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EXECUTIVE SUMMARY 

Globalization is unsealing national boundaries and cross-cultural interactions are becoming a 
natural part of modern business. Many enterprises are going international, as a result, there is 
an increasing need of sending employees, so called expatriates, abroad. Operating in a foreign 
market require certain knowledge. Adjustment may be a struggle and many expatriates shorten 
their assignment early because of this. A cancelled expatriate project harms both the individual 
and the organization and literature suggests that cross-cultural training (CCT) could be used to 
facilitate adjustment.  
 

Research on CCT has mainly been focusing on large multinationals, hence, there is a lack of 
research on the subject in small and medium enterprises (SMEs). Addressing this gap, this study 
contributes to existing research by providing a deeper understanding of how CCT can be used 
in SMEs and the attitudes toward it. To begin with, a literature review is presented. Following, 
a case study in a Swedish Multinational SME was done, including four semi-structured 
interviews with expatriates and a HR-manager, which is presented subsequently. The interviews 
covered topics regarding how the company works with cross-cultural training and personal 
impressions of expatriate projects. General findings of this study are that they implement 
abstracts of CCT activities and the attitudes toward CCT are generally positive. Expatriate 
projects are successful and the case company expresses a desire to implement CCT further. 

 

 

 

 

 

 

 

 

 

 

 

 



SAMMANFATTNING 

Globaliseringen har medfört att nationernas gränser öppnas upp och multikulturell interaktion 
har blivit en naturlig del av modernt företagande. Många företag etablerar sig internationellt 
och till följd av detta ökar behovet av att sända arbetskraft utomlands. Att verka på den 
internationella marknaden kräver specifik kunskap. Anpassning till det nya landet kan vara 
utmanande och på grund av detta väljer många utlandsstationerade att avsluta sina uppdrag i 
förväg. Ett avbrutet projekt utomlands skadar både den anställde, till lika företaget. Litteraturen 
föreslår att träning i interkulturell medvetenhet (CCT) kan användas för att underlätta 
anpassningen till det nya landet.  
 

Forskning på området har främst fokuserat på större multinationella företag medan forskning 
rörande små och medelstora företag (SMF:s) är begränsad. Denna studie bidrar till föregående 
litteratur med en ökad förståelse av CCT, om det används i SMF:s och attityderna till det. Till 
att börja med så presenteras en litteraturöversikt på området. Därefter presenteras fallstudien 
som gjorts på ett svenskt multinationellt SMF och inkluderar fyra semi-strukturerade intervjuer 
med utlandsstationerade anställda och en representant från personalavdelningen. Intervjuerna 
behandlade frågor om hur företaget arbetar med CCT och personliga intryck från de anställdas 
utlandsuppdrag. Studien finner att vissa delar av CCT aktiviteter används i det SMF som 
undersökts och attityder gällande CCT är positiva. Utlandsuppdragen har varit framgångsrika 
och det finns en önskan om att implementera CCT i en större utsträckning i framtiden.  
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1. INTRODUCTION  

This chapter will provide an introduction and discussion on the area of global business, and 
more specifically, cross-cultural training (CCT). A background will be presented, followed by 
a problem discussion, which will eventually lead up to the overall purpose of the thesis. Finally, 
an overview of the entire thesis will be exhibited. 

1.1 BACKGROUND  

The national boundaries are unsealing due to new technology that allows us to communicate 
freely across countries and cultures, all thanks to globalization (Hugenberg, LaCivita & 
Lubanovic, 1996). Globalization is a generic term for the development of economic, political 
and social awareness as well as the geographic expansion of companies, crossing national 
borders (Milhauser & Rahschulte, 2010). Thus, there has been a noteworthy increase in 
movements and trading over the globe. This regards for instance, money, goods and 
information, and more importantly, people and cultures (Boone & Péli, 2016). 
 
Although there are different opinions regarding globalization, it is hard to question the fact that 
it allows people from various parts of the world to connect and work together (Chao, Takeuchi 
& Farh, 2017). Many enterprises are taking advantage of this by expanding and integrating 
internationally, with the hopes of achieving corporate growth and increase revenue by 
extending their global market share (Hugenberg et al., 1996). As a result, the need of expatriates 
is growing and according to Kupfer (2008) even “makes the sending of the employees abroad 
inevitable” (p. 1). 
 
It can be challenging for organizations redeploying employees since operating in a different 
market requires certain skills and knowledge, such as an understanding of unfamiliar cultures 
(Milhauser & Rahschulte, 2010). Culture can be referred to as a certain lifestyle held by a 
specific group of people, inherited from previous generations. This separates them from other 
groups, and consequently, they can be recognized as a unique unit (Yates & de Oliveira, 2016). 
According to Yates and de Oliveira (2016) there is a trend among scholars to let nationality 
define culture, when there is much more to it than just the national culture. Wild and Wild 
(2016) agree, and claim that people are generally aware that beliefs and values differ across 
country borders. However, through globalization, national culture is fusing and there are many 
components that are important to recognize when exposed to a different culture (Wild & Wild, 
2016). Knowledge of these components is particularly important in international business since 
the lack of knowledge can result in ignorance to differences in culture, which has proven to 
many times harm business success (Gerhart & Fang, 2005). Furthermore, there is a higher risk 
of ineffective and unsuccessful international assignments if the expatriates are unprepared (Jie 
& Lang, 2009). Difficulties in adjusting to a new culture may result in many expatriates 
shortening their assignment abroad early, which many times can be explained by the experience 
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of a culture shock (Winkelman, 1994). Expatriates returning home before the assignment is 
completed has been generally referred to as expatriate failure (Edmond, 2002). 
 
Culture shock can be defined as the reaction, also described as trauma, from adjusting to a 
culture unfamiliar to the individual (Eschbach, Parker & Stoeberl, 2001). Culture shock is the 
result of stress and anxiety and the symptoms can vary, however, it involves factors such as 
feelings of loss, confusion, and the disability to adapt due to loss of habituated cultural 
behaviors (Eschbach et.al., 2001; Winkelman, 1994). The phenomenon of culture shock was 
conceptualized in 1960 by the anthropologist Dr. Kalervo Oberg, who also described the 
general symptoms as four stages of adjustment, experienced by the expatriates (Eschbach et al., 
2001). The stages are: (1) the honeymoon stage, (2) culture shock, (3) the adjustment/adaptation 
stage and finally the mastery stage or adaption (4) (Oberg, 1960). These stages, given no 
preparation of redeployment, are usually estimated to last up to a year and a half until the 
mastery stage, in which complete adjustment is achieved and the cultural-provoked distress is 
excessively gone (Eschbach et al., 2001). Even though successfully adapting to the host culture, 
expatriates may well experience another culture shock when returning home to their own 
country. This phenomenon is called reverse culture shock and is characterized by the same 
stages of adjustment as the initial culture shock (Howard, 1974). 
 
An expatriate struggling with cultural adaptation and suffering from a culture shock may result 
in the company losing important business opportunities. Failed redeployments are costly both 
for the individual and the organization. The expatriate suffers psychologically, both from an 
eventual depression caused by culture shock as well as a loss of self-confidence and shame 
from choosing to end the assignment early (Kassar, Rouhana & Lythreatis, 2015). The 
organizations hosting these expatriate projects, on the other hand, may face a severe financial 
backlash (Kassar et al., 2015; Tarique & Caligiuri, 2009). 
 
Moreover, several variables affect the adjustment process as well as the reaction of the 
expatriate in question. To begin with, it depends on the psychological characteristics of the 
individual, henceforth, earlier experience of other cultures and the adaption to such (Chao et 
al., 2017). The level of differences in the expatriate’s own culture in comparison to the host 
culture is of significance, since it may impact the adaptation process. Additionally, social 
reliance network, extent of training, orientation and access to skills necessary in a cultural and 
social context, are key to succeed in expatriate projects (Winkelman, 1994).  
 
There are studies showing that preparation might improve the expatriate’s intercultural 
competencies (Graf, 2004) and reduce the time of adjustment, hence, making the expatriate 
more effective in his or her assignment (Eschbach et al., 2001). Intercultural competencies are 
certain characteristics an individual possesses which allows them to interact more successfully 
interculturally, than those who do not have intercultural competencies. When discussing 
intercultural competencies, it is usually presented in plural, since it is built by numerous 
capacities that together facilitates cross-cultural interactions (Graf, 2004). According to 
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scholars, CCT can help enhance intercultural competencies and facilitate the adjustment process 
(Graf, 2004).  
 
CCT can be defined as “a means of facilitating effective cross-cultural interactions and cross-
cultural adjustment” (Tarique & Caligiuri, 2009, p. 149) and consists of different activities or 
methods (Tarique & Caligiuri, 2009). However, there are different views regarding the effects 
of CCT and it has been argued that it might not have an effect or even a negative impact on the 
adjustment process (Wurtz, 2014). Attitudes, knowledge and behavior also affect the outcome 
of CCT and resulting from these mixed suggestions, there is a lack of clarity regarding the role 
of CCT (Wurtz, 2014). In previous literature, there has been a focus on investigating large 
multinationals on the matter (Lin & Wei, 2005; Harris & Holden, 2001). The growing numbers 
of expatriates (Kupfer, 2008) and the problem with expatriate failure (Winkelman, 1994), make 
CCT an interesting area to further investigate. 
 
The lack of attention to CCT policies and practices in small and medium enterprises (SMEs) 
indicates an additional need for further research on the subject as well (Lin & Wei, 2005). The 
definition of a SME varies across industries, however, the most frequent criterion handles the 
number of employees, which is normally set to 100 or less. Additional factors classifying a 
SME are sales or turnover, assets, funding and production quantity (What Is an SME? SME 
Definitions and Statistical Issues, 2003). Studies show that failure rates of expatriate projects 
are associated with the size of an organization; larger organizations have lower failure rates, 
whereas smaller organizations have higher failure rates (Rosse, 1991 cited in Edmond, 2002, p. 
251).  

1.2 PROBLEM DISCUSSION  

One aim of CCT is to enhance the expatriate’s effectiveness and attain desired outcome of the 
redeployment (Kassar et al., 2015; Winkelman, 1994). Winkelman (1994) argues that CCT 
provides the expatriate with knowledge required to behave appropriately and adapt to the host 
culture. There are indications that an expatriate undergoing cross-cultural adjustment is not 
effective in his or her work and Winkelman (1994) explains further that CCT helps expatriates’ 
adaptation processes, thus, improving efficiency (Eschbach et al., 2001). Kassar et al. (2015) 
agree and state that CCT, among other things, lowers expatriate turnover, as well as it 
encourages the expatriate to take future assignments abroad. Other scholars agree with these 
authors and claim that CCT has a positive impact on cultural adaptation, intercultural interaction 
and expatriate performance (Black & Mendenhall, 1990; Susanto & Rokhima, 2012; Tarique 
& Caligiuri, 2009). 

 
Despite the many voices promoting the use of CCT, there are counterarguments in the matter. 
The effects of CCT are being questioned and there have been inconclusive results in studies on 
the effectiveness of the method, one contributing factor being differing results from several 
reviews of the same study (Tarique & Caligiuri, 2009; Mendenhall, Stahl, Ehnert, Oddou, 
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Osland, & Kühlmann, 2004). Mendenhall et al. (2004) criticize the quality of previous studies 
and declare that the effectiveness may have been valued too positive in some cases. Due to the 
insufficient studies, Mendenhall et al. (2004) further explain that the relationship between CCT 
and success in a redeployment project is not certain, and there is a lack of evidence on which 
CCT method is most effective. Moreover, there are concerns whether an insufficient CCT might 
foster stereotypes and instead of facilitating redeployment, obstruct the desired outcome (Chao 
et al., 2017). 
 
Although many scholars are suggesting a positive relation between CCT and expatriate success 
(Black & Mendenhall, 1990; Eschbach et al., 2001; Kassar et al., 2015; Susanto & Rokhima, 
2012; Tarique & Caligiuri, 2009; Winkelman, 1994), there are inconsistent results of previous 
research. Existing literature in the area presents different methodologies for CCT, and to reach 
the most successful outcome it has been suggested that CCT should be chosen with the specific 
expatriate and situation in mind (Eschbach et al., 2001). Though CCT can help prevent the costs 
of a failed expatriate project, it can impose a huge cost if the chosen method turns out to be 
unsuccessful (Eschbach et al., 2001; Susanto & Rokhima, 2012). This is inconvenient for all 
companies, in particular small multinationals (such as SMEs) that already have limited 
resources (Lin & Wei, 2005), and as discussed, have a higher failure rate on expatriate projects 
(Rosse, 1991 cited in Edmond, 2002, p. 251). To avoid these risks, it is important for companies 
to understand how CCT can be used and resultantly be able to choose the right method for their 
situation (Puck, Kittler & Weight, 2008).  

1.3 OVERALL PURPOSE 

The overall purpose of this thesis, is to gain a deeper understanding of how CCT can be used 
in SMEs and the attitudes toward it. To reach the purpose, two research questions will be used:  
  
RQ1: What are the CCT activities and how can they be used in SMEs?  
RQ2: What can the practitioners’ attitudes of CCT be in SMEs? 
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1.4 OVERVIEW OF THE ENTIRE THESIS 

This thesis involves six chapters, which are displayed in Figure 1.  
 

 
Figure 1: Overview of Entire Thesis 

 
The introductory Chapter 1 contains the background and the problem discussion which 
subsequently leads to the overall purpose and finally, this overview of the entire thesis. The 
background mainly discusses previous literature on globalization, expatriate projects, culture, 
culture shock, intercultural competencies and finally, CCT. The problem discussion further 
stresses the main problem of expatriate failure and CCT as a cure.  
 
In Chapter 2, a literature review is presented including an overview of existing literature on the 
area of research, theories that are key for this study and finally a conceptual framework. The 
methodology of this study is presented in Chapter 3, containing the process of data collection 
and how the study has been executed. In Chapter 4 the empirical data are presented followed 
by an analysis of the data in Chapter 5. Lastly, Chapter 6 presents the findings and conclusions 
of this study as well as implications, limitations and suggestions for future research. 
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2. LITERATURE REVIEW 

The following chapter will survey existing literature in the chosen area of research and theories 
connected to the overall purpose, presented in Chapter 1. To answer RQ1, the literature review 
will be covering vital parts of the CCT process starting with needs assessment, followed by 
content, design and methodologies, and finally duration and timing. Furthermore, to answer 
RQ2, literature regarding attitudes will be reviewed. From this, a conceptual framework will 
be created and continuously used in the collection and analysis of data. 
 
