opportunity to connect with others in similar 
situations and build a social network. They also provide all spouses’ with language training and 
social integration coaching program as mentioned above. These programs may help the spouses 
to reshape or reduce the change. 
 
CCT as mentioned before by McNulty (2012) should also be provided for spouses, which 
according to the respondent is something that Company A does.  
 
Table 8: Case one: support for spouse and family 

In Comparison to Literature  
Social Support  Yes 
Dual-Career Yes 
Parental Demands Yes 
Identity Re-construction Yes 
CCT Yes 

5.1.2 Case Two: Company B 
One of the major reasons for ending an assignment and return home early is the family or spouse 
inability to adjust according to Vögel et al. (2008). There can be different reasons for returning 
home early, and it almost never occurs that someone returns home early for individual reasons. If 
it happens it is usually that the expatriate or someone in the family got sick according to the 
respondent.  
 
Needs Assessment 
Graf and Mertesacker (2009) study about needs assessment, when comparing that literature with 
the information obtained from Company B, it do not appear to be any support to needs 
assessment or at least not in relation to customizing preparation from Graf and Mertesacher’s 
study. It should be done by the company to customize the process depending on personality and 
needs of the expatriate. It may have occurred earlier in the stage, for example in the recruitment 
stage, as Wright et al. (1996) states it provides information before both selection and training.  
 
A needs assessment should include assignments objectives, family dynamics, spousal interests 
and requirements, and children's needs according Littrell et al. (2006) article. From the 
information obtained during the interview, there seems to be some needs assessment of the 
spouse and family, since the spouse allowance mentioned below is meant so that spouses can 
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arrange their own training. A special episode on the information video was made to make parents 
aware of children’s needs. Both partially support Littrell et al. (2006), since the responsibility and 
customization is put on the spouse and family and not the company. Punnett (1997) states the 
importance to include the spouse and to assess their willingness and desire to relocate. According 
to the respondent is the spouse included in the preliminary visit and is thereby included in the 
decisions, however, the spouse willingness and desire seems not to be something that Company B 
assesses according to the information that were obtained during the interview.  
 
Table 9: Case two: needs assessment  

In Comparison to Literature  
Needs Assessment Expatriate No 
Needs Assessment Spouse/Family/Children Partial 
 
Content 
The content should look different depending on the needs of the expatriates according to Wright 
et al. (1996), from the information obtained from the interview the training content seem to be 
standard and not customized depending on the needs. This means that Wright et al. (1996) 
statement about needs assessment does not occur for Company B.  
 
Training should cover culture general training, culture specific training, and language training 
according to Wright et al. (1996). Company B includes language training which support the 
literature, however from the information obtained during the interview there is also a country 
profile available that focus on country knowledge. CCT is not provided but a section about 
culture is in deeded in the information video, which partially support, since they receive some 
cultural knowledge.  
 
Different topics that can be included in the training are mentioned by Brewster (1995). Practical 
knowledge is mentioned by Brewster (1995) and is in support to what Company B includes in 
their preparation content. Since they include everything from visa, working permits, enrollment 
in school, translation of grades and instructions, finding permanent accommodation, to the 
settling in as well. Company B also provides an information video, which is not something that is 
mentioned in the different articles, but can also be included in Brewster’s (1996) practical 
knowledge. 
 
Language training is even more important for spouses according to Punnett (1997), due to the 
fact that the spouse is the one how actually interacts in the host culture. Company B includes the 
spouses in the language training, they do have a restriction of 40 h/lectures, which means that the 
idea is that they will learn the basics, some greetings, and be able to take a cab or go shopping, 
this support Punnett (1997) statement. 
 
Table 10: Case two: content 

In Comparison to Literature  
Needs Assessment of Content No 
Language Training  Yes 
CCT  No 
Cultural Specific Partial 
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Design and Methodologies  
Bennett et al. (2000) states that method should suit the needs of the expatriate. Which is not seen 
in the case of Company B, were the company has a preferred way, but the respondent adds that 
the expatriate can choose a virtual classroom if it is within the budget, and that is not really needs 
assessment. Company B have 40h/lectures as a restriction on their language training which do not 
cover the needs, since it provided the basics, but not really adopted after the needs.   
 
There are several ways to implement CCT these are identified by Littrell et al. (2006), attribution 
training, cultural awareness training, didactic training, experiential training, language training, 
and interaction training. CCT is not something that Company B provides to their expatriates and 
thereby no support to literature. However, there are still consistencies with the literature 
explained above, first in the video mentioned above they includes come cultural knowledge. 
Second, language training and preliminary visits are involved in the adjustment of culture, so 
therefor are Company B in some way working with CCT that support literature. Both activities 
are explained above and will not be explained again here, experiential training involves 
preliminary visits so this support literature. Company B’s global provider has a country profile 
which contain country knowledge and can therefore be seen as part of didactic CCT, which 
support literature by Littrell et al. (2006) and Kealey and Protheroe (1996). These authors’ states 
that the traditional formal involve lectures that covers, climate, geography, politics, history, and 
religion, the country profile is not traditional briefings, but it involves the same information 
which support the literature.  
 
There are different preparations that expatriates can go through when preparing for an 
international assignment then CCT, such as informal briefings, preliminary visits, interaction 
training, shadowing, and language training (Brewster, 1995). Company B does not include 
shadowing, interaction, or informal briefings in there preparation approach, Brewster (1995) 
states that interaction is not so used since it is quite expansive and shadowing is for the most part 
used by financial institutions like banks, so this is maybe not so weird. However, in comparison 
to the literature there can be seen that preliminary visits and language training support how 
Company B prepare their expatriates and spouses. Brewster (1995) also states that among 
expatriates are informal briefings one of the best preparation activities, but this is not something 
that Company A does.  
 
Littrell et al. (2006) states that language training involves teaching the native language of the 
host country, which is important when facilitating intercultural adjustment. This is something that 
Company B provides to their expatriates and spouses that support Punnett (1997) to include the 
spouses. Brewster (1995) states that there are languages that are difficult to learn, Company B has 
a restrictions on of 40 hours or lectures, the idea behind it is that expatriates will learn the basics. 

Cultural General Partial 
Business Knowledge No 
Practical Knowledge Yes 
Language for spouse  Yes 
Not Included in Literature   
Country Profile   
Information Video   
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The method is classroom training in groups, but if the expatriate could get a hundred hours or a 
foundation course in a virtual classroom with materials within the budget it is okay, the 
importance is to achieve the basic level or skills. 
 
