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ABSTRACT

Expatriates are an ever-growing topic for International Human Resource Management
and companies worldwide.
This study examined the relationship between the personality traits of extraversion and
openness and the self-perceived job performance of Brazilian expatriates. With a sample
of 102 expatriates (40 company assigned and 62 self-expatriates) the study focused on
their self-perceived performance and personality traits. It also explored the differences
between the personality traits of the two groups. Through a quantitative approach using
the Big-five factor model, personality traits of respondents were accessed and tested
along with their self-perceived performance. Demographic characteristic of gender was
also examined and compared with performance. Results found a significant relationship
between extraversion and openness and self-perceived performance. Results also
indicated a significant difference in openness and extraversion scores between assigned
expatriates and self-expatriates, with self-expatriates presenting higher scores in both
traits compared with company assigned expatriates. No difference was found in
performance regarding gender.
The findings of the present study are consistent with the findings of some previous
research on the topic of expatriation and suggested that expatriates with high scores in
extraversion and openness are more likely to adjust and perform better on international
assignments.

Key words: Expatriation, Self-expats, Company expats, Openness, Extraversion,
Performance, Big-Five Factor model.
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1. INTRODUCTION
1.1 Context

Expatriates are employees of companies who moved abroad to work for short or
long time outside their country of birth aiming to achieve organizational goals and
improve their careers (Shaffer et al., 2012; Perera et al., 2018). They could either have
been transferred by their employer to a foreign subsidiary as assigned expatriates (AEs)
or directly hired by companies in the host country, being defined as self-initiated
expatriates (SIEs) (McNulty and De Cieri, 2016).

The employment of expatriates is now a common practice because multinational
corporations (MNCs) are in need of employees who can work effectively across multiple
geographical boundaries (Collings et al., 2009; Stahl et al., 2012, both cited in McNulty
and De Cieri, 2016). As a result of this expansion, cross-cultural assignment (CCA) is fast
becoming one of the tools used by many organizations to develop cultural knowledge,
increase competitiveness by diversifying business ideas (Black 1988; Caligiuri, 1997;
Mervosh and McClennahen, 1997, all cited in Onosu, 2016; Erogul and Rahman, 2017)
and generally fuel the growth and overall success of a company (Sparrow et al., 2004;
Wilczewski, 2019). Furthermore, long-term international assignments are not merely
undertaken by large MNCs today, but also increasingly by smaller companies that lack
overseas operating experience and established expatriate management systems
(Perera, et al., 2017; Wilczewski, 2019).

With respect to employer and task-related differences, SIEs are more likely to
work for foreign organizations that are smaller and have less international presence,
while assigned expatriates (AEs) operate mostly in organizations of their home country
or their foreign subsidiaries (Andresen et al., 2015). Nevertheless, in both cases,
understanding what are the tools and processes that can help to improve the
performance of international assignees is a significant Human Resources (HR) activity
for most firms (Sparrow et al., 2004; Singh and Mahmood, 2017).
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1.2 Brazilians Expatriates living in Europe

According to the International Centre for Migration Policy Development (ICMPD)
(2013), Brazil began a new phase in the displacement of its population in the 1980s. This
was a period when an increasing number of Brazilians decided to live abroad moving to
countries in Europe, such as Italy, France, Portugal, Germany, Spain and the United
Kingdom. In recent years, Brazilians also began to move to Belgium and Ireland.

The Brazilian expatriates living in Europe now account for a large part of the
European population. In 2014, 2.3 million first residence permits were issued in the
European Union (EU) to non-EU citizens either for employment, study or family reasons,
and Brazilian expatriates accounted for 46.4% of these (Eurostat, 2015). Portugal saw
the fastest growth of Brazilian immigrants during the period 2007 to 2008, with the
number of Brazilians increasing from 15.8% to 24.3% of all foreigners living in Portugal
(ICMPD, 2013). Meanwhile, according to the 2016 census, there were 15,796 Brazilians
resident in the Irish Republic. This made Brazilian expatriates the second fastestgrowing group in absolute terms of foreigners with an increase of 6,498 on the 2011
census (Falvey, 2019).

Considering the high number of foreigners moving to work in Europe in the last
decade, the increased need for employees that companies are facing due to
globalization, and the difficulties they find on relocating employees (Salamin and
Hanappi, 2014), understanding how to improve the performance of this specific group
may give companies a competitive advantage in their performance management
(Bonache and Noethen, 2014).
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1.3 Rationale of Research

In the past years, not only has the need for sending staff on international
assignments grown, but the attention given to the high costs’ companies report when
an employee fails on his/her assignment has also increased (Huang et al. 2005; Haile and
White, 2019). Clearly, these extremely skilled professionals account for a large part of
an organization’s global talent pool (McNulty and De Cieri, 2016; Wilczewski, 2019) and
therefore are strategically important to their companies. However, despite the
advantages that cross-cultural assignments bring, they remain expensive ventures for
both organizations and employees (Hung-Wen and Ching-Hsiang, 2006, both cited in
Onosu, 2016; Perera et al., 2017).

Companies that assign expatriates to foreign assignments anticipate that these
employees will be successful in their positions and will adjust well to the host country.
However, research indicates that, all too frequently, this is not the case (Caligiuri, 2000;
Huang et al., 2005). Clearly, managing international assignments has not only been
challenging but complex (Shaffer et al., 2006). Although estimates of failure rates vary,
assignment failure is even so costly not only for the company, but for expatriates as well
(Van Bakel et al., 2017; Haile and White, 2019) and thereby a source of concern (Forster,
1997; Harzing, 1995, both cited in Harari et al., 2018). Thus, the costliness and the
prevalence of failure rates reported in recent studies makes this an important area of
study (Pattie and Parks, 2011; Bonache and Noethen, 2014; Erogul and Rahman, 2017),
especially with regard to understanding the factors underpinning the successes or
failures in the performance of expatriates (Shaffer et al., 2006; Krishnaveni and Arti,
2015; Erogul and Rahman, 2017).

