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When I hear the word ‘culture’,

I reach for my gun!

 Herman Goering

 





                                                                                             Introduction and Problem Definition 

Author’s Personal Experiences while Living in the Netherlands 
 
I first came to Holland in September 1997 to complete my Master’s degree. 
I did not do much in the way of preparations to adapt to the living in the 
Netherlands thinking that I would not face problems. In fact, I never 
thought much about adapting   to a country that is different from my own. 
At that time, I had only one thing in my mind: to study and complete my 
degree. Goodness, was I wrong!    
  
 Prior to the move, I did not know much about the Netherlands. The 
image I had of the country was one filled with beautiful and colourful 
tulips, yellow wooden clogs, charming windmills, endless dikes, and 
mounds of cheese.   I remember very well the first day that I stepped foot in 
the Netherlands.  It was on a Sunday afternoon, and from Schiphol Airport, 
I took a two-and-half-hour train journey to Groningen after a 14-hour non-
stop flight from Kuala Lumpur. Nobody was waiting for me, either at 
Schiphol or Groningen Central Station. Nobody told me that almost 
everything is closed on Sundays in Groningen, even the Guest House where 
I had made a reservation to stay for three nights. To think about it, I 
believe that was my first culture shock in the Netherlands! The taxi driver 
left me at the Guest House and there was a note at the door saying that 
newly arrived guests would have to call a security guard in order to get in. 
I left my two big suitcases unattended in front of the Guest House and tried 
to locate a telephone booth. Unfortunately, the only telephone booths 
available were card-operated. I asked at least five people who passed by if 
I could use their telephone cards. Strangely, nobody had a telephone card 
and one person told me to buy one at the Post Office, which is of course, 
also closed on Sundays. I was tired, hungry, and angry and at the same 
time I was worried about the luggage that I left in front of the Guest House!  
I just walked down the street until I saw a cafe and asked a kind young lady 
whether I could use the telephone in the cafe. Luckily, after leaving my 
luggage for 45 minutes unattended, they were still there. After the check-in, 
I was exhausted and took the longest nap in my life. 
 

 I woke up the next morning and hurried to the university, registered, 
and followed a class right away. Jet-legged, I spent the whole afternoon in 
bed and woke up at 6:30 pm just to find out that all the shops were already 
closed! Loneliness hit me right away and I felt trapped in my hotel room.   
Not knowing anyone in the city and how to move about in Groningen, I 
spent the whole night watching TV and eating the instant noodles that I 
brought from Malaysia.  
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In the following days and months, I started making friends at the 
university as well as at the hostel where I stayed. I was busy with 
assignments, books, and exams and I believe that I did not do much in 
order to adapt myself to the Netherlands as I spent a lot of time in the 
hostel room and also in the computer room studying and completing 
assignments. At the end of September the following year, I finished my 
Master’s degree and returned to Malaysia. 

 
(Continued in Chapter 9) 
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Chapter 1 
 

Introduction and Problem Definition 
 
 
 
 
 
 
1.0 Introduction  
 
1.1  Expatriation 
  
1.2  Involvement of the expatriate family members and 

the international company during the expatriation 
period 

 
1.3  Main questions of the present thesis 
 
1.4  The practical significance of the present thesis 
 
1.5  Thesis outline 
  
 
 
 
 
 
 
 
 
 
 
This chapter serves as an introduction to the topic of the present thesis. It 
starts with a few scenarios of expatriate spouse’s and children’s 
experiences while staying in the host country. Next, the factors that 
contribute to the success and failure of international business assignment 
are discussed. In addition, involvement of both expatriate family members 
and international company in the international business assignments are 
explained. The practical significance of this thesis and its purpose 
together with the outline conclude this chapter.  
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1.0 Introduction 
   
Imagine that your partner comes home one night and tells you that he or 
she has been offered a posting by his/her company to the other end of the 
world. How would you feel?  Would you be happy because your partner 
is advancing his/her career or would you become extremely worried 
about how difficult your life and your children’s will be in a foreign 
country? The four scenarios below illustrate the experiences of expatriate 
spouses and children   during their stay in a host country. Moreover, the 
four scenarios clearly depict how the situation in an expatriate family may 
affect the expatriate’s work performance in a host country. The stories 
seem to be extreme examples but it is important to realize that they are 
true-life accounts.  
 
Scenario 1 
Two days after arriving at my post, I crumpled to the floor of my living 
room, screaming and crying to my husband that I couldn't do it.  I just 
couldn't do it.  He insisted that I calm down and get off the floor, that I 
pull myself together.  After all, he said, the electrician, a man who would 
be taking care of us for the next two years, was waiting outside our 
house.  Waiting to come in and fix some of the many problems we had 
found with our house in our first hours there.  And it wouldn't do for him 
to find me in that state.  I didn't care.  Really.  The problem wasn't the 
electricity, or the house, or jet leg.  The problem wasn't my son, although 
when he asked for a glass of milk at dinner, I ran to bed, curled up in a 
fetal position, and cried.  It wasn't the lack of a social group, though the 
expatriate community had deserted post last summer.  It wasn't the move 
to a hot, dirty, dusty, unwelcoming, uncomforting, high-risk, and high-
differential post at the end of the world. 
 
 None of this mattered, and it all mattered terribly, as I fell into a 
deep depression within days of our arrival at our fourth overseas post.   
 
 In retrospect, I should have seen it coming.  For months, when I 
had announced our posting to friends, they had asked me how I felt about 
it.  I was okay with it; it was what my husband needed at this point in his 
career. Why would they ask such a question?  I can only guess that my 
whole manner showed an unwillingness to move.   Then I delayed getting 
ready for the pack-out and ended up shipping things that I could never 
use at post (ice skates in the tropics?) and storing things that I needed.  I 
never did get my airfreight properly sorted, and I was shoving things at 
the packer as he was taping all the boxes shut. 
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 I knew something was wrong before we boarded the plane, because 
I went out and bought two bottles of St. John’s Wort, having read that it 
could help with mild depression.  I knew I wasn’t eating properly (I lost 
10 pounds in a couple of weeks) and that I was anxious.  But I was 
convinced it was the normal stress of moving and that I just kept going 
and got us to post  to our new home everything would be fine.  I 
could relax then, and everything would be fine.  But it wasn’t. Within 
days, I changed from Superwoman, capable of moving a family half way 
around the world without losing any luggage, into a person I did not 
know.  A person who couldn’t eat; who slept, yet never felt rested; who 
couldn’t stop crying; who couldn’t function well enough to take care of 
herself, much less the school-aged children who were her responsibility 
while her husband was off at work.  Setting up a household, hiring help, 
learning how to get around I had done it all before, but now, it might 
as well have been Mount Everest. 
 
 It was painful.  It was scary. I knew something was very wrong and 
when I got the courage to talk to my husband about it, he admitted that he 
also knew.  “This isn’t me!” I said.  We didn’t know what to do about it, 
but I couldn’t continue the way I was.  To make things worse, I had no 
place to go.  We had sold our house, our car, everything, in preparation 
for this tour. Finally, I knew that my husband would be deeply hurt if this, 
his career-enhancing assignment, was ruined because I couldn't handle 
it. It was hard for him to understand that I couldn’t control what was 
happening.  It was equally hard for me to understand. Later, I realized 
that behavior had caused stress and tension to my husband and he 
carried that to his work place.  He couldn’t concentrate and couldn’t give 
his maximum productivity to his job.  I pitied him.  But it was too much 
though, and we agreed that even with the risk of curtailment, I had to 
make a call to the Regional Psychiatrist appointed by my husband’s 
company. 
 
 “I need help!” were among my first, tearful words to the Regional 
Psychiatrist.  He talked to me.  He figured out what was wrong and 
prescribed drugs for me, drugs we’ve all heard of, but never thought of 
taking, and helped me get the drugs.  We did not have to curtail. 
 
 Before I became depressed, I had only known one friend who was 
depressed.  Later, I admitted my depression to her and two other friends.  
They were also treated for depression.  Two were going through divorces 
and one had recently given birth, but all were as hurt and scared as I 
was.  We shared our daily struggles, counseled one another when we felt 
down, and gave each other space when we needed it.  One of the hardest 
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parts of depression for me was feeling so alone.  But in fact, I found that I 
was not alone, even when setbacks made me pull inside again.  
Depression is still not socially acceptable.  My depressed friends asked 
me not to tell mutual friends and I also fear that some might think less of 
me if they knew.  Yet, I believe that persons around me must know; how 
could they ignore my mercurial moods of the last months?   
 
 Eight months have passed since I broke down.  Many changes have 
happened since then:  an evacuation, a return to post.  I am still taking 
medication, more of it actually than I took in the first weeks after my 
diagnosis (that evacuation compounded the problem).  And I expect to be 
taking medication for a good number of months more before we would 
consider lowering my dosages.  I hope someday to be completely myself 
again.   Most days now, I am happy and cheerful.  I can talk and laugh 
like I used to.  But I am still somewhat crippled.  I must limit my outlook 
to the immediate future, or I get too anxious.  I find myself able to enjoy 
time with my children, something I couldn’t do for months because the 
smallest request from them would make me angry. 
 

Had you asked me a year ago what the future would hold, this 
prolonged period of depression would not have been among the 
possibilities.  Now I am not thinking so far in advance, but I am hoping 
that each day will be better than the one before.  Some days are still hard.  
I wrote this to share my experience, as therapy, to help others and 
perhaps myself. 
 
An excerpt and adaptation from Anonymous (1999).    
 
 

Scenario 1 draws our attention to the experiences of an expatriate 
spouse who faced extreme difficulties with the relocation and transition 
process in a host country.  Going abroad and living there for a certain 
period of time is a stressful experience.  An expatriate spouse, either male 
or female, has to undergo major changes in life as a consequence of the 
relocation. The expatriate spouse, being unable to adapt, adjust, and cope 
with the life in the new place will feel depressed and disappointed. 
Expatriate children may also face difficulties in adjusting their lives in the 
host country.  They are already facing important life changes while 
growing up and the adjustment to a host country will place an extra 
burden on them. What this burden leads to can be described in both 
scenario 2 and 3 below. 
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Scenario 2 
The Michael Fay caning incident in Singapore in 1994.  The boy was 
attending the American School in Singapore, pleaded guilty to spray 
painting cars and possessing stolen street signs.  He was fined $2,200 
and sentenced to 4 months in prison, plus 6 strokes on his bare buttock 
with a four-foot, half-inch-thick rattan cane.  His father was CEO of an 
automotive supply company in Ohio and the boy was accompanying his 
mother and stepfather an executive working for a US multinational 
company in Singapore.  Fay's indiscretion caused not just mere 
humiliation, it created an international incident.  Obviously, the family 
had to face the media, was subjected to public scrutiny, incurred legal 
costs and had to endure the agony of their son's incarceration in a 
Singapore jail. Certainly no company wants to be associated with such a 
fiasco. 
 
Scenario 3 
One teenage boy in Hong Kong attended a party where his father was 
entertaining major clients, the group was congratulating each other on 
the fine job they'd recently completed and what a good attorney the father 
was when the boy screamed,  “You may think he is a good person, but 
he’s not.  He’s terrible and he’s ruining our family.”  The effect:  major 
loss of the credibility for the father and complete embarrassment for the 
law firm.   
 
Both scenarios 2 and 3 are excerpts from Solomon (1996).   
 

If expatriate spouses and children are facing adjustment problems 
in a host country, this will undoubtedly affect the expatriates themselves. 
Scenario 4 gives us a good illustration.  

  
 
Scenario 4 
A major U.S. food manufacturer was seeking someone from corporate 
staff to head its Japanese marketing division.  Mr. X was selected because 
he was clearly one of the company's bright young talents; he had also 
demonstrated superior marketing skills in the home office.  Those making 
the appointment did not assess his ability to relate to working with 
Japanese because it was assumed that a good manager in the United 
States would be a good manager abroad.  Prior to his 18-month 
assignment, Mr. X was given some literature pertaining to Japan's 
geography, climate, banking and educational institutions and was asked 
to share these material with his family. 
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 However, during the initial 6 months in Japan, Mr. X was unable 
to devote much time to company activities because he was preoccupied 
with problems he and his family were having in adapting to the new 
environmental setting.  His wife kept on asking him when they were going 
home since they were not enjoying themselves there.  The result:  in the 
course of Mr. X's 18-month assignment to Japan, his company lost 98% 
of its existing market share to a major European competitor, not to 
mention how much money the company had spent on him and his family 
to move to Japan and relocate to the U.S. 
 
An excerpt and adaptation from Tung (1987). 
 
  

Scenario 4 shows that problems at home and feelings of guilt about 
the burden of their decision on the family relocation may affect the 
expatriates’ work negatively and may even make them to decide to return 
home earlier.  This situation not only has a negative impact on the 
expatriate and his/her family members but also on the company that often 
has invested a large amount of money in the assignment.  
 

The four scenarios above literally show the importance of the roles 
of expatriate spouses and children in the expatriates’ ability to carry out 
the international business assignments successfully.  Therefore, it seems 
important to get insight into the lives of expatriate spouses and children 
and to study factors that may contribute to their adaptation. The present 
research is an inquiry into the determinants of expatriate spouses’ and 
children’s inter-cultural adaptation and at the same time a study of the 
relationship between expatriates’ work life in a host country and 
expatriate spouses’ and children’s intercultural adaptation.   We would 
argue that there are many determinants that contribute to expatriate 
spouses’ and children’s intercultural adaptation and the main objective of 
the present thesis is to uncover a few of them. 
 
 
1.1 Expatriation 
 
Expatriate in Latin means out of the fatherland/mother country (ex + 
patria) while modern dictionaries give a few definitions of an 
“expatriate”. According to the Longman Dictionary of Contemporary 
English (1978), an expatriate is “a person living in a foreign country”.  
Meanwhile, according to the English-Reader’s Dictionary (1979) an 
expatriate is “a person living away from his own country”. 
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Scholars also have tried to give definitions of the concept.  For 

example, Adler (1991) defined an expatriate as an employee who is sent 
by the company to live and work in a foreign country.  In his book, 
Modern Management  (1997, p. 88), Certo defined expatriates as 
“organization members who live and work in a country where they do not 
have citizenship”. An expatriate assignment has been defined as “a job 
transfer that takes the employee to a workplace that is outside the country 
in which he or she is a citizen.  Expatriate assignments are longer in 
duration than other types of international assignments (e.g. business 
trips), and require the employee to move his or her entire household to the 
foreign location.  Thus, in an expatriate assignment, the employee’s home 
base of business operations is in the foreign country.” (The Blackwell 
Encyclopedia of Management, 1997, p.  109). 
 

In the present thesis, we follow the definition of an expatriate given 
by The Blackwell Encyclopedia Management (1997) above.   In the 
context of this thesis, we will focus on expatriate spouses (both males and 
females) and children who join the expatriates to live in the host country. 

 
 

1.1.1 Motives of expatriation 
 
Multinational Corporations (MNCs) send expatriates to carry out 
international business assignments for several reasons. Black and 
Gregersen  (1999), and Halcrow (1999) have listed a number of reasons: 
• To open new markets 
• To facilitate a merger or acquisition 
• To set up new technologies and systems 
• To enlarge market share and fight competitors from getting market 

share 
• To develop long term business view in the foreign countries 
• To transfer knowledge to local professionals and to learn from them 

too 
• To generate innovative ideas  
• To develop global leadership skills/leaders. 
 

Over the years, the number of expatriates has increased.  A clear 
example is Shell International whose main headquarters is in The Haque, 
the Netherlands, which has the highest number of expatriates in the 
world.  The number of expatriates rose from 5508 in May 1997 
(Destinations, 1997) to 5700 in July 1998. The Global Relocation Trends 
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Survey by Windham International and National Foreign Trade Council in 
1994 reported that the number of American expatriates sent all over the 
world was increasing (Flynn, 1995). The average number of expatriates 
all over the world rose 30% in 1994 and China was the country that 
showed the highest five-year increase (1360%).  As more companies 
expand globally and more international business assignments are 
involved, more and more expatriates will be sent all over the world. 
 

There are a lot of obstacles to deal with when a company goes 
international, such as political system, economic situation and labor laws.  
Besides dealing with a whole array of differences, the company has to 
choose reliable people who possess crucial company knowledge as well 
as the skills to carry out the company's international business 
assignments. Usually, in the selection of expatriates, strong emphasis is 
placed on job skills and experiences needed to perform the technical 
aspects of the job. An issue that is often overlooked is whether the 
expatriates who are sent to the new locations are capable of adjusting to 
the context of a different cultural environment. And even less attention is 
paid to other aspects such as the well-being of their families. 
 

International business assignments are important to the success of 
the MNCs because they help to build the level of global competence and 
global integration within the organization (Caligiuri, Hyland and Joshi, 
1998). However, expatriate failure rates are high. In the following 
paragraphs we will discuss reasons for expatriate failure. Subsequently, 
we will discuss criteria for successful fulfillment of an overseas 
assignment. 
 
1.1.2  The success and failure of the expatriate international business 
assignment 
 
1.1.2.1  Expatriate failure 
 
A recent study by Black and Gregersen (1999) showed that 10% to 20% 
of all U.S. managers sent abroad returned early because of job 
dissatisfaction or difficulties in adjusting to a foreign country.  Of those 
who did complete the assignment, nearly one-third did not perform up to 
the expectations of their superiors.  A study performed in the United 
Kingdom by Forster (1997) revealed that an average of 8% of expatriate 
employees return home before the agreed end of the assignment.  When 
the definition of expatriate failure was broadened to include the negative 
effects, stresses, and strains of an international assignment on expatriates 
and their families, failure rate raised up to 28%  an alarmingly high 
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failure rate of the international business assignments that the MNCs 
should be aware of. Such failures often constitute a heavy personal blow 
to the expatriates’ self-esteem and ego.  The “failed” expatriates may take 
some time before they regain confidence in their own abilities.  The 
unsettling experience for the person’s family, both emotionally and 
physically, represents yet another consequence (Tung, 1987). 
 

There is no need to argue that failure of international business 
assignments has negative financial consequences. It is estimated that the 
direct shipping costs alone can exceed US$ 100,000 for a failed 
assignment (Black, Gregersen and Mendenhall, 1992, p. 11).   A study by 
Black and Gregersen (1992) revealed that the total cost to multinational 
corporations (MNCs) of premature returns is approximately US$ 2 billion 
per year. These costs are the direct costs.  The indirect costs could be 
equally damaging to both companies and individuals.  Failed international 
business assignments may vary in degree (Shaffer and Harrison, 1998).  
Expatriates who remain on the assignment but psychologically withdraw 
may also incur indirect losses for their companies, including reduced 
productivity, market share and competitive position, as well as distorted 
staff, customer and supplier relations and discredited corporate image and 
reputation (Black, Gregersen, and Mendenhall, 1992).  Naumann (1992) 
argued that the indirect costs of a failed international business assignment 
may include reduced productivity and efficiencies, lost sales, market 
share and competitive position, an unstable corporate image and damage 
to international networks.  Tung (1988) added that withdrawal from 
international assignments can also be costly for expatriates and their 
families, in terms of diminished self-esteem, impaired relationships, and 
interrupted careers. Because of the undesirable financial and 
psychological costs associated with high failure rates of expatriate 
assignments, it is important to examine the factors associated with 
successful expatriation. 
 

What causes these high failure rates? Personality attributes such as 
the inability to deal with stressful situations, lack of right attitudes and 
skills to communicate with people from different cultures, and the 
inadaptability of the family to the new environment are frequently cited 
as reasons that cause an expatriate manager to return prematurely from 
the international business assignment (Mendenhall, Dunbar, and Oddou, 
1987; Black,  Gregersen, and Mendenhall,  1992). 
 

Tung (1987) identifies seven reasons for expatriate failure. Note 
that two of these reasons are clearly family-related.  Table 1.1 illustrates 
the reasons in descending order of importance. 
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Table 1.1 
Reasons for an expatriate’s failure 
 
Number Reasons 
1 Inability of the manager’s spouse to adjust to a different 

physical or cultural environment 
 

2 The manager’s inability to adapt to a different physical or 
cultural environment 
 

3 Other family-related problems 
 

4 The manager’s personality or emotional immaturity 
 

5 The manager’s inability to cope with the responsibilities 
posed by overseas work 
 

6 The manager’s lack of technical competence 
 

7 The manager’s lack of motivation to work overseas. 
 

Source: Tung (1987) 
 
1.1.2.2 Expatriate success 
 
Kelly and Ruben  (1983) have defined a successful expatriate as a person 
who has the ability to live and work effectively in an overseas 
environment. Scholars have devised different ways to evaluate an 
individual’s success in an expatriate assignment.  The three most 
common indicators used to evaluate success are (see for example 
Caligiuri, 1996): 
• The completion of the foreign assignment 
• Cross-cultural adjustment  
• Actual performance on the foreign assignment 
 

Examining the above indicators, it seems clear that successful 
fulfillment of the international business assignments requires not only 
managerial and technical skills but also effective adjustment to the new 
cultural environment. Companies tend to regard managerial talent and 
technical expertise as the most important criteria when choosing 
expatriate candidates to carry out the international business assignment.  
Not much attention is devoted to traits and abilities associated with 
successful cultural adjustment (Tung, 1988).  In a study by Black and 
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Gregersen (1999), it was found that, in general, MNCs emphasize the 
following characteristics in their expatriates: 

 
• Drive to communicate 
• Broad-based sociability 
• Cultural flexibility 
• Cosmopolitan orientation  
• A collaborative negotiation style. 
 

According to Black and Gregersen  (1999), companies that manage 
their expatriates successfully tend to focus on creating knowledge and 
developing global leadership skills and to ensure that candidates have 
cross-cultural skills to match their technical abilities. Interestingly, the 
Global Relocation Trends Survey by Windham International and National 
Foreign Trade Council in 1994 revealed that with respect to the criteria 
that are most valued in an expatriate in a global management position, 
professional skills ranked in importance after flexibility and having an 
international perspective. Flynn (1995) interviewed 72 Human Resource 
Managers of multinational companies who were responsible for selecting 
candidates for international business assignments and identified a number 
of key criteria for a successful expatriate (see Table 1.2). 
 
Table 1.2 
Key criteria for a successful expatriate  
 
Key criteria for a successful expatriate  Percentage 
1.  Cross-cultural adaptability  35% 
2.  Job, technical, and management skills  22.2% 
3.  Family stability and adaptability  16.2% 
4.  Good job/role planning and support  5.4% 
5.  Assignee enthusiasm  3.1% 
6.  Social and interpersonal skills  3.1% 
7.  Adequacy of compensation package  1.8% 
8.  Language skills  1.8% 
9.  Assignee spirit of adventure and willingness to take 
risks  

1.8% 

10.  Communication skills  1.2% 
 
Source:  Flynn (1995) 
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Seven of these criteria have to do with the expatriates themselves: 
cross-cultural adaptability; job, technical and management skills; assignee 
enthusiasm; social and interpersonal skills; language skills; assignee spirit 
of adventure and willingness to take risks, and communication skills.   

 
 

1.2 Involvement of expatriate spouses and children during the 
expatriation period 

 
1.2.1 Expatriate spouses’ and children’s involvement  
 
The previous paragraphs showed that some of the reasons for expatriate 
failure and the criteria for success are family-related, which demonstrates 
that expatriate family members’ adaptation in the host country is of 
critical importance (Flynn, 1995; Tung, 1987). Other studies have also 
stressed the importance of cross-cultural adjustment of the expatriate’s 
family members to successful completion of the expatriate assignment 
(e.g., Yurkiewics and Rozen, 1995; A. Rahim, 1993). Fukuda and Chu 
(1994) revealed that family-related problems are regarded by Japanese 
and American firms as a very important contributing factor of an 
expatriate’s failure.  Punnet (1997) also reported cases of husbands of 
transferred women executives who found living in the host country so 
stressful that it led to the break-up of their marriages.  An overseas 
assignment is a change that requires the expatriate and the family 
members to restructure, develop, and adapt to the new and different 
environment in a host country.  Although several authors stressed the 
importance of family factors for overseas success, there is little research 
on family issues that are related to expatriates’ success or failure. The 
assumption of the present research is that the success of the international 
business assignment is not only a function of the expatriate himself or 
herself but also a function of the trailing expatriate spouse and children. 
The success of the assignment is determined by the adaptation of the 
expatriate to the new living conditions, which, in turn, largely depends on 
the adaptation of expatriate spouses and children to an unfamiliar lifestyle 
in a foreign country  (De Leon and McPartlin, 1995).  

 
 
In many ways, the cross-cultural adjustment of expatriate spouse 

and children is more difficult than the adjustment that an expatriate faces 
(Naumann, 1992).  The expatriate has to change his physical location, yet 
stays within the stability of the familiar organizational culture, which 
largely reflects the home country.  The expatriate finds continuity in his 
work life, as well as a network of colleagues for support.  For a large part 
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of the day, during most of week, the expatriate does not come into direct 
contact with the host culture (Harvey, 1985).  The expatriate spouse and 
children, on the other hand, have no access to organizational continuity, 
mainly experiencing disruption of their personal lives.  Furthermore, they 
get very little help in coping with the daily demands of unfamiliar 
circumstances (De Leon and Mc Partlin, 1995).  

 
Distress among expatriate spouses and children in a host country 

may affect the well-being of expatriates in a negative way, and this may 
in turn have a negative impact on their work outcomes  (Solomon, 1996).  
Since about 80% of the international expatriates around the world are 
married and more than 70% have children with them during the 
assignments (Black,  Gregersen, and Wethli,  1990), it is important that 
strategic international human resource management systems take the 
family factor into account (Oddou and Mendenhall, 1991). Therefore, it is 
relevant to conduct empirical studies on factors that influence effective 
adjustment among expatriate family members. 
 
1.2.2 The international company’s involvement in expatriation  
 
The policy of the international company that sends the expatriate to a host 
country also may affect the expatriate’s success in performing their 
international business assignments. In their study, Guzzo, Noonan, and 
Elron (1994) asked expatriates to rate 43 company practices in terms of 
how much support was provided to them and their family members. The 
43 company practices included financial inducements such as tax 
equalization, currency protection and completion bonus; general support 
such as home leave, club membership and use of company-owned 
vacation facilities; and family-oriented support such as language courses, 
assistance in locating schools for children and assistance in locating 
employment for the spouses.  The authors used scores on a 5-point scale 
to reflect how much assistance the company provided.  The results 
(median) were: financial support (2.76), general support (2.3), and family 
support (1.69), which showed that companies gave less assistance to 
expatriate spouses and children. 
 

Some companies do engage in serious efforts to make foreign 
assignments beneficial for both the employees and the organization.  
Such companies consign the responsibility of expatriate selection, 
training, and support to the human resource department (Black and 
Gregersen, 1999).  However, the selection is sometimes performed 
without considering the ability of the expatriate candidates and their 
families to adapt and adjust and function effectively in a new cultural 
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environment (Black, Gregersen, and Mendenhall, 1992, p. 55). The 
Human Resource Department role is not only limited to selecting the 
expatriate candidates but also providing cross-cultural training, as well as 
the administration of psychological tests for expatriates and their family 
members (Mendenhall, Dunbar, and Oddou, 1987).   
 

 MNCs that are aware of the importance of the expatriate spouses 
would never leave this group unattended while setting up and updating 
their international human resource policies. Realizing that the adjustment 
of the trailing spouses is as important as the expatriates themselves, most 
of the MNCs try to do their best to assist them.  One interesting study that 
should be noted is that by De Cieri, Dowling, and Taylor (1991).  They 
found that the most important positive predictor of psychological 
adjustment of the expatriate spouses is company assistance.  
Unfortunately, they are not very specific about the nature and amount of 
support that is needed by the expatriate spouses in order for them to 
adjust and adapt to the different and new situations in the host country. 
 
 
1.3 Main Questions of the Present Thesis 
 
The present thesis deals with the inter-cultural adaptation and adjustment 
of expatriate spouses and children within the expatriation period.  In order 
to find out the determinants of the intercultural adaptation and adjustment 
of expatriate spouses and children, a few main questions are to be 
answered: 
• How do personality characteristics of expatriate spouses and children 

contribute to their intercultural adaptation in the host country? 
• What are the impact of expatriate family characteristics on the 

intercultural adaptation and adjustment of expatriate spouses and 
children? 

• How do attachment styles of expatriate children contribute to their 
intercultural adaptation in the host country? 

• To what extent does the intercultural adaptation of expatriate spouses 
and children relate to the expatriates’ work characteristics? 

• How do other significant factors (examples, duration of expatriation, 
command of local language, a visit to the host country prior the 
relocation, and etc.) contribute to expatriate spouses’ and children’s 
intercultural adaptation?  

 
Table 1.3 illustrates in depth the main questions posed by the present 
thesis. 
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Table 1.3 
Main questions of the present thesis 
 

Main questions Sources to answer 
the question  

• What is the relationship between personality 
characteristics and intercultural adaptation of 
expatriate spouses and children in a host 
country? The personality characteristics that we 
will discuss in the present thesis are cultural 
empathy, open-mindedness, social initiative, 
emotional stability,  and flexibility. 

 

 
Literature review 
and empirical study 

• What is the relationship between family 
characteristics (cohesion, adaptability, and 
communication) and intercultural adaptation 
among expatriate spouses and children in a host 
country? 

 

Literature review 
and empirical study 

• How do attachment styles of expatriate children 
contribute to their intercultural adaptation in the 
host country? The attachment styles that we will 
discuss in the present thesis are Secure 
Attachment Style, Dismissive-avoidant 
Attachment Style, Preoccupied Attachment 
Style, and Fearful-avoidant Attachment Style. 

 

Literature review 
and empirical study 

• What are the relationships between expatriates’ 
work characteristics (in terms of support from 
the company and expatriates’ work satisfaction) 
and inter-cultural adaptation of expatriate 
spouses and children?  

 

Literature review 
and empirical study 

• How do other significant factors (examples, 
duration of expatriation, command of local 
language, a visit to the host country prior the 
relocation, and etc.) contribute to expatriate 
spouses’ and children’s intercultural adaptation? 

 

Literature review 
and empirical study 
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1.4 The practical significance of the present thesis 
 
The present study will integrate family, culture adaptation, and 
management perspectives at the same time. The findings from the present 
research may benefit international companies that send staff and their 
family members to a foreign posting, present and future expatriates, 
expatriate spouses and children, and last but not least the academic world. 
 

The results of this study will provide ideas and practical 
suggestions, which international companies can implement to improve 
their expatriation programs and policies.  It is not only the expatriates’ 
adaptation and adjustment that are important to the success of 
international business assignments but also the inter-cultural adaptation 
and adjustment of expatriate spouses and children.  In order to prevent the 
failure of the international business assignments, the multinational 
companies may pay adequate attention to the issues of the expatriate 
family members. We also hope that present and future expatriates will 
make use of the results of the present thesis for a better understanding 
about the process that their spouses and children go through while 
adapting and adjusting to a host country.  In addition, we hope that the 
results of the present research will benefit present and future expatriate 
spouses and children.  The results of the present study identify the 
personality characteristics, which place expatriate spouses and children at 
risk, i.e., those who need extra support and attention during the transition 
stage. Moreover, at the family level, interventions may be based on those 
family characteristics that contribute to intercultural adaptation in the host 
country. 

 
In addition, the present research aims at filling gaps in the body of 

literature concerning the issue of the inter-cultural adaptation and 
adjustment of expatriate spouses and children.  Scientific literature on 
expatriate spouses and children is scarce and often based on indirect 
feedback obtained from the expatriates or from the companies, an 
approach that could create bias in the end results.   Expatriate spouses, 
expatriate children, and expatriates themselves were directly and actively 
involved as informants and respondents to the present study so as to 
reduce bias in the information-gathering process about their intercultural 
adaptation in a host country.  
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To summarize this chapter, Table 1.4 recapitulates the key terms of this 
chapter. 
 

Table 1.4  
 Key concepts of Chapter 1 
 

Key concept 
 

Explanation 

International business 
assignment 

One in which the company sends an employee 
for an assignment to a foreign country for a 
certain period of time.* 
 

Expatriate An employee who is sent by the company to 
live and work in a foreign country.* 
 

Expatriate spouse or 
trailing expatriate 
spouse 

The partner of the expatriate who is following 
his/her other partner/spouse for the 
international business assignment. 
 

Expatriate children or 
trailing expatriate 
children 

The children of the expatriate who are 
following their parent/parents for the 
international business assignment. 
 

Host country The country that the expatriate and his/her 
family are sent to.*  
The country in which a foreigner resides.**  
 

Home country The expatriate and his/her family’s country of 
citizenship.* 
 

Note: 
*derived from Adler, N.  (1991) 
**based on National Network of Foreign Spouses  Taiwan 2001,       
http://www.tainan.com/nnfs/  

 
 
1.5 Thesis Outline  
 
The present thesis is organized as follows:   

• In chapter two, we discuss the importance of expatriate spouses 
and children to the success of international business assignment. 
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• Chapter three deals with the adaptation process among expatriate 
spouses and children. 

 
• In chapter four, we present the theoretical model and hypotheses of 

the present thesis. 
 

• Chapter five deals with the empirical results and discussion of the 
study on the determinants of intercultural adaptation among 
expatriate spouses and a discussion on the longitudinal study on 
expatriate spouses’ intercultural adaptation. 

 
• Chapter six discuss the relationships between expatriate spouses’ 

intercultural adaptation and Hofstede’s four cultural dimensions. 
 

• In chapter seven, the results of the study of Work-Home 
Interference and Home-Work Interference of both expatriates and 
their spouses on expatriate spouses’ intercultural adaptation are 
presented. 

 
• Chapter eight deals with the empirical results and discussion of the 

study on the determinants of intercultural adaptation among 
expatriate children. 

 
• Finally chapter nine presents the summary, conclusions, and 

recommendation of the present study. 
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Chapter 2 
 

The Importance of Expatriate Spouses’ and Children’s 
Intercultural Adaptation to the Success of the International 

Business Assignment 
 
 
 
 
2.1 Theories of expatriate adjustment  
 
2.2 Major findings in the expatriate field that are related to 

expatriate spouses and children 
2.2.1 Relation between family adaptation and expatriate’s  

success/failure 
2.2.2 Relation between family adaptation and expatriate 

adaptation  
 
2.3 Concluding remarks 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The major part of this chapter addresses studies that demonstrate the 
importance of effective adjustment of expatriate spouses and children to the 
success of international business assignments. The chapter starts with a 
discussion of the major theories on expatriate adjustment that include the 
adaptation of expatriate family members. We end this chapter by discussing the 
major findings of studies in the expatriate field that are related to expatriate 
spouses and children.   
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2.1 Theories of Expatriate Adjustment  
 
In this section, we will address theories of expatriate adjustment that take into 
consideration the importance of family members’ adaptation to expatriates’ 
general and working adaptation.We will focus on two major theories, namely:   

• The Framework of International Adjustment by Black, Mendenhall, and 
Oddou (1991) 

• The Model of Intercultural Adjustment by Parker and McEvoy (1993) 
 

Black, Mendenhall and Oddou (1991) proposed a model of expatriate 
adjustment (see Figure 2.1). The proposed model suggests a number of factors 
that affect adjustment. Job-related and organizational factors form the core of 
this theory. Determinants were divided into factors related to “anticipatory 
adjustment” that is adjustment in the period before departure and factors related 
to “in-country adjustment”, that is the adjustment to the host country. In the 
proposed model the authors categorized the adjustment of the spouse and family 
under non-work adjustment.  They suggested that family-spouse adjustment 
influences the expatriate’s work, interaction, and general adjustment. However, 
they do not specify how the expatriate’s family members affect these outcomes 
measures.  Moreover, the model developed by Black, Mendenhall, and Oddou 
(1991) was not tested empirically. 
 
Figure 2.1 
Framework of International Adjustment  

 
Source: Black, Mendenhall and Oddou (1991) 
*Numbers in parentheses indicate the numbered facet(s) of adjustment to which the specific variable is expected 
to relate. 
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Parker and McEvoy  (1993) further developed the model that was forwarded by 
Black et al.  (1991). In their model (see Figure 2.2), they distinguished between 
individual, organizational and contextual antecedents that may influence the 
expatriate’s work, general living, and interactions in the host country.  In their 
model, “family/spouse adaptation” is grouped under contextual antecedents. 
They regarded this variable beyond direct organizational control. Again, Parker 
and McEvoy (1993) did not carry out any empirical research on the issue of 
family/spouse adaptation.   
 
 
Figure 2.2 
Model of Intercultural Adjustment 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source:  Parker and McEvoy (1993), Model of Intercultural Adjustment 
 
 
 

Even though the two models of intercultural adjustment above are 
targeted to expatriates’ intercultural adjustment, they have generated our  

Performance
Turnover 
Absenteeism
Early returns
Performance

Adjustment 
Work 
General living 
Interaction 
 

Contextual 
Urban/rural location 
Family/spouse adaptation 
Culture novelty 

Organizational 
Compensation and benefits 
Repatriation/career practices 
Promotion opportunities 
Length of opportunities 
Extent of home office contact 
Mentor assignment 
Relocation assistance 
Work assignment 
Role clarity,  job challenge 
Expatriate/repatriate training 
Organizational culture 
Organization size 

Individual 
Work preparation/experience 
Education 
Host language fluency 
Personality characteristics:  

Extraversion, Open-mindedness, 
Empathy, and Flexibility 

Self-efficacy 
Perception and relation skills 
Pre-departure knowledge of host country 
Motivation to go abroad 
Free time spent with locals vs.   other  
expatriates   

 
Source: Parker and McEvoy (1993), Model of Intercultural Adjustment 

 
 
Even though the two models of intercultural adjustment above are 

targeted to expatriates’ intercultural adjustment, they have generated our 
interests in selecting a few of the variables to be examined as determinants of 
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intercultural adaptation among expatriate spouses and children. For examples, 
host language fluency, personality characteristics, culture novelty, and 
intercultural interaction. In addition, other variables related to intercultural 
adaptation that have not yet been investigated among expatriate spouses and 
children will be analyzed (see Chapters 4, 5, 6, and 8).    
 
 
2.2 Major findings of research in the expatriate field that are related to 
expatriate spouses and children 

 
 
The literature under review revealed that there is a lacuna in the literature on 
intercultural adaptation of expatriate spouses and children. Only a small amount 
of studies were found that explicitly address this issue and the discussion below 
clarifies the lack of empirical findings in the expatriate spouses’ and children’s 
field. From these studies, we divided the findings into two categories that show 
the relation between:  

i. Family adaptation and expatriate’s success/failure   
ii. Family adaptation and expatriate’s adaptation 

 
An overview of these studies is presented in Appendix A.1 and the method of 
literature review is presented in appendix A.2. 

 
 

2.2.1 The relation between family adaptation and expatriate’s 
success/failure 
 
Let us take a look at studies in the first category that focus on the relationship 
between the spouses’ and children’s adaptation and the success or failure of 
expatriates in carrying out their international assignments. Most studies in this 
area did not involve the expatriate spouses and children actively and they used 
expatriates as the informants instead. Empirical studies by Tung (1984) and 
Harvey (1985) showed that the spouse’s adjustment problems and family-related 
problems were among the major causes of international business assignment 
failures. Fukuda and Chu (1994) attempted to identify reasons for expatriate 
failures by examining the selection criteria and training programs commonly 
adopted by Japanese firms.  They examined the impact of relocation of 
expatriate family members in relation to the failure of expatriate assignments. 
Fukuda and Chu (1994) also identified family situation as a factor that actively 
contributed to the expatriate’s failure. Their study also revealed that the 
Japanese MNCs largely neglected the family situation. The inability of 
expatriate family members to adjust to the foreign environment placed enormous 
pressure upon the Japanese expatriates. Personal interviews with selected 
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Japanese executives indicated that children’s education and spouses’ social life 
were the two main problems areas. There were cases where spouses and children 
had to return to Japan for the children’s education. The subsequent physical 
separation suffered by all members of the family in turn created a great deal of 
stress, often leading families to break up. The conclusion of Fukuda and Chu’s 
(1994) study paralleled the study by Black and Stephen (1989) who also found 
that appropriate family adjustment is associated with success of international 
business assignments.  The latter performed a cross-sectional study to examine 
the adaptation of the American expatriates in Pacific Rim areas. 

 
In a more recent study among American expatriates, Caligiuri (1996) 

found that family adjustment was a significant predictor of the desire to 
terminate the international business assignment. Among a sample of 115 
American expatriates, Birdseye and Hill (1995) studied factors that contributed 
to expatriates’ dissatisfaction and intent to quit the job, organization and foreign 
location. Their empirical study showed that, among other factors (e.g., 
demographics, quality of life, job satisfaction, job autonomy), family factors 
significantly influenced expatriates’ turnover intentions. The variables studied 
under the family factor were change in spouse’s attitude, spouse’s adjustment, 
spouse’s satisfaction and number of children. The first three variables were 
found to be highly associated with the expatriates’ turnover intentions.  Arthur 
and Winston (1995) surveyed a sample of 338 expatriates, representing 56 
nationalities, and asked them to rate the importance of a large number of factors 
to the success of an international assignment. Family factors ranked among the 
most important factors. Examples of family factors were the adaptability of the 
spouse and family, the spouse’s positive opinion, the willingness of the spouse 
to live abroad, and a stable marriage.  

 
In their empirical studies, Black and Stephen (1989) and Shaffer (1996) 

involved expatriate spouses and children actively as the informants and found 
that the adjustment of expatriate spouses is highly correlated to the adjustment 
of expatriates.  Black and Stephen’s (1989) study also revealed that the 
adjustment of expatriate spouses and expatriates was positively related to the 
expatriates’ intention to finish the overseas assignment and not to return 
prematurely. In a similar vein, Shaffer (1996) found that expatriate spouses’ 
general adjustment moderated the relationship between the expatriates’ 
withdrawal cognition and moral commitment. In a later study by Shaffer and 
Harrison (1998), they found that a high level of expatriate spouses’ adjustment 
was related to expatriates’ moral commitment to complete the international 
business assignment and at the same time reduced expatriates’ withdrawal 
cognition from completing the assignments.   
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Chapter 2 
 

The Importance of Expatriate Spouses’ and Children’s 
Intercultural Adaptation to the Success of the International 

Business Assignment 
 
 
 
 
2.1 Theories of expatriate adjustment  
 
2.2 Major findings in the expatriate field that are related to 

expatriate spouses and children 
2.2.1 Relation between family adaptation and expatriate’s  

success/failure 
2.2.2 Relation between family adaptation and expatriate 

adaptation  
 
2.3 Concluding remarks 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The major part of this chapter addresses studies that demonstrate the 
importance of effective adjustment of expatriate spouses and children to the 
success of international business assignments. The chapter starts with a 
discussion of the major theories on expatriate adjustment that include the 
adaptation of expatriate family members. We end this chapter by discussing the 
major findings of studies in the expatriate field that are related to expatriate 
spouses and children.   
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Forster (1997) carried out an extensive study on expatriate failures.  In his 
longitudinal study, expatriate spouses (all of the respondents were from the 
United Kingdom) filled in questionnaires during three time periods; Time 1 (4-6 
weeks prior to the move), Time 2 (4 months after the move) and Time 3 (8 
months after the move). He found that expatriate spouses who reported more 
difficulties adapting to the host country were also likely to have partners (i.e., 
the expatriates) with higher stress levels and greater dissatisfaction with their 
job.  At Time 2, the number of expatriate spouses that were working was smaller 
than before departure. Surprisingly, the working expatriate spouses were much 
less likely to rate the relocation positively than the expatriates. At Time 3, 
expatriate spouses showed higher stress levels than the expatriates themselves. 
They were more concerned than the expatriates about the effect of the move on 
their home life and the loss of contact with family and friends. 
 
2.2.2 The relation between family adaptation and expatriate adaptation 
 
The studies that fall into the second category are studies that focus on the 
relation between family members’ adaptation and expatriates’ adaptation. Tung 
(1998) showed that expatriates who were living with someone or who had 
children often resorted to the comforts of home to cope with the stress and 
strains of working abroad. Those with children were more prone to favor the 
separation mode as the acculturation strategy (i.e. keeping away from the local 
people while socializing with the other expatriates  see also chapter 3.1.2) and 
they wished to spend more time at home. Tung’s (1998) study showed that 
having a family in the host country had a stabilizing effect on the international 
assignment.  In his empirical study Usunier (1998) demonstrated that family 
satisfaction has a positive influence on the expatriate’s personal satisfaction.  He 
also found that the level of family’s satisfaction with the experience of living in 
a host country has a positive influence on the anticipated duration of stay. 
 
2.3 Concluding Remarks 
 
In this chapter we have revealed the importance of intercultural adaptation of 
expatriate spouses and children to expatriates’ success and adaptation while 
carrying out their assignments in the host country. Consequently, it is justified to 
conclude that the intercultural adaptation among expatriate spouses and children 
should not be neglected in research on determinants of success of international 
business assignments. Chapter 3 will discuss theories on intercultural adaptation 
among expatriate spouses and children.  



                                                              Intercultural Adaptation Among Expatriate Spouses and Children 

Chapter 3 
 

The Intercultural Adaptation Process Among 
Expatriate Spouses and Children 

 
 
3.1 Culture and acculturation 
3.1.1 Culture  
3.1.2 Acculturation 
3.1.3 Intercultural adaptation among expatriate spouses and 

children 
 

3.2 Two perspectives of the lives of expatriate spouses and 
children  

3.2.1 Expatriate spouses and children’s life cycle  
3.2.2 The U-Curve Theory of Adjustment 
 
 
3.2.3 Studies on the determinants of intercultural adaptation     

among expatriate spouses and children 
3.3.1 Issues on expatriate children’s intercultural adaptation 
 
 
3.4 Concluding remarks 
 
 
 
 

 
 
Chapter 3 concentrates on determinants of well-being among expatriate 
spouses and children.  The chapter is structured as follows.  First, the 
concepts of culture and acculturation in general are discussed as well as 
their application to intercultural adaptation and adjustment of expatriate 
spouses and children. Next, the chapter elaborates the phases of 
expatriate spouses’ and children’s adaptation during expatriation (pre-
assignment, early, late, and post-assignment). This chapter ends with a 
discussion of studies that examined determinants of intercultural 
adaptation among expatriate spouses and children.  
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3.1 Culture and Acculturation 
 
Chapter 2 presented a literature overview that shows the importance of 
expatriate spouses and children to the success of the expatriates' 
international business assignments.  We know that living in a new 
environment and culture in a host country is a challenging experience. An 
overseas assignment is a change, which requires the expatriates, their 
spouses and children to restructure, develop, and adapt in response to the 
requirements of the new environment.  
  
3.1.1 Culture  
 
Scholars have provided us with several definitions of culture.  Among the 
most popular definition is the definition by Hofstede (1986, 1991) defined 
culture as “the collective mental programming distinguishing people in 
one group from people in other groups”, and describes it as “the software 
of the mind”. Reviewing 164 definitions of culture, Kroeber and 
Kluckhohn (1963) concluded that culture “consists of patterns that are 
either explicit or implicit and of behavior that is either acquired or 
transmitted by symbols.  Culture also expresses distinctive achievements 
of human groups, including their embodiments in artifacts. The essential 
core of culture consists of traditional ideas and especially their attached 
values.”  Terpstra and David (1985) defined culture as a learned, shared, 
compelling, interrelated set of symbols whose meaning provides a set of 
orientations for members of society.   According to the authors, taken 
together, these orientations provide solutions to problems that all societies 
must solve in order to remain viable. 
 

Punnett and Ricks (1992) and Punnett (1998) added that there are 
several elements to the definition given by Terpstra and David (1985) 
above, which are important to gain better understanding of the relationship 
of cultural issues and international management.  Those elements are 
(Punnet, 1998, p. 11): 

 
1. Culture is learned.  This means that it is not innate; people are 

socialized from childhood to learn the rules and norms of their culture.  
It also means that when one goes to another culture, it is possible to 
learn the rules of a new culture. 

 
2. Culture is shared.  This means that the focus is on those things that are 

shared by members of particular group rather than on individual 
differences. 
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3. Culture is compelling.  This means that specific behavior is determined 
by culture without individuals being aware of the influence of their 
culture, as such; it means that it is important to understand culture in 
order to understand behavior. 

 
4. Culture is interrelated.  This means that although various facets of 

culture can be examined in isolation, they should be understood in 
context of the whole; as such, it means that a culture needs to be 
studied as a complete entity. 

 
5. Culture provides orientation to people.  This means that a particular 

cultural group tends to react in the same way to a given stimulus; as 
such, it means that understanding a culture can help in determining 
how group members might react in various situations.   

 
 
In the present study, we follow the definition of culture given by Terpstra 
and David (1985). 
 
 
3.1.2 Acculturation 
 
The culture in which we are raised strongly affects our norms and 
behaviour.  Going from one culture to another requires a process of 
acculturation. Rieger and Wong Rieger  (1991) defined acculturation as 
“the process by which group members from one cultural background adapt 
to the culture of a different group”. According to Webster’s 
Comprehensive Dictionary (1996), acculturation means the modification 
of cultural traits induced by contacts between people having different 
ways of life or in short, culture change.  The Dictionary of Business and 
Management (Rosenberg, 1983) defines the acculturation period as “a 
period following introduction of a new procedure or policy during which 
workers who are affected by it, have time to adjust”.   
 

Berry and Kailin (1995) identified two dimensions of acculturation: 
cultural preservation and partner attractiveness.  Cultural preservation is 
the extent to which members of a cultural sub-group need to preserve their 
own cultural norms whereas partner attractiveness is the extent to which 
members of a cultural sub-group are attracted to the norms of the larger 
society in which they operate.  Based on these two dimensions, four basic 
orientations to cultural group relations are possible: 
• integration (attraction to partner’s culture and preservation of own 

cultural norms) 
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• assimilation (attraction to partner’s culture but non-preservation of own 
cultural norms) 

• separation/segregation (preservation of own cultural norms but non-
attraction to partner’s culture) 

• marginalization (non-preservation of own cultural norms and non-
attraction to partner’s culture) 

 
Based on studies of immigrant and sojourner populations, Berry and 

Kailin (1995) showed that integration was the most optimal form of 
interaction between people from two cultures, while marginalization was 
the most dysfunctional mode.  Between these two extremes are 
assimilation and separation. Furthermore, they argued that integration is 
the most suitable form since those who are applying this orientation 
integrate themselves into the other culture and at the same time remain 
loyal to their own culture.   

 
   This typology can be applied to the process of acculturation of 

expatriate spouses and children in the host country (Tung, 1998). If an 
expatriate member chooses to integrate, the better elements of the host and 
home country cultures are “preserved, combined and expanded upon to 
create a new whole…the whole is greater than the sum of the parts” 
(Tung, 1998). Integrating expatriate spouses and children are attracted to 
the local cultures.  They will try to learn about the cultures of the locals 
and they are interested to know more about aspects such as a country’s 
history, geography and economy. At the same time these expatriates 
maintain their own culture.  Expatriate spouses and children who 
assimilate norms and behavioural patterns of the host country are similar 
to those who integrate.  However, the former group is more open to 
“absorb” and “accept” the locals’ cultures.  Expatriate spouses and 
children who belong to this group unconsciously lose their own cultural 
norms.  However, while promoting local responsiveness, this strategy is 
not conducive to global integration. Meanwhile, expatriate spouses and 
children who choose to separate/segregate retain their distinct set of norms 
and behaviour.  They preserve their own cultures and they are not attracted 
to the locals’ cultures.  This group will be likely to experience difficulties 
in adapting and adjusting to the local cultures and situation.  They retain 
their own cultures and they do not want to accept a foreign culture even 
though they are temporarily part of that culture. Expatriate spouses and 
children who are marginalized either reject or are rejected by both the host 
and the home country cultures. This group will probably also experience 
difficulties in adjusting to the new environment in the host country. 