The preliminary visit that Company B provides includes both expatriates and spouse in the two-
day preliminary visit, they also include school aged children if appropriate or necessary for the 
school. Literature by Brewster (1995) supports that both expatriates and spouses should be 
included meanwhile children are not mentioned. The purpose of the visit for Company B is to 
familiarize with the environment, arrange accommodation, schooling and similar things. Visits to 
the host country has the most value if it is completed before training according to Bennett et al. 
(2000), Company B prefers that the training is done post-arrival, it is further explained under 
timing and duration. Preliminary visits can become problematic later on according to Brewster 
(1995) since it gives the expatriate and spouse at view of the environment and an opportunity to 
meet people in the host country, but it is not a true image since it is organized to show the 
positive side.  
 
Table 11: Case two: design and methodologies  

In Comparison to Literature  
Needs Assessment No 
Attribution Training No 
Cultural Awareness Training No 
Didactic Training Yes 
Experiential Training  Yes 
Informal Briefings  No 
Interaction Training No 
Language Training  Yes 
Language Training Spouse  Yes 
Preliminary Visit Yes 
Shadowing No 
Not Included in Literature   
Country Profile  
 
Timing and Duration 
Pre-departure, post-arrival, or continuous timing of the training is something that is mentioned 
by Bennett et al. (2000). Company B provides language training post-arrival in the host country, 
they believe that the expatriates are more motivated to learn when they have arrived. Bennett et 
al. (2000) argues that if the training is before do expatriates have more realistic expectations, 
since the preparation will have equipped them with basic understanding of the host culture, 
country and city, information about living in the host country, work-related information that can 
be useful upon arrival. However, they also stated that post-arrival training is more focused if the 
expatriates receive settling in service, which is included in Company B’s preparation content. The 
timing of implementation is good since they have the settling in service, so this part is supported 
by literature. But since the implementation of the training is only in the host country it is not in 
support to the literature concerning needs assessment.  
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Table 12: Case two: timing and duration  
In Comparison to Literature  

Needs Assessment  No 
Pre-departure  No 
Post-arrival Language Training 
Continuous No 
 
Supports for Spouse and Family  
In the conceptual framework do McNulty (2012) mention there are several ways to support 
spouse and family. Social support, dual-careers, parental demands, identity re-construction, and 
CCT, are mentioned as important aspect to include in the support of the spouse and family (ibid.). 
 
The social support study was done by Copeland and Norell (2002), and they state that 
international assignments disrupt the established social support networks that the spouse has at 
home. To prevent this the study states that spouses may need assistance to establish new social 
networks, this is not supported by the way Company B supports their spouses. Instead they 
provide an allowance and the idea behind it is that the spouses receive the money instead of 
Company B providing different events or training.  
 
Harvey (1997) study on dual-career showed that the financial situation was one of the main 
issues after relocation. Company B provide spouse allowance, the idea behind it as stated above 
is that they receive the money instead of events or training, so the main purpose it not to aid the 
financial situation, but that can depend on the amount, and therefore is partly supported by 
literature. If the spouse has specific competence and also works within Company B they 
sometimes get offered a local contract, but then the spouse premium falls away.  
 
A study of parental demands show that spouse adjustment to the new culture is highly affected 
by child’s adjustment to new school or unsatisfied with living conditions (Takeuchi et al., 2007). 
According to the respondent Company B covers the children’s school fees and arrange for them 
to go in international schools, this may help the child and thereby also help the spouse to adjust. 
During the preliminary visit are the children welcome if appropriate, which gives them an 
opportunity to visit the schools, which also may help with their adjustment. The expatriate and 
spouse are also supposed to arrange accommodation during the visit, which mean that they are 
more prepared. 
 
Shaffer and Harrison’s (2001) study state that all relocated spouses are likely to go through 
changes in their identity, things like language training, social networks, and connections may 
reduce the changes. Company B provide all spouses’ with language training which according to 
this article helps to reduce the change or to finding their new identity. Besides the language 
training is nothing more provided, instead they provide an allowance as explained above. Since 
they only provide one of the things that may help it is only partially support the literature by 
Shaffer and Harrison. 
 
CCT as mentioned before by McNulty (2012) should also be provided for spouses, this is not 
something that Company B provides. Instead they provide an allowance as mentions above.  
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Table 13: Case two: supports for spouse and family  
In Comparison to Literature  

Social Support  No 
Dual-Career Partial 
Parental Demands Yes 
Identity Re-construction Partial 
CCT No 
Not Included in Literature   
Information Video   
Allowance Instead of Training   

5.1.3 Case Three: Company C 
According to Vögel et al. (2008) ending an assignment and return home early due to the family or 
spouse inability to adjust is one of the biggest problems. According to the respondent does the 
expatriates for the most part follow through their assignment, however there are always 
exceptions, but that may be because of the family situation or anything else that force them to 
cancel before the assignment is completed. The main reason for returning home early according 
to the respondent is the family situation, for instance if the school situation does not work out. 
 
Needs Assessment 
When comparing the information obtained from Company C with the literature of Graf and 
Mertesacker (2009) study about needs assessment, there do not appear to be a needs assessment 
or at least not in relation to preparation content. It should be done by the company to customize 
the process depending on personality and needs of the expatriate, which is not something that 
Company C does. Wright et al. (1996) states it should be before both selection and training, it 
may have occurred earlier in the stage, for example in the recruitment stage. They also state that 
needs assessment helps to determine who should be hired, and what the training should include. 
None of these articles seems to support how Company C works with preparing their expatriates. 
 
Littrell et al. (2006) article states that needs assessment should include assignments objectives, 
family dynamics, spousal interests and requirements, and children's needs. There seems to occur 
some needs assessment of the spouse but not the family. The spouse support mentioned below is 
formed depending on what the spouse wants, so it partially supports Litterll et al, (2006) since it 
is customized but the responsibility is on the spouse not the company. It is stated by Punnett 
(1997) that it is important to include the spouse and to assess their willingness and desire to 
relocate. According to the respondent is the spouse included in the preliminary visit and is 
thereby included in the decisions. The spouse willingness and desire to relocate is not something 
that Company C assesses according to the information that where obtained during the interview. 
 
Table 14: Case three: needs assessment  

In Comparison to Literature  
Needs Assessment Expatriate No 
Needs Assessment Spouse/Family/Children Partial 
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Content 
Wright et al. (1996) states that the needs of the expatriates should affect the content of the 
training. The information obtained from the interview shows that the training content is rather 
standard. However, the CCT content depend on which country and what experience the expatriate 
has. Therefore is the overall training standardized, but with the CCT can the content be seen as 
partially supporting Wright et al. (1996). 
 