While adjusting well to a new position and the host country mark successful
foreign assignments, failure is defined as the early return or loss of an expatriate in
which a real or inferred financial loss can be calculated by the organization (Onosu, 2016;
Erogul and Rahman, 2017). Similarly, Haile and White (2019) defined expatriate failure
as premature return, low performance or adjustment problems. Although there is a
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financial cost related to the failure of an expatriate, there is also an immensurable,
psychological effect that can also discourage potential candidates from accepting
international assignments (Bonache and Noethen, 2014; Wilczewski 2019).

Expatriate employees are increasingly expected to be effective in handling a
broader, diverse range of job responsibilities that are often unspecified in the written
contract (Yan, et al., 2002; cited in Perera et al., 2017). Considering these unstipulated
duties and the relatively high expectations set on expatriates working on international
assignments, there are several factors that directly or indirectly influence their
performance and productivity (Krishnaveni and Arti, 2015; Singh and Mahmood, 2017).

While different authors suggest various factors that can influence one’s
performance while working abroad, there is some agreement that factors, such as crosscultural adjustment (CCA) and personality traits have a strong influence on the job
performance of expatriates. Also, Bhaskar-Shrinivas et al., (2005) and Konanahalli and
Oyedele, (2016), argued that expatriates are very likely to have different levels of
adjustment, and each facet of adjustment should be treated separately. These different
levels of adjustment include cultural, job and personal adjustments.

Cultural adjustment is the extent to which expatriates achieve convergence of
behaviours and norms with those prevailing in the environment over time and is an
important factor in predicting performance (Black and Gregersen, 1999). Additionally,
to this social-cultural adjustment, can be added the factor of time. In other words, the
time it takes for the expatriate to become proficient in the job is another important
element of adjustment (Selmer and Lauring, 2014).

Templer (2010) and Suutari and Brewster (1997), both cited in Singh and
Mahmood (2017), argued that personality traits and technical and relational skills are
factors that strongly influence the success of expatriate employees. Building on these
contentions, Wang et al. (2019) found that personality traits, such as extroversion,
openness to experience and conscientiousness can assist expatriates to create strong
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connections and good relationships in their colleagues in the host countries and
consequently perform better.
Studies, therefore, are needed to fill this gap and determine whether personality
characteristics do indeed impact the success of expatriates (Arthur and Bennett, 1995,
cited in Caligiuri, 2000). Moreover, it has yet to be investigated to what extent the
personality traits of openness and extraversion may improve performance, and may
help an expatriate to succeed while working abroad.

Finally, as many authors (Selmer and Lauring, 2014, Krishnaveni and Arti, 2015;
Shen and Jiang, 2015; Andresen et al. 2015; McNulty and Hutchings, 2016; Vijayakumar
and Cunningham, 2019) supported the arguments that there are gender differences in
the self-perceived performance of expatriates, and that SIEs generally start their
international assignments at a younger age than AEs, the factors of gender and age
should be taken into consideration when examining expatriate’s job performance
abroad.

1.4 Research Aim

The aim of this current study is to investigate whether there is a difference
between the personality traits of extraversion and openness among self-expatriates
or company assigned expatriates working abroad, and whether those personality
traits are related to expatriates’ performance. Also, the study will investigate the
relationship between the age and gender and the self-perceived job performance, of
assigned or self-expatriated Brazilians working abroad.

1.5 Research Question

The focus of this study is the following research question:

Do extraversion and openness influence the perceived job performance of
Brazilian expatriates working abroad?
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Secondary question: Do company assigned expatriates and self-expatriates differ in
openness and extraversion personality traits?
Tertiary question: With regard to Brazilian expatriates, is there a correlation between
the personality traits of openness and extraversion with gender?

1.6 Hypothesis

This study’s hypotheses are as follow:

Hypothesis 1: There will be a significant difference in extraversion between selfexpatriates and company assigned expatriates.
Null Hypothesis: There will not be significant difference in extraversion between selfexpatriates and company assigned expatriates.

Hypothesis 2: There will be a significant difference in openness between self-expatriates
and company assigned expatriates.
Null Hypothesis: There will not be significant difference in openness between selfexpatriates and company assigned expatriates.

Hypothesis 3: There will be a significant difference in the self-perceived performance
between males and females’ expatriates.
Null Hypothesis: There will not be significant difference in the self-perceived
performance between males and females’ expatriates.

Hypothesis 4: There will be a significant correlation between extraversion and selfperceived performance of expatriates.
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Null Hypothesis: There will not be a significant correlation between extraversion and
self-perceived performance of expatriates.

Hypothesis 5: There will be a significant correlation between openness and selfperceived performance of expatriates.
Null Hypothesis: There will not be a significant correlation between openness and selfperceived performance of expatriates.
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2 LITERATURE REVIEW
2.1 Expatriates, Definition and Challenges

The term expatriation comes from the Latin ex-patria: out of country, and exist
from the time that there were countries for people to expatriate from (McNulty and
Brewster 2017). Nowadays, millions of people live and work outside their country of
origin (Dickmann et al., 2018). The expatriate employee experience is not a new
phenomenon in the world of business management. However, businesses are becoming
increasingly international, and as a consequence, expatriate employees are needed to
transfer technical and cultural knowledge and competencies between countries. Due to
this demand, and the key role these professionals play, they have been the focus of
research studies for decades (Erogul and Rahman, 2017; Wilczewski, 2019).

The definition of expatriate may be summarized as one who chooses to live
abroad but does not go so far as to immigrate (Erogul and Rahman, 2017). This in turn
points to a non-permanent move in which one does not seek full integration into the
new culture (Shen and Jiang, 2015). Therefore, an ‘expatriate’ is a voluntary, temporary
migrant who resides abroad for a particular purpose and ultimately goes back to his/her
home country (Huang, et al., 2005; Wang et al., 2020). Authors, such as Perera et al.
(2017), stated that international assignments can be classified as (1) demand-driven (to
serve the long-term motive of position-filling or shorter-term motive of problem solving)
and (2) learning driven (long-term developmental assignments to groom high-potential
employees for higher-level, internal management positions). Black and Gregersen
(1999) argued that the reason for sending a person overseas must go beyond an
immediate business problem, and that both company and employee should not buildup unrealistic expectations.