There are many potential benefits with using CCT to prepare the expatriate for an assignment 
abroad. The importance of adapting the CCT to the individual, situation and time is vital and 
there are a lot of different methodologies for companies to choose from (Eschbach et al., 2001). 
If CCT is implemented unsuccessfully it will result in great costs for the company, both from a 
failed expatriate project and the costs for conducting CCT (Kassar et al., 2015; Susanto & 
Rokhima, 2012), hence, it is of importance that companies evaluate all options before choosing 
a CCT method suiting the expatriate (Graf & Mertesacker, 2009). This chapter will be based 
on the components of a successful CCT, according to Bennett, Aston and Coquhoun (2000). 
Each component will be discussed and evaluated and this will eventually culminate in a 
conceptual framework.  

2.1 NEEDS ASSESSMENT 

In previous literature, needs assessment has been described as a “an effort that analyses and 
diagnoses the organization, task and person, to determine if a cure is necessary and what cure 
is the most likely to produce the desired results.” (Goldstein, 1986 cited in Zahid Iqbal & Kahn, 
2011 p. 447). Needs assessment is a natural first step in developing CCT (Wright & Baker, 
1996) and it has been described as consisting of two phases: the diagnostic and the curative 
phase (Zahid Iqbal & Kahn, 2011). In the diagnostic phase the current situation is analyzed to 
find inconsistencies in current competence and performance. In the curative phase the reason 
behind eventual inconsistencies are brought up and according to this, suiting interventions, such 
as training, are decided on (Zahid Iqbal & Kahn, 2011). The main purpose of needs assessment 
is to collect information needed to hire the right employees, and create suitable training 
activities to succeed in foreign assignments (Wright & Baker, 1996).  
 
According to Zahid Iqbal and Kahn (2011), needs assessment is vital for a company to 
implement to create efficient training programs. Training activities explicitly created to suit a 
specific individual are proven to be more successful than standardized training, making needs 
assessment an essential precursor of the CCT process (Graf & Mertesacker, 2009). Apart from 
making it possible to tailor the CCT activities to suit the individual expatriate and reach more 
effective training, needs assessment can help cut costs by narrowing the scope of activities used 
in the CCT (Graf & Mertesacker, 2009). 
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One objective of CCT is to improve intercultural competencies which is mandatory to achieve 
effective and appropriate cross-cultural interactions (Graf, 2004). Graf (2004) describes 
intercultural competencies as consisting of three components: cognitive, affective and 
behavioral. Together the components provide knowledge about other cultures, intercultural 
sensitivity and ability to manage intercultural situations (Graf, 2004). The components of 
intercultural competencies can be used as tools in needs assessment (Selmer, 2000; Graf & 
Mertesacker, 2009) and in a study by Graf and Mertesacker (2009) the components are used as 
a base for their model covering eight important dimensions of intercultural competencies. The 
dimensions are presented in Figure 2, which also displays how the authors classified the abilities 
with the components of intercultural competencies. 
 

 

Figure 2: Intercultural Competence 
Adapted from Graf & Mertesacker, 2009, p. 542 
 

Intercultural sensitivity, open-mindedness and flexibility were clustered together. They all aim 
to measure how sensitive, and willing to adapt, a person is to cultural difference allowing them 
to behave in a respectful manner toward foreign culture (Graf & Mertesacker, 2009). Foreign 
language competence is defined as the knowledge, skills and motivation to use the language in 
an effective and appropriate way. The fifth dimension, nonverbal communication competence, 
measures the knowledge required to understand nonverbal cues in a foreign culture. It also 
addresses the knowledge and motivation to show, interpret and present, nonverbal behavior 
(Graf & Mertesacker, 2009). Following in Graf and Mertesackers’ (2009) model is intercultural 
self-awareness which represents awareness of one's own cultural background and how it can 
affect cross-cultural interactions. The ability to change the point of view is the capacity to 
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change perspectives and adapt to a new culture and the last dimension, assertiveness, is 
important to enhance relationship-building and communication across cultures (Graf & 
Mertesacker, 2009).  

2.2 CONTENT  

There are many views of what should be included in CCT and since there are implications that 
tailored CCT is more successful, the recommended content varies heavily depending on the 
organizations and employees (Bennett et al., 2000; Eschbach et al., 2001; Graf & Mertesacker, 
2009; Lee & Li 2008). In a research by Bennett et al. (2000) it is suggested that CCT should 
include broad information about the country the expatriate project is held in, such as customs, 
history and religion, but also geography as well as the political and economic environment. 
Bennett et al. (2000) further stress the importance of teaching expatriates about cultural 
differences and they also highlight the importance of language and communication to succeed 
on international assignments. The authors acknowledge culture shock as a problem, and suggest 
that work plans and stress management are important to include in the CCT to avoid culture 
shock and ease transitioning and adjustment (Bennett et al., 2000).  
 
Brewster (1995) agrees to some extent with Bennett et al. (2000) and brings up four topics he 
believes should be included to create effective expatriate training: cultural sensitization, 
specific cultural information, practical knowledge and business knowledge. Cultural 
sensitization is helping the expatriates to understand cultural differences, which will help them 
cope when exposed to a foreign culture (Brewster, 1995). Specific cultural information is the 
same broad information about the host country discussed by Bennett et al. (2000), such as 
country specific customs, geography and history (Brewster, 1995). This topic also includes 
language, which Brewster (1995) distinguish as “a major component in the most successful 
assignments” (p. 66). The last two components are practical and business knowledge. The 
practical knowledge covers basic information about, for example, housing and transportation 
issues. These issues might seem small and insignificant, however if not handled they might 
grow into time consuming and costly issues for expatriates and organizations (Brewster, 1995). 
The business knowledge, which includes what to expect and how to behave at work is 
something that Brewster (1995) finds many companies neglecting. This topic is, however, very 
important since it can be challenging to behave and communicate appropriately in business 
situations cross-culturally, especially in managerial situations (Brewster, 1995).  
 
Puck et al. (2008) discuss diverse kinds of CCT, which can be used to attain greater adjustment 
to the host culture and two dimensions of typologies have been stated. First, typologies 
associated with content dimension and second, typologies associated with method. The 
dimension content includes culturally specific CCT with the intention to prepare and generate 
knowledge regarding a particular culture, national or regional, to the expatriate (Puck et al., 
2008). Further, culturally generalized CCT aims to expose the expatriate to various general 
cultural features and differences, which can be found all over the globe. These can be cultural 
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norms, roles, values, habits and overall circumstances that differ from the home culture (Puck 
et al., 2008). Concerning the method dimension, intellectual learning and experiential learning 
are two types of CCT, distinguished from one another. Experiential training consists of cases 
or hypothetical trainings and focuses on the expatriate experiencing situations, whereas 
intellectual learning emphasizes on learning from books, lectures or movies (Puck et al., 2008).  
 
Regarding the two dimensions, Puck et al. (2008) discuss four suggestions of CCT types that 
can be applied as follows: intellectual-culture general, intellectual-culture specific, 
experiential-culture specific and experiential-culture general trainings. Puck et al. (2008) 
continue to examine advantages and disadvantages assigned to each approach. Benefits of 
intellectual-culture general training in comparison to others approaches, are that it many times 
is cheaper, faster and generates knowledge of cultural issues (Puck et al., 2008). However, 
expatriates are not always pleased with this approach as the knowledge often is abstract and 
fails to provide an emotional perspective. The positive aspects of intellectual-culture specific 
training are the improved cognitive knowledge about issues specified of a certain culture (Puck 
et al., 2008). Nevertheless, this approach has shown to have little influence on enhancing and 
improving interactions between expatriates and people that belong to other cultures, hence, it 
is hard to change an individual’s behavior using this approach (Puck et al., 2008).  
 
Puck et al. (2008) further discuss that the risk of experiential-culture specific training is to create 
stereotyping ideas of other cultures. Further, it might be problematic to implement in larger 
groups, thus, experiences close to the reality can be provided. Lastly, experiential-culture 
general training is criticized for not being taken seriously and rather being a fun activity, yet 
the approach provides an all-around learning. Still, to gain a better effect of CCT, organizations 
normally use a combination of several methods and content approaches when preparing 
expatriates for an assignment abroad (Puck et al., 2008). 

2.3 DESIGN & METHODOLOGIES 

Brislin, Landis and Brandt (1983) investigate different training approaches to CCT and found 
six important methods: information training (fact-oriented training), attribution training, 
cultural awareness, cognitive behavior modification, experiential learning and interaction 
learning. These methods have been used repeatedly in scholarly literature and are cited by e.g. 
Chien (2012), Bennett et al. (2000) and Eschbach et al. (2001). These will be discussed further 
in this section. Additional components, such as language training, shadowing and didactic 
training, are also suggested to be important in CCT by scholars (see Black & Mendenhall, 1989; 
Bennett et al., 2000; Brewster, 1995; Forster 2000; Wurtz, 2014), hence there will be a 
discussion on these aspects as well. 
 
Fact-oriented training is a method where the expatriates are given information and facts about 
the host country pre-departure. The training can include, for example, information on the 
country’s economy, common lifestyles by the inhabitants and frequent practice in decision 



 
10 

 

making (Brislin et al., 1983). However, earlier experiences of fact-oriented training show that 
expatriates do not find outcomes of this type of training to be all meaningful, which is key for 
future managers to bear in mind. From this type of training, the expatriates rather received 
single facts which they were unsure how to implement, and thereby they were not given a 
complete picture of the host country. As a complement, it has been recommended to provide 
examples of how the facts, given during the training, can be used in practice. Thus, if 
meaningful information is given and presented well, fact-oriented training is still helpful since 
it is relatively easy to prepare such training (Brislin et al., 1983). 
 
Attribution training includes training in analyzing why the locals behave in a certain way by 
understanding the situation from the locals’ perspective. This will help the expatriate to 
minimize judgement, making communication run smoother (Brislin et al., 1983). As a part of 
attribution training, the culture assimilator is a common tool used to expose expatriates to 
critical occasions assigned to behaviors in the host country, which the expatriate might 
experience abroad. A vast number of situations are given to the expatriates together with correct 
and incorrect solutions which thereafter are discussed to reach the one they feel is the most 
accurate (Brislin et al., 1983). Earlier studies suggest that the attribution approach is favorable 
as it can be tailored to suit individual expatriates (Brislin et al., 1983), hence, it is beneficial 
since tailored CCT is argued to be more successful (Bennett et al., 2000). On the other hand, 
the cultural assimilator materials are complex and expensive, however they can be reused if 
invested in properly (Brislin et al., 1983).  
 
Cultural awareness training is being used for the expatriates to gain self-awareness. The goal 
is for the expatriates to gain a deeper understanding of their own culture and how it influences 
their behavior, allowing them to recognize the nature of cultural differences (Eschbach et al., 
2001). One method used within cultural awareness is called the contrast American, and has 
been utilized for many years (Brislin et al., 1983). The idea is that some of the participants will 
be instructed to behave in a certain manner, unfamiliar or directly in contrast to the other 
participants. In this case, Americans have received this type of training, which takes place by 
giving a problem to one American trainee and to one of the contrast persons, both required to 
solve it (Brislin et al., 1983). Even though there are limited empirical data regarding this method 
and its effectiveness, the response has generally been positive (Brislin et al., 1983). However, 
Brislin et al. (1983) suggest using this method and overall cultural awareness methods, since it 
tackles values and behaviors of the relevant culture as well as allows for refinement of how to 
handle it.  
 
Cognitive-behavior modification aims to teach expatriates about the reward and punishment 
system in the host country to enable receiving of rewards and reduce risks of being punished 
(Eschbach et al., 2001). One way to practice this method is to have the expatriate analyze his 
or her own culture and highlight which features of the own culture the expatriate perceives as 
punishing, and rewarding (Brislin et al., 1983). Following, the expatriates compare the aspects 
found in their culture to other cultures and discuss how the punishments can be avoided, as well 
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as how rewards can be obtained. The aim is to prepare the expatriates by teaching them how to 
achieve what they want (rewards) and avoid or handle things they find stressful or challenging 
(punishments). Using cognitive-behavior modification the expatriate practices this knowledge 
to replace negative self-statements with positive ones and handles the situation (Brislin et al., 
1983).  
 
Brislin et al. (1983) explain that this approach is well worth studying, however they notice the 
problem of finding trainers possessing these competences. By this, the authors state that the 
potential trainer must have profound knowledge of several cultures and how potential 
punishments can be avoided, and rewards obtained (Brislin et al., 1983). With regard to the 
suggestion that CCT is most successful when tailored (Bennett et al., 2000), this would mean 
that a trainer handling CCT for 15 expatriates going to different countries would have to acquire 
severe knowledge of all these 15 countries (Brislin et al., 1983). 
 
In experiential learning the expatriate actively participates to understand the host culture. In 
other words, the expatriate learns through experiencing the host culture. Practices as field trips, 
role playing and cultural immersion can be used (Brislin et al., 1983), and as Graf (2004) states 
it “...people learn best from their experiences” (Graf, 2004, p. 200). In contrast to “real life”, 
experiential learning is beneficial as it allows the instructors of the training to help, give advice 
and guide expatriates in different situations, which can support them improving their learning 
(Brislin et al., 1983). Nonetheless, experiential learning methods are often quite costly and put 
high requirements on the training instructors. Besides, some intense experiential methods can 
cause a prominent level of stress to the expatriates which have, at times, resulted in them asking 
to leave the training. Even though this type of training might provide the expatriates with a 
sense of useful learning, it is not certain that it will contribute to more effective interactions 
(Brislin et al., 1983).  
 
An important part of experiential learning is preliminary visits, and according to Brewster 
(1995) this can be the best training tool if it is treated correctly. Visiting the country before an 
assignment, gives the expatriate first hand impressions of the new culture and its customs 
(Brewster, 1995). However, Brewster (1995) raises concern over these visits as they are often 
staged to urge the most positive parts of the country, which may give an unfair impression of 
the everyday life the expatriate is facing.  
 
Interaction learning refers to expatriates becoming confident about the country and culture in 
which the assignment abroad will take place, by being taught about aspects of the locals’ lives 
(Eschbach et al., 2001). The interaction approach is similar to experiential learning, however it 
has been found to be very important, hence it is treated as one separate aspect. Using interaction 
learning, the expatriate simply communicates and integrates with the locals of the host country 
during the training period (Brislin et al., 1983). The aim with this is to make the expatriates 
comfortable dealing with host nationals early, and ready to work effectively when the real 
assignment begins. Another method of this is to have the prospecting expatriate interact with 
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colleagues who have been assigned to the same country and have knowledge about the way of 
life in that culture (Brislin et al., 1983). Brislin et al. (1983) find this approach favorable since 
the host nationals and experienced coworkers have more knowledge which they can share with 
the expatriates at a lower cost than a hired trainer. Negative with this training approach is that 
the interaction partners should be selected carefully, though there are no special guidelines on 
how to make the best decision (Brislin et al., 1983).  
 