Culture general training, culture specific training, and language training is mentioned by Wright 
et al. (1996) to be included in the content. Company C include language training and CCT which 
support the literature, as stated above is the CCT content dependent on the expatriate and the 
country where he or she is going to be located, so it is no way of knowing what CCT includes, 
but in general it include some sort of cultural knowledge and therefore partly supported by the 
literature. 
 
Practical knowledge is one of the things that are mentioned by Brewster (1996). It is also 
something that Company C includes in their preparation content, since they include everything 
from visa, working permits to arrange accommodation. Practical information report is also 
something that all expatriates at Company C receives which contains knowledge about the 
country, but is not included in the CCT. So overall is one of Brewster’s literature supported.  
 
In Punnett (1997) article he states that language training is even more important for spouses, due 
to the fact that the spouse is the one that actually interacts in the host culture. According to the 
respondent is the spouses include in the language training, and Company C wants them to learn 
the basics, they can request more if they feel it is necessary and support Punnett (1997). 
 
Table 15: Case three: content  

In Comparison to Literature  
Needs Assessment of Content Partial 
Language Training  Yes 
CCT  Yes 
Cultural Specific Partial 
Cultural General Partial 
Business Knowledge No 
Practical Knowledge Yes 
Language for Spouse  Yes 
Not Included in Literature   
Practical Information Report  
 
Design and Methodologies  
The method should suit the needs of the expatriate according to Bennett et al. (2000). Which 
partially can be seen in the case of Company C, where they have a preferred way but it changes 
depending on what can be offered in that country. They also have no restrictions on the amount 
of hours in relation to the language training, but it involves learning the basics, so expatriates can 
request further training if they feel they need it to work properly, which means that it is adjusted 
depending on the needs.  
 



Luleå University of Technology 
 

41 
 

Littrell et al. (2006), identified six CCT approaches, attribution training, cultural awareness 
training, didactic training, experiential training, language training, and interaction training. 
CCT which support the literature is provides by Company C, something more that support the 
literature that they do is language training both for expatriates and spouse. Preliminary visits as 
explained above are a part of how Company C prepare their expatriates and spouses which is also 
a part of experiential training, which involves learning by doing and to development of skills 
necessary for the expatriates to work and interact effectively in the host country (Kealey & 
Protheroe, 1996). Company C also provides country knowledge by their report mentioned above 
and can therefore support some part of didactic CCT, Kealey and Protheroe (1996) states that the 
traditional formal involve lectures that covers, climate, geography, politics, history, and religion, 
Company C does not provide it the traditional way but there are similarities in the content, which 
supports the literature. However, more details were not obtained during the interview, so there is 
no way of knowing if they use the other CCT approaches.  
 
Informal briefings, preliminary visits, interaction training, shadowing, and language training are 
stated by Brewster (1995) as different types of preparations that expatriates can go through when 
preparing for an international assignment, except CCT. Company C’s way of preparing support 
language training and preliminary visit but not shadowing, interaction training, or informal. 
However Brewster (1995) also states that among expatriates are informal briefings one of the best 
preparation activities, but this is not something that Company C does.  
 
Language training involves teaching the native language of the host country to expatriates, 
(Littrell et al., 2006). This is something that Company C provides to their expatriates, Punnett 
(1997) states that it is also important for spouses, so this is also something that they provide. 
There are languages that are difficult to learn not even after a period of three years would 
expatriates have become fluent (Brewster, 1995), but Company C language training involves 
learning the basics, expatriates and spouses can request further training if they feel they need it 
but this does not support. The method of teaching depends on the country the expatriate is going 
to, some have classes where they sit together with colleagues, and it is implemented this way if 
there is a market where Company C have many employees. Most of the times the respondent 
think it is one-on-one lectures, so to say that they have a teacher who comes and runs lessons 
with the expatriate and their spouse. 
 
Company C’s preliminary visits includes both expatriates and spouse, they also include school 
aged children if appropriate or necessary for the school. Some aspects are supported by Brewster 
(1995) meanwhile children are not mentioned in the article. The purpose of the visit for Company 
C is to meet colleagues, look at accommodations, look for schools if it is needed, and get a feel 
for the culture. Bennett et al. (2000) states that visits to the host country has most value for the 
expatriate if it is completed before the training, Company C prefers post arrival. But it is up to the 
expatriate to choose, this is further explained under timing and duration so this partially support. 
On a short visit the expatriate and spouse will experience the enjoyable version of living in the 
country, meanwhile the real experience of living and working can be very different, so this can 
become problematic later on (Brewster, 1995). This is something that Company C has thought of 
because during their visits they prefers if the expatriate gets in contact with expatriates on site or 
the one he or she is replacing, to get a good picture of the situation, which may help with the 
disadvantages explained above. 
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Table 16: Case three: design and methodologies  
In Comparison to Literature  

Needs Assessment Partial 
Attribution Training No 
Cultural Awareness Training No 
Didactic Training Yes 
Experiential Training  Yes 
Informal Briefings  No 
Interaction Training No 
Language Training  Yes 
Language Training Spouse  Yes 
Preliminary Visit Yes 
Shadowing No 
 
Timing and Duration 
There are pre-departure, post-arrival, or continuous timing of the training (Bennett et al., 2000). 
Company C provides language training both pre-departure and post-arrival meanwhile the 
intercultural training is often post-arrival, but it can be implemented before they arrive so they 
can be more prepared. Bennett et al. (2000) states that if the training is before do expatriates have 
more realistic expectations, however they also stated that post-arrival training is good and more 
focused if the expatriates receives settling in service, with is not included in Company C’s 
preparation. Deciding to do the training before or after the expatriate and their spouse have 
arrived depends on convenience and availability in their home country or if the variety is better in 
the host country. So both ways of preparing the expatriates is good, but since the settling in 
service in not something that they provide maybe pre-departure is to be prefers. Since the 
implement can be provided both before and after, but it depends on convenience and availability 
and not needs does it partially support the literature concerning needs assessment.  
 
Table 17: Case three: timing and duration  

In Comparison to Literature  
Needs Assessment Partial 
Pre-departure Language Training, CCT 
Post-arrival Language Training, CCT  
Continuous No 
 
Supports for Spouse and Family  
There are several ways to support spouse and family as mentioned in the conceptual framework. 
Social support, dual-careers, parental demands, identity re-construction, and CCT, are important 
aspects to include in the support of the spouse and family according to McNulty (2012). 
 
Copeland and Norell’s (2002) social support study state that international assignments disrupts 
the social support networks that the spouse has, and this can be stressful for the spouse. Company 
C provides a spouse support and the idea behind it is to integrate the spouses into society. So it 
can be used for a lot of different things like training, social activities, cooking classes, or sports 
clubs. So this may help the spouses to establish a social support in the host culture, however, it is 
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not supported by literature, since it is not something that they arrange it is something that the 
spouses have to arrange by themselves.  
 
