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ABSTRACT

In this study a measure for assessment of host country nationals’ attitudes
towards expatriates (ATEX) was developed. The study consisted of four phases.
In the first phase, in-depth interviews with 10 expatriates and 15 host country
nationals (HCNs) were conducted and items of ATEX were generated based on
the interview outcomes. In the second phase, the 60-item version of ATEX was
filled out by 198 HCN participants for potential expatriate managers assigned
from developed countries to developing countries. Following the analysis of
results, item elimination was conducted. In the third phase, the remaining 34
items of ATEX were evaluated by 44 participants as positive or negative
attributes of expatriates. In the main study, 228 participants filled out a
questionnaire inciuding 34-item version of ATEX. Personality, ethnocentrism,
universal-diverse orientation, preference to work with expatriates and intention to
provide social support to expatriates were also assessed through this
questionnaire. After factor analyses, final version of ATEX was reduced to 24
items which loaded on to five factors. ATEX correlated significantly with
openness to experience, extraversion, universal-diverse orientation and
ethnocentrism. These correlations provided support for the convergent validity of
ATEX. Discriminant validity of ATEX was supported by two findings. Having
previous work experience with expatriates led fo positive attitudes towards
expatriates and quality of the experience correlated with ATEX. Criterion-related
validity was supported by the findings that intention to provide social support to
expatriates and preference to work with expatriate managers correlated with
ATEX. Since there was lack of such a measure in expatriation literature, ATEX
has the potential to be a reference point for further research on this issue and
contribute fo practitioners by providing them information about specific areas

that require training for expatriates and HCNs.

Keywords: Expatriate, expatriation, attitudes, host country nationals
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OZET

Bu ¢alismada, yabanct yoneticilere yonelik tutumlari Slgen yeni bir dlgek
gelistirilmistir. Calisma dort sathadan olusmustur. Birinci sathada, 10 yabanci
calisan ve 15 Tirk calisan ile genis kapsamh géritsmeler yapilmis ve Glcegin
maddeleri olusturulmustur. Ikinci safhada, 198 katibma lgegin 60 maddeli ilk
versiyonunu gelismis iilkelerden gelip gelismekte olan tilkelerde gorev alan yabanct
yoneticiler icin doldurmustur. Bu safhadan sonra ilk madde elemesi yapimustir.
Ugtlincti sathada, kalan 34 maddenin yabanct yoneticiler i¢in olumlu ya da olumsuz
ozellikler olarak algilanip algilanmadigr 44 katihmer tarafindan belirtilmigtir. Temel
calismada, 228 katilimer gelistirilen 6lgegin 34 maddeli versiyonunu igeren bir
anketi doldurmugslardir. Bu anket ile ayrica katilimcilarm kisiligi, etnik merkezciligi,
evrensellik — ¢esitlilik egilimi, vabanci yoneticilerle ¢calisma tercihi ve onlara sosyal
destek saglama niyeti $l¢tilmiistiir, Faktdr analizlerinin sonrasinda dlgegin son
versiyonu 5 faktdre yitklenen 24 madde olarak ortaya cikrmigtir. Geligtirilen tutum
Olgegi ile deneyime agiklik, disa dontiklik, evrensellik — cesitlilik egilimi ve etnik
merkezcilik arasinda istatistiksel olarak anlamli korelasyonlar bulunmustur. Bu
bulgular dlgegin birlesen gecerligi igin destek saglamustir. Olgedin ayirdedici
gecerligini destekleyen iki bulgu vardir. Yabanci yoneticilerle daha dnce deneyim
sahibi olmanin onlara karst daha olumlu tutumlara yol agti@ bulunmus ve bu
deneyimin niteligi ile 6lcek skoru arasinda istatistiksel olarak anlamli korelasyon
bulunmustur. Olciit gegerligi ise dlcek skoru ile yabaner yoneticilere sosyal destek
saglama niyeti ve onlarla ¢alisma tercihi arasindaki anlamli korelasyonlarla
desteklenmistir. Literatiirde bdyle bir Slgegin bulunmamasi nedeniyle, gelistirilen
olcegin bu konudaki aragtirmalann artmasina katkida bulunmasi

beklenmektedir. Ayrica, yabanct yoneticiler va da onlarla ¢aligsan yerel cahsanlar icin
hazirlanacak egitim programlarinin geligtirilimesinde alandaki uygulamacilara da

fayda saglama potansiyeli vardir.

Anahtar Sézciikler: Tutumlar, yabane1 yoneticiler
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Chapter 1

INTRODUCTION

The landscape of business in the twenty-first century is defined by three
main characteristics: Globalization, hyper-competition and rapidly changing
technology (Hitt, Ireland & Hoskisson, 2003). These characteristics have led to
important changes in the way we understand appropriate and effective ways of
doing business. In the global arena, not only local employees but also employees
from other countries can easily be hired by a company. Especially multinational
companies prefer to put foreign managers in charge of different subsidiaries of
their companies with the aim of conveying information and improving the
performance and finally, gaining competitive edge in the global market (Aycan,
1997a). In 1991, it was estimated that over 80.000 employees in U.S. firms were
working as expatriates in more than 130 countries (Arvey, Bhagat & Salas, 1991,

cited in Guzzo, Noonan & Alron, 1994, p.617).

Expatriates are defined as “employees of business or government
organizations who are sent by their organization to a related unit in a country
which is different from their own, to accomplish a job or organization-related
goal for a pre-designated temporary time period of usually more than six months
and less than five years in one term” (Aycan & Kanungo, 1997, p.250). The
current state of affairs in the world, especially in the world of business, is very
important in the expatriation process and is very mfluential in shaping the host

country nationals’ (HCNs) perceptions of expatriates. Increasing ethnic and
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religious conflicts in the world, as well as anti-Americanism fueled by the second
Iraq War have the potential to influence the attitudes of HCNs towards
expatriates from Western countries. On the other hand, Western business world is
not envied as much as it was before. Previously, Western ways of doing business
were perceived as the most appropriate ways which should be adopted by other
countries for making correct managerial decisions and establishing the most
effective systems of business. However, scandals such as the Enron case
influenced the view of Western understanding of business by other people
negatively and resulted in decline n trust and respect towards Western business
people. With regard to current trends in the world leading to prejudice towards
others, examination of HCN influence on expatriates appears as a crucial topic in
the study of expatriation since HCNs are involved in many aspects of

expatriation and play a crucial role in the effectiveness of this process.

Attitudes of HCNs towards expatriates may be expected to influence the
way HCNs will treat expatriates and as a result, influence socialization,
adjustment and even the performance of expatriates. Attitudes of HCNs towards
expatriates become particularly important in an era where micro-nationalism,
religious conservatism and intolerance among members of different civilizations
are on the rise. Furthermore, there is paucity of research on this topic and lack of
a measure developed for assessing HCNs® attitudes towards expatriates stands

out,

Fagly and Chaiken (1993) define attitude as “a psychological tendency
that is expressed by evaluating a particular entity with some degree of favor or
disfavor” (p.1). Katz and Stotland (1959, cited in Ajzen, 1996) argued that

attitudes are composed of cognitive, affective and behavioral components.



Chapter 1: Introduction

ta2

Furthermore, in Fishbein Model (1967, cited in Ajzen, 1996) it 1s suggested that
the attitude toward an object is a function of the intensity of belief about the
object and the evaluative aspect of the belief. In the study of attitudes of HCNs
towards expatriates, it is important to emphasize that attitudes may develop
without working with any expatriates and may alter positively or negatively after
interacting or working with an expatriate. However, according to the Theory of
Reasoned Action, attitude toward the behavior and subjective norms predict the

intention and intention predicts the behavior (Ajzen & Fishbein, 1980).

In general, managers from developed countries are preferred for
assignments in developing countries (Scullion & Brewster, 2001; Shimoni,
Ronen & Roziner, 2005; Tung, 1982). Developed and developing countries differ
in terms of the economic and political environments, socio-cultural environments
and internal work cultures (Kanungo & Jaeger, 1990). They have different firm-
specific capabilities, institutional environments (Makino, Isobe & Chan, 2004)
and managerial practices (Newman & Nollen, 1996). Due to these differences
and the context of this research, the present study aimed at constructing and
validating a measure of HCN attitudes towards expatriates from developed

countries assigned to developing countries.

It is expected that construction of a measure will contribute to future
research on this topic and will lead to better understanding of expatriate
adjustment and performance. Furthermore, as a practical contribution, it is
expected that the measure of Attitudes towards Expatriates (ATEX) will be used
for increasing the effectiveness of cross-cultural training programs designed for
either expatriates or HCNs. Based on the attitude assessments, content of cross-

cultural training programs can be tailored as needed. Attitudes of HCNs can be
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measured prior to the arrival of the expatriates and focus of the training programs
can be determined according to the potential problems between expatriates and
HCNs. These programs can help expatriates in forming realistic expectations
(e.g. Eschbach, Parker & Stoeberl, 2001) or can be used for increasing cultural
awareness and tolerance and decreasing racial prejudice among HCNs (Hogan,
2005). For example, if it is known that a manager from Germany will be assigned
to the company, HCNs can be asked to fill out ATEX for a potential expatriate,
Mean scores might provide information about their general attitudes towards this
person. Specific training programs can be designed with the aim of shaping the
false beliefs and negative attitudes of HCNs or informing expatriates about the

general perspective of HCN.

Organizations attach great importance to expatriation due to long-term
benefits. For expatriates, increased compensation packages including high
salaries, private cars and high quality housing conditions can be considered as
factors making expatriation attractive (for a review see Bonache & Fernandez,
1997). Both organizations and expatriates make investments in terms of time and
money. Expatriates take serious risks including psychological costs by leaving
their countries, living, and working in a different environment. Not only does the
expatriate, but also his/her family should experience major life changes (see

Pellico & Stroh, 1997).

In spite of the investments and expectations, premature return before
accomplishing the goals set by the organization is observed frequently. For
example, it is claimed that 30 percent of assignments of American expatriates fail
(Baruch, Steele & Quantrill, 2002) and 30 to 40 percent of repatriates, employees

returning to the parent country after accomplishment of the overseas assignment,



Chapter 1: Infroduction

leave their company within two years after return (Dowiing, Schuler & Welch,
1994, cited in Baruch et al., 2002). In conclusion, it is obvious that there is low
return on investments leading to the disappointment of companies. Even if the
expatriate does not return earlier than the determined date, experiencing problems
during expatriation may cause low levels of performance during and after the
overseas assignment and lead to decrease in commitment to the parent as well as
to the host company (Andreason & Kinneer, 2003). Premature returns, leaving
the company during repatriation and low performance during expatriation
constitute most critical incidents of failure in return on investments (see Aycan,
1697a, 1997b; Hechanova, Beehr & Christiansen, 2003; Martinko & Douglas,

1999).

In general, researchers interested in expatriation investigated the
processes in expatriation which lead to successful vs. unsuccessful outcomes,
such as good adjustment and high performance versus poor adjustment and low
performance (Aycan, 1997a). In the study of expatriation, cultural differences
appear as a very important factor influencing many aspects of the expatriation
process (e.g. Aycan, 1997a, 1997b; Manev & Stevenson, 2001; Martinko &
Douglas, 1999; Owen & Scherer, 2002; Waxin, 2004), Adjustment of expatriates
in the host country is one of the most frequently studied topics, which has a

critical role in the success of expatriates (e.g. Hechanova et al., 2003).

Adjustment, socialization and performance of expatriates cannot be
treated as processes independent from the influence of HCNs. However, there is
only a small body of research which focuses on HCNs' perspective and the
influence of their attitudes towards expatriates which inevitably impact the way

HCNs treat expatriates (e.g. Hailey, 1996; Varma, Toh & Budhwar, 2006),
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Therefore, it is expected that the present study will contribute to the research on

this topic.

Present studies in expatriation literature that examined HCNs can be
summarized under three main topics. Firstly, several researchers (e.g. Camiah &
Hollinshead, 2003; Danis, 2003; McDonald & Kan, 1997; Stening, Everett &
Longton, 1983; Su & Richelieu, 1999) studied the differences between HCNs and
expatriates. The differences consisted of culture, language, values, managerial
practices, work styles and business ethics. These differences can be interpreted as
one of the main reasons behind potential conflicts between HCNs and
expatriates. They are especially important for expatriates going from developed
countries to developing countries because these countries differ highly in many
ways, such as cultural values (Kanungo & Jacger, 1990). Secondly, HCN
perspective in expatriation constitutes another area of research. Their preference
for expatriates instead of local managers (e.g. Yu & Pine, 1994; Zeira & Harari,
1979), their perceptions of factors leading to easier adjustment and increased
performance of expatriates (Sinangil & Ones, 1997) and their attitudes towards
compensation policies for expatriates (Hailey, 1996; Toh & DeNisi, 2003) are
investigated. Moreover, it is claimed that HCNs® suggestions for cross-cultural
training of expatriates may influence the effectiveness of training programs
positively (Vance & Ensher, 2002; Vance & Paik, 2002, Vance & Ring, 1994).
Thirdly, the crucial role of HCNs in cross-cultural adjustment of expatriates via
interaction and socialization is emphasized by several studies (e.g. Aycan, 1997a,
1997b; Caligiurt & Lazarova, 2002; Florkowski & Fogel, 1999; Hecl.lanova et al.,
2003; Shim & Paprock, 2002). Even though numerous studies mentioned the

importance of HCNs and many studies focused on HCN perspective in
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expatriation, researchers examined the attitudes of HCNs towards expatriates and
how HCNs categorize expatriates in few studies (Hailey, 1996; Varma, et al.,
2006). Furthermore, intention of HCNs to support the expatriates based on
attitudes and ingroup vs. outgroup categorization has not been investigated
adequately so far (Toh & DeNist, 2007; Varma et. al, 2006; Varma, Pichler, Aycan

& Budhwar, 2008).

In the present study, ATEX will be validated by examining its relations
with several constructs. Firstly, convergent validity will be examined through
testing the correlations between the measure and three personality dimensions
(openness to experience, extraversion and neuroticism), attitudes towards
diversity and ethnocentrism. Secondly, discriminant validity will be tested by
looking at the differences between the attitudes of (1) HCNs who have previous
experience with expatriates and who do not have, (2) who have experience with
expatriates in different durations, (3) reporting different degrees of quality in
their experience with the expatriates and (4) working in companies primarily
involved m international versus domestic business. Finally, the relation of the
measure with HCNs’ intention to provide social support to expatriates and their
preference for local vs. expatriate managers will be analyzed in order to test the

criterion-related validity.
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Chapter 2

LITERATURE REVIEW

2.1 Expatriate Assignments from Developed to Developing Countries

In several studies expatriates from developed countries assigned to developing
countries are investigated (Clegg & Gray, 2002; Selmer, 2006; Shimoni et al.,2005).
This aspect of expatriation is important because these expatriates constitute a great
majority. Expatriates from developed countries are expected to contribute to the
subsidiaries in developing countries by conveying new and effective ways of doing
business. They can play role in the start-up of operations or in the development of the

subsidiaries through sharing their techmcal expertise (Tung, 1982).

Differences between developed and developing countries play a crucial role in
expatriation because perceived cultural distance is an important factor in cross-
cultural adjustment of expatriates (Aycan, 1997a). These differences are based on
economic and political environment, socio-cultural environment and internal work
culture. For example, in developed countries, predictability of events is relatively
high, uncertainty avoidance is relatively low, power distance is relatively low,
masculinity is relatively high and causality and control of outcomes are primarily
infernal. However, developing countries have relatively low levels of predictability

of events and masculinity, and relatively high levels of uncertainty avoidance and
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power distance. In these countries, causality and control of outcomes are assumed to

be primarily external (Kanungo & Jaeger, 1990).

Consistent with these ideas, Tung (1998) found that expatriates in developing
countries were more likely to suffer from dysfunctional emotion-focused coping
mechanisms (e.g. increased alcohol consumption). Therefore, it may be concluded
that positive attitudes of HCNs and support from them are more important for
expatriates from developed countries who are assigned to developing countries

mstead of developed countries.

2.2 Managerial Differences among Developing and Developed Countries

Differences in managerial styles constitute an important element in HCN
expatriate comparisons especially when expatriates from economically developed
countries are assigned to developing countries. Managers from developed and
developing countries differ in conflict handling styles (Wang, Lin, Chan & Shi,
2005), leadership practices (e.g. Ardichvili & Kuchinke, 2002; House, Hanges,
Javidan, Dorfman & Gupta, 2002), business ethics (e.g. McDonald & Kan, 1997)

and management practices {e.g. Newman & Nollen, 1996).

Ali and Azim (1996), for instance, found that Western expatriate managers
perceive managerial problems which may be experienced during work in a
different way than Arab local managers do. In terms of personal problems like
sensitivity to comments and weak inner work incentives, expatriate managers

were more sensitive than Arab managers are but they were similar in degrees of
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sensitivity towards organizational/societal problems such as centralization of
authority and inadequate planning and information systems. Another study
revealed that managerial values, practices and systems (VPSs) of Hungarian
managers, systems meaning operational procedures and structures used in
resolving organizational problems, were oriented to the accumulation and
exercise of power, whereas those of Western expatriates were oriented to the
organizational performance. In addition, VPSs of Hungarian managers were
narrowly oriented toward output whereas Western expatriates” VPSs were
reflecting a broader range of issues, including market related concerns. Finally,
uncertainty avoidance in future plans appeared more frequently in Hungarian

managers compared to Western expatriates {Danis, 2003).