Shadowing means that one employee is responsible for one country’s operations before 
departing to that specific country, which includes both to supervise country results and business 
transactions with the headquarters (Brewster, 1995). Additionally, the employee will arrange 
meetings with locals, create key contacts as well as reflect over arising opportunities and 
problems in the area which can affect the business. The expatriate is partly prepared and the 
training does not compose a prohibitive cost, however, this type of training only covers some 
fields (Brewster, 1995).  
 
Language training has been discussed as an important aspect of CCT by many authors (see 
Black & Mendenhall 1989; Bennett et al., 2000; Brewster, 1995; Forster, 2000; Wurtz, 2014). 
As previously mentioned, Brewster (1995) stresses the importance of language and calls it a 
major component in successful assignment. Local language skills are suggested to have a 
positive correlation with the adjustment process (Hechanova, Beehr & Christiansen, 2003), and 
Puck et al. (2008) even claim language to be the factor with the strongest influence on expatriate 
adjustment. Hechanova et al. (2003) explain that lack of language skills can make expatriates 
feel isolated and the inability to interact and communicate with locals hinders cultural 
knowledge, and ultimately adaptation. Further, regarding duration and timing, there are 
suggestions that language training is most effective when given in the host country (Wurtz, 
2014). 
 
Didactic training aims to give expatriates a cognitive understanding of the relevant culture to 
more effectively interact with the locals of the host culture. In this type of training, similarities 
and differences between the home and host culture are highlighted, which usually are 
demonstrated using lectures or discussions (Graf, 2004). Within didactic training, three 
methods have been discussed that often are recurring, including: culture assimilators, 
traditional formal training and informal briefings. The latter, is similar to interaction learning, 
and involves structured discussions with, for example, experts or expatriates that already have 
finished an assignment abroad and his or her family (Brewster, 1995). Brewster (1995) argues 
that informal briefings are important since the expatriates are given the chance to discuss with 
a former expatriate as well as receive vital information about the country. However, if the 
former expatriate has negative experiences from his or her visit, this method is disadvantaging, 
which makes it key to pick “the right” person to hold the briefings (Brewster, 1995).  
 
 
 



 
13 

 

2.4 DURATION & TIMING 

In general, organizations provide CCT to expatriates before departure, i.e. pre-departure 
training, which is normally implemented a month ahead (Selmer, 2001). However, studies 
suggest that it is of importance to offer training in relation to when the expatriate is most driven 
to learn, to reach the greatest effectiveness. Taking that into account, the needs and 
characteristics of an expatriate are associated with the best timing for when CCT should be 
given (Selmer, 2001). Pre-departure training has been suggested to help expatriates to form 
truthful expectations about the host country as well as minimizing eventual concern about 
features unfamiliar to the expatriate (Wurtz, 2014). Additionally, pre-departure training has 
been suggested to contribute with necessary facts about the host country, the everyday-life and 
understandings of the assignment which the expatriate can apply at arrival (Bennett et al., 2000). 
Bennett et al. (2000) further state that knowledge about how to handle an eventual culture shock 
and to give the expatriate a sense of certainty to succeed, are additional benefits of pre-departure 
training. 
 
The general problem with pre-departure training refers to the risk of giving the expatriates 
stereotyping ideas of the host culture, which tends to happen since the expatriates still view the 
home culture as the normal concept. Furthermore, most training programs used are often too 
short to gain a cultural consciousness and to change cultural norms (Selmer, 2001). Previous 
literature argues that pre-departure training often fails to give enough understanding for the 
expatriate to surpass, but sooner provides obligate training to survive (Wurtz, 2014). Further, 
Selmer (2001) suggests that training rather contributes to the expatriate becoming distant to 
some of his or her home culture’s norms, than learning to adapt to the host culture’s norms. 
While one earlier study found that certain pre-departure trainings had positive effects on the 
adjustment process, another study examined that the same kind of training had nearly no impact 
at all (Wurtz, 2014). 
 
Previous findings argue that post-arrival training, in other words, training implemented when 
the expatriate has arrived at the host country, is noticeably more effective (Selmer, 2001). Wurtz 
(2014) states that post-arrival training is positive as the expatriate has become aware of his or 
her needs, which enables customized training and respects eventual cultural issues. Bennett et 
al. (2000) also find it beneficial as the expatriate is in the middle of the cultural transfer, facing 
issues that he or she can express during the training and is, at that time, often most willing to 
learn. Hence, negative effects can be avoided by knowing the in-country problems the 
expatriate is fronting (Wurtz, 2014). Post-arrival training should preferably be implemented 
between three to six months after the expatriate’s arrival, as certain training is determined to be 
most effective if offered when the expatriate is experiencing a culture shock (Selmer, 2001). 
Post-arrival training aims to help the expatriate to find value and structure to his or her life in 
the host country by learning about the surroundings, rather than being a formal training 
program. Post-arrival training supports expatriates both in a cultural manner and in an 
organizational manner, including their eventual new roles (Selmer, 2001).  
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However, while there is a debate regarding if pre-departure training or post-arrival training is 
most effective, it has been emphasized that a combination of both, i.e. continuous training, 
would be the ultimate solution (Bennett et al., 2000). More organizations strive to offer both 
trainings, yet, it is often inoperable due to excessive costs and logistical problems (Bennett et 
al., 2000). Forster (2000) further argues that one training occasion is insufficient, and that 
training should be implemented in decent time both before departure, then proceeded months 
after the expatriate’s arrival. 
 
2.5 ATTITUDES  

Attitudes can be defined in several ways, however, Ajzen and Fishbein (2000) refer to it as “the 
evaluation of an object, concept, or behavior along a dimension of favor or disfavor, good or 
bad, like or dislike” (p. 3). Further, behavioral responses reflecting attitude can be displayed by 
a person approving or disapproving a policy or concept, or expressing like or dislike, favor or 
disfavor etc. toward an object (Azjen & Fishbein, 2000). It has been argued that attitudes can 
be referred to as overall impressions and according to the attitude scaling method developed by 
Thurstone (1928, cited in Azjen & Fishbein, 2000), it concerns an individual’s interest or alter 
of an attitudinal object. Despite from the relation between attitude and affect, it has been 
suggested that other factors may have an impact on attitudes, namely emotions and moods 
(Azjen & Fishbein, 2000). 
 
Another perspective of attitudes is the information-processing perspective which explains that 
attitudes toward an object rely on information, hence, an attitude can be changed by receiving 
new information about the object (Hovland, Janis, & Kelley, 1953 cited in, Azjen & Fishbein, 
2000). However, this perspective has been argued to be overly simplified. Attitudes toward an 
object can additionally be explained in line with the expectancy - value model of attitude, in 
which the individual’s attitude toward an object depends on his or her reachable beliefs of the 
object. The model considers three significant aspects; on-line attitude formation, attitude 
construction in real-time and attitude change (Azjen & Fishbein, 2000). In consonance with 
the expectancy model, attitudes toward an object are formed when information about the object 
is accessible, although, attitudes can be consciously formed and not necessarily automatically 
(Azjen & Fishbein, 2000). Attitudes are assumed to explain and forecast behaviors at the hand 
of responding toward an object by favorableness or un-favorableness. Attitudes that are of 
positive nature contribute the individual’s willingness to familiarize with the object, while 
negative attitudes lead to avoidance (Azjen & Fishbein, 2000). Additionally, attitudes change 
with regard to the context whereabouts evaluations are conveyed, hence, attitudes are unfixed. 
(Azjen & Fishbein, 2000).  
 
Further, attitudes are commonly described as consisting of three components; cognitive, 
affective and behavioral (Wood & Wood, 1980 cited in Hodges & Logan, 2012, p. 63). The 
cognitive component concerns a person’s knowledge about a psychological object, and includes 
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his or her thoughts and beliefs. The emotional component of attitude is made up from a person’s 
feelings toward the attitudinal object. Finally, the behavioral component recognizes how we are 
inclined to act toward the object in question (Wood & Wood, 1980 cited in Hodges & Logan, 
2012, p. 63). As discussed in Azjen and Fishbein (2000), the components of attitude may occur 
in different order before the person form their attitude toward an attitudinal object. To visualize 
this, three hierarchies of effects are commonly used in literature (Solomon, 2011), these are 
displayed in Figure 3 and further discussed. 
 

 

Figure 3: Hierarchy of Effects  
Adapted from Solomon, 2011, p. 623-629 

 

The high involvement hierarchy, starts with the individual forming beliefs about a 
psychological object. After the cognitive phase, the individual evaluates the knowledge and 
forms emotions toward the psychological object, which will eventually decide how he or she 
will approach the object (Solomon, 2011). In the low involvement hierarchy, the individual does 
not have a lot of knowledge or beliefs about the psychological object. Hence, he or she will not 
form emotions about the attitudinal object until after they have engaged in a behavior toward 
the object, sequentially relevant attitudes are established (Solomon, 2011). In the experiential 
hierarchy, attitudes are formed based on emotional responses. This hierarchy, in which attitudes 
are initially determined through emotional impressions, depends a lot on the individual’s 
current mood during exposal (Solomon, 2011). 

2.6 CONCEPTUAL FRAMEWORK 

In this section, the authors will use the information found in the literature review to create a 
conceptual framework for this study. The framework will be presented in a summary which 
will be visualized further in a figure and a table.  
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Needs assessment 
Wright and Baker (1996) suggest needs assessment to be used in finding the right employees 
for the right assignment, and to create CCT suitable for the individual. Zahid Iqbal and Kahn 
(2011) identify two phases of needs assessment, the diagnostic and curative phase. Graf (2004), 
Selmer (2000) and Graf and Mertesacker (2009) also highlight the importance of developing 
intercultural competencies to reach successful intercultural adjustment. To answer the research 
questions, and to understand the process of finding the right employees, articles by these authors 
will be used.  
 
Content  
What should be included in CCT is discussed by authors like Bennett et al. (2000), Brewster 
(1995) and Puck et al. (2008). Articles from these authors will be used to examine what 
companies include in their CCT. This will help to answer RQ1: What are the CCT activities 
and how can they be used in SMEs? 
 
Design & Methodologies 
Brislin et al. (1983) state six important methods of CCT to be used when preparing expatriates 
for an assignment abroad. These methods are persistent in scholarly literature and are cited in 
articles by Chien (2012), Bennett et al. (2000) and Eschbach et al. (2001). Black and 
Mendenhall (1989) suggest additional methods of CCT to be vital, which are supported by 
Bennett et al. (2000); Brewster (1995); Forster (2000); and Wurtz (2014). These articles will be 
used to investigate different methods that can be included when preparing expatriates and will 
additionally help answer RQ1. 
 
Duration & Timing 
Selmer (2001) mentions two types of timings, pre-departure and post-arrival CCT, which are 
further confirmed by Wurtz (2014) and Bennett et al. (2000). Bennett et al. (2000) suggest that 
a combination of pre-departure training and post-arrival training, continuous training, is the 
ultimate solution. This is further supported by Forster (2000). These scholars will be used to 
give an account of the timing of CCT as well as contribute to answer the research questions.  
 
Attitudes  
Attitudes have been conceptualized as “the evaluation of an object, concept, or behavior along 
a dimension of favor or disfavor, good or bad, like or dislike” (Ajzen and Fishbein, 2000, p. 3). 
Attitudes are commonly proposed to consist of three components; cognitive, affective and 
behavioral and there are three hierarchies of effects described by Solomon (2011). These are 
high involvement, low involvement and experiential hierarchy which decide on what basis 
people form their attitudes toward certain psychological objects (Solomon, 2011). Azjen & 
Fishbein (2000) further explain that approval or disapproval of a policy or a concept are 
behavioral responses reflecting an attitude. Further, expressions of attitudes can be divided into 
categories of positive or negative, which can be expressed as liking or disliking, favor or 
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disfavor or pleasant or unpleasant etc., regarding a psychological object. Figure 4 summarizes 
and visualizes the conceptual framework which is used in the data analysis.  
 

 

Figure 4: Conceptual Framework 
Adapted from Bennett et al., 2000, p. 243; Azjen & Fishbein, 2000, p. 3 
 
This conceptual framework is used to answer RQ2: What can the practitioners’ attitudes of 
CCT be in SMEs? and in the analysis of data regarding respondents’ attitudes toward CCT in 
general and separate activities. The framework is also used to answer RQ1. To further facilitate 
the analysis of data concerning RQ1, which is analyzed by relying on theoretical propositions, 
a table is presented. The table is presented below as Table 1 and it summarizes the components 
of CCT and key authors.  
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Table 1: Conceptual Framework 

Adapted from Bennett et al. 2000, p. 243 

 

Components of 
CCT 

Definition Purpose Key Authors 

Needs 
assessment 

“an effort that analyses 
and diagnoses the 
organisation, task and 
person, to determine if a 
cure is necessary and 
what cure is the most 
likely to produce the 
desired results.” 
(Goldstein, 1986 cited in 
Zahid Iqbal & Kahn, 2011 
p. 447).  
 

To collect 
information needed 
to hire the right 
employees, and 
create suitable 
training activities to 
succeed in foreign 
assignments. 

Graf (2004); Graf & 
Mertesacker (2009); 
Selmer (2000); 
Wright & Baker 
(1996); Zahid Iqbal 
& Kahn (2011) 

Content Topics that should be 
included in CCT to create 
effective expatriate 
training.  

To identify vital 
topics to include in 
the training of 
individual 
expatriates. 
 

Bennett et al. (2000); 
Brewster (1995); 
Puck et al. (2008) 

Design & 
Methodologies 

Training approaches to 
use in creating a 
successful CCT. 

To identify 
methods to include 
in in the training of 
individual 
expatriates.  

Bennett et al. (2000); 
Black & Mendenhall 
(1989); Brewster 
(1995); Brislin et al. 
(1983); Chien 
(2012); Eschbach et 
al. (2001); 
Mendenhall et al. 
(1987); Forster 
(2000); Wurtz 
(2014) 
 

Duration & 
Timing 

When CCT takes place; 
pre-departure, post-arrival 
or continuous training.  
 