The financial situation was one of the main issues after relocation, Harvey (1997) state this in his 
dual-career study. Company C does not provide financial support due to loss of job for the 
spouse, instead they provide a pension plan which may not help during the assignment but will 
help financially in the future. This partially supports the literature, since it is to support the 
financial situation but not during the assignment.  
 
A parental demands study by Takeuchi et al. (2007) show that spouse adjustment to the new 
culture is highly affected by childes adjustment to new school or unsatisfied with living 
conditions. According to the respondent Company C covers children from the age they start 
preschool until the age of 21, so they cover school fees from preschool up to university. These are 
things that may help the childes adjustment to the new school and thereby also help with the 
spouse adjustment. During the preliminary visit are the children welcome if appropriate, which 
gives them an opportunity to visit the schools, which also can help with the adjustment for both 
children and spouse. 
 
All relocated spouses are likely to go through changes in their identity, language training, social 
networks and connections are things that may reduce the changes (Shaffer and Harrison, 2001). 
Company C provides all spouses’ with language training that helps to reduce the change. Besides 
this is nothing more provide by Company C. Instead they provide spouse support as mentioned 
above, since they only provide one thing that helps with their way of supporting is only partially 
supported by literature.  
 
McNulty (2012) mentions that CCT should also be provided for spouses, which according to the 
respondent is something that Company C does. So is therefore supported by literature.  
 
Table 18: Case three: support for spouse and family  

In Comparison to Literature  
Social Support  No 
Dual-Career Partial 
Parental Demands Yes 
Identity Re-construction Partial 
CCT Yes 
Not Included in Literature   
Spouse support instead of training  

5.1.4 Case Four: Company D 
According to Vögel et al. (2008) one of the biggest reason for ending an assignment and return 
home early is the family or spouse inability to adjust. Company D’s assignments are for most 
parts successful, according to the respondent there are same expatriates that return before end of 
assignment. But it is very rarely that Company D has expatriates that return home early due to 
personal reasons.  
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Needs Assessment 
When comparing how Company D works with preparing their expatriates with the literature of 
Graf and Mertesacker (2009) study about needs assessment, there do not appears to be a needs 
assessment. It should be done by the company to customize the process depending on personality 
and needs of the expatriate, which is not something that Company D does. However, Company D 
has a café model, which partly support Graf and Mertesacker (2009), the content is standardized 
but expatriates and spouses selects what content they want in their training. So it can be said that 
expatriates and spouses customize their own training, so it partly supports needs assessment, 
since the expatriate and spouse do it and not the company. A needs assessment by the company 
may have occurred earlier in the stage, for example in the recruitment stage, as Wright et al. 
(1996) states it should be before both selection and training. 
 
Needs assessment should include assignments objectives, family dynamics, spousal interests and 
requirements, and children's needs according to Littrell et al. (2006). It is partly supported as 
explained above, since spouses and children are also included in the café model. The importance 
to include the spouse and to assess their willingness and desire to relocate is stated by Punnett 
(1997). According to the respondent is the spouse included in the preliminary visit and is thereby 
included in the decisions, however, the spouse willingness and desire is not something that 
Company D assesses according to the information that were obtained during the interview. It is 
thereby no support by Punnett (1997) statement. However, Company D provides extra support if 
they detect that a family or spouse is struggling so willingness and desire is partly supported. 
 
Table 19: Case four: needs assessment  

In Comparison to Literature  
Needs Assessment Expatriate Partial 
Needs Assessment Spouse/Family/Children Partial 
 
Content 
Wright et al. (1996) states that the content should look different depending on the needs of the 
expatriates, which is true for Company D. The preparation content is up to the spouse and 
expatriate to choose what fits them the best, so you could say that they do their own needs 
assessment instead of the company. Overall is the training standardized, but the content can be 
selected by the expatriates and spouses and is therefore seen as partly supporting Wright et al. 
(1996). Since they are doing the needs assessment and not the company. 
 
Wright et al. (1996) states that culture general training, culture specific training, and language 
training should be covered in the training. Company D include language training and CCT so it 
is the standard content, as stated above the optional content depends on the expatriate and spouse, 
but it includes larger accommodation, additional shipment, partner support, home visits, 
preschool, compulsory schooling, additional language, and language for spouse. However from 
the information obtained during the interview there is no way of knowing what CCT includes, 
since the respondent did not know so culture general training and culture specific training is 
stated as partially supported since CCT in general include some sort of cultural knowledge.  
 
Brewster (1995) brings up different things that can be included in the training, business 
knowledge and practical knowledge is two of these things. Practical knowledge is something that 
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Company D includes in there optional content that was explained above. So this part is supported 
by the literature. 
 
Language training is even more important for spouses, due to the fact that the spouse is the one 
who actually interacts in the host culture according to Punnett (1997). Language training can be 
selected for the spouse in the café model that Company D uses, it is up to the spouse and 
expatriate to select it. So this supports the literature by Punnett (1997).  
 
Table 20: Case four: content  

In Comparison to Literature  
Needs Assessment of Content Partial 
Language Training  Yes 
CCT  Yes 
Cultural Specific Partial 
Cultural General Partial 
Business Knowledge No 
Practical Knowledge Yes 
Language for Spouse  Yes 
Not Included in Literature   
Café model so training is selected by expat and spouse   
 
Design and Methodologies  
The method should suit the needs of the expatriate (Bennett et al., 2000). Which can partially be 
seen in the case of Company D, were the company has a preferred way, but the respondent adds 
that the expatriate can choose to implement it in another way. Company B have 25 h of training 
as a restriction which do not cover the needs, since it provided the basics, but additional language 
can be chosen in the café model which means that it is up to the expatriate and spouse to cover 
their own needs.   
 
Littrell et al. (2006) identified several ways to implement CCT, such as attribution training, 
cultural awareness training, didactic training, experiential training, language training, and 
interaction training. CCT or intercultural training is something that Company D provides for 
expatriates that support the literature. Something more that they provide that supports the 
literature is language training for both expatriates and spouse. As explained before are 
preliminary visits a part of how Company D prepare their expatriates and spouses, which is a part 
of experiential training, it involves learning by doing (Kealey & Protheroe, 1996). More details 
were not obtained during the interview, so there is no way of knowing if they use the other ways 
of implementing CCT.  
 