 

 30



                                                              Intercultural Adaptation Among Expatriate Spouses and Children 

To conclude, it seems that integrating and assimilating groups are 
most likely to survive and succeed in their expatriation assignments.  
These two groups are open to the cultures of the foreign countries. In 
respect to the present study, the degree of  “interaction with the local 
nationals/intercultural interaction” was used as an outcome variable of the 
intercultural adaptation of expatriate spouses and children. 

 
 

3.1.4 Intercultural Adaptation 
 
In the field of intercultural adaptation/adjustment, a few scholars tried to 
give definition to intercultural adaptation/adjustment. Generally, 
intercultural adaptation/adjustment can be defined as “the degree of 
psychological comfort with various aspects of a host country” (Black, 
1988; Oberg, 1960; Nicholson, 1984). In its most general sense, 
intercultural adaptation/adjustment refers to changes that take place in 
individuals or groups in response to environmental demands. Zhang and 
Rentz (1996) discussed that the terms intercultural adaptation and 
intercultural adjustment are often used interchangeably. In the present 
thesis, intercultural adaptation and adjustment both refer to expatriate 
spouses’ and children’s ability to cope with the environment sufficiently 
and efficiently and to function as comfortably in the new culture as the 
home culture (by borrowing the definition of intercultural 
adaptation/adjustment given by Zhang and Rentz, 1996).  

 
A distinction can be made between psychological and socio-cultural 

adaptation (Searle & Ward, 1990). Psychological adaptation refers to 
internal psychological outcomes such as mental health and personal 
satisfaction. Socio-cultural adaptation refers to external psychological 
outcomes that link individuals to their new context such as the ability to 
deal with daily problems, particularly in the areas of family life, work and 
school (see Segall, Dasen, Berry, & Poortinga, 1999).   

 
In the present thesis, indicators of both psychological and socio-

cultural adaptation were included. In addition, intercultural interaction was 
added as another dimension of intercultural adaptation (Kealey & Ruben, 
1983). This dimension was defined by having an interest in and being able 
to deal with people from other cultures and can be regarded as a sub-
dimension of socio-cultural adaptation.  Black (1988), and Black and 
Stephens (1989) made an interesting remark by saying that intercultural 
adjustment is a multifaceted construct where expatriate spouses adjust to 
interacting with host nationals and to the general foreign environment 
(Black & Stephen, 1989).   
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 Therefore, these three dimensions of intercultural adaptation- 
psychological adaptation, socio-cultural adaptation and intercultural 
interaction are used as the dependent variables in this thesis. By referring 
to these dimensions, we could conclude that in order for expatriate spouses 
and children to adjust to a host country, they have to be psychologically 
healthy, able to function effectively in daily life, and able to interact with 
the local people. 

 
Therefore, these three dimensions of intercultural adaptation  

psychological adaptation, socio-cultural adaptation and intercultural 
interaction will be used as the dependent variables in the present thesis. 
 
 
3.2 Two cyclic perspectives on the adaptation process of expatriate 

spouses and children 
 
 
In this section, two theoretical perspectives on the adaptation process of 
expatriate spouses and children are presented.  Acculturation requires 
expatriate spouses and children to integrate with the local culture and local 
people.  But, how does this work over time? There are two developmental 
perspectives that can be related to adjustment of spouses and children to 
the host country.  The two perspectives are: 
• Expatriate Life Cycle (Punnett, 1997),  
• U-Curve Theory of Adjustment   
 
These two perspectives will be discussed in the following sub-sections. 
 
 
3.2.1 Expatriate spouses and children’s life cycle 
 

First, we would like to discuss a theoretical perspective that 
describes the adaptation process of expatriates in terms of a life cycle 
model.  Relating her theory to the continuous relocation that an expatriate 
and his/her family members may face, Punnett (1997) introduces the 
Expatriate’s Life Cycle (Figure 3.1). In the theory, Punnett describes four 
stages that expatriates and their family members may pass through before, 
during, and after expatriation.  
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Figure 3.1   
The Expatriate’s Life Cycle 
 
 
 

 
Source:  Punnett, B. J. (1997) 
 
According to Punnet (1997), the expatriate life cycle can be thought of as 
encompassing four stages:  
• pre-assignment, 
• early assignment, 
• late assignment and 
• post-assignment 
 
 
3.2.1.1 The Pre-assignment Stage 
  
The international company wants to select the best candidates for their 
international business assignments. Given the importance of the spouses, 
this means assessing the spouses as well as the candidates’ suitability and 
motivation for the international business assignments.  The spouse must 
be willing to relocate, and preferably be motivated to relocate. Thereby, 
expatriates’ willingness to relocate seems strongly related to their 
spouses’ attitude toward relocation (Right Associate’s Survey, cited by 
Flynn, 1996). 
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Adler (1991, p. 268) argued that particularly during the pre-
departure phase, expatriate spouses are threatened by the uncertainties that 
they have to face in the foreign countries.  Some of them are reluctant to 
express their uncertainties openly to their spouses since they do not want 
to disappoint them.   They may feel that they have to be supportive in view 
of their spouses’ career development.  Expatriate children may be equally 
uncertain about the move.  Teenagers, especially, may experience 
difficulties with the changes: finding new friends, schools and social lives 
in the host country (Adler, 1991, p. 268).    

 
The relocation process is particularly difficult for a dual-income 

couple in which case one of the partners has to give up his/her job in order 
to join the other partner.  The spouse of the expatriate candidate has to 
make a big decision to leave his or her current job in the home country.  
This means that by giving up one job, the family lacks one source of 
income.  Beyond the altered financial state and employment, the trailing 
spouse may lose social support provided by extended family and friends 
and problems may emerge associated with children’s unwillingness to 
relocate (Wiggins-Frame and Shehan, 1994).  The expatriate spouse may 
experience significant problems due to loss of professional identity as well 
as difficulties in finding employment during the relocation. 

 
Realizing the importance of the intercultural adaptation and 

adjustment of expatriates and their trailing family members, some 
companies offer expatriate spouses and children intercultural training 
before departure (Shaffer, 1994).  According to Punnet (1997), learning 
the language of the host country is usually a critical component of the 
training, but other aspects of culture are also important, as well as practical 
issues such as understanding the foreign currency and food habits. It is 
important for expatriate spouses to undergo the language training program 
because the spouses have to interact in the foreign culture on a daily basis, 
for example in buying food, finding transportation, and taking children to 
school (Punnet, 1997). Unfortunately, Shaffer (1994) stressed that only a 
few companies involved the trailing expatriate spouses and children in 
intercultural training. 

 
 

3.2.2.2 The Early Assignment Stage 
 
When the expatriate family members enter the host country, they are in a 
phase referred to as the early assignment stage. Initially, most couples will 
enjoy the foreign experience, but they may need additional language 
lessons, and they will need a support system made up of people who can 
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help them with the necessary arrangements for housing, schooling, 
transportation, and so on.  
 

During this stage, the expatriate’s family members may feel excited 
and they could experience the feeling tourists have in a foreign country. In 
this phase, many of them seem to enjoy the new experience of the new 
cultures and environment, a period that Punnet (1997) refers to as the 
honeymoon period.  

 
 However, the feelings of excitement do not last long.  When the 

family members start to experience the “real” culture of the foreign 
country, which may be sometimes disorientating and totally different from 
their own, they may feel irritated and disturbed.  Suddenly, they may find 
it hard to accept the foreign culture and environment. Punnet (1997) refers 
to this period as the period of culture shock.  During this period, expatriate 
spouses and children may feel unaccepted by the local people. For 
example, a study by De Leon and Mc Partlin (1995) among expatriate 
children in Hong Kong revealed that these children felt that the local 
people hated them for being in Hong Kong and that the locals were rude 
towards them.  The expatriate spouses tended to withdraw, and they 
particularly needed other expatriate spouses with whom they could discuss 
their concerns. This stage can be especially difficult for expatriate spouses 
aspiring a job in the host country who have not been able to find work or 
other productive activities.  The phase is characterized by feelings of 
frustration, language barriers, loneliness, boredom, and meaninglessness 
(Adler, 1991, p. 268). 

 
Sometimes expatriate family members, in most cases the expatriate 

spouses, are not capable of getting through this stage.  Research shows 
that family members may suffer emotionally and that they may experience 
living in a foreign country as an unpleasant experience (De Cieri, Dowling 
and Taylor, 1991; Harvey, 1985).  
 

Pre-departure preparation (for example, attending a cross-cultural 
training beforehand) and social support as well as company support may 
help to ease the difficult experiences.  Pre-departure intercultural training 
has proven to be effective for expatriates in helping them to adjust and 
adapt effectively to the life and working environment in the host countries 
(Halcrow, 1999).   Unsurprisingly, pre-departure intercultural training also 
seems to be a helpful tool for their spouses and children to adapt and 
adjust themselves in the host countries (Flynn, 1995; Halcrow, 1999) but 
such training seems to be less available to them (Ronen, 1989; Shaffer, 
1994). 

 35



         Chapter 3 

3.2.2.3 The Late Assignment Stage  
 
If the expatriate family continues to face dificulties and adjustment 
problems persist, then the expatriate family enters the late assignment 
stage, which lasts until the assignment is completed. Support from the 
company is still needed. During this period, maintaining contacts with the 
home country becomes important. Some companies offer home-based 
mentors for their expatriates in order to support them. Similarly, expatriate 
spouses need to keep in touch with events at home.  
 
3.2.2.4 The Post-Assignment Stage 
 
The final stage of the expatriate assignment is post-assignment. Although 
researchers have pointed at the importance of managing this stage, 
companies tend to assume that “coming home” is easy. This is not the 
case. Expatriate family members have to reestablish themselves in a new 
environment. They may again find themselves going through a cycle of 
culture shock. All of this may be especially hard to deal with because this 
is home and logically speaking it should be easy to reestablish one’s life.  
 
3.2.2 The U-Curve Theory of Adjustment and Culture Shock 
 
The second theory that describes the phases of expatriate adjustment over 
time is the U-Curve Theory of Adjustment (see Figure 3.2).  This theory 
emphasizes the stages of adaptation of an expatriate while living in a host 
country.  This theory has been most consistently used as a theoretical 
perspective on cross-cultural research (e.g., Black and Mendenhall, 1991).  
The U-Curve Theory of Adjustment seems also relevant to the lives of 
expatriate spouses and children.  The four stages of adjustment are: 
 

• Honeymoon stage 
• Culture shock/disillusionment stage 
• Adjustment stage  
• Mastery stage 
 
During the honeymoon stage, expatriate spouses and children 

usually are excited with all the new interesting things offered by a host 
country: at this stage, the feeling of being tourists in the host country can 
not be avoided.  This period could range from two weeks to the first 
couple of months until the culture shock/disillusionment stage intervenes.  
This is the stage where expatriate spouses and children start to feel uneasy 
or uncomfortable with the daily life in the host county.  This phase 
requires an adequate coping response. Some may take this stage very hard 
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and they are not able to proceed to the other stages but for those who 
“survive”, this stage will progress to the adjustment stage.  The adjustment 
stage is the period where expatriate spouses and children feel comfortable 
and gradually accept the new culture; increasingly they are able to 
function effectively in spite of some disturbances.  The final stage is the 
mastery stage where expatriate spouses and children possess the ability to 
function and live effectively in the host country. 

 
 

Interestingly, De Cieri et al. (1991) found that the amount of culture 
shock was negatively associated with psychological adjustment of the 
expatriate spouses in the early phases of expatriation. Meanwhile, a study 
by Forster (1997) showed that over 80% of the respondents (expatriates 
and their spouses) reported either positive or neutral outcomes after eight 
months of relocation.  This finding is consistent with the U-Curve Theory 
of Adjustment’s hypothesis that assumes that after eight months of 
relocation, expatriate spouses and children are able to move into the 
adjustment stage.    

 
Figure 3.2 
The U-Curve of Cross-cultural Adjustment 
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A perspective that is closely related to the U-Curve Theory of 
Adjustment is forwarded by Deresky (1997) and Oberg (1960).  They 
distinguish four stages that are largely similar to the U-Curve Theory of 
Adjustment.  The four stages are: the honeymoon stage, the 
irritation/hostility stage, the gradual adjustment stage, and finally, the bi-
culturalism stage. The bi-culturalism stage is the stage in which expatriate 
spouses and children grow to accept and appreciate local people and 
practices as well as being able to function effectively in two cultures.  Bi-
culturalism is hard to achieve. Many never get to this stage but those who 
do, report that their assignment is positive and growth-oriented (Deresky, 
1997, p. 283).  

 
 
Both perspectives on expatriate spouses and children’s intercultural 

adjustment (Expatriate Life Cycle Theory and the U-Curve Theory of 
Adjustment) clearly show that expatriate spouses and children do not have 
an “easy life” while adapting to the host country. 

 
 

3.3 Studies on the determinants of intercultural adaptation among 
expatriate spouses and children 
 
As we have argued in the previous chapter, most studies that pointed out 
the importance of the adaptation and adjustment of the trailing expatriate 
spouses and children in the foreign country (e.g., Tung, 1987; Black & 
Stephen, 1991) did not involve expatriate spouses and children directly in 
their studies, and in most cases those studies that did pay attention to 
expatriate spouses and children used expatriates as the informants.   There 
are a few studies that directly involved expatriate spouses and children 
(e.g., Shaffer & Harrison, 2001, 1998; Shaffer, 1996; De Leon & Mc 
Partlin, 1995; Black & Gregersen, 1991; Gomez-Mejia & Balkin, 1987).  
For example, Gomez-Mejia and Balkin (1987) surveyed expatriates and 
their spouses on their satisfaction with expatriation.  They found that 71% 
of the spouses felt that their foreign experience was worthwhile and only 
33% wanted to accompany their spouses on another international 
assignment.  This is understandable because, as we have argued 
repeatedly, the adjustment process for expatriate spouses in the host 
country may be frustrating and stressful since they are isolated from 
family and friends and living in an environment with different legal, 
political and social (cultural and language) systems (Albright, Chu & 
Austin, 1993).  However, Gomez-Mejia and Balkin’s (1987) finding is 
consistent with Foster’s (1997) findings that showed five out of six 
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expatriate spouses reported positive outcomes of their international 
assignments. 
 

What determines whether expatriate spouses and children will 
succeed in adapting to the new environment? Recently, Shaffer and 
Harrison (2001) argued that current theories of expatriate adjustment are 
not adequate in explaining spouses’ and children’s adjustment and 
suggested that expatriate spouses and children require “their” own 
theories. Shaffer and Harrison (2001) reasoned that expatriates generally 
arrive at a new assignment with a defined role, a set of responsibilities, 
and an established organisational support system.  In contrast, expatriate 
spouses usually do not have a job and they are more heavily involved in 
daily life in the host country. Shaffer and Harrison (2001) further argued 
that expatriate spouses are generally more directly involved with the local 
environment on a daily basis than expatriates themselves and the former 
tend to have different responsibilities than in the home country.  
Therefore, existing theories on intercultural adaptation in the expatriation 
field that in majority heavily emphasise work-related factors are not 
relevant to expatriate spouses and children.  

 
There are some studies that present models of expatriate family 

adjustment.  For example, Shaffer and Harrison (2001) performed an 
extensive research on the factors that contribute to the expatriate spouses’ 
adaptation.  In their study, they divided the factors into three groups: 

• Individual factors:  Language fluency, change in employment 
status, general self-efficacy, and social efficacy 

• Environmental factors: Cultural novelty (the gap of 
differences between the home and host country culture), 
favorable living conditions, assignment duration certainty 

• Interpersonal relationships factors: 
i. Family relationships:  Extended family support, expatriate 

adjustment, and parental demands 
ii. Social network relationships: network size, breadth of 

support, and depth of support from MNCs and non-MNCs. 
 

With respect to individual factors, host-country language fluency, 
social efficacy and self-efficacy were found to be important antecedents of 
spouses’ adjustment.  Change in employment status did not appear as a 
unique predictor of spouse adjustment.  With respect to environmental 
factors, favorable living conditions, and assignment duration certainty 
turned out to be significant antecedents of spouses’ adjustment whereby 
cultural novelty was found to be negatively related to the spouses’ 
adjustment.  With respect to family relationships, extended family support, 
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expatriate adjustment and parental demands were all found to be 
significant factors in influencing spouses’ adjustment.  Positive parental 
demands indicate that the expatriate spouses with younger or school-aged 
children experienced better personal adjustment than those with no 
children accompanying them on the assignment. Regarding social network 
relationships, all variables except depth of support from non-MNCs were 
found to be positively related to spouses’ adjustment. These findings 
strengthen Shaffer’s (1996) earlier findings that also showed that culture 
novelty, comparable living conditions, support satisfaction, and family 
support were significant predictors of expatriate spouses’ adjustment. 
 
 Black and Gregersen (1991) claimed that their study was the first to 
systematically examine the antecedents that influence expatriate spouses’ 
adaptation.  In their cross-sectional study, questionnaires were sent to 
American expatriates and their spouses living in England, France, 
Germany, Hong Kong, Japan, Korea, the Netherlands, and Taiwan. The 
results of their study indicated that involving expatriate spouse’s opinion 
about the international business assignment, expatriate spouse’s self-
initiated pre-departure training, and social support from family and host 
country nationals during the overseas assignment showed a positive 
relationship with expatriate spouses’ intercultural interaction adjustment.   
The results of their study also showed that firms seeking the spouses’ 
opinion about the intercultural assignments and standard of living in the 
host country were positively related to spouses’ general adjustment. In 
addition, their study indicated that pre-move visit, the firm seeking the 
spouses’ opinion about the overseas assignment, total time in the overseas 
assignment, favorable living conditions, and culture novelty were 
significantly related to both spouses’ general and interaction adjustment.  
 

In a more recent study, Copeland and Norell (2002) studied 
expatriate spouses’ intercultural adjustment among 194 expatriate spouses 
who lived in one of 17 countries in Europe, Asia, the Middle East, or Latin 
America. They found that expatriate spouses with higher intercultural 
adjustment were in more cohesive families, had had more involvement in 
the decision to move, felt they had fewer losses in friendship networks, 
had more functions of social support adequately met, and received more of 
their support from local rather than long-distance providers, compared 
with those with lower adjustments. 
 
 Another interesting determinant of intercultural adaptation among 
expatriate spouses and children is support from the company. Black and 
Gregersen (1991) highlighted three factors of relevance to expatriate 
spouses’ intercultural interaction adjustment in the foreign country. First, 
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country, and getting assistance from professionals contribute to children’s 
cross-cultural adjustment. The model suggests that if a high level of cross-
cultural adjustment is reached, this in turn contributes to own personal 
growth, family stability, and support for the working parent in the host 
country. 

 
 

Figure 3.3 
The Model of Adjustment of Expatriate Children 
 
 
 
 
 
 
 
 
 
 

Outcomes of Adjustment
Personal growth 
Family stability 
Support for manager 

Cross-cultural 
Adjustment 
Social satisfaction 
School satisfaction 
General satisfaction 

Supportive Experiences 
Expatriate experiences 
Support from parents 
Familiarization with 
host country 
Assistance from 
professionals 

 

Source:  De Leon and McPartlin (1995)   
 

 
De Leon and McPartlin (1995) carried out an empirical study in 

order to test their model.  Their study revealed that the more supportive the 
experiences gathered by the expatriate children, the better their cross-
cultural adjustment was.  Their study also showed that expatriate children 
who had enough time to prepare for the move were significantly more 
satisfied in the host country. De Leon and McPartlin (1995) found that the 
majority of the children believed that their parents did not support them 
emotionally. Those who discussed the move with their parents were 
significantly more satisfied with their schools than those who had not.  
Unsurprisingly, the results of the study showed that the extent of social 
satisfaction in the host country was positively related to the levels of 
general satisfaction and school satisfaction. In addition, the above study by 
De Leon and McPartlin proved that the more supportive activities a child 
had experienced, the higher the social satisfaction. The study also revealed 
that total and social satisfaction was significantly increased for those who 
had met other expatriate children. In contrast, activities such as visiting the 
host country and reading about the country before the relocation did not 
contribute to children’s total satisfaction. 

 
  Tung (1998) in her empirical study among expatriates presented 
some interesting facts regarding family demographics and adjustment to the 

 42



                                                              Intercultural Adaptation Among Expatriate Spouses and Children 

whether or not firms seek the expatriate spouses’ opinions about the 
international assignment seemed to affect expatriate spouses’ adjustment. 
The second and third factors were the expatriate spouses’ self-initiated 
pre-departure training and social support from host country nationals and 
family during the international assignment. Furthermore, De Cieri et al. 
(1991) showed that company assistance was found to be the most 
important positive predictor of psychological adjustment of the spouses, 
particularly in the early stages of expatriation. In their cross-sectional 
study, Guzzo, Noonan and Elron (1994) asked expatriates to rate company 
practices in terms of how much support was provided to them and their 
family. The authors used scores on a 5-point scale to reflect how much 
assistance the company provided.  The results (median) were: financial 
support (2.76), general support (2.3), and family support (1.69). The 
results showed that companies gave less assistance to expatriate spouses 
and children. Black and Stephens (1989) showed that cross-cultural 
training is important to the intercultural adaptation among expatriate 
spouses and children. However, Ronen (1989) and Shaffer (1994) found 
that spouses and children were rarely involved in training prior to 
departure or any intercultural training. 
 
 Family factors and support from the companies have been proved to 
be among the factors that influence expatriate spouses’ and children’s 
intercultural adaptation. In the present study, family factors and support 
from the companies will also be studied as determinants of expatriate 
spouses’ and children’s intercultural adaptation.    

 
 

3.3.1 Issues on expatriate children’s intercultural adaptation  
 

The issue of the expatriate children’s adaptation is highly neglected. 
Scientific research on the adaptation of the expatriate children is scarce.  
Gaylord (1979) found that children experience relocation to be most 
stressful at the ages of 3 to 5 years, and 14 to 16 years.  Those who are 3 to 
5 years old often experience emotional difficulties and those between the 
ages of 14 to 16 largely suffer from social frustration because of the 
relocation. Spouses reported that their children had experienced problems 
either in adapting to the new schools or making friends four months after 
the move (Forster, 1997). 

 
De Leon and McPartlin (1995) have proposed a model of 

adjustment of expatriate children (see Figure 3.3). Their model assumes 
that supportive experiences such as the expatriation experience, general 
support they get from their parents, familiarizing themselves with the host 
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host country.  Expatriates with children were more prone to socialize with 
other expatriates. In addition, Tung found that expatriates with spouses 
who worked full-time were more likely to be engaged in exploring the host 
country culture and language than those whose spouses did not work 
outside of home or who worked part-time.  Expatriates with children were 
also more inclined to pursue such activities.  This may stem from the 
greater desire of expatriates to engage in activities the entire family can 
participate in; examples are sightseeing and visits to museums.  Not 
surprisingly, Tung (1998) showed that expatriates with children in the host 
country desired more time to spend at home than expatriates without 
children.   
 
3.4 Concluding remarks 
 
This chapter presented an overview of theories, studies and factors that are 
related to the intercultural adaptation process experienced by expatriate 
spouses and children. We totally agree with Shaffer and Harrison (2001) 
that current theories of expatriate adaptation are not adequate in explaining 
expatriate spouses’ and children’s intercultural adaptation.   Expatriate 
spouses and children need their “own” theories and models of intercultural 
adaptation and that is one of the present study’s goals, to produce a 
theoretical model that stems from direct contact of this group. Our 
theoretical model of the intercultural adaptation of expatriate spouses and 
children will be presented in the next chapter (Chapter 4). This theoretical 
model incorporates three determinants of intercultural adaptation of 
expatriate spouses, namely, personal characteristics, family characteristics 
and expatriates’ work characteristics. 
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Chapter 4 
 

Hypotheses and Theoretical Model 
 
 
 
 
 
 
4.1   The theoretical model 
 
4.2   Personality characteristics of expatriate spouses and   

children 
 
4.3   Expatriate family characteristics  
 
4.4   Expatriates’ work characteristics 
 
4.5   Indicators of intercultural adaptation 
 
4.6  Key concept 
 
 
    
 
 
Chapter 3 has introduced ideas, models, and previous studies related to 
the adaptation and adjustment of expatriate spouses and children. Having 
pointed out that expatriate spouses’ and children’s adaptation is highly 
related to the success of the international business assignments, we 
believe that it is important to understand and learn more about the issue.  
Therefore, the present study is focused on determinants of intercultural 
adaptation of expatriate spouses and children. We concentrated on three 
major determinants, namely the expatriate spouses’ and children’s 
personality characteristics, family characteristics, and finally the 
expatriates’ work characteristics.   

 
This chapter concentrates on the hypotheses that we developed. All 

of these hypotheses are derived from related theories and discussions of 
previous studies about intercultural adaptation, family, and expatriates.   
This chapter starts with an introduction of the theoretical model of the 
present study, and it is followed by a discussion of the model’s 
components.  
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4.1 Theoretical Model 
 
The theoretical model forwarded in the present study (Figure 4.1) is an 
adaptation of the Expatriate’s Family Adjustment Model proposed by 
Caligiuri, Hyland, and Joshi (1998) and of the Intercultural Adjustment 
Model suggested by Parker and McEvoy (1993). The present study’s 
model consists of four main components: 
a.  Personality characteristics of expatriate spouses and children,  
b. Expatriate family characteristics, i.e. family cohesion, family 

adaptability, and family communication characteristics, 
c. Expatriates’ work life characteristics (support given by the 

international companies to expatriate spouses and children, and 
expatriates’ work satisfaction) 

d. The intercultural adaptation of expatriate spouses and children, which 
is assumed to be the outcome of a, b, and c. 

 
The following sections of this chapter discuss all the components 

that are believed to be determinants of intercultural adaptation among 
expatriate spouses and children and how the hypotheses were formulated.  
The sections will start with the personality characteristics of expatriate 
spouses and children.  Then we bring Family Theory into discussion to 
obtain more depth in the issues surrounding home life of the expatriate 
family.  Two main aspects related to expatriates’ work life characteristics 
are highlighted:  expatriate work satisfaction while working in the host 
country and support received by the spouses and children from the 
international companies before and during the expatriation period.   
 
 
4.2 Personality characteristics of expatriate spouses and children 
 
The first major part of the present research concerns personality 
characteristics of expatriate spouses and children. The assumption is that 
a number of intercultural traits are related to successful adaptation of 
expatriate spouses and children:  Cultural Empathy,  Open-mindedness,  
Emotional Stability,  Flexibility and Social Initiative (Van der Zee & Van 
Oudenhoven,  2000; 2001).  
 
 The first dimension is Cultural Empathy. Cultural Empathy, also 
referred to as “sensitivity” (e.g., Hawes & Kealy, 1981),  is probably the 
most frequently mentioned dimension of multicultural effectiveness 
(Arthur & Bennet, 1995;  Cleveland, Mangone, & Adams, 1960; Ruben, 
1976). Ruben (1976) defined it as “the capacity to clearly project an 
interest in others, as well as to obtain and to reflect a reasonably complete  
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Figure 4.1  
A Proposed Model of Intercultural Adaptation of Expatriate Spouses 
and Children 
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and accurate sense of another’s thoughts, feelings, and/or experiences”. In 
other words, this dimension refers to the ability to empathize with the 
feelings, thoughts, and behaviors of members of different cultural groups 
(Mol et al., 2001), in particular the local people.  It can be argued that 
expatriate spouses and children should have some interest in the culture 
and behaviour of the local people and at the same time the former group 
should try to understand and accept the differences. We therefore predict 
that the quality of this dimension among expatriate spouses and children 
is positively related to their intercultural adaptation. 

 
 Open-mindedness is defined as an open and unprejudiced attitude 

towards different groups and towards different cultures norms and values.  
Arthur and Bennet (1995) classify open-mindedness among the relational 
skills and use items as non-judgmentalness and racial/ethnic tolerance to 
measure this dimension.  In addition, Harris (1973) found “interest in the 
local people” as one of the predictors of success.  Finally, Hammer, 
Gudykunst, and Wiseman (1978) and Ronen (1989) mentioned “freedom 
from prejudice” as an important attitude associated with multicultural 
effectiveness. 
 

 The third dimension is Emotional Stability, which is defined as the 
tendency to remain calm in stressful situations versus a tendency to show 
strong emotional reactions under stressful circumstances.  This dimension 
is less often referred to in the literature in relation to multicultural 
effectiveness.  Tung (1981) identified emotional stability as an important 
dimension for overseas success across different functions.  Hammer et al. 
(1978) mentioned ability to deal with psychological stress as an essential 
dimension of intercultural effectiveness.  In addition, in a study by Abe 
and Weisman (1983) and in a review by Church (1982), the ability to deal 
with stress indeed appeared to be a crucial dimension. 

   
Flexibility is the fourth dimension, and it can be defined as “a 

tendency and ability to adjust one’s behavioral strategies to different or 
more restricted circumstances within a foreign culture versus the inability 
to do so and a tendency to stick to familiar behavioral strategies”.  
Several scholars have stressed the importance of this dimension (Arthur 
& Bennet, 1995; Gullahorn & Gullahorn, 1963; Hanvey, 1976; Ruben & 
Kealey, 1979; Smith, 1966; Torbion, 1982).  Expatriate spouses and 
children need to be flexible in the host country, particularly when their 
expectations do not match or are totally different from what they find in 
the host country.  Elements of flexibility, such as the ability to learn from 
mistakes and adjustment of behaviour, are associated with the ability to 
learn from new experiences.  This ability to learn from new experiences 
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appears to be of critical importance to multicultural effectiveness 
(Spreitzer, McCall, & Mahoney, 1997).    

 
The final dimension is Social Initiative, which is defined as “a 

tendency to stand out in a different culture, to establish contact and to be 
active ”  (Van der Zee & Van Oudenhoven, 2000).  The expatriate 
children, as well as expatriate spouses, will also have to develop new 
skills in the host country (Furnham & Bochner, 1986).  Several 
researchers have pointed at the relevance of the ability to establish and 
maintain contacts (Hawes & Kealy, 1981; Kets de Vries & Mead, 1991).  
For instance, Hawes and Kealy (1981) stressed the importance of 
interaction with people from the host country and the importance of 
making friends among the locals.  More convincingly, empirical evidence 
underlines the relevance of this dimension (Abe & Weisman, 1983; 
Hammer et al., 1978).  Hammer et al. (1978) asked cross-culturally 
effective students to assess  the importance of a large number of 
dimensions.  Communication skills and the ability to establish 
interpersonal relationships appeared as dimensions that are crucial to 
multicultural effectiveness. 

 
Initial studies have supported the concurrent and predictive validity 

of these dimensions against indicators of multicultural success (e.g., Van 
der Zee & Van Oudenhoven, 2000; 2001). Van der Zee and Van 
Oudenhoven (2000) provided preliminary support for its incremental 
validity in predicting international orientation. In a study among 
international students in Taiwan it was shown that higher scores are 
associated with a higher sense of psychological and social well-being in 
an intercultural context (Mol, Van Oudenhoven & Van der Zee, 2001; see 
also Van Oudenhoven & Van der Zee, 2001). The five intercultural traits 
have never been studied in relation to the adaptation of expatriate 
spouses.  Nevertheless, there was no reason to assume that traits that are 
related to the ability to establish contacts within a new culture, to 
maintain a high level of psychological well-being, and to perform 
successfully among expatriates differ from traits that determine 
successful adaptation among expatriate spouses in a host country. 
Therefore, the prediction was that the five traits would be positively 
related to intercultural adaptation of expatriate spouses, as a result of 
which the following hypothesis can be formulated: 

 
Hypothesis 1:  Cultural Empathy, Open-mindedness, Emotional Stability, 
Flexibility and Social Initiative are positively related to the intercultural 
adaptation of expatriate spouses and children. 
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4.3 Expatriate Family  
 
According to the Longman Dictionary of Contemporary English (1984, p. 
394), a family refers to any group of people related by blood or marriage, 
especially a group of two grown-ups and their children.  From a socio-
psychological perspective, a family is a small group composed of at least 
two members who have perceptions of their shared situations (Bowen, 
1991).    
 

Hill (1971, p. 12) stated that a family is a social system because it 
has the following characteristics: 
• Family members occupy various positions which are in a state of 

interdependence, that is, a change in the behavior of one member leads 
to a change in the behavior of other members; 

• The family is a relatively closed, boundary-maintaining unit; 
• The family is an adaptive organization; and 
• The family is a task-performing unit that meets both the requirements 

of external agencies in the society, and the internal needs and demands 
of its members. 

 
The family characteristics discussed by Hill (1971) have clear 

implications for the expatriate family members’ situation.   International 
relocation can put a lot of pressure on the family members and a lack of 
well-being of one family member will affect the entire family. In 
addition, role changes among the family members as a result of 
expatriation are likely to affect the entire family.  Living in the host 
country may create positive or negative outcomes, i.e., a stronger bond 
among the family members or vice versa.  In order to “survive” and live 
to the fullest in the host country, an expatriate family will try to adapt and 
seek ways to adjust to the living in the host country.  This could be hard 
especially during the culture shock period and the expatriate family 
members have to cope to the new situation. The family that succeeded 
may create a stronger bond among the family members.  However, one of 
the major changes in resources affecting relocated families to a foreign 
country is the loss of support from friends and other family members in 
the home country (Dussert, 1994).  Expatriate children may see 
international relocation as frightening experiences because of losing 
friends and have to start their life a new every time they are relocated.    
A study by Dussert (1994) showed that expatriate spouses experienced 
temporary loss of their husbands who had often been sent on business 
trips right after relocation.  Finally, Hill regards the family as a task-
performing unit that meets both the requirements of external agencies in 
the society, and the internal needs and demands of its members.  With 
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respect to the former, while only the husbands/wives are formally 
employed by the company, expatriate spouses probably have to attend 
social gatherings and also to participate in social functions in the host 
country. Both spouses, especially the wives are expected to respond to its 
formal and informal demands (see Papanek, 1973).   
 
4.3.1 Family Characteristics 
 
Caligiuri et al. (1998) constructed a theoretical model of expatriate family 
adjustment  and employment adjustment,  which is derived from the 
Family System Theory (e.g.,  Hill, 1949; McCubbin, 1988; Minuchin, 
1974),  Double ABCX Theory (Hill, 1949; McCubbin & Patterson, 
1982), and Spillover Theory (e.g.,  Aldous, 1969; Crouter, 1984; 
Piotrkowski, 1979).  

 
The Family System Theory (Hill, 1949; McCubbin, 1988; 

Minuchin, 1974), as used by Caliguiri et al. (1998) in their model 
describes the nature of the relationships among all family members. In 
terms of the Family System Theory, an overseas assignment is a change, 
which requires the family to restructure, develop, and adapt in response to 
the demands of the new situation. If families can adequately adapt to their 
foreign environment, then they will maintain continuity and facilitate 
each family member’s psychological growth and cross-cultural 
adjustment. One individual can disrupt the balance in the relationships 
between family members (Caligiuri, Hyland, & Joshi, 1998). Departing 
from the Family System Theory, the present study focused on three 
family characteristics that may contribute to adaptation among expatriate 
spouses and children, namely cohesion, adaptability and communication. 
These three dimensions of family behaviour were derived from a 
conceptual clustering of over fifty concepts developed to describe marital 
and family dynamics ( McCubbin et al.,  1983,  p. 47). A study by Forster 
(1997) showed that there were clear indications that family relationships 
in terms of flexibility/adaptability, cohesion, and communication played 
an important role in the outcomes of international assignments. 
 
4.3.1.1  Family Cohesion 
 
Family cohesion has been defined as the emotional bonding that family 
members have with one another  (Olson et al., 1984, p. 60).  McCubbin et 
al.  (1983, p. 48) defined family cohesion as the degree to which an 
individual is separated or connected to the family system.  According to 
Bloom (1985) cohesion denotes the emotional bonding and contact that 
family members have with each other. A study by De Ciere et al. (1991) 
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showed that the relationship of expatriate spouses with their children 
became closer through the expatriation period as they had endured trials 
and tribulations together.  The level of emotional bonding within the 
family may impact the members’ ability to develop relationships beyond 
the boundaries of the family unit, for example, a child’s ability to form 
friendships with other children (Caligiuri, Hyland, & Joshi, 1998) and a 
spouse with the neighbours. In the present study, the prediction was that 
the amount of cohesion in the expatriate family is positively related to the 
intercultural adaptation of expatriate spouses and children. Hypothesis 2a 
ensues from this prediction and it is formulated in the following way: 
 
Hypothesis 2a: The amount of cohesion in the expatriate family is 
positively related to the intercultural adaptation of expatriate spouses 
and children. 
 
4.3.1.2  Family Adaptability 
 
The second family characteristic concerns family adaptability.  Olson et 
al.  (1984, p. 60) defined family adaptability as the ability of a family 
system to change its power structure, role relationships, and relationship 
rules in response to situational and developmental stress. Put more 
simply, family adaptability is the extent to which a family is flexible and 
able to change its functioning (Olson et al., 1984, p. 48).  According to 
Caligiuri, Hyland, and Joshi (1998), the ability of a family to adapt is 
critical both in response to stress from within the family and stress from 
the external environment.  In the context of the expatriate’s family, an 
example of sources of stress is high workloads at the new working place, 
which placing restrictions on the time that can be spent with the family. 
In addition, expatriate spouses who may have to attend more to the needs 
of the other family members may also feel neglected by their partners.  
Children may have problems adapting to the new schools or friends.  
These new situations may pile up the stress that the family members are 
facing.  According to the Family System Theory, the better the family is 
able to change its power structure, role relationship, and relationship rules 
in response to such situational and developmental stress, the better the 
family adapts to new situations (Olson et al., 1984, p. 60). The 
expectation was therefore that adaptability among the expatriate family 
members is positively related to the intercultural adaptation of expatriate 
spouses and children, which brings us to the following hypothesis:  
 
Hypothesis 2b: The adaptability of expatriate family members is 
positively related to the intercultural adaptation of expatriate spouses 
and children.  
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4.3.1.3  Family Communication 
 
The third family characteristic is communication, which is the very tool 
through which families can create a shared sense of meaning, develop and 
orchestrate coping strategies, and maintain harmony and balance 
(McCubbin et al., 1996).  A healthy level of family communication is 
evidenced by a family’s ability to address and resolve the concerns within 
the family, a family’s ability to resolve conflicts by mutual recognition of 
each other’s opinions, and a family’s ability to negotiate issues of 
contention (Caligiuri, Hyland, & Joshi, 1998).  Olson et al. (1984) 
referred to  family communication as a dimension that facilitates both 
family cohesion and adaptability. It has been argued that the ability to 
address and resolve their concerns, the ability to resolve conflicts by 
mutual recognition of different viewpoints within the family, and the 
ability to negotiate issues of contention contribute to a healthy level of 
family communication    (Caligiuri, Hyland, & Joshi, 1998).   In sum, the 
prediction of the present study was that the quality of communication 
among the expatriate family members is positively related to the 
intercultural adaptation of expatriate spouses and children, which 
expressed in a hypothesis reads as follows:  
 
Hypothesis 2c:  The quality of communication among the expatriate 
family members is positively related to the intercultural adaptation of 
expatriate spouses and children. 
 
 
4.4 The Impact of Expatriates’ Work Life on the Intercultural 

Adaptation of the Spouses and Children 
 
Finally, the present study focused on the relation between the expatriates’ 
work life and expatriate spouses and children’s intercultural adaptation.  
Two aspects of expatriates’ work life were considered: expatriates’ work 
satisfaction and the support that expatriate spouses and children receive 
from the international company prior and during the expatriation period.   
 
 
4.4.1 “Home Life” vs. “Work Life”  
 
Work-family conflict represents various ways in which the intersection 
between jobs and family life is a source of difficulty for workers and 
family members (Hughes et al., 1992).  Work-family conflict occurs 
“when the demands of work and family roles are incompatible in some 
respect so that participation in either the work or family role is more 
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difficult because of participation in the other role” (Voydanoff, 1988, p. 
749).  Role overload occurs when there are too many demands 
accumulating from all roles at any one time making satisfactory 
performance of the roles are unlikely achievable (Greenhaus & Beutell, 
1985).   
 

Work-family conflict can be explained by using spillover theory.  
Spillover Theory is regarded as the most strongly recognized theory for 
examining work-family dynamics (Lambert, 1990) and the theory has 
also been applied to describe the relationship between the “home life” of 
the expatriate family members and “work life” of the expatriates (e.g., 
Aldous, 1969; Crouter, 1984; Piotrowski, 1979).  Following Caligiuri, 
Hyland, and Joshi (1998), the present study uses Spillover Theory to 
describe how the inter-cultural adaptation and adjustment of the 
expatriate family members can influence the expatriate’s work 
performance. Work-family conflict can interfere with one’s ability to 
perform family and parental roles (Bohn and Viveros-Long, 1981).  Small 
and Riley (1990) found that difficulties with balancing work and family 
demands can influence leisure activities, home management, and parent-
child relationships.   
 
 
4.4.1.1 Expatriate’s Work Satisfaction 
 
In the present study, it was examined how the expatriates’ work life 
characteristics in terms of work satisfaction could affect the intercultural 
adaptation of the expatriate spouses. Work-family conflict represents 
various ways in which the intersection between jobs and family life is a 
source of difficulty for workers and family members (Hughes et al., 
1992). High quantitative, emotional and mental work demands may result 
in work overload, causing work-home interference (Aryee, 1992; Geurts, 
Rutte, & Peeters, 1999; Voydanoff, 1988; Wallace, 1999).  
 

The draining of energy and resources at work may cause the 
expatriate to be exhausted when he or she comes home, leaving little 
energy for the demands springing from family life.  In this regard, 
Jackson and Maslach (1982) compared husbands’ job-related affective 
well-being with their wives’ description of at-home behavior. They 
observed that the level of husbands’ job-related emotional exhaustion was 
significantly associated with wives reporting that their husbands came 
home tense, unhappy, tired and upset, and that they had difficulty 
sleeping at night. Finally, high level of emotional exhaustion felt by the 
husbands was associated with low quality of family life. With respect to 
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expatriate family, expatriate spouses and children may observe and feel 
differences in the working family member’s behaviour while working in 
the host country.  For example, an expatriate child who used to get 
enough attention in the home country may feel neglected if the expatriate 
spends a lot of time away from home while working in the host country. 
Expatriate children may also overhear their parents talking and 
expatriates will from time to time also talk about their work in the host 
country, enthusiastically or in negative ways to their spouses and 
children. In the present study it was assumed that the expatriates’ work 
satisfaction may influence their spouses’ and children’s intercultural 
adaptation in the host country. Hence, the resulting hypothesis reads: 
 
Hypothesis 3: Expatriate spouses’ and children’s intercultural adaptation 
is positively related to expatriates’ work satisfaction in the host country. 
 
 
4.4.1.2     Support received from international companies 
 
The next issue that is related to the expatriates’ work life characteristics is 
the support that expatriate spouses and children receive from the 
company prior and during the expatriation period.  Social support may be 
defined as “an exchange of resources between at least two individuals 
perceived by the provider or the recipient to be intended to enhance the 
well-being of the recipient”  (Shumaker & Brownell, 1984, p. 13). 
Shumaker and Brownell (1984, p. 22) argue that people in support are 
physically and emotionally healthier than non-supported people. Social 
support networks include available people and relationships that are 
perceived by the individual to provide resources to deal with stressful 
situations (Black, 1989). Social support includes friendships that are more 
than mere casual acquaintances, intimate relationships, and people who 
are willing to come forward with practical help when it is really needed 
(Shumaker & Brownell, 1984; Cobb, 1976). In the present study we 
focused on support received from the company. Help and support from 
the company seem seriously needed by the expatriate spouse in order to 
adapt and adjust effectively to the new surroundings.   
 

A study of British expatriate spouses by Forster (1997) showed that 
most of them were dissatisfied with the relocation support provided by 
the companies. De Ciere et al. (1991) found that company assistance with 
the relocation was a strong predictor of psychological adjustment of an 
expatriate’s partner to relocation, particularly in the early stages of the 
expatriation. Therefore in the present study, it was predicted that support 
received from the company is positively related to the intercultural 
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adaptation of expatriate spouses and children, which leads to the 
following formulation: 

 
Hypothesis 4:  Support received from the company is positively related to 
the intercultural adaptation of expatriate spouses and children. 
 
 
4.5 Indicators of Intercultural Adaptation  
 
As has been discussed earlier in Chapter 3, a distinction can be made 
between psychological and socio-cultural adaptation (Searle & Ward, 
1990). Psychological adaptation refers to internal psychological outcomes 
such as mental health and personal satisfaction. In the theoretical model 
(Figure 4.1), psychological adaptation is indicated by the item 
Psychological Well-being. Socio-cultural adaptation refers to external 
psychological outcomes that link individuals to their new context such as 
the ability to deal with daily problems, particularly in the areas of family 
life, work, and school (See Segall, Dasen, Berry, & Poortinga, 1999) and 
is indicated by item Socio-cultural Adjustment in the theoretical model 
(see Figure 4.1).   

 
In the present thesis, indicators of both psychological and socio-

cultural adaptation were included. In addition, intercultural interaction 
was added as another dimension of intercultural adaptation (Kealey & 
Ruben, 1983). This dimension was defined by having an interest in and 
being able to deal with people from other cultures and can be regarded as 
a sub-dimension of socio-cultural adaptation. In the theoretical model 
(Figure 4.1) intercultural interaction is indicated by the item Intercultural 
Interaction/ Interaction with Local People. 
 
 
4.6 Key concept 
 
This chapter has introduced the theoretical model and hypotheses of the 
present study where the Multicultural Personality Questionnaire, Family 
Theory, Spillover Theory and other related studies were discussed. Figure 
4.1 presents the theoretical model of the present research.  Table 4.1 gives 
the key concept of this chapter. 
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Table 4.1 
Key concept of Chapter 4 
 
Key concepts 
 

Explanation 

  
The intercultural 
adaptation of expatriate 
spouse and children 

By borrowing the definition of Bowen and 
Orthner’s (1997), we define intercultural 
adaptation and adjustment of expatriate spouse 
and children as the outcome of having to cope 
and adjust interculturally in a host country, in 
responding to fulfill the individual and 
collective needs of the family members and at 
the same time responding to the needs and 
demands of the different culture environment 
in the host country.   
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Chapter 5 
 

The Determinants of Intercultural Adaptation Among 
Expatriate Spouses 

 
 

 
 
 
5.1 Method 
 
5.2 Results of the first study 
 
5.3 Results of the longitudinal study 
 
5.4 Discussions 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
In this chapter, we discuss the results of an empirical study of the 
intercultural adaptation of expatriate spouses, where the model presented in 
Chapter 4 was (see Figure 4.1) was tested. We start this chapter with the 
method employed to recruit expatriate spouses for the study.  Next, the 
demographic characteristics of expatriate spouses who participated in the 
study are discussed.  Then follows a description of all the measures that were 
used. Subsequently, the empirical results of the first study are presented and 
followed by the results of the longitudinal study.  We end this chapter by 
discussing the implication of the findings.  
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5.1 Method 
 
5.1.1 Procedure 
  
Stage 1 (First stage of pilot study) 
There are a number of expatriate spouses organizations scattered all over 
the Netherlands. An expatriate spouses organization, ACCESS in The 
Hague was contacted.  ACCESS is a non-profit organization that aims to 
help all nationalities to settle in the Netherlands. A lot of expatriate 
spouses work for ACCESS as volunteers.  The researcher volunteered 
himself at ACCESS as a means of familiarization with the sample of the 
present study.  Another objective of volunteering was to get information 
and to form a general impression of the lives of expatriate spouses in an 
informal setting.  First, a number of unstructured interviews with 
expatriate spouses were carried out at ACCESS.  The purpose of the 
interviews was to obtain more specific information on the expatriate 
spouses’ experiences during their stay in a foreign country. The 
experiences gained from these interviews together with the results from a 
literature review were used to develop the first version of the 
questionnaire. 
 
Stage 2 (Second stage of pilot study) 
For each of the model variables, existing scales were selected and a few 
scales were developed. The first version of the questionnaire was a 
combination of semi and fully structured questions.  A second pilot study 
was performed in order to test the suitability of the developed 
questionnaire. This phase of the study was carried out in the Netherlands. 
During interviews the questionnaire was presented to twenty participants 
and they were asked to complete the questionnaire.  In addition, they 
were interviewed about their experiences in adjusting to the new 
environment. More specifically they were asked to provide their ideas and 
opinions with respect to the support and assistance they received from 
their partners and their respective companies. At the end we asked them 
how they felt while answering the questions. In addition, they were asked 
to comment on the questions in the questionnaire. The feedback and 
comments from expatriate spouses were used to adjust the questionnaire.  
 
 
Stage 3 (Distribution of the questionnaires at T1) 
At Time 1 (T1), approximately 80 organizations for expatriate spouses all 
over the world were approached for participation in the final study (e.g., 
Hong Kong, Malaysia, Egypt, South Africa, Brazil, United States of 
America, Russia, France and the Netherlands). Thirty-two of these 
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organizations expressed their willingness to participate. The contact 
persons of the organizations further distributed the questionnaires among 
the members (for a complete sample of the questionnaire, see Appendix 
B). Completed questionnaires were either collected through the 
organizations or were returned by individual participants in a stamped, 
self-addressed envelope. In addition, members of expatriate’s clubs listed 
on the World Wide Web (internet) were approached and they received 
and returned their questionnaires through electronic mail.   
 
Stage 4 (Longitudinal Study, T2) 
After a year interval, Time 2 (T2), a second set of questionnaires 
containing the indicators of intercultural adaptation, among other things, 
were sent to participants who in the first questionnaires mentioned their 
consent to participate in the second study. In that way, we were able to 
examine the longitudinal effect of our model variables on expatriate 
spouses’ intercultural adaptation. 
 
 
5.1.2 Participants  
 
In total, 1000 questionnaires were sent out and finally, 275 were returned 
(response rate 27.5%).  Although this figure seems rather low, it is at least 
comparable and in most cases higher than figures reported in other 
international studies (e.g., Black & Gregerson, 1991; Tung, 1981).  Out 
of 275 questionnaires, 248 were usable for data analysis.  The participants 
of the present study consisted of expatriate spouses (both males or 
females), both repatriated and currently expatriating, residing all over the 
world.  The participants were from 29 different countries, the majority of 
whom came from the United Kingdom (24.6%), United States of America 
(18.1%), Australia (8.9%), and the Netherlands (8.5%). 