To find the right 
timing for when to 
implement specific 
CCT activities.  

Bennett et al. (2000); 
Forster (2000); 
Selmer (2001); 
Wurtz (2014) 
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3. METHODOLOGY 

In this section, the authors will discuss research purpose, approach and strategy, as well as 
case selection, data collection and sample selection. This is followed by the data analysis 
process and the quality standards of this research.  

3.1 RESEARCH PURPOSE 

Since our research is not testing a theory, but rather concerns information gathering, an 
exploratory or descriptive study was suitable to use (Saunders, Lewis & Thornhill, 2012). If the 
purpose is to gain an understanding of a problem or that there is a need for clarification, an 
exploratory study is to be preferred. Using an exploratory study, one must be flexible since it 
allows changes along the way as the researchers gain new insights (Saunders et al., 2012). A 
descriptive study can be a development from an already conducted exploratory study, to achieve 
useful knowledge of the area in question (Saunders et al., 2012). 
 
This study is primarily exploratory since the overall purpose is to gain a deeper understanding 
of how CCT can be used in SMEs and the attitudes toward it. In other words, the researchers 
were seeking a clarification for which an exploratory study helps achieve. Although, as the 
researchers also gathered information and aimed to reach a clear picture of CCT as a tool, by 
summarizing and describing how it can be used, there are some descriptive elements in the 
research design. Despite this, the main angle of the study is of exploratory nature. 

3.2 RESEARCH APPROACH 

The approach for the research in this study is qualitative. In a qualitative research approach the 
emphasis is put on words rather than numbers in the data collection process. In a qualitative 
research the researcher uses an inductive perception of the relation between theory and practice 
and commonly used data collection methods include; participating observations, qualitative 
interviews and focus groups (Bryman & Bell, 2011/2013). A qualitative approach suits this 
research and its purpose, as using this approach enables answering our RQs.  

3.3 RESEARCH STRATEGY 

The research strategy chosen for this thesis is a case study since the authors aimed to provide a 
detailed examination of one particular situation. One example of a case study is to look further 
into one specific organization, which has been done in this study. A case study is commonly 
used in exploratory studies as it can reach answers to the questions “why”, “how” and “what”. 
Scholars suggest that a case study involves several qualitative methods, to rely on more than 
one method alone (Bryman & Bell, 2011/2013).  
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Due to time limitations and the desire to include different views from a specific organization 
and collect diverse impressions, gaining a deeper knowledge, a case study was the most suitable 
strategy for this project. This strategy also matches the exploratory approach that has been used 
in this research.  

3.4 CASE SELECTION 

This study has focused on one organization to look further into, primarily due to the time 
limitations, as by choosing only one organization allows it to be processed in depth. When 
selecting the case for this research, several criteria were set to make sure the chosen 
organization would suit this study to reach the overall purpose. The criteria the organization 
had to identify with were:  

v Swedish Multinational SME 
v Working with expatriate projects  
v Have international assignments outside the Nordic countries  

 
The first criterion was set mainly because of the convenience and time limitations, but also to 
match the purpose in which the researchers seek a Swedish perspective in the area. The second 
criterion was vital since the purpose is to examine the use, and attitudes, of CCT as a part of 
expatriate projects. The last criterion was set with regard to the need of CCT to face and adapt 
to cultures different from one’s own. The cultural similarities between Sweden and its 
neighboring countries make CCT less important, hence not interesting considering the research 
purpose. To initiate contact with organizations fulfilling the criteria, personal contacts were 
used to further get hold of suitable participants within the company. The organization chosen 
for the case study was the first showing interest in participating in the study as well as satisfying 
the criteria. 

3.5 DATA COLLECTION 

In this research, primary data have been used as the authors have gathered information directly 
from an organization specifically meant for this study. To collect the primary data, semi-
structured interviews have been used in the data collection. A semi-structured interview is 
recognized by questions more generally formulated and it is possible for the researchers to ask 
follow-up questions and go more in depth on themes of interest (Bryman & Bell, 2011/2013).  
However, it is important to bear in mind that if the questions are not constructed properly, there 
is a risk for biased responses when using semi-structured interviews (Yin, 1994). Since our 
purpose is to gain a deeper understanding of CCT, if it is used in SMEs and the attitudes toward 
it, this data collection method was suitable to use in the case study earlier discussed. Using 
semi-structured interviews with our participants have allowed us to get more impressions of 
what the respondents find especially important or interesting from their firsthand experiences 
of their foreign assignment and eventual preoperational activities. 
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To make sure that the individuals were appropriate and could provide the information needed, 
certain areas had to be fulfilled as follows: 

v Expatriate or Human Resource (HR)-representative of a Swedish Multinational SME 
fulfilling criteria listed in 3.4 Case selection 

v The expatriate has recently participated in or is currently participating in an international 
assignment 

v Expatriate projects ranging from 6 months and longer 
 
The respondents were the manager of the HR-department and three expatriates, of whom two 
recently participated in an international assignment and the third was still on assignment abroad. 
The choice has been made to keep the participants anonymous, hence the interviewees are in 
this study addressed as HR-manager, Expatriate A, B and C. Expatriate A is the CEO of the 
affiliate, Expatriate B is a Sales manager at the company and Expatriate C is the General 
Manager of Direct Reduction Products. An interview guide was made to pilot the conversations 
and support the interviewers. From the interview guide, relevant topics were sent to the 
respondents in advance. The interview guide, both the original one in Swedish, and a translated 
copy in English, can be found in appendix 1 and 2. The interviews are real-time, face-to-face 
conversations held mainly in office environment, except from the interview with Expatriate A, 
which was held using video conference call. For each interview, one hour was given to make 
sure that all areas were fully processed and that time was allowed for additional questions. The 
last criterion was set with regard to the literature on culture shock (Oberg, 1960). According to 
Oberg (1960) culture shock occurs at latest after six months, if not sooner, hence this period 
was suitable for this study.  

3.6 SAMPLE SELECTION 

The sample of this research was non-random and the respondents were chosen using a snowball 
sample. A snowball sample is somewhat like a convenience sample since the researcher is 
contacting chosen individuals and asking them to further recommend suitable participants 
(Bryman & Bell, 2011/2013). This sampling method was appropriate for the research as the 
researchers did not have personal connections with people fulfilling the criteria of respondents. 
The researchers first identified an organization fulfilling set criteria and further used personal 
connections to receive contact information from suitable participants. The contact personally 
contacted the participants, informing them of the research, before sending their information. 
Subsequently, the researchers emailed the participants directly to schedule the interviews. 
Additionally, the participants contact information has, and will contentiously, be held 
confidentially to protect their privacy.  

3.7 DATA ANALYSIS  

The data analysis is a within-case analysis, which was conducted by relying on theoretical 
propositions (Yin, 1994) to help answer RQ1 regarding CCT activities. This is a strategy 
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preferred in case studies, and it is based on the frame of reference which is created from 
previous literature. Using the frame of reference, the data were analyzed by comparing with 
earlier studies, helping the authors to reach conclusions (Yin, 1994). This strategy helps 
outsourcing insignificant data and to structure the complete thesis. Furthermore, to answer RQ2 
concerning the attitudes toward CCT, pattern matching was used, which is appropriate when 
seeking an explanation of a situation or phenomena as well as to reach understanding of a 
certain issue (Yin, 1994). In this study, pattern matching has been used by identifying adjectives 
reflecting a positive or a negative attitude toward different CCT activities. From this and by 
relying on theoretical propositions, conclusions about the participant’s overall attitudes toward 
specific CCT activities could be drawn. 
  
According to Miles and Huberman (1994, cited in Saunders et al., 2012) the analyzing process 
includes three distinctive parts; data reduction, data display and finally drawing and verifying 
conclusions. This process has been used in analyzing the collected data for all RQs, and the 
steps are presented more in depth below.  
 
The data reduction processes the data to summarize and simplify it, hence, making it more 
manageable. In this step, the researches can also choose to selectively focus on specific parts 
that are relevant to the research (Miles & Huberman, 1994, cited in Saunders et al., 2012). In 
this case, the researchers started by transcribing the interviews, using the audios and transferring 
the complete interview into paper and translated from Swedish to English. As this was done, 
highlights were used to emphasize parts that were recognized as important in this research, to 
ease pattern matching, making them easier to locate.  
 
When working with data display the collected data are further summarized and important 
aspects are presented in some sort of visual aid. Using data display helps researchers discover 
eventual patterns and relationships, which in turn helps interpreting the data and drawing 
conclusions (Miles & Huberman, 1994, cited in Saunders et al., 2012). Miles and Huberman 
(1994, cited in Saunders et al., 2012) propose that networks and matrices are commonly used 
in data display. The collected data are summarized and presented in Chapter 4 and it is further 
displayed in the data analysis where it is compared to literature and presented in tables. As for 
drawing and verifying conclusions, patterns were identified in the data analysis, and 
conclusions were made and argued for. These are presented in Chapter 6, together with 
implications to theory and practitioners. There is also a section on limitations of the study and 
suggestions for further research.  

3.8 QUALITY OF RESEARCH  

Yin (1994) recommends that four assessments should be implemented to test the quality of the 
research including; construct validity, internal validity, external validity and reliability. Yin 
(1994) further explains that internal validity is mostly used in explanatory studies to find a 
cause or effect link. However, since pattern matching was used in analyzing this study, internal 
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validity is applicable to some extent, and will be discussed. The tactics by Yin (1994) is 
displayed in Table 2 below. 

 
Table 2: Case Study Tactics for Four Design Tests 

Tests Case Study Tactic Phase of Research in 
which Tactics Occurs 

Construct 
validity 

Ø Use multiple sources of evidence 
Ø Establish chain of evidence 
Ø Have key informants review draft case 

study report 

Data collection 
Data collection 
Composition 

Internal validity Ø Do pattern matching 
Ø Do explanation-building 
Ø Do time-series analysis 

Data analysis 
Data analysis 
Data analysis 

External validity Ø Use replication logic in multiple case 
studies 

Research design 

Reliability Ø Use case study protocol 
Ø Develop case study data base 

Data collection 
Data collection 

Adapted from Yin, 1994, p. 33 

To reach construct validity, multiple interviews have been conducted to gain different insights, 
minimize bias and receive evidence from different departments and individuals (Yin, 1994). 
During the entire process of writing this thesis, drafts have been reviewed continuously by both 
supervisor and peers who have contributed with input and recommendations. Furthermore, the 
researchers did not start the data collection until the interview guide was approved by the 
supervisor, after receiving enough feedback to perform successful interviews. The interviews 
were sound-recorded, using two devises, to make sure valuable information would not be 
omitted and to facilitate the transcription. Translation errors might occur, however, to minimize 
this and further strengthen construct validity, the respondents were contacted after the interview 
to proof read the data presentation. They were asked to give feedback and changes were made 
where the respondent felt the data were misinterpreted. During the entire process parallels to 
relevant literature have been made, to strengthen the chain of evidence.  
 
Internal validity was in this case somewhat reached through a within-case comparison where 
the different interviews were compared to find patterns and recurring impressions. There was 
also a comparison with previous literature, partly reinforcing internal validity as well. Due to 
the limited time and scope of this research, external validity could not be reached.  
 
Reliability is achieved by making the study possible for other researchers to duplicate (Yin, 
1994). To increase reliability, this chapter and continuously in the report, has provided an 
explanation of the procedures in collecting the data and conducting the research in whole. 
Additionally, the exact interview guide used with all interviewees, and information sent to 
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participants are presented in appendixes 1 and 2. These can be used by other researchers if 
desired. The use of semi-structured interviews including several open-ended questions were an 
attempt to avoid leading questions, hence increase reliability. The researchers are aware that 
personal biases may affect reliability. By interviewing several respondents, using the same 
interview guide, and having two people conduct this study together, the aim is to minimize bias 
(Yin, 1994).  
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4. DATA PRESENTATION  

In the following chapter a presentation of the case will be provided, starting with general 
information about the company and continuously presenting the expatriates’ impressions of 
foreign assignments and CCT. The data have been collected using semi-structured interviews 
and both expatriates’ and HR’s perspectives on this matter will be presented here. The decision 
has been made to keep both the company and interviewees anonymous, to allow the participants 
to freely share their honest opinions and attitudes. 
 
The company investigated for this case study is a Swedish Multinational founded in 1890, 
working with refined manufacturing and delivery of iron ore products. The customers of the 
company are not many, however, they are big and the relationships are long lasting. Due to the 
international market the corporation handles many business contacts. The Swedish headquarters 
is located in Luleå and the corporation operates in Sweden, Finland, the Netherlands, the UK, 
Turkey and China, and runs sales agencies in Europe, the United States (U.S.) and Asia. The 
parent company is divided into three sections and consist of additional affiliated companies. 
The case will mainly process one of the affiliates, since most expatriate projects are held by this 
particular subsidiary. Locally this division employs around 20 people, hence this division is 
classified as a small and medium enterprise (SME). The affiliate has been operating since 1989 
and has a long experience working on the international market and expatriate projects. (HR-
manager, personal communication, freely translated, 2017-04-27).  

4.1 HR PERSPECTIVE 
 

–Many people highlight their international experience,  
saying that it gave extra icing on the cake (…)– 

 (HR-manager, personal communication, freely translated, 2017-04-27) 

 

The company has faced financial difficulties the last two years, resulting in HR focusing on 
directing competencies and keeping young talents, by offering pension privileges. In 
conjunction with a recent reorganization, employees have been redeployed and there has been 
a focus on diversity questions within the HR-department. HR is completely renewed and holds 
a subdivision with the aim of being easily available to the employees, allowing questions being 
handled directly. The subsidiary, which sends the most expatriates has sales offices in Essen, 
Germany and they have been operating offices in Dubai and Singapore, that are now abolished. 
However, when the business in Dubai closed, one employee was sent home to continue the 
operations. Due to the small size of the affiliate, not many expatriates are sent and it is more 
common to use local staff at the various offices abroad.  
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Current staff abroad includes the Chief Executive Officer (CEO) of the American business area, 
which is located at the American office in Chicago, together with another expatriate. Other 
employees on current assignments abroad are a couple, who were originally chosen to start to 
manage the purchasing department in Shanghai, they are currently working in Germany. 
Previous expatriates who have returned home include employees previously located in Dubai, 
Singapore and Hong Kong. The assignments usually range between three to five years, 
however, to extend further the conditions should be renegotiated in local terms, as sending an 
employee abroad is a great investment. There is a lack of a structured policy to guide the matter, 
despite from the existing draft which is not officially approved and in use. Wishes for the policy 
is for it to present exactly how long the assignment will last, and not just a range, to facilitate 
for the expatriates returning home - as it sometimes seems harder come back than moving 
abroad.  
 