Results of these studies provide evidence for differences in managerial
perspectives of local and expatriate managers. Since expatriates are generally
assigned for top-level positions, the managerial differences among developed and
developing countries are important in expatriation. These differences should be
considered for ATEX, because it is developed in a developing country, to which

expatriates from developed countries are more likely to be assigned.

2.3  Impertance of HCN Attitudes for Expatriates’ Performance and
Adjustment

Social support in the local unit and perceived acceptance by HCNs
constitute important factors leading to positive outcomes in cross-cultural

adjustment (Aycan, 1997a, 1997b). In-country support for expatriates appears as
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a factor leading to decrease in premature return, increase in performance and
increase in psychological well-being (Andreason, 2003; Caligiuri & Lazarova,
2002; Hechanova, et al., 2003; Lee & Larwood, 1983; Louis, 1980; Wang, 2002).
These findings were replicated in studies on minorities and in general, results
revealed that acculturation and percerved social support from nationals lead to
better psychological adjustment (e.g. Kovacev & Shute, 2004). In relation to
outgroup vs. ingroup categorization of expatriates, it 1s claimed that HCNs who
tend fo perceive expatriates as outgroup members are less likely to engage in
socializing behavior whereas among them, the ones who desire to affiliate with

outgroup members are more likely to provide help and support to expatriates

(Toh & DeNisi, 2007).

In their study, Sinangil and Ones (1997) examined HCNs’ perceptions of
the factors contributing to better adjustment and increased performance of
expatriates. Results shq-wed that. job knowledge and motivatipn were perceived as
the most cﬁ'ﬁcial' factors whereas famiiy situation was perceived as the least.
Other factors included relational skills, flexibility/adaptability and extra-cultural
openness. Furthermore, this research showed that the ratings for expatriates
provided by HCNs on these five dimensions correlated with expatriate
adjustment and their intentions to stay in the foreign country. Therefore, it is

apparent that adjustment is important for evaluations of expatriates by HCNs.

In various studies, results revealed that organizational attachment of
expatriates to the parent as well as to the host company was influenced by the

level of social interaction with HCNs (e.g. Jun, Lee & Gentry, 1997; Tsui, Egan
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& O’Reilly 111, 1992). Resultant socialization and adjustment lead to decreased

turnover intention of expatriates (Louis, 1980; Martinko & Douglas, 1999),

A specific area, in which attitudes towards expatriates play an important
role is performance appraisal. Results of the study of Gregersen, Hite and Black
(1996) supported that raters who were more knowledgeable about the countries
of expatriates and who had previous experience with expatriates were more likely
to provide performance appraisal scores which were closer to perceived accuracy
of performance. Additionally, Caligiuri (1997) argued that halo effect possibly
arising from geographic distance between the countries of the expatriate and
HCNs was likely to influence the accuracy of performance appraisal of
expatriates by HCNs negatively. In her study, peers’ and leaders’ performance
appraisal scores for expatriates were highly correlated on the contrary of the
general findings in performance appraisal literature. Consistent with these
findings, Martinko and Douglas (1999) claimed that performance attributions of
HCNs for their compatriots are more likely to be accurate compared to HCNs’
performance attributions for expatriates. Results of the study of Arthur and
Bennett (1997) revealed that the way expatriates consider the job performance
factors (e.g. job specific proficiency and personal discipline) was influenced by
their nationality as well as the culture of the nation they were assigned for the

overseas job.

HCNs may attach negative meanings to expatriation procedure and these
opinions may lead to perceptions of conflict of interest and threat to their own

career development. As a result, working with expatriates may cause decrease in
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motivation and productivity of HCNs (Hailey, 1996). Tsui et al. (1992)
concluded that increase in diversity at the work place leads to decrease in
psychological attachment among workers and this situation may raise possible

problems in the host company.

Perceived or expected differences between HCNs and expatriates, and the
interpretation of the concept of expatriation from HCN perspective constitute
important factors m attitude formation (Hailey, 1996). In the literature about
minorities, it is emphasized that perceived threat arising from presence of
minorities leads to negative attitudes towards them (Corenblum & Stephan, 2001;
Cottrell & Neuberg, 2005; Semyonov, Raijman, Tov & Schmidt, 2004).
Preference of upper managerial boards for expatriate managers instead of local
managers may be interpreted as a threat by HCNs in managerial and non-
managerial positions due to the perception of expatriate manager as a barrier
indicating decreased possibility of promotion for higher positions (Hailey, 1996;
Watanabe & Yamaguchi, 2005). Moreover, compared to nationals, expatriates
are paid more and are provided with better benefits, e.g. high-quality housing
conditions, private cars and so on (see Bonache & Fernandez, 1997). When
nationals compare their own conditions to those of expatriates, they may perceive
an unfair situation and react negatively to this unbalanced situation and, as a

result, they may develop negative feelings (Hailey, 1996; Toh & DeNisi, 2003).

For instance, in their study comparing values and attitudes of Indian,
Pakistani and Bangladeshi expatriates with Omani locals, Kuchn and Al-Busaidi

(2000) found that most of the Omani locals agreed with the statements that
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“Foreign workers are just here to make money” and “Expatriates have more
authority and responsibility than Omanis” whereas expatriates mostly did not
agree with these statements. HCNs’ agreement with these statements

demonstrated their negative attitudes towards expatriation.

On the other hand, locals may also have positive opinions about
expatriation which may result in positive attitudes towards expatriates. Yu and
Pine (1994) asked local and expatriate respondents from hospitality industry to
rate several statements related to expatriation. Results indicated that Jocals were
more likely to agree with the statements “The presence of expatriates is important
to the quality of services of luxury hotels in Hong Kong” and “Expatriates are
employed to develop local hotel managers™ compared to the expatriates.
However, expatriates’ ratings for the statement “More locals should be used at

the top managerial grade™ were higher than HCNs’ ratings.

In summary, importance of the attitudes 0f HCNs cannot be
underestimated. HCNs® attitudes are effective in adjustment and performance of
expatriates. They are expected to influence the level of social support provided
by HCNss and increased social support leads to better adjustment of expatriates,
as discussed previously. Negative HCN attitudes may affect the HCNs by

decreasing their productivity and motivation.
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2.4 Factors Affecting Attitudes towards Expatriates

One of the main reasons behind conflicts among host country nationals and
expatriates is the differences among them. Differences in culture, managerial
attitudes and practices, work values, business ethics and life styles should be
considered as potential sources of negative or positive attitudes towards
expatriates (e.g. Ali & Azim, 1996; Culpan & Culpan, 1993; Danis, 2003;
Hailey, 1996; Kuehn & Al — Busaidi, 2000; Lee & Larwood, 1983; McDonald &
Kan, 1997; Owen & Scherer, 2002; Stening et al., 1983). Additionally, these
differences lead to problems in communication, especially when they are

combined with language barrier (e.g. Watanabe & Yamaguchi, 19953).

Culture is a crucial factor in expatriation process which influences each
aspect of expatriation experience (Aycan, 1997a, 1997b). Increase in cultural
differences leads to difficulties in acceptance of expatriates by HCNs, in
interaction between two groups and in adjustment of expatriates, so that culture
of origin directly influences interaction adjustment of expatriates (Waxin, 2004).
In addition, increased cultural distance appears as a barrier between expatriates
and HCN; for e.g., Western managers in Russia (Camiah & Hollinshead, 2003),
in India (Varma et al., 2006, Waxin, 2004), in Turkey (Culpan & Culpan, 1993),

in Asia (Hailey, 1996} and in Japan (Greenland & Brown, 1999).

McDonald and Kan (1997) compared business ethics perceptions of
expatriate managers vs. local managers. Respondents rated degrees of ethicality

of several scenarios and results indicated significant differences between
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perceptions of local and expatriate managers in Hong Kong. It is important to
emphasize that comparisons among American and British expatriates versus local
managers from Hong Kong revealed greater difference than comparisons of local

managers from Hong Kong with Chinese and Macau managers.

Attitudes towards expatriates are influenced by several factors such as
personality characteristics of HCN s, their attitudes towards diversity and level of
ethnocentrism. Having previous experience or contact with expatriates and the

quality of these previous experiences may also affect the attitudes towards them.

2.4.1 Personality and Attitudes

Several rescarchers examined the relation between personality variables
and attitudes towards people from minorities, including foreigners (e.g. Dunbar,
1995; Heaven & Quintin, 2003). Some of them evaluated racism and prejudice as
results of several psychopathological problems (Guindon, Green & Hanna, 2003;
Sawyerr, Straus & Yan, 2005; Umbach & Milem, 2004). These studies suggest
that vartous dimensions of ATEX may be relevant to ATEX and they can be

tested to provide convergent validity of the measure.

Openness to experience is one of the big five personality dimensions of
Costa and McCrae (1992) and its facets are identified as fantasy, aesthetics,
feelings, actions, ideas and values. McCrae (1996) investigated social
consequences of being high or low on this personality trait and he concluded that

openness influences “cultural innovation, political ideology, social attitudes,
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marttal choice and interpersonal relations” (p.323). Specifically, he argued that
people who are open to experiences are more likely to adapt to new ideas and life
styles in their environments and less conservative in terms of political ideology.
Consistent with these arguments, Silvestri and Richardson (2001) found that

openness {0 experience was negatively correlated with aversive racism.

Ekehammar, Akrami, Gylje and Zakrisson (2004) examined the way Big
Five personality traits lead to generalized prejudice involving racism, sexism,
prejudice towards homosexuals and mentally disabled people. Their study
included social dominance orientation and right-wing authoritarianism as
mediating variables between personality and prejudice. Results revealed that
openness to experience, conscientiousness and extraversion affected generalized
prejudice indirectly through right-wing authoritarianism whereas agreeableness
had indirect effect through social dominance orientation. Openness to experience

and agreeableness were negatively correlated with the mediating variables.

In another study, Flynn (2005) found that White individuals with higher
openness to experience scores were “less rigid in their use of Black stereotypes
and more open to stereotype-disconfirming information” (p.823). Specifically,
their openness to experience ratings correlated with their explicit racial attitudes
towards Blacks. Finally, Thompson, Brossart, Carlozzi and Miville (2002) found
that openness to experience correlated with universal-diverse orientation (will be

examined in detail below) of counselor trainees.

Thus, it is expected that HCNs who score higher on openness to

experience scale are more comfortable with working with expatriates and hence



Chapter 2 ; Literature Review 19

have more positive attitudes towards them, compared to HCNs who score lower
in openness to experience scale. This relationship will be examined as an

evidence for the convergent validity of the measure.

Hypothesis 1: There is a positive correlation between ATEX and

openness to experience.

Extraversion is viewed as a sense of sociability, in general and its facets
are identified as warmth, gregariousness, assertiveness, activity, excitement-
seeking and positive emotions. Neuroticism is defined as emotional
disorganization and consists of the facets anxiety, hostility, depression, self-

consciousness, impulsiveness and vulnerability (Costa & McCrae, 1992),

Wilson and Brazendale (1973) investigated the relations among Big Five
personality traits and conservatism, realism, militarism, anti-hedonism,
ethnocentrism and religion-puritanism. Results revealed an association between
extraversion and liberalism, realism, hedonism and non-religiousness. Individuals
high in extraversion had the tendency towards these ways of thinking.
Additionally, neuroticism was found to be associated with ethnocentrism and
intolerance to minority groups. Furthermore, Silvestri and Richardson (2001)
found that extraversion was negatively related to aversive racism. Their findings
revealed positive correlation between racial identity and neuroticism, On the
basis of this finding, they argued that negative affect toward people from other
ethnicities and anxiety about racial issues may arise from neuroticism, which is

“a general tendency to experience sadness, anger, anxiety and fear” (p.74).
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Based on previous findings, it is expected that more extravert HCNs feel
more comfortable while working with expatriates compared to introvert HCNs,
because of their attributes like warmth, assertiveness, excitement seeking and
positive emotions. Therefore, extravert HCNs are expected to have positive
attitudes towards expatriates, as another indication of convergent validity of

ATEX.

Hypothesis 2: There 1s a positive correlation between ATEX and

extraversion.

Neurotic HCNs’ have general tendencies related to sadness, anger,
anxiety and fear. They are expected to feel uncomfortable due to presence of
expatriates in work setting. They generally experience high levels of uncertainty
avoidance. It leads to avoiding situations in which a person from an unfamiliar
culture is in charge and that person might have difficulties in foreseeing the

expectations of the employees or coworkers.

Hypothesis 3: There is a negative correlation between ATEX and

neuroticism.

Two other dimensions of personality, agreeableness and
conscientiousness will not be included in the hypotheses, because of the lack of

consistent findings relating to attitudes towards diversity.
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2.4.2 Attitudes towards Diversity

On the basis of Vontress’ ideas (1979; cited in Miville, Holloway, Gelso,
Pannu, Liu, Touradji & Fuertes, 1999) about similarities and differences of
people, Miville et al. (1999) concluded that similarities are the aspects which
constitute the common characteristics arising from being human whereas
differences consist of cultural factors such as race, ethnicity or gender and
individual differences such as family or personality. Finally, in their article
introducing the construct, they defined universal-diverse orientation as “an
attitude toward all other persons that is inclusive yet differentiating in that
similarities and differences are both recognized and accepted; the shared
experience of being human results in a sense of connectedness with people and is

associated with a plurality or diversity of interactions with others” (p.292).

In their study, Miville et al. {1999) examined the relationships between
universal-diverse orientation and several constructs. Results revealed that
universal-diverse orientation was positively correlated with racial identity,
autonomy, mature and healthy aspects of empathy, favorable attitudes toward
feminism and androgyny, and negatively correlated with homophobia and
dogmatism. Strauss and Connerley (2003) investigated the way universal-diverse
orientation was related to race, gender, agreeableness, openness to experience
and degree of previous exposure to diversity. Agreeableness was the most
important predictor of this orientation and openness to experience was related to
universal-diverse orientation. Results revealed a significant difference in levels of

universal-diverse orientation of white vs. non-white participants in behavior
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component, but no significant difference in cognition and feeling components.
However, gender groups did not differ in universal-diverse orientation. Finally,
exposure to diversity was related only to the behavioral component of universal-
diverse orientation. Besides, findings of the study of Thompson et al. (2002)
supported that universal-diverse orientation and openness to experience are

strongly related.

Thus, it 1s expected that HCNs who have high levels of universal-diverse
orientation will have positive attitudes towards expatriates, as a result of their
ideas and expectations in favor of diversity and universality and possibly their
personality characteristics indicating openness to experience. In the current study,

universal-diverse orientation will be used for examination of convergent validity

of ATEX.

Hypothesis 4: There 1s a positive correlation between ATEX and universal —
diverse orientation so that individuals high in UDO are more likely score

high in ATEX compared to those lower in UDO.

2.4.3 ¥thnocentrism

Levine and Campbell (1972) defined the term ethnocentrism as "an
attitude or outlook in which values derived from one's own cultural background
are applied to other cultural contexts where different values are operative” (p.12).
Furthermore, they identified two forms of ethnocentrism; naive and complex. In

the naive form of ethnocentrism, the person perceives his/her culture’s values as
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objective reality, which is also valid in other contexts consisting of objects and
events he has never been exposed to. On the other hand, in the complex form of
ethnocentrism, the person is aware of different perspectives present in other

cultures, but he perceives them as “incorrect, inferior or immoral”.

By analyzing data from the 1995 Belgian General Election Survey,
Billiet, Maddens and Beerten (2003) examined the differences in intensity of
national identity of Belgians as main nation and people from Flemish or Walloon
subnations. In addition, they investigated the relation of national identity with
attitudes toward foreigners. Results showed that citizens having strong national
identities were generally more likely to have negative attitudes towards
foreigners. Furthermore, researchers found that the preference to define the
nation in ethnic-cultural terms rather than in civic or republican terms was related
with negative attitudes toward foreigners. In another study, Duckitt and Parra
(2004) found that ethnocuitural evaluation, namely ingroup attitude, was

associated with outgroup attitudes.

Florkowski and Fogel (1999) found that perceived level of ethnocentrism
of HCNs had an influence on adjustment of expatriates and their commitment to
host company. Especially when cultural distance is low, perceived local
ethnocentrism leads to more difficult work adjustment of expatriates and lower
levels of commitment to the host company. In addition, expatriates may react
negatively to ethnocentric attitudes of HCNs. Results showed that European
expatriates were more likely to react to it compared to the American expatriates.

In the current study, it is expected that HCNs high in ethnocentrism will have
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negative attitudes towards expatriates. Ethnocentrism will be evaluated as

another possible indicator of convergent validity of ATEX,

Hypothesis 5: There is a negative correlation between ATEX and

ethnocentrism.

2.4.4 Previous Experience or Contact with Expatriates

Presence, duration and quality of previous experience with expatriates and
type of current business organization will be examined to test the discriminant
validity of ATEX. According to the Contact Hypothesis, Williams (1947, ¢ited in
Allport, 1979) and Allport (1954, cited in Allport, 1979) direct contact among
members of conflicting social groups leads to decrease in prejudice and hostility
among those groups, depending on the quality of contact inevitably. In addition to
this argument, it is claimed that the influence of the contact on relationships also
depends on societal, situational and personal variables (see Stein, Post & Rinden,
2000).

Several studies showed that having previous experience or contact with
foreigners 1s related with rise in positive attitudes towards them (e.g. Miville et al.,
1999; Wright, Aron, Mc-Laughlin-Volpe & Ropp, 1997) and this idea is applicable
to the case of HCNs and expatriates. HCNs having any kind of prior knowledge
about the culture of expatriates use socialization tactics for interacting with them
more frequently than HCNSs having less knowledge (Selmer, 2001) and this finding
can be interpreted as a sign of having positive attitudes towards expatriates.