 
The majority of participants were female; 6.9% was male. In terms 

of age, 6.9% was aged between 20-29 years, 31% between 30-39 years, 
33.9% between 40-49 years, 27% between 50-59 years, and 1.2% above 
60 years. 38.9% of the respondents resided in large cities (population 
over 500,000); 21.1% lived in cities (200,000 to 500,000); 24.7% settled 
in small cities (25,000 to 200,000), and 15.4% stayed in towns (less than 
25,000). Of the respondents, 76.2% had one or more children. The 
respondents’ partners mostly worked in the technology sector (36.7%), 
service sector (19.0%), manufacturing sector (12.9%), and other sectors 
(31.4%).  Most of the respondents stated that the total annual family 
income (US$; 2001 level) in their family was over $90,000 (40.1%); 
$70,001 to $90,000 (25.6%); $50,001 to $70,000 (18.5%); $35,001 to 
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$50,000 (9.3%), and less than $35,000 (6.6%).  The sample was highly 
educated: 34.1% obtained higher education and 17.1% had a university 
degree. The majority of the spouses were not engaged in either paid or 
volunteer work; 23.4% of the respondents worked full-time or part-time 
and 27.0% was engaged in volunteer work.   Participants had been 
expatriated an average 1.5 times and had been living abroad for 8.0 years 
(SD = 8.5). In total, 63.7% of the respondents visited the host country 
prior to international relocation; 38.1% of the respondents indicated that 
they were able to speak the host country’s language. 

 
At T2, after one-year period, the participants from the present study 

who indicated in the questionnaires that they were willing to participate 
in the follow-up study were contacted.  150 questionnaires were sent via 
regular mails and electronic mails. This time, among other things, the 
questions on the three indicators of intercultural adaptation were included 
(i.e., Psychological Well-being, Intercultural Interaction, and Socio-
cultural Adjustment). Twelve email addresses were rejected and three 
regular mails were undelivered indicating the high mobility rates among 
the expatriates. Nevertheless, 50 completed questionnaires were returned 
(30.0 % return rate). Two of the participants mentioned that they had 
separated from their partners. Another two participants had been 
relocated to their home countries and via e-mail contacts, they were asked 
to refer to their last few months of experiences in the host countries while 
answering the questionnaires. One of the participants stated that only she 
had moved back to the home country while her husband was still working 
in the Netherlands. The participants were from 25 different countries, in 
majority from the United Kingdom (30.0%), the Netherlands (12.0%), 
United States of America (7.0%), Australia (8.0%) and the rest (43.0%). 

 
At Time 2, all the respondents were females. In terms of age, 8% 

was aged between 20-29 years, 38% between 30-39 years, 26% between 
40-49 years, 24% between 50-59 years, and 4% above 60 years. 34.0% of 
the respondents resided in large cities (population over 500,000); 12.0% 
lived in cities (200,000 to 500,000); 30.0% settled in small cities (25,000 
to 200,000), and 24.0% stayed in towns (less than 25,000). Of the 
respondents, 76.0% had one or more children. The respondents’ partners 
mostly worked in the technology sector (14.0%), service sector (26.0%), 
manufacturing sector (34.0%), and other sectors (26.0%).  Most of the 
respondents stated that the total annual family income (in US Dollar) in 
their family was over $90,000 (41.9%); $70,001 to $90,000 (20.9%); 
$50,001 to $70,000 (16.3%); $35,001 to $50,000 (7.0%), and less than 
$35,000 (14.0%).  The sample was highly educated: 34.0% had a higher 
educational level and 18.0% had a university degree. The majority of the 
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spouses were not engaged in either paid or volunteer work (52.0%); 
24.0% of the respondents worked full-time or part-time, and 24.0% was 
engaged in volunteer work.   Participants had been expatriated an average 
1.5 times and had been living abroad for 8.1 years (SD = 8.5). In total, 
68.0% of the respondents visited the host country prior to international 
relocation and 44.0% of the respondents indicated that they were able to 
speak the host country’s language. 

 
Chi-square test revealed that the non-respondents at T2 did not 

differ from respondents at T1 with respect to gender, age, city size, 
visited the home country prior to the relocation, number of children, 
partners’ industry sector, annual income, education level, employment 
status, and local language. A look at the distributions (in percentage) 
suggests that respondents and non-respondents are much alike in most of 
the cases. Apparently, the non-response occurred aselects.  

 
5.1.3 Instruments 

 
At T1, a questionnaire was developed to obtain demographical 
information. In addition, it incorporated features from the Multicultural 
Personality Questionnaire (Van der Zee & Van Oudenhoven, 2000) and 
Family Inventories (Olson, McCubbin et al., 1992). The questionnaire 
also contained a scale, which measured support from the company, and a 
scale in which the expatriates’ work satisfaction could be used to reflect 
the intercultural adaptation of expatriate spouses. The final section 
assessed respondents’ intercultural adaptation that consisted of questions 
concerning psychological well-being, intercultural interaction (interaction 
with the local nationals) as well as scales related to socio-cultural 
adjustment.  

 
Both independent and dependent variables were entered at T1.  At 

T2, the participants’ intercultural adaptation was measured again, which 
included psychological well-being, intercultural interaction, and socio-
cultural adjustment.   

 
5.1.3.1 Demographic information 

 
In the first section, respondents were asked to provide information with 
respect to their gender, age, and their home country. Regarding the host 
country, respondents were asked to state their present host country, the 
countries where they have lived before, duration of their stay abroad (in 
years and months), the size of the city where they were residing according 
to population size and if they have visited the host country prior to 
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expatriation. In addition, respondents were also asked about general 
personal circumstances which included the number of children, the sector 
in which their partners worked, the family annual income (in US $), their 
highest completed level of education, their employment status in the host 
country, and finally, their ability to speak the local language.   
 
5.1.3.2  Personality 

 
The Multicultural Personality Questionnaire (MPQ) was developed by 
Van der Zee and Van Oudenhoven (2000) as a multidimensional 
instrument to measure multicultural effectiveness of expatriates. 
Participants could give their answers on a 5-point scale, from [1] not at all 
applicable to  [5] totally applicable. It took participants approximately 10 
to 15 minutes to complete the entire questionnaire of 91 items that 
covered five dimensions: Cultural Empathy (18 items, α = .87), Open-
mindedness (18 items, α = .87), Social Initiative (17 items, α = .78), 
Emotional Stability (20 items, α = .75), and Flexibility (18 items, α = 
.78). Scale scores were obtained by taking the unweighted mean of the 
item scores, after first recoding the items that were mirrored. In case of 
missing values, the personal mean over the remaining scale items was 
computed, provided at least half of the items were answered.  Examples 
of items from the Cultural Empathy scale are “Tries to understand other 
people’s behaviour” (+) and “Finds it hard to emphasize with others” (-).  
Examples of items from the Open-mindedness scale are “Tries out 
various approaches” (+) and “Puts his or her own culture in a 
perspective” (+).  “Takes initiatives” (+) and “Is a slow starter” (-) are 
two examples of the items from the Social Initiative scale.  Examples of 
items from the Emotional Stability scale are “Is not easily hurt” (+) and 
“Is nervous” (-) and finally, two examples of items from the Flexibility 
scale are “Changes easily from one activity to another” (+) and “Avoids 
surprises” (-). 

 
5.1.3.3  Family Inventories 
 The scales for family cohesion, adaptability, and communication were 
drawn from Family Inventories, which were developed by Olson, 
McCubbin et al. (1992 and permission granted).  For the purpose of the 
present study, only the items that were applicable to expatriate spouses’ 
in a host country were selected. Family cohesion was defined as the 
emotional bonding that family members share with each other.  The 
construct was measured by nine items on a 5-point answering scale 
ranging from [1] strongly disagree to [5] strongly agree.  Examples of 
items are “Family members are supportive of each other during difficult 
times”  (+)  and  “Family  members  feel  very close to each other”  (+)  
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(α = . 92). Family adaptability refers to the extent to which the family 
system is flexible and able to change.  Respondents were asked to answer 
nine items on a 5-point Likert-type scale, ranging from [1] strongly 
disagree to  [5] strongly agree. Sample items are  “Things work out well 
for us as a family” (+) and “Sometimes I feel lonely or homesick and 
cannot concentrate on my daily activities” (-) (α = .75). Third, family 
communication was measured by eight items on a 5-point scale ranging 
from [1] strongly disagree to [5] strongly agree.  Examples of items are “I 
find it easy to discuss problems with my family members” (+) and “I am 
happy about how we make decisions and resolve conflicts” (+) (α =. 92). 
 
5.1.3.4  Support from Company 
  
For the purpose of the present study, a scale was developed which aimed 
to measure the support that expatriate spouses received before and during 
the expatriation period. Participants were asked to evaluate the 
information package about the country given by the company, cultural 
training program, assistance in employment opportunities, and financial 
support on a 5-point Likert-type scale from [1] strongly disagree to  [5] 
strongly agree. Examples of items are “The company provided us with 
the information (books, brochures etc.) about the host country” (+)  and 
“There was cultural training provided by the company” (+).  The internal 
consistency of this scale was moderate, α = .67 probably due to the fact 
that respondents in majority indicated that they “strongly disagreed” with 
the statements (a consistency in answering pattern exist).  

 
5.1.3.5  Expatriates’ Work Satisfaction 
 
An additional  (10-item) scale was developed in order to measure the 
expatriates’ work satisfaction from their spouses’ point of view. 
Examples of these items are, “My partner likes the working climate in the 
organization he/she works for” (+) and “My partner complains more 
about his/her work than he/she used to” (-).   A 5-point scale was used, 
ranging from [1] strongly disagree to [5] strongly agree. The reliability of 
this scale was moderate (α = .70). 

 
5.1.3.6  Intercultural Adaptation 
 
Since there are three different aspects of intercultural adaptation, we were 
interested in examining the dependent variables of the model separately. 
First, in order to measure the psychological well-being of expatriate 
spouses in the host country, we used the Satisfaction with Life Scale  
(SWLS; Diener,  Emmons,  Larsen & Griffin,  1985).  This scale has five 
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items referring to general satisfaction with life (e.g., “In most ways my 
life is close to my ideal” (+) and “I am satisfied with my life, everything 
taken together” (+)).  Participants could respond according to a 5-point 
scale ranging from [1] strongly disagree to [5] strongly agree.  The 
reliabilities of this scale at both times were high, α = .90 at T1 and α = 
.92 at T2.   

 
Second, a scale was developed in order to measure the Intercultural 

Interaction/Interaction with Local People.  The participants were asked to 
rate their interaction with local nationals on a 5-point Likert-type scale 
ranging from [1] strongly disagree to [5] strongly agree.  Examples of the 
items are,  “I spend some time with the local nationals” (+) and “I feel 
comfortable talking to local people” (+). This scale was moderately 
reliable, α =. 71 at T1 and acceptable at T2, α = .86. 

 
 Third, to measure the expatriate spouses’ Socio-cultural 
Adjustment, that is, the expatriate spouses’ adjustment to the general and 
external environment in the host country, 10 items were drawn from 
Black’s (1988) study on expatriates.  Expatriate spouses were asked to 
rate their socio-cultural adjustment on a 7-point Likert-type scale ranging 
from [1] not adjusted at all to [7] completely adjusted.  Examples of the 
items are  “Health care facilities” and “Living conditions in general”.  
The reliability estimates for this scale were high at both times, α =. 90 at 
T1 and α = .92 at T2. 

 
5.2 Results 
 
First, we were interested in the pattern of intercorrelations between the 
independent variables in our model.  As can be seen in Table 5.1, the 
MPQ scales were significantly related to three family characteristics.  The 
only exception concerned the correlation between Flexibility and Family 
Cohesion that failed to reach significance level. With respect to the work-
related variables, it was found that, whereas all MPQ scales except 
Flexibility correlated significantly with expatriate work satisfaction, only 
Cultural Empathy and Emotional Stability were significantly related to 
support from the company.  All MPQ scales were significantly and 
positively related to Intercultural Interaction. The three family 
characteristics appeared to be significantly related to Expatriates’ Work 
Satisfaction, but unrelated to Support from Company.  It must be noted 
that the intercorrelations between personality-, family- and work-related 
variables were not very high, and we felt justified to discriminate between 
them. In addition, the intercorrelations between the dependent variables 
were significantly related but they were dependent enough to regard as 
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Table 5.1 
Correlations Between the Variables 

 
 2            

            

            

            

            

        

       

        

         

          

          

           

           5** 

            

3 4 5 6 7 8 9 10 11 12 13

1. Cultural Empathy .69** .52** .29** .22** .36** .35** .31** .34** .16** .30** .30** .21**

2. Open-mindedness .68** .41** .41** .31** .25** .25** .02 .22** .39** .35** .39**

3. Social Initiative .54** .48** .25** .23** .17** .11 .19** .35** .23** .27**

4. Emotional Stability .46** .38** .35** .32** .19** .28** .47** .18** .16*

5. Flexibility .15* .19** .11 .11 .12 .23** .18** .22**

6. Family Cohesion  .70** .74** .06 .25** .45** .23** .01

7. Family Adaptability  .69** .10 .29** .49** .27** .09

8. Family Communication  .09 .26** .41** .17** .07

9. Support from Company .19** .20** .11 .09

10. Expatriates’ Work Satisfaction .32** .26** .29**

11. Psychological Well-being .47** .27**

12. Socio-cultural Adjustment .4

13. Intercultural Interaction/Interaction 

with Locals   

*correlation is significant at the 0.05 level (2-tailed) 
** correlation is significant at the 0.01 level (2-tailed) 
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separate variables. Moreover, we were interested in the predictive value 
of the model variables against the three separate indicators of intercultural 
adaptation. 
 
5.2.1 Personality Characteristics and Intercultural Adaptation 
 
The first hypothesis concerned the relation between personality and 
adaptation. As Table 5.1 shows, the five MPQ scales were by no means 
independent.  Particularly the scales for Cultural Empathy and Open-
mindedness and the scales for Open-mindedness and Social Initiative 
were highly interrelated.  It was nevertheless decided to consider them as 
separate scales.  To what extent did the MPQ scales ‘predict’ intercultural 
adaptation?  Examining the raw correlations (Table 5.1), it was found that 
all five dimensions were significantly related to the three indicators of 
adaptation.  Hierarchical regression was performed to examine the 
independent predictive value of the MPQ scales against the three 
indicators of adaptation. Subsequently, Psychological Well-being, 
Intercultural Interaction, and Socio-cultural Adjustment were regressed 
on the MPQ scales. As Table 5.2 reveals, Open-mindedness appeared as a 
significant predictor of all three criteria. Psychological Well-being was 
also significantly predicted by Emotional Stability. 

 
 
Table 5.2 
Results from Hierarchical Regression Analysis of Intercultural 
Adaptation According to the MPQ dimensions 
 
 

Dependent variable: Psychological Well-being 
β   R R2 

Cultural Empathy  .05 
Open-mindedness  .23** 
Social Initiative                      -.03 
Emotional Stability            .40** 
Flexibility            -.05  .53 .28 

 
Dependent variable: Intercultural Interaction/Interaction with local people 

       β  R R2 
Cultural Empathy           -.09    
Open-mindedness  .44**   
Social Initiative           -.01   
Emotional Stability            -.02   
Flexibility   .07  .40 .16 
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Dependent variable: Socio-cultural Adjustment 

      ß  R R2 
Cultural Empathy  .11   
Open-mindedness  .29**   
Social Initiative           -.07   
Emotional Stability             .16   
Flexibility   .15  .37 .14  

  
Significance level :  ***p<.001, **p<.01, *p<.05 
 

There may be a problem of collinearity because MPQ scales are 
interrelated. Nevertheless, the relative strength of each dimension as a 
predictor of adaptation equaled the relative strength of the raw 
correlations.  
 
 
5.2.2 Family Characteristics and Intercultural Adaptation 
 
The family characteristics appeared unrelated to the amount of interaction 
with the locals.  Significant raw correlations of all three family 
characteristics with both Satisfaction with Life and Socio-cultural 
Adjustment were found. Again, hierarchical regression analysis was 
performed to examine the independent predictive value of Family 
Cohesion, Family Communication, and Family Adaptability against  
adaptation criteria. As Table 5.3 reveals, both Psychological Well-being 
and Socio-cultural Adjustment were significantly predicted by Family 
Cohesion, whereas Psychological Well-being was also significantly 
predicted by Family Adaptability. Family Communication did not appear 
as an independent predictor of spouses’ intercultural adaptation. Again, 
there may be a problem of collinearity because the family characteristics 
are interrelated. However, the relative strength of each dimension as a 
predictor of adaptation equalled the relative strength of the raw 
correlations. 
 
Table 5.3  
Results from Hierarchical Regression of Intercultural Adaptation 
According to Family Characteristics   
 

Dependent variable: Psychological Well-being 
    ß  R R2 
Family Cohesion  .19*   
Family Adaptability  .33**   
Family Communication .04  .51 .26 

___________________________________________________________ 
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Dependent variable: Intercultural Interaction/Interaction with local people 
    ß  R R2 

Family Cohesion           -.13   
Family Adaptability  .15   
Family Communication .05  .13 .02 

___________________________________________________________ 
Dependent variable: Socio-cultural Adjustment  

   ß  R R2  
Family Cohesion  .14   
Family Adaptability  .23**   
Family Communication          -.09  .28 .08 

 
Significance level: ***p<.001, **p<.01, *p<.05 
 
 
5.2.3 Expatriates’ Work Characteristics and Intercultural Adaptation 
 
The third group of independent variables in our model concerned aspects 
of expatriates’ work characteristics. In the present study, we focused on 
support from the international company and the extent to which the 
expatriates were satisfied with their job. The pattern of raw correlations 
revealed that Support from Company was only significantly related to 
Psychological Well-being, whereas Expatriates’ Work Satisfaction was 
significantly related to the three indicators of intercultural adaptation. 
Regression analyses confirmed this pattern of findings (Table 5.4).  

 
Table 5.4 
Results of Hierarchical Regression of the Intercultural Adaptation of 
expatriate spouses on Aspects of Expatriates’ Work Characteristics 
________________________________________________________ 

Dependent variable: Psychological Well-being 
     ß  R R2 
Expatriates’ Work Satisfaction .30***   
Support from Company  .14*  .36 .13  

___________________________________________________________ 
Dependent variable: Intercultural Interaction/Interaction with local people 

     ß  R R2 
Expatriates’ Work Satisfaction           .28***   
Support from Company  .03  .29 .08 

___________________________________________________________ 
Dependent variable: Socio-cultural Adjustment  

                 ß  R R2 
Expatriates’ Work Satisfaction .25***   
Support from Company  .06  .27 .07 

 
Significance level : ***p<.001, **p<.01, *p<.05 
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5.2.4 Personality, Family, and Expatriates’ Work Characteristics 
and Intercultural Adaptation 
 
In the previous sections, support was provided for the predictive value of 
personality, family and work characteristics in relation to intercultural 
adaptation. Finally, we performed a regression analysis with all the model 
variables in one equation. Table 5.5 shows the results from regression 
analysis. Only significant predictors are included in the table. 
Psychological Well-being was best predicted from the personality 
variables of Open-mindedness and Emotional Stability, the family 
variables of Cohesion and Adaptability, and finally from Support from 
Company. Together, these variables explained 39% of variance. The 
extent to which spouses interacted with the locals was significantly 
predicted by Open-mindedness and Expatriates’ Work Satisfaction (20% 
of variance). Finally, expatriate spouses’ Socio-cultural Adjustment was 
predicted by Open-mindedness, Family Adaptability, and Expatriates’ 
Work Satisfaction.   

 
Table 5.5 
Results from Hierarchical Regression of Significant Predictors 
 
Dependent variable:  Psychological Well-being 
Variables R R2 β  
Open-mindedness   .18**  
Emotional Stability   .24***  
Family Cohesion    .17*  
Family Adaptability   .20**  
Support from Company .62 .39 .11*  
 
 
Dependent variable:  Intercultural Interaction/Interaction with the locals 
Variables R R2 β  
Open-mindedness   .34***  

Expatriates’ Work Satisfaction .42 .20 .18*  

 
Dependent variable:  Socio-cultural Adjustment 
Variables R R2 β  
Open-mindedness        .28***      
Family Adaptability                   .13*      
Expatriates’ Work Satisfaction                .42    .18  .16**          
 
Significance level : ***p<.001, **p<.01, *p<.05 
 

 71



                                                                                                                                       Chapter 5 

5.2.5 Demographic Characteristics and Intercultural Adaptation  
 

Finally, we explored the relationship between a number of demographic 
characteristics and our chosen indicators of intercultural adaptation. With 
respect to biographical characteristics, having children had little impact 
on the indicators of adaptation or on the independent variables. Only 
Family Cohesion was weakly and negatively related to the number of 
children (r = -.11, p < .05), indicating that the more children, the less 
cohesion among the family members. 

 
 Second, we were interested in the impact of employment status on 

adjustment. No multivariate effect of being employed on indicators of 
adjustment was found, F < 1. We did find a univariate significant effect 
for intercultural interaction, F(2, 246) = 3.14, p < .05, indicating the 
highest level of intercultural interaction among spouses who were 
engaged in paid employment (M = 3.81) and interestingly the lowest level 
of interaction among spouses who engaged in volunteer work (M = 3.49). 
The non-working group scored in-between (M = 3.61). This finding 
should be treated with caution, however, because of the insignificant 
multivariate result. With respect to the independent variables, personality 
was related to employment status, F(10, 476) = 1.83, p < .05. Univariate, 
a significant effect was found for Flexibility, F(2, 242) = 3.00, p < .05. 
Interestingly, spouses who undertook volunteer work were more flexible 
(M = 3.41) than non-working spouses or spouses engaged in paid 
employment (M = 3.23). Although no multivariate effect of being 
employed on family characteristics was found, F(6, 482) = 1.21, n.s., a 
univariate significant effect was found on Family Cohesion, F(2, 243) = 
2.61, p < .05. Not surprisingly, the level of Family Cohesion was the 
highest when the spouse was not working (M = 4.14), followed by 
spouses who were volunteers (M = 4.04). Working spouses scored the 
lowest level of Family Cohesion (M = 3.89). Again, this finding should 
be treated with caution. The employment status of the spouse was 
unrelated to Expatriates’ Work Satisfaction and Support from Company.  

 
The annual income of the expatriate family did have an impact on 

the adjustment of spouses. Interestingly, the higher the family income, the 
higher the Psychological Well-being of the expatriate spouses (r = .12, p 
< .05) and the higher their Socio-cultural Adjustment (r = .12, p < .05), 
but the lower the level of Intercultural Interaction (r = -.14, p < .05). It 
must be noted however that these relations are rather weak. Annual 
income was also related to the personality scores. The higher the family 
income, the higher the spouses scored on Cultural Empathy (r = .12, p < 
.05), Social Initiative (r = .20, p <. 05), Emotional Stability (r = .14, p < 
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.05) and Flexibility (r = .12, p < .05). Family income was unrelated to the 
family and work-related predictors of adjustment.  

 
In addition, multivariate analyses revealed that being able to speak 

the language of the host country had an effect on intercultural adaptation, 
F(3, 231) = 5.20, p < .01. At the univariate level significant effects were 
found for Intercultural Interaction, F(1, 233) = 6.24, p < .01, and Socio-
cultural Adjustment,  F(1, 233) = 8.91, p < .01. Not surprisingly, 
participants who were able to speak the language of the host country 
revealed higher levels of Intercultural Interaction (M = 3.84 versus M = 
3.51) and higher levels of Socio-cultural Adjustment (M = 5.60 versus M 
= 5.21). Interestingly, where the predictors of adaptation were concerned, 
command of the host country language also appeared to be related to 
personality, F(5, 228) = 4.63, p < .01. At the univariate level findings 
appeared to be significant for Open-mindedness, F(1, 232) = 8.72, p < .01 
and Flexibility F(1, 223) = 2.77, p < .05. The group that was unable to 
speak the local language scored lower on both traits (M = 3.57 and 3.22 
for Open-mindedness and Flexibility, respectively) than the group that 
did speak the local language (M = 3.75 and 3.34, respectively). No effects 
of language on the family and work related variables were found.  

 
Having visited the host country prior to relocation was found to 

have a multivariate significant effect on spouses’ adaptation, F (3, 242) = 
2.78, p < .05. At the univariate level, this effect was solely significant for 
Socio-cultural Adjustment, F(1, 244) = 8.25, p < .01, revealing a higher 
level of Socio-cultural Adjustment among spouses that did visit the host 
country prior to relocation (M = 5.50) than among spouses that did not 
(M = 5.12).  

 
Finally, duration of stay in the host country was related to 

Psychological Well-being (r = .11, p < .05), Intercultural Interaction (r = 
.15, p < .05), and Socio-cultural Adjustment (r = .30, p < .01). Moreover, 
this variable was also related to three of the five personality variables: 
Cultural Empathy (r = .17, p < .01), Open-mindedness (r = .21, p < .05), 
and Social Initiative (r = .14, p < .05), indicating higher levels of these 
traits among spouses who were expatriated for a longer time. The family 
and work-related variables were unrelated to duration of stay. 

 
Table 5.6 summarizes the major findings of the present study at T1. 
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Table 5.6 
Major Findings on Expatriate Spouses’ Intercultural Adaptation 

 
 Psychological 

Well-being 
Intercultural 
Interaction 

Socio-
cultural 
Adjustment 
 

1. Cultural Empathy    
2. Open-mindedness X X X 
3. Social Initiative    
4. Emotional Stability X   
5. Flexibility    
6. Family Cohesion X   
7. Family Adaptability X  X 
8. Family 
Communication 

   

9. Support from 
company 

X   

10. Expatriates’ Work   
Satisfaction 

X X X 

11. Employment status  X  
12. Annual income X  X 
13. Command of the 
local language 

 X X 

14. A visit prior to the 
relocation 

  X 

15. Duration of stay 
(total number of years 
of expatriation) 

X X X 

 
X – significant relationship  
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5.3 Results of Longitudinal Study on Expatriate Spouses’ 
Intercultural     Adaptation  
 
 
Table 5.7 presents the median and standard deviation of the three indicators 
of intercultural adaptation of the 50 respondents at both T1 and T2. No 
significant increase in the mean of Psychological Well-being was found 
and both the means of Intercultural Interaction and Socio-cultural 
Adjustment decreased marginally over a time interval of a year. 
 
Table 5.7 
Median and Standard Deviation of the Three Indicators of 
Intercultural Adaptation 
 

T1 T2    
M SD M SD F 

Psychological Well-being 3.69 .76 3.71 1.00 F(1, 49) = 0.03, n.s. 
Intercultural Interaction 
/Interaction with the local people

3.87 .71 3.47 .79 F(1, 49) = 8.78, p < .00

Socio-cultural Adjustment 5.82 .84 5.11 1.38 F(1,49) = 9.78, p < .00
 

  
5.3.1 Correlations Between Variables and the Indicators of 

Intercultural Adaptation  
 

First, we look at the correlations between the variables from the first study, 
which include all the independent variables and the three indicators of 
intercultural adaptation at both Time 1 and Time 2 (see Table 5.8). 
 
 
Correlations between Variables and Well-being  
At T1, all the variables except Cultural Empathy appeared as significant 
predictors of expatriate spouses’ Well-being. However, at T2, only Social 
Initiative, Emotional Stability, and Flexibility displayed marginal 
correlations with expatriate spouses’ Psychological Well-being. However, 
no significant relationship was found in the partial correlation (after 
controlling for Well-being  at T1). 
 
 
Correlations between Variables and Intercultural Interaction 
At T1, personality characteristics (Cultural Empathy, Open-mindedness, and 
Social Initiative) dominated as significant predictors of expatriate spouses’ 
Intercultural Interaction/Interaction with locals. Moreover, 
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Table 5.8 
Correlations between the Variables 

      Well-being  Intercultural Interaction Socio-cultural Adjustment
T1 T2(T1)T2

β 
 T1  T2 T2(T1)

β 
  T1  T2 T2(T1)

β 
1. Cultural Empathy .08 .00 -.03         

       
       
         

       
         

          

          

           

          

.26* -.00 -.06 .25* -.01 .01
2. Open-mindedness .44*** .09 -.09 .39*** .38***

 
.34*** .41*** .24* .28*

3. Social Initiative .39*** .29** .17 .29** .15 .10 .13 .41*** .41***
4. Emotional 
Stability 

.51*** .30** .15 .15 .15 .12 .04 .26* .26*

5. Flexibility .21* .25* .18 -.00 .23* .23* .00 .40*** .40***
6. Family Cohesion .27* .13 .03 -.02 -.02 -.01 .06 .08 .08
7. Family 
Adaptability 

.56*** .15 -.08 .34*** .11 .03 .22* .07 .06

8. Family 
Communication 

.27** .16 .07 .01 -.02 -.02 -.03 .10 .11

9. Support from 
Company 

.20* .05 -.01 .18 .02 -.03 .06 -.13 -.12

10. Expatriates’ 
Work Satisfaction 

.41*** .01 -.10 .37*** .21* .15 .21* -.14 -.05

   

Correlations at 1-tailed : p* <.1,  p* * < .05, p*** < .01  
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Family Adaptability and Expatriates’ Work Satisfaction displayed 
significant correlations with this variable. In contrast, at T2, only Open-
mindedness and Expatriates’ Work Satisfaction turned out to be 
significant predictors. Interestingly, Flexibility appeared to show a 
marginal correlation with Intercultural Interaction. After controlling for 
Well-being at T1, only Open-mindedness and Flexibility showed 
significant effects on Intercultural Interaction. 
 
Correlations between Variables and Socio-cultural Adjustment 
Again, personality characteristics dominate the predictors of expatriate 
spouses’ Socio-cultural Adjustment.  At T1, Cultural Empathy and Open-
mindedness showed significant relations with Socio-cultural Adjustment. 
Interestingly, at T2, Flexibility surfaced as a significant predictor in 
addition to Open-mindedness. Social Initiative and Emotional Stability 
showed marginally significant correlations with Socio-cultural 
Adjustment. Both Family Adaptability and Expatriates’ Work Satisfaction 
indicated marginal correlations at T1 but not at T2. Partial correlation was 
exhibited by Socio-cultural Adjustment T1(T2) which indicated that 
Social Initiative and Flexibility appeared as significant predictors of 
Socio-cultural Adjustment whereas Open-mindedness and Emotional 
Stability showed marginal effects on Socio-cultural Adjustment.   
 
5.3.2 Results of Hierarchical Regression Analysis  
 
In this section, we regressed all the significant relationships that appeared 
from the partial correlations, i.e., T2(T1) as shown in Table 5.8 above. 
 

Since there was no significant effect found in T2(T1) with regard to 
Well-being, then the first relationship that we were interested in was the 
relationship between the significant variables found from partial 
correlation and the expatriate spouses’ Intercultural Interaction at T2.  The 
results of regression analysis as shown in Table 5.9 reveal that at T2, 
Open-mindedness appeared to be the only significant predictor of 
expatriate spouses’ Intercultural Interaction. 
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Table 5.9 
Results from Hierarchical Regression Analysis of Intercultural 
Interaction on the Significant Relationships, T2(T1)  with 
Intercultural Interaction at T1 as a Control 
 
Model  β R R² 
1 Intercultural Interaction T1 .23 .23 .05 
2 Intercultural Interaction T1 .09 .39 .15 
 Open-mindedness .34**   
3 Intercultural Interaction T1 .11 .41 .17 
 Open-mindedness .29**   
 Flexibility .14   
*p < .1,  **p < .05 
 
The last relationship concerned the significant variables found in the 
partial correlation T2(T1) and the expatriate spouses’ Socio-cultural 
Adjustment at T2.  Interestingly, as Table 5B.4 shows, Open-mindedness, 
Social Initiative, and Flexibility appeared as significant predictors of 
expatriate spouses’ Socio-cultural Adjustment at T2. 
 
Table 5.10 
Results from Hierarchical Regression Analysis of Socio-cultural 
Adjustment on the Significant Relationships, T2(T1) with Socio-
cultural Adjustment at T1 as a Control 
 
Model  β R R² 
1 Socio-cultural Adjustment T1 .02 .02 .00 
2 Socio-cultural Adjustment T1 -.09 .26 .07 
 Open-mindedness .28*   
3 Socio-cultural Adjustment T1 -.05 .41 .17 
 Open-mindedness .04   
 Social Initiative .39**   
4 Socio-cultural Adjustment T1 -.04 .42 .18 
 Open-mindedness .02   
 Social Initiative .36**   
 Emotional Stability .11   
5 Socio-cultural Adjustment T1 -.00 .49 .24 
 Open-mindedness -.04   
 Social Initiative .29*   
 Emotional Stability .08   
 Flexibility .28*   
*p < .1,  **p < .05 
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5.4 Discussions  
 

The first purpose of this study was to examine the relation between 
personality characteristics and the intercultural adaptation of spouses in a 
host country. In all cases, as compared to family and work characteristics, 
personality variables appeared to be the strongest determinants of the 
adaptation of the expatriate spouses. An important predictor appeared to 
be Open-mindedness that was related to psychological and socio-cultural 
adaptation of expatriate spouses and to the extent to which they engaged 
in intercultural interaction as well.  Moreover, the findings from the 
present study show that Emotional Stability is related to psychological 
adaptation. The present findings are consistent with a study conducted 
among international oriented students in Taiwan (Mol et al., 2001).  The 
researchers also found that Open-mindedness and Emotional Stability 
were featured prominently among the indicators of multicultural 
effectiveness among these students. Therefore, the present study provides 
support for our assumption that the traits that are critical to the success of 
international employees and students may also be relevant to those who 
accompany them on their international assignment, that is, their partners 
and other family members. The present data thus provide support for the 
concurrent validity of the MPQ for this group. International companies 
may make use of the MPQ scales as a selection or diagnostic tool, for 
example, to be used in consulting families in their decision to accept or 
refuse an international job offer.  Alternatively, the scales can be used to 
identify expatriate spouses who may need additional help and support 
during the expatriation period.  

 
In addition, the present study examined the relationship between 

family characteristics and the expatriate spouses’ intercultural adaptation.  
Particularly Family Adaptability was found to be related to intercultural 
adaptation of expatriate spouses. Family Cohesion and Family 
Communication were less consistent as independent predictors. Olson et 
al. (1984) refer to communication as a dimension that facilitates 
adaptability and the same may hold for family cohesion. Family 
Adaptability can be seen as a final outcome of healthy family processes 
that in turn determine the level of adaptation during the expatriation 
period. Expatriate family members who are able to change and adapt to 
the new environment in a host country seem to demonstrate a higher level 
of intercultural adaptation. This seems to require a certain level of 
cohesion as well as open communication in the family. 

 
Finally, the present study examined the relationship between the 

expatriates’ work life and intercultural adaptation of their spouses. 
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Support received from the international company prior and during the 
expatriation period contributed to the psychological adaptation of the 
expatriate spouses.  At the same time, expatriates’ work satisfaction 
contributed to both socio-cultural adaptation and intercultural interaction. 
The results showed that support given by the international companies to 
expatriate spouses prior and during the expatriation period facilitated their 
process of adapting to the host country.  Support can be given for 
example by means of cultural training and information sources (books, 
brochures, etc.) about the host country. In this regard, Black and 
Gregersen (1991) also found that firm-provided cross-cultural training as 
well as involvement of the expatriate spouse with regard to the latter's 
views and opinion about the overseas assignment were significantly 
related to the spouse’s adaptation to the general environment in a host 
country. However, it must be noted that the correlations between work 
characteristics and indicators of adaptation were not very strong. 
Possibly, this is caused by the fact that the scales used to measure the 
work-related variables were not highly reliable, thereby reducing the level 
of the intercorrelations with other variables. 

 
In addition, demographic data revealed interesting findings. Being 

employed, earning a high annual income, the ability to converse in the 
local language, having visited the host country before the relocation, and 
the longer the duration of expatriation contribute to expatriate spouses’ 
intercultural adaptation. It was found that having visited the country prior 
to relocation yielded the same result as reported in Black and Gregersen’s 
(1991) finding.  

 
 It is interesting to discover that even though more and more 

companies admit that they have tried their best to support the expatriate 
spouses, most of the respondents of the present study said that they did 
not receive enough support from their partners’ international companies 
(M = 2.86).  Punnet (1997) suggested that international companies should 
give full support to expatriate spouses prior and during the early stage of 
the expatriation.  Human Resource Departments usually do not maintain 
contact with expatriate spouses who may in turn feel that there is nobody 
to turn to when problems arise in the host country.  It is highly 
recommended that Human Resource Departments of international 
companies extend more support and concern to the expatriate spouses. 
Expatriates’ work satisfaction also showed a high positive relation to the 
intercultural adaptation of their spouses. Again, companies can take a 
responsibility here to closely follow up on the well-being of their 
expatriate employees. For example, a mentor system in which an 
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expatriate is coached by a fellow-expatriate or a local employee may help 
to diagnose problems at work in an early phase.  

 
Interestingly, over an interval of a year, personality characteristics 

still dominate as the main predictors of expatriate spouses’ intercultural 
adaptation. Open-mindedness showed significant relationships with 
expatriate spouses’ Intercultural Interaction and Socio-cultural 
Adjustment, whereas Social Initiative indicated a significant effect on 
expatriate spouses’ Well-being and finally, Flexibility was highly related 
to expatriate spouses’ Socio-cultural Adjustment. The longitudinal results 
suggest that expatriate spouses’ intercultural adaptation depends largely 
on their individual personality characteristics compared to family 
characteristics and expatriates’ work characteristics. Thus, we strongly 
suggest expatriate spouses to be open-minded towards the local people 
and cultures, be active in interacting with the other expatriates and local 
people while in a host country, and be flexible with the host country’s 
people and culture.   

 
Even though we conducted a longitudinal study on expatriate 

spouses’ intercultural adaptation, it is impossible to draw any conclusions 
with respect to cause and effect. Perhaps the low work satisfaction of the 
expatriates was the result rather than the cause of their spouses’ 
adaptation problems. A second limitation to the present study was that 
participation in the study occurred on a voluntary basis, probably 
resulting in a sample that was not completely representative of the 
population of expatriate spouses. Although we expect that this limitation 
may have affected the absolute level of the scores on each variable, but 
that it is not likely that it has also affected the intercorrelations between 
the variables. Moreover, common method variance may be responsible 
for the high correlations between the independent and dependent 
variables.  All measures relied on self-reporting and, for example, some 
of the items from the MPQ resembled criterion variables (e.g., I am a 
person who likes to interact with people from different cultures vs. I feel 
comfortable talking to local people).  However, this problem was less an 
issue in the satisfaction with life scale that revealed equally high 
correlations.  In addition, in an earlier study that included comparable 
dependent variables, the correlations between the MPQ scales and 
dependent variables increased over time, which cannot be explained away 
by common method variance (Van Oudenhoven & Van der Zee, 2002). 
Despite these limitations, the present study clearly highlighted some 
important variables associated with expatriate spouses’ successful 
intercultural adaptation.  
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Chapter 6 
 

The Relationship between Expatriate Spouses’ Intercultural 
Adaptation and Hofstede’s Cultural Dimensions based on 

Respondents Who Have Lived in The Netherlands 
 
 
 
 
 
 
 
 
6.1 Introduction 

6.2 Method 

6.3 Results 

6.4  Discussions and Conclusion 
 
 
 
 
 
 
 
 
 
 
 
 
 
The purpose of this chapter is to see whether the intercultural adaptation model 
presented in Chapter 4 holds across cultures. This exploratory study seeks to 
investigate the relationships between Hofstede’s four cultural dimensions and 
intercultural adaptation of expatriate spouses who have lived in the 
Netherlands. The chapter starts with a discussion of Hofstede’s four cultural 
dimensions. Next, procedures and results of the present study are presented, and 
this chapter ends with a section of further discussion and conclusion. 
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6.1 Introduction 
 
Up till this point, we have presented a model on intercultural adaptation 
suggesting that it is universal, i.e., that the model holds regardless of the 
characteristics of the expatriates’ and the host country’s culture.  It is quite likely 
that this assumption does not hold. Imagine a Malaysian family that moves to 
the Netherlands on an international business assignment and compare this family 
with a British family who also moves to the Netherlands for the same reason. 
Are both families facing the same difficulties adapting to the Netherlands? Are 
their multicultural traits or issues related to family adjustment equally critical to 
their adaptation success stories?       
 

Most people do not realize that a society’s culture is not universal until 
they come into contact with people from a different culture (Triandis, 1995) and 
the realization is inescapable when one has to live in a different culture. Cultural 
distance between the sojourners and host country affects the degree of difficulty 
or ease with which the sojourners adapt to the host country (Tung, 1981; Ward 
& Kennedy, 1994; De Verthelyi, 1995; Tarafodi & Smith, 2001).  In this regard, 
De Verthelyi (1995, p. 388) argued that characteristics of the host society, such 
as its degree of receptivity or pressure to conform, and its tolerance of cultural 
diversity will have an important impact on the amount of acculturative stress 
that sojourners will experience.  
 

In this chapter, we will examine whether the role of personality 
characteristics, family characteristics, and expatriates’ work characteristics in 
intercultural adaptation differs across cultures. The impact of expatriate spouses’ 
cultural background in terms of Hofstede’s four cultural dimensions on the 
importance of each of the model variables will be examined.    

 
Let us recall Hofstede’s four cultural dimensions. Based on his research 

on corporate culture conducted among 116,000 IBM employees in 50 countries, 
Hofstede proposed four cultural dimensions: Power Distance, Individualism vs. 
Collectivism, Uncertainty Avoidance, and Masculinity vs. Femininity (Hofstede, 
1991). These four cultural dimensions seem to hold both for organizations and 
nations. First, Power Distance is defined as the extent to which the less powerful 
members of institutions (basic elements of society like the family, school, and 
the community) and organizations within a country expect and accept that power 
is distributed unequally (Hofstede, 1991, p. 28). The second dimension is 
Individualism vs. Collectivism. Individualism pertains to societies in which the 
ties between individuals are loose: everyone is expected to look after himself or 
herself and his or her immediate family. Collectivism as its opposite pertains to 
societies in which people from birth onwards are integrated into strong, cohesive 
groups, which throughout people’s lifetime continue to protect them in exchange 
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for unquestioning loyalty (Hofstede, 1991, p. 51). Uncertainty Avoidance is the 
third dimension, which is defined as the extent to which the members of a 
culture feel threatened by uncertain or unknown situations. This feeling is, 
among other things, expressed through nervous stress and in a need for 
predictability: a need for written and unwritten rules (Hofstede, 1991, p. 113). 
The fourth dimension is Masculinity vs. Femininity. Masculinity pertains to 
societies, in which social gender roles are clearly distinct (i.e., men are supposed 
to be assertive, tough, and focussed on material success whereas women are 
supposed to be more modest, tender, and concerned with the quality of life). 
Femininity pertains to societies in which social gender roles overlap (i.e., both 
men and women are supposed to be modest, tender, and concerned with the 
quality of life) (Hofstede, 1991, pp. 82). 

 
Tung (1981) and Ward and Kennedy (1994) argue that the larger the 

cultural difference between the home country and the host country, the more 
difficult it seems to identify with members from the host country.  This implies 
that expatriate spouses’ intercultural adaptation will be particularly difficult if 
expatriate spouses relocate to a host country that scores opposite on each of the 
cultural dimension.  In terms of Hofstede’s cultural dimensions, the Netherlands 
which is characterized as a small Power Distance culture is considered a highly 
Individualistic country, it belongs to the strong Uncertainty Avoidance cultures, 
and it is a Feminine country. Therefore, we expect that expatriate spouses from 
countries representing the opposite position in each of the cultural dimensions 
face more difficulties in adapting to the Netherlands compared to their cultural 
counterparts. 

 
Hypothesis 1 : Expatriate spouses from countries representing the 

opposite position in each of Hofstede's cultural dimensions face more difficulties 
in adapting to the Netherlands compared to their cultural counterparts. 

  
In addition, we assumed that some determinants of intercultural 

adaptation are more important for expatriate spouses from some cultures than 
for those from other cultures. First, we assumed that personality characteristics 
in general are more important among expatriate spouses from Individualistic 
countries. According to Markus and Kitayama (1991), people from 
Individualistic cultures define themselves as unique and separate from the social 
context compared to those from Collectivistic cultures who primarily define 
themselves in terms of the way they belong to, fit in, and are connected to the 
social context.   

 
Hypothesis 2 : Personality characteristics in general are more important 

among expatriate spouses from Individualistic countries in order to adapt 
effectively to the Netherlands. 
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In addition where the level of specific dimensions is concerned, we expect 
that Social Initiative is more important for expatriate spouses from the 
Collectivistic and large Power Distance cultures in order to adjust to the 
Netherlands than for expatriate spouses from Individualistic and low Power 
Distance cultures (see Wiersinga, 2002). Individuals from Collectivistic 
countries are less inclined to take initiative and to speak out their interests 
compared to individuals from Individualist countries. Individuals from large 
Power Distance cultures are less used to engaging in independent exploration 
compared to individuals from small Power Distance cultures  (see McCrae and 
Costa, 1996) and therefore also need to score high on Social Initiative in order to 
adapt effectively to the Netherlands.  

 
Hypothesis 3 & 4 : Social Initiative is more important among expatriate 

spouses from the Collectivistic and large Power Distance cultures in order to 
adjust to the Netherlands.  

 
Furthermore, we also assumed that Emotional Stability is more important 

for expatriate spouses from weak Uncertainty Avoidance cultures compared to 
expatriate spouses from strong Uncertainty Avoidance cultures. In a high 
uncertainty-avoiding culture, people constantly try to minimize the possibility of 
unstructured situations, they are more emotional, and they are motivated by 
inner nervous energy. Linking his study to Lynn’s country anxiety scores 
(1971), Hofstede (1980) found that the average score of Emotional Stability is 
higher among individuals from weak Uncertainty Avoidance countries 
compared to individuals from strong Uncertainty Avoidance cultures. 
Furthermore, since individuals from strong Uncertainty Avoidance cultures are 
less flexible to changes, we would argue that the Flexibility dimension is 
important for expatriate spouses from strong Uncertainty Avoidance cultures in 
order to adapt to the Netherlands successfully.        

 
Hypothesis 5 :  Emotional Stability is more important for expatriate 

spouses from weak Uncertainty Avoidance cultures compared to expatriate 
spouses from strong Uncertainty Avoidance cultures. 

Hypothesis 6 : Flexibility dimension is more important for expatriate 
spouses from strong Uncertainty Avoidance cultures in order to adapt to the 
Netherlands successfully.        

 
In addition, we expect family characteristics to be more important to the 

adaptation of expatriate spouses from Collectivistic cultures since family values 
are highly appreciated in the Collectivistic cultures. 

Hypothesis 7 : Family characteristics are more important to the 
adaptation of expatriate spouses from Collectivistic cultures compared to 
Individualistic cultures. 
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Individualistic cultures are strongly associated with having challenging 
work to do where they can achieve a personal sense of accomplishment 
(Hofstede, 1991). Hofstede also mentioned that individuals from Masculine 
cultures are associated most strongly with the opportunity for high earnings, 
getting the recognition when a good job is done, having an opportunity for 
advancement to higher-level jobs, and having challenging work to do where they 
can get a personal sense of accomplishment. Hence, we expected Expatriates’ 
Work Satisfaction to be more important among expatriate spouses from 
Individualistic and Masculine cultures compared to expatriate spouses from 
Collectivistic and Feminine cultures. 

 
Hypothesis 8 & 9 : Expatriates’ Work Satisfaction is more important 

among expatriate spouses from Individualistic and Masculine cultures 
compared to expatriate spouses from Collectivistic and Feminine cultures. 
 
6.2 Method 
 
6.2.1 Procedure 
The respondents from the present study who have lived in the Netherlands were 
divided according to Hofstede’s Index (1991) by referring to their home 
countries. For the four cultural dimensions, Hofstede has computed index values 
for each country included in his research. For example, in the Power Distance 
group, the index values range from 11 (the lowest) to 104 (the highest), and in 
the Individualism vs. Collectivism group, the index values range from 6 (the 
lowest) to 91 (the highest).  In the present study, we grouped countries of each 
dimension with indexes from 1 to 50 in the low group and countries with 
indexes 51 and above in the high group (see Tables 7.1, 7.3, 7.5, and 7.7).  See 
the method section of Chapter 5 for a detailed description of the sample and the 
measures of the study. 

 
First, we were interested in whether there was an effect of culture (in 

terms of Power Distance, Individualism vs. Collectivism, Uncertainty 
Avoidance, and Masculinity vs. Femininity) on the three indicators of 
intercultural adaptation, i.e., Psychological Well-being, Intercultural Interaction, 
and Socio-cultural Adjustment. Second, we were interested in whether the effect 
of personality, work, and family characteristics would differ for individuals 
scoring high or low on each of the cultural dimension. 
 
 
6.3 Results 
 
First, MANOVA was used to test the effect of the four cultural dimensions on 
the three indicators of expatriate spouses’ intercultural adaptation. Secondly, 
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correlation analysis was carried out to examine the relationships between the 
independent and dependent variables of the low and high scoring sub-groups on 
each cultural dimension.  However, the results of the present study should be 
treated with caution due to the small sample size of the groups. In addition, the 
Fisher’s z-test that was used to examine the differences between the correlations 
of the sub-groups did not yield any significant results (see Cohen & Cohen, 
1983). We will discuss the results by taking the cultural dimensions one by one 
starting with Power Distance and ending with Masculinity vs. Femininity.  
 

 
6.3.1 Power Distance 
Power Distance was the first Hofstede dimension that we were interested in.  
Table 6.1 presents the composition of the high and low Power Distance groups 
of expatriate spouses who have lived in the Netherlands (regardless of the length 
of stay).  
 
Table 6.1 
List of the Respondents according to the Power Distance Index (PDI) 
Country of origin (home country) Number of 

participants 
Power distance 
Index (PDI) 

 
i. Large Power Distance 
Malaysia, Mexico, Indonesia, India, Singapore, Brazil, 
France, Turkey, Belgium, Spain, Japan 

 
N = 34 

 
From 104 to 54 

ii. Small Power Distance 
South Africa, USA, Canada, the Netherlands, 
Australia, Germany, Great Britain, Switzerland, 
Norway, Sweden, Ireland, New Zealand, Denmark, 
Israel, Austria 

 
 
N = 159 

 
 
From 50 to 13 

See Hofstede (1991) for a complete PDI 
 
 
 The Effect of Power Distance on Intercultural Adaptation  
Multivariately and univariately, no significant effect of Power Distance on the 
indicators of intercultural adaptation was found.  
 
Correlations between the Variables and the Three Indicators of Intercultural 
Adaptation  
For large and small Power Distance cultures separately, correlations between the 
dependent and independent variables from our model were computed. Table 6.2 
presents the resulting correlations. The results, however, should be treated with 
caution because of the imbalance in the number of respondents in both sub-
groups.  
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Table 6.2 
Correlations between Independent Variables and the Three Indicators of 
Intercultural Adaptation:  Large and Small Power Distance Groups  
 Large Power Distance 

N = 34 
Small Power Distance 
N = 159 

 Well-
being 

Intercultural 
Interaction 

Socio-
cultural 
Adjustment 

Well-
being 

Intercultural 
Interaction 

Socio-
cultural 
Adjustment 

1. Cultural 
Empathy 

.35* .32 .33 .34** .22** .32** 

2. Open-
mindedness 

.42* .36* .30 .42** .34** .32** 

3. Social 
Initiative 

.41* .32 .18 .35** .24** .22** 

4. Emotional 
Stability 

.57** .12 .22 .46** .15* .20* 

5. Flexibility .27 .38* .27 .17* .17* .14 
6. Family 
Cohesion 

.32 .08 .40* .46** -.01 .24** 

7. Family 
Adaptability 

.46** .22 .46** .45** .09 .30** 

8. Family 
Communication 

.37* .38* .48** .41** .03 .19* 

9. Support from 
Company 

.16 -.09 .08 .21* .14 .15 

10. Expatriates’ 
Work 
Satisfaction 

.29 .30 .29 .38** .26** .25** 

p* < .05, p** < .01 (2-tailed) 
 
 
 First, we examined the correlations between the expatriate spouses’ 
personality characteristics and the three indicators of intercultural adaptation.  
We expected Social Initiative to be relatively more important for expatriate 
spouses from large Power Distance cultures. Correlational analysis indicated 
that Social Initiative was significantly correlated with the indicators of 
intercultural adaptation in both large and small Power Distance groups. The 
correlations of Social Initiative with Well-being and Intercultural Interaction 
were indeed higher in the large Power Distance group, but the differences were 
relatively small.  Interestingly, the correlations between Flexibility and the three 
indicators of adaptation in the large Power Distance group were much higher 
than the correlations in the small Power Distance group.  The results suggest that 
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Flexibility may be more important among expatriate spouses from large Power 
Distance cultures compared to their small Power Distance counterparts.         
 