The primary reason for running expatriate projects is that there is a basic need requesting it, 
thus, prospects within the company can be given the opportunity as a part of their career. 
Because of its origin in Sweden, one additional reason to send expatriates abroad is to provide 
Swedish influence in the foreign offices. The assignments abroad are mainly key positions 
within economics and engineering, i.e. not ground-worker positions. The assignments are 
typically advertised on the internal website and available to the entire corporate group, however 
the chosen expatriates are usually “high-potentials” and often selected solely for their profile. 
Some of the expatriates have been working with the international relations pre-departure and 
preceding by moving and continuing the operations in the host country. Further, employees 
chosen for the expatriate projects must be motivated, independent and possess the ability of 
initiative. They should be courageous and, first and foremost, have a desire of working abroad.  
 
The company does not have a CCT policy and this is a weakness from the HR perspective. HR 
do handle terms and conditions pre-departure and assist with insurance and similar, as well as 
providing a job description (work plan). A lot is put on the individual expatriates who are 
dedicated to use other contacts, such as the Embassy and former expatriates to arrange their 
living in the host country. Occasionally, the expatriates have been accompanied by their 
manager responsible for the project. Where there is already an operating business, such as in 
Germany, the German CEO acts as a local support. On the other hand, in new operations such 
as the recently opened office in Chicago, IL, the expatriate was accompanied by his Swedish 
manager. When there is approximately six months left of the assignment, there is an evaluation 
with the expatriate held by the manager, discussing the assignment, performance and whether 
an extension is needed. Despite no official CCT, there is a desire from HR to implement it in 
the future and the need has been expressed from expatriates as well.  
 
The contact with expatriates during their assignment is not structured in any way, but HR and 
the responsible managers are always available to answer questions and help on request. In the 
beginning of an assignment, the HR-manager may contact the expatriate more regularly to map 
the current situation. The expatriate projects are generally a success and work as an attractive 
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part of the employer brand, however, more could be done. There is a wish for shorter 
assignments to be implemented in the ground-working sector, to give all parts of the corporate 
group the chance to work abroad. There is a general interest among the employees, and the HR-
manager believes this to be possible now when the corporation again have reached economic 
stability. Nonetheless, the company currently works with sending trainees on shorter 
assignments abroad, to the previous mentioned operating countries. These trainee programs 
often range between one to two months and they are very popular and have been much 
appreciated.  
 
In the matter of expatriate failure, i.e. employees returning home early, this is not something 
that HR has experienced, rather the opposite. If such a case would proceed they are welcome to 
return home, however, it is important for key position holders to understand that it takes time 
to find replacement. There have been no expatriates expressing a suffering from culture shock, 
the impressions from short assignments have generally been very positive. Local support has 
been used in existing offices and this is believed to be one of the reasons for the successful 
assignments abroad. Pre-departure CCT could be of more use in the establishing of new foreign 
offices, where there are no local hosts. In these cases, the company has searched for guidance 
externally, such as from the Embassy and the Export Council. 
 
The company does not have a policy for CCT concerning expatriates, however, the company 
hosts a recurring international management program. The program consists of four modules 
running over a year or less, the whole program is given in English and at least two modules are 
given abroad. During the program, the participants face several challenges relevant to the 
organization when working in groups on their own projects. The training includes roleplay and 
hired actors are being used in these cases. During the program the participants visit local 
working sites and lectures are given by local key position employees, such as the CEOs. The 
program is given every third year, and has been running three or four times already. The HR-
department has received the impression that after participating in this program, the employees 
have showed more interest in going on assignments abroad. This implicates that there is a need 
for CCT, and the project could work as an inspiration. 

4.2 EXPATRIATE PERSPECTIVE 

In the following sections the experiences of the expatriates participating in this study will be 
presented.  

4.2.1 Expatriate A 

–There are great differences, but also great similarities–  
(Expatriate A, personal communication, freely translated, 2017-04-26) 
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Expatriate A started his career in the company locally in Sweden and has overseen the 
organization’s previous business on Greenland. Working with the Greenlandic market, he was 
never permanently positioned in the country, but visited ten days per month. He is currently 
positioned in Chicago, IL, where he is the CEO of the American business. Expatriate A has 
been working in the affiliate since 2003 and was asked to take charge of the American business 
in late summer 2014, which he accepted and entered the role half a year later. Six months later, 
in summer 2015, Expatriate A moved to the U.S. for a 2-year contract. 
 
The company started their business in the U.S. in Cincinnati, OH, but in 2016 they moved it to 
Chicago, IL. Expatriate A was building the office from start, and he and his family moved 
together with the business from Cincinnati, OH, to Chicago, IL. This is his first long-term 
assignment abroad and despite from the shorter visits to Greenland, this is also his first overall 
assignment in another country. Expatriate A was asked by his former and current manager to 
accept the position in the U.S. which came naturally since he had 10-12 years’ international 
experiences and already had been traveling to the U.S. regularly, meeting the American 
customers.  
 
Expatriate A’s overall impressions of the project is good, and due to his experiences, he would 
accept another international assignment if asked. He underlines that it is a big step to take, 
especially because the family moved with him. If he were to do this again, he would prefer to 
do it when the children are grownups. Generally, a lot is difficult, from practical things such as 
banks and visa regulations, to personal issues with family adjustment. From work perspective, 
different regulations concerning economy, accounting and employment were also a challenge 
to handle.  
 
Expatriate A did not receive any organized CCT and explains that he had to learn everything 
on arrival. He recognizes the affiliate as a SME, and explains that he has seen large enterprises 
offer CCT while other Swedish SMEs often do not. As a SME, Expatriate A feels that they are 
too small to even expect such training to be implemented. However, he believes that CCT could 
be helpful, though earlier international experiences generally help as well. Expatriate A 
received local support from one of the locally hired employees. This person helped the family 
with contacts, but he highlights that they had to manage a lot alone. The first few months were 
very intense, with a new role and all practical issues.  
 
Cultural issues experienced by Expatriate A are mostly how American people like to give a 
quick answer, though it might be incorrect, whereas Swedes rather prefer to think about it and 
return with the accurate answer. As a cure, supplementary questions must be asked, something 
that Expatriate A had to learn post-arrival. Useful training to receive pre-departure could handle 
practical issues. The local support was valued, however the expatriate highlights that the local 
contact must possess knowledge about the eventual struggles the expatriates may face, which 
his local support did not have. The ultimate solution would be to have introductive training pre-
departure, to gain an understanding about the system and thereafter receive local support as 
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well. A suggestion would be for the local support to be included in the pre-departure training, 
to gain the information needed to get an idea of what issues they might come to handle.  
 
4.2.2 Expatriate B 

–If the family does not work, you do not work either– 
(Expatriate B, personal communication, freely translated, 2017-05-02). 

 

Expatriate B has been working with sales and customer relationships in the company since 
1996. Before he started working at the affiliate in question, he worked as a technical salesman 
and regularly went on shorter trips abroad to meet customers. His one and only expatriate 
experience was with the current company, when he was positioned in Singapore, 2005. This 
assignment continued for three years and he moved together with his wife and two children. 
The work he practiced on the assignment was generally the same that he had been doing for 
years, the differences was mainly the customer area. Before the expatriate project, he was 
working with sales in the north of Europe, and was used to communicating in English with the 
customers.  
 
In Singapore, he worked as the head of the sales office which has been running since 1982. The 
area he oversaw was the Persian Gulf and eastwards, including the Arabs, India, Asia, Australia 
and Japan. In contrast to their offices in Belgium and Germany, where the use of local staff is 
standard, expatriates have been the standard for the Singaporean office. Singapore is 
characterized by hosting many expatriates, hence, it was a natural solution for the company. 
The assignments ranged from 3-5 years, which according to Expatriate B was an appropriate 
period. He continues to explain that assignments shorter than three years is not enough as it 
takes time to adjust, whereas assignments longer than five years may result in expatriate 
experiencing struggles with returning home. Spending more time abroad makes the adjustment 
to the home culture challenging upon return, this also includes the family, children in particular. 
This is because the children lose a lot of references they need for social interaction with peers, 
and they may struggle more with language.  
 
Expatriate B got the assignment six months before departure, and states it was well organized. 
Knowing about the departure in advance, was both beneficial as well as concerning. Having a 
house and children in Sweden includes having a long-term plan, and once making the decision 
of moving abroad, this plan was not worth anything anymore. As a result, a decision like this 
was a huge transposition mentally, it is easier to accept an assignment abroad if alone. Pre-
departure, Expatriate B was offered to visit the country with his wife, to get an impression of 
the area and search for accommodation. This experience was appreciated and gave a mental 
preparation for what was coming. When they finally moved there in the spring 2005, they 
already knew what the neighborhood was like, where to find the convenience stores etc.  
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When moving abroad together with your family, the stakes are very high, however the reward 
can be high as well. The relationship within the family is put at risk and either you get closer or 
you drift apart. Expatriate B experienced a stronger relationship with his family, but saw many 
expatriate-families experiencing the opposite. Those families typically characterized by the 
parents taking a chance at a second youth, often resulting in divorce, while his family saw the 
opportunity to build new memories together instead. They realized that it was not a vacation, 
this was their every-day life and they saw the bad examples as a warning, making them want to 
do it differently. The fact that they were away on contract, and knew they would only stay for 
five years’ maximum, helped. The financial support from the company was another aspect 
facilitating the experience.  
 
Except for a preliminary visit and a work plan, no CCT was offered by the company pre-
departure. However, Expatriate B asked to get a culturally introduction to the relevant countries 
he would be working with. He and his wife got to participate in a one-day session on cultural 
differences, religion and code of conduct for the Persian Gulf area and the eastern countries. 
The woman giving the session was hired by the company and had some firsthand cultural 
experience from some of the countries, nonetheless, she had to study beforehand herself to be 
able to teach. She had been holding these types of sessions before, and had vast experience in 
teaching. Expatriate B found this training to be useful, but first and foremost, fun. Expatriate B 
further mentions that he had some contact with an expatriate previously stationed at the 
Singaporean office, who had the same mission.  
 
As mentioned, the assignment was basically the same as he had been working with for years, 
and the customer base was already established and stable. Working with international relations 
before, and having extensive experience in the company, was helpful on the new assignment. 
Expatriate B explains that because of this, he had the necessary network and a stable ground to 
stand on. Another benefit from having experience in the own company is that he had more time 
learning about the customers’ companies, which is key when working with sales.  
 
Locally they had a secretary that had worked at the office since the beginning, that was a great 
support. She has been helping Swedish expatriates for years, had routines for handling a lot of 
practical issues and was an important support in the contact with local authorities. In Sweden, 
we are used to trust the government and their answers, however, in Singapore there is a different 
approach and sometimes the authorities need to be questioned, which the secretary helped with. 
Singaporean business differs too, in contrast to Sweden, key position holders of the company 
were not as available for just anyone to contact. This is important to understand when engaging 
in business abroad, the CEO is always addressed with full title and he or she cannot simply 
communicate freely with the ground-workers. Additionally, to be allowed to communicate with 
key position holders in another company, such as the customer companies, one must have a 
respected title to even initiate contact.  
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Expatriate B refers to the first two weeks in the host country as fun and “a vacation”, after a 
month came the realization that this was their new home country. Homesickness stroke after 
two months and during the third or fourth month the adjustment started and Singapore began 
feeling more like home. This was when they did not have to use a map to get around, they knew 
their local convenience store and started enjoying themselves. Expatriate B recognizes this 
period as when he could start to really perform at work. This is important to understand when 
sending expatriates abroad; if the family is not adjusting, the expatriate cannot perform on the 
work-basis. It is important for employers to give the expatriate’s family time to adjust, in order 
to reach business success. To summarize, the first six months were hard, the first year went well 
and the rest of the time was easy and fun. When ending the assignment and returning to Sweden, 
it was like returning home.  
 
If Expatriate B was to take on another assignment abroad, he would prefer doing it when his 
children are grownups. Important preparation according to him is to talk with someone who has 
experienced the country and culture firsthand, to set reasonable expectations. It is also important 
to know about laws and regulations in the host country, which he learned about during the one-
day session. Singapore for example, still practices death penalties. Expatriate B highlights that 
it is important for expatriates to know about these regulations and respect them, however they 
do not have to agree with them. 

4.2.3 Expatriate C 

–You feel the pressure to perform and you cannot influence it, it is frustrating and 
 you do not know how to explain why you “have not done your homework” when  

you are suffering from insomnia because nothing is happening. – 
 (Expatriate C, personal communication, freely translated, 2017-05-02) 

 

Expatriate C started working in the company as a post-graduate in 1998. He started working as 
a researcher in the company, and has been working within production and in the subsidiary. 
Because he started working in the company right after finishing his degree, he had no earlier 
experience of working abroad until he got his assignment in Singapore, 2007. In the host 
country, he worked as the head of sales for two years, and as product manager the last year. 
After this expatriate project, he returned home and worked as a processing manager until he 
was assigned another expatriate project in Dubai, 2013. The company faced a couple of hard 
years, which resulted in a closure of the office in Dubai, 2016. The two former positions at the 
office in Dubai were clustered into one, which Expatriate C was assigned when he moved home 
to Sweden in May 2016. He is currently the head of sales for the Middle East, North Africa as 
well as technical manager for direct reproduction pellets for those markets and additionally he 
supports two customers in the U.S. 
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As mentioned, Expatriate C’s first assignment abroad was in Singapore and the project came 
very spontaneously as the expatriate was asked to go only a few days ahead. These kinds of 
redeployments often occur when there is a reorganization going on. The affiliate in question 
often picks employees already working on another position in the subsidiary, who are then 
given the chance to grow in their role. Only in a few cases, external people are chosen for new 
assignments. During the Singaporean assignment, Expatriate C had support from another 
employee that had been working with the same project in Singapore before. He introduced 
Expatriate C to the assignment and shared his own earlier experiences. At the Singaporean 
office, there was a woman that had been working there since the beginning in 1982, and acted 
as an important local support. She taught Expatriate C about many practical issues and she was 
well familiar with the business itself. Expatriate C explains that the local support was extremely 
vital, especially when working abroad for the first time. 
 