Both, Andresen et al. (2015) and Dickmann et al. (2018) noted that expatriates
were commonly viewed in literature as a homogeneous population. It is only in recent
years that SIEs have been more distinguished from AEs or as defined by McNulty and
Brewster (2017), business expatriates (BE). AEs would be widely regarded as the more
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traditional expatriates and have been studied extensively (McNulty and Hutchings,
2016). In contrast, SIEs are those who make their own way and usually do not receive
any expatriate package (Shaffer et al., 2006). Thus, on one hand, the SIEs may face
greater cultural adjustment difficulties than the AEs because they do not benefit from
the same preparation or support from a home organization. However, on the other
hand, SIEs may possess personality traits that encouraged them to self-assign
themselves internationally. While these traits may not necessarily be shared with AEs,
they may equip the SIEs with additional resistance to cross-cultural shock and its
associated stress (Selmer and Lauring, 2014).

Also, it has been found that SIEs are more proactive in seeking work abroad and
have different demographics in terms of gender, age and educational level (Dickmann
et al., 2018). For example, in comparative studies, for instance (Suutari and Brewster
2000; Jokinen et al., 2008; Peltokorpi and Froese 2009; Cerdin and Le Pargneux 2010, all
cited in Andresen et al., 2015) the samples of SIEs have included more women showing
a more gender variety, while researches among AEs shows that this group tend to be
male-dominated. Although AEs are predominantly male, some authors, such as Selmer
and Leung (2003a) and Cole and McNulty (2011), both cited in Salamin and Hanappi
(2014), have argued that companies are increasing their attention to all available talent,
rather than only male candidates because female employees have been proving their
high potential for management roles. Krishnaveni and Arti (2015) supported this
contention asserting that companies are expanding their horizons regarding female
expatriates having identified that females have a greater tendency to adapt and
familiarize in a new culture and environment than males; and as a consequence,
perform better.

Additionally, research by Andresen et al. (2015) found that SIEs on average are
commonly somewhat younger or start their international careers at a younger age than
AEs. They also found that SIEs are more often single and have less children.
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However, although the conditions for SIEs and AEs are different, while abroad
they both face challenges and high levels of stress and uncertainty that can impact
detrimentally upon their job performance. For example, Wilczewski (2019) describes
how, when experiencing a period of cultural shock, expatriates can feel frustration,
confusion, tension and a lack of understanding on how to behave as a result of coping
with a new cultural context on a daily basis. This may erode well-being, influencing
performance and willingness to complete the assignment (Vijayakumar and
Cunningham, 2019).

Thus, as expatriates carry out key assignments, such as facilitating the operation
of foreign subsidiaries (Huang et al., 2005), and represent a potentially competitive
advantage for multinational corporations, the past decades have seen a surge in studies
focusing on expatriate adjustment and performance (Bhaskar-Shrinivas et al. 2005;
Pattie and Parks, 2011; Sheng and Jiang, 2015; Singh and Mahmood, 2017; Harari et al.
2018; Haile and White, 2019; Vijayakumar and Cunningham, 2019) . These studies have
examined the various factors that play a part in successful international assignments
(Van Bakel et al., 2017; Wilczewski, 2019). In doing so, they use the term ‘expatriate
adjustment’ to refer to a process through which an expatriate comes to feel comfortable
with a new environment and harmonizes with it. However, one of the major challenges
to expatriate adjustment, commonly identified in these studies, is overcoming cultural
barriers (Huang, et al., 2005; Bonache et al., 2007). For Black and Gregersen (1999)
adjustment reflects on how psychologically comfortable the individual feels living
outside his/her home country. Apart from the obvious challenges of working in a host
country, expatriation requires workers, their spouses and families to adapt to new
lifestyles that may be extremely different from their home-country realities
(Vijayakumar and Cunningham, 2019).

Additionally, other authors supported the contention that the experiences of
stress due to challenges follow response patterns that can be expressed in adjustment
or maladjustment to numerous aspects of international assignments (Jex and Beehr,
1991, cited in Bhaskar-Shrinivas et al., 2005). In other words, since the dynamics and
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diversity of workplaces where expatriates are positioned can be quite varied, expatriate
employees invariably face numerous challenges and issues that are often unexpected
by the individuals concerned, especially when in long-term assignments (Erogul and
Rahman, 2017; Perera et al., 2017; Wilczewski, 2019). Overall, the challenges and issues
influencing an expatriate’s adjustment can be related back to individual factors (e.g. selfefficacy, relational and perception skills), organizational factors (e.g. organization
cultural novelty, social and logistical support), job role design (e.g. role clarity/ambiguity,
discretion, novelty, conflict and overload) and non-work related factors (e.g. culture
novelty, family/spouse adjustment) (Black et al., 1991; Konanahalli and Oyedele, 2016).

Furthermore, in some cases, given the complex nature of international
assignments and the perception that global roles can be considered glamorous,
expatriates may feel entitled to perks or special treatment (Perera et al., 2018). In such
cases, the perceived difficulty of the assignment, and the sense that their role within the
organization is important but not satisfactorily acknowledged or rewarded, can be
challenging and may have a detrimental impact on performance (Bonache et al., 2007;
Harvey et al., 2012; both cited in Perera et al., 2017). Perera and her colleagues (2017)
also argued that unrealistic expectations can create incongruence because the flawed
assumptions of expatriate employees are likely to diverge from those held by the parent
company, increasing the likelihood of a perceived breach and creating a less
collaborative environment. In this context, there is a need to understand the individual
differences that may influence the ability of expatriates to manage work–nonwork
challenges (Vijayakumar and Cunningham, 2019).
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2.2 Performance and Performance Management of Expatriates, brief definition