Brewster (1995) states that there are different preparations except CCT such as informal 
briefings, preliminary visits, interaction training, shadowing, and language training, these are 
preparations that expatriates can go through when preparing for an international assignment. In 
comparison to the literature does preliminary visits, language training and information briefings 
support how Company D prepares their expatriates and spouses. Which support what Brewster 
(1995) also states that among expatriates are informal briefings one of the best preparation 
activities before going and it is a cheap alternative for companies. However, Informal briefings 
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are not standard in Company D, from the information obtain this can be arranged as extra support 
for family and spouse. Company D’s respondent stated that they arrange briefings or that they 
arrange contact with other families in similar situations, if Company D detect that the family and 
spouse needs extra support and recurrence, this support Brewster’s (1995) statement to include 
the spouse.  
 
Language training involves teaching the native language to expatriates, this training is important 
when facilitating intercultural adjustment (Littrell et al., 2006). This is something that Company 
D provides to both expatriates and spouses in their café, this also support Punnett (1997) 
statement that language training is important for spouses, since they need to be able to interact on 
the daily basis in the host culture. Brewster (1995) states that there are languages that are so 
different and difficult to learn, Company D language training involves 25 hours of training and 
then additional language training can be selected in the café model. This partly supports the 
literature, since they have the opportunity to learn if they select extra. The teaching method is 
one-to-one classes, however the respondent believes that they can choose classroom if that is 
what they want.  
 
Preliminary visits for Company D involves both expatriates and spouse in the three-day 
preliminary, they also include school aged children if appropriate, this supports the literature by 
Brewster (1995), meanwhile children are not mentioned. The purpose of the visit for Company D 
is to look at schools if that is required, hospitals if they want, and try to find accommodation, 
which support the literature. Bennett et al. (2000) states visits to the host country have the most 
value for the expatriate if it is completed before training, Company D prefers that the training is 
done post-arrival which support the literature, and this is further explained under timing and 
duration below. Preliminary visits gives the expatriate and spouse at least a view of the 
environment and an opportunity to meet people in the host country, and most organizations find 
them valuable. This can however become problematic later on according to Brewster (1995) 
since they are shown the truism version and not the real version. 
 
Table 21: Case four: design and methodologies  

In Comparison to Literature  
Needs Assessment Partial 
Attribution Training No 
Cultural Awareness Training No 
Didactic Training No 
Experiential Training  Yes 
Informal Briefings  Yes 
Interaction Training No 
Language Training  Yes 
Language Training Spouse  Yes 
Preliminary Visit Yes 
Shadowing No 
Not Included in Literature   
Café model so training is selected by expat and spouse   
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Timing and Duration 
Bennett et al. (2000) explains that there are pre-departure, post-arrival, or continuous timing of 
the training. Company D provides language training and intercultural training post-arrival. 
Bennett et al. (2000) argues that if the training is before do expatriates have more realistic 
expectations, since the preparation will have equipped them with basic understanding of the host 
culture, country and city, information about living in the host country, work-related information 
that can be useful upon arrival. They also stated that post-arrival training is more focused if the 
expatriates receives settling in service, with is included in Company D’s preparation content. The 
timing of implementation is good since they have the settling in service, so this part is supported 
by literature. However the implementation of the training is only in the host country it does not 
support the literature conserving needs assessment.  
 
Table 22: Case four: timing and duration  

In Comparison to Literature  
Needs Assessment  No 
Pre-departure  No 
Post-arrival Language Training, CCT  
Continuous No 
 
Supports for Spouse and Family  
McNulty (2012) article takes up social support, dual-careers, parental demands, identity re-
construction, and CCT, as important aspect to include in the support of the spouse and family. 
 
The social support study states that international assignments disrupt the established social 
support networks that the spouse has at home (Copeland and Norell, 2002).  To prevent this the 
study suggests that spouse’s needs assistance to establish new social networks. Company D 
arrange spouse meetings, dinners and other events, which are perfect for meeting other spouse 
according to the respondent, so this might be seen as a way to rebuild the social network. Partner 
support can be selected for the spouse in the café model that Company D uses, it is up to the 
spouse and expatriate to select it, which may help to rebuilding their social network. 
 
A study on dual-career by Harvey (1997) showed that the financial situation was the one main 
issue after relocation. During the assignment Company D’s expatriate and spouse receives an 
allowance each month in addition, it is based on assignment type and family situation. Company 
D’s expatriates and spouses also receives something called hardship and the amount depends on 
where the assignment is located, which means that Company D provides two kinds of financial 
support.  
 
Spouse adjustment to the new culture is highly affected by childes adjustment according to a 
parental demands study done by Takeuchi et al. (2007). Company D covers school fees for all 
compulsory education, meanwhile they prefer international schools for all children, during the 
preliminary visit they get to visit some schools. Company D always want to make sure that the 
children have the competence to continue studying in their home country, so therefore they 
provided distance courses in the home language. So these things can perhaps help children to 
adjust which also should help the spouse according to the article. 
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Shaffer and Harrison’s (2001) study of identity re-construction showed that all relocated spouses 
are likely to go through changes in their identity. Language training, social networks and 
connections are things that may reduce the changes. Language training and partner support can be 
selected for the spouse in the café model that Company D uses, it is up to the spouse and 
expatriate to select it, which may help with the change. Company D arrange spouse meetings, 
dinners and other events as stated above, it may also help to reduce the change in identity. 
 
CCT as mentioned before should also be provided for spouses (McNulty, 2012). Which according 
to the respondent is not something that Company D does. 
 
Table 23: Case four: support for spouse and family  

5.1.5 Summary 
A summary of the four cases are presented in the table below. 
 
Table 24: Summary of the Within-Case Analysis  

In Comparison to  Literature Case 1 Case 2 Case 3 Case 4 
Needs Assessment      
Needs Assessment Expatriate No No No Partial 
Needs Assessment Spouse/Family/Children No Partial Partial Partial 
Content      
Needs Assessment of Content Partial No Partial Partial 
Language Training  Yes Yes Yes Yes 
CCT  Yes No Yes Yes 
Cultural Specific Partial Partial Partial Partial 
Cultural General Partial Partial Partial Partial 
Business Knowledge Partial No No No 
Practical Knowledge Yes Yes Yes Yes 
Language for Spouse  Yes Yes Yes Yes 
Coaching program (Not in Literature) Yes No No No 
Country Profile (Not in Literature) No Yes No No 
Information Video  (Not in Literature) No Yes No No 
Practical Information Report (Not in Literature) No No Yes No 
Café model (Not in Literature) No No No Yes 
Design and Methodologies      
Needs Assessment Partial No Partial Partial 
Attribution Training  No No No No 