Expatriate C continues to divide the experience of an assignment abroad into two parts. Firstly, 
a major part is the private aspects which include everything from finding accommodation, 
getting used to the climate and feeling at home. Thereafter came the realization that a job must 
be done as well, which provoked performance anxiety. The pressure of performing comes with 
every new job, but Expatriate C explains that it is especially markedly when positioned abroad. 
The second part was the customer visits to the Middle East and he further explains the first time 
as a big challenge. He was particularly nervous to visit Saudi Arabia, due to lack of references. 
Expatriate C prepared for these customer visits by reading about the country and culture, as 
well as collecting ideas from the former employee with experiences from going there. However, 
Expatriate C further explains that no matter where you go in the world, we are all just human 
beings. On site, he learned the new culture by reading, exploring and being careful. During the 
assignment, Expatriate C had regular contact with the company and since it was an already 
established office as a part of the cooperation, it came naturally. 
 
The assignment in Dubai was delegated as the company was about to open a new office there. 
Because of this, Expatriate C learned everything from applying for a visa to establishing and 
running a business in the Middle East. However, it was easier this time as Expatriate C was 
more experienced from his first assignment. He felt more confident in calling or interacting 
with customers, and this time the plan for the assignment was clear– to open and establish a 
new business. In this case, the focus was rather to complete a project, than worrying about 
practical issues. Expatriate C faced many cultural differences regarding business aspects, for 
example in Dubai, there is a different system and a strong bureaucracy which Swedes are not 
used to. Every process is time consuming which is difficult to explain for the company at home, 
as they do not hold the same understanding. Nonetheless, with help from the company 
Expatriate C initiated contact with Business Sweden, who was a great support during the 
assignment. They helped explain certain situations and manners in the country. 
 
When doing business in Dubai there is a lot of cultural differences to consider. Expatriate C 
explains that in order to be heard, or even permissioned to contact authorized people, you cannot 
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act like the “nice Swede”. In this culture, you must be determined and often raise your voice. 
In Dubai, negotiations are very different from Sweden where they are often structured and 
include formal contracts. In Dubai on the other hand, there is a more casual approach and focus 
is on interactions, less emphasis is put on written contracts and a handshake works just as fine. 
Expatriate C explains that the business relationship with the countries around the Persian Gulf 
is more like a personal relationship and it is like doing business with friends rather than clients. 
However, Expatriate C recognizes that the approach is changing and becoming more 
westernized.  
 
Expatriate C was moving together with his wife, who teaches religion. She had to get used to 
the masculine society and Expatriate C had to act as her guardian, as men and women are not 
treated as equals in Dubai. He and his wife went to visit the country a couple of months in 
advance to arrange with accommodation, but soon realized that the real estate business in Dubai 
is somewhat different from Sweden. Long-term planning was treated as a lost business, and this 
was something they learned on this preliminary visit.  
 
Religion is also a big part of a country’s culture and this might cause uncertainty when looking 
at from a distance. As Expatriate C’s wife teaches religion, she was familiar with this part of 
the new culture and this helped a lot as she would inform her husband on this aspect. Before 
visiting, and especially when moving to, a new country, Expatriate C recommends reading 
about the country’s religion and culture to prevent stereotyping. He further explains that people 
often have the knowledge, but not the understanding of why things are the way they are. Doing 
business with any other country, there must be a mutual respect for religion. The same way as 
Sweden celebrates Christian holidays, other religions celebrate other religious festivals. The 
bottom-line is that you should be curious and accepting to make the relations work.  
 
There was no arranged CCT, except from a preliminary visit and a work plan. Expatriate C 
believes that it is hard to prepare for an assignment abroad pre-departure, especially when it is 
outside of Europe. Even if the expatriate is well prepared before departure, there is always 
challenges post-arrival that will have to be addressed on site. He further explains that even if 
training pre-departure is included and one can learn about life and business in a certain country, 
this might as well have changed upon arrival. However, Expatriate C highlights the need for 
clear terms when going abroad which include information about what the company will take 
care of. Hence, Expatriate C believes that post-arrival training would be the most beneficial. 
Local support, such as Business Sweden and contact with other Scandinavians is more 
appreciated, as people at home do not fully understand the situation. Nevertheless, Expatriate 
C has experienced great support from the HR-department and his former manager.  
 
Another aspect Expatriate C discusses is the local safety. He explains that the affiliate does not 
send expatriates to high-risk destinations, and it is important to be aware of the safety. It is vital 
to keep in mind that conflicts on the globe might obstruct travels to other countries. A personal 
example is when Expatriate C was about to apply for a visa to Saudi Arabia at the same time 
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when there was an ongoing conflict between Sweden and Saudi Arabia. However, he further 
explains that as a Swedish citizen it is generally easy to travel and that Swedes are recognized 
as friendly and often welcomed and favored in both business and private circumstances.  
 
More CCT could help, though his earlier experiences made him confident in taking on the new 
assignment in Dubai. Working for a SME, even though not practicing a CCT policy, is 
beneficial since the contact with the company and HR is more personalized and available. He 
recognizes that larger enterprises may offer CCT more widely, but have come across employees 
that still are unsatisfied and whose needs are not being met. The best preparation according to 
Expatriate C is to have contact with people experienced with the country and culture who can 
share their understandings. Nonetheless, Expatriate C further emphasizes the importance of a 
local support. When going to another country it is key to investigate Swedish references, such 
as Business Sweden and other already established Swedish businesses.  
 
According to Expatriate C, more could be done from the HR-department, for example by 
providing a more structured plan for the assignments. HR, together with the manager and 
expatriate could meet and discuss the project, this is especially helpful if it is the expatriate’s 
first assignment abroad. An ambition could be to have a HR-manager with experience of 
working abroad, that could share his or her experience and function as a mentor. 
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5. DATA ANALYSIS 

The data presented in the previous section will be analyzed and compared with literature using 
the conceptual framework. Each interview will be presented separately in the same order as in 
the data presentation. Each component of the conceptual framework will be analyzed and there 
will be a visual presentation on each subcomponent, in form of a table to make the data analysis 
easy to assimilate. This section handles RQ1 followed by an analysis concerning RQ2.  

5.1 HR PERSPECTIVE  

Using the conceptual framework, the data collected from interviewing the HR-manager have 
been analyzed and discussed to answer RQ1: What are the CCT activities and how can they 
be used in SMEs? 
 
Needs assessment 
When compared to literature by Zahid Iqbal and Kahn (2011) the company does not have a 
structured needs assessment covering the diagnostic and curative phase. The expatriates chosen 
for the assignment are often “high potentials” that want to move forward with their career. To 
better match expatriates with assignments abroad, some of them are chosen because they have 
experience in working with international relations. However, no effort is made to tailor specific 
CCT activities to individual expatriates as promoted by Graf and Mertesacker (2009). 
 

Table 3: Needs Assessment HR Perspective 

Comparison with literature: Needs assessment Implemented? 
Diagnostic phase No 
Curative phase  No 

 

Content 
The company does not have a CCT policy, however, comparing with the suggestions by Bennett 
et al. (2000) on what should be included in CCT, the company does implement it to some extent. 
Bennett et al. (2000) suggest work plans to be vital to prevent culture shock, and the company 
provides a job description as well as manage insurance, terms and conditions pre-departure. 
There is no standardized policy of expatriate projects, but a draft is in the making even though 
it is not implemented yet.  
 
When comparing with the aspects found by Brewster (1995) the company does not offer any 
cultural sensitization or specific cultural information, if it is not requested by the expatriates 
themselves. As for practical- and business knowledge, the company partly provides this, as they 
help the expatriate by providing contacts who in turn can help with practical issues on site. 
Business knowledge is partially covered by the job description earlier discussed, but the 
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expatriates do not receive any introduction on cultural codes of conduct. Typologies concerning 
content dimension and method as discussed by Puck et al. (2008), are not being implemented.  
 

Table 4: Content HR Perspective 

Comparison with literature: Content Implemented? 
Cultural sensitization No 
Specific cultural knowledge  No 
Practical knowledge Partially 
Business knowledge  Partially 
Work plan Yes 
Stress management No 
Typologies associated with content dimension No 
Typologies associated with method No 

 

Design & Methodologies 
Associating with literature by Brislin et al. (1983), the company does not implement many of 
the listed methodologies. However, the company offers the expatriates to visit the host country 
ahead, preliminary visits, which means that experiential learning is offered to some extent. 
Other activities discussed by the authors were language training, shadowing and didactic 
training. From those activities, shadowing is the only one the company provides, except for 
occasional informal briefings which is an aspect of didactic training (Black & Mendenhall, 
1989; Bennett et al., 2000; Brewster, 1995; Forster 2000; Wurtz, 2014). Many of the expatriates 
sent abroad are familiar with the market and clients since they have overseen the operations 
pre-departure.  
 

Table 5: Design & Methodologies HR Perspective 

 
 

Comparison with literature: Design & Methodologies Implemented? 
Fact-oriented training No 
Attribution training No 
Cultural awareness No 
Cognitive behavior modification No 
Experiential learning  Partially 
Interaction learning  No 
Language training No 
Shadowing Yes 
Didactic training Partially 
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Duration & Timing  
According to Selmer (2001), CCT is generally implemented pre-departure and Wurtz (2014) 
explains that it could serve the expatriate to create realistic expectations and to gather 
information, as well as an understanding about the host country (Bennett el al., 2000). 
Information such as terms and a job description are given to the expatriate pre-departure, 
however no official CCT is implemented before, if not requested.  
 
It has been argued that post-arrival training is more effective (Selmer, 2001). The company 
partially meets this in multiple ways. Firstly, there is often a local support in the host country 
as well as external organizations such as Business Sweden and the Embassy, who can provide 
help on site. If there is an existing office, there is usually a local employee to help assist with 
practical and business issues. In a new start-up, with no established business and no local hosts, 
the expatriates’ manager often accompanies them the first period to support them. Furthermore, 
in the beginning of an assignment, HR carries out regular check-ups with the expatriates. HR 
and the manager are always available for the expatriates to contact and have questions solved. 
When the assignment is ending, around six months before returning home, there is an evaluation 
held by the manager to decide whether the assignment should continue. There is also a 
discussion on the performance as well as if the assignment has been successful. 
 
According to Bennett et al. (2000) continuous training is the ultimate solution. Again, no 
structured CCT is being offered, however the company partially provides extracts of both pre-
departure and post-arrival training. Thus, the training is not continuous and cannot be classified 
as continuous training. The focus is mainly post-arrival and HR expresses a need for more CCT.  
 

Table 6: Duration & Timing HR Perspective 

 

5.2 EXPATRIATE PERSPECTIVE 

The conceptual framework has been used to map and analyze the data collected from 
interviewing expatriates. The interviews are separately presented and analyzed to notice 
relationships and differences between the individuals and their experiences.  

5.2.1 Expatriate A 
The data from interviewing Expatriate A is analyzed below to answer RQ1. 
 

Comparison with literature: Duration & Timing Implemented? 
Pre-departure training Partially 
Post-arrival training Partially 
Continuous training No 
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Needs assessment 
According to Zahid Iqbal and Kahn (2011) needs assessment should include a diagnostic and 
curative phase, which is not being used in the company. Expatriate A was given the assignment 
by his former manager as he had been working toward the American market for 10-12 years, 
including many visits. Hence, he was the natural choice to start-up and manage the new office 
in the U.S. In other words, he was chosen since he best matched the assignment which in one 
way fulfill a criterion for needs assessment, nevertheless there is no specific training program 
constructed based on this, therefore needs assessment is not structurally implemented.  
 

Table 7: Needs Assessment Expatriate A 

Comparison with literature: Needs assessment Implemented? 
Diagnostic phase No 
Curative phase  No 

 

Content  
Comparing the experiences from Expatriate A with the literature from Brewster (1995), the 
conclusion can be drawn that he partially received two of the four components, namely 
practical- and business knowledge. Via a local contact, Expatriate A received help with 
practical issues post-arrival, however he had to handle many things alone. Since there was no 
existing office in the U.S., the local support did not have experience handling expatriates which 
was unfortunate. Business knowledge was something he already possessed from his previous 
role, and the local support could assist with some information on this level as well. Despite this, 
there were not any tailored CCT activities in use. Bennett et al. (2000) suggest work plans as 
important to be included and this is something the company provides. 
 

Table 8: Content Expatriate A 

 
 
 
 

Comparison with literature: Content Implemented? 
Cultural sensitization No 
Specific cultural information No 
Practical knowledge Partially 
Business knowledge  Partially 
Work plan Yes 
Stress management  No 
Typologies associated with content dimension No 
Typologies associated with method No 
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Design & Methodologies 
From the literature on design & methodologies the company meets the component discussed by 
Brewster (1995), shadowing. Expatriate A was chosen for his assignment because he had earlier 
experiences from working with the American market and he had visited the country several 
times. Taking that into account, experiential learning by Brislin et al. (1983) was met to some 
extent as well.  
 

Table 9: Design & Methodologies Expatriate A 

 

Duration & Timing 
Expatriate A did not receive any pre-departure training (Selmer, 2001) except from a work 
plan including a description of the assignment. As for post-arrival training (Selmer, 2001), 
Expatiate A had local support on site, helping with some practical issues and providing him 
with key contacts. According to Expatriate A, CCT would have been useful, both pre-departure 
and post-arrival indicating a desire for continuous training (Bennett et al., 2000).  
 

Table 10: Duration & Timing Expatriate A 

 

5.2.2 Expatriate B 
To answer RQ1, this section provides the data analysis regarding Expatriate B. 

Needs assessment 
The assignment of Expatriate B was well organized and he received the project well in advance. 
In this case, there was no proper needs assessment covering the components discussed by Zahid 

Comparison with literature: Design & Methodologies Implemented? 
Fact-oriented training No 
Attribution training No 
Cultural awareness No 
Cognitive behavior modification No 
Experiential learning Partially 
Interaction learning  No 
Language training No 
Shadowing Yes 
Didactic training No 

Comparison with literature: Duration & Timing Implemented? 
Pre-departure training Partially 
Post-arrival training Partially 
Continuous training No 
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Iqbal and Kahn (2011) either, and the expatriate was chosen because of his current knowledge 
within sales. The project was a suitable development of his career and he was especially chosen 
because his earlier experiences of working with international clients together with his long 
background in the company.  
 