Moreover, Greenland and Brown (1999} stated that minimal previous contact with an
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ethnic group leads to inter-group anxiety when confronted with a member of that
group. The study of Emerson, Kimbro and Yancey (2002) showed that individuals
who have prior interracial contact in their school or living environment were more
open to take part in multiracial occasions, to have friends from different ethnic or
religious groups and to marry a person from a different race. Brown, Eller, Leeds and
Stace (2007) found that increased quantity of contact with a member of an outgroup

led to more positive attitudes towards whole outgroup.

Consistent with the Contact Hypothesis and the findings, 1t 1s expected
that HCNs who have previous contact with expatriates are more likely to have
positive attitudes towards expatriates. Specifically, it 1s expected that increased
duration as well as increased quality (Schwartz & Simmons, 2001) of previous

contact with expatriates will lead to increased scores on ATEX.

Hypothesis 6. HCNs who have previous work experience with expatriates
have more positive attitudes towards them, compared to those who do not

have previous experience with expatriates.

Hypothesis 7. Among the HCNs who have previous work experience with
expatriates, HCNs having longer experience will have higher scores on

ATEX compared to the HCNs having shorter experience with expatriates.
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Hypothesis 8: Among the HCNs who have previous work experience
with expatriates, HCNs reporting experience higher in quality will have
higher scores on ATEX compared to the HCNs who report experience in

lower degrees of quality.

Another implication of the Contact Hypothesis is expected to appear
when companies doing global business are compared with companies doing
dqmestic business. Examples of companies in international business might be
MNCs or local companies involved in imports whereas the local companies
involved only in domestic business are examples for other type. Even if there are
not any expatriates who are currently working or who previously worked in the
MNC, employees of companies which are global in terms of primary business
activity are more likely to have a reasonable level of contact with employees in
other countries via internet or via hearing about them from their managers or
coworkers. Therefore, it is expected that employees of global business companies
have more positive attitudes towards expatriates compared to the employees of

domestic business companies.

Hypothesis 9: HCNs working for companies which are primarily involved
in global business have more positive attitudes towards expatriates
compared to those working for companies primarily involved in domestic

business.
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2.5 Behaviors Affected by Attitudes tewards Expatriates

Attitudes are concerned with the predictive power of attitudes, which will
indicate the criterion-related validity of ATEX. Namely, they intended to explain
how the attitudes towards a specific concept, object, institution, ethnic or
religious group influence the way it is treated by individuals. For this purpose,
several theories and models are developed by attitude researchers, such as the
Theory of Reasoned Action (Ajzen & Fishbein, 1980). Most of these models
agreed that attitudes influence behaviors whereas the behaviors can be consistent
as well as inconsistent with the attitudes. However, the general tendency is
having behavior patterns consistent with attitudes (Ajzen, 1996; Ajzen &
Fishbein 2005). Since attitudes are “predisposition(s) to iike or dislike (an)
entity” (Krosnick, Judd & Wittenbrink, 2005, p.22), from a general perspective,
main types of expected behaviors with regard to attitudes are approach or
avoidance (Ajzen, 1996, Ajzen & Fiéhbéin 2005; Krosnick, et al., 2005). HCNs’
tendency to provide social support to expatriates and their preference for

expatriate vs. local managers will be examined with regard to these theories.

2.5.1 Providing Social Support to Expatriates

Importance of socialization of expatriates for the sake of cross-cultural
adjustment s emphasized before. At this point, intention of HCNs for supporting
the expatriate in his or her social life gains importance, because efforts of
expatriate are not sufficient alone for a successful socialization process. All types

of social support (instrumental, emotional and informational) have crucial value
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for expatriates. Toh and DeNisi {2007) defined HCNs as socializing agents for
expatriates. Consistent with their claims about ingroup-outgroup categorization
and its influence on providing social support to expatriates, results of the study
by Varma et al. (2006) revealed that intention to provide social support is likely
to decrease when perceived outgroup membership of an expatriate is higher. In a
recent study, Varma et al. (2008) found that Turkish HCNs had willingness to
provide role information to expatriates if they perceived that these expatriates
were in their own social circle. In addition, they preferred to provide role
mformation as well as social support to subordinate expatriates instead of

SUpervisors.

In conclusion, it is expected that HCNs will aim at behaving consistent
with their attitudes. Therefore, it is asserted that HCNs who have positive
attitudes towards expatriates are more likely to state that they are willing to

provide social support to expatriates.

Hvpothesis 10: There is a positive correlation between ATEX and

intention to provide social support to expatriates.

2.5.2 Preference to Work with Expatriates

Consistent with the claims about attitude — behavior consistency, another
response expected from people who have positive attitudes towards expatriates is that

they will have preference for expatriates over local managers.
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Hypothesis 11 There is a positive correlation between ATEX and
strength of preference to work with expatriate managers compared to

local managers.
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Chapter 3

METHOD

ATEX was developed and validated in four phases. The first phase was
devoted to item generation; interviews were conducted for this phase. After this
phase, first version of ATEX consisting of 60 items was developed. The second
phase aimed at item elimination resulting in the development of the second
version of ATEX consisting of 34 items. Third phase was conducted to
differentiate positive, negative and neutral items of ATEX and be certain about
the clearness of connotations. In the fourth phase, factorial structure of the
measure was examined, further items were eliminated and validity of the measure

was tested.

3.1 Phase 1 - Item Generation

Sample. To generate items, 25 individuals were interviewed. The sample
consisted of 15 HCNs and 10 expatriates. The sample was obtained through

personal contacts.

HCN sample consisted of 7 females and 8 males with a mean age of 41.87
vears (SD = 12.75). Out of 15 HCN participants, 3 were high school graduates, 9

were university graduates and 3 had a master’s degree. All interviewees were
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white-collar employees working in companies involved in different sectors such
as advertisement, consulting, health, tourism, textile, pharmacy, finance, tobacco,
insurance and manufacturing. Duration of their total work experience ranged
from 1.5 years to 42 years with a mean duration of 18.53 years (SD = 13.07).
During their work life, 10 of the interviewees experienced working with
expafriates whereas 5 of them had no experience with expatriates. Among 10
interviewees having experience with expatriates, 7 reported that the expatriates
they worked with had the positions higher than their level. One interviewee
reported that the expatriates he worked with had same or higher level positions
compared to his position and 2 interviewees reported that they worked with
expatriates who had higher, lower or same level positions. Their duration of
working with expatriates ranged from 2.5 months to 28 years with a mean
duration of 15.2 vears (182.35 months) (SD = 139.76). All of them had
experience with expatriates coming from developed countries, i.e. USA,
Germany, Australia, Netherlands, England, France and Switzerland and among
them two interviewees had experience with Russian, Chinese and Korean

expatriates. (See Table 3.1 for the demographic information for all phases)

Expatriate sample consisted of 3 French, 2 American, | Spanish, I
German, 1 Egyptian, 1 Norwegian and 1 Venezuelan expatriate currently
working in Turkey. Three of them were female. Their ages ranged from 28 to 50
with a mean of 34 years (SD = 6.65). Five of them were employed by
multinational companies, 4 of them were teachers working for several schools

and one of them was working for an NGO. Among six expatriates working for
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companies and the NGO, 5 had managerial positions whereas the other one was
employed in a mid-level position. Minimum duration of working in Turkey was 2
months and maximum duration was 7 years with a mean duration of 31.3 months
(SD=28.8). For six of the expatriates, Turkey was the first foreign country to
which they were assigned. Three of them were assigned to another country and

one of them was assigned to two other countries prior to their current assignment.

Measurement. Two different sets of interview questions were prepared
separately for HCNs and expatriates (See Appendices A and B). All interviews

were conducted as structural interviews.

Both HCNs and expatriates were asked about their demographic
information. For HCNs, this part consisted of questions about their age, level of
education, duration of total work experience, sector information and experience
of working with expatriates. If they had worked with expatriates, questions about
duration of their experience with expatriates, the relative level of expatriates’
positions, intensity of their working with expatriates and nationalities of those
expatriates were directed to them. Interviews were continued by asking questions
about their ideas about expatriates. Interviewees were asked to complete a
sentence beginning with “Expatriates are...” Another sentence they were asked
to complete was “Compared to the local managers, expatriates are...” All
responses were recorded manually by the interviewer and as a next step,
interviewees were asked to evaluate these descriptions and adjectives as positive,

negative or neutral. For example, if they told that “Expatriates are naive”, they
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were later asked if “being naive” was a positive, negative or neutral attribute of
the expatriates. Following questions were asked to assess their intentions to
provide support to expatriates in specific needs for learning Turkish, iearning the
town and getting help for legal problems or other potential needs. Finally, they
were asked if they would prefer to work with a foreign or local manager, if they
would have the opportunity to make a choice. They explained reasons for their

preferences in detail.

Demographic questions for expatriates consisted of age and country. They
were asked questions about the characteristics of their current job and position,
duration of their current stay in Turkey and their prior overseas assignments.
Following questions aimed at understanding HCNs attitudes and intentions as
perceived by the expatriates. Initial questions trying to address this issue were
“Do you think expatriates are appreciated by HCNs?” and “How do you think
HCNs think of you or other expatriates in Turkey?” After these questions, similar
to the HCNG, expatriates were asked to complete the sentences beginning with “I
think the opinions of host country nationals about me or expatriates are that we
are ...."” and “I think an HCN would think that compared to Turkish managers,
foreign managers are ...” Expatriates were asked to complete these sentences
with descriptions and/or adjectives. Subsequently, they evaluated the adjectives
and descriptions they listed one By one as positive, negative or neutral.
Afterwards, they were asked if they spend more time with other expatriates or
Turkish employees/friends, especially out of work setting. They were also asked

to define specific situations in which they were in need of support and HCNs did



Chapter 3 : Method 34

or did not provide it. Their guesses on reasons behind supportive or non-
supportive behavior of HCNs were questioned. Final question was about their
opinion about HCNs® preference to work with a foreign manager or a local

manage if they had the opportunity to choose their manager.

Procedure. Interviews were conducted at different places such as
interviewees’ offices, meeting rooms of their companies, houses of interviewees
or cafes. All interviews were manually recorded. Interviews took approximately

25-30 minutes each.

3.2 Phase 2 ~ Initial Item Elimination

Sample. The questionnaire was created online and the link was spread via
e-mail lists to individuals meeting sample criteria (i.e. white-collar employees
holding low or mid-level positions, working for either local companies or
MNCs). As a result, approximately 1000 individuals received the e-mails and 202
of them filled in the questionnaire online with a response rate of 20%. Four of
these questionnaires could not be used due to extensive missing data. The final
sample consisted of 84 female and 112 male respondents with a mean age of
30.34 (SD = 6.06). Majority of the respondents had a bachelor’s degree. (See

Table 3.1 for detailed information)

Their total duration of working ranged from 6 months to 36 years with a

mean of 92.88 months (SD=79.81). Sixty-eight percent of the participants were



Chapter 3 : Method . 35

holding non-managerial positions at public companies, private companies,
foreign companies or family-owned companies. Most of the respondents were
working for private companies. Primary type of business was classified as three
types; primarily internal market, external and internal market and primarily
external market. Almost half of the participants reported that the primary tvpe of
business in their companies was internal market and 46.2 % reported that primary
type of business was internal market. Fifty-two percent of the participants had
prior overseas life experience whereas forty-eight percent of them had not.
Among those who had overseas living experience, 53% also worked while hiving

in the foreign country.

Out of all respondents, 58.9 % had experience of working with expatriates
and 46.9% of them were still working with expatriates at the time they
participated in the study. Duration of working with expatriates ranged from 1
month to 24 years with a mean of 32.6 months (SD=46.54). In 92.9% of the
cases, expatriate had superior position compared to the respondent. Apart from
working with expatriates, 70.9% of the respondents who had not any experiences
of working with expatriates reported that they interacted with expatriates in other

settings.

Measurement. The questionnaire consisted of four sections (see

Appendix C).
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Demographics

Demographics consisted of questions about age, sex, duration of total
work experience, duration of experience in current company, level of education,
current position (managerial or non-managerial), type of current company
(public, private, foreign, family-owned) and primary business area of current

company (internal market, both internal and external markets, external market).

ATEX

First version of ATEX was developed on the basis of the responses
gathered during the interviews conducted in the first phase. This version
consisted of 60 items 21 of which were negatively worded. Respondents rated
them on a five point scale ranging from “strongly disagree™(1) to “strongly

agree”(5).

Since ATEX was aimed to focus on expatriates from developed countries
assigned to developing countries, participants were specifically asked to evaluate
the items with regard to the expatriate managers coming from: North America or
Western Europe. Even though most expatriates employed in Turkey are from
developed countries, especially the respondents without prior experience with
expatriates had to be informed about the specific characteristics of the

population.
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Social Desirability

The 7 item short form of the Social Desirability Scale developed by
Crowne and Marlowe (1964) was used to assess social desirability tendencies of
participants. Participants commented on the items such as “I like to gossip
sometimes” as true or false for themselves. The internal consistency of the scale

was o= .52,

Overseas Experience and Experience with Expatriates

in this phase, participants were asked if they had lived in another country.
Those who had were also asked about the duration of this experience and if they
worked there. Remaining questions were about experience of working with
expatriates. Respondents who worked with expatriates were asked about the
duration, current status (if they were still working with expatriates or not),
nationalities of the expatriates they worked with and relative position of the
expatriates (lower — same — superior). In addition, they were asked to evaluate the
quality of their experience on a five point scale ranging from “very negative”(1)
to “very positive”(5) and to evaluate the intensity of their working on a five point
scale ranging from “very rarely”(1) to “very frequently”(5). Finally, all
respondents were asked if they had interacted with any expatriates apart from

working at the same company.

Procedure. All respondents filled out the questionnaire online, after
receiving the e-mail involving the link. It took approximately 10-15 minutes to

complete the questionnaire.
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33 Phase 3 - Item Classification

Sample. After item elimination, the questionnaire involving remaining 34
items of ATEX was distributed via e-mail to approximately 200 individuals.

Forty-four of them filled in the questionnaire, indicating a response rate of 22%.

The sample consisted of 44 respondents and most of them female. Their
ages ranged from 24 to 44, with a mean of 27.23 years (SD=4.9). Twenty-four of
them were currently working, two of them were not working and eighteen of
them were graduate students. Sixteen of them had no work experience. Durations
of total work experience of remaining 28 respondents ranged from 5 months to
23 yearé, with a mean of 59.46 months (SD=69.04). Thirty-five respondents had
a university degree and 9 participants had a master’s degree. Among those who
had work experience, nineteen respondents had experience of working with
expatriates whereas nine respondents did not experience working with
efgpatriates. Half of the respondents reported that they had overseas life
experience and among them, eight respondents worked there while they were

living in a foreign country. (See Table 3.1 for detailed information) |

Measurement. The questionnaire consisted of 34-item version of ATEX
which was obtained after item elimination, and background questions (see
Appendix D). Respondents were asked to evaluate each item of ATEX as
positive, negative or neutral. They were warned against making the evaluations

on the basis of their opinions about expatriates, e.g. even if they did not think that
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expatriates are disciplined, they had to consider it as “positive” if they thought it
would be a positive characteristic for an expatriate. For this purpose, they used a
five-point scale ranging from “very negative™(1) to “very positive™(5).
Demographic questions consisted of age, sex, level of education, work

experience, experience with expatriates and overseas life experience.

Procedure. All respondents received the questionnaire as an e~mail
attachment and those who filled the questionnaire out, e-mailed it back to the

researcher. It took 5 to 10 minutes to complete the questionnaire.

3.4  Phase 4 - Validation Study

Sample. Respondents filled out the questionnaire as hardcopies or via
internet. Response rate could not be estimated at this phase. The final sample
consisted of almost equal female and male respondents with a mean age of 30.68

(SD = 6.42). Most of the 228 respondents had a bachelor’s degree.

Their total duration of working ranged from 7 months to 33 years with a
mean of 8.88 years (106.57 months) (SD=79.81). Most participants (69.7%)
were holding non-managerial positions. Among all respondents, majority was
working for private companies. In addition, 46.7 % of the respondents reported
that the companies they work for was primarily involved in internal market
whereas the percentages for “external and internal market” and “primarily

external market” were 49.3 and 4, respectively. Thirty-one percent of the
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participants had prior overseas life experience. Among those who had overseas

living experience, 45.6% also worked while they were living in a foreign country.

Almost half of the respondents had experience of working with
expatriates and half of them were still working with expatriates at the time they
participated in the study. Duration of working with expatriates ranged from 1
month to 25 vears with a mean of 30.9 months (8D=41.95). In a great majority of
the cases, expatriates had superior position compared to the respondent. Apart
from working with expatriates, half of the respondents who had not any
expertences of working with expatriates reported that they interacted with

expatriates in other settings. (See Table 3.1 for detailed information)

Measurement. The questionpaire consisted of nine sections (see

Appendix E).

Demographics

Demographics consisted of questions about age, sex, duration of total
work experience, duration of experience in current company, level of education,
current position (managerial or non-managerial), type of current company
(pubiic, private, foreign, family-owned) and primary business area of the current

company (internal market, both internal and external markets, external market).
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ATEX
ATEX consisted of 34 items 15 of which were negatively worded.
Respondents rated each item on a five-point scale ranging from “strongly

disagree” (1) to “strongly agree” (5).