According to the Oxford English Dictionary (2009) performance is defined as: ‘The
accomplishment, execution, carrying out, working out of anything ordered or
undertaken’. This refers to outputs/outcomes (accomplishment), but also states that
performance is about doing the work as well as being about the results achieved
(Armstrong, 2009).
Aguinis (2013) and Tweedie et al. (2019) defined performance management (PM)
as a pervasive practice that organizations use to measure and manage employees’ work.
In contemporary usage, PM refers to a more or less integrated set of systems for
directing and evaluating workers’ performance.
Armstrong’s (2009), defines PM as follows:
Performance management is a systematic process for improving organizational
performance by developing the performance of individuals and teams. It is a means
of getting better results by understanding and managing performance within an
agreed framework of planned goals, standards and competency requirements.
(Armstrong, 2009, p. 32)

Salgado and Bastida (2017), Kossek et al. (2017) and Tweedie et al. (2019) argued
that PM is about measuring, directing and supporting employees with the aim of
improving goal-achievement. It, therefore, refers to the achievement of individual or
group tasks at work and behaviours related to organizational objectives (Wang, 2016;
Schleicher et al., 2019).

For Aguinis (2013), a combination of three factors allows some people to perform
at higher levels than others. These factors are declarative knowledge, procedural
knowledge and motivation. This supports Black et al. (1991) and Pattie and Parks (2011)
research on expatriates’ adjustment in which they argued that previous international
experience influences expatriate adjustment and performance because when working
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in a similar culture international experience works as a primer for knowledge transfer
and allows for a rapid adjustment process to occur. Therefore, PM, when done well,
improves employees’ performance, engagement and commitment/motivation (Kossek
et al., 2017; Tweedie et al., 2019).

PM is a complex system but expatriate PM is even more complex considering
that it involves a global environment rather than a domestic one (Black et al. 1991;
Bonache et al., 2007; Singh and Mahmood, 2017). As suggested by Krishaaveni and Arthi
(2015), Singh and Mahmood (2017) and Polesello and Stout (2018), there are many
factors that can directly or indirectly influence performance of either AEs or SIEs. They
classified these factors into three categories as follow: individual, organizational and
social. Similarly, for Lee and Sukoco (2010), expatriates’ performance must also to be
classified in different categories. However, for them, these categories can be divided
into two facets that are: task/technical and contextual/interpersonal, with the
contextual/interpersonal being the most relevant for goal achievement.

Regarding the definition of what is considered an outstanding performance by
an expatriate, for Lee and Sukoco (2010), Bonache and Noethen (2014) and Shen and
Jiang (2015), even if an expatriate remains in a foreign locale for the duration of his/her
assignment, the expatriate’s assignment may still be regarded as unsuccessful when
tasks are not performed according to expectations and objectives, productivity is
delayed and productivity or relations are damaged.

However, it has been noted that there has been considerably less attention to
job performance as a dependent variable in expatriate management research (McEvoy
and Buller, 2013). Other researchers, such as Onosu (2016), Salgado and Bastida (2017)
and Wang et al. (2019) also support the need to focus on job performance as a significant
issue when gauging whether an international assignment has been successful or not.
For example, Caligiuri (2000), Sheng and Jiang (2015) and Wilczewski (2019), proposed
that the measures of success should include, when the expatriate remains until the end
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of the assignment, adjusts to the host country and environment and performs well
professionally. Hence, it may be equally important to draw attention to expatriate job
performance as well as premature return to the home country.

For Shaffer et al. (2006), Harzing et al. (2016) and Genkova and Kaune (2018), to
enable expatriates to perform well, companies must offer greater structure, explicitness
and role clarity to the processes and outcomes necessary for expatriates to execute their
jobs. Besides role clarity, authors such as Sri Ramalu et al. (2012) and Polesello and Stout
(2018), propose that expatriate performance management has also to cover cultural
intelligence training to facilitate individuals to perform satisfactorily since their jobs, by
nature of geographical relocation, are characterized by cultural diversity.

Companies have been using both ethnocentric and geocentric policies to manage
their expatriate employees extensively (Hill, 2015, cited in Erogul and Rahman, 2017).
However, whether opting for a host country centred approach or centralizing it in the
home country, it is fundamental to consider that expatriates face different levels of
stress and unpredictability while abroad. Hence, international performance
management requires a better understanding of the individual differences and traits
that may influence the ability of expatriates to manage work–nonwork defiance and
consequently, perform well (Salgado and Bastida, 2017; Vijayakumar and Cunningham,
2019). To this argument Black and colleagues further suggested that:

Companies that manage their expats successfully follow the three practices that
make the assignments work from beginning to end. They focus on creating
knowledge and developing global leadership skills, they make sure that candidates
have cross-cultural skills to match their technical abilities, and they prepare people
to make the transition back to their home office.
(Black and Gregersen, 1999).
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All in all, it is clear that the way performance management of expatriates should
be conducted or what should be considered when measuring expatriates’ performance
is still ambiguous. However, many authors agree that due to the complexity of the issues
involved, companies need to tailor their processes in order to able to find the best fit
and improve performance.
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2.3 Personality traits/ Big Five Factor-model [BFI]

The American Psychological Association (APA) (2017), defines personality as
individual differences in characteristic patterns of thinking, feeling and behaving.
Although many authors assume that traits are purely descriptive summaries of
behaviour, others argue that traits can be externalized as factors that can impact life
outcomes and performance by generating thoughts, feelings and behaviours,
particularly in ambiguous or novel situations (Funder, 1991; Caspi and Moffitt, 1993;
Roberts and Jackson, 2008, all cited in Bleidorn et al., 2019). Kajonius and Johnson
(2019), also argue that personality traits are important for most, if not all, life outcomes,
and have demonstrated predictive validity in subjective outcomes, such as relationships
and well-being. Furthermore, there is emerging evidence that personality traits tend to
cluster geographically providing nations, regions or neighbourhoods with certain
characteristics. This aligns with current conjecture that personality traits are fairly stable
and develop predictably throughout life (Jokela et al. 2015).