 Secondly, with respect to family and expatriates’ work characteristics, we 
had no specific predictions. Interestingly, the level of the correlations of Family 
Communication with both Intercultural Interaction and Socio-cultural 
Adjustment in the large Power Distance were clearly higher than the correlations 
for the small Power Distance group. Thus, we may conclude that Family 
Communication is more important among expatriate spouses from large Power 
Distance cultures compared to small Power Distance cultures. With respect to 
expatriates’ work characteristics, no clear differences in the correlations were 
found between the groups. 
 
 
 
 6.3.2 Individualism vs. Collectivism 
 
Individualism vs. Collectivism was the next Hofstede dimension that we were 
interested in.  Table 6.3 presents the characteristics of the Individualistic and 
Collectivistic group of expatriate spouses who have lived in the Netherlands 
(regardless of the length of stay).  
 
 
Table 6.3 
List of the Respondents according to the Individualism vs. Collectivism 
Index (IDV) 
 
Country of origin (home country) Number of 

participants 
Individualism 
Index (IDV) 

 
i. Individualist 
USA, Australia, Great Britain, Canada, the Netherlands, New 
Zealand, Belgium, Denmark, Sweden, France, Ireland, 
Norway, Switzerland, Germany, South Africa, Austria, Israel, 
Spain 
 

 
 
 
N = 170 

 
 
 
From 91 to 51 

 
ii. Collectivistic 
India, Japan, Brazil, Turkey, Mexico, Malaysia, Singapore, 
Indonesia 
 

 
 
N = 23 

 
 
From 48 to 14 

See Hofstede (1991) for a complete IDV 
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The Effect of Individualism vs. Collectivism on Intercultural Adaptation  
 
Multivariately, no significant main effect of Individualism vs. 

Collectivism on intercultural adaptation was found. At the univariate level, a 
marginally significant effect was found on Psychological Well-being, F (1, 191) 
= 3.55, p < .05, indicating a higher level of Psychological Well-being among 
spouses from Individualistic cultures (M = 3.56) than among spouses from 
Collectivistic cultures (M = 3.22).   This finding should be treated with caution, 
however, because of the insignificant multivariate result. 
 
Correlations between the Variables and the Three Indicators of Intercultural 
Adaptation 
 
Next, we correlated the dependent and independent variables from our model for 
expatriate spouses from Individualistic and Collectivistic cultures separately. 
Again, the results should be considered with caution because of the imbalance in 
the number of respondents in both groups (see Table 6.4). 

 
We predicted that personality is particularly important for expatriate 

spouses from Individualistic cultures. Indeed, the correlations between Cultural 
Empathy, Open-mindedness, and Emotional Stability and the three indicators of 
adaptation were higher in the Individualist group than in the Collectivistic 
group. We also assumed that Social Initiative is more important for expatriate 
spouses from Collectivistic cultures but correlational analysis did not support 
this prediction. Interestingly, the results for Flexibility reveal that this dimension 
is much more important to the psychological well-being of expatriate spouses in 
the Collectivistic group than in the Individualistic group. This suggests that 
Flexibility may be more important for expatriate spouses from Collectivistic 
cultures in order to adapt to the Netherlands effectively. Emotional Stability was 
significantly related to expatriate spouses’ psychological well-being in both the 
Individualistic and Collectivistic groups. 

 
We expected that family characteristics are more critical to the 

intercultural adaptation of expatriate spouses from Collectivistic cultures. This 
prediction was only partly supported. Particularly, the strength of the 
correlations between the three family characteristics and Socio-cultural 
Adjustment was somewhat higher in the Collectivistic group than in the 
Individualistic group. This suggests that Socio-cultural Adjustment of expatriate 
spouses from Collectivistic cultures may be strongly influenced by their family 
cohesion, adaptability, and communication than Socio-cultural Adjustment of 
spouses from Individualistic cultures. 
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With respect to expatriates’ work characteristics, both Support from 
Company and Expatriates’ Work Satisfaction (as what we predicted) showed 
significant relationships with the indicators of intercultural adaptation among 
spouses from Individualistic countries whereas no or even negative relationships 
were found in the Collectivistic group. The results suggest that Support from 
Company and Expatriates’ Work Satisfaction may be more important for 
expatriate spouses from Individualistic countries compared to expatriate spouses 
from Collectivistic countries.      
 
 
Table 6.4 
Correlations Between the Variables and the Three Indicators of 
Intercultural Adaptation:  Individualist vs. Collectivistic groups 
 
  

Individualist 
N = 170 
 

 
 

 
Collectivistic 
N = 23 

 Well-
being 

Inter- 
cultural 
Interaction 

Socio-
cultural 
Adjustment

 Well-
being 

Inter- 
cultural 
Interaction 

Socio-
cultural 
Adjustment 

1. Cultural 
Empathy 

.36*
* 

.28* .34**  .11 .13 .17 

2. Open-
mindedness 

.44*
* 

.35** .31**  .20 .27 .28 

3. Social 
Initiative  

.35*
* 

.26** .21*  .25 .19 .21 

4. Emotional 
Stability 

.47*
* 

.17* .20**  .53** -.03 .27 

5. Flexibility .18* .17* .15*  .20 .39 .36 
6. Family  
Cohesion 

.47*
* 

.00 .26**  .14 -.05 .34 

7. Family 
Adaptability 

.46*
* 

.11 .31**  .29 .04 .38 

8. Family 
Communication 

.43*
* 

.07 .22**  .11 .22 .37 

9. Support from 
Company 

.21* .15* .16*  .09 -.26 -.09 

10. Expatriates’ 
Work Satisfaction 

.40*
* 

.28* .26*  .05 .09 .11 

p* < .05, p** < .01 (2-tailed) 
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6.3.3 Uncertainty Avoidance 
Next, we were interested in whether or not Hofstede’s Uncertainty Avoidance 
dimension affects expatriate spouses’ intercultural adaptation.  
 
Table 6.5 
List of the Respondents according to the Uncertainty Avoidance Index 
(UAI) 
 
Country of origin (home country) Number of 

participants 
Uncertainty 
avoidance Index 
(UAI) 

 
i. Strong Uncertainty Avoidance 
Belgium, Japan, France, Spain, Turkey, Mexico, Israel, 
Brazil, Germany, Switzerland, the Netherlands, 
Australia  
 

 
N = 65 

 
From 94 to 51  

 
ii. Weak Uncertainty Avoidance 
Norway, South Africa, New Zealand, Indonesia, 
Canada, USA, India, Malaysia, Great Britain, Ireland, 
Sweden, Denmark, Singapore 
 

 
 
N = 128 

 
 
From 50 to 8 

See Hofstede (1991) for a complete UAI 
 
 
The Effect of Uncertainty Avoidance on Intercultural Adaptation    
Multivariately, no significant effect of Uncertainty Avoidance on expatriate 
spouses’ intercultural adaptation was found. Univariately, Uncertainty 
Avoidance showed a marginally significant effect on Intercultural Interaction, F 
(1, 192) = 3.24, p < .10, indicating a higher level of Intercultural Interaction 
among spouses from strong Uncertainty Avoidance cultures (M = 3.74) than 
among expatriate spouses from weak Uncertainty Avoidance cultures (M = 
3.54).  This finding should be considered with caution, however, because of the 
insignificant multivariate result. 
   
Correlations between the Variables and the Three Indicators of Intercultural 
Adaptation 
Next, we examined correlations between the independent and dependent 
variables in both groups. Table 6.6 shows the results of correlations among the 
variables in the strong and weak Uncertainty Avoidance sub-groups.   
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Table 6.6 
Correlations between the Variables and the Indicators of Intercultural 
Adaptation:  Strong and Weak Uncertainty Avoidance groups 
  

Strong Uncertainty Avoidance 
N = 65 

 
Weak Uncertainty Avoidance 
N = 129 

 Well-
being 

Intercultural 
Interaction 

Socio-
cultural 
Adjustment

Well-
being

Intercultural 
Interaction 

Socio-
cultural 
Adjustment

1. Cultural 
Empathy 

.34** .24** .33** .37** .21 .27* 

2. Open-
mindedness 

.42** .34** .32** .41** .28* .35** 

3. Social 
Initiative 

.36** .26** .22** .32* .28* .22 

4. Emotional 
Stability  

.47** .15* .21** .36** .19 .16 

5. Flexibility .18** .19** .18* .01 .09 .09 
6. Family 
Cohesion 

.34** .02 .26** .34** -.17 .24 

7. Family 
Adaptability 

.45** .10 .31** .29* -.14 .23 

8. Family 
Communication 

.29** .09 .24** .28* -.01 .29* 

9. Support from 
Company 

.19** .11 .14 .23 .18 .21 

10. Expatriates’ 
Work 
Satisfaction 

.29** .27** .25** .29* .11 .16 
 

p* < .05, p** < .01 (2-tailed) 
 

 
On the whole, the strength of the correlations between Cultural Empathy, 

Open-mindedness, Social Initiative, and Emotional Stability and the indicators 
of adaptation in both strong and weak Uncertainty Avoidance groups was about 
the same. This suggests that Cultural Empathy, Open-mindedness, Social 
Initiative, and Emotional Stability are important for expatriate spouses from 
both strong and weak Uncertainty Avoidance cultures. We expected Flexibility 
to be particularly important to the intercultural adaptation of expatriate spouses 
from strong Uncertainty Avoidance cultures.  Indeed, the results suggest that 
Flexibility is more important for expatriate spouses from strong Uncertainty 
Avoidance cultures than for expatriate spouses from weak Uncertainty 
Avoidance cultures. We also predicted that Emotional Stability is more 
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important for expatriate spouses from weak Uncertainty Avoidance compared to 
expatriate spouses from strong Uncertainty Avoidance cultures. However, 
correlational analysis did not support this prediction.   

 
The correlations between family characteristics and indicators of 

intercultural adaptation in both strong and weak Uncertainty Avoidance groups 
reach a comparable level.  Thus, we may conclude that family characteristics are 
equally important for expatriate spouses from both weak and strong Uncertainty 
Avoidance cultures in order to adapt to the Netherlands.    

 
With regard to expatriates’ work characteristics, the results suggest that 

Expatriates’ Work Satisfaction is more important among expatriate spouses 
from strong Uncertainty Avoidance cultures in order to adapt to the Netherlands 
effectively. 
 
 
 
6.3.4 Masculinity vs. Femininity 
 
Masculinity vs. Femininity was the final Hofstede cultural dimension that we 
were interested in.  Table 6.7 presents a description of the sub-groups classified 
as masculine and feminine respectively. 
 
 
 
Table 6.7 
List of the Respondents according to the Masculinity Index (MAS) 
 
Country of origin (Home country) Number of 

respondents 
Masculinity 
Index (MAS) 

i. Masculinity 
Japan, Austria, Switzerland, Mexico, Ireland, Great 
Britain, Germany, South Africa, USA, Australia, 
New Zealand, India, Belgium, Canada 
 

 
N = 158 

 
From 95 to 52 

 
ii. Femininity 
 
 Malaysia, Brazil, Singapore, Israel, Indonesia, 
Turkey, France, Spain, Denmark, the Netherlands, 
Norway, Sweden 
 

 
 
N = 35 

 
 
From 50 to 5 

See Hofstede (1991) for a complete MAS 
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The Effect of Masculinity vs. Femininity on Intercultural Adaptation 
 
Multivariately and univariately, no significant effect of Masculinity vs. 
Femininity on intercultural adaptation was found. 
 
Correlations between the Variables and the Three Indicators of Intercultural 
Adaptation 
 
Correlations between the independent and dependent variables of both 
Masculine (N = 158) and Feminine (N = 35) were examined. Table 6.8 presents 
the results on correlations between the variables in the Masculine and Feminine 
groups. Again, the results should be considered with caution because of the 
imbalance in the number of respondents in both groups.  
 

On the whole, the correlations between personality characteristics and 
adaptation in the Masculine group are about the same level or higher than in the 
Feminine group (consider the relationship between Cultural Empathy and 
Intercultural Interaction). However, Flexibility is more strongly related to both 
Intercultural Interaction and Socio-cultural Adjustment in the Feminine group 
than in the Masculine group. The results may indicate that Flexibility is more 
important for expatriate spouses from Feminine cultures in order to adapt to the 
Netherlands effectively. 

 
With respect to family characteristics, Family Cohesion and 

Communications are more strongly related to indicators of intercultural 
adaptation among expatriate spouses from Masculine cultures. No differences 
between both cultures are found for Family Adaptability.  

 
With respect to expatriates’ work characteristics, Support from Company 

in the Masculine group showed a significant relation only with Psychological 
Well-being and no significant relation was found in the Feminine group. We 
predicted that Expatriates’ Work Satisfaction is particularly important for 
expatriate spouses from Masculine cultures. Interestingly, in both groups 
Expatriates’ Work Satisfaction showed significant relations with all three 
indicators of intercultural adaptation. However, the correlations between 
Expatriates’ Work Satisfaction and the indicators of intercultural adaptation are 
clearly higher in the Feminine group as compared to the Masculine group. Thus, 
we may conclude that Expatriates’ Work Satisfaction may be more important to 
the adaptation of expatriate spouses from Feminine cultures than to the 
adaptation of spouses from Masculine cultures.  
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Table 6.8 
Correlations between the Variables and the Three Indicators of 
Intercultural Adaptation:  Masculinity vs. Femininity Groups 
 Masculine 

N= 158 
 Feminine 

N = 35 
 Well-

being 
Inter- 
cultural 
Interaction 

Socio-
cultural 
Adjustment 

 Well-
being 

Inter-
cultural 
Interactio
n 

Socio-
cultural 
Adjustment 

1. Cultural 
Empathy 

.32** .22** .36**  .43** .31 .24 

2. Open-
mindedness 

.41** .37** .35**  .44** .20 .12 

3. Social 
Initiative 

.34** .27* .23*  .46** .17 .18 

4. Emotional 
Stability 

.47** .19* .22**  .57** -.05 .15 

5. Flexibility .14 .17* .17*  .48** .29 .22 
6. Family 
Cohesion 

.46** .03 .28*  .26 -.15 .16 

7. Family 
Adaptability 

.44** .09 .31**  .44** .18 .35* 

8. Family 
Communication 

.42** .06 .24**  .23 .24 .23 

9. Support from 
Company 

.22** .14 .15  .09 -.05 .05 

10. Expatriates’ 
Work 
Satisfaction 

.37** .23** .23*  .38* .52** .48** 
 

p* < .05, p** < .01 (2-tailed) 
 
 

6.4 Discussions and Conclusion   
 
 The purpose of this chapter is to gain insight into the relationship between 
Hofstede’s four cultural dimensions and intercultural adaptation of expatriate 
spouses who have lived/stayed in the Netherlands.  
  

First, we looked at the impact of Hofstede’s four cultural dimensions on 
expatriate spouses’ intercultural adaptation. We investigated the effect of 
cultural background on the intercultural adaptation of expatriate spouses who 
have lived in the Netherlands. In general, we expected expatriate spouses from 
similar cultures in terms of the four Hofstede’s dimensions to adapt more easily 
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to the Netherlands than expatriate spouses from different cultures. This 
prediction was supported by Individualism and Uncertainty Avoidance cultures. 
Expatriate spouses from Collectivistic and low Uncertainty avoidance cultures 
adapted less easily to the Netherlands than expatriate spouses from 
Individualistic and high Uncertainty Avoidance cultures. However, it must be 
noted that the effects were rather weak. An explanation for the results may lie in 
the way expatriate spouses interpreted the items of the dependent variables in 
the questionnaires, particularly the Socio-cultural Adjustment scale (examples of 
the items are “How satisfied are you with the local food, housing condition, and 
children’s school?”). We should take note that culture may affect people’s self-
evaluations and tendency to complain. For example, some expatriate spouses 
from a certain cultural dimension might have complained a lot more even 
though their levels of intercultural adaptation to the Netherlands were high.  

 
Table 6.9 
Evaluation of Predictions of the Present Study 

Predictions on expatriate spouses who have lived in the 
Netherlands 
 

Supported Not 
supported 

1. Expatriate spouses from countries representing the 
opposite position in each of cultural dimensions face 
more difficulties in adapting to the Netherlands compared 
to their cultural counterparts. 
 

Partly supported in 
Individualistic and 

in strong 
Uncertainty 

Avoidance cultures. 

 

2. Personality characteristics are more important among 
expatriate spouses from Individualistic cultures. 
 

X  

3. Social Initiative is more important for expatriate 
spouses from the Collectivistic cultures. 
 

 X 

4. Social Initiative is more important for expatriate 
spouses from large Power Distance cultures. 
 

X  

5. Emotional Stability is more important for expatriate 
spouses from weak Uncertainty Avoidance cultures.  
 

 X 

6. Flexibility is more important for expatriate spouses 
from strong Uncertainty Avoidance cultures. 
 

X  

7. Family characteristics are more important among 
expatriate spouses from Collectivistic cultures. 
 

Partly supported.  

8. Expatriates’ Work Satisfaction is more important for 
expatriate spouses from Individualistic cultures.  
 

X  

9. Expatriates’ Work Satisfaction is more important for 
expatriate spouses from Masculine cultures.  

 X 
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  Secondly, correlation analysis revealed results that were quite consistent 
across cultures (see Table 6.9). For example, Flexibility was found to be a more 
important determinant of intercultural adaptation among expatriate spouses from 
Collectivistic cultures and also from strong Uncertainty Avoidance cultures. We 
also found that personality characteristics as well as expatriates’ work 
characteristics were more important among expatriate spouses from 
Individualistic cultures.   

 
Table 6.10 
Findings of the Present Study on the Importance of Determinants Needed 
for Expatriate Spouses for Effective Adaptation to the Netherlands 
according to Hofstede’s Cultural Dimensions 
 

Independent 
variables 

Power 
Distance 

 Individualism 
vs. 
Collectivism 

Uncertainty 
Avoidance 

 Masculinity vs. 
Femininity  

 Large Small  Individu-
alism 

Collectiv
ism 

Strong Weak  Masculine Feminine
 

1. Cultural 
Empathy 

   X  X X  X X 

2. Open-
mindedness 

   X  X X  X X 

3. Social 
Initiative 

X X    X X  X X 

4. Emotional 
Stability 

   X X X X  X X 

5. Flexibility XX X   XX XX X  X XX 
6. Family 
Cohesion 

    X X X  X  

7. Family 
Adaptability 

    X X X  X X 

8. Family 
Communication 

XX X   X X X  X  

9. Support from 
Company 

   X     X  

10. Expatriates’ 
Work 
Satisfaction 

   X  X   X XX 

 General comparison between the two sub-groups: X = important, XX = more important 
 
 
 
In addition, we also found interesting differences in the importance of 

determinants for expatriate spouses across cultures (see Table 6.10). With 
respect to personality, only the importance of Flexibility appeared to be strongly 
culture-dependent. The present study reveals that Flexibility is more important 
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among expatriate spouses from large Power Distance, Collectivistic, strong 
Uncertainty Avoidance, and Feminine cultures. The importance of Family 
Communication also seems to differ across cultures. This family characteristic 
appears to be more important among expatriate spouses from large Power 
Distance, Collectivistic, and Masculine cultures. Support from the international 
company is clearly needed by expatriate spouses from Individualistic and 
Masculine cultures. In addition, expatriates’ satisfaction with their work is more 
important for effective adaptation among expatriate spouses from 
Individualistic, strong Uncertainty Avoidance, and Feminine cultures. 
Interestingly, expatriate spouses from Feminine cultures have a stronger need 
for their partners to be satisfied with their work in order for them to adapt 
effectively to the Netherlands than expatriate spouses from Masculine cultures. 
A possible explanation for the result is that in Feminine cultures it is more 
common for partners to share work-related problems.     

 
Practical Implication 
 
This exploratory study produces some interesting results. With respect to the 
relation between culture and expatriate spouses’ intercultural adaptation, we can 
see that for expatriate spouses from different cultures different factors determine 
how well they adapt to the Netherlands.   For example, as predicted personality 
and work-related variables appeared to be more important for expatriate spouses 
from Individualistic cultures and we obtained some support that family 
characteristics are more important for expatriate spouses from Collectivistic 
cultures.  This implies that for expatriate spouses from Individualistic cultures 
interventions may be more strongly focussed on personality traits, support from 
the company, and expatriates’ work satisfaction whereas for expatriate spouses 
from Collectivistic cultures interventions may primarily focus on family 
characteristics. 

 
 

Limitation of the present study 
 
The results of this study should be interpreted with caution because of the 
imbalance in the number of samples in both high and low sub-groups of each 
Hofstede’s cultural dimensions, which make it hard to make accurate 
comparisons between the two sub-groups.  In addition, the Fisher’s z-test that 
was used to examine the differences between the correlations of the sub-groups 
did not yield any significant results (see Cohen & Cohen, 1983). Nevertheless, it 
gives us at least some ideas of how expatriate spouses from the high and low 
groups of each Hofstede’s cultural dimension adapt to the Netherlands.  Future 
studies are needed with a better representation of the different cultures. 
Moreover, we only considered expatriation to the Netherlands.  It seems 
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interesting to examine differences in how expatriate spouses, for example, from 
high Individualistic countries adapt to another high Individualistic host country 
as compared to how they adapt to a low Individualistic host country.  However, 
we did not have enough power (in term of the number of respondents in the 
present study to do the analysis) to generate the results. Oyserman, Coon, and 
Kemmelmeier (2002) carried out a study to examine either Americans are more 
individualistic and less collective than members of other groups. Interestingly, 
they found that European Americans were more individualistic ─ valuing 
personal independence more ─ and less collectivistic ─ feeling duty to in-groups 
less ─ than others. However, European Americans were not more individualistic 
than African Americans, or Latinos, and not less collectives than Japanese or 
Koreans. Among Asians American, only Chinese showed large effects, being 
both less individualistic and more collectivistic.  
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Chapter 7 
 
 

The Effect of Expatriates’ and Spouses’ Work-Home 
Interference and Home-Work Interference on Expatriate 

Spouses’ Intercultural Adaptation 
 
 
 
 
 
7.1 Introduction 

7.2 Theory and model 

7.3 Method 

7.4 Results 

7.5 Discussions 

 

 

 
 
 
 
 
 
 
 
 
 
 
The study presented in this chapter examines the determinants of expatriate 
spouses’ intercultural adaptation in terms of expatriates’ and their spouses’ 
Work-Home Interference (WHI) and Home-Work Interference (HWI). This 
chapter starts with an introduction to the theoretical background of WHI and 
HWI. Next, the model of the present study and hypotheses are presented. Then, 
study methods are introduced and the results of the study are presented. The 
chapter ends with a discussion and recommendation for further studies. 
 
 
 
 
The author is very grateful to Esther V. Salomé for her contribution to this research.  
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7.1 Introduction 
 
Expatriates and their family members enter new environments upon relocating 
abroad. In the host country, they have to adjust to a new life and the culture of 
the host country. This new environment brings about many changes to 
expatriates as well as to their family members, which may lead to several 
problems of adjusting. Previously, international companies have paid little 
attention to the ability of the expatriate family members to adjust and to function 
within the new cultural environment (Black, Gregersen, & Mendenhall, 1992). 
This is a surprise since family-related factors, such as spouses’ adaptation and 
satisfaction seem to play an important role in the successful fulfillment of 
international assignments (Shaffer & Harrison, 1998). Even though many 
expatriate spouses consider their stay abroad as an opportunity from which they 
may reap many benefits, they in practice are also faced with many obstacles in 
the process of adapting to the host country (Jones-Corley & Van Oudenhoven, 
2002).  
 
  Expatriate spouses in a host country are not only confronted with the loss 
of their social network but also with a change of home environment and the 
potentially problematic adaptation of their children. Expatriate spouses usually 
have the idea that they will stay abroad for a relatively short period of time (two 
to three years on average) and they are mentally prepared for that duration. 
Nonetheless many women may suffer identity conflicts during expatriation. This 
is especially true for young expatriate spouses.  In many host countries it is 
difficult for them to find a job, due to the impossibility of obtaining a work 
permit (ExpatPlus, 2001).  Many expatriate spouses had jobs in their home 
countries but instead end up as homemakers in the host country. This may be 
incongruent with their self-perceptions. For expatriate spouses with children this 
may be less problematic. Often, their time is fulfilled at home with the role of 
parenting, possibly in combination with volunteering to assist in their children's 
extracurricular activities, and volunteering at social clubs.  
 
  Due to a change in role division, expatriates and their spouses have to find 
a new balance in roles they perform at home and outside home. Expatriates and 
their spouses have to cope with differing role demands. In both situations there 
are tasks and demands that have to be dealt with. These tasks may at times cause 
conflicts, such as when the children have to be brought to school at a time when 
there is an important meeting at work. These conflicting role demands may lead 
to stressful situations. Furthermore, expatriates and their spouses face an extra 
hindrance due to the fact that their culture is different from the host country. 
This may cause poor communication with the local people, which may 
necessitate more time and energy in their daily tasks and responsibilities 
compared to their situation in their home country. With respect to their partners, 
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i.e. the expatriates, who also have to adjust to the new situation, demands at 
work for example may cause them to have less time and attention for their 
spouses and children.  Conversely, the time and attention that are needed at 
home may interfere with the demands they experience at work. Empirical 
research conducted by Jones and Fletcher (1996) confirms the existence of 
spillover effects of home and work and vice versa.  What are the effects of work-
home and home-work interference of both expatriates and their spouses on the 
intercultural adaptation of expatriate spouses? The present study will shed some 
light on this issue. 

 
7.2  Theory and Model  
 
The present study examines the determinants of intercultural adaptation of 
expatriate spouses in terms of work-home interference and home-work 
interference of both expatriate spouses and their partners, i.e., the expatriates. 
These determinants have been assimilated in a model (see Figure 7.1). The 
following paragraphs will discuss these determinants in greater detail.  

7.2.1 Work-Home and Home-Work Interference 
 
Most expatriates have to divide their time between work demands, parenting, 
their spouses, and other role-related activities such as membership of a society, 
political party, or congregation. A balance between these roles has a positive 
effect on feelings of self-esteem and well-being  (Marks & MacDermid, 1996). 
When there is no balance between the different roles, this may lead to feelings of 
strain and role conflicts. Research conducted by O'Neil and Greenberger (1994) 
provided support for the hypothesis that fathers who are in dual career marriages 
and who undertake a high degree of involvement with parenting and a low 
degree of involvement with work experience the least amount of role-related 
stress. In addition, Kluwer (1998) found that wives more often initiate conflicts 
between them and their husbands because of the allocation of household chores. 
Work-home conflicts develop when one of the following situations is 
encountered. The first situation is when demands of one role are so time-
consuming that it is difficult to meet the demands of the other role. Second, 
when tension in one role makes it difficult to fulfill the demands of the other. 
Thirdly, conflicts occur when certain behaviors in one role make it difficult to 
fulfill the demands of the other (Greenhaus & Beutell, 1985). These conflicts 
may be conceived of as interference between the roles at home and also at work. 
Expatriates and their spouses may be especially at risk because the roles of both 
partners may change and become different from what they were used to in their 
home country. Hence, the present study was aimed at work-home interference in 
relation to the intercultural adaptation of expatriate spouses.  
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 Wagena and Geurts (2000) have defined work-home interference as a 
process in which the possibilities to act (and the behavior) of a person in one 
domain are influenced by the (quantitative and qualitative) task demands from 
the other domain. Four types of interference are distinguished. The first type is 
negative WHI (WHI -) in which the task demands in the work situation have a 
negative influence on the possibilities to act in the home situation. For example, 
an expatriate has to cancel appointments with his spouse and children due to 
work-related commitments. In the second type, task demands in the home 
situation have a negative influence on the possibilities to act in the work 
situation (HWI - ). A good example is an expatriate who arrives at work in an 
exhausted condition because his wife suffers from depression and he has to take 
care of the children. In the third type, positive WHI (WHI + ), task demands at 
work have a positive influence on the possibilities to act in the home situation. 
One example is an expatriate who comes home cheerful after a successful day at 
work and positively affects the atmosphere at home. The final type is positive 
HWI (HWI + ), in which task demands in the home situation have a positive 
influence on the possibilities to act in the work situation. A good example is the 
expatriate having more energy at work after spending a pleasant weekend with 
his/her spouse and children. This typology will be employed in the current 
research.  
 

Thus, the starting point for this research will be that WHI + and HWI +  of 
both  expatriates and their spouses have a positive influence on the adaptation of 
expatriate spouses whereas WHI - and HWI -  of both partners have a negative 
influence on the spouses' intercultural adaptation. Respectively, HWI and WHI 
are expected to be influenced by demands and resources at work and also at 
home (see Figure 7.1), which leads to the following hypotheses: 

 
H1 : WHI + and HWI +   of both partners are positively related to 
expatriate spouses’ intercultural adaptation. 
H2 : WHI - and HWI -  of both partners are negatively related to 
expatriates’ spouses intercultural adaptation. 

7.2.2 Home and Work Demands 
 
Both expatriates and their spouses are faced with demands. Demands may be 
encountered at work and also at home. Examples of both domains are taking the 
children to school and picking them up, and assignments that have to be finished 
on time at work. These tasks require mental effort and may lead to strain. Mental 
effort is defined here as the costs associated with activating those processes that 
facilitate the best possible performance (Gaillard, 1996). When the energetic 
state is not optimal, due to fatigue for example, one will encounter difficulties 
performing well. The Effort-Recovery Model (Meijman & Mulder, 1998) is 
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based on the notion that performance depends on the person’s ability to cope and 
the motivation to invest time and energy in activities in work and home domains. 
How people cope with environmental demands thus depends on the person and 
his or her motivation. When someone does not experience control over a number 
of tasks and demands, this may lead to stress.  
 
 Within the Demand-Control-Support Model, regulatory and support 
possibilities take on a central role (Karasek & Theorell, 1990). An assumption of 
this model is that strain-related symptoms develop in situations that are 
characterized by task demands that are high (high workload) and at the same 
time few control and support possibilities exist (social support). The next 
hypotheses of this study are that demands at work and at home have a positive 
influence on WHI - and HWI - and a negative influence on WHI + and HWI + . 
 

H3 : Demands at work and at home of both expatriates and their spouses 
are positively related to WHI - and HWI - 
H4 : Demands at work and at home of both expatriates and their spouses 
are negatively related to WHI + and HWI + 

 

7.2.3 Home and Work Resources  
 
Expatriates and their spouses receive social support from each other, their family 
members, and also from other people. Karasek (1990) states that social support 
is an important determinant of coping with work demands. This model proposes 
that when work demands are high, high control and support possibilities will 
enable employees to regulate their workload, which stimulates motivation and 
activity. When there is enough social support, employees experience the 
workload as being less straining. Research conducted by Kraimer et. al (2001) 
demonstrates that organizational support that expatriates receive can be  
classified into organizational support in the host country and organizational 
support in the home country. They found a positive relationship between 
perceived support from the organization in the home country and overall 
expatriates’ adaptation in the host country. In addition, perceived support in the 
host country was positively related to expatriates’ facilitation of daily activities 
and interaction with others.  
 
  Besides support at work, support at home is also important. The presence 
of children influences the degree of support that expatriate spouses experience 
(Ishii-Kuntz & Seccombre, 1989). Different types of relationships lead to 
different types of networks. In this case, it is about informal social relationships 
with partners, family, and neighbours. All these relationships provide support in 
different ways. Interaction with partners, for example, is long term and based on 
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intimacy while interaction with friends is based on reciprocity and on having 
similar experiences. Hence, we expected that home and work resources have a 
positive influence on WHI + and HWI + and a negative influence on WHI - and 
HWI -, which leads us to the following hypotheses: 
 

H5 : home and work resources of both expatriates and their spouses are 
positively related to WHI + and HWI +  

H6 : home and work resources of both expatriates and their spouses are 
negatively related to WHI - and HWI - 

 
7.2.4 Summary of the Hypotheses 
 
The research model that is central to the current study is described in Figure 7.1. 
A negative relationship was expected of expatriates’ and their spouses’ WHI - 
and HWI - with the adaptation of expatriate spouses. Next, a positive relationship 
was expected of expatriates’ and their spouses’ WHI + and HWI + with 
expatriate spouses’ intercultural adaptation. Furthermore, demands at home and 
at work of both expatriates and their spouses were expected to have a negative 
relationship with WHI + and HWI +. Thus, higher demands were expected to 
cause higher interference. However, it was expected that demands of both 
expatriates and their spouses would have a positive relationship with WHI - and 
HWI -. In addition, a positive relationship was expected between resources at 
home and at work and WHI + and HWI -. The available resources, such as social 
support at work, were anticipated to lead to positive interference. It was also 
expected that resources would lessen negative interference. Finally, we 
examined whether the relationship between resources and demands and 
expatriate spouses’ adaptation is mediated by WHI and HWI. 
 

 
7.3  Method 
 
7.3.1 Respondents 
Participants in this study were expatriate spouses that had participated in the first 
study (Chapter 5) and who had indicated their willingness to participate in the 
follow-up study. Participants (N=150) received the questionnaires either by mail 
or by e-mail. In addition members of Dutch organizations in different countries, 
for example in Greece and Canada, expatriate organizations in the Netherlands, 
and English-speaking church congregations in Utrecht, Den Haag, and Assen 
were approached with the request to participate in the study. In total, 400 
questionnaires and cover letters were sent. They were asked to enlist their 
partners’ cooperation,  i.e., the expatriates, to respond to the relevant sections of 
the questionnaire. Altogether, 93 (23% return rate) of the questionnaires were 
returned. Of this group, 50 expatriate spouses came from the sample that was
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Figure 7.1 
The Effect of WHI and HWI of both Expatriates and Their Spouses on Spouses’ Intercultural Adaptation 
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used in the prior study (Chapter 5). Of the 93 expatriate spouses, 88 were 
female. Only 46 of the expatriate spouses worked part-time, full-time, or as 
volunteers. In total, 72 expatriates (i.e., the partners of the expatriate spouses) 
completed the expatriate questionnaire. Among the causes for expatriates not 
completing their section of the questionnaire were that they were on business 
trips or busy with their work. The host country language was spoken at an 
average to good level by 87% of expatriate spouses and by 75% of the 
expatriates. 
 
 
7.3.2 Instruments 
 
Data for this study were collected using questionnaires for both expatriate 
spouses and expatriates (see Appendix C.1 for questionnaires for expatriate 
spouses and Appendix C.2 for questionnaires for expatriates). The 
questionnaires were constructed in the English language. Both questionnaires 
contained the following components: a measure of social support at work 
(SWING), a measure of work pacing and emotional and mental strain, a measure 
of perceived home support, a measure of home demands, and a measure of 
mental and general health. In addition, the expatriate spouses’ questionnaire 
contained a section in which their intercultural adaptation was assessed through 
scales of general and mental health, psychological well-being, socio-cultural 
adjustment, and intercultural interaction.  
 
 

7.3.2.1  Expatriate Spouses’ Intercultural Adaptation 
 
Again, in the present study, we made use of psychological well-being, socio-
cultural adjustment, and intercultural interaction as indicators of expatriate 
spouses’ intercultural adaptation (see chapter 5 for a complete description of the 
scales). In the present study, the reliabilities of the variables were acceptable, α 
= .84, α= .88, and α = .79, respectively.  
 
  In addition, we added general and mental health as indicators of 
intercultural adaptation. We employed a scale from the RAND-36 (Van der Zee 
& Sanderman, 1993) in order to assess both expatriates’ and spouses’ general 
and mental health. Three scales of the RAND-36 were used, being general 
health, mental health, and vitality. The scale for general health (5 items, α = .79) 
consisted of items such as, “In general, would you say your health is...” 
measured with a 5-point scale ranging from (1) excellent to (5) poor. 
Additionally, there were four statements that could be evaluated on a 5-point 
scale ranging from (1) definitely true to (5) definitely false. An example of such 
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a statement is, “My health is excellent”(+). Mental health and vitality were 
combined into one scale, that was referred to as mental health (9 items, α = .84). 
Factor analysis revealed that the items from both scales loaded on one 
component that explained 45 percent of the variance. Items on this scale could 
all be answered on a 6-point scale, varying from (1) all of the time to (6) none of 
the time. Two examples of items from this scale are, “How much of the time 
during the past 4 weeks have you felt calm and peaceful?” (+, mental health) and 
“How much of the time during the past 4 weeks did you feel tired” (-, vitality). 
 

7.3.2.2  Work-Home Interference 
 
The Survey Work-Home Interaction – Nijmegen (SWING) was developed by 
Wagena and Geurts (2000) to assess both work-home interference (WHI) and 
home-work interference (HWI) for expatriates and their spouses. SWING is a 
questionnaire that consists of 27 items that can be split into 4 clusters, i.e., WHI 
negative, HWI negative, WHI positive, and HWI positive (Table 7.1). Response 
possibilities on the items ranged from (1) never to (4) always, with a fifth option 
for expatriate spouses (5) not applicable. This option was added to the work-
related questionnaire because we assumed that not all the expatriate spouses 
were employed in the host country. 
 
Table 7.1 
The SWING 
 
Cluster Number 

of items 
Expatriate 
spouses α 

Expatriate α Exemplary items: How often does it 
happen that...  
 

WHI 
negative 

9 .76 .84 you are irritable at home because 
your work is demanding? 

HWI 
negative 

6 .88 .72 you arrive late at work because 
of domestic obligations? 

WHI 
positive 

6 .77 .61 you manage your time at home 
more efficiently as a result of the 
way you do your job? 

HWI 
positive 

6 .81 .80 you have greater self-confidence 
because you have your home life 
well organized? 
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7.3.2.3  Resources 
 
The resources were measured by the scales for social support at work and 
environmental social support from family, friends, and neighbours. Resources at 
work were assessed by two scales adopted from the work quality questionnaire 
(Van der Doef, 2000): supervisor social support (5 items, expatriate spouses α = 
.93 and expatriate α = .90) and social support from coworker (6 items, expatriate 
spouses α = .86 and expatriate α = .80). Response categories  ranged from (1) 
strongly disagree to (5) strongly agree for the expatriates and with an extra 
category (6) not applicable for expatriate spouses. An example of an item from 
the supervisory social support scale is, “My supervisor is concerned about the 
welfare of those under him”. An example of a statement from the coworker 
social support scale is, “The people I work with are friendly”. Analyses revealed 
that the supervisory social support scale and the coworker social support scale 
were strongly correlated (r = .49, p < .01). A factor analysis at the item level 
revealed that the items from both scales of social support loaded on one 
component which explained 44 percent of the variance. In further analysis these 
scales were combined into a scale labeled as social support at work (11 items, 
expatriate spouses α = .92 and expatriate α = .88). 
 
  Home support was measured with a scale that is used to measure social 
support from the environment. Eleven items (expatriate spouses α = .94 and 
expatriate α = .90) were adopted from the social support questionnaire (SSL-I) 
that was developed by Van Sonderen (1993). The answers could be provided on 
a 4-point scale ranging from (1) seldom or never to (4) very often. A sample item 
from this scale is, “Does it ever happen to you that people in your home 
environment in the host country pay you a compliment?”. 
 
7.3.2.4  Demands 
 
  The work pacing scale, mental strain scale and emotional strain scale of 
the questionnaire Experience and Evaluation of Labor (Van Velthoven & 
Meijman, 1994) were used to assess work demand. Expatriates and their spouses 
could answer on a 4-point scale ranging from (1) never to (4) always for the 
expatriate and  (5) not applicable for expatriate spouses who are not working. 
Items from the work pacing scale (10 items, expatriate spouses α = .88 and 
expatriate α = .90) are, for example, “How often does it happen to you that you 
can do your work at ease?” (-). One example of the items from the mental strain 
scale (7 items, expatriate spouses α = .92 and expatriate α = .83) is, “How often 
does it happen to you at work that you have to remember a lot of things?” 
Finally, the emotional strain scale (7 items, expatriate spouses α = .81 and 
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expatriate α = .76) has items such as “How often does it happen to you at work 
that your work is emotionally difficult?”.  
 
  The home demands were assessed with a parallel version of the VBBA 
work pacing scale that was developed specifically for the present study (10 
items, α = .88). The categories available for responding were the same as in the 
scales described in the above. Two examples of the items on this scale are, 
“How often does it happen to you at home that you have to work fast?” (+) and 
“How often does it happen to you at home that you do not have anything to do?” 
(-). 

  
7.4  Results 
In this section the results of the present study are presented. Within the next 
paragraphs, the relationships between expatriate spouses’ adaptation and the 
demands, resources, and both types of interference that they experience will be 
discussed. Subsequently, the relationships between expatriate spouses’ 
adaptation and the demands, resources, and expatriates’ both types of 
interference will be presented.  
 
 
7.4.1 Results of WHI and HWI on the Working Expatriate Spouses  

 
The results to be discussed here concern the expatriate spouses who were 

working in the host country. The non-employed expatriate spouses did not 
complete the items pertaining to work-home interference and resources and 
demands at work. The group of working expatriate spouses was small (N = 46). 
Thus, regression analysis was not feasible. First, the relationships between the 
demands and resources and WHI and HWI will be discussed. Secondly, the 
relationships of WHI and HWI with intercultural adaptation will be examined. 
Finally, the differences in demands and resources at home between the group of 
employed and non-employed employed spouses will be presented. Table 7.2 
displays an overview of the correlations between the intercultural adaptation, 
demands, resources, WHI interference, and HWI interference.  A positive 
relationship between demands at work and at home with WHI - and HWI - was 
expected. This expectation was confirmed by a strong relationship of demands at 
home and at work with WHI - . The more demands expatriate spouses perceived 
the more they experienced negative work-home interference. It was shown that 
HWI - correlated only with the demands at home. In addition, it was expected 
that the resources would have a negative relationship with WHI - and HWI -. 
This expectation was not empirically confirmed by the present data.  The next 
hypothesis  predicted  that  resources  both  at work and at home would correlate  

 113



  Chapter 7 

Table 7.2 
Correlations between Intercultural Adaptation and Independent Variables of Expatriate Spouses 
          1 2 3 4 5 6 7 8 9 10     11 12 13 14

Adaptation 

1. General health 

 

1.00 

             

2. Mental health               

              

                

              

.50** 

3. Psychological well-being .24 .57** 

4. Socio-cultural adjustment -.09 .21 .57**

5. Intercultural interaction -.30* .03 -.06 .18

Interference 

6. WHI - 

 

-.04 

 

-.30* 

 

-.24 

 

-.02 

 

.11 

         

               

                

               

7. HWI - -.16 -.28* -.23 .10 .21 .36*

8. WHI + .36* .37* .28* .19 -.07 .10 .03

9. HWI + .34* .51** .26 .20 .08 -.23 -.11 .70**

Resources 

10. Work support 

 

.45** 

 

.07 

 

.07 

 

-.01 

 

-.12 

 

-.14 

 

.17 

 

.16 

 

.05 

     

               11. Home support .33* .16 .16 .09 .05 -.18 .13 .11 .03 .46**

Demands 

12. Work pacing demands 

 

-.19 

 

-.24 

 

-.40* 

 

-.13 

 

.01 

 

.47** 

 

.00 

 

-.01 

 

-.13 

 

-.43** 

 

-.28* 

   

               

               

               

13. Mental work demands .07 -.01 -.29* -.17 .05 .38* -.11 .02 -.06 -.48** -.30* .55**

14. Emotional work demands -.27 -.15 -.27* -.19 -.06 .37* .20 .06 .06 -.42** -.26 .59** .54**

15. Home demands -.06 -.39* -.14 .03 .00 .38* .34* .02 -.17 -.10 -.18 .30* .10 .42**

** .Correlation is significant at .01 level (1-tailed) 
*   .Correlation is significant at .05 level (1-tailed) 
ª In this table only the working expatriate spouses are represented, N = 46 
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positively with WHI + and HWI +. However, no confirmation of these 
relationships was found. 

In addition, we expected a positive relationship between expatriate 
spouses’ WHI + and HWI +  and their intercultural adaptation. Moreover, a 
negative relationship was expected between expatriate spouses’ WHI - and   
HWI - and their intercultural adaptation. Five scales assessed the adaptation of 
expatriate spouses: general health, mental health, psychological well-being, 
socio-cultural adjustment, and intercultural interaction. As shown in Table 7.2, 
positive correlations were found of WHI + and HWI + with general health, 
mental health, and satisfaction. WHI + and HWI + correlated positively with all 
indicators of intercultural adaptation except for intercultural interaction and 
socio-cultural adjustment. Furthermore, negative relationships were found 
between WHI - and HWI - and mental health.   

7.4.2  Demands and Resources at Home and Expatriate Spouses’ 
Intercultural  Adaptation 
Working expatriate spouses constituted 50% of the sample of the present study. 
The previous sections above described the relationships between the model 
variables only among expatriate spouses who are working in the host country. 
We were interested in the relationship between home demands and resources 
and intercultural adaptation of both working and non-working expatriate 
spouses. Intercorrelations between these variables are presented in Table 7.3. 
For both groups significant positive relations were found between the home 
resources and the scales for mental and general health. For all adaptation scales 
the relations were stronger for non-working expatriate spouses than for the 
working expatriate spouses. The home demands correlated negatively with 
intercultural adaptation of the working expatriate spouses, but were unrelated to 
the adaptation of the non-working expatriate spouses. 
 
Table 7.3 
Correlations of Working and Non-working Expatriate Spouses Between Adaptation and 
Home Demands and Resources  
 Working expatriate spouses Non-working expatriate 

spouses 
All expatriate spouses 

 Home 
demands  

Home 
resources 

Home 
demands 

Home 
resources 

Home 
demands 

Home 
resources 

General health -.06 .33* .13 .37* .03 .34** 
Mental health -.39* .16 -.16 .44** -.30** .25* 
Psychological 
well-being 

-.14 .16 .23 .20 .04 .17 

Socio-cultural 
adjustment 

.03 .09 -.02 .10 .01 .09 

Intercultural 
interaction 

.00 .05 .03 .13 .03 .09 

**. Correlations are significant at .01 level (1-tailed);*. significant at .05 level (1-tailed) 
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7.4.3 Results Concerning Expatriates 
 
Within the following sections, the relationships between expatriates’ demands 
and resources with WHI and HWI will be discussed. Subsequently the 
correlation of expatriates’ WHI and HWI with expatriate spouses’ intercultural 
adaptation are examined. Finally, we will study whether WHI and HWI play a 
mediating role in the relationship between demands and resources on expatriate 
spouses’ intercultural adaptation.  

7.4.3.1  Relationships Between Expatriates’ Resources and Demands and 
Negative WHI and HWI  

 
The hypothesis that a negative relationship exists between support and WHI - 

and  HWI - was confirmed by the correlations of support at home and at work 
with  WHI -  and HWI -  (see Table 7.4).  No significant correlation between 
WHI -  and the resources variables was found. 

 
The following hypothesis concerned a positive relation between demands 

and WHI - and HWI -. A strong relationship was found between home demands 
and WHI - and HWI - (see Table 7.4). The more demands an expatriate faces at 
home, the more work-home and home-work interference he or she experiences. 
The relationship between the home demands and HWI - was stronger than the 
relationship between home demands and WHI -. For the work demands the 
converse was found; demands at work correlated stronger with WHI - than with 
HWI -. Unexpectedly, we found a negative relationship of mental work demands 
with WHI - and HWI -. 
 
Table 7.4 
Results of regressions of demands and resources on WHI - and HWI -. 
 
 Negative WHI  Negative HWI  
 β r  β R 
Resources 
Work support 

 
-.04 

 
-.06 

 
-.10 

 
-.26* 

Home support .06 .01 -.10 -.27* 
 
Demands 
Work pacing demands 

 
 
.56** 

 
 
.58** 

 
 
.09 

 
 
.13 

Mental work demands -.23* .16 -.31* -.06 
Emotional work 
demands 

.14 .42** .27* .23* 

Home demands .32* .29* .53** .44** 
 R = .66 

R²= .43 
 R = .64 

R²= .41 
 

**. Correlations are significant at .01 level (1-tailed);*. significant at .05 level (1-tailed) 
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7.4.3.2 Relationships Between Expatriates’ Demands and Resources and 
Positive WHI and HWI  
 
The hypothesis was that the home and work resources would show a positive 
relationship with WHI + and HWI +. This relationship was partially confirmed, 
as can be seen in Table 7.5 Work resources correlated significantly with WHI + 
but not with HWI +. The converse was found for the home resources. These 
turned out to have a significantly positive relationship with HWI + and not with 
WHI +.   
 

A negative relationship was postulated between expatriates’ home and 
work demands and WHI + and HWI +. The relationship was confirmed only for 
the work pacing scale. The more demands an expatriate experiences as a result 
of work pacing, the lower the positive work-home and home-work interference 
will be. The other demands scales did not reveal any significant relation with 
WHI + and HWI +.   
 
Table 7.5 
Results of Regression of Demands and Resources on WHI + and HWI +. 
 
 Positive WHI  Positive HWI  
 β R β r 
Resources 
Work support 

 
.29* 

 
.25* 

 
.06 

 
.10 

Home support .06 .11 .21 .21* 
 
Demands 
Work pacing demands 

 
-.26* 

 
-.20 

 
-.28* 

 
-.24* 

Mental work demands .06 .11 .17 .14 
Emotional work 
demands 

.10 .04 .05 .01 

Home demands .20 .16 .20 .13 
 R = .40 

R²= .16 
 R = .40 

R²= .16 
 

**. Correlations are significant at .01 level (1-tailed) 
*. Correlations are significant at .05 level (1-tailed) 
 
 
 
 7.4.3.3 Relationships Between Expatriates’ WHI and HWI and Their 
Spouses’ Intercultural Adaptation 

 
It was expected that WHI + and HWI + would relate positively to expatriate 
spouses’ adaptation. In addition, we hypothesized that expatriate spouses’ 
adaptation would relate negatively to expatriates’ WHI - and HWI -. This was 
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investigated through a hierarchical regression analysis. A strong negative 
relationship was found between expatriates’ HWI - and their spouses’ adaptation 
(see Table 7.6). The higher the home-work interference experienced by the 
expatriates the lower their spouses’ intercultural adaptation will be. The 
indicators of interference revealed no significant relationship with the scales of 
both socio-cultural adjustment and intercultural interaction. Expatriates’ WHI - , 
WHI + and HWI + appeared to be unrelated to expatriate spouses’ adaptation. 