Social Desirability

The 7 item short form of the Social Desirability Scale developed by
Crowne and Marlowe (1964) was used to assess social desirability tendencies of
participants. Participants commented on the items such as “I like to gossip
sometimes” by defining them as true or false for themselves. The internal
consistency of the scale was o= .41. Scores for this scale were not included in the

results due to low reliability.

Preference for Local and Expatriate Managers

Two sentences were presented: “I would prefer to work with a foreign
manager” and “I would prefer to work with a local manager”, and respondents
rated both of them using a 7-point scale ranging from “strongly disagree”(1) to
“strongly agree”(7). The difference was calculated by subtracting “local
manager” score from “foreign manager” score and this score was used as
“expatriate preference score”. Higher score indicated higher preference for

expatriates.

Personality
The short form of the Turkish adaptation of NEO-PI-R by Gulgoz (2002) was

used. Reliability scores for NEO-FFI-TR were .60 for neuroticism, .70 for
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extraversion and .71 for openness to experience. The form consisted of 60 items and
participants rated each one on a 5-point scale ranging from “strongly disagree” (1) to

“strongly agree” (5).

Social Support
The 4-item scale developed by Caplan, Cobb, French, Van Harrison and
Pinneau (1980, cited in Varma et al., 2006) was used which had a Cronbach o

value of .78. In addition to these items, five additional items (items 3,4,5,7 and 9)
(see Appendix F) were included by the present author based on the interview
responses obtained in the first phase. Respondents rated their level of willingness
{0 engage m specific actions with their potential expatriate manager on a 5-point
scale ranging from 1(strongly disagree) to 5 (strongly agree). The internal

consistency of the 9-item scale was o= .87.

Universal — Diverse Orientation

10 items of short form of Miville-Guzman Umiversality Diversity Scale
(M-GUDS-S) (Fuertes, Miville, Mohr, Sedlacek and Gretchen, 2000) were used
to assess this orientation. Respondents rated the statements on a scale ranging
from 1 (strongly disagree) to 5 (strongly agree). The scale had reliability
coefficient .80 and consisted of realistic appreciation (cognition), comfort with
difference (feeling) and diversity of contact (behavior) subscales. Reliability
coefficients for subscales were .70, .71 and.77, respectively. (Fuertes et al., 2000,
Strauss and Connerley, 2003). The items were translated and back translated. For
the present research, ‘comfort with difference’ and ‘diversity of contact’

subscales were used and the internal consistency of the scale was o=.82, whereas
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Cronbach o values were .84 and .81 for ‘comfort with difference’ and ‘diversity
of contact’ subscales, respectively. ‘Realistic appreciation’ subscale was not

involved in the study due to the irrelevance of the items with the current research.

Overseas Experience and Experience with Expatriates

Participants were also asked if they had lived in another country. Those
who lived were also asked about the duration of this experience and if they
worked there. Remaining questions were about experience of working with
expatriates. Respondents who worked with expatriates were asked about the
duration, current status (if they were still working with expatriates or not),
nationalities of the expatriates they worked with and relative position of the
expatriates (lower — same — superior). In addition, they were asked to evaluate the
quality of their experience on a five point scale ranging from “very negative”(1)
to “very positive™(5) and evaluate the intensity of working with expatriates on a
five point scale ranging from “very rarely™(1) to “very frequently”(5). Finally, all
respondents were asked if they had interacted with any expatriates apart from

working at the same company.

Ethnocentrism

The Generalized Ethnocentrism Scale (o = .92) developed by Neuliep and
MecCroskey (1997) was used to measure the construct. Participants rated the
items on a five-point scale ranging from ‘strongly disagree’(1) to ‘strongly
agree’(5). The 24 items of the scale was translated and back translated. The
internal consistency of the scale was o= .68 however after elimination of 8 items,

it became o= .84, Items 2, 3, 11, 15, 16, 18, 20 and 21 were removed due to Iow
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item-total correlations or being difficult to comprehend and respond to.

Remaining items were best representing items in terms of content.

Procedure. Sixty-eight respondents filled out the guestionnaire as
hardcopy and rest of the respondents filled it out online, after receiving the e-mail
involving the link. It took approximately 20-25 minutes to complete the

guestionnaire.
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Demographics of all phases of the study

Sample Size

SEX
Male
Female

AGE (in years)
Minimum
Maximum
Mean
SD

EDUCATION
Middle School Degree
High School Degree
University Degree
Master's Degree
Doctorate Degree

WORK EXPERIENCE {in months)
Minimuam
Maximum
Mean
SD

PGSITION
Managerial
Non-Managerial

TYPE OF THE CURRENT COMPANY

Public

Private
Foreign
Familty-Owned

Phase 1
(HCNs only)

15

53.3%
46.7%

26
63
41.87
12,75

20.0%
60.0%
20.0%

18
504
222.36
156,84

Phase 2

198

51.5%
42.4%

17
51
3034

6.06

7.1%
60.4%
29.4%

3.0%

432
92.88
79.81

32.0%
68.0%

9.6%
63.0%
17.8%

76%

Phase 3

44

22.7%
77.3%

24

44

27.23
4.9

79.5%
20.5%

276
59.46
67.79

Phase 4

228

45.6%
53.9%

20

54

30.68
6.42

.9%
13.7%
47.4%
16.7%

1.3%

396
106.57
79.81

29.4%
69.7%

7.5%
60.5%
25.9%

6.1%

Note . *In this sample, 28 out of 44 respondents had work experience.

- not measured
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Table 3.1 cont’d _

PRIMARY TYPE OF BUSINESS
Internal Market
Internal and External Market
External Market

OVERSEAS LIFE EXPERIENCE
Yes
No

OVERSEAS WORK EXPERIENCE
{Among those having overseas life experience)
Yes
No
EXPERIENCE WITH EXPATRIATES
Yes
No

CURRENTLY WORKING WITH EXPATRIATES

Yes (Among those having experience with them)
No (Among those having experience with them)

DURATION OF WORKING WITH EXPATRIATES
fin monthsj

Minimum
Maximum
Mean
SD
POSITION OF THE EXPATRIATES

(Among those having experience with them)
Higher

Same
Lower
INTERACTION WITH EXPATRIATES
Yes (Among those without experience with them)

No (Among those without experience with them)

Phase 1
(HCNs only)

66.7%
33.3%

25
336
182.35
139.76

100%
30%
26%

Phase 2

46.2%
4.6%
49.2%

52.0%

48.0% -

53.0%
47.0%

58.9%
41.1%

46.9%
53.1%

288
32.6
46.54

92.9%
6.3%
4.9%

70.9%
29.1%

Phase 3

45.5%
54.5%

40.0%
60.0%
ek
67.9%
32.1%

27.6%
72.4%

Phase 4

46.7%
4.0%
49 3%

31.0%
69.0%

43.6%
54.4%

35.6%
44.4%

49.2%
50.8%

300
30.%
41.95

91.5%
6.8%
1.7%

50.6%
50.0%

Note. **Among those having work experience
- not measured
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Chapter 4

RESULTS

4.1 Initial Item Flimination

Primary aim of the study was to develop a measure of attitudes towards
expatriates from developed countries assigned to developing countries. Prior to
continuing data collection with the purpose of testing the validity of the measure,
initial item selection procedure was conducted for the data collected during the
second phase. At this step, items were eliminated on the basis of four criteria: high
item skewness, high item kurtosis, significant correlation with the social desirability
scale and low item vartance. In addition to these criteria, the items that could not be
considered as attributes of Western expatriates assigned to developing countries

were eliminated.

Items which correlated significantly with the social desirability scale (at
p<.05 and below) were eliminated. Ttems 18, 21, 23, 30, 43, 44, 51 and 52 were
eliminated because they were not characteristics or behaviors of expatriates from
developed countries. Item 10 was eliminated because its opposite was also included
in the measure. Item 39 was eliminated because it was biased and leading the

participants to a high extent. Items 9, 22, 36 and 37 correlated significantly with
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Table 4.1
Item Analyses of ATEX Version [
Hems
wan S Kwms S0 flentw s
1 387 0627 -0.67 1.36¢ 6.34 0.43 -0.04
2 389 0677 .56 0.87 ¢.34 0.37 0,04
3 355 072 0.64 -0.21 0.34 0.47 0.09
4 388 0.70° -0.24 -0.18 0.34 0.42 0.05
5 339 075 .17 -0.02 0.34 0.52 0.04
6 356 083 027 0.01 834 048 0.14
7 397 078 -0.78 107 0.34 0.19 0.04
8 346 093 0.07 0.54  0.34 8.54 -0.01
9 3.38 104 023 .79 0.34 .29 0.15"
10 252 097 0.19 -0.69 0.34 0.00 -0.09
1 360 083 -0,63 6.79 0.34 0.51 017
12 403 072 .45 0.63 0.34 0.36 0.10
13 409 671 .56 0.47 0.34 0.48 0.06
14 3.03 1.00 -0.04 -0.39 0.34 0.40 0.09
i5 348 084 022 .07 034 0.43 a.11
16 402 076 0,59 0.28 0.34 024 6.15"
17 3.23 1.09 -0.39 -6.50 0.34 0.50 -0.08
18 329 1.06 -030 054 0.34 0.35 010
19 341 0.99 0.33 0.45 0.34 0.53 0.02
20 310 112 .21 -0.87 0.34 052 0.07
21 320 081 -0.33 0.19 0.34 0.34 0.10
22 332 074 -0.29 0.59 0.34 8.51 023"
2 253 0.79 0.74 0.35 0.34 0.00 .14
24 395 0.70" -1.25% 3.50¢ 034 035 -0.63
25 348 083 0.25 -0.38 0.34 8.50 0.09
26 370 0707 -0.63 0.96 0.34 0.45 0.08
27 380 077 -0.74 0.87 0.34 0.38 0.01
28 377 087 -0.95 1137 034 0.60 -0.06
29 368 075 -0.46 0.48 0.34 0.60 0.07
30 337 0.83 0.17 -0.21 0.34 0.53 0.07

Note . N = 198 ©" items low in variance: ™ items above 11 ™ items above |; p05
*SD = Social Desirability; Bold items are not eliminated
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Table 4.1(cont’d)

Ttems

Men D Shemec Kuoss S0 lenoul S en
31 316 0.94 0.03 035 0.34 0.52 022
32 3.60 0.72 .33 0.39 0.34 .47 0.11
33 3.52 0.83 -0.32 0.04 0.34 .55 0.18
34 3.66 0.76 -0.48 8.38 #.34 0.60 .01
33 242 1.00 0.12 .77 0.34 0.34 0.02
36 3.07 0.80 8.06 0.19 8.34 0.50 -0.00"
37 336 1.04 -0.49 -0.21 0.34 0.44 012
38 2.66 0.83 0.14 046 .34 0.11 8.07
39 3.19 0.93 0.07 -0.93 0.34 0.23 .03
40 370 0.74 0,58 0.70 .34 .43 012
41 3.86 .75 -0.70) 107" 0,34 0.50 0.07
42 2.60 0.94 0.33 -0.58 .34 0.00 -0.10
43 341 0.98 .43 -£.35 .34 0.25 -6.07
44 353 0,74 -0.29 0.22 (.34 0.43 0.01
45 2.89 LO5 0.08 -0.57 .34 047 -0.11
46 3.64 0.86 -0.54 0.56 0.34 .44 -0.01
47 331 0.65™ -0.01 -0.15 ¢.34 0.49 0.01
48 2.75 6.91 0.33 -0.48 0.34 0.35 0.01
49 3.17 0.96 -0.21 -0.06 0.34 0.54 0.07
50 349 0.81 -0.47 .14 0.34 0.46 -0.04
51 3.61 0,74 -0.26 0.30 0.34 0.53 .13
52 2,62 0,78 0.49 -0.36 0.34 017 0.06
53 3.94 0.60 -0.53" 1.48% 0.34 0.41 4.00
54 356 8.70 -0.12 0.40 0.34 .58 8.06
55 2.16 0.95 0.67 0.11 0.34 0.15 0.07
56 3.24 0.76 .32 0.35 0.34 049 0.10
57 2,63 0.92 0.1 .40 0.34 0.39 £.07
58 3.04 0.54 -0.427 1.75% 0.34 0.28 -0.05
59 347 0.68 0,07 0.15 0.34 0.49 -0.03
60 2.51 0.97 -0.09 -0.64 0,34 0.32 8.01

Note . N =198; " items low in variance; = items above 1; ¥ items above 1; p<.05
*SD = Social Desirability; Bold items are not eliminated
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social desirability scale but they were evaluated as important items which might be

worth for including in the main study.

4.2 Item Classification

Results revealed different distributions for each item’s perception as very
positive, positive, neutral, negative or very negative characteristics of expatriates
(Table 4.2). After this phase, it was determined if positive — negative connotations
were clearly perceived. Ambiguity in connotation could be used as another item

elimination criterion but none of the items was eliminated due 1o this reason.

4.3  Item Elimination in the Main Study

Item analysis was conducted for the data collected in the main study.
Correlation with social desirability scale was not considered as a criterion due to low
reliability of the social desirability scale in the main study (o=.41). Items 24 and 27
were eliminated because of low item-total correlation. Items 5, 8, 18 and 29 were

slightly curtostic and therefore retained (See Table 4.3).

In the following step, féctor analyses with varimax rotation were conducted
for the remaining 32 items of ATEX. The initial factor analysis revealed 7
orthogonal factors having eigenvalues over 1 and explaining a total of 52.08% of
variance (Table 4.4). Items 7, 15, 25, 26, 28 and 31 were eliminated due to loading
on multiple factors. Additional two items (11 and 19) were eliminated due to |
mismatch to the overall content and factor meaning. The final factor analysis

revealed 5 orthogonal factors explaining a total of 49.33% of variance (Table 4.5).
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Table 4.2
Distribution of positive-negative perceptions of items
tems Very Very
Negative Negative Neutral Positive Positive
(%) (%) (%) (%0} {%o)

1.Calisma sistemlerinde clumlu degigikiikler varatmalar 0.0 6.8 15.9 47.7 265

2 Elemanlan igin ivi birer rol modeli olmalar G0 4.5 273 523 15.9

3 Bulunduklan pozisyonu bagarili oldukiari igin hak etmisg 0.0 4.5 159 50.0 A
clmatart

4, Ulkermizin kosullarma {Orn. sivasi ve ekonomik istikrarsizlik) 18.2 45.5 318 4.5 0.0
zor adapte olmalan

3.Geldikleri kuruma farkl: kiilttrlerden getirdikleri bilgi ve 0.0 {14 15.9 455 273
deneyimi aktarmalar

6. Elemaniarii nast ¢ahstirmatan ve motive etmeleri 23 93 11.6 372 395
gerckiifing bilmeles:

7.Yalnizea kendi donemlerinde sorun gikmasing engellemeyi 43.2 40.6 a.1 23 4.5
amaglayip. sonrasim dnemsememeleri

8. Egitime ve kisisel gelisime Onem vermeleri 23 0.0 4.3 364 36.8

9. Yalnizca is odakir davranmalan 13.6 56.8 156 i3.6 0.0

10. Kendilerine givenmeleri 23 23 159 59.1 20.5

11. Buraya gelirkenki en énemii hedeflerinin buradan sonra 159 295 40.% 11.4 2.3
daba 1yi oldufunu digtindiikleri bir ilkeye gidebilmek ofmas:

12. Esnek olmalan 4.3 114 18.2 40.9 250

13. Kitlturiomgze kars: dnyargilt olmalar: ve kendi kisltiirleris 68.2 227 4.5 2.3 23
nston gormeleri

14. Gelenekgi olmayip yenilige acik olmatan 47 4.7 14.0 419 340

13. Isi sahiplenmevip. ber sey igin maddi karsilik beklemeleri 432 36.4 13.6 0.0 6.8

16. Calisina arkadaglarina karsi agik davranmalar: 23 23 6.1 59.1 273

17. Kurwm kiitlirine adapte olamamalan 273 54.5 11.4 4.3 2.3

18. Baska fikirlere agik oimalars 23 23 6.8 432 455

19. Yeterince pratik olmamalart 25.0 52.3 13.6 23 6.8

20. Tyi takim oyuncusu olmalart 23 23 9.1 50.0 364

21. Hak ettiklerinden daha fazla maas almatar 26,3 364 25.0 6.8 23

22. Cahisma arkadaslarna kary vakm ve sicakkanli olmatari 23 9.1 22.7 61.4 4.3

23, Kultirimilzi d3renmeve karg: ilgisiz olmalart 25.0 453 27.3 6.0 2.3

24, Yonetim tarziarnim butundukian killtiire gore degistirmeleri 4.5 9.1 34.1 . 34.1 18.2

25. Dariist ve giivenilir olmalan 4.3 4.5 6.8 406 432

26. Cahsma arkadaslarnna kars: hoggorilin olmamalars 47.7 409 6.8 0.0 4.5

27. Ast/tist farkina (hiverargive) dnem vermemeleri 6.1 18.2 341 229 i59

28. Buraya geldikierinde gordikleri saygivi fikelerinde 432 386 13.6 0.0 4.5
gormedikler i¢in burada “ne ofdum™ delisi olmalan
(simarmalart)

28, Sorunlar karsisinda sogukkanihikiarin koruyabilmeleri 23 23 45 50.0 409

30. Ulkemizin kuraliarma ayum sagfamakta zorlanmalar. 20.5 59.1 13.6 4.5 23
kurallars benimsememeleri ve uygulamarmatars

31, Butunduklars ortamiarda oniarla calismanin zevkl olmas: 0.0 2.3 227 61.4 136

32. Ozel vzmanlik ve bilgi gerektiren pozisvonlar disinda da 229 273 205 159 4.3
Tark yoneticilerden daha gok tercih edilmeleri