Hogan and Shelton (1998) and Hogan and Roberts (2000) both cited in Shaffer et
al. (2006) accorded personality traits with a direct influence on work behaviours. They
contended that behaviour is a function of a person’s personality and the situation (i.e.
the roles and agendas relevant to interactions involving the person). However,
alternatively, for many years, psychologists have viewed cognitive ability (brainpower)
as a predictor of job performance such that smarter people were considered more likely
to succeed in a job. Currently, it is generally agreed that intelligence is only part of the
story (Downes et al., 2007). Other factors, not related to intelligence but rather to
personality, that impact on job performance include creativity, leadership, integrity,
attendance and cooperation (APA, 2019).

Shaffer et al. (2006) argued that individuals tend to comply with new
expectations if compliance is consistent with their personality. Such compliance is
motivated by basic human needs, such as the need for predictability and order (finding
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meaning), the need to be accepted and liked (getting along) and the need for status and
power.

Personality models are frequently established by items making up facet traits
which in turn make up the broad trait domain, which intends to generate content scope
and precision (Johnson, 2014; McCrae, 2010, both cited in Kajonius and Johnson, 2019).
According to Gosling et al. (2003), there are three most commonly used and wellestablished instruments to measure personality traits. These are the 44-item Big-Five
Inventory (BFI) (Benet-Martínez and John, 1998; John and Srivastava, 1999), the 60-item
NEO Five-Factor Inventory (NEO-FFI) (Costa and McCrae, 1991), and Goldberg’s
instrument comprised of 100 trait descriptive adjectives (TDA) (Goldberg, 1992).

This study focused on the Big-Five Factor Model (BFI). Cross-cultural tests of the
Five Factor Model (FFM) in over 50 societies across six continents have supported its
effectiveness and universality (McCrae, 2002; McCrae, Terracciano & 78 Members of
the Personality Profiles of Cultures Project, 2005; Schmitt et al., 2007, all cited in Gurven
et al. 2013).

In contemporary psychology, the Big Five traits of personality are five broad
domains which define human personality and account for individual differences. The
Big-Five framework suggests that most individual differences in human personality can
be classified into five broad, empirically derived domains (Gosling et al., 2003). In 1990,
Digman advanced his five-factor model of personality, and in 1993, Goldberg extended
it to the highest level of organization. These five overarching domains were found to
contain and subsume most known personality traits and are assumed to represent the
basic structure behind all personality traits.

This higher order trait taxonomy distinguishes each of the five personalities,
including, neuroticism (i.e. feelings of anxiety, anger, guilt, frustration), extraversion (i.e.
manifested in outgoing, talkative, energetic), conscientiousness (i.e. vigilant, careful,
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organized, aim for achievement), openness to experience (i.e. intellectual curiosity,
perceptive, creative, reflective) and agreeableness (i.e. kind, cooperative, sympathetic,
trustworthy) (McCrae et al. 2005; Rhodes and Smith, 2006, cited in Joyner et al., 2018).
The FFM is based on these five personality factors and is often identified by the acronym
OCEAN for Openness, Conscientiousness, Extraversion, Agreeableness and Neuroticism.

The Big-Five Model propounds that each personality trait is a spectrum.
Therefore, individuals are ranked on a scale between the two extreme ends, so that, for
instance, ones are not classified as purely introverted or extroverted, instead, their level
of extraversion will be measured.
Figure 1 below shows an example of the spectrum.

Figure 1: Spectrum of the Big-Five model traits. Source: Simply Psychology. Lim A. (2020)

However, lately there is a growing attention to the lower facets of each of the
five domains that can offer a more fine-grained construction. Hence, more recently,
writers have called for increased analysis of these facet traits as a way forward for
research in personality testing (Ziegler and Backstrom, 2016). Also, however the FFM
being a factual impressive model, many critics have pointed out to some evident
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limitations, such as lack of robust scope and meaning (McCrae et al., 2010), more
descriptive than explanatory and not providing a causal reason for human behaviour
(John and Srivastava, 1999).

Nevertheless, despite these issues and criticism, and even though the five factors
do not provide comprehensive explanations of personality, this model is recognized for
offering a large portion of personality-related terms. In other words, the five factors are
not necessarily traits in and of themselves, but factors in which many related traits and
characteristics fit. Thus, the Big Five theory still holds sway as the prevailing theory of
personality (Ackerman, 2020).

This study focused on two of the five traits. These were extraversion and
openness, as the literature has found that those traits have a greater influence on
adjustment and performance within the international context.

2.3.1 Extraversion, brief definition

McCrae and Costa (1991) defined extraversion as the way in which individuals
express themselves through their behaviour and words. In doing so, they supported
that people with high extraversion tend to enjoy interacting with others and feel
energized by these interactions. Equally, Kajonius and Johnson (2019) recognized
that when someone scores high on the trait factor extraversion, it may indicate that
he/she tends to be sociable, energetic, happy and dominant. Likewise, Lim (2020)
described individuals with high scores in extraversion as assertive, sociable, funloving and outgoing. On the other hand, individuals with a low score in extraversion,
commonly known as introverts, are usually described as more reserved, quiet and
with the tendency to enjoy periods of solitude more than social events.
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Facets of extraversion include the following (John & Srivastava, 1999):
HIGH
•
•
•
•

Energized by social interaction
Excitement-seeking
Enjoys being the centre of
attention
Outgoing

•

Sociable

LOW
•
•
•
•
•

Dislikes being the centre of
attention
Fatigued by too much social
interaction
Prefers solitude
Reflective
Reserved

2.3.2 Openness, brief definition

McCrae and Costa (1991) asserted that individuals with high openness or
intellectance are commonly original, innovative, flexible and have greater willingness
to take risks. Similarly, supporting this proposition, Lim (2020) described those with
a high score in openness as creative, curious and artistic. Usually, people with high
openness tend to prefer variety and independence, enjoy travelling and are eager to
learn/try new things. On the other hand, individuals with a low score in this trait tend
to think in more practical rather than creative ways. For example, they feel
comfortable with routine and opt for more familiar environments.