Table 11: Needs Assessment Expatriate B 

Comparison with literature: Needs assessment Implemented? 
Diagnostic phase No 
Curative phase  No 

 

Content  
The company does not have a CCT policy handling pre-departure training, but Expatriate B 
asked to receive an introduction on the cultural aspects of the relevant countries. Hence, he and 
his spouse received information suiting the components cultural sensitization and specific 
cultural information discussed by Brewster (1995) and Bennett et al. (2000). The one-day 
session they received, covered the method typology discussed by Puck et al. (2008), by 
providing intellectual learning and the content dimension typology as well in form of culturally 
specific CCT. 
 
Practical knowledge and business knowledge were paid attention to by having local support 
helping with all sorts of practical and business issues (Brewster, 1995). In this case, the local 
support was good since the office in Singapore had been running for a long time, thus the 
contact had a routine on helping expatriates. Additionally, a work plan was provided pre-
departure (Bennett et al., 2000).  
 

Table 12: Content Expatriate B 

 

 
 

Comparison with literature: Content Implemented? 
Cultural sensitization Yes 
Specific cultural information Yes 
Practical knowledge Partially 
Business knowledge  Partially 
Work plan Yes 
Stress management  No 
Typologies associated with content dimension Partially 
Typologies associated with method Partially 
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Design & Methodologies 
Since Expatriate B explicitly asked for pre-departure training, the company provided it. In the 
one-day session, most of the components covered in literature by Brislin et al. (1983) were 
included. The expatriate and his wife were mainly given fact-oriented training and partial 
attribution training by discussing code of conduct for the different countries. Further, cognitive-
behavior modification was partially provided to Expatriate B who was informed about the legal 
system pre-departure. The company offered Expatriate B and his spouse to visit the host country 
in advance, which means that experiential learning partially was given. The work assignment 
was basically the same as Expatriate B had been working with in his home office, which 
indicates that shadowing was used (Brewster, 1995). Finally, didactic training was 
implemented pre-departure in form of informal briefings where a previous expatriate shared his 
experience with Expatriate B (Graf, 2004; Brewster, 1995). All this, however, was on the 
expatriate’s own initiative and was not something specifically required or recommended by the 
company.  
 

Table 13: Design & Methodologies Expatriate B 

 
 
Duration & Timing 
Much of the preoperational activities were covered in the previous discussed one-day session, 
which was held pre-departure (Selmer, 2001), as well as the expatriate receiving a work plan. 
Post-arrival (Selmer, 2001), Expatriate B received local support which was much appreciated. 
The pre-departure training together with the local help indicate that Expatriate B experienced 
extracts from both pre-departure- and post-arrival training (Bennett et al., 2000), though he had 
to ask to receive much of the pre-departure training. 
 

 

 

 

Comparison with literature: Design & Methodologies Implemented? 
Fact-oriented training Yes 
Attribution training Partially 
Cultural awareness No 
Cognitive behavior modification Partially 
Experiential learning Partially 
Interaction learning  No 
Language training No 
Shadowing Yes 
Didactic training Partially 
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Table 14: Duration & Timing Expatriate B 

 

5.2.3 Expatriate C 
The data collected from Expatriate C have been compared with literature, using the conceptual 
framework to help answer RQ1. 

Needs assessment 
Zahid Iqbal and Kahn’s (2011) diagnostic and curative phase is not actively implemented. The 
first foreign assignment of Expatriate C came suddenly, and he was given just a couple of days 
to prepare before departing to Singapore. He had no earlier experience of working or living 
abroad, however he had been working in the company for a long time. After the project in 
Singapore, Expatriate C worked three years in Sweden, before he was asked to accept another 
expatriate project in Dubai. This time he had experience from recently working abroad. He was 
given both assignments because of his personal profile and as an opportunity to move forward 
in his career.  
 

Table 15: Needs Assessment Expatriate C 

Comparison with literature: Needs assessment Implemented? 
Diagnostic phase No 
Curative phase  No 

 

Content  
The company did not provide any specific cultural information, as discussed by Brewster 
(1995), yet, Expatriate C did receive a lot of information on religion from his wife who worked 
as a teacher in the subject. This was during his second assignment, in Dubai, meanwhile during 
his first assignment in Singapore, no specific cultural information was received whatsoever. 
Practical knowledge (Brewster, 1995) was given through local support on his first assignment 
in Singapore, whereas in Dubai he did not receive as much practical support since it was a start-
up and no earlier employee on site. However, he could search for accommodation ahead, since 
a preliminary visit was arranged by the company.  
 
Expatriate C was provided with business knowledge on his first assignment from a former 
expatriate. In Dubai on the other hand, the company provided contact with Business Sweden to 
help with business issues. This matches the business knowledge component discussed by 

Comparison with literature: Duration & Timing Implemented? 
Pre-departure training Partially 
Post-arrival training Partially 
Continuous training No 
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Brewster (1995). Though not provided by the company, Expatriate C experienced the content 
dimension typology by Puck et al. (2008) through his wife teaching him about cultural aspects. 
The company provided him with a work plan, as argued for by Bennett et al. (2000). 
 

Table 16: Content Expatriate C 

 

Design & Methodologies 
Since the first assignment came spontaneously, there was not much preparation. Despite this, 
there was a discussion between him and a previous expatriate, an informal briefing, which is 
included in literature on didactic training by Graf (2004) and Brewster (1995). The contact with 
the former expatriate provided both business and practical knowledge as they exchanged 
assignments with each other. In the presence of the second assignment, Expatriate C was given 
the opportunity to visit the host country in advance, which indicates that the component 
experiential learning, discussed by Brislin et al. (1983) was provided by the company.  
 

Table 17: Design & Methodologies Expatriate C 

 

 

Comparison with literature: Content Implemented? 
Cultural sensitization No 
Specific cultural information No 
Practical knowledge Partially 
Business knowledge  Partially 
Work plan Yes 
Stress management  No 
Typologies associated with content dimension No 
Typologies associated with method No 

Comparison with literature: Design & Methodologies Implemented? 
Fact-oriented training No 
Attribution training No 
Cultural awareness No 
Cognitive behavior modification No 
Experiential learning Partially 
Interaction learning  No 
Language training No 
Shadowing No 
Didactic training Partially 
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Duration & Timing 
Expatriate C was handed a work plan (Bennett et al., 2000) pre-departure on both projects, and 
there was an informal briefing (Brewster, 1995; Graf, 2004) between him and a former 
expatriate before his first assignment. Additionally, a preliminary visit was offered pre-
departure as well (Brislin et al., 1983). Specific cultural information (Brewster, 1995) was not 
given by the company, however Expatriate C received information on religion from his spouse. 
During his first assignment in Singapore, Expatriate C had local support by a long-time 
employee in the host country, which he did not receive on the second assignment in Dubai. In 
Dubai, on the other hand, he had contact with Business Sweden who acted as a support and the 
initial contact was made from the company. These contacts provided practical and business 
knowledge which is discussed in literature by Brewster (1995). Though parts of both pre-
departure and post-arrival training were received, this does not fulfill the criteria for continuous 
training (Bennett et al., 2000). 
 

Table 18: Duration & Timing Expatriate C 

 

5.3 ATTITUDES TOWARD CCT  

Using the conceptual framework, the data collected from the interviewees regarding attitudes 
are analyzed and discussed in this section. According to literature by Azjen and Fishbein (2000) 
attitudes can be displayed through an evaluation of an object along a dimension of good or bad, 
like or dislike etc. In this study, attitudes have been interpreted by identifying adjectives 
describing the diverse components of CCT. These have consequently been converted into a 
scale of positive, negative or neutral, following the dimension explained by Azjen and Fishbein 
(2000). The components not discussed by the participants are marked with non-applicable 
(N/A), and the attitudes are visualized in Table 19 below, and further discussed and explained.  

 

 

 

 

 

 

 

Comparison with literature: Duration & Timing Implemented? 
Pre-departure training Partially 
Post-arrival training Partially 
Continuous training No 
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Table 19: Attitudes Toward CCT 

 

Content 
Words associated with cultural sensitization, specific cultural information, typologies 
associated with content dimension and typologies associated with method were useful and fun, 
words that the researchers categorize as positive. However, these activities were only given 
upon request to one of the expatriates during a one-day session, hence, conclusions cannot be 
drawn that the overall attitudes of these activities are positive. Work plans were given by HR 
to all the expatriates and the interviewees did not comment this further, therefore it is 
categorized as neutral.  
 
Practical knowledge and business knowledge were given through local support to all expatriates 
and words describing these activities were helped, valued, appreciated, great, important and 
extremely vital, of which great, important and vital were reputedly used by several expatriates. 
These words are classified as positive and no negatively classified words were identified 
regarding these activities. 
 
 
 

Content HR-
manager 

Expatriate 
A 

Expatriate 
B 

Expatriate 
C 

General 
attitude 

Cultural sensitization N/A N/A Positive N/A N/A 
Specific cultural information  N/A  N/A Positive N/A N/A 
Practical knowledge N/A Neutral Positive Positive Positive 
Business knowledge N/A Positive Positive Positive Positive 
Work plan Neutral Neutral Neutral Neutral Neutral 
Typologies associated with content 
dimension 

 N/A  N/A Positive N/A N/A 

Typologies associated with method N/A N/A Positive N/A N/A 
Design & Methodologies      
Fact-oriented training  N/A  N/A Positive N/A N/A 
Attribution training  N/A  N/A Positive  N/A N/A 
Cognitive behavior modification  N/A  N/A Positive  N/A N/A 
Experiential learning Neutral  N/A Positive Neutral Neutral 
Shadowing Neutral Positive Positive Positive Positive 
Didactic training Neutral N/A Neutral Neutral Neutral 
Duration & Timing      
Pre-departure  N/A Neutral Positive Negative Mixed 
Post-arrival  N/A Positive Positive Positive Positive 
CCT as a concept Positive Positive Positive Positive Positive 
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Design & Methodologies  
Fact-oriented training, attribution training and cognitive behavior modification were only 
given to one of the expatriates during a one-day session. Resultantly, these activities were 
described with the same words of value as the activities listed in content, again indicating a 
positive attitude. The problem still occurs, since only one expatriate was given these activities, 
no conclusions can be drawn about attitudes on the matter.  
 
Two expatriates received experiential learning through preliminary visits. One describing word 
used by one expatriate was appreciated, which is considered a positive word of value. 
Nevertheless, the other expatriate talks about preliminary visits, however, he did not put any 
words of value to it, therefore it is considered neutral. Since Shadowing involves preparation 
by the expatriate holding responsibility for the host country operations pre-departure, words 
that connect to familiarity have been valued as positive in this case. The words used by the 
expatriates in this context were good, used to and experience. No words of value were used 
describing didactic training, and therefore in cases in which it is applicable, this has been coded 
as neutral. The HR-manager explains activities given by the company without putting value to 
it, consequently attitudes are considered neutral, where applicable.  
 
Duration & Timing 
As for pre-departure training, informal briefings were occasionally used, though none of the 
expatriates use any words of value in discussing it. Further, all expatriates received a work plan, 
however no comments were made on this, thus the general attitudes in the matter was 
considered neutral. Expatriate B received significantly more pre-departure training than his 
colleagues through a one-day session. Again, the session was described with solidly 
encouraging words, and the conclusion can be drawn that his attitude toward pre-departure 
training is positive. Expatriate C expressed that it is hard to prepare for assignments pre-
departure and favors post-arrival training. Therefore, his attitude toward pre-departure training 
is coded as vaguely negative, as the word hard is coded as a negative word of value. Nonetheless 
post-arrival training is coded as positive since this was described as most beneficial by 
Expatriate C. Furthermore, post-arrival training was mainly the local support, which again was 
highly appreciated among all expatriates.  
 
CCT as a concept 
When discussing CCT as a concept, words as help, helpful and success were used, and these 
are all associated with positive attitudes. Though no policy of CCT are implemented by the 
company, there is a desire both from HR and expatriates to implement it in the future.  
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6. FINDINGS, IMPLICATIONS & LIMITATIONS 

This section will provide general findings and conclusions as well as specific findings regarding 
each RQ. Further, limitations of this study are discussed and implications for theory and 
practitioners are presented. Last, implications for future research are given.  

6.1 GENERAL FINDINGS 

The purpose of this study is to gain a deeper understanding of how CCT can be used in SMEs 
and the attitudes toward it. The authors wanted to investigate whether CCT is given in the 
chosen Swedish Multinational SME, especially since CCT in SMEs has been less studied. 
Therefore, the authors were further interested in an investigation of the attitudes of CCT in a 
SME and whether they found it valuable or not.  
 
General findings support literature saying CCT is not usually given in SMEs. The case company 
does not practice any structured CCT policy, but shows an interest in the subject both from HR 
perspective and from individual expatriates. The respondents express a concern that the 
company is too small to include CCT as a policy and recognize that larger enterprises offer it 
to a greater extent. However, one of the expatriates believes he received better support from 
HR than many expatriates working in larger enterprises, even if they had structured CCT. Much 
of the preparation was acquired through individual efforts, mainly concerning cultural 
information, and several expatriates prepared themselves by reading.  
 
Though no CCT policy, the study found that several CCT activities are given by the company, 
in line with the literature. Shadowing, work plans and local support were the activities given to 
all expatriates, of which local support is the activity described with most positive words of 
value. Further, the attitudes toward work plans are neutral and there is a general positive attitude 
toward shadowing. Only one word of value classified as negative is detected, which is regarding 
pre-departure training, though the general attitudes toward this concept are mixed. 
 
Nevertheless, the previous findings that smaller organizations have a higher failure rate on 
expatriate projects, do not correspond with the findings in this case study. This because all 
expatriate projects have been successful and no expatriates have ended their assignments early, 
hence no expatriate failure has occurred. Both HR and expatriates communicate a desire to 
implement a structured CCT policy in the future. The company currently offers an international 
management program, which has resulted in participants showing a stronger confidence and 
willingness to accept assignments abroad. This program is not given to expatriates, however it 
includes some aspects of CCT, such as roleplay, and could work as an inspiration for future 
expatriate preparation. 
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6.2 RQ 1: WHAT ARE THE CCT ACTIVITIES AND HOW CAN THEY BE 
USED IN SMES? 

Four components of a successful CCT have been identified through literature, and these 
includes several activities. This study finds that parts of most components are being used in the 
case company, despite no CCT policy in use. The only component entirely excluded is needs 
assessment which literature found to be important to use in tailoring specific CCT activities. 
Tailored CCT has been found to be more successful, thus conclusions can be drawn that the 
case company lack one key component.  
 