33. Kisisel iligki ile ig iliskisini ayirmada bagaril: olmalar 23 23 159 50.0 295

34, Turk cabisanlar ile kitlite catismast yasamalaram kagmitmaz, 68 36.4 453 4.5 6.8
almasi

Noie. N =44
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Table 4.3

ltem Analyses of ATEX Version 2

Items

o - Y T -7 S S T

<

11
12
i3
14
15
16
17
18
19
20
24
22
23
24
25
26
27
28
29
30
31
32
33
34

Mean

362
3.41
3355
2.60
3.99
347
3.21
4.04
2.66
4.04
247

312

[O¥]

274
3.57
3.31
3.45
3.56
3.74
322
3.68
246
322
335
272
329
359
271
3.18
3.61
343
3.51
137
375
298

S

0.78
0.86
(.88
(.98
0.76
.92
1.03
0.73
1.65
G¢.70
0.95
0.57
1.08
0.82
1.01
(.86
0.85
0.74
1.04
0.75
1.04
.83
1.0t
0.87
0.74
0.7¢6
0.506

(.99

G0.74
0.87
75
1.09
0.80
.94

Skewness

-0.39
~(.33
-0.43

0.37
-0.81
-0.24
-0.39
-0.76

0.16
-0.46

0.21
-(.08

0.17
-0.41
-0.30
(.29
-0.54
-0.74
-G.37
-0.46

0.19
-0.07
-0.56

0.33
-0.13
-0.57

0.20
-0.28
-0.66
-0.53
-0.37

8,55
-0.63
-0.11

Std.
Error

.12
0.12
.12
.12
0.12
(.12
.12
0.12
012
012
0.12
0.1z
0.12
012
0.12
0.12
0.12
0,12
0.12
.12
0.12
0.12
.12
0.12
.12
812
0.12
0,12
0.12
0.1z
012
0.12
012
0.12

Kurtosis

0.57
0.05
0.13
-0.56
1.22"
-0.16
-0.44
141
-0.85
0.37
-0.6]
-0.55
~0.78
0.12
.54
0.37
0.39
1.08"
-0.63
0.39
0,77
0.03
0,15
0,28
0.39
(.43
0.7
0,39
121
-0.04
0.45
.49
0,57
.74

em-Total
Correlation

0.49
0.46
0.42
0.19
023
0.54
0.47
0.4}
0,34
0.25
0.27
0.38
049
0.39
0.53
0.47
0.43
(.54
0.45
0.50
.36
0.54
045
0.67"
0.47
0.50
6.10"
0.54
0.26
.43
0.59
0.29
.25
0.40

Mote . N ~=426; ¥ items above 1; ¥ items low in item-total correlation
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Tabhle 4.4

Principal Components Factor Analvsis of ATEX with Varimax Rotation:
The Original Structure

ftems Factor Loadings
i 2 3 4 5 6 7
Factor 1
30. ikemizin kurallara uyum
saglamakta zorlanirlar. kurallar 0.7¢ 0.05 0.01 0.13 0.10 0.03 0.04
benimsemez ve uygulamazlar.
17. kurum kiltiriine adapte olamazlar, 6.70 0.13 0.02 0.10 0.14 -0.07 -5.08
34. Tark galisanlar ile kiltilr gatismast 0.66 0.12 014 20.10 019 016 0.15
vasariar.
13, kaltiraniize kars) Onyargihdirtar ve 0.59 0.02 026  -0.05 022 0.25 0.07
kend: kalttirierini tstin gorirler.
28. buraya geldiklerinde gordiikler
sayveryt kendi Ulkelerinde gdrmedikieri 0.54 0.07 017 612 014 0.19 0.39

igin burada “ne oldum” delisi olurlar
(simarirlary,

4. tilkemizin kosullarna (6m. sivasi ve
ekonomik istikrarsizlik) adapte 0.54 -0.14 (.09 0.07 -0.02 0.01 0.17
oimakta zorlanirlar.

23, kaltiirtmzl §grenmeye karst

T, 0.4%8 0.15 0.12 (.07 0.41 0.00 6.02
ilgisizdirler.
26. cahisma arkadaslaring kars hosgrtl 0.48 032 019 -0.06 027 013 62
degildirier.
15. igi salnple—nmez. ker sey icin maddi 0.44 0.25 0.06 016 0.37 0.24 0.0]
karsthk beklerler.
Factor 2
2. elemanlar: igin ivi birer rol modeli
olurlar 0.60 0.75 0.06 G.14 0.08 0.14 0.12
1. galigma sistemlerinde olumlu 0.04 0.72 6.10 0.10 0.11 0.08 0.16
degisiklikier yaratirlar.
6. elemanlarin: nasil caligtrmalan: ve 0.09 0.58 0.38 6.19 0.06 0.01 -0.05
meotive etmeleri gerektigfini bilirfer.
5. kurumumuza farkh kijltirierden
gelirdikler: bilgi ve deneyimi 0.14 0.56 0.07 -0.06 (.00 -0.26 -0.11
aktaririar.
3. bulunduklar1 pozisyonu bagaril
olduklars igin hak etrmistirier. 0.02 0.52 0.m 0.25 0.10 0.19 0.32
31. ile ayni ortamda olmak ve anlaria
birlikte calismak zevklidir, 0.20 0.38 0.37 0.34 0.14 -0.03 0.08
Factor 3
14, gelenekei degildirler. yenilige 013 0.05 071 0.24 0.21 0.03 0.04
aciktirlar.
12. esnektirler. 0.06 0.06 0.71 0.00 -0.03 0.03 6.17
18&. baska fikiriere agiktiriar. 0.12 0.12 0.59 0.43 0.09 0.04 0.04
22. gahr;;ma ark.adaslarma kars yaksn ve .21 0.33 0.52 014 0.05 6.00 0.08
sicakkaniidular.
9. yalunizea is odakh davraniriar, G.25 0.12 0.47 -0.30 0.25 0.06 -6.17
16. ¢alisma arkadagiarna kars: agik
davramriar. 0.16 0.27 0.45 0.39 -0.17 0.19 -0.14

Note. N =426
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Table 4.4 (cont’d)

Items Factor Loadings
1 2 3 4 5 6 7
Factor 4
29, sorunlar karsisimda
soZukkanlilskiarim korumayi 0.05 0.06 0.1¢ 0.65 -0.04 -0.07 4.07
basarirlar.
1 kendilerine glivenirler. -0.02 0.08 0.13 @.61 0.29 -0.28 -0.04
33. Xisisel iliski ile s iliskisini ayirmada 0.02 0.07 0.00 0.60 0.04 022 0,04
bagarihidiriar,
24, iyi takam oyuncusudurlar. 0.09 0.38 0.23 .57 0.11 0.03 -0.13
25, duwriist ve giivenilirdirler, 0.24 0.37 0.22 0.42 (.32 0.23 0.08
8. citime ve kisisel gelisime &nem 0.00 0.38 0.27 0.38 026 -0.01 -0.26
veririer.
Factor 5
18, yeterince pratik degiidirier. 0.23 0.10 0.i6 0.14 0.64 0.06 0.20
7. yaimzea kendi dénemlerinde sorun
gikmasim engellemeyi amaclar; 0.20 0.17 0.0 0.16 0.50 0.35 6.11

sonrasin onemsemezler.

Factor 6 -

11.buraya gelirken aslinda buradan
sonra daha iyt oldugunu distindikleri 0.18 0.03 .04 0.61 0.16 0.758 -0.04
bir iilkeye gidebilmeyi hedeflerler.

Factor 7

32. zel uzmanlik ve bilgi gerektiren
pezisyonlar disinda. Tiirk

yoneticilerden daha cok tercih 0.17 0.15 0.16 -0.09 0.08 -0.10 4.71
edilmemelidirler,

21. hak ettikierinden daha fazfa maag 0.20 0.11 0.03 -0.03 0.27 0.40 0.45
aliriar.

Percentage of explained variance 7.31 2,99 I,47 1,46 1.23 1,18 1,02

Eigenvalues 22,84 9,33 4,60 4,56 3.86 3,70 3,19

Note. N =426
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Table 4.5
Principal Components Factor Analysis of ATEX with Varimax Rotation:
The Final Structure
ltems Factor Loadings
1 A 3 4 3
Factor I : Adaptation
30, ﬁli{_emxzm kurailarmna uyum saglamakta zorlaniriar. kurallan 071 0.07 0.00 614 602
benimsemez ve uygulamaztar.
7. kurum kiiltiiréine adapie olamaziar, 68,70 612 0.61 0.13 -0.06
i3. k_ﬁ.l.izi';rﬁmﬁze kars: 8nyargihdirlar ve kendi kiittiirfering #stin 068 001 026 0.00 0.22
garirler.
34, Tuirk calssantar ile killtir ¢at:gmas) vagariar. 0.63 0.68 0.09 -0.08 0.22
23, kultirdmuzt d&renmeye kars ilgisizdirler. 0.60 0.20 0.15 -0.05 0.02
4. ilkemizin kosullanina (6. siyasi ve ekonomik istikrarsizlik} 0.53 017 012 610 0.19
adapte olmakta zortaruriar.
Factor 2 : Transformational Capacity
2. elemaniarr igin iyvi birer rol modeli oluriar. 0.03 0.74 0.06 0.18 0.23
1. gahigma sisternlerinde olumiu defisiklikler varatuiar. 0.05 72 Q.11 Q.13 422
5. kurumumuza farkh kiltirlerden getirdikleri bilgi ve deneyimi 012 0.61 .08 007 026
aktarwlar.
. el_e:_nan]anm nasil caligtirmalar: ve motive etmeleri gerektiging 012 0.56 037 025 0.04
bilirler.
3. bulunduklas: pozisyonu baganih olduklan igin hak etmigtitler. (.08 0.52 ¢.03 0.25 06.37
Factor 3 ; Openness
14. gelenckei degildirler. yenilie agikfuiar, -0.09 0.07 0.73 0.25 0.03
12. esnektirler. 0.04 ¢.02 0.69 0.02 023
18. bagka fikistere aciiktiriar. 013 0.11 0.60 043 0.06
9. yalmzca is odakl; davramriar. .35 0.16 .50 -.29 -G.16
22, ¢alisma arkadaglanna karsi yvakin ve sicakkanhdirlar. 0.20 0.30 0.50 g.16 0.12
16. calisma arkadasiarna kargs agik davraniriar, 0.14 (.25 0.42 .40 -0.07
Factor 4 : Professionalism
29. sorurdar karsisinda sogukkanlibklarini korumays bagarular, 0.02 G.03 0.68 0.65 .04
20. iyi takum oyuncusuadurlar. Gl 0.36 622 .62 -0.04
33, kisisel iliski ile i iliskisini avirstada bagarii:dirlar. 0.05 (.08 -0.02 0.6% 0.06
i0.kendilerine gvenirler. -0.01 0,10 G.18 f.61 -0.12
8. egitime ve kigisel gelisime dnem verirler, ¢.04 (.39 6.30 0.44 -6.17
Factor 5: Perceived Justice of Expatriate Privileges
21. hak ettiklerinden daha fazla maag abirlar. 0.25 0,08 G.03 .00 0.65
32. ozel uzmanlik ve bigi gerekiiren pozisyonlar digmda. Tirk
voneticilerden daha gok tercih edilmemelidirler. 0.13 012 0.16 -0.12 (.62
Percentage of explained variance 2222 10.58 6.1 5.80 4.62
Eigenvalues 333 254 i.47 1.3% i1
Cronbach’s alpha 69 73 66 .68 25

Note; N =426, * This coefficient represents the inter-item correlation between the fwo jtems.
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The first factor was labeled as “Adaptation™ and consisted of 6 items related
to the adaptation and adjustment of expatriates to the host country and host
company. This factor explained 22.22% of the variance and the internal consistency
among items was u=.69. Sample items were “Expatriates cannot adapt to the
corporate culture” and “Expatriates are biased against our culture and regard their

own culture as superior™.

The second factor was labeled as “Transformational Capacity”. It contained 5
items and explained 10.59% of variance. Internal consistency among its items was as
a=.75. Items were related to expatriates’ success in developing new models for work
and sharing their knowledge and experience with the HCN employees; such as
“Expatriates bring the knowledge and experience they gained in different cultures to

our company’’.

The third factor was labeled as “Openness”. It consisted of 5 items about
expatriates’ openness to different ideas and working with HCN. Internal consistency
was 0=.06 and this factor explained 6.12% of the variance. Sample items were
“Expatriates are not traditional and are open to change” and “Expatriates are

flexible”.

The fourth factor was named as “Professionalism”. It consisted of 5 items
indicating different aspects of professionalism of expatriates such as “being good
team plavers”, “attaching importance to training and personal development™ and
“being capable of keeping work related relationships and personal relationships

separate from each other.” Internal consistency of this factor was o=.68 and it

explained 5.80% of variance.
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Finally, the fifth factor was labeled as “Perceived Justice of Expatriate
Privileges™ and consisted of two items: “Expatriates” salary levels are higher than the
levels they deserve™ and “Expatriates should not be preferred over Turkish managers
except for positions requiring specific specialization and knowledge.” The items
were significantly correlated (v = .25, p < (.01) and this factor explained 4.62% of

the variance.

The internal consistency of 24-item (9 negatively worded items and 15
positively worded items) final version of ATEX scale was ¢=.83. Internal
consistency among items was established and then overall scale score and sub-scale
scores were computed for each factor. Negatively worded items were reverse coded
to ensure that a high score on the overall scale and the sub-scales indicated positive

attitudes towards expatriates.

44  Relations among the Study Variables

Intercorrelations among all variables were calculated (see Table 4.6). ATEX
correlated significantly with most of the variables, consistent with our expectations.
Five components of ATEX did not correlate with other variables in a consistent
pattern. These components correlated significantly with each other in general.
However, “Professionalism” did not correlate significantly with “Adaptation” (r =
.06, p >0 .05} and “Perceived Justice of Expatriate Privileges™ (r = .00, p >0 .05).
The correlation between “Openness” and “Perceived Justice of Expatriate Privileges”

was also insignificant (r = .13, p > 0.05).
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4.5  Factors Affecting Attitudes towards Expatriates

Hypothesis 1 stated that there would be a positive correlation between ATEX
and openness to experience and it was supported by these data (v = .20, p < 0.01).
Hypothesis 2 stated that there would be a positive correlation between ATEX and
extraversion, and results revealed that this correlation was significant (r = .28, p <
0.01). Hypothesis 3 stated that there would be a negative correlation between ATEX
and neuroticism. However, the correlation was not significant (r = -.07, p>0.05).
Hypothesis 4 stated that there would be a positive correlation between ATEX and
attitudes towards diversity. The significant correlation between ATEX and UDO
(r =26, p < {.01) supported this hypothesis. Hypothesis 35 stated that there would be
a negative correlation between ATEX and ethnocentrism. Results supported this
hypothesis, ATEX and ethnocentrism correlated significantly (= = -.23, p < 0.01).

Supported hypotheses revealed overall support for the convergent validity of ATEX.

Hypothesis 6 stated that HCNs who had previous work experience with
expatriates would have more positive attitudes towards them, compared to those who
do not have previous experience with expatriates. To test this hypothesis, t-test was
conducted and ATEX scores of the participants who had experience with expatriates
was compared to the ATEX scores of the participants who had no experience with
expatriates. Results showed that ATEX scores of these groups differed significantly
[£(221) =1,997, p <0.03], hence Hypothesis 6 was supported. Average ATEX score

of the participants having experience with expatriates was 3.41 (SD = (.4) whereas
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the average score was 3.31 (SD= 0.35) for participants without prior experience with

expatriates.

Hypothesis 7 stated that among the HCNs who had previous work experience
with expatriates, HCNs who had longer experience would have higher scores on
ATEX compared to the HCNs who had shorter experience with expatriates.
However, results showed that ATEX score and duration of experience with
expatriates were not significantly correlated (r = -.13, p>0.05), therefore Hypothesis

7 was not supported.

Hypothesis 8 stated that among the HCNs who had previous work
experience with expatriates, HCNs who reported expeﬁences higher in quality
would have higher ATEX scores compared to the HCNs who reported
experiences in lower degrees of quality. As expected, quality of the experience
was significantly correlated with ATEX (r = -.31, p<0.01). As a result,

Hypothesis § was supported.

Hypothesis 9 stated that HCNs working for companies, which were primarily
involved in global business, would have more positive attitudes towards expatriates
compared to the HCNs working for companies primarily involved in domestic
business. With respect to three types of organizations, analysis of variance
(ANOVA) was run. It was found that ATEX scores of participants working for
companies primarily involved in global business, domestic business or both did not
differ significantly [F72, 226) = 0.63, p >0 .05]. Hence, Hypothesis 9 was not
supported. The fact that Hypotheses 6 and 8 were supported provided partial

evidence for the discriminant validity of ATEX.
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4.6  Behaviors Affected by Attitudes towards Expatriates

Hypothesis 10 stated that there would be a positive correlation between
ATEX and intention to provide social support to expatriates. This correlation was
also significant (r = .34, p < 0.0/} Hypothesis 11 stated that there would be a
positive correlation between ATEX and strength of preference for expatriate
managers compared to local managers. This correlation was significant (r = 48, p <
0.01). Both these findings constituted the evidence for the criterion-related validity
of ATEX.