Furthermore, Jokela et al. (2015) found that openness is associated with
broad interests and tolerance for alternative lifestyles and ideas. They also found that
high openness when together with high conscientiousness, were stronger predictors
of life satisfaction, that can lead to better performance.
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Costa and McCrae et al. (2005), identified six openness facets. These are:
openness to fantasy, aesthetics, feelings, actions, ideas and values. From these,
openness to actions, ideas and values are the ones that most closely relate to the
expatriate context (Albrecht et al., 2014). More specifically, they described openness
to action as an individual’s preference for the new and unusual, such as engaging in
new activities; openness to ideas as intellectual curiosity, including cultural aspects;
and openness to values as willingness to question social, political and religious values.

Facets of openness include the following (John & Srivastava, 1999):
HIGH
•
•
•
•
•

Curious
Imaginative
Creative
Open to trying new things
Unconventional

LOW
•
•
•
•
•

Predictable
Not very imaginative
Dislikes change
Prefer routine
Traditional

Some attention has been given to the big five personality traits and their
relationship with performance in the expatriate population. This is discussed in the
next session.
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2.4 Performance of Expatriates and Personality traits – Openness and Extraversion

Although there are no universal measures in the literature for expatriate
performance in international assignments (Shen and Jiang, 2015), researchers have
been studying the factors that can interfere and predict expatriate adjustment and
performance for the last few decades (Sparrow et al., 2004). Research conducted by
Bhaskar-Shrinivas et al. (2005) emphasises the importance of the individual factors of
self-efficacy and relational skills in predicting expatriate adjustment, and improvement
of job performance.

Certainly, without question, living in a foreign country involves considerable
unpredictability which primarily stems from unfamiliarity with the values and norms
prevalent in the other culture (Albrecht et al, 2014; Harzing et al., 2016). The ability to
handle these variables can have a direct, positive influence on performance
(Vijayakumar and Cunningham, 2019).

According to Black and Mendenhall (1991) and later confirmed by Shaffer et al.
(2006), expatriate adjustment and performance falls within three categories. These are
work, general and interaction. They refer to a psychological adjustment to foreign
business practices, general living conditions, culture of the host country and interaction
with host country nationals (HCNs). Clearly, the implication to be drawn from this is that
interaction adjustment can also be influenced by one’s interpersonal skills.

Similarly, Shaffer et al. (2006) defined three common measures of expatriate
assignment success:
These are (1.) work adjustment (i.e. the support and comfort associated with the
tasks of the job); (2.) interaction adjustment (i.e. the support and comfort associated
with interacting with host country nationals both inside and outside of work); and
(3.) general or cultural adjustment (i.e. the comfort associated with various facets
of the new environment, such as general living conditions, transportation,
entertainment, local food, facilities and the health care services of the host country).
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Black and Gregersen (1999) contend that companies not only send employees
abroad for the wrong reason, but they also frequently send the wrong people; people
who are highly skilled technically but lack the ability to adjust to different customs,
perspectives and business practices. They also state that the expats who add the most
value to their companies – by staying for the duration and being open to the local market
trends – are those who willingly experiment with different customs.

Black et al. (1992) and McEvoy and Buller (2013) suggest that the set of skills
needed for an expatriate to perform well on an international assignment is extensive
and can be complex. They supported that these competences could be assessed during
the selection process or developed through training and experience, being that,
expatriates that are send on a second assignment have a greater tendency to succeed
than the ones that are having their first experience abroad. Many other researchers
have proposed that personality characteristics can partially predict, whether individuals
will succeed on their expatriate assignments (Caligiuri, 2000).

Authors as Shaffer et al. (2006), Selmer and Lauring (2014) and Sambasivan et al.
(2017) also assert that being able to handle the challenges and difficulties to adapt to a
new culture and country is strongly impacted by the personality of ones. Accordingly,
Selmer and Lauring (2014) also noted that those expatriates who have high scores in the
traits of openness tend to be more open to ask for help, and also to receive the
assistance and support from the host country nationals, hence, that tend to favour a
positive interaction. That underpin the findings of Van Bakel et al. (2017), since they
found that the support from the host country is on the top of the list for expatriates as
a factor that will contribute to their adjustment.

Thus, a large body of research in this area supports that there is a significant
relationship between psychological characteristics and performance of expatriates,
including conscientiousness, openness, intellect, task orientation, person orientation,
self-monitoring and ethnocentrism (Caligiuri 2000; Shaffer et al., 2006; Pattie and Parks,
2011; Selmer and Lauring, 2014). Although in cross-cultural studies, reliability of the FFM
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has been highest in developed countries (Gurven et al. 2013), many studies regarding
the Big Five (McCrae and Costa, 1991; Caligiuri, 2000; McCrae, 2002; Gosling et al., 2003;
Hudson and Inkson, 2007; Gurven et al., 2013; Wang et al., 2019) have demonstrated
the relationship between personality traits and the aspects of expatriate performance
and adjustment. Moreover, other authors argued that specific traits, such as
extraversion, openness and conscientiousness, can help to explain the attitudes of
employees and relates to their job performance (Barrick and Mount, 1991; Hurtz and
Donovan, 2000, both cited in Shaffer et al., 2006, Selmer and Lauring, 2014).

Black and Gregersen (1999) found that companies that have a strong track record
with expat employees place a candidate’s openness to new cultures on an equal footing
with their technical know-how. Additionally, Lee and Sukoco (2010), also suggested that
expatriates can be trained to acquire essential core facets to succeed in their
assignment. Nevertheless, they also argued that in order to develop and maintain a
strong relationship with host country nationals, the individual personalities of
expatriates play an important and decisive role. For instance, the openness and
willingness to start meaningful conversations with people and deal with
communicational misunderstandings have greater effect on performance than fluency
in the local language spoken. Supporting this, Tsegaye et al. (2019) noted that
expatriates with low openness to accept and cope with new cultural environments, tend
to increase their stress levels and consequently withdraw from actively exerting effort
on the job.