In Comparison to Literature  
Social Support  Yes 
Dual-Career Yes 
Parental Demands Yes 
Identity Re-construction Yes 
CCT No 
Not Included in Literature   
Café model so training is selected by expat and spouse   
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Cultural Awareness Training No No No No 
Didactic Training No Yes Yes No 
Experiential Training  Yes Yes Yes Yes 
Informal Briefings  No No No Yes 
Interaction Training No No No No 
Language Training  Yes Yes Yes Yes 
Language Training Spouse  Yes Yes Yes Yes 
Preliminary Visit Yes Yes Yes Yes 
Shadowing No No No No 
Timing and Duration      
Needs Assessment  Partial No Partial No 
Pre-departure  Yes No Yes No 
Post-arrival Yes  Yes Yes Yes 
Continuous No No No No 
Support for Spouse and Family      
Social Support  Yes No No Yes 
Dual-Career Yes Partial Partial Yes 
Parental Demands Yes Yes Yes Yes 
Identity Re-construction Yes Partial Partial Yes 
CCT Yes No Yes No 
Video (Not in literature) No Yes No No 
Payment Instead of Training (Not in literature) No Yes Yes No 
Café Model (Not in literature) No No No Yes 

5.2 Cross-Case Analysis  
The collected data from each case will be compared with each other to see similarities and 
differences. 

5.2.1 General Information  
Before companies send employees abroad there is a process to go through, they appear to be quite 
different amongst the companies. The biggest difference is that Company C provide their 
expatriates with a preliminary visit before signing the contract. The reasons for returning home 
early are the same between the companies that either the company bring them home, relocate 
them, family sickness, or children having problems adjusting to the new school. Family situation 
did not occur as much as I thought it would, but Company A and B did state it as a reason for 
returning home before end of assignment.  
 
Most of the companies use global providers, Company A outsources the whole process which 
means that they arrange the information in the beginning and then tells their relocation firm and 
then they organize everything from visa, removal of goods, storage, finding temporary and 
permanent accommodation, search for schools, organizing the training if he or she requests it, and 
the settling in as well. Company D works in a similar way as Company A, Company C 
sometimes outsources to relocation firms, it depends on which country it involves. So it is up to 
the local company in the host culture to arrange visa, working permits, and arrange 
accommodation, so they either arrange it themselves or they contact a relocation firm, which is 
most commonly used according to the respondent. Company B is in the process of outsourcing 
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their activities to two different relocation providers, so in the end they will have the same service 
at Company A and D. There is a reason why Company C is not using a relocation provider, the 
respondent stated that they have considered it but never found one that covered their entire region 
and could provide what they wanted. 

5.2.2 Expatriate Support 
Intercultural training or CCT is not something that Company B provides but the others do. It is 
also for the most part implemented post-arrival, but more information was not collected. Because 
Company C’s respondent did not know to what extent it was used etc. and Company D’s 
respondent stated that is was more individualized and thereby formed depending on the 
expatriates. 
 
When comparing language training between the companies they all provide it, but in different 
extent. Company A has no restriction on the amount of hours or lectures and Company C seems 
to have something similar but it involves learning the basics. Meanwhile Company B has 
40hours/lectures and Company D has 25hours, but Company D also has the option of selecting 
more hours if needed. The implementation is for the most part post-arrival in the host culture, but 
Company C offers both before and after arriving in the host culture. The implementation method 
is also similar Company A and B provide in group training while Company C and D provides 
one-on-one sessions, but for the most part can they select the method they prefer. 
 
All companies provides their expatriates and spouse with preliminary visits, all of them also 
include the children if it is necessary for the school or the fact that they are older and want to visit 
the school. The only obvious difference is the length of the visit, were it is between two-three 
days except for Company D who provides a five-day preliminary visit. For the most part has all 
the companies the same purpose of the visit is to familiarize the employee with the living 
environment, arrange accommodation, schooling and similar local tasks. The implementation 
timing is different for Company C who implements it before signing the assignment contract, 
meanwhile it seems like the other companies implement their visit after the signing.  
 
Company D provide a café model were the expatriate and spouse together can select the training 
or activities that they want to include in their preparation training, and the things that are included 
can be found in the data presentation. Company B also provides something that none of the other 
companies provides which is country profiles were expatriates can read about the country and an 
information video, with information regarding different things to do and think about. Company A 
provides a coaching program for expatriates which is also something that none of the other 
companies provide according to the data I collected.  

5.2.3 Spouse and Family Support 
From the data collected from the four companies and their support to spouse and family there are 
significant differences and similarities. 
 
Language training for spouses is something that all cases provide for their spouses, meanwhile 
CCT or intercultural training is only provided by Company A and C. Company A and B also 
supports the spouses with visa, immigration, and accommodation, if they decide to come with on 
the assignment. In compensation for loss of job does Company A and D provide spouse 
allowance, Company B does the same thing but it is instead of providing training for the spouses, 
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but is also falls away the same as for Company A if the spouse starts working in the host country, 
so maybe case two’s allowance is a mixture of financial support and spouse support for training. 
Meanwhile Company C provides spouse support and the idea behind it is to integrate the spouses 
into society, but they also set up a spouse pension plan. 
 
Three out of the four companies states in their policy that they prefer local schools but in the end 
they almost never use them, Company B states that they only use local schools in USA or 
Australia, they also state that it depends on the fact that they want the children to have compatible 
curriculums in school. Company A is the only one who does not prefer local to international and 
they state that schooling depends on the country. When it come to the ages, Company A support 
children from the age of 4 until 18 and Company B covers all compulsory schooling which is 
almost the same as Company A, meanwhile Company C covers the children from preschool until 
the age of 21 but not university. So they cover almost from the same age but then we can see until 
18 and until 21 but not university so it is almost the same thing. Something more that Company 
A, B, and D provides is language training for children if needed, Company D also provides native 
language training, for example if they are from Sweden they need to know a certain level of 
Swedish to be able to come back to the Swedish school system, which Company D provides. 
 
There are things that only Company A provides for their spouses, such as global connection, job 
search coaching program preparing the spouse for entering into the local job market, and social 
integration coaching programs’ intention is to assist in the process of integrating into the new 
country. Something similar that Company D provides is partner support is a special package for 
the spouse that they tailor depending on what the spouse wants to get out of the support. 
Company D also arranges spouse meetings, dinners and other events, these are organized by their 
local supplier and are a way to connect with other spouses just as case one is training to do with 
their global connection tool. Company B has made a video preparing their expatriates and 
spouses and they also have a special episode about children moving and how it affects them, so 
that expatriates with children thinks through their decision carefully and think of the children. 
Meanwhile Company C provides something called spouse support, which means that they refund 
75 percent of the total cost for all activities as long as they lead to social integration, so it can be 
used during the whole assignment.  
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6. Findings, Implications, and Limitations 
In this chapter there will be both general findings and findings that are more direct towards the 
research questions. Then there will be limitations and implications towards theory, management, 
and future research. 