Two dimensions of personality, agreeableness and conscientiousness were
not included in hypotheses. However, we looked at the correlations between them

and the study variables for exploratory purposes (see Table 4.7).
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Table 4.7
Correlations of Agreeableness and Conscientiousness with the Study
Variables '
Conscientiousness Agreeableness
Mean 52.54 48.73
SD 8.40 9.78
Agreeableness 0.16° 1.00
LATEX 0.01 0.10
2.Factor] 6.03 0.08
3 Factor2 0.04 0.06
4 .Factor3 0.06 0.01
5 Factord 0.20" 0.02
6.Factors 0.01 0.06
7 Newroticism -0.07 0.01
8 Extraversion 0.15" 0.05
9.0Openness to Experience G.I3 -0.00
10.UDO 017" 0.07
11,UDG - Comfort with Difference 0.19" 0.02
12.UDQO - Diversity of Contact 0.08 0,10
13 Ethnocentrism | 0.12 016"
14. Preference to work with expatriates -0.15" 0.01
15, Intention to provide social support 022" 0.20"
i6.Dwuration of experience’ G.08 0.18
17.Quality of experience! G.OG .00
L8. Intensity of experience! G.06 0.09

Note. N = 228; *p < 05, #*p < 01, For participants having experience with expatriates; Ny= 127
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Chapter 5

DISCUSSION

Aim of this study was to develop a measurement of attitudes towards
expatriates from developed countries assigned to developing countries. First version
of ATEX consisted of 60 items. After the initial item elimination, 34 items remained.
These items were used for the main study. From this set of 34 items, 2 items were
eliminated due to low item-total correlation and 8 items were eliminated during
factor analyses due to loading on multiple factors. Final version of ATEX consisted

of 24 items nine of which were negatively worded.

Factor analyses revealed that the final version of ATEX consisted of five
dimensions: Adaptation (6 items), Transformational Capacity (5 items), Openness (6
items), Professionalism (5 items) and Perceived Justice of Expatriate Privileges (2
items). ATEX was not designed as a multidimensional construct, therefore factor
analyses were conducted only for exploratory purposes. Even though these
components seem meaningful, we do not suggest use of them as separate scales.
There are several reasons for not recommending use of ATEX in that way. Firstly,
we did not have a particular factor structure in mind to start with. Before
recommending the use of this structure, future studies with different samples should
check for its stability. Secondly, items loaded on each factor did not produce high
internal consistency estimates, Reliability scores for each dimension were low but
reliability score for the whole measure was high. Thirdly, correlations of factor

scores with other variables did not have a consistent pattern for each dimension. For
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example, extraversion did not correlate significantly with “Perceived Justice of
Expatriate Privileges” dimension. Openness to experience did not correlate
significantly with “Perceived Justice of Expatriate Privileges” and “Transformational
Capacity” dimensions. Universal — diverse orientation did not correlate significantly
with “Openness” dimension. Finally, use of all items in ATEX is more meaningful

as a diagnostic tool to understand the attitudes, consistent with our primary aim.

In. general, data supported our hypotheses and provided evidence for the
convergent, discriminant and criterion-related validity of ATEX. ATEX had
significant positive correlations with openness to experience, extraversion,
universal-diverse orientation and significant negative correlation with
ethnocentrism. These correlations supported the convergent validity of the
measure. Individuals who were high in openness to experiences and extraversion
and who had positive attitudes towards diversity were more likely fo have high
ATEX scores, whereas those with ethnocentric attitude were less likely to have
high ATEX scores.

ATEX scores of the HCNs having previous work experience with
expatriates were higher than those without previous work experience with
expatriates. Quality of the work experience with expatriates correlated with
ATEX scores. These findings supported the discriminant validity of ATEX.
Consistent with the Contact Hypothesis (Williams, 1947; Allport, 1954 both
cited in Allport, 1979), having prior work experience with expatriates led to
positive attitudes towards them and quality of this experience played an

important role in formation of positive attitudes.
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Positive correlations between ATEX and willingness to provide social
support to and to work with expatriates constituted evidences for the criterion-
related validity of ATEX. Consistent with the Theory of Reasoned Action (Ajzen
& Fishbein, 1980}, individuals who scored high in ATEX were more likely to
support expatriates during their socialization and prefer to work with expatriates

rather than local managers.

Contrary of our hypothesis, neuroticism and ATEX did not correlate
significantly. Ekehammar et al. (2004) found that neuroticism had significant
effect on generalized prejudice consisting of racism, anti- homosexualism,
sexism and prejudice against mentally disabled people. However, detailed
analyses showed that neuroticism and racism dimension were not significantly
correlated. Silvestri and Richardson (2001) found significant positive correlation
between neuroticism and racial identity. However, aversive racism and
neuroticism were not significantly correlated. There were different findings in the
previous research. Some of them were consistent with our hypothesis and some
of them were consistent with our finding that did not support the hypothesis.
Further research is required to understand the relationship between neuroticism
and prejudice. In this study, not neuroticism but openness to experience and
extraversion were the personality dimensions that were significantly related with

attitudes towards expatriates.

Duration of work experience with expatriates did not correlate
significantly with ATEX but quality of experience did. Inconsistent with our
expectation, ATEX scores of HCNs having longer experience with expatriates

did not differ significantly from ATEX scores of HCNs having shorter
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experience with them. Therefore, we can conclude that quality of the experience
1s more important than the duration of the experience with expatriates and it is
one of the main factors determining attitudes towards expatriates (Schwartz &

Simmons, 2001).

Intensity of working with expatriates could serve as another source of
information indicating the actual amount of work experience with expatriates.
Employees of a company may have very limited work experience with high-level
expatriates but they may specify that they have been working with an expatriate
for long years. In that case, long duration cannot mean that the individual has
work experience with expatriates. As another measure of experience, intensity
could be expected to correlate significantly with ATEX, consistent with the
Contact Hypothesis. However, intensity of working with expatriates and ATEX

did not correlate significantly.

ATEX scores of participants working in different types of organizations,
i.e. domestic, international or both did not differ significantly. This hypothesis
was based on the assumption that individuals working for companies involved in
international business were more likely to have contact with foreigners and they
would have more positive attitudes towards foreign managers than individuals
working in companies involved in domestic business would. Results revealed that
this assumption was not correct. Working in an organization with international
business practices was not important to form }:;ositive attitudes towards

expatriates, unless there was an individual contact with expatriates,

Our initial aim was to develop a measure on attitudes towards expatriates

from developed countries assigned to developing countries. The majority of the
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initial pool of 60 items was developed to describe the characteristics of this group of
expatriates. However, content of the finally remaining 24 items were not necessarily
limited to this group. Therefore, final version of ATEX can be relevant for different
HCN groups regardless of the expatriates’ home countries. This scale seems to be
equally useful to gauge the attitudes of for example, American HCNs towards a
Chinese expatriate as well as the attitudes of American HCNs towards a Canadian

expatriate.

The study had several limitations. The sample size was large but it was
not reached through random sampling. Since the scale was developed in Turkey,
generalizability might be a problem. Cross-cultural validation is required for

using ATEX for research or training programs in different cultures.

During the first phase, reaching the sample posed a serious difficulty.
Expatriates were hard to contact with. FEven if they were reached, they were
either very busy or unwilling to participate in the study. The expatriate sample
was recruited through personal contacts, mainly through individuals working in
the same companies with them. Therefore, their responses were likely to suffer
from social desirability even though they were informed that their responses were
confidential. Because of the difficulty in reaching expatriates working in private
companies in high-level positions, four participants were foreign teachers
working in Turkey. This situation can be a limitation but actually served to
increase the heterogeneity of the sample and generalizability of the scale to
different employee groups. Another limitation was conducting the interviews in
English. Communication between the researcher and French expatriates was

particularly difficult.
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Interviewed HCNs were easier to reach. However, HCNs without any
prior experience with expatriates were hardly convinced to participate in the
study. They claimed that they could not have anything to tell. Consistent with
their assumptions, the ones convinced to participate in the study produced limited
responses. This limitation arose from the fact that they could not imagine how it
would be to work with expatriates or how expatriates would behave.
Nevertheless, their responses contributed to the study by introducing their

perspective.

In the main study, responses of 68 participants who filled out hardcopy
questionnaires were likely to suffer from social desirability because these
participants received the questionnaires in their companies. Their concerns about the
confidentiality of their responses might affect their honesty while responding. The
Generalized Ethnocentrism Scale developed by Neuliep and McCroskey (1997) and
short form of Miville-Guzman Universality Diversity Scale (Fuertes et al., 2000)
were not used before in Turkish language. They were translated and used for this

study and lack of prior adaptation study might be a problem.

Development of ATEX was an important initial step towards
understanding the attitudes of HCNs. ATEX can be used for further research in
the area of attitudes towards expatriates. This measure can be used as a
diagnostic tool for development of specific cross-cultural training programs for
expatriates. Primary aim of these training programs can be preparation of
expatriates for negative attitudes of HCNs. HCNs can be also trained for easier
adjustment to work with expatriates even though they dislike expatriaies

according to the ATEX scores.
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Another important contribution of this study was the further development
of the social support scale used in the main study. Original social support scale of
Caplan et al. (1980) consisted of four items, which were “help to make work life
easier for him/her at your own accord”; “be easy to talk to”; “help the co-worker
out when things get tough without being asked” and “listen to the co-worker’s
personal problems if approached”. Remaining five items were developed on the
basis of the responses in the interviews conducted for the first phase. Analyses
revealed single factor structure and internal conststency for 9-item social support
scale was o= .87, This version of the scale can be used in further research (see

Appendix E).

Further research should primarily address the cross-cultural validation of
the scale. This scale should be also tested for different expatriate groups by
asking the participants to fill out ATEX specifically for e.g. expatriates from Italy
and expatriates from New Zealand. Research can be conducted by manipulating
age, sex and nations of the hypothetical expatriates. These results would provide
deeper information about attitudes towards male or female expatriates from

distant vs. closer cultures.
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APPENDIX A

Interview Questions for Host Country Nationals

1. Sizi biraz taniyabilir miyim? Egitim hayatiniz?
2. Kag yildir is hayatindasmiz? Kag yildir bu sirkettesiniz / bu pozisyondasiniz?

Yabanei bir yonetici ile birebir calisma deneyiminiz oldu mu?

LS

EXPATRIATE ILE BIREBIR CALISMA DENEYIMI OLMUSSA ;

e Bu calisanlar size gére hangi diizeydeydi? (Alt/Ayni/Ust)

e Yabanc: uyruklu kigilerle ¢alisma deneyiminizin siiresi ne kadar?

¢ Bu kisilerle gtindelik 1siniz dahilinde ne kadar yogunlukta cahisiyorsunuz/ calistiniz?

EXPATRIATE ILE BIREBIR CALISMA DENEYIMI OLMAMISSA:

o Diyelim ki girketinizde sizin béliimiintize yabanci bir miidiiriin gelecegini d8grendiniz

tepkiniz ve beklentileriniz nasil olurdu?

2

4. *Yabaner uyrukiu yoneticiler .....” climlesini nasi] tamamlarsmiz? Akhimza
gelen tiim tamimlamalar ve sifatlan siralaymz.

5. “Yabanci uyruklu yoneticiler, Tiirk ydneticilere gore .....” ciimlesini nasil
tamamilarsiniz?

6. Yukanda (1lk climlede) saydigimz 6zelliklerin fizerinden gegelim. Sizce
bunlardan hangileri olumlu, hangileri nétr, hangileri olumsuz?

= Boyle biri gelse bazi konularda yardvma ihtivact olabiliv. Ornegin. ..

7. Bukisi Turkee’yi 6grenme konusunda yardima thtiyac duysaydi ne yapardimz?

8. Bukisiye sehri tanitmak igin vardimer olur muydunuz? Nasit?

9. Bu kisinin resmi islerle ilgili herhangi bir sorunu olsa yardimet olur muydunuz?
Nasil?

10. Bir tercih yapma imkanmiz olsa yéneticinizin yabanct mu Tiirk mii obmasint
istersiniz?

11. Neden? Detayli anlatir misimz? (Daha 6nceki deneyimleriniz ya da deneyim

olmadan olusan fikirleriniz dogrultusunda)
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APPENDIX B

Interview Questions for Expatriates

1. What is your present job and position? For how long?

2. Isthis your first expatriation experience? Can you please tell me how many
expatriation assignments have you experienced before. Where and for how long?

3. Do you think expatriates are appreciated by HCNs?

4. How do you think HCNs think of you or other expatriates in Turkey?

5. Can you please complete the sentence using several adjectives:

“I think the opinions of nationals about me or expatriates are that we are ....”

6. Can you please complete the sentence using several adjectives or descriptions
“I think an HCN would think that compared to Turkish professors, foreign professors
are ...."”

7. Can you please evaluate the adjectives you listed one by one as positive,
negative or neutral?

8. In general, do you spend time with expatriates or Turkish people/professors?
9. Can you define any specific situations in which you were in need of support
and HCNs provided it? (e.g. Information about city, teaching language, etc.)

10.  Can you define any specific situations in which you were in need of support
and HCNs did not provide it? Why do you think they didn’t help you?

11, In your opinion, if HCNs had the opportunity to choose their manager, would
they prefer a foreign manager or a local manager?

12, What would be the reasons behind their preference?
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APPENDIX C

Questionnaire used for Phase 2 — Initial Item Elimination

Degerh katilimer,

Bu anket Ko¢ Universitesi Psikoloji boliimii yitksek lisans grencisi Gamze Arman
tarafindan yirGtilen bitirme tezi kapsaminda hazirlanmistir. Bu arastirmamn
amaci, gelismis Batih tilkelerden gelen yabanci yoneticilere yonelik tutumlarn
mcelemektir. Anket 1¢in yalnizea 10 dakikanizt ayirmaniz yeterli olacakur. Bu

arastirmaya katthminiz gontillidiir ve katkdariniz cok degedhidir.

Anketi doldururken dikkat edilmesi gereken konular:

# Bu anketi dolduracak kigilerin en az 6 avlik is deneyimlerinin olmasi ve su

anda akuf olarak is havaunda olmalan gerekmektedir.
#» Anketin hichir verine kisi veya firma ismi yazilmayacaktit.
7 Arastirmadaki hi¢ bir sorunun dogru veya yanhs yaniti yoktur.

» Arastirmanmn saghkh sonuglara ulagmasi, tim sorulatin cevaplanmasina ve

cevaplarn samimi olmasta bagldir.

» Herhangi bir sorunuz oldugunda, bize danismak konusunda tereddit

etmeyintz.
Arastirmaya katlldiginiz icin yiirekten tegekkiir ederiz.
Gamze ARMAN Tez Darmgmant: Dog. Dr. Zeynep AYCAN
garmani@ku.edutr zavean@ku.edu.tr
Tel: 0212338 17 85 Tel: 0212338 13 53

Koc Universitest / Psikoloji Boliumi
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BOLUM 1

Ilk olarak kendinizie ilgili bir takum bilgileri yazmanizi isteyecegiz.

[. Yagsmz:

2. Cinsivetiniz:  FErkek  Kadin

3. Ne kadar siiredir calisma hayat: i¢indesiniz? yil (veya ay)
4. Ne kadar stiredir aynm1 kurumda ¢alisiyorsunuz? vl (veya ay)
5. Egitim durumunuz (aldiginiz en son diploma derecesim isaretleyiniz):

itk orta lise meslek lisest
tniversite yiksek lisans doktora

6. Suanda ¢alishgimiz kurumdaki pozisyonunuz :  Yénetici  Yonetici degil

7. Suanda calistigmz kurum: _ Kamu _ Ozel  Yabanci ortakls _ Aile sirketi
8. Kurumunuz hangi pivasaya yonelik olarak calismaktadir?

___ Esas olarak i¢ piyasa

____ Hem i¢ hem dis pivasa

__ Esas olarak dis piyasa

BOLUM 2

son yillarda, uluslararas: sirketler yoneticilerini dinyanin farkl: bélgelerinde
caligmaya yollamaktadir. Bazilarinnz farkh milletlerden olan boyle kigilerle ¢alistik
va da halen ¢aligmaktayiz. Yabanc: uyruklu ¢alisanlan ve ydneticileri daha iyi
anlamak amaciyla, dncelikle sizin potansivel bir yoneticiye iliskin duygu ve
diigtincelerinizi anlamak istiyoruz. Daha dnce yabanci bir yonetici ile ¢alisma
deneyiminiz olmamissa bile; Kanada, Amerika, Ingiltere, Almanya gibi
tilkelerden gelen bir yoneticiyi diisinerek, onunla ilgili beklentilerinizi bizimie

paylagmamizi rica ediyoruz.

Liitfen her bir climleye ne oranda katildigimizi agagidaki dleegi kullanarak belirtiniz.
Ciimlelerin basindaki bosgluga sizin diislincenizi en iyi sekilde temsil eden sayiy:

Yazimz.,
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1 2 3 4 5
Kesinlikle Katiimiyorum  Ortadaymn  Katihiyorom Kesinlikle
Katilmriyorum Katilivorum

Genel olarak KUZEY AMERIKA VEYA BATI AVRUPA’DAN GELEN
YONETICILER :

1. ... rasyonel diistintirler.