Furthermore, while Mount and Judge (2001), cited in Albrecht et al. (2014),
found that openness can be a relevant predictor of training proficiency, they also
concluded that it does not necessarily accurately forecast job performance. However,
conversely, Schneider (1987), also cited in Albrecht et al. (2014), found that openness
is not only related to one’s personal disposition and willingness to work abroad, but
also relates to important outcomes in international assignments.
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Meanwhile, for authors, such as Caligiuri (2000) and Pattie and Parks (2011), selfefficacy is related to expatriates and their willingness to change their work habits and
beliefs in order to align with the standards of a new culture. Lee and Donohue (2012)
argued that to perform well while abroad, expatriates need the ability to abandon old
methods for conducting their tasks and have the openness to learn and accept new
methods.
Researchers as Salgado and Bastida (2017) and Singh and Mahmood (2017),
supported that the performance of expatriates is also related to the connection they can
establish with peers, subordinates, colleagues and clients in the host country, and this
connection can be easily made when expatriates have the ability to communicate and
the desire of sociable interactions. Thus, Mol et al. (2005), found through a metaanalysis with more than 30 primary studies that extraversion and conscientiousness
were highly related to job performance of expatriates, nevertheless, the study found no
support to the trait of openness as a predictor of performance.

John and Srivastava (1999) supported the argument that extraversion is a
predictor of leadership both in sales and management positions while Hogan and
Shelton (1998), both cited in Shaffer et al. (2006), advocated that it may facilitate
productive working relationships/co-existence. Developing this idea, Lim (2020)
espoused that extraversion raises the comfort and assertiveness that people can feel in
social situations. Comparably, Leiba-O’Sullivan (1999), cited in Shaffer et al. (2006)
proposed that extraversion is likely to be a key trait for developing and maintaining good
interpersonal relationships with stakeholders in an international context.

Sambasivan et al. (2017) conducted research in Malaysia, and found that
personality traits, cultural intelligence and CCA are the factors predominantly
influencing the performance of expatriates. Supporting these findings, Neal et al. (2012)
cited in Lim (2020), found that openness to experience is positively related to individual
proactivity. Likewise, Krishaaveni and Arthi (2015), and Wang (2016), argued that as
personality traits can favour psychological adjustment to an unfamiliar environment,
they should be taken into account when seeking to improve the performance of either
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SIEs or AEs. Digman (1990), John (1990), Ones and Viswesvaran (1997) and Sinangil and
Ones (2001), all cited in Albrecht et al. (2014), also supported that individuals with high
openness scores will learn more easily and faster than those with low scores how to
decipher cultural cues, be more tolerant with uncertainty and more willing to make
adjustments in their attitudes and behaviours. Moreover, from this they determined
that these facets enable greater cross-cultural adjustment and an increased orientation
regarding how to act and how to find tools to do work abroad with mastery.

In conclusion, among the predictors of expatriate performance, it is evident that
personality traits always appear, but the extent of how well they can predict
performance is still unclear. Therefore, this is an important issue that should be
addressed in future research.

However, currently with regard to expatriate adjustment, results vary significantly
between the various studies and no final conclusions can be drawn (Selmer and Lauring,
2014).
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3 METHODOLOGY

For the purposes of this research, the design is developed under the quantitative
perspective with the methodological choice explained later in this chapter.

According to Saunders et al. (2012) the methodology of research includes scientific
procedures, methods and techniques that will dictate the research process, and which
are selected and designed aiming to achieve the study objectives.

This chapter aims to provide a detailed description of the research design adopted
for this thesis. The research methodology chosen for the present study was guided by
the Research Onion model developed by Saunders et al. (2012) and is illustrated in
Figure 2:

Figure 2: Research Onion Based on Saunders et al. (2012).
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3.1 Research Philosophy (Layer One) – Interpretivism

The research philosophy is the first and most reflexive layer of the research
onion. It is at this stage of research that researchers express their opinions on the way
they see the world, and their commitments and concerns when choosing the strategy
to be used. The choice of the most appropriate philosophy is highly dependent on the
research question that is to be addressed in a particular study.

Easterby-Smith et al. (2015) contended that awareness of one’s philosophical
principles provides a researcher with more creativity and that that, in turn, enables a
superior quality of research. In addition, it influences recognition of the appropriate
design in the development of a methodology, elucidating both the advantages and
limitations of the research.

According to Saunders et al. (2012), the term research philosophy refers to a
system of beliefs and assumptions about the development of knowledge. They
described two major perspectives of research philosophy as ontology and epistemology.
For Easterby-Smith et al. (2015) ontology is about the nature of reality and existence;
and epistemology is about the theory of knowledge and helps researchers understand
best ways of examining the nature of the world. These major perspectives are divided
into the sub-philosophies of pragmatism, positivism, interpretivism, realism, objectivism
and subjectivism.

The present study is conducted among people rather than objects. Its
epistemology is very interactive and the most suitable philosophy would be
interpretivism. Interpretivism advocates that it is necessary for the researcher to
understand differences between humans in our role as social actors (Saunders et al.,
2012). Hence, according to Easterby-Smith et al. (2015), through interpretivism
philosophy, the researcher collects insights and interpretations from people’s feelings
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and experiences, and is preoccupied with the recognition of the point of view of the
research subject, embracing an empathetic stance.

This philosophy was chosen because data was partially gathered based on
participants self-perception and interpretation. It was conjectured that such data would
be suitable for the current study to explore the relationship between personality traits
and performance. Thus, according to Saunders et al. (2012), this philosophy is
appropriate in the case of organizational behaviour.

3.2 Research Approach (Layer two) - Deductive

According to Saunders et al. (2012), there are three main approaches to
research: Deduction, Induction and Abduction. While the deductive approach involves
testing the validity of assumptions or hypotheses previously identified in the literature, the
inductive approach involves collecting data and developing a theory based on the results of
data analysis.