 
 
Table 7.6 
Results of Regression Analysis of Expatriate WHI and HWI on Expatriate 
Spouses’ General Health, Mental Health, and Psychological Well-being 
 
 General health  Mental health  Psychological 

well-being 
 

 

 β R β R β r 
WHI - .09 -.05 .06 -.05 .08 -.03 
HWI - -.37** -.33** -.27* -.24* -.26* -.23* 
WHI + .05 .04 -.06 .01 .17 .17 
HWI + -.07 .00 .07 .08 .01 .13 
 R = .40 

R²= .16 
 R = .40 

R²= .16 
 R = .40 

R²= .16 
 

**. Correlations are significant at .01 level (1-tailed) 
*. Correlations are significant at .05 level (1-tailed) 
 
 

7.4.3.4 The Mediating Role of Expatriates’ WHI and HWI  
 
A mediator is a third variable that generates the mechanism by which an 
independent variable affects a dependent variable (Baron & Kenny, 1986). In the 
model of the present study, WHI and HWI are postulated to be mediators. The 
home and work resources are the independent variables and expatriate spouses’ 
adaptation is the dependent variable. To test whether WHI and HWI do in fact 
mediate the effect of demands and resources on intercultural adaptation a 
number of steps were undertaken. First, the direct relationship between the 
independent variables (i.e., demands and resources) and the dependent variables 
were examined. The correlation analysis indicated that only expatriate home 
demands  were correlated strongly with expatriate spouses’ general  health   (r = 
-.27, p < .05), mental health r = -.24, p < .05), and socio-cultural adjustment (r = 
-.38, p < .01).  
 
 Secondly, we examined whether there were any significant relationships 
between the independent variables and the mediator. In order to achieve this, a 
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correlation analysis was conducted (see Tables 7.4 and 7.5) that investigated the 
relationship between expatriate home demands and the negative and positive 
expatriate WHI and HWI. A significant relationship was found between HWI - 

and home demands (r = .44, p < .01). A correlation between home demands and 
WHI- (r = .29, p < .05) was also found.  
 
 The third step was to examine the relationship between the mediator and 
the dependent variables. Negative HWI was found to correlate highly with 
general health (r = -.33, p < .01) and mental health (r = -.24, p < .05). 
 
 The final step consisted of performing a regression analysis in which the 
independent variable was entered in the first step and the mediator in the second. 
In the case of mediation the β value for the effect of the independent variable 
will cease to remain significant. These three steps were conducted for the 
relationships between home demands and general health, with HWI - as the 
mediator. As Table 7.7 reveals, support was obtained for a mediating effect. The 
beta-weight for home demands decreased from -.27 to -.15. In addition, this 
regression analysis was conducted for the relationship between home demands 
and mental health with the addition of HWI -. In this analysis no support was 
found for a mediating role of HWI -. 
 
 
Table 7.7 
Regression Analysis Between Home Demands, General Health, and HWI – 

 

 General health   
 β step 1 β step 2 R R² 
Home 
demands 

-.27* -.15 .2
6 

.07 

HWI -  -.27* 
 

.3
6 

.13 

*. Correlations are significant at .05 level  (2-tailed) 
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7.5  Discussions 
 
7.5.1 Major Findings of the Present Study 
 
In the present study the influences of work-home and home-work interference of 
expatriates and their spouses on the intercultural adaptation of expatriate spouses 
were examined. On the basis of the present study’s model (Figure 7.1) the 
relations of the determinants and expatriate spouses’ intercultural adaptation 
were studied. The group of expatriate spouses was dissected since only 50% of 
this sample was working and it was only possible to examine the effects of WHI 
and HWI on the intercultural adaptation of this subgroup. The most important 
findings will be discussed in the following paragraphs.  
 
 The specific relationships that were found between the determinants of the 
working expatriate spouses and their adaptation are presented in Figure 7.2. The 
most important results for the group of working expatriate spouses are: 

1. All four types of interference had effects on expatriate spouses’ 
adaptation. WHI + had the strongest effect on expatriate spouses’ 
adaptation. 

2. Work and home demands correlated positively with WHI -. 
3. Work and home support had a positive effect on spouses’ adaptation. 
4. Work demands had a negative effect on spouses’ adaptation. 
 

The results of our study confirmed the assumptions of Wagena and Geurts 
(2000) who assumed that different roles might interfere so that participation in 
one role may cause stress in another role. We expected that home and work 
support would influence expatriate spouses’ adaptation through WHI and WHI. 
However, we only found a direct relation between support and expatriate 
spouses’ adaptation. The more support expatriate spouses experience within the 
different roles, the better their adaptation to the new environment. This finding is 
consistent with Kraimer et al.’s (2001) findings. 

 
For the group of non-employed expatriate spouses only the relationship 

between demands and home resources could be investigated. It was remarkable 
that home resources were more strongly associated with intercultural adaptation 
among non-employed expatriate spouses than among employed spouses. 
Apparently, social support at home is an important determinant of expatriate 
spouses’ adaptation if they are not employed. The employed expatriate spouses 
also experience support at work, which also contributes to their intercultural 
adaptation to the host country. On the other hand, too many demands at work 
may impede expatriate spouses’ adaptation, which is corroborated by the 
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negative relationship between work demands and expatriate spouses’ 
psychological well-being. 

 
 

Figure 7.2 
Established Relationships for Working Expatriate Spouses 
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Finally, the influence of expatriates’ determinants on expatriate spouses’ 
intercultural adaptation will be discussed. The most important relationships that 
were found are summarized below: 

1. HWI - had a negative effect on expatriate spouses’ adaptation. 
2. Work resources affected HWI – and WHI +. 
3. Home resources affected HWI – and HWI +. 
4. Work demands influenced all four types of interference. 
5. Home demands correlated positively with HWI –  and WHI –.   

 
The most important findings are summarized in Figure 7.3. We can see 

that a negative home-work interference correlated negatively with expatriate 
spouses’ adaptation. Expatriate spouses’ adaptation suffers when expatriates 
experience a negative influence of their role at home on their role at work. In 
addition, the home and work resources and demands influenced all forms of 
experienced interference. The strongest associations were found between 
expatriates’ HWI - and spouses’ intercultural adaptation.  This was an 
unexpected result since it is more logical to see expatriates’ WHI affecting 
spouses’ intercultural adaptation.  
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Figure 7.3 
Established Relationships Between Expatriate Variables and Spouses’ 
Intercultural Adaptation 
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The present study not only highlights demands and resources interferences 
both at home and at work as important determinants of expatriate spouses’ 
intercultural adaptation but also it supports interference theories in a number of 
ways. First, on the whole, support was found for the expected relationships 
within the model. Second, home and work resources had the strongest effect on 
positive interference and home and work demands had the strongest effect on 
negative interference. Finally, among expatriates, home resources and demands 
are most strongly related to positive WHI and negative HWI, respectively, while 
demands at home and at work are most strongly related to negative HWI. 
 

Furthermore, it must be noted that the concepts of WHI and HWI assume 
that the behavioral possibilities of a person in one domain are influenced by the 
task demands in the other domain (Wagena & Geurts, 2000). In the present 
study, the demands are defined as task demands in the different domains. Strong 
relationships between the demands and WHI and HWI could have occurred 
simply as a result of conceptual similarity between the constructs. This could 
also be true for the relation between resources and WHI and HWI. 
 
 A demanding home situation may lead to negative interference with the 
work situation while a demanding work situation may lead to negative 
interference with the home situation. In this way the present study supports the 
theory in the area of home-work interference (Greenhaus & Beutell, 1985). The 
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more support the expatriate experiences at home the more positive the effects on 
the work situation of the expatriate. 
 
 When expatriates experience too many demands, this negatively 
influences expatriate spouses’ intercultural adaptation through the mechanism of 
negative interference of home roles with work roles (HWI - ). A healthy balance 
between demands and resources in expatriates’ home and work roles contributes 
to expatriate spouses’ adaptation (Marks & Mac Dermid, 1996). It is important 
for international companies to gain insight into the networks and life situation of 
the expatriates and their family members. Such information is helpful to prevent 
imbalances in demands and resources that may even lead to premature 
termination of the international business assignment if stress levels exceed 
acceptable barriers.  
 
7.5.2 Restrictions and recommendations 
 
The present study employed a cross-sectional design. All indicators were 
assessed through the use of questionnaires. Although correlations indicate the 
existence of a relationship, no conclusions can be drawn about their direction. 
The direction of the relationships has not been confirmed within the present 
study. A second restriction of the present research may be attributed in the small 
sample sizes. The level of cooperation from respondents approached for the 
second time and of members of Dutch organizations abroad was less than 
expected. The sought-after sample size of 150 respondents was unfortunately not 
achieved. In addition, expatriate spouses in the present study had different types 
of employment; they worked full-time or part-time, and some of them worked as 
volunteers. Even if they were working, the majority of the expatriate spouses 
were not engaged in full-time employment and this might have affected the 
results. It is likely that their jobs were not that stressful and serious negative 
spillover effects on their home activities were therefore not likely to be 
experienced.  
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Chapter 8 
 

The Determinants of Intercultural Adaptation Among 
Expatriate Children 

 
 
 
 

8.1 Introduction 
 

8.2 Theoretical model and hypotheses 
 
8.3 Method 

 
8.4 Results 

 
8.5 Discussion 

 
 
 
 
 
 
 
 
 
 
This chapter examines the determinants of intercultural adaptation among 
expatriate children. This chapter starts with an introduction to the process that 
expatriate children may go through while adapting to a host country.  Then, the 
theoretical model of this research is presented, accompanied by a discussion of 
the determinants from which respective hypotheses are formulated. The method 
used in conducting the present study is then described and followed by the 
results. This chapter ends with a discussion of conclusions drawn and 
implications of the present study.  
 
    
We would like to express our special thanks to Iris Haaksma for her contributions in 
completing this chapter. 
Our special thanks also presented to Jan Jaap Verolme, the director of EXPATPLUS, for 
helping us in distributing the questionnaires worldwide (see Appendix F for the address of 
EXPATPLUS).  
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8.1 Introduction 
 
“Never wanted to come here, want to go back 
Hate speaking English here, want to go back 
Hate all the homework, want to go back 
Miss all my friends there, want to go back 
Don’t like the people here, want to go back 
I hate Holland, want to go back” 
 
Alexandra Johansson, a 12-year-old Norwegian girl wrote the poem above 
(Schaetti, 1998).  She spent a period of her life in the Netherlands because her 
father had accepted an expatriate position there. But, why was there so much 
anger and disappointment in her poem? It is very loud and clear that she did not 
enjoy her stay in Holland.  Is there any way in which we could help her and 
many other expatriate children to adapt effectively in a foreign country? This is 
what the present study is all about. We aimed to examine some of the 
determinants that contribute to intercultural adaptation of expatriate children. 
 

 About 80% of expatriates are married and more than 70% of them have 
children. Most of them bring their spouses and children along with them during 
their international business assignments.  Just as it holds for expatriate spouses, 
expatriate children also have to go through changes and processes of adaptation 
in the new environment.  Unlike expatriate spouses, expatriate children have the 
chance to meet many other expatriate and local children at school. However, the 
contacts with other children at school are not enough for expatriate children to 
adapt and adjust effectively to the host country.  There may be less contact with 
the local people and local culture if expatriate children attend international 
schools in the host country. Moreover, expatriate children may miss their friends 
in the home country or the friends that they made in the previous host county as 
Alexandra’s poem clearly demonstrates.   
 

We know that regardless of expatriate children’s feelings about the 
international relocation, most of them have to follow their parents in the 
relocation. For some, it will not be the first time that they are relocated to 
another country and quite some children move a few times until their teenage 
years are over.  McCraig (1994) argues in her article that expatriate children 
should be allowed to participate in the decision-making concerning the 
relocation.  Moving to a different environment with a different culture is not 
easy.  In packing their belongings, expatriate children may sometimes have to 
leave behind items, which they are very fond of. They also have to say good-bye 
to their friends. Every time they move to a new place, they have to start all over 
again; unpacking their belongings and collecting new ones, getting used to with 
new schools, new teachers, new systems, and making new friends. In addition, 
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they may have to find new hobbies and forms of entertainment in the new 
country.  
 

The process of starting a new life in a new place may not be that easy for 
some expatriate children. Expatriate children may face various problems while 
adapting to the foreign country.  Feelings of uncertainty and loss of identity are 
commonly reported among expatriate children.  Feelings of uncertainty may be 
more acute at the point of prior relocation and also during the first few months 
of the relocation. An expatriate child may feel uncertain about the new place and 
house, new schools and teachers, and they may feel most strongly about new 
friends. It is a highly uncertain period for most expatriate children. Many 
questions may arise in their minds. Will they be able to enjoy their life in the 
foreign country? Will their life be better, the same or worse?  It should be noted 
that for those who have to learn the host country’s language because of the 
unavailability of international schools in the host country will take a few months 
before they are able to speak the new language and feel comfortable at school.  
Forster (1997) based on reports by expatriate spouses four months after the 
relocation, showed that children indeed experienced substantial problems either 
with adapting to the new schools or making new friends.  Expatriate children 
may feel isolated if they are not able to make new friends in the host country.  
Lack of contacts with other children (either expatriate or local) in the host 
country may prohibit the development of the children. Furman and Burhmester 
(1985) found that friendship among those in the same age group is important for 
the development of teenagers. It is obvious that it is difficult for expatriate 
children to maintain long-term relationships. A study by Vernberg (1990) 
showed that children who followed their parents and had moved a few times 
while abroad had fewer friends than the children who did not.  

 
Expatriate children may experience loss of their own cultural identity due 

to relocation to different foreign countries. Feelings of attachment to the home 
country and its cultures and values may be less since expatriate children are 
exposed to many different host countries. Expatriate children experience 
relocation to be most stressful at the ages of 3 to 5, and 14 to 16 (Gaylord, 
1979).  Furthermore, those who are 3 to 5 years old particularly experience 
emotional difficulties and those between the ages of 14 to 16 primarily feel 
social frustration because of relocation. Expatriate children who are going 
through puberty may face difficult problems. They may lose control of their life 
if they are exposed to too many emotional problems (Stuart, 1992). Eating 
problems such as anorexia may be one way for the teenagers to express this loss 
of control (McCraig, 1994). 
 

A study by De Leon and McPartlin (1995) showed that international 
companies did not fully recognize the problems that expatriate children face 
while adapting to the host country. In the selection process for international 
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assignments, the majority of international companies solely focused on 
expatriates and neglected the other family members (Black et al., 1992). This is 
difficult to understand since the well-being of expatriate children may influence 
expatriates’ work performance (Caligiuri et al., 1998) and chances of successful 
completion of the international business assignments. If expatriate children are 
unhappy and not satisfied with their life in the host country, this will be a matter 
of concern to expatriates themselves who feel responsible for the well-being of 
their family. This may in turn lead to a loss of concentration at work or even to 
the decision to resign from the international assignment (Fukuda & Chu, 1994). 
Indeed, Yurkiewicz and Rosen (1995) showed that if expatriate child/children 
were against the international relocation, in many cases, expatriates made the 
decision to quit from the international assignment.   
 

Despite all the complex situations that expatriate children may face while 
adapting to a host country, an international relocation may also prove to be an 
enriching experience for them. Expatriate children have the chance to see other 
countries, to meet new people, to get to know and to learn new cultures, values, 
and languages that will all contribute to their intellectual and social 
development. The present research focused on the determinants that facilitate 
intercultural adaptation of expatriate children, which in turn will contribute to 
the success and meaningfulness of the international relocation to expatriate 
children, their parents, and also the international companies. 
 
8.1.1 Intercultural adaptation of expatriate children 

 
In its most general sense, adaptation refers to changes that take place in 
individuals or groups in response to environmental demands. Again, departed 
from the expatriate spouses’ model, we refer to the distinction between 
psychological and socio-cultural adjustment (Searle & Ward, 1990). 
Psychological adaptation refers to internal psychological outcomes such as 
mental health and personal satisfaction. Socio-cultural adjustment refers to 
external psychological outcomes that link individuals to their new context such 
as the ability to deal with daily problems, particularly in the areas of family life, 
work and school (see Segall et al., 1999). 
 

 In the present study, general and psychological health was used as an 
indicator of psychological adaptation among expatriate children. In addition, 
socio-cultural adjustment and satisfaction with the living conditions was used as 
a second indicator of adaptation. 

 
8.2 Theoretical Model and Hypotheses 
 
Scientific research on intercultural adaptation of expatriate children is scarce.  
As far as we know, the empirical study by De Leon and McPartlin  (1995) was 
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Figure 8.1 presents a theoretical model of the determinants of intercultural 
adaptation among expatriate children. The present study departed from a 
theoretical model (Figure 8.1) derived from the model of Expatriate’s Family 
Adjustment proposed by Caligiuri, Hyland and Joshi (1998) and a model 
suggested by Parker and McEvoy (1993). This theoretical model is largely 
similar to the model presented in Chapter 4 for expatriate spouses, whereby 
‘attachment style’ was added as a fourth group of independent variables. As a 
result, the model consists of five main components: 

a.   Expatriate family characteristics, i.e., cohesion, adaptability and 
communication 

b. The multicultural effectiveness of expatriate children (personality 
characteristics) 

c. The attachment style of expatriate children 
d. Expatriates’ work life (support given by the international companies to 

expatriate children and expatriates’ work satisfaction) 
e. Expatriate children’s intercultural adjustment 

 
Each component will be discussed below. 
 
 
 
8.2.1 Family Characteristics 
Again, as in our model for expatriate spouses, the family dimensions of 
cohesion, adaptability, and communication (see for e.g., Caligiuri et al., 1998; 
Forster, 1997) were included.  

 
 
8.2.1.1 Family cohesion 

Family cohesion refers to the amount of emotional bonding between family 
members. As stated earlier, De Cieri, Dowling and Taylor (1991) showed that 
the relationship between expatriate spouses and their children became closer 
through the expatriation period as they had endured trials and tribulations 
together.  The level of emotional bonding within the family may impact the 
members’ ability to develop relationships beyond the boundaries of the family 
unit, for example, a child’s ability to establish and maintain friendships with 
other children (Caligiuri et al.,  1998). In the present study, the prediction was 
that the amount of cohesion in the expatriate family is positively related to the 
intercultural adaptation of expatriate children. As such, our first hypothesis reads 
as follows: 

 
Hypothesis 1: The amount of cohesion among expatriate family members 
is positively related to intercultural adaptation of expatriate children. 
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8.2.1.2 Family adaptability 

Family adaptability refers to the ability of a family system to change its power 
structure, role relationships, and relationship rules in response to situational and 
developmental stress. According to Caligiuri et al. (1998), the ability of a family 
to adapt is critical both in response to stress from within the family and in 
response to stress from the external environment.  Expatriate children may have 
problems adapting to new schools or friends. Remember that according to 
family system theory, the better the family is able to change its power structure, 
roles, and relationship rules in response to situational and developmental stress, 
the better the family members will adapt to new circumstances (Olson et al.,  
1984).  The expectation was therefore that the adaptability of the expatriate 
family is positively related to the intercultural adaptation of expatriate children, 
which results in the following hypothesis: 

 
Hypothesis 2: The adaptability among expatriate family members is 
positively related to the intercultural adaptation of expatriate children. 
 
 
8.2.1.3 Family communication 

A healthy level of family communication is evidenced by the ability of a family 
to address and resolve concerns within the family. It refers to a family’s ability 
to resolve conflicts by mutual recognition of different opinions and their ability 
to negotiate issues of contention (Caligiuri et al., 1998). Healthy communication 
will probably not only affect expatriate spouses positively, expatriate children 
may also benefit from recognition of different opinions and the ability to 
negotiate issues of contention. In sum, the prediction of the present study was 
that the quality of communication among expatriate family members is 
positively related to the intercultural adaptation of expatriate children, which 
leads to the following hypothesis:  

 
Hypothesis 3: The quality of communication among expatriate family 
members is positively related to the intercultural adaptation of expatriate 
children. 
 

8.2.2 Personality Characteristics of Expatriate Children 
 
Next, the model assumes that personality of expatriate children influences their 
intercultural adaptation.  The assumption was that a number of intercultural 
traits are related to successful adaptation of expatriate children: Cultural 
Empathy,  Open-mindedness,  Emotional Stability,  Flexibility and Social 
Initiative (Van der Zee & Van Oudenhoven,  2000, 2001) (see Chapter 4.2 for a 
complete discussion of the five intercultural traits).  
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The five intercultural traits have never been studied in relation to the 
adaptation of expatriate children.  Nevertheless, there was no reason to assume 
that traits that are related to the ability to establish contacts within a new culture, 
to maintain a high level of psychological well-being, and to perform 
successfully among expatriates and expatriate spouses differ from those among 
expatriate children. Therefore, the prediction was that the five traits would be 
positively related to the intercultural adaptation of expatriate children. Hence, 
the following hypothesis: 
 

Hypothesis 4: Cultural Empathy, Open-mindedness, Emotional Stability, 
Flexibility and Social Initiative are positively related to the intercultural 
adaptation of expatriate children. 

 
 
8.2.3 The Attachment Styles of Expatriate Children 
 
The third determinant of intercultural adaptation studied in the present study is 
the attachment style of expatriate children. There are four different attachment 
styles: secure attachment style, dismissive-avoidant attachment style, 
preoccupied attachment style, and fearful-avoidant attachment style 
(Bartholomew & Horowitz, 1991).  
     

A child's attachment style can be referred to as the security in the mother-
child relationship (Baron & Byrne, 1997).  According to Bowlby’s (1977) 
theory, children internalize experiences with caretakers in such a way that early 
attachment relations come to form a prototype for later relationships outside the 
family. In the first few years of his/her life, a child directly learns from his/her 
mother of how future relationships with other people can be developed.   
Furthermore, a positive influence is passed to a child whenever the child builds a 
strong sense of trust and can confidently count on his/her mother. Bowlby 
(1982) revealed three attachment styles of a baby, namely secure, avoidant, and 
ambivalent. The first two styles respectively, teach a baby to trust and care for 
other persons (secure) and to distrust and avoid other people (avoidant) 
meanwhile an ambivalent attachment style is a combination of the two 
attachment styles. Of these three attachment styles, according to Shaver and 
Brennan (1992), solely a person with the secure attachment style can build fully 
involved and satisfying long-term relationship.  

 
Bartholomew (1990) formulated a model that is related to the adult’s 

attachment style.   He argued that a person develops attachment styles during 
childhood and then remain relatively stable throughout a person’s lifetime.    
Bartholomew (ibid) distinguished between four attachment patterns that vary on 
two dimensions, namely, positive and negative patterns of one-self, and positive 
and negative patterns of others. Bartholomew and Horowitz (1991) later named 
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the dimensions as secure attachment style, dismissive-avoidant attachment style, 
preoccupied attachment style, and fearful-avoidant ambivalent attachment style.  
People with a secure attachment style indicate a sense of worthiness (lovability) 
plus an expectation that other people are generally accepting and responsive. 
They are self-confident and have no doubts/misgiving feelings towards others.  
Findings show that secure persons perceive themselves in a positive and 
coherent way, possess good problem solving skills, tend to view stressful 
situations optimistically, and believe that others will help them in time of need. 
These qualities enable them to confront stress with a sense of mastery, to choose 
effective coping strategies, and to make use of social support in stressful 
situations (Mikulincer & Florian, 1998). People with the dismissive-avoidant 
attachment style indicate a sense of love-worthiness combined with a negative 
disposition toward other people. Such people protect themselves against 
disappointment by avoiding close relationships and maintaining a sense of 
independence and invulnerability. Third, individuals with a preoccupied 
attachment style indicate a sense of unworthiness (unlovability) combined with a 
positive evaluation of others. This combination of characteristics leads 
individuals to strive for self-acceptance by gaining the acceptance of others.  
The final attachment style is the fearful-avoidant attachment style that indicates 
a sense of unworthiness (unlovability) combined with an expectation that others 
will be negatively disposed (untrustworthy and rejecting). People with 
dismissive-avoidant and fearful-avoidant attachment styles establish little 
contact with other people since they have little trust in others and do not manage 
to integrate with other people. In a foreign country with a new culture and 
environment, such people may not easily make contact with other expatriates 
and local people, which is essential in developing new relationships in a host 
country. With respect to expatriate children, we therefore expected that 
expatriate children with a dismissive-avoidant attachment style, a preoccupied 
attachment style, or a fearful-avoidant attachment style would be less successful 
in adapting to the host country than expatriate children with a secure attachment 
style. The next hypothesis can be formulated as follows: 
 

Hypothesis 5: A dismissive-avoidant attachment style, preoccupied 
attachment style, and fearful-avoidant attachment style are negatively 
related to the intercultural adaptation whereas a secure attachment style 
is positively related to the intercultural adaptation of expatriate 
children. 

 
 

8.2.4 Expatriates’ Work Characteristics 
 
Work-family conflict can be examined by using the Spillover theory.  According 
to the Spillover theory, satisfaction at work positively influences family life 
while dissatisfaction at work influences family life negatively (Evans & 
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Bartolomé, 1984). Negative feelings such as stress and problems at work are 
transferred into the family (Paffen, 1994). Work-family conflict can interfere 
with one’s ability to perform family and parental roles (Bohn & Viveros-Long, 
1981).  Small and Riley (1990) found that difficulties with balancing work and 
family demands influenced leisure activities, home management, and parent-
child relationships.   

 
Again, in the present study, two aspects of expatriates’ work life were 

considered: expatriates’ work satisfaction and the support that the expatriate 
spouses and children receive from the international company prior to and during 
the expatriation period.   

 
 
8.2.4.1 Expatriates’ Work Satisfaction 

 
In the present study, we examined how the expatriates’ work life in terms of 
work satisfaction may affect the intercultural adaptation of expatriate children. 
Work-family conflict represents various ways in which the intersection between 
jobs and family life is a source of difficulty for workers and family members 
(Hughes et al., 1992).  

 
With respect to the expatriate family, expatriate children may observe and 

feel differences in the working family member’s behaviour.  For example, an 
expatriate child who used to get enough attention in the home country may feel 
isolated if the parent spends a lot of time away from home. Expatriate children 
may also overhear their parents talking and expatriates may from time to time 
talk about their work in the host country enthusiastically or in negative ways to 
their children. In the present study, it was assumed that expatriates’ work 
satisfaction influences children’s intercultural adaptation to the host country. 
Thus, our hypothesis can be formulated as follows: 

 
Hypothesis 6: Expatriate children's intercultural adaptation is positively 
related to the expatriates’ work satisfaction. 
 
8.2.4.2 Support received from international companies 

 
In the present study we focused on support received from the company. Help 
and support from the company may contribute to intercultural adaptation of 
expatriate children in order to adapt and adjust effectively to the new 
surroundings.  De Cieri et al. (1991) found that company assistance with the 
relocation was a strong predictor of psychological adjustment of an expatriate’s 
spouse to relocation, particularly in the early stages of the expatriation. There 
was no reason to assume that support received from the international companies, 
which proved to be positively related to expatriate spouses’ adaptation, will 
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differ where expatriate children are concerned. Therefore, in the present study, 
we predict that support received from the company is positively related to 
intercultural adaptation of expatriate children: 

 
Hypothesis 7:  Support received from the company is positively related to 
expatriate children’s intercultural adaptation. 

  
 
8.3 Method 
 
8.3.1 Procedure  
 
In a cross-sectional study, expatriate children were surveyed according to the 
model variables. Our target respondents were expatriate children of ages 
between 8 and 18 years old. The first version of the questionnaire (see Appendix 
D) was in Dutch. One thousand questionnaires were distributed via 
EXPATPLUS, a company with its headquarters in Rotterdam, the Netherlands. 
EXPATPLUS produces a worldwide-distributed magazine for Dutch expatriates, 
which is also called EXPATPLUS. The questionnaires were inserted into the 
magazines and were distributed world wide through various Dutch international 
companies together with invitation letters which requested Dutch expatriates to 
approach their children to fill in the questionnaires.  In addition, three Dutch 
International Schools in Singapore, Lagos, and Paris participated in the present 
study. We also contacted a number of Dutch International Schools all over the 
world. In total 80 completed questionnaires were returned.  Finally, we 
contacted Nederland Aardolie Maatschappij (NAM), a sister company of Shell 
International in Assen, the Netherlands and 14 questionnaires were sent to 
expatriate children of their employees who had repatriated. This group was 
asked to refer to their previous experiences living in a host country. Five 
completed questionnaires were returned. 

 
An English version of the questionnaire (see Appendix E) was distributed 

among students of The Maartens College, an international school in Groningen, 
the Netherlands that agreed to participate in the research. Letters were sent to 
about 100 parents inviting them to participate and asking their permission to let 
their children fill in the questionnaires.   Twenty-two parents responded and 
questionnaires were sent. Out of these, 15 completed questionnaires were 
returned. In addition, through personal contacts in Hong Kong and Surrey 
(United Kingdom), 50 questionnaires were distributed and 4 completed 
questionnaires were returned. Another 50 questionnaires were also distributed 
via an expatriate organization in Paris. 
    

In total 1136 questionnaires were sent out and 104 completed 
questionnaires were returned and were usable for the analysis (9.15 % response 
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rate).  The response rate is rather low and in most cases lower than in other 
international studies (e.g., Black & Gegerson, 1991; Tung, 1981; Chapter 5 of 
this thesis). There are a number of reasons for this low response rate. First, the 
nature of the questionnaires inquiring about the lives of the children may have 
made some parents and expatriate children reluctant to participate in the study. 
They may be unwilling to disclose intimate information about their lives to 
others. Second, we limited our target group to expatriate children aged between 
8 and 18 years old.  
 
8.3.2 Participants 
 
The sample of the present study consisted of expatriate children, both currently 
expatriating or repatriated, residing all over the world. Of the 104 completed 
questionnaires, 87% of the respondents filled in the Dutch version whereas 13% 
completed the English version. Out of 104 respondents, 40.4% were boys and 
59.6% were girls. The age of the respondents varied from 8 to 18 years old.  
60.6% of the respondents were in the range of age thirteen to eighteen years old 
and 39.3% are younger than 13 years old.  The respondents were originally from 
21 different countries, the majority of which were from the Netherlands 
(64.4%), followed by Germany (5.8%), Switzerland (4.8%) and Belgium 
(1.9%). At the time of the study, the respondents were living in 37 different 
countries ranging from the Netherlands (13.5%), Singapore (13.5%), France 
(12.5%), Australia  (2.9%), South Africa (1.0%), Brazil (1.0%) to Malaysia 
(1.0%) and the rest (54.6%).  

 
With respect to the size of the family, 3.0% of the respondents came from 

one-child families, 94% of them had one to three siblings and 3.0% had four or 
more siblings. On average, the respondents had been living abroad for 3.27 
years (SD=3.7). 68.3% had been living in the host country from 0.5 to 3 years, 
while 19.1% of them had spent 4 to 7 years in the host country, 4.0% had lived 8 
to 11 years and 8.0% had lived 12 to 15 years. Of the respondents, 24.0% stated 
that they had been involved in the decision to move abroad and 30.0% felt that 
their parents had actually considered their opinion regarding the decision. Of the 
respondents, 46.0% stated that they had visited the host country prior to 
relocation and most of them (73.7%) were able to understand and speak the host 
country’s language.   

 
 

8.3.3 Instrument 
 
The questionnaire which was designed consisted of the following sections:  
demographic information; Family Inventories (family cohesion, adaptability and 
communication); the Multicultural Personality Questionnaire; Attachment 
Styles; support from the Company; and expatriates’ work satisfaction. The last 
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two sections assessed respondents’ intercultural adaptation. Indicators of general 
and psychological health, and socio-cultural adjustment and satisfaction with the 
living conditions were then included. The questionnaire was adjusted so that it 
would be child friendly. Where necessary, items were rephrased and adapted so 
that the young respondents could easily understand them. 

 
The paragraphs below will discuss all the instruments used in the present study. 
 
8.3.3.1  Demographic information 
 
In the first section of the questionnaire, respondents were asked to provide 
personal information such as their gender and age. The respondents were also 
asked about the country in which they were born, the country they were living in 
at the moment and the duration of residence, the countries where they had lived 
before, and the total number of years of expatriation. In addition, they were also 
asked about the presence of other expatriate children from their home country 
and other foreigners in their neighbourhood and whether they had visited the 
host country prior to relocation. Next, questions regarding the family were 
asked: the number of siblings, whether they had been involved in the decision to 
move abroad, and whether they felt that their parents had considered their 
opinion regarding the decision. Finally, the respondents were asked to provide 
information on their ability to understand and speak the local language.   

 
8.3.3.2  Family Inventories 
 
The scales for family cohesion, adaptability and communication were drawn 
from Family Inventories, which were developed by Olson, McCubbin et al. 
(1992, permission granted).  For the purpose of the present study, only the items 
that were applicable to expatriate children in a host country were selected. 
Family cohesion was defined as the emotional bonding that family members 
share with each other.  The construct was measured by 9 items on a 5-point 
answering scale ranging from [1] strongly disagree to [5] strongly agree.  
Examples of the items are  “We support each other during difficult times” (+) 
and “We consult each other before we make decisions” (+) (α =. 87). Family 
adaptability refers to the extent to which the family system is flexible and able to 
change.  The respondents were asked to answer nine items regarding their 
family adaptability on a 5-point Likert-type scale, ranging from [1] strongly 
disagree to  [5] strongly agree. Sample items are  “We compromise when 
problems arise” (+) and “Things go well in the family” (+) (α = .75).  Family 
communication was measured by 8 items on a 5-point answering scale ranging 
from [1] strongly disagree to [5] strongly agree.  Examples of the items include 
“I find it easy to discuss problems with my family members” (+) and “I am 
happy about how we make decisions and resolve conflicts” (+) (α =. 81). 
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8.3.3.3  Personality 
 
The Multicultural Personality Questionnaire (MPQ) was developed by Van der 
Zee and Van Oudenhoven (2000) as a multidimensional instrument to measure 
multicultural effectiveness of expatriates. Participants could give their answers 
on a 5-point scale, ranging from [1] not at all applicable to  [5] totally 
applicable. These dimensions are Cultural Empathy (18 items,  α = .71),  Open-
mindedness (18 items, α = .72),  Social Initiative (17 items, α = .67),  Emotional 
Stability (20 items, α = .76),  and Flexibility (18 items,  α = .70)   Scale scores 
were obtained by taking the unweighted mean of the item scores, after first 
recoding the items that were mirrored. In case of missing values, the personal 
mean over the remaining scale items was computed, provided at least half of the 
items were answered.  Examples of items from the Cultural Empathy dimension 
are “Tries to understand other people’s behaviour” (+) and “Finds it hard to 
guess what others feel” (-).  Examples of items from the Open-mindedness 
dimension are “Is interested in other cultures” (+) and “Likes to look for new 
ways of doing things” (+).  “Takes initiatives to do things” (+) and “Finds it 
difficult to make contacts” (-) are two examples of the items from the Social 
Initiative dimension.  Examples of items from the Emotional Stability dimension 
are “Is not easily hurt” (+) and “Is often nervous” (-) and finally, two examples 
of items from the Flexibility scale are “Changes easily from one activity to 
another” (+) and “Doesn’t like surprises” (-). 

 
8.3.3.4  The Attachment Styles  
 
Expatriate children’s attachment style that concerns the relationships that 
expatriate children have with other people was measured by a 24-item scale 
which was developed by Van Oudenhoven, Kassenberg and Van der Wal 
(1999).  The attachment style scale has four different components: Secure 
attachment style, Dismissive-avoidant attachment style, Preoccupied attachment 
style, and Fearful-avoidant attachment style. Secure attachment was measured 
by seven items such as “I trust other children” (+) (α = .77). Second, 
Dismissive-avoidant attachment was measured by six items (e.g., “I’d rather go 
my own way” (-)). The reliability of this scale was modest (α = .63). Finally, the 
scales for Preoccupied attachment style (five items, e.g., “I think that I like 
others more than they like me” (+)) and the Fearful-avoidant attachment style 
(five items, e.g., “I would like to be honest to others, but I am afraid that they 
will disclose what I have told them to people” (-)) appeared to be strongly 
interrelated (r = .60, p < .01). In factor analysis, both components contributed to 
a major part of one component (78.4%). It was therefore decided to combine 
these two components into one dimension that will be referred to as Ambivalent 
attachment style (Bowlby, 1982). The resulting scales was highly reliable (11 
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items, α = .87). Participants could answer on a five-point scale, ranging from [1] 
I totally disagree to  [5] I totally agree. 
 
8.3.3.5  Expatriates’ Work Satisfaction 
 
An additional  (10-item) scale was developed whose aim was to measure the 
expatriates’ work satisfaction from their children’s point of view. Examples of 
these items are, “My dad/mom complains about his/her colleagues at work 
and/or the work situation” (-) and “My dad/mom enjoys his/her work” (+).   A 5-
point scale was used, ranging from [1] strongly disagree to [5] strongly agree. 
The reliability of this scale was moderate (α = .67). 
 
 
8.3.3.6  Support from the Company 
 
 For the purpose of the present study, a scale was developed aimed at measuring 
the support that expatriate children received from the company before and 
during the expatriation period. Participants were asked to evaluate the support 
given to them on a 5-point Likert-type scale [1] strongly disagree to  [5] strongly 
agree. Examples of the items are “The company gave us information (books, 
brochures etc.) about this  country” (+)  and “The company my dad/mom works 
for  arranged a course for us to learn about this country” (+).  The internal 
consistency of this scale was acceptable (α = .73).  
 
8.3.3.7  Intercultural Adaptation 
 
Two scales were used to measure intercultural adaptation among expatriate 
children. The two scales are general and psychological health, and socio-cultural 
adjustment and satisfaction with the living conditions.  
 
 First, we used three of the six COOP WONCA function cards to measure 
general and psychological health of expatriate children (Nelson et al., 1990). 
There is one question on each card and every question asks about different 
aspects of general and psychological health. An example of the question is 
“How did you feel for the past two weeks?”. There are five choices of answers, 
ranging from bad to excellent and an illustration accompanies each answer is 
illustrated (see Figure 8.2). Factor analysis revealed that three different COOP 
WONCA cards constituted one component, and it was expedient to classify the 
outcome under Health Status. The reliability estimate for this scale was 
acceptable (α =. 71). 
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the first that presented a model on expatriate children’s adjustment. They studied 
the factors that contribute to the adjustment of expatriate children in Hong Kong 
(see Chapter 3.3.1 for a complete discussion of the study).  In the present 
research, family characteristics, expatriate children’s multicultural personality, 
expatriate children’s attachment style, and expatriates’ work characteristics will 
be studied as determinants of intercultural adaptation among expatriate children.   

 
Figure 8.1 
Determinants of intercultural adaptation among expatriate children 
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Figure 8.2 
An example of a COOP WONCA function card 
 

1. How did you feel for the last two weeks? 
 

Bad Moderate Good Very good Excellent 

 
    

 
 
Second, in order to measure socio-cultural adjustment and satisfaction 

with the living conditions,  8 items were used. These were drawn from Black’s 
(1988) study on expatriates’ and expatriate spouses’ adjustment. The items were 
modified to reflect the actual circumstances of the expatriate children.  
Expatriate children were asked to rate their socio-cultural adjustment on a 7-
point Likert-type scale from [1] not adjusted at all to [7] completely adjusted.  
Examples of the items are  “How satisfied are you with the health care 
(hospitals, dentists, doctors)?” and “How satisfied are you with the food in your 
host country?”. In addition to Black’s (1988) Socio-cultural adjustment scale, 
we also used De Leon and McPartlin’s (1995) scale. De Leon and McPartlin 
used the following indicators, social satisfaction, school satisfaction, and general 
satisfaction in order to measure intercultural adaptation among expatriate 
children.  Examples of items are “How satisfied are you about the friends you 
have here?” (social satisfaction); “How satisfied are you about the teachers in 
your school?” (school satisfaction); “How satisfied are you about life in the 
country that you now live in?” (general satisfaction). Furthermore, we added 4 
more items, for example, “How satisfied are you with your hobbies?” and “How 
satisfied are you with the attitude of local people towards you?”. Because all the 
scales are highly related, we decided to join them as one dimension and name it 
as Socio-cultural adjustment and satisfaction with the living conditions. The 
reliability estimate for this scale was acceptable (α =. 74). 

 
 
8.4 Results 
In this section, we present the empirical results of the present study. First, we 
were interested in the correlations between the independent variables. Then, we 
showed the relationships between intercultural adaptation of expatriate children 
and family characteristics, personality characteristics, attachment styles, and 
expatriate work characteristics. Stepwise regression was used in order to 
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examine which independent variables show the strongest link with the 
intercultural adaptation of expatriate children. Finally, we also looked at the 
relationships between intercultural adaptation of expatriate children and the data 
obtained from the demographic section of the questionnaire. 
 
8.4.1 Correlations between the variables  
 
Table 8.1 presents the correlations between all the variables of the present study. 
It shows that the three family characteristics were significantly interrelated and 
that they were highly related to the secure attachment style of expatriate children 
and expatriates’ work satisfaction, but unrelated to support from the company.   
Only two dimensions of the MPQ scales were significantly related to the three 
family characteristics: Open-mindedness correlated significantly with Family 
Cohesion, and Social Initiative with Family Adaptation.  With respect to the 
attachment styles, the Secure Attachment Style was highly related to all MPQ-
scales except Emotional Stability. The Dismissive-Avoidant Attachment Style 
showed significant negative correlations with Social Initiative and Flexibility. 
The Ambivalent Attachment Style was highly and negatively related to all 
MPQ-scales except Culture Empathy. Support from Company did not show any 
significant correlations with the other variables. Expatriates’ Work Satisfaction 
showed a positive correlation with Open-mindedness and a negative correlation 
with the Ambivalent Attachment Style. 
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Table 8.1 Correlations Between the Variables 

               1 2 3 4 5 6 7 8 9 10 11 12 13 14
1) Family Adaptability 
 

1.00               

2) Family Cohesion 
 

.59*               

             

             

            

            

           

              

              

              

              

              

               

               

             

*

3) Family Communication 
 

.63** .50**

4) Cultural Empathy 
 

.04 .21* -.04

5) Open-mindedness 
 

.19* .34** .15 .35**

6) Social Initiative 
 

.17* .11 .09 .29** .31**

7) Emotional Stability 
 

-.01 .02 .08 -.06 .17** .23*

8) Flexibility 
 

.03 -.05 .04 -.06 .25* .35** .19*

9) Secure Attachment Style 
 

.41** .37** .35** .21** .17* .24**- -.10 .20*

10) Dismissive-avoidant Attachment Style 
 

-.15 -.18* -.02 -.17* -.13 -.31** -.03 -.28** -.34**

11) Ambivalent Attachment Style 
 

-.18* -.24* -.24* -.04 -.22* -.31** -.51** -.33** -.28** .47**

12) Support from Company 
 

.15 .01 .03 -.04 -.06 -.04 .08 .01 -.10 -.01 .02

13) Expatriates’ Work Satisfaction .55** .42** .50** -.07 .18* .08 .02 -.16 .23* -.02 -.26** .02
 

14) Health Status .24** .29* .32** .01 .23* .27** .37** .21* .27** -.23* -.50** .13 .27**

15) Socio-cultural Adjustment and Satisfaction 
with the Living Conditions  

.16 .21* .09 .14 .20* .29** .27** .17* .19* -.18* -.44** .14 .31** .56**

 
 ** Correlation is significant at the .01 level (2-tailed) 
 * Correlation is significant at the .05 level (2-tailed) 
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8.4.2 Family Characteristics and Expatriate Children's Intercultural 
Adaptation 
 
The first relationship that we were interested in was the relationship between the 
three different family characteristics and the two indicators of expatriate 
children's intercultural adaptation (Health status and Socio-cultural adjustment 
and satisfaction with the living conditions).  Significant raw correlations of all 
three family characteristics with Health status and between Family cohesion and 
Socio-cultural adjustment were found. Hierarchical regression analysis was 
performed in order to examine the predictive value of the three family 
characteristics against the two indicators of intercultural adaptation. As Table 
8.2 reveals, both Health status and Socio-cultural adjustment and satisfaction 
with the living conditions were significantly predicted by family cohesion. 
There may be a problem of collinearity because family characteristics are 
interrelated. Nevertheless, the relative strength of each dimension as a predictor 
of adaptation equaled the relative strength of the raw correlations. 
 
Table 8.2 
Results from Hierarchical Regression Analysis of Intercultural Adaptation 
According to Family Characteristics  
 Health status Socio-cultural adjustment and 

satisfaction with the living 
conditions 

 β r β r 
Family Adaptability -.06 .24* .06 .16 
Family Cohesion .26** .29** .38* .21* 
Family Communication .19 .32** -.21 .09 
 R = .37  R = .31  
 R² = .14  R² = .10  
 
** Correlation is significant at the .01 level (1-tailed) 
* Correlation is significant at the .05 level (1-tailed) 
 
 
8.4.3  Personality and Expatriate Children’s Intercultural Adaptation 
 
The second hypothesis concerned the relationship between personality 
characteristics of expatriate children and the two indicators of intercultural 
adaptation. Table 8.3 shows that Open-mindedness, Social Initiative, Emotional 
Stability and Flexibility were positively related to both Health status and Socio-
cultural adjustment and satisfaction with the living conditions. Hierarchical 
regression analysis was performed to examine the independent predictive value 
of the MPQ scales against the two indicators of intercultural adaptation. The 
results of regression analysis as shown in Table 8.3 reveal that Emotional 
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Stability appeared to be an independent predictor of both indicators of 
intercultural adaptation. Beta-weights for the other four dimensions of 
personality failed to reach significance level. Again, there may be a problem of 
collinearity because MPQ scales are interrelated. Nevertheless, the relative 
strength of each dimension as a predictor of adaptation equaled the relative 
strength of the raw correlations. 
 
Table 8.3 
Results from Hierarchical Regression Analysis of Intercultural Adaptation 
According to Personality  
 Health status Socio-cultural adjustment and 

satisfaction with the living 
conditions 

 β r β r 
Cultural Empathy  -.04 .01 .07 .14 
Open-mindedness .13 .23** .07 .20* 
Social Initiative .13 .27** .15 .28** 
Emotional Stability .32** .37** .22** .27** 
Flexibility .09 .21* .07 .17* 
 R = .46  R = .37  
 R² = .21  R² = .14  
** Correlation is significant at the .01 level (1-tailed) 
* Correlation is significant at the .05 level (1-tailed) 
 
 
8.4.4 Attachment Styles and Expatriate Children’s Intercultural 
Adaptation 
 
As Table 8.4 shows, the Secure Attachment Style correlated positively with both 
indicators of intercultural adaptation.  The Dismissive-avoidant Attachment 
Style and the Ambivalent Attachment Style were negatively correlated with both 
indicators of expatriate children’s intercultural adaptation. Again, hierarchical 
regression analysis was performed to examine the independent predictive value 
of the three dimensions of attachment style. The Ambivalent Attachment Style 
appeared as the only significant predictor of intercultural adaptation of 
expatriate children.  Both the Secure and Dismissive-avoidant Attachment Styles 
showed insignificant beta weights. 
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Table 8.4 
Results from Hierarchical Regression Analysis of Intercultural Adaptation 
on Attachment Styles  
Attachment Styles  
 

Health status Socio-cultural adjustment and 
satisfaction with the living 
conditions 

 β r β R 
Secure  .15 .27** .12 .19* 
Dismissive-avoidant  .06 -.23** .04 -.18* 
Ambivalent  -.48** -.50** -.42** -.44** 
 R = .52  R = .45  
 R² = .27  R² = .21  
** Correlation is significant at the .01 level (1-tailed) 
* Correlation is significant at the .05 level (1-tailed) 
 
 
8.4.5  Expatriates’ Work Characteristics and Expatriate Children’s 
Intercultural Adaptation  
 
The final relationship that we examined concerned the relationship between 
aspects of expatriate work life and intercultural adaptation of expatriate children. 
Table 8.5 reveals that Support from Company was unrelated to both indicators 
of intercultural adaptation.  Expatriates’ Work Satisfaction was positively 
related to both indicators of intercultural adaptation. Hierarchical regression 
analysis confirmed this pattern of findings.   
 
Table 8.5 
Results from Hierarchical Regression Analysis of Intercultural Adaptation 
According to Expatriates’ Work Characteristics 
 Health status Socio-cultural adjustment 

and satisfaction with the 
living conditions 

 β r β r 
Support from Company .13 .13 .15 .14 
Expatriates’ Work 
Satisfaction 

.26* .27** .22* .31** 

 R = .29  R = .34  
 R² = .08  R² = .11  
 
** Correlation is significant at the .01 level (1-tailed) 
* Correlation is significant at the .05 level (1-tailed) 
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8.4.6 Family Characteristics, Personality Characteristics, Attachment 
Styles, Expatriates’ Work Characteristics and Intercultural Adaptation 
 
In the previous sections, support was provided for the predictive value of family 
characteristics, personality characteristics, attachment style and expatriates’ 
work characteristics. Next, we performed stepwise regression analysis on all 
model variables. The significant independent variables from previous regression 
analyses (family characteristics, personality characteristics, attachment styles, 
and work characteristics) were regressed on the two indicators of intercultural 
adaptation. Table 8.6 shows the results from this analysis.  The Ambivalent 
attachment style, Family communication and Emotional Stability appeared to be 
the most significant predictors of expatriate children’s general and psychological 
health. Table 8.6 also indicates that expatriate children’s Socio-cultural 
adjustment and satisfaction with the living conditions was best predicted by the 
Ambivalent attachment style and Emotional Stability variables. 
 
 
Table 8.6 
Results from Stepwise Regression of Well-being on All Model Variables 
 

  Health status   
Step  β R R² 
1 Ambivalent Attachment Style -.46** .46 .22 
2 Ambivalent Attachment Style -.40**   
 Family Communication .26** .53 .28 
3 Ambivalent Attachment Style -.30**   
 Family Communication .26**   
 Emotional Stability .21** .56 .31 

*p < .05,  **p < .01 
 
 
Results from Stepwise Regression of Socio-cultural Adjustment and 
Satisfaction with the Living Conditions on All Model Variables 
  Socio-cultural adjustment and 

satisfaction with the living 
conditions 

  

Step  β                   R R² 
1 Ambivalent Attachment Style -.36** .36 .13 
2 Ambivalent Attachment Style

Emotional Stability 
-.26** 
.23** 

 
.42

 
.17 

*p< .05,  **p < .01 
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8.4.7 Demographics vis-à-vis Expatriate Children’s Intercultural 
Adaptation  
  
Finally, we were interested in the relationship between a number of 
demographic characteristics and our indicators of intercultural adaptation.  
MANOVA were performed in order to examine the effect of the demographic 
characteristics on intercultural adaptation of expatriate children.   

 
Command of the local language was found to have a multivariate 

significant effect on expatriate children’s intercultural adaptation, F (2, 92) = 
3.13, p < .05. At the univariate level, the command of the local language only 
showed a significant effect on Socio-cultural adjustment and satisfaction with 
the living conditions, F (1, 93) = 5.96, p < .05, indicating that expatriate children 
who were able to speak the local language showed the highest Socio-cultural 
adjustment and satisfaction with the living conditions in the host country (M = 
4.00 versus M =3.66).   