___2...neistediklerini bilirler ve iyi anlatirlar.
__3...cgalisma sistemlerinde olumlu degisiklikler yaratirlar,
4. ... prensip sahibi insanlardir.
5. ...clemanlari icin 1yi birer rol modeli olurlar.
___ 6. ... bulunduklar pozisyonu basarili olduklar igin hak etmislerdir.
7. ... kurumumuza farkh kiltiirlerden getirdikleri bilgi ve deneyimi aktaririar,
8. ... elemanlarim nasil ¢aligtirmalar ve motive etmeleri gerektigini bilirler.
___9.... yalmzea s odakh davranirlar,
100 .. yonetim tarzlarinn bulunduklar kiiltiire gore degistirMEZler.
11. ... sorumluluk almaktan cekinMEZler.
___ 12, ... kendilerine glivenirler.
13, ... egitime ve kisisel gelisime énem verirler.
14. ... esneklerdir.

15. ... gelenckei degillerdir, yenilige agiklardir.

16. ... sonug odaklilardir.

17. ... amaclari, yalnizca kendi dénemlerinde sorun gikmasin: engellemektir;
sonrasin dnemsemezler.

18, ... tezcanh deg@illerdir, isleri agirdan alirlar.

19. ... 151 sahiplenmez, her sey i¢in maddi karsilik beklerler,

20. ... yeterince pratik degillerdir.

21. ... kendilerini islerine adarlar.

22. ... duriist ve glivenilirlerdir.

23. ... kurallara stki sikiya bagliardir ama aciklik veya esneklik yakaladikliarinda
kullarirlar.

24. ... degerlendirmelerinde duygusal degil objektif olmayva énem verirler.

25. ... cahisma arkadaslarina karst agik davraniriar,

26. ... sorunlan bekietmeden konugmayi tercih ederler.
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2 3 4 5
Kesinlikle Katilmyyorum  Ortadaymm  Katihyorum Kesinlikle
Katilmiyorum Katilryyorum

27. ..

50. ...

51 ...

kisisel iliski ile is iliskisini ayirmada basarililardar.

... Ustlerine baglilardir ama onlardan korkmaz ve gerekirse onlarla tartigirlar,
... baska fikirlere agiklardir.

... calisma arkadaslariyla olan sosyal iliskilerinde basarililardir.
... komplekssizlerdir.

... sorunlar karsisinda sogukkanhiliklarm korumay: basarirlar.
... astlarindan bekledikleri davramglan kendileri de sergilerler.
... 1yi takaim oyuncusudurlar.

... hak ettiklerinden daha fazla maag alirlar.

... calisma arkadaslarina karsi vakm ve sicakkanlilardir,

... kiiltiirtimiizii 6grenmeye karsi ilgisizierdir,

... yonetim tarzlarim bulunduklan kiiltiire gére degistirirler.

... aligtifumiz sekilde davranMAdiklan i¢in otorite figiirii olarak

algilanmazlar.

... caltsma arkadaslarina karst agresif ve acimasizlardir.
... caltsanlanm ezerler.
... ast/list farkina (hiyerarsiye) 6nem verMEZler.

... baz1 konularda saf olduklar i¢in ¢aliganlan tarafindan istismar edilmeye

actklardir.

... is-aile dengesine hem kendileri hem calisanlart i¢in 6nem verirler.

.. kitlttiriimtize kars: 6nyargililardir ve kendi kiiltiirlerini tstiin goriirler.
... kurum kiiltiiriine adapte olaMAZlar.

... cahisma arkadaslarina karg1 insancil ve toleranslilardir.

... lilkemizin kosullarma (6rn. siyasi ve ekonomik istikrarsizlik) adapte

olmalan zor olur.

... buraya geldiklerinde gordiikleri saygiy tilkelerinde gbrmedikleri igin

burada “rne oldum™ delisi olurlar (simarirlar).
tilkemizin kurallarina uyum saglamakta zorlanirlar, kurallart benimsemez
ve uygulamazlar.

yiiksek is ahlakina sahiplerdir.



Appendices 77

Genel olarak KUZEY AMERIKA VEYA BATI AVRUPA’DAN GELEN
YONETICILERIN :

52. ... ve bizim sorun olarak gordiiglimiiz seyler birbirinden farklidar.

53. ... ig ciddiyetleri yliksektir.

54. ... bulunduklar1 ortamda onlarla ¢ahgmak zevklidir.

55. ... 8zel uzmantik ve bilgi gerektiren pozisyonlar diginda Turk ydneticilerden

daha ¢ok tercth edilmeleri gerekli degildir.

56. ... meslekleri konusunda derin bilgi ve deneyimleri vardur.

37. ... buraya gelirkenki en dnemli hedefleri buradan sonra daha ivi oldugunu

diigtindiikleri bir filkeye gidebilmektir.

58. ... performans beklentileri yiiksektir.

59. ... bulunduklari ortamda onlarla ¢alismak rahattar.

60. ... Turk calisanlar ile kiiltiir catismast yasamalar1 kagmiimazdir.

BOLUM3

Litfen asagndaki ifadeler hakkindaki goriislerinizi belirtiniz. Eger ifade sizin
diistincenize uyuyorsa DOGRUnun altindaki parantezin icine, uymuyorsa

YANLIS1n altindaki parantezin i¢ine bir ¢arpt koyunuz.

Dogru Yanhs
( ) Sorunu olan birisine yardim etmekte asla tereddiit etmem.
Higbhir zaman 1steyerek birisini iizecek bir sey stylemedim.

Bir seylerden kurtulmak icin hazen hasta rolt oynadigim oldu.

Kiminle konusursam konusayim, daima iyi bir dinleyicivimdir,

P T e o T S e ¥
T T N N Ny

¢ )
¢ )
( ) Baskalarin kullandigim anlar olmustur.
¢ )
()

Sevmedigim insanlar da dahil herkese kars1 her zaman kibar ve
dostaneyimdir.

() ( )  Bazen dedikodu yapmayi severim.
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BOLUM 4 "
1. Daha 6nce yurtdisinda yasama deneyiminiz oldu mu?  Evet  Haymr (4.
soruya geginiz)
2. Ne kadar siire ile yurtdisinda vasadimz? yil veya ay
3. Budonemde yurtdiginda ¢ahstmizmi?  Evet  Hayir

4. Trkiye’deki is hayatinizda yabanci uyruklu bir cahisan/yonetici ile cahistimiz mu?
~_Evet _ Hawir (1]. soruya geciniz)
5. Bu yabanci uyruklu ¢alisan/yonetici ile hala ¢aligmakta misiniz?
__Evet  Hawir
6. Bu yabanci uyruklu ¢alisan/yonetici ile ne kadar siire ¢alistiniz?
yil veya  ay

7. Bu yabanci uyruklu  cahisanlar/yOneticiler  hangi  uyruklardan(di)?

8. Bu yabanc: uyruklu calisan/yonetici size gére hangi pozisyondaydi?
At Aym__ Ust
9. Bu yabanci uyruklu c¢alisan/yonetici  ile c¢alisma deneyiminizi nasil
degerlendirirsiniz?
(Lttfen size en uygun olan secenedi daire igine ahmz.)

1 2 3 4 5

Cok Olumsuz Olumsuz Ortadaym Olumlu Cok Olumlu
10. Bu  kisilerle  giindelik  isiniz  dahilinde ne  kadar  yogunlukta
calistyorsunuz/caligtiniz?

{Liitfen size en uygun olan se¢enegi daire igine aliniz.)

1 2 3 4 5

Cok Az Az Ne Az Ne Cok Sik Cok Sik

11, Birebir ¢alisma disinda, su ana kadar vabanci uyruklu bir calisan/yonetici ile

etkilesim icinde bulundunuz mu? _ Evet  Hayir

Zaman ayirdiginiz icin ¢ok tegekkiir ederiz.
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APPENDIX D

Questionnaire used for Phase 3

Degerli Katihmer;

Bu caligmanin amaci, Kog Universitesi Psikoloji Béliimi yiiksek lisans 6grencisi

Gamze Arman’ 1n tez ¢aligmasinda kullanilacak olan bazi ifadelerin, KUZEY

AMERIKA VEYA BATI AVRUPA’DAN GELEN YONETICILERIN

degerlendirilmesinde olumlu, olumsuz ya da notr olarak smiflandiriimasidir.

Litfen ifadeleri degerlendirirken bu kigiler ile ilgili kendi fikirlerinizi degil, ifadeyi

genel anlamda bu kisiler icin olumlu va da olumsuz bulup bulmadifinin

diiglinerek cevap veriniz ve her ifade icin sadece bir segenedi isaretleyiniz. Ornegin,

“disiplinli” olduklarini diistinmtiyorsaniz bile bunun onlar icin olumlu bir &zellik

olduguna inaniyorsamz buna gore degerlendirme yapiniz.

Cok

Olumsuz

Mumsuz

Ne
Otumly
Ne
Olumsuz

Olumlu

Cok
Olumiu

Calisma sistemlerinde olumiu degisikiikler yaratmalan

Elemantan igin iyi birer rol modeli olmalan

Bulunduklart pozisyonu bagarih oldukiar: icin hak etmis
olmalar

Geldilderi kuruma farkl kiifttirlerden getirdikleri bilgi ve
deneyimi aktarmalar

Elemanlarini nasil ¢alsstirmalar) ve motive etmeleri gerektigini
bilmeleri

Yalmizea is odakl davranmalarn

Kendilerine glivenmeleri

Egitime ve kisisel gelisime dnem vermeler]

Esnek olmatan

Gelenekei olmavip venilige acik olmalan

Yalmizca kendi donemlerinde sorun ¢tkmasint engellemeyi
amaglayip. sonrasim dnemsememeleri

Isi sahiplenmeyip, her sey icin maddi karsihk beklemeleri

Yeterince pratik olmamalan

Diirtist ve glivenilir ofmalan’

(Cahsma arkadaslarma kars: agik davranmalari

Soruniar: bekletmeden konusmay tercih etmeleri
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Cok

Olumsuz Olumsuz

Olumlu

Olumsuz

Ne Qlumiv

Cok

Olumly

Kisisel iliski ile ig iliskisini ayirmada bagarili olmalar

Baska fikirlere a¢ik olmalan

Sorunlar karsisinda sogukkanhiliklarin koruvabilmeleri

fyi takim oyuncusu olmalar

Hak ettiklerinden daha fazla maas almalan

(alisma arkadaslarma kars: yakin ve sicakkanh olmalar

Kaitirimiizil 6grenmeye kars: tlgisiz olmalan

Y onetim tarzlarini bulunduklan killttre gore degistirmeleri

Calisma arkadaglarma karg: agresif ve acimasiz olmalarn

Ast/ist farkina (hiyerarsive) énem vermemeleri

Kaltlirtimiize kars: dnyargil: olmalar ve kendi kiiltlirlerini {istiin
girmeleri

Kurum kiiltiiriine adapte olamamalan

Ulkemizin kosullarma (6rn. siyasi ve ekonomik istikrarsizhk) zor
adapte olmalar

Buraya geldiklerinde gérdiikleri saygry tikelerinde gormedikleri
icin burada “ne oldum” delisi olmalan {(sumarmalarn)

Ulkemizin kurallarina uvum saglamakta zortanmalar, kurallar
benimsememeleri ve uygulamamalars

Bulunduklar: ortamlarda onlaria caligmanm zevkli otmast

Ozel uzmanitk ve bilgi gerektiren pozisyonlar disinda da Tiirk
vineticilerden daha cok tercih edilmelert

Buraya gelirkenki en énemli hedeflerinin buradan sonra daha iyi
oldugunu distindtikleri bir tilkeye gidebilmek olmas:

Tiirk cahsandar ile kitlilir catismasy yasamalarinn kacinilmaz
| olmast

Kisisel bilgiler :

1. Yasmuz:

2. Cinstyetimiz:  Frkek  Kadin

3. Su anda aktif olarak ¢aligmakta misimiz?  Evet  Hayrr
lisans Ggrencistyim

4. Ne kadar siiredir ¢alisma hayati icindesiniz? vil (veya

 Yitksek

e AY)

5. Egitim durumunuz (aldiginmiz en son diploma derecesini isaretleyiniz):

ilk orta iise meslek lisest

tniversite yitksek lisans doktora

6. Daha 6nce yurtdisinda yasama deneyiminiz oldu mu?

___Evet _ Hayr (8 soruya geciniz)

7. Budonemde vurtdisinda calistmz mi1?  Evet  Hayir
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8. Tirkiye’deki is hayatimizda yabanci uyrukhu bir calisan/yonetici ile calistimz
m?
___Evet _ Hayir
9. Bu yabanei uyruklu caligsan/yonetici ile hala ¢alismakta masimiz?
~_Evet  Hayw

Zaman ayirdiginez icin ¢ok tesekkiir ederiz.

Liitfen anketinizi gamze.arman@gmail.com adresine gonderiniz.
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APPENDIX E

Questionnaire used for Phase 4 — Validation Study

Degerli katihmer,

Bu anket Ko¢ Universitesi Psikoloji boliimit yiiksek lisans dgrencisi Gamze Arman
tarafindan ylrttiilen bitirme tezi kapsamimda hazirtanmsgtir. Bu aragtirmamn amaci,
Batili gelismis {ilkelerden gelen yabanci yoneticilere yonelik tutumlar incelemekfir.
Anket i¢in yalnizea 20 dakikanizi ayirmamz yeterli olacaktir. Bu aragtirmaya

katthimimz goniillidir, Katkilarimz bizim icin ¢ok degerlidir.

Anketi doldururken dikkat edilmesi cercken konular:

» Bu anketi dolduracak kisilerin en az 6 avhk is deneyimlerinin olmasi ve su anda

aktif olarak is hayvatinda olmalar gerekmektedir.

»  Anketin hicbir yerine kisi veya firma ismi yazilmayacaktr.

»  Aragtirmadaki hi¢ bir sorunun dogru veya yanhs yanit1 yoktur,

»  Arastirmamn saghkli sonuglara ulagmasi, tiim sorularin cevaplanmasina ve

cevaplarin samimi olmasina baglidir.

»  Herhangi bir sorunuz oldugunda, bize damismak konusunda tereddiit etmeyiniz.

Arastirmaya katildigimiz icin yiirekten tesekkiir ederiz.

Gamze ARMAN Tez Damismani:  Dog. Dr. Zeynep AYCAN
sarman@in.edu. iy ravean@ku.eduty
Tel: 0212338 17 Tel: 02123381353

Kog Universitesi / Psikoloji Boliimii
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BOLUM 1

11k olarak sizden kendinizle ilgili birtakum bilgileri yazmanmzi isteyecegiz.

1. Yasimz:
2. Cinsiyetiniz:  FErkek  Kadin
3. Ne kadar stiredir galigma hayati icindesiniz? yil (veya ay)
4. Ne kadar siiredir aym kurumda calisiyorsunuz? ~ wil(veya  ay)
5. Egitim durumunuz (aldigimiz en son diploma derecesini isaretleyiniz):
ik orta  lise _ meslek lisesi
iniversite viiksek lisans doktora

6. Suanda calistigimiz kurumdaki pozisyonunuz :
_ Yonetici __ Yonetici degil
7. Suanda ¢alistifimz kurum:
_ Kamu__ Ozel  Yabanciortakli  Aile sirketi
8. Kurumunuz hangl piyasaya yonelik olarak cahgmaktadir?

_ Esasolarak i¢g pivasa __ Hem i¢ hem dig piyasa __ Esas olarak dis piyasa

BOLUM 2

Son yillarda, uluslararas: sirketler yvoneticilerini diinyamn farkls bélgelerinde
calismaya géndermektedirler. Bazilarimiz farkli milletlerden boyle kisilerle ¢ahistik
va da halen caligmaktayiz. Bu yabanci uyruklu ¢alisanlar: ve yoneticileri daha iyt
anlamak amaciyla, dncelikle sizin potansiyel bir yoneticiye iliskin duygu ve
diistincelerinizi anlamak istiyoruz. Daha dnce yabanci bir yonetici ile galisma
deneyiminiz olmamissa bile; Kanada, Amerika, Ingiltere, Almanya gibi
tilkelerden gelen bir yéneticiyi diistinerek, onunla ilgili beklentilerinizi bizimle

paylasmantzi rica ediyoruz.

Litfen her bir climleye ne oranda katildigimizi asagidaki olgegi kullanarak belirtiniz.
Cuimlelerin bagindaki bosluga sizin dislincenizi en iyl sekilde temsil eden sayryi

YazZimz.
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1 2 3 4 5
Kesinlikle Katilmiyerum  Ortadaymm  Katiliyorum Kesinlikle
Katibmiyorum Katiliyorum

Genel olarak KUZEY AMERIKA VEYA BATI AVRUPA’DAN GELEN
YONETICILER :
1. .. calisma sistemlerinde olumlu degisiklikler yaratirlar.

2. ... elemanlar icin ivi birer rol modeli olurlar.

3. ... bulunduklar pozisyonu basariii olduklar i¢in hak etmistirler.

4. ... ilkemizin kosullarina (6rn. siyasi ve ekonomik istikrarsiziik) adapte
olmakta zorlanirlar.

5. ... karumumuza farkl kiiltiirlerden getirdikleri bilgi ve deneyimi
aktarirlar.

6. ... elemanlarini nasil calistirmalart ve motive etmeleri gerektigini bilirler.

7. ... yalnizca kendi donemlierinde sorun gikmasini engellemeyi amagclar;
sonrasinl onemsemezler.

8. ... efitime ve kigisel gelisime 6nem verirler.

9. ... yalnizea ig odakl davraniriar,

10. ...kendilerine giivenirler.

11. ...buraya gelirken ashnda buradan sonra daha iyt oldugunu disiindiikleri
bir ilkeye gidebilmeyi hedeflerler.