6.1 General Findings 
One of the main general findings is related to Vögel et al. (2008) statement that one of the biggest 
reasons for ending an assignment and returning home early is the family or spouse inability to 
adjust. This statement is not supported in this study as the companies involved stated that in 
general it almost never occurs that employees end their assignments ahead of time. They also 
stated that if it occurred it was often in relation to the company relocating them or that the need 
for the person had disappeared. In relation to the family situation, two of the Companies’ stated 
that personal reasons did sometimes occur, meanwhile the other two stated sickness or problem 
with school. Overall this means that most assignments are successful and that there is no support 
to Vögel et al. (2008) statement, which means that they are good at preparing both expatriates 
and spouses.  
 
As stated above family or spouse is not as significant for returning home before end of 
assignment for these companies, this may occur due to two things, good preparation or 
globalization. Good preparation is something that all the companies do but in different way, in 
comparison to literature which can be seen in section 5.1.5 two companies arrange more training 
or activities to prepare spouses and families, meanwhile the other two pay support so their 
spouses can choose to do what they’d like. Globalization can also be a factor, a lot can be found 
on the Internet and people in general are now more understanding of culture, in this study as shift 
of responsibility can be seen in design and methodologies analysis of case one and two. So it is 
important to think of both, I believe it is a mixture of both, as stated before this is no longer such 
a big problem for companies as stated by Vögler et al. (2008). 
 
One other main finding in relation to the preparation process mentioned by Bennett et al. (2000), 
in this study there can be seen that the first and most important step needs assessment is for the 
most part not used. From the analysis (table 24) there is no support regarding this, which is an 
important part of the process. It involves assessing the expatriates’ needs to be able to customize 
the preparation, it covers the needs of the expatriates. This step can also involve the spouse, 
which is for the most part not done by the companies in this study. The overall impression of the 
steps involved in the preparation process done by the companies’ shows that they cover the basics 
involving each step. 
 
Another main finding related to a statement in the introduction by Bennett et al. (2000) and 
Wurtz (2014) is that CCT is one of the most critical steps. In the in-depth analysis of CCT that 
can be found in the analysis and summarized in table 24 in this study, shows partial or no 
information. Since that information was not obtained during the interviews because the 
respondents were not well grounded regarding CCT and/or it was arranged by the global 
provider. This support the literature that CCT is important to include in the training, but if it is 
considered as a critical step the companies should be more involves in the CCT. However, in 
general do companies outsource important things that are not related to their core competence, 
this may indicate that they consider it to be critical. The fact that the companies were not well 
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grounded in how the global provider implemented the CCT, this shows that either it is 
customized so there is no way of knowing what it includes or the companies are just not involved 
enough. 
 
Outsourcing of activities related to international assignment appears to be more and more 
common. In this study all companies are outsourcing or in the process of doing so, as stated in the 
data presentation. This can be seen as a good thing, as it is a part of globalization, as stated above 
more and more companies outsource activities that are not related to their core competence. 
However, this can also lead to problems as stated above if the companies do not work with the 
global provider to evaluate their work, in this study this statement is inconclusive. 

6.2 Findings 
In this section the findings are more specified to the research questions that was stated in the 
beginning of the study.  
 
RQ 1: How do organizations prepare their employees for international assignments? 
The main finding in relation to research question one is that a lot of the training has diminished, 
which can be seen in the analysis covering both content, and design and methodologies or in table 
24 summaries the analysis. An overall finding that appears in this study is that companies arrange 
training activities within CCT and language training, this can be seen in table 24. Which are the 
most important in regard to adjusting to a new culture which is stated by Wurtz (2014) and 
Littrell et al. (2006). This is consistent between the literature and the collected data involving 
language training and CCT, but there do also occur some inconsistencies when comparing to 
literature, involving for the most part the implementation method. The information collected 
revealed that the implementation method has changed, and that also of the responsibility has 
shifted onto expatriates, in terms of country profiles and reports. Conclusion, in this study there 
can be seen that they prepare the expatriates with the most important training in relation to 
culture adjustment as stated by Wurtz (2014) and Litterall et al (2006). This also reflect good on 
the statement mentioned by Hutchings, (2003) in the introduction, that adjusting is important for 
cross border operations.  
 
RQ 2: How do organizations support the spouse or family going with? 
Within spouse and family support there seems to occur changes in relation to training and 
activities, as it is only one company who can be compared without inconsistency to McNulty 
(2012) concept of supporting families and spouses. So there is only one company who support 
the literature in the way they work with supporting spouses and families, this can be seen in table 
8 in the analysis. Meanwhile two of the other companies provides an allowance or compensation 
instead of training this is not supported by any literature, if not partly supporting the need to 
customize the training as stated above. The fourth company could be explained as having a 
mixture of both, since they provide different training and activities that can be selected among, so 
it is supported by McNulty (2012) when comparing to literature. At the same time they are partly 
supporting literature related to needs assessment as stated above. Punnett (1997) stated that 
language training is the most important for spouse adjustment, this support how the companies 
support spouses and shows that they include the most important thing concerning adjustment. 
Conclusion, in this study it can be seen that two companies work as literature suggests is a good 
way of supporting spouses and families, while the other two compensates which is a new way 
and not mentioned in literature. So over all there cannot be a generalization since there is 



Luleå University of Technology 
 

54 
 

inconsistence of how companies in general works with it. However they all arrange the most 
impotent part which is language training to same extent, so this can be seen as how most 
companies support spouses. 
 
In this study there can be seen that there are consistencies between the companies and literature, 
showing that companies do a good job of preparing spouses. However, one inconsistency is the 
importance to take care of the children, all companies arrange international schools and they 
cover school fees etc, but this is not mentioned in the literature. In the analysis it can be seen that 
one company provide a special episode to prepare children and to make parents think twice about 
the children and how the international assignment will affect them, which is not something that is 
supported or even mentioned in the literature. This demonstrates that they care and want parents 
to think twice before accepting an international assignment. Something else that is an inconsistent 
to literature but on the other hand good is providing the children with language course in their 
native language, which is something that one of the companies does. 

6.3 Limitations 
A limitation for this study have first of all been the four international companies from Sweden 
that has been a part of the study, they work under similar circumstances which in some way give 
consistence but it also leads to a focused area. The focus on companies view is also identified as a 
limitation since it only shows their view if the process, and not the whole view including both 
expatriates and spouses. Another limitation can be identified as the respondents that were 
interviewed, since they were not selected they were pointed out, but also their knowledge of some 
parts of the process can be identified as a limitation.  