 
Next, no multivariate effect of participation in the decision to relocate was 

found. This demographic characteristic did not show any multivariate significant 
level effect. Univariate, a significant effect was found for Health status, F(1, 88) 
= 4.14, p < .05. Expatriate children who were involved in the decision to 
relocate showed a higher level of general and psychological health than children 
who were not involved in the decision (M = 4.22 versus M = 3.81). Again, this 
finding should be treated with caution because of the insignificant multivariate 
result.   

 
We were also interested to the effect of whether the expatriate children 

felt that their parents had considered their opinion regarding the relocation on 
the indicators of intercultural adaptation. No significant multivariate effect was 
found.  At the univariate level, a significant effect of this demographic 
characteristic on Health status was found, F (4, 83) = 2.50, p < .05. Again, 
expatriate children indicated a higher level of general and psychological health 
when their parents listened to their opinion regarding the relocation (M = 4.25) 
than when their parents did not (M = 3.55). However, this finding should be 
considered with caution because of the insignificant multivariate result. 

 
With respect to biographical characteristics, having sibling(s) had 

significant effects on expatriate children’s intercultural adaptation, F (2, 92) = 
2.11, p < .05.   At the univariate level, having sibling(s), F (1, 93) = 3.33, p < .05 
showed significant effects only on Socio-cultural adjustment and satisfaction 
with the living conditions in the host country. Expatriate children displayed a 
higher level of Socio-cultural adjustment and satisfaction with the living 
conditions in the host country when having siblings (M = 4.13) compared to 
those who did not have siblings (M = 3.90).  
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The existence of other expatriate children from the same home country in 
the neighbourhood, and other expatriates in the neighbourhood both showed no 
significant effects on the two indicators of intercultural adaptation.  However, 
both variables showed strong and negative correlations with the Preoccupied 
Ambivalent Style and the Fearful-avoidant Attachment Styles (r = -.27, p < .01; 
r = -.24, p < .05, respectively). The results suggest that expatriate children 
scored lower on the Preoccupied Ambivalent and Fearful Ambivalent Styles if 
they were surrounded by other expatriate children from the same home country 
and other expatriates in their neighbourhood.  
 

 Finally, both multivariate and univariate analyses showed no effect of 
total number of years of expatriation and having visited the host country prior to 
relocation on the two indicators of intercultural adaptation. A strong positive 
correlation was found between having visited the host country prior to relocation 
and the command of local language (r = .28, p < .01). Interestingly, total number 
of years of expatriation was negatively related to the ability to speak the local 
language (r = -.26, p <. 01) regardless the countries and the number of countries 
they had been.  
 
 Table 8.7 summarizes the major findings of the present study. 
 
Table 8.7 
Major findings on Expatriate Children’s Intercultural Adaptation (from 
the Hierarchical Regression Analysis and MANOVA) 
 General and 

psychological 
health 

Socio-cultural adjustment 
and satisfaction with the 

living conditions 
1. Family Cohesion X X 
2. Family Adaptability   
3. Family Communication   
4. Cultural Empathy   
5. Open-mindedness   
6. Social Initiative   
7. Emotional Stability X X 
8. Flexibility   
9. Secure Attachment Style   
10. Dismissive-avoidant Attachment Style   
11. Ambivalent Attachment Style X  
12. Support from Company   
13. Expatriates’ Work Satisfaction X X 
14. Command of local language  X 
15. Participation in decision to relocate X  
16. Whether expatriate children felt that 
their parents really considered their opinions

X  

17. Having siblings  X 
 
X – Significant relationship 
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8.5 Discussions 
 
8.5.1 Discussions of the findings  
The results of the present study first showed a relation between family 
characteristics and intercultural adaptation of expatriate children. Hierarchical 
regression analysis revealed that family cohesion was the strongest predictor of 
both Health status and Socio-cultural adjustment and satisfaction with the living 
conditions in the host country.   As being stated by Caligiuri et al. (1998), family 
cohesion does not only impact family members’ bonding but also it may impact 
expatriate children’s ability to establish and maintain friendships with other 
children in the host country. Thus, expatriate children with a high amount of 
cohesion among their family members and friends show a high level of 
intercultural adaptation. In addition, family communication appeared to be the 
second strongest factor contributing to expatriate children’s general and 
psychological health. Olson et al. (1984) described family communication as 
being able to solve disagreement among family members, being able to solve 
conflict while considering different opinions of family members, and being able 
to discuss the cause of disagreement among family members. An expatriate 
child who lives in a family with all the three criteria mentioned by Olson et al. 
(1984) above will show a positive sign of general and psychological health. 
Family adaptability also was found related to expatriate children’s general 
health. Parents who are sensitive to their children’s extra needs in the host 
country and try to solve hard times that their children are facing promote 
children’s general and psychological health. Therefore, we can conclude that a 
high amount of cohesion, a healthy and high quality of communication and 
adaptability among expatriate family members will contribute to a higher level 
of intercultural adaptation among expatriate children. 
 

Expatriate children’s personality characteristics were also found to play an 
important role in the process of adapting to the new environment in the host 
country. The results of the present study show that Social Initiative and 
Emotional Stability were significantly correlated with the two indicators of 
intercultural adaptation, which is consistent with the findings of Van 
Oudenhoven and Van der Zee (2001) and Mol et al. (2001).  In a study among 
foreign students they also found that Social Initiative and Emotional Stability 
are important predictors of multicultural effectiveness. Open-mindedness, 
however, only showed a significant correlation with general and psychological 
health.  Social Initiative and Emotional Stability can be viewed as coping 
mechanisms.  Expatriate children high on these dimensions seem to have 
developed coping mechanisms in order to adapt to the new environment. 
Cultural Empathy and Flexibility appeared to be unrelated to indicators of 
intercultural adaptation. Perhaps this is because expatriate children who attend 
international schools are not widely exposed to local cultures and local people. 
Thus, it seems less important for expatriate children who study in international 
schools to be open and flexible to the new culture.  
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In addition, the present study examined the relationship between 

attachment styles of expatriate children and their intercultural adaptation.  In all 
cases, as compared to family, personality and expatriates’ work characteristics, 
attachment styles appeared to be the strongest determinants of expatriate 
children’s intercultural adaptation. The most important predictor appeared to be 
the Ambivalent Attachment Style that was negatively related to both general and 
psychological health of expatriate children, and their socio-cultural adjustment 
and satisfaction with the living conditions. This indicates that expatriate children 
with an Ambivalent Attachment Style (i.e., preoccupied and fearful-avoidant 
attachment styles) are less inclined to achieve successful adaptation. Expatriate 
children who are less preoccupied with themselves and less fearful will be more 
active in establishing relations with other people, either among the expatriate 
children or local children. An important question that arises is whether 
expatriate children’s attachment styles are influenced by the international 
relocation.   Raising children may be different in the host country compared to 
the home country. Undoubtedly, family serves as the main stabilizing factor 
among expatriate children. Expatriate children know that every time they move 
to a different host country, their parents, as well as their brothers and sisters will 
always move with them.  This creates highly secure feelings for expatriate 
children.  The results of the present study show that the presence of siblings 
contribute to the high level of Socio-cultural adjustment and satisfaction with 
the living conditions since siblings provide a form of support. Moreover, having 
siblings means that expatriate children always have someone to carry out 
activities with and they will feel happier and less lonely living in the foreign 
country. Expatriate children become less dependent on their parents and this 
may affect their attachment styles. The fact that friends come and go in 
expatriate children’s lives may inhibit feelings of trust towards others. This is 
important since the present findings suggest that the Ambivalent Attachment 
Style is a strong determinant of expatriate children’s intercultural adaptation.  
Future studies are recommended to examine the influence of expatriation on the 
attachment styles of expatriate children. The present data for example, suggest 
that expatriate children scored low on the preoccupied ambivalent and fearful 
ambivalent styles if they were surrounded by other expatriate children from the 
same home country and other expatriates in their neighborhood. 

 
The results of the present study show a highly significant relation between 

expatriates’ work satisfaction and the two indicators of intercultural adaptation.   
Sensing the frustrations or happiness of their parents’ working situation may 
influence expatriate children’s attitudes towards the host country. We can also 
argue that expatriate parents who are satisfied and happy with their working 
situation in the host country will be more strongly inclined to encourage their 
children to enjoy and participate in activities in the host country. This finding 
seems to extend Spillover theory (Aldous, 1969; Crouter, 1984; Piotrowski, 
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1979) whereby the working situation of parents exerts an effect on their 
children. No significant relationship between support from company and 
expatriate children’s intercultural adaptation was found. A possible explanation 
is that expatriate children have no direct contact with the international 
companies. Expatriate children may not be aware of the fact that the 
international companies are responsible for organizing activities such as family 
gatherings, sport activities, and dinners that they attend.  Moreover, they do not 
depend directly on international companies when problems arise; they turn to 
their parents or friends or someone they can trust instead. 

 
Interestingly, it was found that expatriate children scored low on the 

preoccupied ambivalent and fearful ambivalent styles if there were other 
expatriate children from the same home country and other expatriates in their 
neighborhood. This may be because expatriate children can relate to other 
expatriate children as friends that have the same background and lifestyles as 
they have.  Moreover, expatriate children with friends from their own home 
country and other countries may believe that they can rely on each other for help 
and support and feel that they are not the only one who face problems of 
adapting to the new environment in the host country. Expatriate children who 
have visited the host country prior to the relocation showed a higher ability to 
speak the local language than those who did not. Expatriate children who have 
visited the host country may have strong interests in different aspects of the host 
country and they are highly motivated to learn the local language in order to 
understand more about the host country. A possible explanation for the result of 
a negative relationship between total number of years of expatriation and 
command of local language is that expatriate children who have been 
expatriated for a quite number of years and who have lived in several host 
countries may show less initiative to learn the local languages.  They know 
beforehand that they will not stay long in a particular host country and the next 
relocation will come sooner or later. Moreover, many expatriate children attend 
international schools where English is the medium of instruction and 
subsequently they are less exposed to local people and local languages. 

 
8.5.2 Limitations of the present study and suggestion 
 
Inevitably the present study has a number of limitations. The most significant 
limitation of the present study was the small number of respondents. Even 
though in total 1136 questionnaires were sent only 104 completed questionnaires 
were returned (9.15% response rate). In addition, 87% of the respondents of the 
present study were children from the Netherlands, which result in a rather 
homogenous sample. Future research is encouraged to include samples with a 
higher level of cultural diversity. Another important limitation of the study was 
its cross-sectional design. It is impossible to draw any conclusions with respect 
to cause and effect. No longitudinal study and a comparison study of 
relationships between Hofstede’s cultural dimensions and expatriate children’s 
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intercultural adaptation were carried out since we did not have enough power  
(in terms of the number of respondents) to generate the results. 
 
 Future work can also overcome limitation of the present thesis in terms of 
the number of respondents. In order to receive more responses from samples, 
especially among expatriate children, we suggest that some kind of motivations 
to complete the questionnaires should be offered. Motivations such as presents 
or lucky draw should be carried out. We would also like to suggest future 
research to carry out longitudinal studies on expatriate children’s intercultural 
adaptation. Studies also should be motivated in the area of relationships between 
Hofstede’s cultural dimensions and expatriate children’s intercultural adaptation. 
 
8.5.3 Practical Implications 
 
How can expatriate children, expatriate parents and company benefit from the 
results of the present study?  

 
Out of three family characteristics, family cohesion and communication 

showed significant relationship with expatriate children’s general health and 
Socio-cultural adjustment and satisfaction with the living conditions.  Expatriate 
families facing problems may be encouraged to attend family therapy and/or 
family counselling in order to increase the amount of family cohesion and to 
improve the communication among family members. Moreover, the present data 
suggest that expatriate children have to be actively involved in the decision to go 
abroad and parents should be encouraged to really listen to their children. 

 
 The results of the present study indicated that expatriate children’s 
personality characteristics and attachment styles were important predictors of 
their intercultural adaptation, which indicates that the most important 
determinants of intercultural adaptation seem to lie in the individual him/herself. 
The MPQ may be used as a predictor of multicultural effectiveness of expatriate 
children.  Besides involving expatriates and their spouses in the selection 
process, expatriate children may also be involved. In addition to the MPQ, 
indicators of attachment may be included. The results of such diagnostic tools 
may provide information to the family and company in order to make final 
decisions about accepting or rejecting the international relocation offer. 
Moreover, both parents and the company will have early information about how 
their children are likely to adapt to the host country. The results of the present 
study suggested that expatriate children with an ambivalent attachment style are 
most vulnerable to problems affecting general health and socio-cultural 
adjustment. Emotional Stability was also found to be a major determinant of 
expatriate children’s general health and Socio-cultural adjustment.  Thus, 
counseling and therapy can be provided beforehand to expatriate children-to-be 
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who are found to have a strong of ambivalent attachment style and low 
emotional stability. 
  
 To conclude, our research shows a number of determinants of 
intercultural adaptation of expatriate children in the host country. The 
suggestions above can give new pointers to the international companies in 
upgrading their policy regarding international relocation of their staff. It is clear 
that expatriate children play an important role in the success of expatriates’ 
international business assignments. We strongly suggest that parents and 
companies pay more attention to the children’s needs while adapting to the new 
situation so as to make the international relocation experience as valuable as it 
can be to the children, expatriates, and also to the international companies.     
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Chapter 9 
 

General Discussion and Recommendations 
 
 
 
 
 
9.1 Introduction 
 
9.2 Summary of the major findings from Chapters 5, 6, 7, 

and 8 
 
9.3 The role of Personality Characteristics, Family 

Characteristics, Expatriates’ Work Characteristics, 
and the Attachment Styles in Expatriate Spouses’ and 
Children’ Intercultural Adaptation  

 
9.4 Recommendations for further studies 
 
9.5 Recommendations and general advice to expatriate 

spouses, expatriate children, expatriate themselves, 
and international companies 

 
9.6 Concluding remarks 
 
 
 
 
 
 
 
The concluding chapter of this thesis comprises discussions about 
intercultural adaptation of expatriate spouses and children.  This chapter 
begins with the author’s personal experience while staying in the 
Netherlands (continuing the account from Chapter 1), followed by a 
summary and discussion of the major findings of the present thesis. Next, 
recommendations for further studies are outlined.  Finally, we will end with 
practical recommendations and advice to expatriate spouses, expatriate 
children, expatriates, and international companies. 
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Author's Personal Experience while Staying in the Netherlands  
(Continued from Chapter 1) 
 
 In October 1998, Prof. Ghauri and Prof. Sanders extended an 
invitation to me to write a P.h.D dissertation at the University of Groningen. 
In March 1999, I found myself setting foot again in the Netherlands, this 
time, physically and mentally, better prepared. A year before that, I was in 
the company of students who were struggling with their studies and now I 
had to mix with lecturers and work in the same building with them! During 
the first two years of my stay, I tried hard to make friends but alas, to no 
avail. Tired with the effort of trying to make friends, I stopped. Even some of 
my colleagues were cold towards me. My African friends complained that 
their colleagues did not always answer their greetings and that upset them. 
In addition, hearing some problems raised by the expatriate spouses while 
volunteering at ACCESS in The Haque/Den Haag made me feel even more 
discouraged. Many spouses complained that they had invited neighbours 
and Dutch friends to their homes for tea, parties, and dinner, but sadly, 
seldom were invitations reciprocated.  Hearing about these anecdotes and 
other similar experiences which my friends had undergone influenced me to 
some extent. From an outgoing and extroverted person, I slowly found 
myself becoming introverted. I limited my interactions to my close friends 
only and a few acquaintances. Sometimes I wonder whether by acting that 
way I was unconsciously adapting to the individualistic Dutch culture and 
leaving my collectivist culture behind?  
 

 Not only at the office did I have a hard time making friends but also 
in the neighbourhood where I live. I didn’t even know my neighbours’ names 
and I had the feeling that they did not even bother to know mine  later I 
came to understand that that was how Dutch respect the privacy of others.   
Hence, contact with neighbours was limited only to greetings. At that time I 
wished my command of the Dutch language were better so that I could have 
a conversation rather than just an exchange of greetings and small talk with 
my colleagues and neighbours. This situation brought me to the idea that in 
order to make intercultural interaction a success story, it is not only the 
sojourners, but both sojourners and local people have to cooperate and 
participate. After I stopped trying to make friends and to be accepted, I 
suddenly found myself happier. My ability to speak Dutch improved overtime 
(it is still not good but I manage) and I started to make more friends and get 
acquainted with my neighbours (the present study found that the ability to 
speak the local language contributes to expatriate spouses’ and children’s 
intercultural adaptation).  I enjoy thoroughly  the way Dutch people greet 
each other and I have followed suit. It is fun to greet everyone that I meet, 
especially with “Goedendag”,  “Dag”, “Prettige dag verder”, and “Tot 
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ziens” in daily encounters, “Prettig weekend” every Friday before leaving 
the office, and not forgetting, “Eet smakelijk” before eating.   
 
 My mother freaked out when I first told her that I wanted to continue 
my studies in the Netherlands. She pointed out the history of how the Dutch 
conquered Indonesia and Malaysia. She was afraid that they would treat me 
badly. Moreover, there are a few old Malay proverbs about the Dutch, 
which are biasly related to the Dutch. Luckily in my own experience, nobody 
had treated me badly. Of course, there are a few things about the Dutch that 
are different from my fellow countrymen. At times, I find the Dutch too direct 
and they do not always consider others. One common example that I face 
and which is rather annoying is that the Dutch say, “That is your problem” 
when they cannot help me when I approach them. Another example is when 
people buy tickets or show their bus passes to the bus driver. They know 
beforehand that they are going to board the bus but it is only when they step 
into the bus that they then busy themselves for a minute or two looking for 
the bus tickets in their pockets or in their bags, or searching for money to 
pay for the fare.  I also find that in general the Dutch talk too loudly in the 
inappropriate places. I am used to the way the Chinese communicate with 
one another but I think the Dutch sometimes can be louder.  For example, 
the Dutch talk loudly in the train and also in their gardens or backyards 
during the summer till late at night without considering that their 
neighbours are trying to get some sleep. I sometimes do not understand why 
people at 6 o’clock in the morning talk so loudly in the train about 
renovating the bathroom as if to let everyone in the train know about that, 
and not to mention the young ladies who giggle and talk at high pitch with 
one another. I remember a story told by a good friend of mine. She was 
travelling in a fully packed train and three ladies were seated beside her. 
They were talking loudly to one another and my friend turned on her 
walkman a little bit louder. One of the ladies tapped her on her knee and 
mentioned that the walkman was too loud. Well, how loud can a walkman be 
compared to three ladies talking on top of their voices! By the same token, I 
am always fascinated and amazed by the energy that the Dutch have in 
talking and discussing. I think that is the reason why the Netherlands is such 
a developed country is because information, knowledge, and ideas are 
discussed and passed to one another, which is in contrast to my culture 
where people tend to keep quiet and where reticence is a virtue.   
 
 Living in a rich country like the Netherlands, I find the cost of living 
quite prohibitive. It became worse when the Euro was introduced. Living on 
a monthly scholarship, I found my purchasing power becoming less and less 
and that puts a damper on things.  One day I argued with a butcher because 
he increased the price of one-kilogram meat drastically.  I am also afraid of 
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visiting my dentist  not I fear the treatment  but because of the fees that 
the dentist will charge me (my basic student's health insurance does not 
cover all health costs). Interestingly, the present study also indicated that the 
better the economic situation in an expatriate family, the better the 
adaptation of the expatriate spouse. 
 

 I try to keep myself in the “honeymoon period” most of the time by 
acting like a tourist. I do a lot of sightseeing in the Netherlands and also in 
the neighbouring countries. I visit museums and seldom miss the chance to 
catch events that are not found in my home country (e.g. the Summer Parade 
in Rotterdam, flea markets, Koninginnedag the Queen's birthday 
celebration on the 30th of April, Keukenhof  the tulip garden, and a lot 
more). Whenever I feel bored and low, I visit my friends and also invite them 
to my place. At the same time, I keep in touch with developments in Malaysia 
by checking the news through the internet and also listening to the 
Malaysian radio via the internet. These two activities have considerably 
reduced my homesickness. 
 
 There are many little things that contribute to my socio-cultural 
adjustment to living in the Netherlands. Being able to get all the spices and 
ingredients, I cook Malaysian food. Once again, having friends who can 
cook delicious Malaysian meals helps. I do not mind Dutch food. Of course, 
I am now addicted to eating “patat” (French fries) and cheese! As much as I 
do not mind Dutch food, I also don’t mind the Dutch weather. It has become 
a common complaint and it is a good topic to start a conversation with 
someone. Nevertheless, I enjoy seeing the change seasons: from the windy 
fall to the wet and gloomy winter and from the colourful spring to the joyful 
summer. Over time, I have developed a few new hobbies: visiting museums, 
walking down the streets of the beautiful cities and towns, and collecting 
antiques (only the small ones that I can afford to buy). On top of that, I am 
very fortunate that I have the opportunity to live in an old typical Dutch row 
house in Den Haag (the house will be 100 years old in 2006) and to fill it 
with a few Dutch antiques  what better way is there to feel like a Dutch 
man than to live in a house decorated like other typical Dutch houses! I also 
keep myself updated with the things happening in the Netherlands by 
watching news on TV and reading the free newspapers (Spits and Metro) 
that I get every time I travel by train. Furthermore, I am glad that while 
completing this thesis, I have met many wonderful people, both Dutch and 
expatriate. Having the opportunity to become their friend and working with 
them add colour to my daily life. Life here would not have been easy without 
the support that I received from them.  
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 Having said all that, the experiences of living in the Netherlands have 
opened my eyes to the importance of intercultural adaptation to a sojourner. 
I never paid much attention to cultural differences among people from the 
different countries in the world until I came to the Netherlands.  In short, I 
highly appreciate and value the experience gained while living in the 
Netherlands. If I could turn back the clock, I would have chosen to study in 
the Netherlands much earlier.       
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9.1 Introduction 
 
International relocation is not an easy undertaking.  Numerous studies (e.g., 
Black & Stephens, 1989; De Ciere et al., 1991) indicate that expatriate 
spouses’ adaptation was related to the success of international business 
assignments. With such studies in mind, the present thesis was based on the 
assumption that the adaptation of expatriate family members is crucial to 
successful fulfillment of international business assignments. Numerous 
researchers (e.g., Parker & McEvoy, 1993; Usunier, 1998) have studied the 
determinants of expatriates’ success.  However, the studies that explicitly 
focussed on expatriate spouses’ and children’s intercultural adaptation are 
relatively few in number (e.g., De Cieri et al., 1991; Shaffer & Harrison, 
2001; Copeland & Norell, 2002).  We tried to obtain insight in the 
determinants of intercultural adaptation among expatriate spouses and 
children. Data were obtained from expatriate spouses, expatriate children, 
and also expatriates. 
   
 
9.2    Summary of the Major Findings from Chapters 5, 6, 7, and 8 
 
In this section, we summarize the major findings of the present study.   
 
Chapter 4 introduced the theoretical model of the present study. Among the 
determinants of intercultural adaptation studied in the present research were 
personality characteristics (Cultural Empathy, Open-mindedness, Social 
Initiative, Emotional Stability, and Flexibility), family characteristics 
(Family Cohesion, Family Adaptability, and Family Communication), 
Expatriates’ Work Characteristics (Support from Company and Expatriates’ 
Work Satisfaction) and finally, Attachment Styles (Secure, Dismissive-
avoidant, and Ambivalent Attachment Styles). The Attachment Styles 
variables were examined among expatriate children only.  
 

The first part of the present study focused on expatriate spouses’ 
intercultural adaptation. Personality characteristics, family characteristics, 
and expatriates’ work characteristics were examined as the determinants of 
the intercultural adaptation of expatriate spouses. In the study described in 
Chapter 5, indicators of expatriate spouses’ intercultural adaptation were 
Psychological Well-being, Intercultural Interaction/Interaction with Locals, 
and Socio-cultural Adjustment. Among a sample of 248 expatriate spouses it 
was first shown that in particular the personal characteristics of Open-
mindedness and Emotional Stability were associated with expatriate 
spouses’ adaptation. In addition, Family Cohesion and Family Adaptability 
were also found to have an impact on expatriate spouses’ adaptation. Of the 
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variables related to expatriates’ work, both Support from Company and 
Expatriates’ Work Satisfaction were significantly related to spouses’ 
intercultural adaptation. Finally, the influence of a number of demographic 
variables was examined. Particularly the duration of expatriation, command 
of the local language, having visited the country prior to relocation, and the 
expatriate family’s economic well-being seemed to contribute to expatriate 
spouses’ adaptation.  
  

A follow-up study after a year’s interval was performed among a 
sample of 50 expatriate spouses. This study showed that expatriate spouses’ 
personality characteristics dominated as the determinants of their 
intercultural adaptation in a host country. Open-mindedness was 
significantly related to expatriate spouses’ interaction with the local people 
whereas Open-mindedness, Social Initiative, and Flexibility were 
significantly related to expatriate spouses’ Socio-cultural Adjustment in a 
host country.  Family characteristics and expatriates’ work characteristics 
did not show any effects on the three indicators of intercultural adaptation. 
The results indicated that personality characteristics, particularly Open-
mindedness, Social Initiative, and Flexibility sustained as “long-term” 
determinants of successful adaptation to a host country. 
  

Next, we were interested in the influence of the expatriate spouses’ 
original culture on their adaptation and also the importance of the model 
predictors (Chapter 6).  First, we investigated the effect of cultural 
background in terms of Hofstede’s four cultural dimensions on intercultural 
adaptation of expatriate spouses who have been expatriated in the 
Netherlands. In general, we expected that expatriate spouses from cultures 
similar to the Netherlands would adapt more easily to the Netherlands than 
expatriate spouses from different cultures. This was only weakly supported 
for expatriate spouses from Individualism and Uncertainty Avoidance 
cultures. As predicted the determinants of intercultural adaptation differed 
across cultures. For example, Flexibility was found to be a more important 
determinant of intercultural adaptation among expatriate spouses from 
Collectivistic cultures as compared to Individualistic cultures and Flexibility 
was also more important to adaptation of expatriate spouses from strong as 
compared to weak Uncertainty Avoidance cultures. We also found that 
family characteristics were more important among expatriate spouses from 
Collectivistic cultures and that personality as well as expatriates’ work 
characteristics were more important among expatriate spouses from 
Individualistic cultures.  Results from this study, however, should be 
considered cautiously because of the imbalance in the number of 
respondents scoring high and low on each of Hofstede’s cultural dimension. 
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Furthermore, we examined the influence of both expatriates’ and their 
spouses’ Work-home Interference (WHI) and Home-work Interference 
(HWI) on spouses’ intercultural adaptation. Due to increased demands at 
work expatriates may have less energy to help their spouses with tasks at 
home.   Moreover, high demands in their own work situation may interfere 
with tasks at home and vice versa. Take for example an expatriate who has 
to fetch his/her children home from school while at the same time an 
important meeting has been scheduled. Previous studies have proven that 
resources and demands at home and in work situations affect work-home 
interference. Ninety-four expatriates and their spouses participated in the 
study. First, expatriate spouses’ adaptation was found to be affected by 
resources and demands they experienced at home, particularly among the 
non-working spouses.  Second, both positive and negative interference 
between home and work roles affected working spouses’ level of adaptation. 
Third, the negative spillover effects of roles at home impacted on the work 
of their partners, i.e., the expatriates affected their spouses’ in a negative 
manner. Furthermore, negative spillover effects reported by expatriates were 
significantly negatively related to their spouses’ intercultural adaptation. 
Interestingly, expatriates’ home demands in the presence of negative home-
work interference had a negative effect on spouses’ adaptation.  
 

An expatriate spouse once told the author,  
It is a sin to have a child while expatriating. 

 
How bad it is to bring a child or children along while expatriating? In the 
study described in Chapter 8, the influence of a number of determinants of 
expatriate children’s intercultural adaptation was examined. The same model 
variables as we studied among expatriate spouses were employed. In 
addition, expatriate children’s attachment styles were studied and regarded 
as the determinants of their adaptation in a host country. One hundred and 
four children participated in the present study. With respect to the family 
characteristics, Family Cohesion, Family Adaptability, and Family 
Communication appeared to be important predictors of expatriate children’s 
intercultural adaptation. Of the five personality characteristics, Social 
Initiative and Emotional Stability indicated significant effects on children’s 
general and psychological health as well as socio-cultural adjustment and 
satisfaction with the living conditions.  In addition, Open-mindedness 
showed a significant relationship with expatriate children’s general and 
psychological health. Among the determinants, the attachment styles of 
expatriate children dominated as the strongest predictor of expatriate 
children’s intercultural adaptation. Both an Ambivalent Attachment Style, 
and a Dismissive-Avoidant Attachment Style displayed negative significant 
effects on expatriate children’s general and psychological health, and also on 
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their socio-cultural adjustment/satisfaction with the living conditions. As 
expected, the Secure Attachment Style of expatriate children positively 
affects both indicators of intercultural adaptation. In terms of the parents’ 
work characteristics, only Expatriates’ Work Satisfaction was found 
significantly related to both indicators of expatriate children’s intercultural 
adaptation. Finally, demographic data such as participation in decision to 
relocate and whether expatriate children felt that their parents really 
considered their opinions regarding the relocation were both positively 
related to expatriate children’s general and psychological health.  Command 
of the local language and having siblings in the host country contributed to 
their socio-cultural adjustment/satisfaction with the living conditions.  
 
 
9.3     The Role of Personality Characteristics, Family Characteristics, 

Expatriates’ Work Characteristics, and the Attachment Styles on 
Expatriate Spouses’ and Children’s Intercultural Adaptation 

 
 
The main purpose of the present thesis was to examine the determinants of 
intercultural adaptation among expatriate spouses and children.  The present 
thesis has succeeded in highlighting a few determinants that contribute to 
expatriate spouses’ and children’s intercultural adaptation. 
 
Personality Characteristics 
 
Hofstede (1991) stated that Emotional Stability is the most important trait 
for sojourners to adapt successfully in a different culture. In the present 
study, it was found that Emotional Stability was important for expatriate 
spouses’ as well as expatriate children’s intercultural adaptation. The results 
of the present study confirmed Hofstede’s contention that Emotional 
Stability is crucial for sojourners’ intercultural adaptation. A person has to 
be emotionally stable to face the cultural differences in a host country and to 
take on the challenge of the process of adapting to living in a host country.   

 
In addition, Open-mindedness was also revealed as a main determinant 

for expatriate spouses’ intercultural adaptation. An unprejudiced attitude 
towards out-group members and towards different cultural norms and values 
seems crucial for an expatriate to live in harmony in a host country.   
Expatriate spouses need to be open-minded since most of them have to 
maintain direct contacts with local people in their daily life in the host 
country. When an expatriate spouse from Malaysia was asked about her 
attitude towards Dutch cultures, she replied, 
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I knew beforehand that Dutch people have a different culture 
than mine. I already expected to see and face many differences 
but I am O.K. with them. I can accept that. I also can accept 
the Dutch the way they are, both good and bad, and I don’t 
make a fuss about it. 

 
  

Besides Emotional Stability, among children, Social Initiative was 
shown to be an important determinant of success.  Expatriate children need 
to show initiative in their social lives since they spend most of their time at 
school meeting other expatriate or local children, facing the difficult task of 
making new friends despite cultural and language differences. 

 
The Multicultural Personality Questionnaire (MPQ, Van der Zee and 

Van Oudenhoven, 2000) was developed in order to predict multicultural 
success among international employees. The present data show that the five 
dimensions have predictive value for the intercultural adaptation of 
expatriate spouses and children. The instrument seems useful to international 
companies in the diagnosis and prediction of employees’ and their family 
members’ ability to adapt to different culture.  A specific version aimed at 
children was designed for the purpose of the present study and is available in 
Dutch and English. 
 
 
Family Characteristics 
  
When asked about the relationship with his children, one male expatriate 
spouse with a son and two daughters told the author, 
 
 I have nothing much to do except taking care of the children, 

doing household chores and groceries and laundry .To think of 
that, yes, I think that the children are now closer to me 
compared to when we were back home. 
 
The present thesis found that Family Cohesion and Family 

Adaptability were important for expatriate spouses’ intercultural adaptation, 
which is consistent to findings of studies by Forster (2000) and Copeland 
and Norell (2002). Forster revealed that Family Cohesion, Family 
Adaptability, and Family Communication contributed to positive outcomes 
of international assignments. Copeland and Norell (2002) showed that 
Family Cohesion contributed to expatriate spouses’ adaptation in a host 
country. In the present study among expatriate spouses, Family 
Communication did not show any significant effect on indicators of 
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intercultural adaptation. Family communication may serve as a dimension 
that facilitates adaptability and the same may hold for family cohesion 
(Olson et al., 1984). All family-related variables were found to be important 
for expatriate children’s intercultural adaptation.   

 
Thus, the present data suggest that expatriate spouses and their 

children have to maintain a healthy level of family cohesion, adaptability, 
and communication. If problems were detected among the family members 
before the relocation, international companies and their families may benefit 
from family therapy in which all the family members are involved.  
 

The present study relied on the Family Inventories scale (Olson, 
McCubbin et al., 1992). The scale proved to be useful in measuring family 
characteristics among children and spouses.  However, we agree with 
Copeland and Norell (2002) who stated that the scale needs a few 
adjustments in terms of the questions asked in order to suit the samples of 
study.  The scale was developed to measure family characteristics in a 
normal family situation. In the present study we used only the items that 
were relevant to expatriates’ family situation and whenever necessary 
adjusted them slightly in order to make them pertinent to expatriate spouses 
and children.  
 
 
Expatriate Work Characteristics 
 
Two aspects of expatriates’ work characteristics that would contribute to 
expatriate spouses’ and children’s adaptation were considered: support that 
the family receive from the company and also expatriates’ work satisfaction. 
Company assistance with the relocation seems to be a strong predictor of 
psychological adjustment of an expatriate’s partner, particularly in the early 
stages of the expatriation (De Ciere et al., 1991). In the present study, 
support received from the company was indeed found to be related to 
expatriate spouses’ psychological well-being but the same factor did not 
show any significant association with expatriate children’s adaptation. This 
result makes sense since expatriate children were seldom aware of the 
support given by the company to the family and they would have thought 
that almost everything they had was from their parents. An observation 
volunteered by one expatriate spouse written at the back of a completed 
questionnaire,  
 

The company of my husband is not really taking care of 
people, and the family! 
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which literally  echoes Forster’s (1997) study which showed that most of 
expatriate spouses were dissatisfied with the relocation support provided by 
the companies.  
 

Consistent with the pattern of results for company assistance, 
expatriates’ work satisfaction was significantly related to all three indicators 
of expatriate spouses’ intercultural adaptation and was found to be related 
only to expatriate children’s general and psychological health. A male 
expatriate spouse told us, 

 
I would rather not hear about my wife’s problems at work. 
There are already a lot of dissatisfactions about living in this 
country and I don’t want her story to be part of the 
dissatisfactions… 

 
The results of the present thesis indicate that having a partner or a parent 
who is happy with his/her work life in the host country positively influenced 
family members’ intercultural adaptation.  Thus, international companies 
should pay more attention to expatriate spouses and children needs and 
demands during the expatriation process and at the same time support them 
in every possible way so as to make their process of adaptation smoother. In 
addition, companies have to pay attention to the well-being of the expatriates 
and their working environments in the host country because the benefits are 
felt by not only expatriate themselves but also their partners and children.    

 
 
The Attachment Styles 
 
In the present thesis, the attachment styles of expatriate children were found 
to be the strongest predictor of expatriate children’s intercultural adaptation. 
A Secure Attachment Style positively affected both indicators of 
intercultural adaptation. Cohen et al. (2002) reported that the Secure 
Attachment Style can be regarded as an inner resource that facilitates 
adjustment and improves well-being in adverse situations.  
 

Both the Ambivalent Attachment Style and the Dismissive-Avoidant 
Attachment Style of expatriate children were negatively related to indicators 
of intercultural adaptation. These styles have been referred to as Insecure 
Attachment by Cohen et al. (2002) and are viewed as risk factors that may 
detract from individual’s resilience in time of stress.  It must be noted that 
the Ambivalent Attachment Style is related to the personality characteristic 
of emotional stability. Both Ambivalent Attachment Style and emotional 
stability are characterized by anxiousness, hostility, and distress in stressful 
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situations (Kobak & Sceery, 1998; Shaver & Hazan, 1993). However, 
regression analysis revealed the effects of Attachment Styles sustained after 
controlling for Emotional Stability. Expatriate children with Ambivalent and 
Dismissive-Avoidant Attachment Styles may find it hard to adapt to the new 
environment in a host country and this group needs professional help in 
terms of counseling together with their parents so as to build the children’s 
confidence.   

 
Parents are encouraged to empathize with the situation of their 

children who may probably face difficulties in adapting to the new 
environment of the host country. Taking time to talk, listening, and showing 
that they care about the phases that the children are going through will make 
major differences to the children. Consequently, with the help and support of 
their parents, a Secure Attachment Style can be consolidated in expatriate 
children.     

 
 

9.4 Recommendations for Further Studies 
 
The present thesis has managed to shed light on a number of determinants of 
intercultural adaptation among expatriate spouses and children. 
Nevertheless, the present thesis also suffers from a number of weaknesses. 

 
During evaluation interviews, the expatriate spouses suggested that 

there was an additional important determinant of intercultural adaptation, 
i.e., support that they received from other expatriates especially from their 
own home country. Interestingly, Copeland and Norell (2002) indicated that 
expatriate spouses reported higher levels of adaptation when they received 
more support from local rather than long-distance providers. Future research 
could focus on the influence of support from other expatriates from their 
home country on adaptation as compared to support from local people or 
friends and relatives at home country. Further studies may also examine the 
local people’s attitude towards expatriates and the issues in cross-cultural 
communication. Local people may have negative ideas about the expatriates 
and under those circumstances, it will not be easy for expatriates to engage 
in interactions with the local people.   Hofstede (1991) for example argued 
that local people also have their own cycles of adjustment of accepting the 
sojourners in their neighbourhood (see Hofstede, 1991, p. 211 for a complete 
discussion).    

 
Future work can also overcome limitations of the present thesis in 

terms of the number of respondents. In order to reach a higher response rate, 
especially among expatriate children, we suggest offering incentives for 
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completing the questionnaires, for example in the form of small presents. 
We would also like to suggest longitudinal studies on expatriate children’s 
intercultural adaptation and further studies on the relationship between 
Hofstede’s cultural dimensions and expatriate children’s intercultural 
adaptation. 

 
As described in Chapter 7, we examined the effects of Work-Home 

Interference and Home-Work Interference on expatriate spouses’ 
intercultural adaptation. However, most of the respondents of the study were 
not working. Future research may include dual career expatriate couple who 
relocate to a host country. It would be interesting to obtain insight into the 
differences in adaptation between expatriate spouses who are working and 
not working.  

 
Finally, we would also like to suggest future studies to test the present 

thesis’s Model of Intercultural Adaptation among expatriates. Most of the 
variables in the model have been derived from the literature on expatriates’ 
adaptation to the general living conditions in a host country.   It could be 
useful to examine their relative importance among this group. 

 
 
 

9.5 Recommendations and General Advice to Expatriate Spouses, 
Expatriate Children, Expatriates, and International Companies 

 
Besides the recommendations that have been given at the end of Chapters 5, 
6, 7, and 8, we have compiled recommendations from our own evaluation 
and other researchers and present them here. We hope that the 
recommendations presented below will provide some guidelines to 
successful expatriation of expatriate spouses, expatriate children, expatriates, 
and the international companies. 
 
 
Recommendations for Expatriate Spouses 

 
Results of the present thesis indicated that a visit to the host country prior to 
the relocation positively influenced the intercultural adaptation of expatriate 
spouses. Hence, we would like to suggest that expatriate spouses take the 
opportunity to visit the host country prior to the relocation. Visiting the 
country will allow expatriate spouses to get first-hand experience of the 
culture of the host country. Furthermore, prior to the relocation, we would 
like to recommend that expatriate spouses gather information about the host 
country (in terms of its history, people, culture, economic, and etc.)  by 
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referring to books, articles, and the internet. We would also strongly advise 
expatriate spouses to get in touch with the other expatriate spouses in the 
host country by becoming members of international expatriate spouses clubs 
via the internet. A few examples of the websites that are worth checking are 
www.goinglobal.com, www.talesmag.com, and www.expatexchange.com.  
These websites present experiences of other expatriate spouses in specific 
host countries. In addition, in their forum columns expatriate spouses all 
over the world can contact each other and ask questions about almost 
everything concerning a host country. Expatriate spouses in a particular host 
country can give accurate and practical advice to future expatriate spouses 
and also to other expatriate spouses since they have first-hand experiences of 
living in the host country.  In the present study, command of the local 
language influenced expatriate spouses’ intercultural adaptation. Therefore, 
we would strongly suggest that expatriate spouses enroll in a language 
course prior to the relocation or during the first few months in the host 
country. We always hear expatriate spouses saying that they were already 
too old to learn a new language and that it would be easier for children to 
learn a new language. However, the aim of language courses is not fluency 
or linguistics expertise in the local language. We would like to suggest that 
expatriate spouses at least try to master the language at a level that enables 
them to function effectively in the daily life (e.g., Crusner & Brislin, 1996).   
 

Furthermore, we would like to recommend expatriate spouses in the 
host country to join clubs and associations that are both exclusively and not 
exclusively organized for expatriate spouses (see Appendix F for addresses 
of the clubs and organizations). Active membership and participation in the 
activities are recommended.  Expatriate spouses can at the same time include 
their partners and children in the activities. Besides taking local language 
courses, we recommend expatriate spouses to take other courses such as 
writing poetry, painting, and other creative activities. These activities will 
keep expatriate spouses occupied, and by doing so, expatriate spouses can 
create new contacts by meeting new people and find avenues to express 
themselves. We also encourage expatriate spouses to pick up new hobbies or 
maintain old ones. Most of the host countries have their own specific and 
unique appeal, for example, Malaysia and Indonesia are well known for 
batik and batik painting courses are available or the Netherlands which is 
famous for its Delft Blue pottery. Finally, our recommendation to expatriate 
spouses is that whenever expatriate spouses feel down and low, venture out 
  sight-see, picnic, or just sit in the cafes  with family members or 
friends and put themselves back in the honeymoon period or the time that 
they feel the happiest  and enjoy! 
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Recommendations for Expatriate Children’s Betterment 
 
The present thesis showed that family functioning significantly influenced 
expatriate children’s intercultural adaptation.  The results indicate that 
parents should play an important role in guiding their children to adapt to the 
different culture of the host country. We would like to advise parents to talk 
to their children prior to the move and explain to them the reasons for and 
consequences of the relocation. Tell the children that they have to change 
schools and say good-bye to their friends. Some children may not agree with 
the decision to relocate to another country.  Sadly, an expatriate child wrote 
at the end of the questionnaire,  
 

Even if I would say no to the move, I would have had to 
follow anyway. 

 
Parents then may explain to children about the purpose of the relocation and 
tell them about the advantages and opportunities that the children will have 
while staying in a host country. Nonetheless, parents should involve their 
children in the decision making to relocate since the present study indicated 
that this contributes to their intercultural adaptation.  
 

Expatriates, spouses, and their children together can make the cultural 
preparation themselves in terms of gathering information about the host 
country and its people. Preferably the children should be actively involved in 
this process of searching and reading about the host country. Make it as a 
fun process and something that the whole family can enjoy doing. If 
possible, expatriates are encouraged to bring both their spouse and children 
along on a visit to the host country prior to the relocation.  Once in the host 
country, expatriates and/or spouses should encourage their children to get to 
know more about the host country. Bring them to local restaurants, shops, 
markets, and events so as to expose them to more about the local culture and 
the people. Visiting museums and other interesting places would also 
increase the knowledge about the host country. Parents should also 
encourage their children to mix with local children and other expatriate 
children at school. In addition, we encourage expatriate children to learn the 
local language since the present thesis reveals a significant relation between 
children’s ability to speak the local language and high levels of socio-
cultural adjustment and satisfaction with the living conditions in the host 
country. De Leon and McPartlin (1995) recommended that parents take 
decisions about the schools for their children seriously. If international 
schools in the host country are not suitable, alternative options such as local 
schools, home study schemes or boarding school in the home country may 
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be considered since dissatisfaction with schools may lead to a lower level of 
intercultural adaptation among the children.  
 
 
Recommendations for Expatriates 
 
One of the respondents mentioned in the questionnaire, 
 

My husband has no time to do things with us. 
 

The present thesis has indicated that expatriates’ work satisfaction and 
negative Home-Work Interference influenced expatriate spouses’ 
intercultural adaptation. We understand that expatriates are occupied with 
work and appointments.  Nevertheless, we would strongly suggest 
expatriates to explicitly plan time to spend with the family members, to 
bring their spouses and children to visit museums and other interesting 
places, as well as attending events and ceremonies in the host country. 
Expatriates at the same time should encourage their spouses and children to 
interact with the local people and to participate in the local events. 
Moreover, if expatriates feel that the problems at home interfere with their 
work they should try to resolve this by sharing their concerns with their 
spouses and children and involve them in finding solutions together.  
 
 
Recommendations for International Companies 
 
It is very important for international companies to take steps in supporting 
expatriate spouses and children. The present thesis has proven that support 
from companies is important for the intercultural adaptation among 
expatriate spouses and children. The international company that sends the 
expatriate family abroad is clearly the main body in charge that can provide 
solutions to the many needs expatriate spouses may have.  We would like to 
suggest that international companies involve the spouses and children in the 
selection procedure. During the selection process, the Human Resource 
Department could make use of psychological tests not only for expatriates 
but also for their spouses and children. The MPQ is a good example of an 
instrument that may be used to measure the ability of an expatriate spouse or 
an expatriate child to effectively adapt to new cultural environments.  
 

Once the expatriates, spouses, and their children have been selected 
for the relocation, it is recommended that international companies provide 
pre-departure intercultural training which has been proved to be positively 
related to intercultural adaptation (see De Cieri, Dowling, & Taylor, 1991)). 
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In the present thesis, on-site visit prior to the relocation and command of the 
local language were also shown to be important indicators of expatriate 
spouses’ adaptation. Hence, we would like to recommend international 
companies to finance a short visit for the expatriates and their spouses and 
children to the host country prior to the relocation.  In addition, we strongly 
urge international companies to enroll expatriate spouses and children in 
local language courses prior to the relocation or during the first few months 
of their arrival in the host country.  Interestingly, Punnett (1997) had 
outlined the major needs of the expatriate spouses from the pre-assignment 
stage to the post-assignment stage that can be met by the international 
companies (see Appendix G.1).    
 

Once in the host country, international companies are strongly 
recommended to have expatriates, their spouses, and children to attend a pre-
departure training program. It is important to continue the cross-cultural 
training in the host country to increase cultural sensitivity and to make sure 
that the expatriates, spouses, and children reserve their judgment about the 
host country until the local culture has been properly and fully experienced 
(see De Leon and McPartlin, 1995; Selmer, 1995). In addition, Teagarden 
and Gordon (1995) and Selmer (1995) recommended that international 
companies establish a network through which past, present, and future 
expatriate children can regularly meet and discuss their experiences. They 
added that international companies are encouraged to provide mentors both 
at the corporate headquarters and local office so that expatriates and their 
family members can refer to these mentors when advice is needed. We 
would like to subscribe to this recommendation and add that support in the 
host country should not only be provided to the expatriates but also to the 
family members who seem to be excluded from company’s support. 
 
(See Appendix G.2 for more recommendations to international companies 
regarding expatriates’ and their family members’ adaptation.) 
 
 
9.6 Concluding Remarks  
 
The main objective in the present thesis was to examine personality 
characteristics, family characteristics, expatriates’ work characteristics, 
work-home interference, home-work interference, and attachment styles as 
determinants that may influence expatriate spouses’ and children’s 
intercultural adaptation. The present thesis research has managed to show 
the importance of a number of determinants of intercultural adaptation of 
expatriate spouses and children.   Shaffer and Harrison (2001) and De Leon 
and McPartlin (1995) suggested that expatriate spouses and children need 
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their “own” theory and models of intercultural adaptation. In that regard, 
with the present thesis we have contributed to the field of intercultural 
adaptation by developing a new model of intercultural adaptation for 
expatriate spouses and children. Furthermore, we hope that the suggestions 
we have presented may give new directions to the international companies in 
upgrading their policy regarding the international relocation. It is clear that 
both expatriate spouses and children play an important role in the success of 
expatriates’ international business assignments and it seems important to 
acknowledge this role both in theorizing and in taking managerial decisions 
on how to organize and prepare international business assignments.  
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Appendix A.1 

The major findings of the previous studies that indirectly involved the expatriate 
spouses and children 
 
 
A.  The relation between family adaptation and expatriate’s success/failure 
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Author Findings 
 
1.  Fukuda, K. J.  & Chu, P. 

(1994) 
 
"Wrestling with expatriate family 
problems - Japanese experience in 
East Asia." 
 
 
 

 
• The family situation was the factor that 

contributed most to the expatriates’ failures, 
which was largely neglected by the Japanese 
MNCs. 

 
• The inability of the expatriates’ family 

members to adjust to the foreign environment 
had placed pressure upon the expatriates 
themselves. 

 
 
2. Caligiuri,  P. M. (1996)  
   
"Individual characteristics related 
to effective performance in cross-
cultural work setting." 
 

 
Family adjustment was a significant predictor of 
desire to terminate the international business 
assignment. 

 
3. The Windham International 
and National Foreign Trade 
Council  
(www.windhamworld.com) cited 
by Sievers,  C. (1998) 
 "Work/family: Key to a 
successful assignment." 

 
The survey’s respondents (expatriates) claimed that 

• family adjustment (65%), 
• spousal resistance (53%) and  
• spouse’s career (45%) 

as the most critical roadblocks to acceptance and 
success of their international business assignments. 
 
 

 
4.  Arthur,  W.   &  Winston,  B. 
(1995) 
 
"The international assignee:  The 
relative important of factors 
perceived to contribute to 
success."   
 
 
 
 

 
Surveyed a sample of 338 expatriates, representing 
56 nationalities, and asked them to rate how 
important each of the 52 items was to the success of 
an international assignments. 
 
Items in the family factor scored significantly higher 
than other items. The following were rated most 
important:  

• adaptability of the spouse and family, 
• spouse’s positive opinion,  
• willingness of the spouse to live abroad, and 
• stable marriage. 

 

http://www.windhamworld.com/


 
5. Tung,  R. L. (1984)  
 
 "Strategic management of human 
resources in the multinational 
enterprise." 

 
Among the primary causes of foreign assignment 
failures are: 
 

• spouse’s adjustment problems and  
• family-related problems  
 

 
6.   Harvey,  M. G. (1985)  
 
“The executive family:  An 
overlooked variable in 
international business 
assignments.”    
 

 
Also discovered among major causes of foreign 
assignment failures are: 
 

• spouse’s adjustment problems and 
• family-related problems  

 

 
7.  Birdseye,  M. G. and Hill,  J. 
S. (1995) 
 
"Individual, organizational/work 
and environmental influences on 
expatriate turnover tendencies: 
An empirical study." 
 