12. ... esnekfirler,

13. ... kiiltiirtimiize kargn 6nyargihdirlar ve kendi kiiltiirlerini tistiin gortirler.

14. ... geleneket degildirler, yenilie aciktirlar.

15. ... igi sahiplenmez, her gey i¢in maddi karsilik beklerier.

16. ... calisma arkadaslarina karsr agik davraniriar.

___17. ... kurum kiiltiiriine adapte olamazlar.

[8. ... bagka fikirlere agiktirlar.

19, ... yeterince pratik degildirler,

20. ... iyi takim oyuncusudurlar.

21. ... hak ettiklerinden daha fazla maas alirlar.

22. ... ¢alisma arkadasiarma kars1 vakin ve sicakkanlidirlar.

23. ... kilttriimizi 6grenmeye kars ilgisizdirler.

24, ... yonetim tarzlarim bulunduklan kiiltiire gbre degistirirler.
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1 2 3 4 5
Kesinlikle Katilmiyorum  Ortadayim  Katilivorum Kesinlikle
Katiimiyorum Katihyorum

Genel olarak KUZEY AMERIKA VEYA BATI AVRUPA’DAN GELEN

YONETICILER :

25. ... dirlist ve glivenilirdirler.

26. ... calisma arkadaslarina karst hosgoriili degildirler.

27. ... ast/ist farkma (hiverargive) dnem vermezler.

28. ... buraya geldiklerinde gordiikleri saygiy1 kendi iilkelerinde
gormedikleri icin burada “ne oldum™ delisi olurlar (simarirlar).

29. ... sorunlar karsisinda sogulkkanliliklarini korumay: basarirfar.

30. ... ilkemizin kurallarina uyum saglamakta zorlanirlar, kurallart
benimsemez ve uygulamazlar,

__31...1le aym ortamda olmak ve onlarla birlikte ¢alismak zevklidir.

32. ... 6zel uzmanhik ve bilgi gerektiren pozisyonlar disinda, Tiirk
yoneticilerden daha cok tercih edilmemelidirler.

33. ... kisisel iliski ile ig iliskisini ayirmada bagarilidirlar.

34. ... Tirk calisanlar ile kiiltiir catismast yasarlar.

BOLUM 3

Lutfen asagidaki ifadeler hakkindaki goriislerinizi belirtiniz. Eger ifade sizin
diistincenize uyuyorsa DOGRUnun altindaki parantezin icine, uymuyorsa

YANLISmn altindaki parantezin igine bir ¢arpr koyunuz,

Dogru  Yanhs
) () Sorunu olan birisine yardim etmekte as/a tereddiit etmen.
Highir zaman isteyerek birisini izecek bir sey sdylemedim.

Bir seylerden kurtulmak i¢in bazen hasta rolit oynadigum oldu.

Kiminle konusursam konusayim, daima iyi bir dinleyiciyimdir.

P N e N T T T i S e ¥
R = P S

¢ )
)
( )y Basgkalari kallandigim anlar olmustur,
¢ )
)

Sevmedigim insanlar da dahil herkese karsi her zaman kibar ve
dostaneyimdir.

{ ) () Bazen dedikodu yapmay1 severim.
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BOLUM 4

Yabana dilden kaynaklanan iletisim sorununuzun olmadiging varsayarsak.,
ltitfen her bir ctimleye ne oranda katildigimizi agagidaki dlgegi kullanarak belirtiniz.

Cimlelerin bagmdaki bogluga sizin distincenizi en 1yi sekilde temsil eden sayivi

yaziniz,

1 2 3 4 5 6 7
Kesinlikle Katiimiyorum Biraz Ortadayim Biraz Katlhyorum  Kesinlikle
Katilmiyorum Katitmayorum Katihyorum Katihyorum
1. Yabanci uyruklu bir yonetici ile ¢aligmay tercth ederim.

2. Tiirk bir yonetici ile caligmayi tercih ederim.

BOLUM 5

Kendinizle ilgili olarak, asagidaki ifadelere ne oranda katildiginizi 6lgedi kullanarak
belirtiniz. Climlelerin bagindaki bosluga sizin diislincenizi en iyi sekilde temsil eden

$8Y1yl yazimz.

1 2 3 4 5

Kesinlikle Katilmiyorum  Ortadayum  Katiliyorum Kesinlikie
Katilmiyorum Katilryorum
_ Sik sik bir seylerin ters gitmesinden kaygilanirim.
_Neseli ve canli bir insanim.
. Bir ¢ok entellektiiel merakam vardir.

i Insanlarm iyi niyetli oldugunu varsayarim.

1
2
3
4
5. Bir tirhlil diizenli biri olamayorum.
6.  Beni kizdirmak zordur.

7. Kalabalik arkadas gruplaniyla eglenmekten hoslanirim.

8. Barzen bir siir okurken ya da bir sanat eserine bakarken igimde bir tirperme

ya da bir heyecan dalgas: hissederim.

9. Gerektiginde 1fneleyici ve kirier davranabilirim.
10.  Yaptigim her seyin mitkemmel olmast i¢in cabalarim.

11, Insanlarla konusurken pot kirmaktan, yanlis bir sey séylemekten korkarim.
12.  Bazen mutluluktan yerimde duramam.

13. _ Somut ve gercekei olmayan diisiincelere dalmakta zorlanirim.



Appendices 87

Kesiilikle Katllmzlyorum Ortagaylm Katlli:()rum Kesiilikle
Katilmiyorum Katihyorum
14.  Kogullar ne olursa olsun diger insanlardan daha {istiin oldugumu

diistinmem.
15, Bir konuda harekete gegmeden dnce daima sonuglari distiniiriim.
16, Bir tamdifum topluluk i¢inde aptalca bir sey soyler veya yaparsa onun icin

utang duyarim.

17. _ Insanlarla ¢ene calmaktan pek fazla zevk almam.

18. _ Canli bir haval diinyam vardir. |

19.  Istedigimi elde etmek icin gerekirse insanlari istedigim dogrultuda
yvonlendirmek igin kandirmaya hazinm.

20, Bagladig igleri her zaman bitiren ﬁretken.birisiyim.

21. __ Bazen aklima korkunc distinceler gelir.

22, Cok aktif bir insanim.

23. _ Felsefi tarismalart sikicr bulurum.

24.  Dik kafali ve inatgryim.

25.  Tamamen ahlaki ilkelerim dogrultusunda vasarim.

26, Cok fazla stres altinda oldugumda bazen hicbir is yapamaz olurum.
27. __ Bana heyecan veren seyleri sik sik yapmak isterim.

28.  Bazi kokular va da uzak yerlerin isimleri gibi tuhaf sevler bende gii¢li

duygular uyandirabilir.
29.  Yash ve yoksullar i¢in ne yapsak azdir.
30. _ Ara sira, diistinmeden hareket ettigim olur.
31, Gelecek hakkinda ender olarak endise duyarim.
32, Kaisasiireli yalmzhklardan sonra bile etrafimda bir¢ok insanin bulunacag

yerlere gitmek isterim.

33, Insanlar soyut ve teorik konularda konustuklarinda ilgimi kaybederim.

34.  Kizmakta hakli da olsam kizginlhifimi ifade etmekten cekinirim.

35. _ Belirli hedeflerim var ve o hedeflere dogru diizenli bir bigimde calistyorum.
36. __ Insanlarn benimle dalga gegmelerine pek bozulmam.

37.  Arkadaglarima karst giiclit duygusal baghhgim vardir.

38. _ Hayal kurarak zaman kaybetmekten hoglanmam.
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Kesillllik!e Katllmzlyorum Orta(?;aylm Kat:lifforum Kesiilikle
Katilmiyorum Katihyorum
39, Yetenek ve bagarilarum hakkmda Sviinmek beni rahatsiz etmez.

40. _ TIse bir giin gitmemem i¢in gercekten hasta olmam gerekir.

41.  Kimi zamanlar dylesine utandigim olmustur ki yer yanilsa da igine girsem
demisimdir.

42. Bir(;ok insan benim sofuk ve mesafeli oldugumu diistintir.

43, Insanlar inandiklar dogrular: bir kere olusturduktan sonra kolay kolay
degistirmemelidir,

44. _ Insanlara hemen giivenirim.

45.  Titiz ve ince eleyip sik dokuyan bir insan olma egilimim vardir.

46.  Kiglik sikintilar bile benim icin asap bozucudur.

47. _ Heyecan verici eglencelerle dohu olan kalabalik bir yerde tatil yapmak

hoguma gitmez.,

4. Bazen dinledifim miizikle kendimden gecerim.

49.  Elimden geldigince bagkalarma yardim etmeye caliginm.

50.  Calismaya baglamadan 6nce ¢ok zaman kaybederim.

51. __ Insanlarla birlikieyken kendi davramslarinn pek incelemem.

52, Baska insanlarla ugrasmadan tek basima ¢alismama izin veren isleri tercih
ederim.

53. _ Evrenin yapisi ve insanoglunun buglinkil durumu tizerine diiglince tiretmek

pek az ilgimi geker.

54.  Birinin bana bir iyilik yapmasi bende kusku uyandirir.

55.  Kagit falinda ya da tek basima oynadigim oyunlarda hile vaptigim olur.

56.  Nadiren korku ve kayg hissederim.

57. _ Yasadiklarimm ifade etmek icin “Muhtesem!” veya “Olaganiistii!” gibi
sOzctkleri nadiren kullanirim.

58. _ Siir beni pek etkilemez.

59. _ Insanlan ufak tefek oyunlarla idare edebilme becerilerimle Gviiniiriim.

60.  Temizlik konusunda ¢ok titiz degilim
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BOLUM 6

Yabanc: dilden kaynaklanan iletisim sorununuzun olmadi#im varsayarsak,
asagidaki ifadelere ne oranda katildiginiza 8lgegi kullanarak belirtiniz Climlelerin

basindaki bosluga sizin diigiincenizi en iyi sekilde temsil eden sayiyr yazimz,

1 2 3 4 5
Kesinlikle Katilmiyorum  Ortadayim  Katidhiyorum Kesinlikle
Katilmiyorum Katilyyorum

Yabanci bir calisan/yimetici ile olan iliskimde :
1. Bagisikistifinda ondan talep gelmeden yardim ederdim.
. Onun kisisel sorunlarim dinlerdim.
. Arabam kullanmasina izin verirdim.
. Onu sehir hakkmda bilgilendirirdim.

) Dilimizi 6grenmesine yardim ederdim.

. Onu davramslarimn vygunlugu konusunda bilgilendirirdim.

2

3

4

5

6. __ Benimle iletisim kurmasmu kolaylagtinirdim.

7

8. Yardimlanmla onun ig hayatim kolaylagtirirdim.
9

.. Onu kendi sosyal ortamlarima sokardim.

BOLUM 7 “

Liitfen her bir climleye ne oranda katildiginizi asagdaki olcegi kullanarak belirtiniz.

Ciimlelerin bagindaki bosluga sizin diistincenizi en iyi sekilde temsil eden saviy:

yaziniz.
1 2 3 4 5
Kesinlikle Katilmiyorum  Ortadayim Biraz Kesinlikle
Katilmiyorum Katihyorum  Katihyorum
1. Bagka bir irka mensup biri ile tanismak benim icin genellikle rahatsiz edici

bir deneyimdir.

2. __ Sadece aym irktan oldugum insanlarla birlikteyken rahat hissederim.
3. Baska bir wktan birine kendimi vakin hissetmek benim igin ¢ok zordur.
4. Arkadaslarimin gogunun bir cok konuda benimle aym fikirde olmas: benim

icin cok dnemlidir.

5. Bagka wktan kisiler bent cogunlukia sinirlendirir ve rahatsiz eder,
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1 p) 3 4 : 5
Kesinlikle Katilmiyorum  Ortadaymm Biraz Kesinlikie
Katilmmyorum Katibyorum  Katiliyorum
6. Farkh tilkelerden insanlarla tamsmay: tesvik eden bir dernege/kurulusa

katilmay1 isterim.

7. Farkl tlkelerin miziklerinin calindi yerlere gidip dans etmeyi isterim.
8. Siklikla baska tlkelerin mziklerini dinlerim.
&, Diinyvada yasanus ve vasamakta olan pek gok uygarhik hakkinda bir seyler
Ggrenmekle igilenirim.
10, Farkh wklara mensup insanlarla tamgabilece@im etkinliklere katilinm,
BOLUM 8
1. Daha Once yurtdisinda yasama deneyiminiz oldu mu? _ Evet _ Havir
(4. soruya geginiz)
2. Nekadar siire ile yurtdisinda yasadmiz? _ wvilveya ay
3. Budonemde yurtdigmda caligtimizrm?  Evet  Haywr

4. Tirkiye’deki is hayatizda yabanct uyrukiu bir calisan/yonetici ile ¢aligtimiz
mi?
__Evet  Havir (11 soruya geginiz)
5. Bu yabanct uyruklu ¢alisan/vonetici ile hala ¢alismakta musiniz?
___Evet  Haywr
6. Bu yabanci uyruklu galisan/ydnetici ile ne kadar siire ¢alistimz?
~ wilveya ___ay

7. Bu yabanci uyruklu calisanlar/yoneticiler hangi  uyruklardan(di)?

8. Bu yabanct uyruklu ¢alisan/yonetici size gire hangi pozisyondaydi?
Alt  Aym_ Ust

9. Bu yabanct uyruklu calisan/yonetici ile c¢aligma deneyiminizi nasil
degerlendirirsiniz?
(Liitfen size en uygun olan secenegi daire icine aliniz.)
i 2 3 4 5
Cok Olumsuz Olumsuz Ortadayim Olumlu Cok Olumly
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10.Bu  kisilerle  giindelik  isiniz  dahilinde ne kadar yoZuniukta
calistyorsunuz/cahistiniz?
(Liitfen size en uygun olan secenegi daire icine aliniz.)

1 2 3 4 5

Cok Az Az Ne Az Ne Cok Sik Cok Sik

11. Birebir ¢calisma disinda, su ana kadar yabanci uyruklu bir caligan/ynetici ile
etkilesim i¢inde bulundunuz mu?

~_Evet _ Hayrr

BOLUM9

Asagidaki ifadelere ne oranda katildiginiz1 6lcegi kullanarak belirtiniz. Ciimlelerin
basindaki bosluga sizin diisiincenizi en iyi sekilde temsil eden sayiyt yazmiz,

“Kitltzir " 1le “Tiirk Kuiltiirsi” kast edilmektedir.

1 2 3 4 5
Kesinlikle Katilmuyorum  Ortadaymm  Katiliyorum Kesinlikle
Katilmiyorum Katihyorum
1. Diger kiltliclerin cogu benim kiiltiiriime gbre gerl kalmistir,
2. Diger kiiltlirlerden insanlarn, benim kiilttriimdeki insanlara gdre daha ivi

havat tarzlar: vardsr.
3. Cogu insan, benim kHitGriimdeki insanlarin vagadiklar: gibi yasaMAsayds

daha muth olurdy

4, Benim kiiltiiriim diger killtiirler icin bir rol modeli olmalidir,
5. Diger kiilttirlerdeks yasam tarzlan en az benim kitltiiriimdeki yasam tarzlari

kadar dogru ve gegerlidir.
Diger kiiltirler benim ktltirim gibi olmak icin ¢aba sarf etmelidir,
_ Baska kaltarlerin degerlert ve gelenekleri ile ilgilenmem.

 Benmm kiilttrlmil &rnek almak, baska kiilttirler icin mantikly degildir,

e S

Benim ktltiirimden insanlar, bagka kilttrlerden gelen insanlardan cok sey
Ogrenebilirier.
10. Diger kiiltfirlerden insanlann ¢ofu kendileri igin neyin ivi oldugunu

bilmezler.
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-1 2 3 4 5
Kesinlikle Katilmiyorum  Ortadaymm  Katiiyorum Kesinlikle
Katilmiyorum ' Katilyorum
11, Benim kiiltiiriimden insanlar baska kititiirlere gittikleri zaman garip ve sira

dist davransriar,

12. Baska kithtirlerin deger ve geleneklerine cok az savgr duyarim.
13, Cogu insan, benim kiilttirimdeki insanlann vasadiklar gibi yvasasavd: daha

mratlu olurdu.

14, Bemm kiihttirimdeki insanlanin hayat tarzlar neredeyse en iyi hayat tarzidir.

15, Bemm kiiltiriim, diger kiiltirlerin coguna gére geri kalmistr.

16, Benim kiilttirlim diger kiihtirler igin k6tii bir rol modelidir.

17, Diger kiltlirlerdek: yvasam tarzlar bepim kiiltiirimdeki yasam tarzlan kadar
dogru ve gecerli degildir,

18, Bizim kitltiirimizin diger kiltirlere benzemesi icin gaba sarf etmeliyiz.

19, Bagka kiiltiirlerin degerleri ve gelenckleri ile ¢ok ilgilenirim.

20. __ Benim killtirimdeki insanlarin cogu kendiler? igin nevin iyi oldufunu
bilmezler.

21, Diger kisltiirlerden insanlar, benim kiiltiiriimdeki insanlardan cok sey
Girenebilirier.

272, Dager kiitirierin benim kiiltiriimi drnek almalan akilhicady,

23, Dnger killttirlerin deger ve geleneklerine saygr duvarm.

24, Diger kiiltiirlerden insanlar benim kilitiictime geldikleri zaman garip ve sira

digt davranirlar.

Zaman ayirdiginiz icin cok tesekkiir ederiz.
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