6.4 Implications for Theory 
This study was performed in the area of expatriate preparation, and by striving for the purpose to 
gain a deeper understanding of the preparation process for international assignments and the 
importance of family, findings contributing to existing literature have been provided. These may 
serve as a foundation or background for future research within the area of expatriate preparation. 
 
Most of the literature reviewed for this study originates from, and deals with, countries outside of 
Scandinavia. This study has compared findings and suggestions in those studies to Swedish 
multinational companies, resulting in both consistency and inconsistencies. The most significant 
difference found in this study, compared to the literature reviewed, is the amount of failure rates 
in relation to family and spouse but also to expatriates. In the problem discussion the adjustment 
problem for spouse and family was stated by Wright et al. (1996) and supported by Gupta et al. 
(2012), a finding not completely supported by this study. Since the respondents stated that it 
almost never occurred that an assignment ended early, on the other hand if it did, there were only 
two companies that stated personal reasons, meanwhile the other two stated sickness or problems 
with school. In relation to that most assignments are successful, in the problem discussion 
Bennett et al. (2000) and Wurtz (2014) states that one of the critical steps in international 
assignments is CCT, a finding not completely supported by this study. As stated above, that an 
assignment ending early almost never occurred, and as can be seen in the study that CCT is not 
something that all companies do. 
 
The first and single most important thing mentioned in the literature chapter regarding the 
preparation process was the importance of needs assessment, stated by Wright et al. (1996) and 
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Bennett et al. (2000). Which is the first step in the process, it is also mentioned in the other steps 
to customize the training since it is depending on the needs of the expatriate and/or spouse. In this 
study was almost no evidence found that supports that needs assessment is a part of the first step 
in the process to customize the training. It seems like needs assessment does occur in some of the 
other steps, but it cannot be stated with certainty that the literature is supported. What can be seen 
in this study is that most of the companies have a preferred way but can change timing or method 
of implementation deepening on the needs of the expatriate or spouse. Which has led to new 
insight, that this is not how companies customize their training any more. I believe it is this way 
because there is an increase pressure to calculating the cost of each assignment, which makes it 
harder to individualize. As stated above companies have a preferred way so if the expatriate 
wants to change something related to timing or method it is ok as long as it is within the 
calculated cost. As can be seen in the analysis is that one of the companies have found a way to 
work around this with their café model, which consists of different training and activates which 
can be selected by the expatriate and spouse depending on their needs.  

6.5 Implications for Management 
The main area of improvement found in this study was in relation to needs assessment as stated 
above, regarding both expatriate and spouse. In this study it was found that companies do not 
implement needs assessment in relation to training content which can be seen in the analysis 
section regarding content, it can be helpful for them by both increase the success factor and faster 
adjustment. When implementing the needs assessment it is a way for them to customize the 
training and a way to detect problems before the person is send on assignments. As I stated above 
about calculating the cost of each assignment makes it almost impossible to individualize, 
concerning this I believe that the companies can learn from one another. One of the companies 
has already come up with a way to individualize the content, and on the same time having some 
kind of cost calculation. With the implementation of the café model, I believe would be a good 
improvement for management and on the other hand also for the expatriate and spouse, since they 
can select what covers their needs. 
 
As stated above there are inconsistencies when comparing literature to the preparation process of 
the companies, so it can be helpful for them look over their training. There may be things that can 
be taken away such as: job searching programs for the spouses which was not used according to 
respondent A, since dual-career problems are most handled by a spouse allowance as can be seen 
in table 24. Things that can be implement for example are informal briefings as stated by 
Brewster (1995), among expatriates this is the best preparation activity before going and it is a 
cheap alternative for companies. This is in some way already implemented in one company when 
they feel the need for extra support. I would recommend this as an area of improvement since it 
involves both expatriate and spouse, it also allows for questions to be answers, it is a way to 
reassure, and connection people, all at the same time. 

6.6 Implications for Future Research 
During the research have some topics for future research been discovered. First and foremost, 
outsourcing of activities and training, when companies outsource, how do the global provider 
work and how can the companies see to that they actually get what they are paying for. These are 
things that are becoming more and more common within this types of companies, so how do the 
company work with the provider, for example evaluation and implementation of problems that 
they identify.  
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I still think that the family has a huge impact and should be included in the training regarding 
what was stated in section 6.1, however, from what I can see a new problem may have elevated. 
Which involves that expatriates are maybe getting too comfortable in the host country or to the 
lifestyle of living abroad and therefore do not want to return home. This is something I noticed 
during the interviews and it has even become a problem for some. If it has not yet caused 
problems I believe that it may in the future. This is something that should be investigated, to see 
how the company could work on getting expatriates more excited about returning. 
 
This study takes up a lot of different ways to prepare employees both in relation to CCT and in 
other areas. In the analysis section concerning both content, and design and methodologies, it can 
be seen that a lot of things are no longer used, which meant that it has evolved, meanwhile the 
theories related to this areas has not. For future research this would be good to focus on, both to 
support companies so they can see the latest literature but also so that the literature does not fall 
behind and technology development. 
 
This study focus on the perspective of the company and how they work with preparing 
expatriates, spouses and families. For future research it would be interesting to see expatriates, 
spouses and families perspective of things. It would also be interesting to see how the firm that 
one of the companies used to make their video, how they work with the children and the families, 
but also how they work with companies, and what effect it has. 
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Appendix one – Interview Guide  
 
Interview Guide  
 
General information about the organization 

1. Respondent’s name, position, years in the company 
2. What does the company do 
3. Number of people working in the company 
4. In how many countries does the company operate 

 
5. How many people is sent on international assignments each year 

1. Is all international assignments successful 
2. If anyone returns home early, how is it handled  
3. What is the main reason for early return 

 
Preparation process 

1. How looks the expatriation process before expatriates go abroad 
 

2. How is the type of training decided 
a. Is it a standardized training program or is it individual 
b. If it is individual, how is the specific training decided 

i. personality, prior experience,  
 

3. What training activities are offered to employees going abroad 
a. How is the activities implemented 

i. information briefings, lectures, preliminary visits  
4. Where are the activities usually implemented 

a. Before or after they have arrived in the host country  
5. To whom are these training activities offered  

a. If family or spouse is mentioned 
i. which activities are they included in 

ii. and/or are there some special training that are just offered for family or 
spouse 

 
Topics to send to the companies  
Preparation activities and implementation, and how the activities are selected for each 
assignment,  
 