 
Found out that three variables that to some extent 
influenced the expatriate’s turnover intentions: 
 

• spouse’s attitude change, 
• spouse’s  adjustments and 
• spouse’s satisfaction  

 

 
8.  Black,  J. S.  and Stephens, G. 
K.  (1989) 
 
"Cross-cultural training 
effectiveness;  A review and a 
theoretical framework for future 
research."   
 

 
 Appropriate family adjustments have been 
associated with successful foreign assignments. 
 
 

9. Forster, N. (1997) 
 
"The persistent myth of high 
expatriate failure rates:  A 
reappraisal." 

 
• There were clear indications that family 

relationships (in terms of flexibility, cohesion and 
communication) were playing  important roles in 
the outcomes of international assignments. 

 
• Expatriates whose partners were reporting more 

difficulties were also likely to report higher stress 
level and greater dissatisfaction with their job. 

 
• A high percentage of the expatriates (35%) agreed 

that family worries can sometimes influence their 
work performance. 

 
This is a longitudinal study that was divided into 3 time 
periods: Time 1, Time 2 and Time 3. 
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i. Time 1 (4-6 weeks prior to the move). 
 
ii. Time 2 (4 months after the move): 
• The expatriates reported worrying about job 

problems at home, feeling that their work 
performance could be affected by the atmosphere at 
home, suffering from higher stress level, and facing 
greater conflicts between work and family life 
immediately following job changes. 

• Spouses reported that their children had 
experienced problems either in adapting to the new 
schools or making friends. 

• Less trailing partners worked in the host countries 
compared to the time before departure. 

• If the trailing partners were working, they were 
much less likely to rate the relocation positively 
than the expatriates. 

 
 
 
iii.  Time 3 (8 months after the move): 
• Spouses showed higher stress level than the 

expatriates. 
• Spouses were more concerned than the expatriates 

about the effect of the move has had on their home 
life and the loss of contact with family and friends 
in the UK. 

• Some expatriates suffered from dysfunctional stress 
levels, which had impacted on both their work 
performance and family lives. 

 
General findings: 
• One in six partners reported negative outcomes to 

their international assignments. 
• Most of the partners described their international 

assignments as enjoyable and rewarding 
experiences  

• Some spouses found that the cross-cultural training 
were not particularly helpful in preparing people 
for their unexpected psychological reactions to their 
moves. 
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B. The relation between family adaptation and expatriate adaptation 
 

Author Findings 
 
1.  Usunier,  J. C. (1998) 
 
"Oral pleasure and expatriate 
satisfaction: an empirical 
approach." 

 
• Family satisfaction has a positive influence on 

the expatriate's personal satisfaction. 
 
• The expatriate experiences the foreign 

assignment all the more positively than their 
family members 

 
 
2. Tung, R. L. (1998) 
 
"American expatriates abroad:  
From neophytes to 
cosmopolitans."   
 
 
 
 
 
 
 

 
• The family was found to have a stabilizing effect 

on the international assignment.  
 
•  Expatriates who were living with someone or 

who had children often resorted to the comforts 
of home to cope with the stress and strains of 
working abroad. 

 
• Those with children were more prone to favor 

separation mode (i.e. keeping away from the 
local people and tend to socialize more with the 
other expatriates) and wished to spend more time 
at home.  

 
• This tendency might be due to the expatriates 

desire to create an environment for their children 
in the foreign country as close to home as 
possible.   
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Appendix A.2 
Method of Literature Review 
 
 
In the present study, a number of different methods were used in the review 
of the literature related to the topic of the intercultural adaptation and 
adjustment of expatriate spouses and children. Books and journals were 
located through the Online Public Access Catalogue (OPC), which is a 
union catalogue of the University of Groningen that lists a large number of 
books published before 1981, and all books published after 1981.  Most of 
the journals published worldwide are also listed under OPC.  
Unfortunately, under the key word “expatriate”, only a few related books 
were found and only one concerned social scientific research. Under the 
key word “family”, a few books were found that were relevant to our 
research topic. 
 

There were some articles written in the expatriate field but only a 
few of them addressed the issue of expatriate family members.  Journals 
such as Journal of Management Studies, The Academy of Management 
Review, Journal of International Business Studies, International Business 
Review and International Journal of Human Resource Management were 
consulted in search of relevant articles.  Related articles covering the last 
fifteen years to the present were read and analyzed. Psychology and family-
related journals over the last ten years such as Personnel Psychology, 
Journal of Social Behaviour and Personality, Family Relations and Journal 
of Applied Psychology were also surveyed.  A few related articles were 
found.   
 

At the same time, we made use of the internet to look for articles that 
were not available in the library.  In the management area, we referred to 
Econlit Database Information Screen compiled by the American Economic 
Association.  Through its website, global.ebscohost.com, a number of 
articles related to the expatriate field and related topics were found.  In the 
field of psychology, we made use of PsycINFO/WebSPIRS and also 
Psychlit.   
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Appendix B 
Questionnaire for expatriate spouses 
 

 
A Collaboration Research on the Topic of Adaptation of the Expatriate Spouses by the University of 

Groningen and ACCESS,  Den Haag 
 
 

Faculty of Management and Organization 
University of Groningen (RuG) 
P.O. Box 800,  9700 AV Groningen   
The Netherlands. 
Contact person:  Anees J. Ali ;  +31-50-363 7353 (a.j.ali.hamid@bdk.rug.nl/aneesali@yahoo.com) 
 
ACCESS 
(Administrative Committee to Co-ordinate English Speaking Services) 
Plein 24,  2511 CS 
Den Haag,  The Netherlands. 
Tel: +31-70-346 2525 
 
Dear expatriate spouse, 
 
Congratulations!  You've made it.  We, from the University of Groningen know that it takes a lot to 
move,  to live, and to adapt to the different cultures in the host country.  We admire your courage of 
doing that! 
 
At this moment the University of Groningen is involved in a research project to study the process that 
you are going through while adapting and adjusting to the host country.  This study is especially aimed 
and dedicated to all the expatriate spouses all over the world.   We whole heartedly  would like to 
invite you to participate in our research because  you  are the one who can provide us the correct 
picture of  your own experiences. 
 
The study is intended to benefit you, your family members, the other expatriate family members who 
are at present expatriating and also for those who are going to. The results of this study will be 
published in national and international journals and a book will come out of this research. 
  
We would like you to answer some questions regarding to your process of adapting to the host country 
which will take about 25 to 30 minutes of your precious time.  All the respondents to this study are 
kept anonymous and your response will be kept strictly confidential. 
 
On behalf of the study members,  we thank you very much for your cooperation in this study.   We 
greatly appreciate the time you spend to answer the questionnaires.  
 
Once again,  thank you very much. 
 
Yours sincerely, 
Anees J. Ali,  Junior Researcher, Faculty of Management and Organization, RuG, 
Prof. Dr. P. N. Ghauri,  Faculty of Management and Organization,  RuG, 
Prof. Dr. G. J. E. M. Sanders,  Faculty of Management and Organization,  RuG, and 
Dr. K. I. van Oudenhoven, Department of Psychology,  RuG. 
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Introduction 
 
Dear expatriate spouse,  you will find below questions regarding yourself,  your family members, and the 
process that you are going through while adapting and adjusting to the host country.  In the questions,  there are a 
few scientific terms: 
 
Home country is your country of citizenship. 
Host country  is the country that you are at the moment live in. 
An expatriate is an employee who is sent by the company to live and work in a foreign country.  In your case,  
you would either be the trailing expatriate spouse. 
An international business assignment is when an employee is sent to a foreign country for business purpose for 
a certain period of time. 
 
Please think in term of your everyday experience living in the host country while answering the questionnaires.  
We thank you in advance. 
 
 
PART A 
The following questions relate to the demographic issues,  which are about yourself.  Please tick where 
appropriate. 
 
1. Gender: 

1.  Male   …..            2.   Female…… 
 
2.  Age: 

1.  20-29 years……..     
2.  30-39  years…….     
3.  40-49 years  …….     
5. 50-59 years  ……. 
6. Above 60 years ……… 

 
3.  Please indicate your home country  ………………………. 
 
4. What is your host country at the moment   ……………. 
 
5. Please name the countries where you have lived before …………….. 
……………………………………………………………………………………….. 
Which country that you found the hardest to adapt to?………………………. 
 
6.   How many years and months have you lived abroad including the present? 
………  years and ……… months. 
 
7.  Current residence in the host country? 

1.  ……  Large city,  over 500 000 people 
2.  ……  City,  200 000 to  500  000 people  
3.  ……  Small city,  25 000 to 200 000 people 
4.  ……  Town,  less than 25 000 people 

 
8. Have you visited the host country prior to expatriation? 

1.  ……  Yes                           2.  ……  No 
 
9. How many children do you have? 

1. None  ……….. 
2. 1 to 2  ………... 
3. 3 to 4  ……….. 
4. more than 4 …………. 

 
10. How would you describe your partner's industry sector? 

1.  …….  Service 
2.  …….  Manufacturing 
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3  …….  Technology 
4.  Other (please specify) ……………………….. 

 
11.  Roughly,  what is the total annual income in your family (in US Dollars)? 

1.  ……  less than $35,000 
2.  …….  $35,001- $50,000 
3.  …….  $50,001-$70,000 
4.  …….  $70,001-$90,000 
5.  …….  Over $90,000 

 
12. Your highest completed level of education 

1.  …….  Elementary school 
2.  …….  High school 
3.  …….  College degree 
4.  …….  Graduate degree 
5. …….  Post graduate 
6.  Other (please specify) …………. 

 
13. Are you employed in the host country? 
      1. Full time/part-time ……. 
      2. Volunteering …….  
      3. Not working …….  
 
14.  Are you able to speak/converse in the local language? 

1.  ……  Yes   2.  …….  No 
 
 
Part B  
In the following series of questions you find a number of statements.  Please indicate to what extent each of these 
statements in general applies to you.  There are no 'correct' or 'incorrect' answers. There is no need to think very 
long about each answer.  
 
To what extent do the following statements apply to you?  

 Totally not 
Applicable 

Hardly 
Applicable 

Moderately 
Applicable 

Largely 
Applicable 

Completely 
Applicable 
 

1  Likes low-comfort holidays                                
2  Takes initiatives                   
3  Is nervous                                                            
4  Makes contacts easily                                          
5  Is not easily hurt       
6  Suffers from conflicts with others       
7  Finds it difficult to make contacts        
8  Understands other people's feelings      
9  Keeps to the background       
10  Is interested in other cultures       
11  Avoids from adventure       
12  Changes easily from one activity to another      
13  Is fascinated by other people's opinions       
14  Tries to understand other people's behavior      
15  Is afraid to fail       
16  Avoids surprises       
17  Takes other people's habits into   
consideration  

     

18  Is inclined to speak out       
19  Likes to work on his/her own       
20  Is looking for new ways to attain his/her 
goal  

     

21  Dislikes travelling        
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 Totally not 
applicable 

Hardly 
applicable 

Moderately 
applicable 

Largely 
applicable 

Completely 
applicable 

22  Wants to know exactly what will happen       
23  Keeps calm at ill-luck       
24  Leaves the initiative to others to make      
contacts  

     

25  Takes the lead       
26  Is a slow starter       
27  Is curious       
28  Takes it for granted that things will turn 
out right                 

     

29  Is always busy       
30  Is easy-going among groups       
31  Finds it hard to empathize with others       
32  Functions best in a familiar setting       
33  Radiates calm       
34  Easily approaches other people       
35  Finds other religions interesting       
36  Considers problems solvable       
37  Works mostly according to a strict scheme       
38  Is timid        
39  Knows how to act in social settings        
40  Likes to speak in public        
41  Tends to wait and see        
42  Feels uncomfortable in a different culture        
43  Works according to plan       
44  Is under pressure        
45  Sympathizes with others       
46  Has problems assessing relationships        
47 Likes action        
48  Is often the driving force behind things        
49  Leaves things as they are       
50  Likes routine       
51  Is attentive to facial statements        
52  Can put setbacks in a perspective        
53  Is sensitive to criticism        
54  Tries out various approaches        
55  Has ups and downs        
56  Has fixed habits        
57  Forgets setbacks easily        
58  Is intrigued by differences        
59  Starts a new life easily        
60  Asks personal questions        
61  Enjoys other people's stories        
62  Gets involved in other cultures       
63  Remembers what other people have told        
64  Is able to voice other people's thoughts        
65  Is self-confident        
66  Has a feeling for what is appropriate in a 
              specific culture     

     

67  Gets upset easily        
68  Is a good listener        
69  Worries        
70  Notices when someone is in trouble        
71  Has an insight into human nature        
72  Is apt to feel lonely        
73 Seeks contact with people from a  different 

background   
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 Hardly 
applicable 

Moderately 
applicable 

Largely 
applicable 

Completely 
applicable 

 

74  Has a broad range of interests        
75  Is insecure        
76  Has a solution for every problem        
77  Puts his or her own culture in a perspective      
78  Is open to new ideas        
79          Is fascinated by new technological  

developments 
     

80         Senses when others get irritated      
81         Likes to imagine solutions for problems      
82         Sets others at ease      
83         Works according to strict rules      
84         Is a trend setter in societal  developments      
85         Has a need for change      
86         Pays attention to the emotions of others      
87         Reads a lot      
88         Seeks challenges      
89         Enjoys getting to know others profoundly      
90         Enjoys unfamiliar experiences      
91         Looks for regularity in life      

 
 
 
 
 
Part C (Cohesion) 
The following questions relate to the bonding among your family members,  or in other words, the family ties while in 
the host country.   Please tick the appropriate answer and remember that the questions are referring to your family 
situations in the host country. 

 
While living  in the host country … 
 

 
1 

Strongly 
disagree 

 
2 

Disagree 
 

 
3 

Neutral/Not 
applicable 

 
4 

Agree 

 
5 

Strongly 
agree 

1.  Family members are supportive of each other 
during difficult times. 

     

2.  Family members feel very close to each other.      
3.  I am satisfied with how  we share the 
responsibilities at home. 

     

4.  Our family does things together.      
5.  Family members enjoy spending their free time 
with each other. 

     

6.  Family members consult other family members on 
their decisions. 

     

7.  Family members go along with what the family 
decides to do. 

     

8.  It is easy for us to think of things to do as a family.      
9.  Family members share interests and hobbies with 
each other. 
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Part D (Adaptability) 
This section relates to your adaptability among your family members while living in the host country.  Please 
tick the appropriate answer. 
 
 
While living in the host country …  

 
1 

Strongly 
disagree 

 

 
2 

Disagree 

 
3 

Neutral/Not 
applicable 

 
4 

Agre
e 

 
5 

Strongly 
agree 

1.  Things work out well for us as a family.      
2.   Sometimes I feel lonely or have homesick 
feelings and cannot concentrate on my daily 
activities. 

     

3.  Each family member has input in major family 
decisions. 

     

4.  In solving problems,  the children's suggestions 
are taken into account. 

     

5.  Family members discuss problems and feel good 
about the solutions. 

     

6.  Our family tries new ways of dealing with 
problems. 

     

7.  When problem arise,  we compromise.      
8.  We shift household responsibilities from person 
to person. 

     

9.  In our family,  everyone shares responsibility.      
 
 
 
Part E (Communication) 
This section relates to the communication among your family members in the host country.  Please tick the 
appropriate answer. 
 
 
While living  in the host country  ... 

 
1 

Strongly 
disagree 

 

 
2 

Disagree 

 
3 

Neutral/Not 
applicable 

 
4 

Agre
e 

 
5 

Strongly 
agree 

1.  I find it easy to discuss problems with my family 
members. 

     

2.  I am  happy about how we make decisions and 
resolve conflicts. 

     

3.  I am very satisfied with how my family members 
and I talk together. 

     

4.  I find it easy to discuss problems with my family 
members. 

     

5.  My family members try to understand my point 
of view. 

     

6.  It is easy for me to express all my true feelings to 
my family members. 

     

7.  My family members are willing to share feelings 
with each other. 

     

8.  If I were  in trouble,  I could tell my other family 
members. 
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Part F (Support from the company) 
This section is about the support that you receive from your partner's company/organization while living in the host 
country.  Please tick the appropriate answers. 
 
 
While living  in the host country … 

 
1 

Strongly 
disagree 

 

 
2 

Disagree 

 
3 

Neutral/Not 
applicable 

 
4 

Agre
e 
 

 
5 

Strongly 
agree 

1.  The company provided us with the sources 
(books,  brochures etc) about the host country. 

     

2.  There were people from the company that helped 
us with the move to  the host country. 

     

3.  There was a cultural training provided by the 
company. 

     

 4.  I can always turn to the Human Resource 
Department of my partner's company for advice. 

     

5.  I can rely on the company when help is needed.      
6.  The company  keeps in touch with us  by 
sending the company's newsletter and  inviting the 
family to company's events. 

     

7.  If I would be interested,  the company assists in  
employment opportunities.  

     

8.  The company provides financial support for the 
moving. 

     

 
 
 
Part G (The effects of the inter-cultural adaptation and adjustment of the expatriate spouse to the 
expatriate's work life) 
The questions in this section are regarding to the effects of your inter-cultural adaptation and adjustment to your 
partner’s work life.  Please tick the appropriate answers. 
 
While living  in the host country… 

 
1 

Strongly 
disagree 

 

 
2 

Disagree 

 
3 

Neutral/Not 
applicable 

 
4 

Agre
e 

 
5 

Strongly 
agree 

1. My partner is experiencing stress whenever one 
of our family members is upset about staying in the 
host country. 

     

2. My partner hopes that I will quickly adjust so that 
there will be minimum disruption to his work 
performance. 

     

3.  My partner complains  that he/she cannot 
concentrate at the work place since we create 
problems at home. 

     

4.  I could feel that because I feel uncomfortable in 
the host country,  it effects my partner’s work. 

     

5. My partner encourages me and the children to 
participate in the local festivals,  events, and 
activities. 

     

6. My partner is concerned about how well the 
children and I are adapting to the host country. 

     

7. My partner has to deal with more family matters 
than he used to in the home country. 

     

8. I am enjoying my life in the host country and this 
makes my partner happy. 

     

9. I  am afraid that problems at home might affect 
my partner’s work negatively. 
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 Part H (The effects of the expatriate's work life to the inter-cultural adaptation and adjustment of the 
expatriate spouse) 
This section is about your partner’s work life and to what extend his/her work life effects your inter-cultural 
adaptation and adjustment in the foreign country. 
 
While living  in the host country… 

 
1 

Strongly 
disagree 

 

 
2 

Disagree 

 
3 

Neutral/Not 
applicable 

 
4 

Agre
e 

 
5 

Strongly 
agree 

1.  Due to his/her work,  my partner is away from 
home a lot. 

     

2.  My partner tries to  involve me or create interests 
with his/her work and this make me feel more 
comfortable in the host country. 

     

3.  My partner enjoys his work.      
4.  My partner likes his/her colleagues at work.      
5.  My partner likes the working climate in the 
organization he/she works for. 

     

6.  My partner is satisfied with his/her current 
activities at work. 

     

7.  My partner talks about his/her current job with 
enthusiasm. 

     

8. My partner tries to spend time with  the family  
and  do things together (for e.g., visiting interesting 
places, museums etc.). 

     

9. Sometimes I feel that it is not fair since my 
partner has the chance to meet a lot of people 
outside and I spend most of the time at home. 

     

10. My partner complains more about his/her work 
more than he/she used to. 

     

 
 
Part I  (Well being) 
This section contains questions regarding your psychological well-being while in the host country.  Please tick 
the appropriate answers. 

 
While living in the host country… 
 

1 
Strongly 
disagree 

2 
Disagree 

3 
Neutral/Not 
applicable 

4 
Agree 

5 
Strongly 

agree 
1.  In most ways my life is close to my ideal.      
2.  The conditions of my life are excellent.      
3.  I am satisfied with my life,  everything taken together.      
4.  So far I have gotten the important things I want in life.      
5.  If I could live my life over, I would change almost nothing.      
 
 
Part J (Interaction with the local nationals) 
This section relate to the time that you spend with the locals nationals.  Spending time with local nationals means that 
you have friends/acquaintances/neighbors of the local people that you talk to,  visit or do things together.  Please tick the 
appropriate  answers. 
 
While living  in  the host country… 

 
1 

Strongly 
disagree 

 
2 

Disagree 
 

 
3 

Neutral/Not 
applicable 

 
4 

Agree 

 
5 

Strongly 
agree 

1.  I spend some  time with the local nationals.      
2.  I value the time I spend with them since I could learn a 
lot about them and their culture. 

     

3.  I prefer to  spend my time with the locals instead of the 
other expatriate family members. 

     

4. My partner   encourage us to mix with the local people.      
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5.  I feel comfortable talking to local people.      
6.  For me, most of  the local people  are easy to deal with.       
 
7. On average,  how much time that you spend time with the local nationals within a month? (e.g.,  talking to the 
neighbors,  have small talk with the shop keepers,  etc. ) 
a.  Not at all ……..                                       
b.  Less than an hour  …….                                 
c.  1 to 2 hours  …….. 
d.  2 to 3 hours  …….. 
e.  4 to 5 hours  …….. 
f.  more than 5 hours  …….. 
 
Part K (Socio-cultural Adjustment) 
It is completely normal for an individual to have difficulty adjusting to living or working in a foreign country.  
Please indicate the degree to which you are adjusted or not adjusted to the following items while living in the 
host country. 
1. Very unadjusted 
2. Unadjusted 
3. Somewhat unadjusted 
4. Neutral/Not applicable 
5. Somewhat adjusted 
6. Adjusted 
7. Completely adjusted 
 

 1 2 3 4 5 6 7 
1.  Food        
2.  Health care facilities        
3.  Entertainment and recreation facilities.         
4.  Living conditions in general        
5.  Cost of living        
6.  Shopping        
7.  Housing conditions        
8.  Socializing with host nationals        
9.  Children's schooling         

10.  Local cultural events (festivals, sports, etc.)        

 
If you would like to know the results of the study,  please write down your name and address below.  We will get 
in touch with you when the results of this study are finalized. 
Name: ……………………………………….. 
Address:  ……………………………………….. 
     ………………………………………. 
    ………………………………………….. 
Email address (preferable):  ……………………………………………. 
 
Do you know other expatriate spouses who would like to participate in our study?  If so,  could you kindly 
provide their addresses so we can send them the questionnaire. 
Name:    ………………………………………………… 
Address:           ……………………………………………….. 
    ……………………………………………….. 
   ………………………………………………… 
    
If you would also be willing to participate in a follow-up study,  which is, of course,  completely voluntary,  
please provide us with your address above and check this box : 
 
THANK YOU VERY MUCH FOR YOUR COOPERATION! 
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Appendix C 

Questionnaires for expatriate spouses and expatriates 

 
A Research on the topic of well being of expatriate spouses and the expatriates by the 

University of Groningen 
 
 

Faculty of Management and Organization & The Department of Psychology 
University of Groningen (RuG) 
P.O. Box 800,  9700 AV Groningen   
The Netherlands. 
Contact persons:  Anees J. Ali and Esther Salomé ;  +31-50-363 7353  
(aneesali@yahoo.com / e.v.salome@student.rug.nl) 
 
 
Dear expatriate spouse, 
 
Thank you very much for participating in our last study! We really appreciate the time and effort you took to 
answer the questionnaire. In total 275 spouses sent back their questionnaire. Currently we are analyzing the data 
of this first study. 
 

At this moment we are performing a study on the well being of the expat spouses. We are not only 
interested to see how the spouses are doing right now; we also like to get some additional information about the 
current experiences of both you and your spouse at work and within the family. Although not all spouses are 
engaged in paid employment (23% of our sample), quite a few of them are engaged in volunteer work (27%). 
Enclosed are two sets of questionnaires. We would like to ask you to fill out Questionnaire 1 and a questionnaire 
for your spouse (Questionnaire 2). It will take approximately 30 minutes to complete the questionnaire. Can you 
kindly ask your spouse to answer this questionnaire and return both questionnaires in the enclosed envelope (no 
postage needed)? 
 

All the responses are treated anonymously and your response will be kept strictly confidential. If your 
partner is not willing to participate it is still very helpful if you send us your own questionnaire. 
 

As promised, this spring we will send you a report of the final results. 
 
We thank you and your spouse very much for your cooperation. We greatly appreciate the time you 

spend to answer the questionnaire.  
 
Yours sincerely, 
Esther Salomé, Junior Researcher, Department of Psychology,  
Mr. Anees J. Ali, Junior Researcher, Faculty of Management and Organization,  
Prof. Dr. K. I. van Oudenhoven, Department of Psychology,   
University of Groningen, The Netherlands. 
 
 
Appendix C.1       Questionnaire 1 
 
PART A  
This section contains questions regarding your sense of well-being.  Please tick the appropriate answers. 
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While living in the host country… 
 

 
Strongly 
disagree 

 
Disagree 

 
Neutral/Not 
applicable 

 
Agree 

 
Strongly 

agree 

1.  In most ways my life is close to my ideal      
2.  The conditions of my life are excellent.      
3.  I am satisfied with my life, everything taken together.      
4.  So far I have gotten the important things I want in life.      
5.  If I could live my life over, I would change almost 
nothing. 

     

mailto:aneesali@yahoo.com


PART B  
Usually, individuals experience several difficulties in adjusting living or working in a foreign country. Please 
indicate the degree to which you feel adjusted or not adjusted to the following aspects of life in the host country. 
8. Very unadjusted 
9. Unadjusted 
10. Somewhat unadjusted 
11. Neutral/Not applicable 
12. Somewhat adjusted 
13. Adjusted 
14. Completely adjusted 
 
 1 2 3 4 5 6 7 
1.  Food        
2.  Health care facilities        
3.  Entertainment and recreation facilities.         
4.  Living conditions in general        
5.  Cost of living        
6.  Shopping        
7.  Housing conditions        
8.  Socializing with host nationals        
9.  Children's schooling         

10.  Local cultural events (festivals, sports, etc.)        

 
 
 
 
PART C  
This section relates to the time that you spend with the local nationals.  Spending time with local nationals means that 
you have friends/acquaintances/neighbors among the local people that you interact with. Please tick the appropriate 
answers. 
 
 
While living in the host country… 

 
 

Strongly 
disagree 

 
 

Disagree 
 

 
 

Neutral/Not 
applicable 

 
 

4Agree 

 
 

Strongly 
agree 

1.  I spend some time with the local nationals.      
2.  I value the time I spend with the local nationals 
since I could learn a lot about local and their culture. 

     

3.  I prefer to spend my time with the locals instead 
of the other expatriate family members. 

     

4. My partner encourages us to mix with the local 
people. 

     

5.  I feel comfortable talking to local people.      
6.  For me, most of the local people are easy to deal 
with.  

     

 
 
 
 
PART D  
This section will ask you about your general health. 
 
1. In general, would you say your health is… 

Excellent Very Good Good Fair Poor 
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2. These questions are about how you feel and how things have been with you during the past 4 weeks. For 

each question, please give the one that closest to the way you have been feeling.  
 
How much of the time during the past 4 
weeks ….. 

 
1 

All of the 
time 

 
2 

Most of 
the time 

 
3 

A good bit 
of the time 

 
4 

Some of 
the time 

 

 
5 

A little of 
the time 

 
6 

None of the 
time 

a. Did you feel full of pep?       
b. Have you been a very nervous person?       
c. Have you felt so down that nothing could 
cheer you up? 

      

d. Have you felt calm and peaceful?       
e. Did you have a lot of energy?       
f. Have you felt downhearted and blue?       
g. Did you feel worn out?       
h. Have you been a happy person?       
i. Did you feel tired?       
 
 
3. During the past 4 weeks, how much of the time has your physical health or emotional problems 

interfered with your social activities ( like visiting with friends, relatives, etc.)? 
All of the time Most of the time Some of the time A little of the time None of the time 
     
 
 
4. How TRUE of FALSE is each of the following statements for you? 
  

Definit
ely true 

 
Mostly 

true 

 
Don’t 
know 

 
Mostly 
false 

 
Definitely 

false 
a. I seem to get sick a littler easier than other people      
b. I am as healthy as anybody I know      
c. I expect my health to get worse       
d. My health is excellent      
 
 
PART E  
This section contains questions regarding your work and home lives. 
Definition of work: full time work, part time work and if applicable unpaid work (e.g., volunteer work, 
organizing events at children’s school, setting up a library in the neighborhood, etc.). 
 
N.B. If you are not engaged in paid or voluntary work, please tick not applicable in the final column. 

 
How often does it happen that… 
 

 
Never 

 
Some 
times 

 
Often 

 
Always 

 
Not 

Applicable

1. you are irritable at home because your work is demanding?      
2. you do not fully enjoy the company of your spouse/family/friends because 
you worry about your work? 

     

3.you find it difficult to fulfill your domestic obligations because you are 
constantly thinking about your work? 

     

4. you have to cancel appointments with your spouse/family/friends due to 
work-related commitments? 

     

5. your work schedule makes it difficult for you to fulfill your domestic 
obligations? 

     

6. you do not have the energy to engage in leisure activities with your 
spouse/family/friends because of your job? 

     

7. you have to do work so hard that you do not have time for any of your 
hobbies? 

     

8. your work obligations make it difficult for you to feel relaxed at home?      
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9. your work takes up time that you would have liked to spend with your 
spouse/family/friends? 
 
 
 

    

 

 

 
Never 

 
Some 
times 

 

 

  
Often Always How often does it happen that… Not 

Applicable

10. the situation at home makes you so irritable that you take your 
frustrations out on your colleagues? 

    

11. you hardly enjoy your work because you worry about your home 
situation? 

    

12. you have difficulty concentrating on your work because you are 
preoccupied with domestic matters? 

    

13. problems with your spouse/family/friends affect your job performance?     
14. you arrive late at work because of domestic obligations?     
15. you do not feel like working because of problems with your 
spouse/family/friends? 

    

 
 
 

 
How often does it happen that… 

 
Never 

 
Some 
times 

 
Often Always 

 
Not 

Applicable

16. you come home cheerfully after a successful day at work, positively 
affecting the atmosphere at home? 

    

17. after a pleasant working day/working week, you feel more in the mood to 
engage in activities with your spouse/ family/friends? 

    

18. you fulfill your domestic obligations better because of the things you 
have learned on your job? 

 

 

 

 

 
 
 

 

 
 

 

    

19. you are better able to keep appointments at home because your job 
requires this as well? 

     

20. you manage your time at home more efficiently as a result of the way you 
do your job? 

     

21. you are better able to interact with your spouse/family/friends as a result 
of the things you have learned at work? 

     

 
 
 

 
How often does it happen that… 
 

Never 
 

Some 
times 

 
Often 

  
Always 

 
Not 

Applicable

22. after spending time with your spouse/family/friends, you go to work in a 
good mood, positively affecting the atmosphere at work? 

     

23. after spending a pleasant weekend with your spouse/family/friends, you 
have more fun in your job? 

     

24. you take your responsibilities at work more seriously because you are 
required to do the same at home? 

     

25. you are better able to keep appointments at work because you are 
required to do the same at home? 

     

26. you manage your time at work more efficiently because at home you have 
to do that as well? 

     

27. you have greater self-confidence because you have your home life well 
organized? 
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PART F 
This section contains questions regarding support that you receive at working place. Please indicate how much 
you agree to these statements. 
 
  

Strongly 
disagree 

 
Disagree 

 
Neutral 

 
Agree 

 
Strongly 

agree 

 
Not 

Applicable 
1. My supervisor is concerned about the welfare of 
those under him 

      

2. My supervisor pays attention to what I am saying       
3. I feel appreciated by my supervisor       
4. My supervisor is successful in getting people to 
work together 

      

5. My supervisor is helpful in getting the job done       
6. People I work with are helpful in getting the job 
done 

      

7. People I work with take a personal interest in me       
8. I feel appreciated by my colleagues       
9. If I have problems with my job I can ask others for 
help 

      

10. People I work with are friendly       
11. People I work with are competent in doing their 
jobs 

      

 
 
 
 
PART G 
This part is about the demands you experience at work. 
 

 
How often does it happen to you at work… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

 
Not Applicable 

1. that you experience time pressure?      
2. that your workload is high?      
3. that you have to work harder to finish your duties?      
4. that you have to hurry?      
5. that you can work at ease?      
6. that you experience lack of time carrying out your 
duties? 

     

7. that you experience a lack of work?      
8. that you have trouble with the pace of work?      
9. that you experience trouble due to the work pressure?      
10. that you would like to slow down?      
 
 
 
 
 
How often does it happen to you at work… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

 
Not 

Applicable 

12. that your tasks require full concentration?      
13. that your need to do your work very precisely?      
14. that you have to pay attention to a lot of things at the 
same time? 

     

15. that your work place high mental demands?      
16. that your work requires continuous attention?      
17. that you have to remember a lot of things?      
18. that you have to perform your work very carefully?      
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How often does it happen to you at work… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

 
Not 

Applicable 

19. that your work is emotionally difficult?      
20. that you are confronted with things that affect you 
personally? 

     

21. that you are confronted with personal requests from 
other people? 

     

22. that you feel personally attacked or frightened?      
23. that you are in touch with difficult customers or 
patients? 

     

24. that you have to persuade other people?      
25. that you confronted with situations that touch you?       
 
 
 
PART H 
 

 
Does it ever happen to you that people in your home 
environment in the host country (relatives, friends, 
acquaintances, neighbors)… 
 

 
 

Seldom or never 

 
 

Now and then 

 
 

Regularly 

 
 

Very often 

1. are affectionate towards you?     
2. give you good advice?     
3. pay you a compliment?     
4. confide in you?      
5. ask you for help?     
6. drop in for a (pleasant) visit?     
7. provide you with help in special circumstances, such as: 
illness, moving home, or taking care of the children? 

    

8. comfort you?     
9. invite you to a party or diner?     
10. reassure you?     
11. ask you for advice?     
 
 
 
PART I 
The last part of the questionnaire is about demands at home. 
 
 
How often doe it happen to you at home… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

1. that you have work fast?     
2. that you have to do a lot of work?     
3. that you have to work extra hard to finish your duties?     
4. that you have to work under time pressure?     
5. that you can do your duties at ease?     
6. that you are confronted with a lack of time carrying out 
your duties? 

    

7. that you do not have anything to do?     
8. that you have trouble with the pace of work?     
9. that you experience trouble due to work pressure?     
10. that you would like to slow down?     
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Appendix C.2 
Questionnaire 2 :  for the EXPATRIATE 

 
Introduction 
 
Dear expatriate, you will find questions below regarding yourself and your work in the host country.  Please 
kindly answer the questions by ticking the appropriate answers. 
 
PART A 
The following questions relate to the demographic issues.   
 
2. Gender: 

Male Female 
  
 
3.  Age: 
20-29 years  
30-39 years  
40-49 years  
50-59 years  
Above 60 years  
 
4. Are you able to speak/converse in the local language? 

Fluently Moderately Not at all 
   
 
 
PART B 
This section will ask you about your general health. 
 
1. In general, would you say your health is… 

Excellent Very Good Good Fair Poor 
     
 
3. These questions are about how you feel and how things have been with you during the past 4 weeks. For 

each question, please give the one that closest to the way you have been feeling.  
 
How much of the time during the past 4 
weeks ….. 

 
1 

All of the 
time 

 
2 

Most of 
the time 

 
3 

A good bit 
of the time 

 
4 

Some of 
the time 

 

 
5 

A little of 
the time 

 
6 

None of the 
time 

a. Did you feel full of pep?       
b. Have you been a very nervous person?       
c. Have you felt so down that nothing could 
cheer you up? 

      

d. Have you felt calm and peaceful?       
e. Did you have a lot of energy?       
f. Have you felt downhearted and blue?       
g. Did you feel worn out?       
h. Have you been a happy person?       
i. Did you feel tired?       
 
 
 
 
4. During the past 4 weeks, how much of the time has your physical health or emotional problems 

interfered with your social activities ( like visiting with friends, relatives, etc.)? 
All of the time Most of the time Some of the time A little of the time None of the time 
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5. How TRUE of FALSE is each of the following statements for you? 
  

Definitely 
true 

 
Mostly 

true 

 
Don’t 
know 

 
Mostly 
false 

 
Definitely 

false 
a. I seem to get sick a littler easier than other people      
b. I am as healthy as anybody I know      
c. I expect my health to get worse       
d. My health is excellent      
 
 
PART C  
This section contains questions regarding your work and home lives. 
 

 
How often does it happen that… 
 

 
Never 

 
Some times 

 
Often 

 
Always 

1. you are irritable at home because your work is demanding?     
2. you do not fully enjoy the company of your spouse/family/friends because 
you worry about your work? 

    

3.you find it difficult to fulfill your domestic obligations because you are 
constantly thinking about your work? 

    

4. you have to cancel appointments with your spouse/family/friends due to 
work-related commitments? 

    

5. your work schedule makes it difficult for you to fulfill your domestic 
obligations? 

    

6. you do not have the energy to engage in leisure activities with your 
spouse/family/friends because of your job? 

    

7. you have to do work so hard that you do not have time for any of your 
hobbies? 

    

8. your work obligations make it difficult for you to feel relaxed at home?     
9. your work takes up time that you would have liked to spend with your 
spouse/family/friends? 

    

 
 

 
How often does it happen that… 
 

 
Never 

 
Some times 

 
Often 

 
Always 

10. the situation at home makes you so irritable that you take your 
frustrations out on your colleagues? 

    

11. you hardly enjoy your work because you worry about your home 
situation? 

    

12. you have difficulty concentrating on your work because you are 
preoccupied with domestic matters? 

    

13. problems with your spouse/family/friends affect your job performance?     
14. you arrive late at work because of domestic obligations?     
15. you do not feel like working because of problems with your  
spouse/family/friends? 

    

 
 
 

    

 
How often does it happen that… 
 

 
Never 

 
Some times 

 
Often 

 
Always 

16. you come home cheerfully after a successful day at work, positively 
affecting the atmosphere at home? 

    

17. after a pleasant working day/working week, you feel more in the mood to 
engage in activities with your spouse/ family/friends? 

    

18. you fulfill your domestic obligations better because of the things you 
have learned on your job? 

    

19. you are better able to keep appointments at home because your job     
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requires this as well? 
20. you manage your time at home more efficiently as a result of the way you 
do your job? 

    

21. you are better able to interact with your spouse/family/friends as a result 
of the things you have learned at work? 

    

 
 

 
How often does it happen that… 
 

 
Never 

 
Some times 

 
Often 

 
Always 

22. after spending time with your spouse/family/friends, you go to work in a 
good mood, positively affecting the atmosphere at work? 

    

23. after spending a pleasant weekend with your spouse/family/friends, you 
have more fun in your job? 

    

24. you take your responsibilities at work more seriously because you are 
required to do the same at home? 

    

25. you are better able to keep appointments at work because you are 
required to do the same at home? 

    

26. you manage your time at work more efficiently because at home you have 
to do that as well? 

    

27. you have greater self-confidence because you have your home life well 
organized? 

    

 
PART D 
This section contains questions regarding support that you receive at working place. 
 
  

Strongly 
disagree 

 
Disagree 

 
Neutral 

 
Agree 

 
Strongly agree 

1. My supervisor is concerned about the welfare of 
those under him 

     

2. My supervisor pays attention to what I am saying      
3. I feel appreciated by my supervisor      
4. My supervisor is successful in getting people to 
work together 

     

5. My supervisor is helpful in getting the job done      
6. People I work with are helpful in getting the job 
done 

     

7. People I work with take a personal interest in me      
8. I feel appreciated by my colleagues      
9. If I have problems with my job I can ask others for 
help 

     

10. People I work with are friendly      
11. People I work with are competent in doing their 
jobs 

     

 
PART E 
This part is about the demands you experience at work. 
 

 
How often does it happen to you at work… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

1. that you experience time pressure?     
2. that your workload is high?     
3. that you have to work harder to finish your duties?     
4. that you have to hurry?     
5. that you can work at ease?     
6. that you experience lack of time carrying out your 
duties? 

    

7. that you experience a lack of work?     
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8. that you have trouble with the pace of work?     
9. that you experience trouble due to the work pressure?     
10. that you would like to slow down?     
 
 
How often does it happen to you at work… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

12. that your tasks require full concentration?     
13. that your need to do your work very precisely?     
14. that you have to pay attention to a lot of things at the 
same time? 

    

15. that your work place high mental demands?     
16. that your work requires continuous attention?     
17. that you have to remember a lot of things?     
18. that you have to perform your work very carefully?     
 
 
 
 
 
How often does it happen to you at work… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

19. that your work is emotionally difficult?     
20. that you are confronted with things that affect you 
personally? 

    

21. that you are confronted with personal requests from 
other people? 

    

22. that you feel personally attacked or frightened?     
23. that you are in touch with difficult customers or 
patients? 

    

24. that you have to persuade other people?     
25. that you confronted with situations that touch you?      
 
 
 
PART F 
 

 
Does it ever happen to you that people in your home 
environment in the host country (relatives, friends, 
acquaintances, neighbors)… 
 

 
 

Seldom or never 

 
 

Now and then 

 
 

Regularly 

 
 

Very often 

1. are affectionate towards you?     
2. give you good advice?     
3. pay you a compliment?     
4. confide in you?      
5. ask you for help?     
6. drop in for a (pleasant) visit?     
7. provide you with help in special circumstances, such as: 
illness, moving home, or taking care of the children? 

    

8. comfort you?     
9. invite you to a party or diner?     
10. reassure you?     
11. ask you for advice?     
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PART G 
The last part of the questionnaire is about demands at home. 
 

 
How often doe it happen to you at home… 
 

 
Never 

 
Sometimes 

 
Often 

 
Always 

1. that you have work fast?     
2. that you have to do a lot of work?     
3. that you have to work extra hard to finish your duties?     
4. that you have to work under time pressure?     
5. that you can do your duties at ease?     
6. that you are confronted with a lack of time carrying out 
your duties? 

    

7. that you do not have anything to do?     
8. that you have trouble with the pace of work?     
9. that you experience trouble due to work pressure?     
10. that you would like to slow down?     

 
If you would like to know the results of the study, please write down your name and address below. We will get 
in touch with you when the results of this study are finalized. 
Name:  ……………………………………….. 
Address: .………………………………………. 
      ………………………………………. 
     ……………………………………… 
Email address (preferable):  ……………………………………………. 
 
 
    
If you would also be willing to participate in a follow-up study, which is, of course,  completely voluntary,  
please provide us with your address above and check this box : 
 
THANK YOU VERY MUCH FOR YOUR COOPERATION! 
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Appendix D 
Questionnaire for expatriate children (in Dutch) 

 
 

ONDERZOEK ONDER JONGEREN DIE IN HET BUITENLAND WONEN OF GEWOOND HEBBEN 
DOOR RIJKSUNIVERSITEIT GRONINGEN (FACULTEIT BEDRIJFSKUNDE & VAKGROEP 

PSYCHOLOGIE) 
  

Beste jongens en meisjes, 
 
Deze vragenlijst is bedoeld voor jongeren tussen de 10 t/m 18 jaar oud die vanwege het werk van hun vader of 
moeder naar het buitenland zijn verhuisd.   
 
Wij als onderzoekers zijn benieuwd hoe jij het wonen in een ander land ervoer en wat jij leuk en niet leuk vond 
in het land waar je woonde. Het gaat daarbij om zowel de positieve als de negatieve ervaringen.  De vragenlijst 
bestaat uit een aantal onderdelen. Het invullen ervan zal tussen de twintig en dertig minuten duren.  De vragen 
gaan allemaal over jouw tijd in het buitenland. Als je alweer terug bent uit het buitenland en weer in Nederland 
woont, willen wij je vragen of je zo goed mogelijk wilt proberen te herinneren hoe het daar was. 
Wij zouden het erg fijn vinden als je de lijst invult, want zo komen wij meer te weten over het leven van 
Nederlandse kinderen in het buitenland.  
 
Wij zouden aan jou willen vragen om deze vragenlijst zo goed mogelijk in te vullen en hem terug te sturen in de 
bijgevoegde antwoordenvelop (postzegel is niet nodig). De informatie die je over jezelf invult wordt 
vertrouwelijk behandeld en je hoeft nergens je naam neer te zetten. Wij willen graag de ingevulde vragenlijst 
terug hebben vóór eind december 2001. 
 
Met vriendelijke groet, namens de onderzoekers, 
Drs. Anees Ali & Iris Haaksma,  Junior Researchers,   
Dr. Karen I. van der Zee,  
Prof. G.J.E.M. Sanders & Prof. P.N. Ghauri 
Rijksuniversiteit Groningen, Nederland  
e-mail:  aneesali@yahoo.com & ihaaksma@hotmail.com 
 
 
Deel A  We zullen je nu eerst een paar algemene vragen stellen 
   (graag een kruisje zetten achter jouw antwoord)  
 

1. Geslacht  
1.  jongen   
2.  meisje  

 
2. Leeftijd …..  jaar 

 
3. In welk land ben je geboren? …………………………………. 

 
 
De volgende vragen gaan over het land waar je voor het laatst hebt  gewoond in het buitenland. 
 

4. In welk land woonde je? ……………………………. 
Hoe lang heb je daar gewoond? ……………………………… 

 
5. In welke landen heb je daarvoor nog meer gewoond en hoe lang? 
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Uitzending Land? Hoe lang? 

1  jaar
2  jaar
3  jaar
4  jaar
5  jaar
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Hoe moeilijk vond je het om in elk van deze landen te wennen? 
 

Land Helemaal niet 
moeilijk Niet moeilijk Neutraal Erg moeilijk Heel erg 

moeilijk 
1      
2      
3      
4      
5      

 
6. In mijn buurt woonden: 

1.  veel andere Nederlanders 
2.  niet veel andere Nederlanders  
3.  geen of bijna geen andere Nederlanders   

 
7.    In mijn buurt woonden: 

1.  veel andere buitenlanders 
2.    niet veel andere buitenlanders 
3.  geen of bijna geen andere buitenlanders 

 
8. Was je al eens eerder in dat land geweest? 

1.  ja  
2.  nee 

 
9. Hoeveel broers en zussen heb je ? 

……….. broer(s),   leeftijd (en): …………………………… 
…….…. zus(sen),  leeftijd (en): …………………………… 

 
10. Heb je mee mogen beslissen of jullie gingen verhuizen naar dat land? 

1.  ja    
2.   nee  

 
11. Hoe goed hebben je ouders naar je geluisterd toen ze een beslissing namen? (aankruisen wat van 

toepassing is) 
 

Helemaal 
niet Een beetje Redelijk 

goed Goed Heel erg 
goed 

     
 
12. Bij welk bedrijf werkte je vader/moeder daar en wat was zijn/haar beroep? 

………………………………………………………… 
 
13. Sprak je de taal van het land waar je toen woonde? 

1.  ja 
2.  nee 

 
 

Deel B   In hoeverre zijn de volgende uitspraken van toepassing op jou? 
(Op elke regel één hokje aankruisen) 
 

 
Helemaa

l niet 
mee eens

Niet mee 
eens 

Geen 
mening / 

n.v.t. 

Mee 
eens 

Helemaa
l mee 
eens 

1. Ik houd van avontuurlijke vakanties        

2. Ik neem vaak het initiatief om iets te doen      

3. Ik ben vaak zenuwachtig             
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Helemaa

l niet 
mee eens

Niet mee 
eens 

Geen 
mening / 

n.v.t. 

Mee 
eens 

Helemaa
l mee 
eens 

4. Ik maak gemakkelijk contact        

5. Ik kan wel tegen een stootje        

6. Ik vind het heel erg om ruzie te hebben met anderen      

7. Ik vind het moeilijk contact te leggen            

8. Ik heb snel door wanneer iemand verdrietig of blij is        

9. Ik val graag op      

10. Ik vind andere culturen interessant        

11. Ik houd niet van avontuur           

12. Wanneer ik ergens mee bezig ben vind ik het moeilijk 
opeens iets heel anders te gaan doen          

13. Ik vind het leuk met anderen over hun mening te 
praten         

14. Ik probeer te snappen waarom mensen doen zoals ze 
doen             

15. Ik ben vaak bang dat iets me niet zal lukken           

16. Ik hou niet zo van verrassingen           

17. Ik houd rekening met andere mensen          

18. Ik neem graag het woord         

19. Ik werk het liefst alleen         

20. Ik vind het leuk dingen steeds op een andere manier te 
doen          

21. Ik houd niet van reizen          

22. Ik wil precies weten wat er gaat gebeuren      

23. Ik raak niet snel in paniek          

24. Ik laat anderen vaak contact met mij zoeken in plaats 
van andersom            

25. Ik neem graag de leiding           

26. Wanneer ik met iets begin, moet ik eerst even op gang 
komen      

27. Ik ben erg nieuwsgierig            

28. Ik ga er vanuit dat dingen weer op hun pootjes terecht      
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komen     

29. Ik ben altijd bezig            

30. In een groep voel ik me op mijn gemak        

31. Ik kan me moeilijk inleven in anderen         

32. Ik voel me het fijnst in een vertrouwde omgeving      

33. Ik ben erg rustig            

34. Ik stap gemakkelijk op mensen af         

35. Ik vind andere godsdiensten interessant        

36. Voor de meeste problemen heb ik wel een oplossing         

37. Ik doe dingen meestal op dezelfde manier             

38. Ik ben snel bang             

39. Wanneer ik ergens kom waar ik niet veel mensen 
ken voel ik me niet prettig      

40. Ik vind het eng om een spreekbeurt te houden          

41. Ik wacht vaak af wat anderen doen             

42. Ik voel me ongemakkelijk in een andere cultuur           

43. Ik doe dingen meestal volgens plan           

44. Ik ben vaak zenuwachtig           

45. Ik leef mee met andere mensen         

46. Ik heb snel door wat mensen van me verwachten      

47. Ik houd van actie            

48. Ik neem vaak het initiatief         

49. Ik stel vaak dingen uit          

50. Ik vind het prettig om dingen op vaste tijden te doen          

51. Ik let op gezichtsuitdrukkingen van anderen         

52. Ook als alles tegenzit blijf ik positief      

53. Ik trek me kritiek van anderen erg aan           

54. Ik probeer verschillende manieren uit om iets te doen        

55. Ik wissel vaak van stemming          

56. Ik heb vaste gewoontes           

57. Ik vergeet tegenslagen snel          
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Helemaa

l niet 
mee eens

Niet mee 
eens 

Geen 
mening / 

n.v.t. 

Mee 
eens 

Helemaa
l mee 
eens 

58. Ik vind het leuk iets te weten over de gewoontes van 
mensen uit verschillende culturen         

59. Grote veranderingen in mijn leven vind ik moeilijk         

60. Ik ben nieuwsgierig naar wat andere mensen bezighoudt      

61. Ik vind het leuk de verhalen van andere mensen te 
horen      

62. Ik verdiep me in andere culturen         

63. Ik onthoud wat anderen mij vertellen         

64. Ik kan goed andermans gedachten raden      

65. Ik heb vertrouwen in mezelf           

66. In een ander land heb ik snel door hoe ik me moet 
gedragen      

67. Ik raak snel overstuur          

68. Ik kan goed luisteren           

69. Ik pieker vaak over dingen             

70. Ik heb snel door wanneer iemand anders verdrietig is        

71. Ik heb mensen snel door           

72. Ik voel me vaak alleen         

73. Ik ga graag met hele verschillende mensen om      

74. Ik vind veel dingen interessant         

75. Ik ben best onzeker              

76. Ik heb voor elk probleem wel een oplossing       

77. Ik voel me heel sterk een Nederlander          

78. Ik sta open voor nieuwe ideeën         

79. Ik vind nieuwe uitvindingen interessant         

80. Ik heb snel door wanneer een ander boos op mij is      

81. Ik vind het leuk oplossingen voor problemen te 
bedenken      

82. Ik stel anderen op hun gemak          

83. Ik doe dingen meestal op dezelfde manier         
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84. Ik ben vaak de eerste met een nieuwe rage of mode      

85. Ik houd van afwisseling         

86. Als iemand verdrietig is probeer ik hem of haar te 
troosten      

87. Ik lees veel             

88. Ik hou van uitdagingen           

89. Ik praat met mijn vrienden over wat hen bezighoudt      

90. Ik hou van gekke dingen         

91. Ik heb vaste gewoontes in mijn leven      

  

DEEL C  Hoe waren in het buitenland de relaties in jullie gezin? 
 