As for content, the company consistently provides work plans, as well as practical and business 
knowledge to some extent. Business knowledge is provided through job descriptions and local 
support, whilst practical knowledge is mainly acquired through local support. One expatriate 
requested and was provided with cultural sensitization, specific cultural information and 
typologies associated with content dimension and method. These parts were covered during a 
one-day session where cultural sensitization and specific cultural information were provided by 
an introduction of cultural aspects. Typologies associated with method were also included in 
the session and acquired by receiving intellectual learning. Typologies associated with method 
were further reached by cultural specific CCT. These were only given to one expatriate by 
request, thus, it is not something that is generally offered.  
 
The literature on CCT discusses several activities within design and methodologies, of which 
some are offered in the case company despite no CCT policy. All expatriates had earlier 
business knowledge, either by working toward that particular market or working with similar 
tasks, therefore shadowing was implemented to all. Didactic training is provided through 
informal briefings with two expatriates and experiential learning is offered by the company 
through preliminary visits to the host country pre-departure. Fact-oriented training, attribution 
training and cognitive behavior modification were given to only one of the expatriates on 
request, nonetheless, it is not something that the company usually offers. These were acquired 
through a one-day session and by discussing the country's code of conduct and legal systems, 
these were partly fulfilled. 
 
As for duration and timing, parts of pre-departure training are given to all expatriates through 
work plans and occasional informal briefings. Additionally, the one-day session given to one 
of the expatriates was arranged pre-departure. Post-arrival training includes business and 
practical knowledge, acquired by local support. These are given to all expatriates, in different 
forms; support from local employees, Business Sweden, the Embassy etc. The company assists 
by suggesting these external supports, however, the expatriates themselves have to initiate 
contact.  
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6.3 RQ 2: WHAT CAN THE ATTITUDES OF CCT BE IN SMES? 

Dimensions of content which all expatriates received, are namely work plans, business and 
practical knowledge. The general attitude of work plans is neutral, as for business and practical 
knowledge a positive attitude could be detective. Conclusions on attitudes toward the additional 
dimensions of content cannot be drawn, since they were only offered to one expatriate.  
 
Experiential learning, didactic training and shadowing as a part of design & methodologies are 
usually offered to the expatriates. The attitudes toward experiential learning and didactic 
training are generally neutral, whereas the general attitudes of shadowing are consistently 
positive. The activities included in pre-departure training provoke mixed attitudes. The 
expatriate who received more pre-departure training through a one-day session express positive 
attitudes toward it, whilst the other expatriates are neutral or slightly negative on the matter. 
Post-arrival training consistently evokes positive attitudes among all expatriates and when 
talking about CCT as a concept, the attitudes from all participants are positive as well.  
 
The expatriate who was given a one-day session covering all components, despite from needs 
assessment, displays positive attitudes for all of it. This indicates that if this were given to all 
expatriates, general attitudes might very well have been positive. However, in this study no 
conclusion on the attitudes of these activities can be drawn. As needs assessment is not given, 
no conclusions on attitudes considering this can be made. In this study, conclusions can be 
drawn that CCT as a concept consistently evokes positive attitudes, even though no CCT policy 
is provided by the company. Finally, there is a desire from all parts for more CCT to be 
implemented.  

6.4 LIMITATIONS 

A limitation for this study is firstly that it treats one case, hence it is not generalizable. Further, 
due to limitations in time and resources, solely four interviews were held, three with expatriates 
and one with the HR-manager. To improve reliability of the study, more participants should be 
included. For the same reasons, the scope of the study is limited, excluding interesting aspects 
to study further. Moreover, since the case company does not have a structured CCT policy, 
many activities recommended by literature are not being offered. Accordingly, conclusions on 
the attitudes concerning these activities cannot be drawn. The researchers are aware that 
personal biases may occur.  

6.5 IMPLICATIONS FOR THEORY 

Previous research around CCT has mainly been focusing on larger enterprises and there is a 
lack of clarity on the role of CCT, particularly in SMEs. By aiming to reach a better 
understanding of CCT, how it can be used and the attitudes toward it in SMEs, this study 
contributes to future research by addressing this gap. Further, most studies on CCT originate 
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from, and treat, countries outside of Sweden. Since there are significant similarities in culture 
among the Nordic countries, this thesis contributes to future studies on CCT applied to Sweden 
and further, the Nordic countries.  
 
The proposition by Rosse (1991, cited in Edmond, 2002, p. 251) that SMEs experience 
expatriate failure more regularly than larger enterprises is not supported by this study. Though 
no official CCT policy in use, expatriates experience good support from the company and there 
has been no expatriate failure in this case. Despite this, there is a general wish to implement 
more CCT activities. Needs assessment, which importance is emphasized by authors like Zahid 
Iqbal and Kahn (2011) and Graf and Mertesacker (2009), is not implemented in the case 
company. This may be, however, because the company does not have a CCT policy and only 
offers some CCT activities. Finally, one of the expatriates participating in this study, describes 
the adjustment process according to the literature on culture shock by Oberg (1960). His 
experiences perfectly correspond with the proposed stages of the adjustment process, which 
indicates that this study supports earlier findings in this aspect.  

6.6 IMPLICATIONS FOR PRACTITIONERS 

An interesting finding is that the company participating in this study provided CCT on request, 
which one of the expatriate received and expresses a positive attitude toward. In that case, the 
expatriate explained what he wanted and the company gave it to him. In a small company the 
communication is more easily accessible and this might be something multinational SMEs can 
take advantage of. By creating an effective small scale needs assessment, where the expatriate 
expresses his or her needs, allow SMEs to effectively see what the expatriate wants. This would 
help keeping the cost for CCT at an acceptable level as well as tailor CCT activities, as 
recommended in previous literature.  
 
One of the expatriates evaluates the support he received from the company as better than larger 
Swedish organizations, even though they had a CCT policy. This may be an important 
implication for other SMEs to acknowledge, to take advantage of the easy communication and 
availability in a small company. The three activities most given by the case company are 
shadowing, didactic training and local support as part of business- and practical knowledge. 
The attitudes on shadowing are positive and this, together with informal briefings as part of 
didactic training, are cheap and valuable alternatives according to Brewster (1995). Both 
methods are used in the case SME and can be something generally suiting SMEs which usually 
have limited assets. Local support is described with the most positive words of value in this 
study, and an implication to SMEs is to take advantage of the resources already existing in the 
company. The expatriates participating in this study are provided local support using local 
employees in the host country. This may be a satisfactory solution, given that the company has 
an existing operation in that country. Notwithstanding, one expatriate highlights the need for 
the local support to have good knowledge in handling expatriates and know what issues they 
may face. The suggestion he came with, that the local support would take part in pre-departure 
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CCT to learn how to assist the expatriate post-arrival, is a further suggestion for practitioners 
to acknowledge. Another suggestion from one of the participants, is for the HR-department to 
hire employees with firsthand intercultural competencies, from own experiences abroad. This 
can be another aspect for SMEs to bear in mind in the recruiting for HR. This is also something 
that would be cost-efficient, since this employee would assist HR generally, but also have 
competencies to work as a mentor for expatriates.  

6.7 IMPLICATIONS FOR FURTHER RESEARCH 

Due to the small scope of this study, together with time and resource limitations, many 
interesting aspects have not been treated. For that reason, suggestions for further research is 
presented below.  
 

v Conduct a complementary study to this, with more respondents. 
v Cross-case analysis study comparing CCT and attitudes toward it in several 

multinational SMEs 
v Cross-case analysis study comparing CCT and attitudes toward it in multinational SMEs 

with larger enterprises 
v Cost efficient CCT in a multinational SME 
v The role of family in the adjustment process in SMEs 
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APPENDIX 1 – INTERVIEW GUIDE (ENGLISH COPY) 

TO EXPATRIATES 

1.    General information about the expatriate. 
2.     We will discuss your latest/current mission abroad. But before we start, do you have any earlier 
experience of traveling/working abroad? Explain.  
3.     Can you explain about your assignment abroad? 

a.    Where were you and how long? 
b.    What was the assignment? 

4.    Tell us about how you were given the assignment?  
5.     How was the overall experience of your assignment abroad? 

a.    How did you feel? 
b.   Culture shock? 
c.    How was the contact with the company? 

6.     Did you receive any pre-operational activities (CCT) before your assignment abroad? 
a.    If yes, tell us about them. 
b.    Timing & duration? (Pre-departure, post arrival, continuous training) 
c.    If yes, what were your experiences of them? Explain 

7.     Are there any kind of pre-operational activities you feel is missing? Explain.  
8.     Would you consider doing another assignment abroad due to your experiences?  

a.    Why/why not? 
9.     Is there anything you would like to add regarding the subject? 

TO HR-MANAGER 

1.     General information about the respondent. 
2.     Tell us about the company in general 
3.     Tell us about the international assignments in the company  

a.    How long have you been working with international assignments? 
b.    Purpose with the international assignments? Explain 
c.    How often/where? How long are the assignments usually? 

4.     Tell us about how you work with expatriates 
a.    How do you choose your representatives?  
b.    How do you prepare your employees for an assignment aboard?  
c.    What kind of training to you offer to expatriate= 
d.    What are the objectives with the training? 
e.    How is the type of training decided? Standardized or individual? 
f.    Timing & duration? (Pre-departure, post arrival, continuous training) 
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5.     Tell us about your overall experience of international assignments 
a. Successful? 
b. Have you experienced employees returning home early? Common reasons? 
c. Have employees expressed a need for cross-cultural training before their assignment 

abroad? 
d. Do you have any experience of people returning home, talking about/having 

experienced a culture shock or any other issues? 
e. Have you received any feedback from employees regarding cross cultural training? 

i.  If yes, explain. Positive/negative?    
6.     Is there anything you would like to add regarding the subject? 

Additional information 
v Before the interview the respondents will be informed about the purpose of the research, 

and how the data will be handled.  
v The respondent will be informed that the interview will be sound-recorded. 
v The respondent will have the option to stay anonymous if favored. 
v The researchers will allow respondents to ask questions to make sure they are well 

informed and comfortable participating in the interview.  
v Researchers promise to share research results with interviewees. 

Topics sent to expatriates* 
Intervjun kommer att behandla följande områden: 

v Allmän information om dig och företaget samt dina utlandsuppdrag 
v Frågor gällande dina internationella uppdrag med fokus på eventuella förberedande 

aktiviteter givna av arbetsgivaren, sk. “cross-cultural training”. 
v Dina intryck av dessa 
v Kulturchock  

Topics sent to HR-representative* 
Intervjun kommer att behandla följande områden: 

v Allmän information om företaget och dess internationella verksamhet 
v Frågor gällande ditt arbete med anställda som varit på utlandsuppdrag 
v Frågor gällande dina erfarenheter och intryck av förberedande aktiviteter sk. “cross 

cultural training”.  
v Frågor gällande dina intryck av anställdas upplevelse som varit på utlandsuppdrag 

*The topics are presented in Swedish since this is the native language of all respondents. 
Interviews will also be held in Swedish. 
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APPENDIX 2 - INTERVJUGUIDE SVENSKA (ORIGINAL) 

TILL ANSTÄLLD SOM DELTAGIT I UTLANDSUPPDRAG 

1.     Generell information om respondenten. 
2.    Vi kommer att prata om ditt senaste utlandsuppdrag. Innan vi börjar, har du tidigare erfarenheter 
av att resa/arbeta utomlands? Berätta.  
3.     Kan du berätta om ditt senaste/nuvarande utlandsuppdrag hos företaget? 

a.    Vart var du och hur länge? 
b.    Vad var uppdraget? 

4.     Berätta om hur du blev tilldelad utlandsuppdraget.  
5.     Berätta om ditt övergripande intryck av ditt utlandsuppdrag 

a.    Hur mådde du/kände du när du var iväg?  
b.    Hur var kontakten med företaget hemifrån? 

6.     Fick du någon förberedande träning/utbildning innan ditt utlandsuppdrag?    
a.    Om ja, berätta om dom. 
b.   Tid & varaktighet? När fick du din träning (Innan du åkte, under tiden eller både 

och?).  
c.    Om ja, vad var dina intryck av dessa? Förklara. 

7.     Är det något du saknar i förberedelsen inför utlands-uppdraget? Utveckla. 
8.   Kan du tänka dig att genomföra ytterligare ett utlandsuppdrag med tanke på din tidigare 
upplevelse?  

a.    Varför/varför inte? 
9.     Är det något du känner att vi har missat som du skulle vilja lägga till? 

TILL HR-CHEF  

1.     Generell information om respondenten. 
2.     Berätta övergripande om företaget 
3.     Berätta om utlandsuppdragen inom företaget 

a.    Hur länge har du arbetat med utlandsuppdrag? 
b.    Förklara vad syftet med utlandsuppdrag är. 
c.    Hur ofta/vart? Hur långa är utlandsuppdragen vanligtvis?  

4.     Berätta om hur ni arbetar med anställda som tilldelas utlandsuppdrag. 
a.    Hur väljer ni representanter?  
b.    Hur förbereds de anställda inför ett utlandsuppdrag? 
c.    Vilken typ av träning ges? 
d.    Vad är målen med träningen/förberedelsen?  
e.    Hur bestäms typ av träning. Är den standardiserad eller individuell? 
f.     Tid & varaktighet? När ges träning normalt (Innan uppdraget, under tiden eller både 

och?).  
g.    Hur är kontakten med anställda under utlandsvistelsen?  
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5.     Berätta om dina upplevelser/intryck av utlandsuppdragen på företaget  
a. Framgångsrika/lyckade? 
b. Har du upplevt anställda som har avbrutit sitt uppdrag och kommit hem tidigare? 

Vanliga anledningar?  
c. Har anställda uttryck ett behov av förberedande träning (cross-cultural training) 

innan deras utlandsuppdrag?  
d. Har du någon erfarenhet av anställda som kommit tillbaka från ett utlandsuppdrag 

och pratat om att de har upplevt en kulturchock eller andra problem under sin 
vistelse?  

e. Har du fått någon feedback från anställda angående förberedande aktiviteter (cross-
cultural training)? Om ja, förklara. Positivt/negativt?    

6.     Är det något du känner att vi har missat som du skulle vilja lägga till? 
 

Ytterligare information 

v Innan intervjun kommer respondenterna att bli informerade om syftet av 
undersökningen och hur data kommer att behandlas. 

v Respondenten kommer att bli informerad om att intervjun kommer att spelas in. 
v Respondenten kommer att ha möjlighet att vara anonym om så önskas.  
v Forskarna kommer att tillåta respondenterna att fråga frågor för att se till att de är väl 

informerade och bekväma i att delta i intervjun.  
v Forskarna lovar att dela forskningsresultat med respondenterna.  

 