 
In ons gezin……. 

Helema
al niet 
mee 
eens 

Niet 
mee 
eens 

Geen 
mening 
/ n.v.t. 

Mee 
eens 

Helema
al mee 
eens 

1. steunden we elkaar in moeilijke tijden      

2. hadden we een sterke band met elkaar      

3. deelden we verantwoordelijkheden met elkaar      

4. deden we veel dingen samen      

5. brachten we graag vrije tijd met elkaar door      

6. vroegen we elkaar advies voordat we een beslissing 
namen      

7. waren we het meestal eens over familiebesluiten      

8. vonden we het moeilijk dingen samen te doen      

9. deden we veel dingen samen, deelden we onze 
interesses en hobby’s met elkaar      

 
 
DEEL D  Hoe ging het met jou en je familie in het land waar je nu woonde? 
 
In dat land ….. 

Helema
al niet 
mee 
eens 

Niet 
mee 
eens 

Geen 
mening 
/ n.v.t. 

Mee 
eens 

Helema
al mee 
eens 

1. had in ons gezin ieder zijn eigen verantwoordelijkheden      

2. verdeelden we binnen het gezin de huishoudelijke taken 
onder elkaar      

3. sloten we een compromis wanneer er zich problemen 
voordeden.      
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4. probeerde ons gezin nieuwe dingen uit om met 
problemen om te gaan    

5. gingen dingen goed binnen ons gezin      

6. voelde ik mij eenzaam of heb ik heimwee    

7. had ieder familielid zeggenschap en mocht mee 
beslissen over familiezaken.      

     

9. was er evenveel aandacht voor de problemen van alle 
gezinsleden    

10. was ons gezin creatief in het bedenken van oplossingen 
voor de problemen die we tegen kwamen      

 
DEEL E  Hoe praatten jullie over dingen binnen je familie in het vorige land waar  

 Helema
al niet 
mee 
eens 

Niet 
mee 
eens 

Geen 
mening 
/ n.v.t. 

Mee 
eens 

Helema
al mee 
eens 

1. Ik vond het makkelijk om met mijn familie over 
problemen te praten    

2. Ik was blij met de manier waarop wij beslissingen 
namen en conflictsituaties oplosten       

3. Ik was erg tevreden over hoe mijn familieleden en ik 
samen praatten    

4. Soms was ik bang om mijn ouders iets te vragen     

  

  

8. hielpen mijn ouders mij wanneer ik een probleem had 

  

je woonde? 
 

  

  

 

5. Mijn familieleden probeerden mijn mening te begrijpen      

6. Ik vond het niet moeilijk om mijn gevoelens te uiten 
tegen mijn familieleden      

7. Mijn familieleden deelden al hun gevoelens met elkaar       

8. Als ik in de problemen had gezeten, dan kon ik daar 
met mijn familie over praten      

     9. Sommige onderwerpen besprak ik niet met mijn ouders 

 
 
DEEL F  Kregen jullie ook ondersteuning van het bedrijf waar je vader/moeder werkte in het 

buitenland? 
 Helema

al niet 
mee 
eens 

Niet 
mee 
eens 

Geen 
mening 
/ n.v.t. 

Mee 
eens 

Helema
al mee 
eens 

1. Het bedrijf waar mijn vader / moeder werkte heeft ons 
informatie gegeven (boeken, folders, enz.) over het 
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gastland 

2. Er waren mensen van het bedrijf waar mijn vader / 
moeder werkte, die ons geholpen hebben met de 
verhuizing 

     

3. Wij werden regelmatig door het bedrijf uitgenodigd 
voor feestjes (sport, sinterklaas, kerstmis, enz.)      

4. Het bedrijf waar mijn vader/moeder werkte had voor 
ons een cursus/lezing over het land waar we nu wonen 
geregeld. 

     

5. Nadat we waren aangekomen in het land waar ik 
woonde, werden we verwelkomd door het bedrijf waar 
mijn vader/moeder werkt 

     

 
 
 
DEEL G  Hoe denk je dat je ouders zich voelden als het om jou ging in het land waar  

jullie woonden in het buitenland?  
 

 Helema
al niet 
mee 
eens 

Niet 
mee 
eens 

Geen 
mening 
/ n.v.t. 

Mee 
eens 

Helema
al mee 
eens 

1. Mijn ouders hadden er moeite mee wanneer ze merkten 
dat ik of mijn broer of zus niet tevreden was met het 
verblijf in het gastland 

     

2. Mijn vader / moeder klaagde dat hij/zij zich niet kon 
concentreren wanneer er thuis problemen waren met de 
kinderen 

     

3. Ik had het gevoel dat wanneer ik niet gelukkig was, dit 
van invloed was op mijn vader/moeders werk      

4. Mijn ouders moedigden mij aan om deel te nemen aan 
feesten en activiteiten in dit land      

5. Mijn ouders maakten zich wel eens zorgen of ik me 
thuis voelde in het land waar ik woonde       

6. Mijn ouders hadden meer zorgen over ons in het 
buitenland dan toen we daar nog niet naar toe waren 
verhuisd 

     

7. Ik was gelukkig in het gastland en dat maakte mijn 
ouders blij      

8. Problemen thuis hadden een negatief effect hebben op 
mijn vader / moeders werk      
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DEEL H   Hoe gaat het met je vader/moeder op het werk in het buitenland? 
 
 
In het buitenland….. 

Helemaal 
niet mee 

eens 

Niet mee 
eens 

Geen 
mening / 

n.v.t. 
Mee eens Helemaal 

mee eens 

1. was door zijn/haar werk mijn vader/moeder vaak niet 
thuis      

2. vertelde mijn vader/moeder veel over zijn/haar werk en 
dat vond ik leuk       

3. vond mijn vader/moeder zijn/haar werk leuk       

4. mijn vader/moeder klaagde over zijn/haar werk en /of 
collegae      

5. praatte mijn vader/moeder enthousiast over zijn/haar 
werk       

6. mijn vader/moeder probeerde tijd door te brengen met 
ons gezin en deed dingen samen met ons (naar de 
dierentuin, museum, enz.) 

     

7. klaagde mijn vader/moeder meer over zijn/haar werk 
dan vroeger       

 
 
DEEL I  Hoe tevreden was jij over de dingen in het land waar je woonde?  
 
 
Hoe tevreden was jij over: 

helemaal 
niet 

tevreden 

niet 
tevreden 

geen 
mening tevreden heel erg 

tevreden 

1. hoe het ging met je huiswerk      

2. de leraren bij jou op school      

3. hobby’s      

4. het eten in het land waar je woonde      

5. de veiligheid in de buurt      

6. gezondheidszorg (ziekenhuizen, dokter, tandarts)      

7. de omgeving (bijvoorbeeld de natuur)      

8. huis waar je woonde      

9. de dingen die er voor jou te doen waren in het land 
waar je woonde      

10. het weer in het land waar je woonde      

11. de vrienden die je daar had      

12. het leven in het land waar je woonde over het 
algemeen      

13. hoe de mensen uit het land waar je woonde over het 
algemeen zijn       
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14. jouw contact met de lokale bevolking      

15. de houding van de lokale bevolking ten opzichte van 
jou      

 
DEEL J  Algemene gezondheid 

kruis het kleine hokje aan wat van toepassing is 
 

1. Hoe voelde je je de laatste paar weken in het buitenland?   

Slecht Matig Goed Zeer goed Uitstekend 

 
     

 
 
2. Voelde je je de laatste paar weken in het buitenland belemmerd in je 

sociale activiteiten (met familie, vrienden,  buren of clubleden?) 
 

Helemaal niet Een klein beetje Matig Nogal matig Zeer veel 
 
 

 
 

 
 

 
  

  
3. Hoe vond je jouw algemene gezondheid gedurende de laatste twee weken dat je in het buitenland 

woonde?  
 

Slecht Matig Goed Zeer goed Uitstekend 

 
 

    
 

 
 

Deel K  Hoe ga jij om met andere jongeren? 
 

Op elke regel één hokje aankruisen 
Klopt 

helemaal 
niet 

Klopt 
bijna niet 

Klopt 
een 

beetje 

Klopt 
bijna 

helemaal 

Klopt 
helemaal 

1. Ik vind het eng om veel over mijzelf te vertellen 1 2 3 4 5 

2. Ik voel me prettig bij kinderen die veel om mij 
geven 1 2 3 4 5 

3. Ik wil graag eerlijk zijn tegen anderen, maar ik 
ben bang dat ze het doorvertellen 1 2 3 4 5 

4. Ik heb er een hekel aan als anderen veel met mij 
willen omgaan 1 2 3 4 5 
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5. Ik vind het best hulp te geven en hulp te 
ontvangen 1 2 3 4 5 

6. Ik doe dingen graag zonder hulp van anderen 1 2 3 4 5 

7. Ik voel me prettig als anderen niet te veel van mij 
weten 1 2 3 4 5 

8. Ik wil graag andere kinderen goed leren kennen, 
maar ik vind het moeilijk anderen te vertrouwen 1 2 3 4 5 

9. Ik vind het vervelend dingen over mijzelf te 
vertellen 1 2 3 4 5 

10. Ik vind het vervelend als anderen iets van mij 
willen, ik ga zelf ook liever mijn eigen gang 1 2 3 4 5 

11. Ik vraag mij vaak af of anderen mij wel aardig 
vinden 1 2 3 4 5 

12. Ik vind het leuk bij andere kinderen te zijn 1 2 3 4 5 

13. Volgens mij vind ik anderen aardiger dan zij mij 1 2 3 4 5 

14. Ik vertrouw andere kinderen 1 2 3 4 5 

15. Ik ben vaak bang dat anderen mij onaardig 
vinden 1 2 3 4 5 

16. Ik ben bang dat anderen mij in de steek zullen 
laten 1 2 3 4 5 

17. Ik vind het fijn wanneer andere kinderen en ik 
elkaar goed kennen 1 2 3 4 5 

18. Als ik ergens mee zit vertel ik dat makkelijk aan 
iemand anders 1 2 3 4 5 

19. Ik vind het moeilijk aan andere kinderen te 
vragen of zij mij helpen 1 2 3 4 5 

20. Ik vind het belangrijk om te weten of andere 
kinderen mij wel aardig vinden 1 2 3 4 5 

21. Ik vind het belangrijk dat je op elkaar kunt 
rekenen 1 2 3 4 5 

22. Ik vind het gemakkelijk om over mijzelf te 
vertellen 1 2 3 4 5 

23. Ik heb niet zo snel iemand nodig 1 2 3 4 5 

24. Ik vind het fijn als anderen op mij kunnen 
rekenen 1 2 3 4 5 

 
 
HARTELIJK BEDANKT VOOR JE MEDEWERKING! 
(Wij willen graag de ingevulde vragenlijst terug hebben vóór eind december 2001) 
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APPENDIX E 
Questionnaire for expatriate children (in English) 
 
 
RESEARCH CONCERNING CHILDREN OF EXPATRIATES LIVING ABROAD  
GRONINGEN UNIVERSITY, GRONINGEN, THE NETHERLANDS 
FACULTIES OF MANAGEMENT AND ORGANIZATION & PSYCHOLOGY 
 
 
Dear boys and girls, 
 
This questionnaire is meant for children between 10 and 18 years of age, who moved abroad because of the 
profession of one of their parents. 
  
As researchers, we are very anxious to know your experiences living in a foreign country. We would like to 
know what you like and dislike in the country you are living in, which positive and negative experiences you 
have. The questionnaire contains several parts and filling out all the questions will take about twenty to thirty 
minutes of your time. We would appreciate it very much if you would fill out this questionnaire, so that we get to 
know more about your personal experiences. 
 
We would like to ask you to complete this questionnaire as good as possible and to send it back in the enclosed 
envelope (no stamp required). The answers that you  give will be treated in a confidentially. Please send the 
completed questionnaire back before the end of December, 2001.  
 
With kindest regards,  
 
The researchers: 
Drs. Anees Ali & Iris Haaksma,  Junior Researchers,   
Prof. Dr. Karen I. van der Zee,  
Prof. G. J.E. M. Sanders & Prof. P. N. Ghauri 
 
Rijksuniversiteit Groningen, Groningen, The Netherlands 
E-mail:  aneesali@yahoo.com & ihaaksma@hotmail.com 
 
 
 
Part A  
 
First we will ask you some general questions 
 (please tick the right answer)  
 
1. What is your gender? 

 Boy 
 Girl 

 
2. What is your age?  .......... years old 

 
3. In which country were you born?…………………………………. 

 
4. In which city and country do you live now?……………………………… 

How long have you been living in this country? ……………………………… 
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5. In which countries have you lived before and for how long? 

 
 
 
 
 
 
 

Country Name of country How long? 
1  ……… years 
2  ……… years 
3  ……… years 
4  ……… years 
5  ……… years 

 
 
 
How difficult was it for you to accustom/adapt to these countries? 

 
 

Country Not difficult 
at all Not so difficult In between Quite difficult Very difficult 

1      
2      
3      
4      
5      

6. In the area where I live, there are … 
 many other children from my home country.  
 not many other children from my home country. 
 no children at all  from my home country.  

 
7. In the area where I live, there are … 

 many other foreigners. 
 not many other foreigners. 
 a few or no other foreigners. 

 
8. Had you visited this country before you moved here? 

 Yes 
 No 

 
9. How many brothers and sisters do you have and how old are they? 

… brother(s),  age(s): …………………………… 
… sister(s),   age(s): …………………………… 

 
10. Were you allowed to take part in the decision to move abroad? 
 Yes 
 No  

 
10. To what extent did your parents listen to your opinion when they decided to move abroad? 

 
Not at all Al little bit Quite well Well Very well 

     
11. For what company is your father or mother currently working and what is his or her profession? 

Company: …………………………. 
Profession: …………………………. 

 
12. Do you speak the language of the people in the country where you are currently living?  

 Yes 
 No 
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Part B  
In the following series of questions you find a number of statements.  Please indicate to what extent each of these 
statements in general applies to you.  There are no 'correct' or 'incorrect' answers. There is no need to think very 
long about each answer.  
 
To what extent do the following statements apply to you?  
I am a person who… 
 

Totally not 
Applicable 

Hardly 
Applicable 

Moderately 
Applicable 

Largely 
Applicable 

Completely 
Applicable 
 

1  Likes adventurous holidays                              
2  Takes initiatives to do things                 
3  Is often nervous                                                
4  Makes contacts easily                                       
5  Is not easily hurt       
6  Doesn’t like argue with others      
7  Finds it difficult to make contacts        
8  Knows when someone else is happy or 
sad 

     

9  Likes to be the centre of attention      
10  Is interested in other cultures       
11  Doesn’t like adventure       
12  Changes easily from one activity to 
another  

     

13  Likes to talk with others about their 
opinion 

     

14  Tries to understand other people's 
behavior  

     

15  Is afraid to fail       
16  Doesn’t like surprises       
17  Takes other people into consideration       
18  Likes to speak a lot in groups       
19  Likes to work on his/her own       
20  Likes to look for new ways of doing 
things 

     

21  Dislikes travelling        
22  Wants to know exactly what will happen       
23  Keeps calm in difficult situations      
24  Leaves the initiative to others to make 
contacts  

     

25  Likes to be the leader       
26  Is a slow starter      
27  Is curious       
28  Believes that everything will turn out 
              right                 

     

29  Is always busy with things      
30  Feels comfortable in a group      
31  Finds it hard to guess what others feel      
32  prefers to be in a familiar environment      
33  Is very calm       
34  Easily approaches other people       
35  Finds other religions interesting       
36  Has a solution for most problems      
37  Works in the same manner most of the 
time 

     

38  Is scared easily      
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I am a person who… Totally not 

applicable 
Hardly 
applicable 

Moderately 
applicable 

Largely 
applicable 

Completely 
applicable 

39          Doesn’t feel comfortable when I am  
              somewhere where I don’t know many 
people     

     

40  Doesn’t like to speak in front of a group        
41  Tends to wait and see what other people 
do  

     

42  Feels uncomfortable in a different culture       
43  Always makes plan before staring to do 
things 

     

44  Often feels tense      
45  Sympathizes with other people       
46  Knows what others want from me            
47          Likes action        
48  often is the person who decides what will 
               will happen 

     

   
   
    

52  Stays positive, even if things aren’t going 
well 

 

  

 
  
   

 

  

 

61  Enjoys other people's stories        
   

    
64  Is able to guess other people's thoughts        
65  Is self-confident        
66 Knows how to behave in a new country       
67  Gets upset easily        
68  Is a good listener        
69  Worries        
70  Notices when someone is having a hard 
time  

     

71 Gets to know people fast      
72  Often feels lonely 

    

74  Finds many things interesting      
75  Is insecure        
76  Has a solution for every problem        

  
 
    

80         Senses when others get angry with me 
 

     

49  Leaves things as they are    
50  Likes to do things on set times   
51  Pays attention to what other people 
express by  their faces  

 

    

53  Is sensitive to criticism      
54  Tries out different ways of doing 
something 

     

55  Has many ups and downs       
56  Has fixed habits      
57  Forgets difficult times easily     
58  Likes to know about the habits of people 
in other cultures   

    

59  Finds it hard to make big changes in my 
life   

   

60  Is curious about what other people think 
and feel 

    

62  Gets involved in other cultures    
63  Remembers what other people have told   

     
73         Tries to get in touch with people from a 
             different background         

 

77  Finds his/her own culture the best     
78  Likes to hear about new plans and ideas       
79          Finds new inventions interesting   
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I am a person who… Hardly 
applicable 

Moderately 
applicable 

Largely 
applicable 

Completely 
applicable 

Totally not 
applicable 
 
 
  

    
85         Likes change      
86         Pays attention to the emotions of others      
87         Reads a lot      
88         Likes challenges      

   

90         Likes crazy things      
    

81         Likes finding solutions for problems     
82         Comforts people     
83         Always does things the same way    
84         Always comes up with new things  

89         Likes to talk with my friends about what 
they like 

  

91         Likes to have regularities in life  
 
 

Part C (Cohesion) 

 

 

 
2 

 
Agree 

 

Part C is about  the relationships among your family members.   

While living  in this country … 
 

1 
Strongly 
disagree 

Disagree 

 
3 

Neutral/ 
Not 

applicable 

 
4 

 
5 

Strongly 
agree 

1.  We support each other during difficult times.      
2.  We are close to each other.      
3.  We share the responsibilities at home.      
4.  Our family does things together.      
5.  We enjoy spending free time with each other.      
6.  We consult each other before we make decisions.      
7  We usually agree with family decisions.      

    
9.  We share interests and hobbies with each other.     
8.  We find it hard to do things together.  

 
 
 
 
Part D (Adaptability) 
Part D is about your family adaptation in this country. 

 
2 

Neutral/  
While living in this country …  

 
1 

Strongly 
disagree 

 

 

Disagree 

 
3 

Not 
applicable 

 
4 

Agree 

 
5 

Strongly 
agree 

1.  In our family, everyone has his own 
responsibilities. 

     

2.   We divide our chores among each-other.      
3.  We compromise when problems arise.      
4.  Our family tries to cope with new problems.      
5.  Things go well in the family.      
6.  I sometimes feel lonely or homesick.      
7.  Every family-member has a say and can decide 
along with decisions. 

     

8.  My parents help me when I have a problem.      
9.  There is an equal attention to the problems of 
every family member. 

     

10.  Our family is creative in thinking of new ways 
to deal with problems. 
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Part E (Communication) 

Strongly 
disagree 

Neutral/ Strongly 
agree 

This part is about the communication among your family members.  
 
 
While living  in this country  ... 

 
1 

 

 
2 

Disagree 

 
3 

Not 
applicable 

 
4 

Agree 

 
5 

1.  I find it easy to discuss problems with my family 
members. 

     

2.  I am  happy about how we make decisions and 
resolve conflicts. 

     

3.  I am very happy with how my family members 
and I talk together. 

     

4.  Sometimes I am afraid to ask my parents about 
something. 

     

5.  My family members try to understand my 
opinion. 

     

6.  It is easy for me to express all my true feelings 
to my family members. 

     

7.  My family members share all their feelings with 
each other. 

     

8.  If I were in trouble, I could talk with my parents 
about that. 

     

9.  I don’t talk with my parents about certain 
subjects. 

     

 
 
 
Part F (Support from the company) 
This part will ask you about the support that you receive from the company where your dad/mom works with. 

 
 
While living  in this country … 

 
1 

Strongly 
disagree 

 

 
2 

Disagree 

 
3 

Neutral/Not 
applicable 

 
4 

Agree 
 

 
5 

Strongly 
agree 

1.  The company gave us information (books,  
brochures etc) about this country. 

     

     

     

4.  The company where my dad/mom works with 
arranged a course for us to know about this country.  

     

5.  The people from the company where my 
dad/mom works welcomed us when we first arrived 
at this country. 

     

2.  There were people from the company that helped 
us with the move to this country. 
3.  The company where my dad/mom works with 
invites us to the company's events (sports, Christmas 
party, etc.) 

 

  

 
 
Part G  
This part will ask you about the relationship between your well being in this country and your mom's/dad's work.  

 
While living  in this country… 

 
1 

Strongly 
disagree 

 

 
2 

Disagree 
3 

Neutral/ 
Not 

applicable 

 
4 

Agree 
5 

Strongly 
agree 

1. My parents have a hard time when they notice that 
either my sister/brother or I don’t like about staying 
in the this country. 

     

2.  My dad/mom complains  that she/he cannot 
concentrate on his/her work when there are problems 
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with the children at home. 
3.  When I’m not happy, this influences my 
mom's/dad's work. 

     

4.  My parents encourage me to take part in local 
events, parties and activities in this country. 

     

5. My parents concern about how well I am adapting 
to the daily lives in this country. 

     

6. My parents pay more attention to me since we 
moved to this country. 

     

7. I am enjoying my life in this country and this 
makes my  parents happy. 

     

8. I  am afraid that problems at home might affect my 
dad's/mom's work negatively. 

     

 
  
Part H 
This section will ask you briefly about your mom's/dad's work in this country. 

 
4 

 
While living  in this country… 

 
1 

Strongly 
disagree 

 

2 
Disagree 

 
3 

Neutral/Not 
applicable 

 

Agree 

 
5 

Strongly 
agree 

1.  Because of his/her work,  my dad/mom is away 
from home a lot. 

     

2.  My dad/mom tells me a lot about his/her work.      
3.  My dad/mom enjoys his/her work.      
4.  My dad/mom complains about his/her colleagues 
at work and/or the work-situation. 

     

5.  My dad/mom talks about his/her current job with 
enthusiasm. 

     

6. My dad/mom tries to spend time with  us  and  do 
things together (for e.g., visiting the zoo, museums 
etc.). 

     

7. My dad/mom complains more about his/her work 
than he/she used to. 

     

 
 

not 
opinion 

Part I  (Socio-cultural adjustment) 
This section will ask you about  your adaptation to the daily life activities in this country. 
 
How satisfied are you about: 
 

1 

at 
all 

2 
not 

3 
no 

4 
satisfied 

5 
very 

satisfied 

     
2.  the teachers in your school      
3.  your hobbies      
4.  the food in your host country      
5.  the safety in the neighborhood      
6.  the health-care (hospitals, dentists, doctors)      
7.  the environment      

     
9.  the things to do for you in the host country      

     
     

12.  life in the country that you now live in l      
13.  the people in your host country      

     
     

1. how your schoolwork is going 

8.  the house in which you live 

10. the weather 
11.  the friends you have here 

14.  your contact with the local people 
15.  the attitude of the local people towards you 
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Part J  
 
Next we will ask you some questions about your general health 
(Please tick the small box  next to the image that applies best to you) 
 
1. How did you feel the past two weeks?  
 

Bad Moderate Good Very good Excellent 

 
     

 

Much 

 
2. Did you feel obstructed in your social activities with family, friends, neighbours or clubs in the past two 

weeks? 
 

Not at all A little bit Moderate Very much 
 

 
 
 
 

 
 

 
 

 
 

 

 

Bad 

 
3. What do you think of your general health during the past two weeks?  
 

Moderate Good Very good Excellent 

 
 

    

 
 

1. I am afraid to tell much about myself. 

2. 

3. 

4. 

 
Part K  
 
Here we would like to know more about how you get along with other children 
(Please tick one box at each line) 
 

 I totally 
disagree 

I almost  
totally 

disagree 

I agree a 
little bit 

I almost 
agree 

I totally 
agree 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

 
1 2 3 4 5 

I feel at ease with the children that care about me. 

I would like to be honest to others, but I am afraid that 

they will tell it to other people. 

I do not like it when other children try to make contact 
with me. 
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5. I like to help people and I also like it when  people help 

me. 

6. 

7. I feel at ease when other people don’t know much about 

me. 

8. 

9. 

10. I find it annoying when others depend on me; I’d rather 
go my own way. 

11. 

12. 

13.  I think that I like others more than they like me. 

15.  I am often afraid that others do not like me. 

16. 

17. 

18. 

19.  

20. It is important to know whether other children like me or 

not. 

21. 

22. 

23. 

24. 

 
 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

14.  I trust other children. 
1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

I like to do things alone. 

I would like to get to know other children well, but I find 

it hard to trust others. 

I do not like to tell things about myself. 

I often wonder if others like me. 

I enjoy spending time with other children. 

I am afraid that others will let me down. 

I like it when other children and I  know each other well. 

 I do not find it hard to tell someone when I have a 
problem.  

I find it hard to ask for help from other children.

I find that it is important that you can count on each 
other. 

I find that it is easy to talk about myself. 

I don’t need others around me that often. 

I like it when others can count on me. 
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Tel: 070-346 2525 

British Society of Amsterdam 

Tel: 070-517 8935 

 
Appendix F 
Addresses of expatriate spouses’ clubs and organizations in The Netherlands 
 
 
ACCESS The Haque 
2nd Floor, Societeit de Witte 
Plein 24, 2511 CS Den Haag 

 
OUTPOST Assen 
Schepersmaat 2 
P.O.Box 28000, 9400 HH Assen 
Tel: 592-363 062 
 
Connect International, Groningen 
Damsterdiep 38, 9711 SM Groningen 
Tel: 50-589 1637 
 
OUTPOST Expatriate Information Centre 
Tel: 70-377 6530 
 

Postbus 7429, 1007 JK Amsterdam 
 
British Women’s Club 
2nd Floor, Societe de Witte, Plein 24, 2511 CS Den Haag 
Tel: 070-346 1973 
 
American’s Women’s Club of the Hague 
Nieuwe Duinweg 25, 2587 AB Den Haag 
Tel: 070-350 6007 
 
Canadian Women’s Club 
Postbus 89, 2240 AB Den Haag 

 
EXPATPLUS 
Jan-Jaap Verolme 
Maasstraat 17, P.O.Box 23082 
3001 KB Rotterdam  
Tel: 010-213 6309 
E-mail: jjverolme@expatlpus.nl 
 
CONNECTing WOMEN, The Haque 
Tel: 070-364 2668 
 
International Women’s Contact, Amsterdam 
Tel: 020-672 3366 
 
International Women’s Contact, The Hague 
Tel: 070-386 9970 
 
International Women’s Club Eindhoven 
Tel: 040- 262 1311 
 
International Women’s Contact Utrecht 
Tel: 030-254 6207 
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Grapevine, Tel: 020-640 4815 
Pickwick Women’s Club of Rotterdam 
Tel: 010-458 6973 
 
Haarlem English Speaking Contact Group 
Tel: 023-529 1270 
 
English Speaking Ladies Group, Uithoorn 
Tel: 0297-565 274 
 

International Contact Group 

South African Women’s Club 
070-350 0274 
 
Foreign Exchange Club 
Tel: 024-677 4014 
 

Valerianstraat 197, 3765 EN Soest 
 
The Monday Club of Zoetermeer 
Tel: 079-352 0871 
 
Clogs & Willies 
Tel: 030-604 7796 
 
Y.E.S 
Tel: 036-532 5490 
 
International Women’s Club of South Limburg 
www.maastech.com/expat/iwc.html 
 
The Petroleum Wives Club of the Hague 
Tel: 070-511 6342 
 
The International Centre, Leiden 
Tel: 071-589 2213 

Grapevine 

 

 
 

 
International Club Noord Nederland 
Tel: 050-577 3624 
 
E.L.B.O.W. (The English Language Bond of Women), Dordrecht 
Tel: 078-618 3681 
 
Noordwijk & District ladies Club 
Tel: 0252-376 750 
 
Australian and New Zealand Women’s Club, The Hague 
Tel: 070-350 0294 
 

Tel: 020-640 4815 
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Appendix G.1 
 Major Needs of Expatriate Spouses 
 
 
 
 

A.  Pre-assignment stage 

 
 

B.  Early assignment stage 

 
 

 

 

 

• Spousal interviews,  
• Psychological tests 
• Realistic preview of culture shock and foreign location 
• On-site visit 
• Language and cultural training,  
• Job/employment issues 

• Assistance with daily activities 
• Administrative support and networking 
• Assistance in finding job/employment 
• Financial support for education/research/other productive activi
• Counseling for culture shock crisis 

C. Late assignment stage 

• Recognition of contribution 
• Maintain ties to home 

D. Post assignment stage 

• Assistance reestablishing home and family life 
• Assistance with job/employment 
• Support in dealing with culture shock  

 
Source: Punnett, B. J. (1997),  Towards effective management of expatriate spouses.  Journal of 
World Business. Vol. 32 (3),  pp. 243-258. 
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Appendix G.2 
Recommendations for international companies: 
 
 
 

*  Design flexible expatriate policies. Instead of allowances and premiums governed by 
arbitrary rules, provide a fair budget and a choice of support services. That approach spends 
employers’ money more wisely and gives expatriates the sense that the company 
understands the challenges their families will face. 
 
*  Monitor internal system and people. International companies have to make sure that their 
firms are not so “headquarters centric” that they unknowingly create barriers for expatriates. 
International companies should also invest in global awareness training and education for 
employees at all levels in the organizations that are involved with global operations. This 
modest expenditure will result in a much greater return in all investments being made in the 
firm’s global expansion. 

 

 

An excerpt from Fitzgerald, B. T., (1997) 
 
*  Hire a relocation service in the host country. The relocation service will help the 
expatriates and their family members in dealing with official and unofficial matters, e.g., 
obtaining immigration and work permits, car and home insurance, locating housing, 
negotiating leases and so forth.  
 
*  Provide pre-departure assistance and ongoing consultation for expatriates and their family 
members such as basic language skills and cross-cultural training. Pre departure assistance 
should also address critical family issues, e.g., children’s schooling, medical coverage, and 
making friends. In addition, basic household issues such as temporary living 
accommodations, banking needs and shipment logistics should be addressed. 
 
*   Do not assume that “no news is good news”  maintain regular contact with expatriates. 
Become a trusted resource for resolving issues at headquarters and lend a sympathetic and 
confidential ear when expatriates just need to vent. Call weekly during the first 60 days of 
expatriation and monthly thereafter for the first year. 
 

 
*To reach “strategic partner status” in globalisation, help employees focus on the difficult 
problems of integrating expatriates and their families into the host country  not just the 
“easy” issues of moving households and managing tax implications.  Recognize the 
differences between expatriates, and then use that recognition as a departure point for 
developing expatriate policies. 

*Enhanced support from Human Resource Department will reduce the risks of the 
organisation’s expansion strategy and enhances the chances of success. 
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Samenvatting  
 
De interculturele aanpassing van partners en kinderen van 

geëxpatrieerden betreft een tamelijk nieuw, tot nu toe weinig onderzocht 
onderwerp. Met dit proefschrift wordt deze lacune aangepakt. 
Voortbouwend op aanwezige inzichten, is een theoretisch model 
ontwikkeld met het oog op het onderzoeken van de determinanten van 
interculturele aanpassing bij partners en kinderen van geëxpatrieerden. 
De belangrijkste doelstelling van dit proefschrift behelst het onderzoeken 
van persoonlijkheidskenmerken, familiekenmerken, professionele 
eigenschappen van geëxpatrieerden1, wisselwerking tussen werk-thuis, 
wisselwerking tussen huis-werk en toegevoegde zaken als factoren die de 
interculturele aanpassing van de partners van geëxpatrieerden en hun 
kinderen kunnen beïnvloeden. 

 
Het eerste deel van dit onderzoek richt zich op de interculturele 

aanpassing van de partner van de geëxpatrieerde. 
Persoonlijkheidskenmerken, familiekenmerken, en professionele 
eigenschappen van de geëxpatrieerde zijn onderzocht zowel als de 
beslissingen binnen de interculturele aanpassing van de partners van de 
geëxpatrieerden. In het onderzoek zoals beschreven in hoofdstuk 5, zijn 
aanwijzingen van de interculturele aanpassingen van de partners van de 
geëxpatrieerden: Psychological Well-being, Intercultural 
Interaction/Interaction with Locals en Socio-cultural Adjustment. Tijdens 
een steekproef bij 248 partners van geëxpatrieerden werd eerst duidelijk 
dat vooral de persoonseigenschappen van Open-mindedness en Emotional 
Stability gerelateerd waren aan de aanpassing van deze personen. Daarbij 
is ook gebleken dat Family Cohesion en Family Adaptability impact 
hebben op de aanpassing van de partners van de geëxpatrieerden. Voor 
wat betreft de variabelen gerelateerd aan het werk van de 
geëxpatrieerden, zijn zowel de begeleiding van het bedrijf als de 
voldoening in het werk sterk gerelateerd aan de aanpassingsmogelijkheid 
van de partners. Als laatste hebben we de invloed van een aantal 
demografische variabelen onderzocht. In het bijzonder de duur van de 
expatriëring, beheersing van de taal, of deze mensen contact hebben met 
een plaatselijke geestelijke en de economische situatie leken bij te dragen 
aan de aanpassing van de partners van de geëxpatrieerden. 

 
Een vervolgonderzoek van ongeveer een jaar is onder een groep 

van 50 geëxpatrieerden gehouden. Dit onderzoek toonde aan dat van hun 

                                                 
1 geëxpatrieerde = iemand die voor zijn werk in het buitenland gestationeerd is 
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partners persoonlijkheidskenmerken domineerden als beslissende 
factoren met het oog op hun interculturele aanpassing in het land waar ze 
verblijven. Openmindedness was sterk gerelateerd aan de interactie van 
de partners met de plaatselijke bevolking, hoewel/aangezien Open-
mindedness, Social Initiative en Flexibility zeer gerelateerd waren aan de 
Socio-cultural Adjustment van de partners in het vreemde land. 
Familiekenmerken en de professionele kenmerken van de 
geëxpatrieerden lieten geen effect zien ten aanzien van de drie indicatoren 
van interculturele aanpassing. De resultaten geven aan dat 
persoonlijkheidskenmerken, in het bijzonder Open-mindedness, Social 
Initiative en Flexibility “long-term” factoren van succesvolle aanpassing 
in het andere land blijken te zijn. 

 
Daarnaast wilden we de invloed van de oorspronkelijke cultuur van 

de partner van de geëxpatrieerden bekijken voor wat betreft de 
aanpassing, en ook de belangrijkheid van het voorspellingsmodel 
(hoofdstuk 6). In de eerste plaats hebben we het effect van de culturele 
achtergrond onderzocht in de bewoordingen van Hofstede’s vier culturele 
dimensies van interculturele aanpassing van partners van geëxpatrieerden 
die weer in Nederland als buitenland verblijven. Over het algemeen 
verwachtten we dat de partners uit culturen die vergelijkbaar zijn met de 
Nederlandse, zich gemakkelijker aan zouden passen naar Nederland dan 
partners die uit andere culturen komen. Dit gold nauwelijks voor partners 
uit Individualism en Uncertainty Avoidance culturen. Zoals voorspeld, de 
mate van interculturele aanpassing verschilde naarmate de culturen 
verschilden. Bijvoorbeeld: Flexibility bleek een meer belangrijke factor 
van interculturele aanpassing bij de partners van Collectivistic culturen 
vergeleken met die uit Individualistic culturen en ook was Flexibility 
belangrijker voor de aanpassing van deze mensen uit duidelijke 
vergeleken bij minder duidelijke Uncertainty Avoidance culturen. Ook 
ontdekten we dat familiekenmerken belangrijker waren bij partners uit 
Collectivistic culturen, en zowel persoonlijkheid als de professionele 
eigenschappen van de geëxpatrieerden waren belangrijker bij de partners 
uit Individualistic culturen. Echter, de resultaten uit dit onderzoek zouden 
voorzichtig overwogen moeten worden, omdat een aantal geïnterviewden 
zowel hoog als laag scoren op elk van Hofstede’s culturele dimensie en er 
dus geen balans is. 

 
Verder hebben we onderzocht bij zowel de geëxpatrieerden als hun 

partners, de invloed van work-home interference (WHI) en home-work 
interference (HWI) op de interculturele aanpassing van de partners. 
Doordat er veel aanspraak werd gedaan op de persoon op het werk, kon 
hij/zij minder energie hebben om de partner te helpen met bezigheden 
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thuis. Bovendien, in hun eigen werksituatie konden hoge eisen invloed 
hebben op bezigheden thuis en vice-versa. Neem bijvoorbeeld een 
geëxpatrieerde die zijn/haar kinderen moet ophalen uit school terwijl 
tegelijkertijd een belangrijke vergadering in de agenda staat. Eerdere 
onderzoeken hebben aangetoond dat hulpmiddelen en behoeften thuis en 
op werksituaties een wisselwerking uitoefenen op de werk-thuis situatie. 
Vierennegentig geëxpatrieerden en hun partners deden mee in dit 
onderzoek. Ten eerste: de aanpassing van de partners van de 
geëxpatrieerden bleek beïnvloed te worden door hulpmiddelen en 
behoeften die ze thuis hadden, in het bijzonder bij diegenen die niet 
werkten. Ten tweede: zowel de positieve als negatieve wisselwerking 
tussen thuis en werkverdeling hadden invloed op het niveau van 
aanpassing van de werkende partner. Ten derde: de negatieve invloed op 
het werk van de geëxpatrieerden door het effect op de bezigheden thuis, 
heeft ook een negatieve invloed op de partners van deze mensen. Verder: 
negatieve invloeden gesignaleerd bij geëxpatrieerden waren significant 
negatief gerelateerd aan hun partners’ interculturele aanpassingen. 
Interessant om te vermelden is dat de behoeften thuis van de 
geëxpatrieerden bij een negatieve huis-werk wisselwerking een negatief 
effect hadden op de aanpassing van de partners. 

 
Een partner van een geëxpatrieerde vertelde eens aan de auteur: 
“It is a sin to have a child while expatriating”. 
 
Hoe erg is het om kinderen mee te nemen als je geëxpatrieerd 

bent? In hoofdstuk 8 is onderzocht, hoe groot de invloed is van een aantal 
factoren bij de kinderen van de geëxpatrieerden. Hetzelfde model is 
onderzocht als bij het onderzoek van de partners. Daarbij waren de 
vriendschappen onderzocht als de factoren met het oog op hun aanpassing 
in een vreemd land. Honderd en vier kinderen deden mee in dit 
onderzoek. Met betrekking tot de familiekenmerken: Family Cohesion, 
Family Adaptation en Family Communication bleken belangrijke 
instrumenten bij de aanpassing van de kinderen van de geëxpatrieerden. 
Van de vijf persoonlijkheidskenmerken, lieten Social Initiative en 
Emotional Stability significante effecten zien van de algemene en 
psychologische gezondheid van de kinderen, alsook de socio-culturele 
adaptatie en tevredenheid met de levensomstandigheden. Daarbij liet 
Open-mindedness een significante relatie zien met de algemene en 
psychologische gezondheid van deze kinderen. Van de factoren 
domineerden de vriendschappen van de kinderen als de sterkste 
voorspeller van de interculturele aanpassing van deze kinderen. Zowel 
een Ambivalent Attachment Style als een Dismissive-Avoidant Attachment 
Style lieten significant negatieve effecten zien op de algemene en 
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psychologische gezondheid van deze kinderen, evenals op hun socio-
culturele adaptatie / tevredenheid met hun levensomstandigheden. Zoals 
verwacht: de Secure Attachment Style van deze kinderen had positieve 
invloed op de beide indicatoren van de interculturele aanpassing. In 
termen van de arbeidskenmerken van de ouders: alleen de tevredenheid in 
het werk van de geëxpatrieerden bleek significant gerelateerd aan de 
beide indicatoren van de interculturele aanpassing van hun kinderen. 
Uiteindelijk waren demografische gegevens zoals: participatie in het 
beslissen om te verhuizen en of de kinderen voelden dat hun ouders echt 
rekening hielden met hun mening, beide positief gerelateerd aan hun 
algemene en psychologische gezondheid. Beheersing van de regionale 
taal en het hebben van broers en zussen in het vreemde land werkten mee 
aan hun socio-culturele adaptatie/ tevredenheid met de 
levensomstandigheden. 

 
Het onderzoek binnen dit proefschrift laat de belangrijkheid zien 

van een aantal factoren van interculturele aanpassing van partners en 
kinderen van geëxpatrieerden. Shaffer en Harrison (2001) en De Leon en 
McPartlin (1995) meenden, dat de partners en kinderen van 
geëxpatrieerden hun “eigen” theorie en modellen van interculturele 
aanpassing nodig zouden hebben. In dat opzicht hebben we met dit 
proefschrift toegevoegd aan het gebied van interculturele adaptatie door 
het ontwikkelen van een nieuw model van culturele adaptatie voor 
partners en kinderen van geëxpatrieerden. Verder hopen we dat de 
suggesties die we gepresenteerd hebben, nieuwe richting aan de 
internationale bedrijven kunnen geven voor wat betreft het bijsturen van 
hun beleid ten aanzien van het internationaal stationeren van werknemers. 
Het is duidelijk dat zowel de partners als de kinderen van de 
geëxpatrieerden een belangrijke rol spelen in het succes van de 
internationale opdracht en het lijkt belangrijk te zijn om deze rol serieus 
te nemen, zowel in theorie voor de wetenschap als in het nemen van 
belangrijke beslissingen over hoe de internationale opdrachten te 
organiseren en voor te bereiden. 
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Summary 
 
The intercultural adaptation of expatriate spouses and children is 

quite a new topic. There is little research has been carried out in this field 
and one of the objective of the present thesis is to fill in the gap in the 
literature. We have developed an intercultural adaptation model for both 
expatriate spouses and children in order to study the determinants that 
contribute to their intercultural adaptation. Among the studied 
determinants are personality, family, expatriates’ work characteristics, 
work-home interference, home-work interference, and attachment styles.       

 
The first part of the study focused on expatriate spouses’ 

intercultural adaptation. Personality characteristics, family characteristics, 
and expatriates’ work characteristics were examined as the determinants of 
the intercultural adaptation of expatriate spouses. In this study, indicators 
of expatriate spouses’ intercultural adaptation were Psychological Well-
being, Intercultural Interaction/Interaction with Locals, and Socio-cultural 
Adjustment. Among a sample of 248 expatriate spouses it was first shown 
that in particular the personal characteristics of Open-mindedness and 
Emotional Stability were associated with expatriate spouses’ adaptation. In 
addition, Family Cohesion and Family Adaptability were also found to 
have an impact on expatriate spouses’ adaptation. Of the variables related 
to expatriates’ work, both Support from Company and Expatriates’ Work 
Satisfaction were significantly related to spouses’ intercultural adaptation. 
Finally, the influence of a number of demographic variables was 
examined. Particularly the duration of expatriation, command of the local 
language, having visited the country prior to relocation, and economic 
situation seemed to contribute to expatriate spouses’ adaptation.  

  
A follow-up study of about one year interval was performed among 

a sample of 50 expatriate spouses. This study showed that expatriate 
spouse’ personality characteristics dominated as the determinants of their 
intercultural adaptation in a host country. Open-mindedness was 
significantly related to expatriate spouses’ interaction with the local people 
whereas Open-mindedness, Social Initiative, and Flexibility were 
significantly related to expatriate spouses’ Socio-cultural Adjustment in a 
host country.  Family characteristics and expatriates’ work characteristics 
did not show any effects on the three indicators of intercultural adaptation. 
The results indicated that personality characteristics, particularly Open-
mindedness, Social Initiative, and Flexibility sustained as “long-term” 
determinants of successful adaptation to a host country. 
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Next, we were interested in the influence of the expatriate spouses’ 
original culture on their adaptation.  First, we investigated the effect of 
cultural background in terms of Hofstede’s four cultural dimensions on 
intercultural adaptation of expatriate spouses who have expatriated in the 
Netherlands. In general, we expected that expatriate spouses from cultures 
similar to the Netherlands adapt more easily to the Netherlands than 
expatriate spouses from different cultures. This was only weakly supported 
for expatriate spouses from Individualism and Uncertainty Avoidance 
cultures. As predicted the determinants of intercultural adaptation differed 
across cultures. Example, Flexibility was found to be a more important 
determinant of intercultural adaptation among expatriate spouses from 
Collectivistic cultures as compared to Individualistic cultures and was also 
more important to adaptation of expatriate spouses from strong as 
compared to weak Uncertainty Avoidance cultures. We also found that 
family characteristics were more important among expatriate spouses from 
Collectivistic cultures and personality as well as expatriates’ work 
characteristics were more important among expatriate spouses from 
Individualistic cultures.  Results from this study, however, should be 
considered cautiously because of the imbalance in the number of 
respondents scoring high and low on each of Hofstede’s cultural 
dimension. 

 
Furthermore, we examined the influence of both expatriates’ and 

their spouses’ work-home interference (WHI) and home-work interference 
(HWI) on spouses’ intercultural adaptation. Due to increased demands at 
work expatriates may have less energy to help their spouses with tasks at 
home.   Moreover, high demands in their own work situation may interfere 
with tasks at home and vice-versa. Take for example an expatriate who has 
to take his/her children home from school while at the same time an 
important meeting has been scheduled. Previous studies have proven that 
resources and demands at home and at work situations affect work-home 
interference. Ninety-four expatriates and their spouses participated in the 
study. First, expatriate spouses’ adaptation was found to be affected by 
resources and demands they experienced at home, particularly among the 
non-working spouses.  Second, both positive and negative interference 
between home and work roles affected working spouses’ level of 
adaptation. Third, the negative spill over effects of roles at home on the 
work of their partners (i.e., the expatriates) affected expatriate spouses’ in 
a negative manner. Furthermore, negative spill over effects reported by 
expatriates were significantly negative related to their spouses’ 
intercultural adaptation. Interestingly, expatriates’ home demands in the 
presence of negative home work interference had a negative effect on 
spouses’ adaptation.  
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An expatriate spouse once told the author,  

“It is a sin to have a child while expatriating.” 
 

How bad it is to bring a child or children along while expatriating? 
In this study, the influence of a number of determinants of expatriate 
children’s intercultural adaptation was examined. One hundred and four 
children participated in the present study. With respect to the family 
characteristics, Family Cohesion, Family Adaptation, and Family 
Communication appeared to be important predictors of expatriate 
children’s intercultural adaptation. Of the five personality characteristics, 
Social Initiative and Emotional Stability indicated significant effects on 
children’s general and psychological health as well as socio-cultural 
adjustment and satisfaction with the living conditions.  In addition, Open-
mindedness showed a significant relationship with expatriate children’s 
general and psychological health. Among the determinants, the attachment 
styles of expatriate children dominated as the strongest predictor of 
expatriate children’s intercultural adaptation. Both an Ambivalent 
Attachment Style, and a Dismissive-Avoidant Attachment Style displayed 
negative significant effects on expatriate children’s general and 
psychological health, and also on their socio-cultural 
adjustment/satisfaction with the living conditions. As expected, the Secure 
Attachment Style of expatriate children positively affects both indicators 
of intercultural adaptation. In terms of the parents’ work characteristics, 
only Expatriates’ Work Satisfaction was found significantly related to both 
indicators of expatriate children’s intercultural adaptation. Finally, 
demographic data such as participation in decision to relocate and whether 
expatriate children felt that their parents really considered their opinions 
regarding the relocation were both positively related to expatriate 
children’s general and psychological health.  Command of the local 
language and having siblings in the host country contributed to their socio-
cultural adjustment/satisfaction with the living conditions.  
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STELLINGEN 
From the thesis written by Anees Janee Ali, titled: 

 
The Intercultural Adaptation of Expatriate Spouses and Children 

An empirical study on the determinants contributing to the success of 
expatriation 

 
 
1. Personality characteristics dominate as determinants of the intercultural 
adaptation of expatriate spouses whereas attachment styles dominate as 
determinants of intercultural adaptation among expatriate children 
(Chapters 5 and 8). 
 
2. Family cohesion and communication are important for the successful 
intercultural adaptation among expatriate spouses and children (Chapters 
5 and  8). 
 
3. Expatriates’ work satisfaction is found to be an important factor that 
contributes to expatriate spouses’ and children’s adaptation (Chapters 5 
and 8). 
 
4. Support from the company influences expatriate spouses’ well-being 
(Chapter 5). 
 
5. For expatriate spouses who have lived in the Netherlands, personality 
characteristics are more important among expatriate spouses from 
Individualistic cultures as factors that contribute to their intercultural 
adaptation compared to their counterparts from Collectivistic cultures 
(Chapter 6).   
 



6. Expatriate spouses’ adaptation suffers when expatriates experience 
negative influence of their role at home on their role at work (negative 
Home-Work Interference) (Chapter 7). 
 
7. Expatriate spouses’ employment status, the ability to communicate in 
the local language, a visit to the host country prior to the relocation, total 
number of years of expatriation, and the family’s annual income 
contribute to their intercultural adaptation (Chapter 5). 
 
8. Expatriate children’s command of the local language, participation in 
the decision to relocate and feeling that their parents really considered 
their opinions, and having siblings during the relocation help to elevate 
their intercultural adaptation experience.    
 
9. Map out your future, but do it in pencil.  
 -Jon Bon Jovi 
 
10. It takes a lot of strength to hang on and it takes a lot more to let go. 
 
11. Writing a P.h.D. thesis is like constructing a building  you need to 
design, people to work on it, materials to use, and etc.  and it may 
probably take a longer time to finish! 
 
12.  Gebruik elke seconde in je leven, die kans komt nooit meer terug! 
       Use every second in your life since this chance will never return. 
 
13. We learn from the past, experience the present, and hope for success 
in the future. 
 
14. Hoe verder hij ging, des te langer was zijn terug weg. 
    The further a person travels, the longer time he takes to return. 
    -written on a wall of a row house near Utrecht Central Station, The                          

Netherlands 
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