Creswell and Plano (2018) purports that quantitative research is usually
associated with a deductive approach, where the focus of the researcher is to collect
data and using such data to test theory rather than developing it. Similarly, as described
by Saunders et al. (2012), deductive research progresses from theory, through a
hypothesis, to controlled data collection.

The present research project established hypotheses through deductive
reasoning, encouraging divergent thinking after collecting data. In doing so, it followed
the steps advocated by Creswell and Plano (2018) and Saunders et al. (2012). These were
identifying the research question, determining the variables and understanding how
they were related, stating hypotheses based on previous theories, selecting measures
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for the variables in the hypotheses, collecting data to test the hypotheses, analysing the
data to understand if it supported or opposed the hypotheses and finally revealing the
results regardless of whether the hypotheses had been proven to be true or not.

3.3 Methodological Choice / Research Design (Layer three) – Quantitative

Saunders et al. (2012) state that the research strategy or methodological choice
is the general plan of how a researcher will go about answering the research questions.
They classify research methods into quantitative, qualitative or mixed methods. While
in qualitative studies the distinction between study designs and methods of data
collection is far less clear, in quantitative study design there is more clarity and
distinction between designs and methods of data collection (Kumar, 2012).

Kumar (2012) defines quantitative designs as specific, well-structured and the
ones that have been tested for their validity and reliability. Also, he states that they can
be explicitly defined and recognized. Similarly, according to Saunders et al. (2012),
quantitative research examines relationships between variables that are measured
numerically and analysed using a range of statistical techniques.

Creswell and Plano (2018) likewise compares and contrasts quantitative and
qualitative designs arguing that in the former the researcher tests a theory or
explanation by specifying a hypothesis and collection of data to support or refute that
hypothesis. In contrast, qualitative research uses non-numerical data to set up a deep
understanding of concerns, such as beliefs, perspectives, experiences, behaviour,
interactions and attitudes.

However, researchers have shown that both qualitative and quantitative
methods have limitations. For example, although qualitative research is required to
follow a rigorous and logical process, there is still controversy regarding its validity and
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reliability because its results are usually nonreplicable across the general population
(Easterby-Smith et al., 2012). On the other hand, most of the quantitative research
methods involves questionnaires with close ended questions, limiting the options of
responses, that can lead to restricted outcomes (Saunders et al., 2012).

However, despite any limitations identified by researchers, Easterby-Smith et al.
(2015) argued that quantitative methods are an important part of the research process
in management and business, and its solidity includes objectivity, the precision of results
and less tendency to bias (Singh, 2007). Therefore, this study was based on a
quantitative method measuring personality traits using the Big-Five inventory (John and
Srivastav, 1999) that has a numerical scale and self-perceived performance.

The variables for the present study will be explained later in this chapter.

According to Creswell (2007a, cited in Creswell and Plano, 2018), a variable refers
to a characteristic or attribute of an individual or an organization that can be measured
or observed, and that varies among the people or organization being studied.
Creswell defines variables as:

Independent variables are those that (probably), cause, influence, or affect
outcomes. They are also called treatment, manipulated, antecedent or predictor
variables. Dependant variables are those that depend on the independent variables,
they are the outcomes or results of the influence of the independent variables. Other
names for dependent variables are criterion, outcome and effect variables (Creswell,
2018, p. 50).
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Table 1: Cross-references of the Variables, Hypotheses and questions.
HYPOTHESIS

VARIABLES

RELATED QUESTIONS
IN THE SURVEY

Hypothesis 1

Dependent variable [DV]:

Session 2 – questions:

Extraversion

1R, 6, 11, 16, 21R, 26,

Independent variables [IVs]:

31R, 36

Expatriate type: SIEs and AEs
Hypothesis 2

Dependent variable [DV]:
Openness
Independent variables [IVs]:

Session 2 – questions:
5, 10, 15, 20, 25, 30,
35R, 40, 44

Expatriate type: SIEs and AEs
Hypothesis 3

Hypothesis 4

Dependent variable [DV]:

Session 1 – question:

Self-perceived performance

2

Independent variables [IVs]:

Session 3 – questions:

Gender: Males and Females

1,2,3

Predictor variable [PV]:

Session 2 – questions:

Extraversion

1R, 6, 11, 16, 21R, 26,

Criterion variable [CV]:
Self-perceived performance

31R, 36
Session 3 – questions:
1, 2, 3

Hypothesis 5

Predictor variable [PV]:
Openness
Criterion variable [CV]:
Self-perceived performance

Session 2 – questions:
5, 10, 15, 20, 25, 30,
35R, 40, 44
Session 3 – questions:
1, 2, 3

Table 1 shows the cross-references between the variables, hypotheses and the
questions in the survey.
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3.3.1 Design for Hypothesis testing

The study employed a mix method design. For the Hypotheses 1, 2 and 3 study
employed an independent sample design. For the Hypothesis 4 and 5 the study
employed a correlational design.

3.4 Research Strategy (Layer four) - Survey

Survey research provides a quantitative or numeric description of trends,
attitudes or opinions of a population by studying a sample of that populace (Babbie,
1990, cited in Creswell and Plano, 2018). Furthermore, instruments are increasingly
being designed for online surveys (Kumar, 2012). Hence, as long as they are designed
and conducted well, survey research can be an adequate strategy for collecting data
about the opinions and behaviour of mass numbers of people (Easterby-Smith et al.,
2015). Additionally, the main advantages of using a survey as a research strategy are the
economy of this design and the rapid changeover in data collection (Creswell and Plano,
2018). Thus, an online survey was chosen as the fourth research layer strategy
considering its feasibility due to the nature of the research and resources of the
researcher.

3.5 Time Horizon (Layer five) - Cross Sectional

Saunders et al. (2012) argued that there are two main types of time-horizon:
Longitudinal and Cross-sectional. The longitudinal set comprises the investigation of the
same scenario several times. In other words, a study is repeated over an extended time
period. Meanwhile, in the cross-sectional set, studies are performed in a specific time
frame, and data is collected only once. The time horizon chosen for the fifth layer related
to the cross-sectional spectrum, as data was collected once and at one point in time
(Creswell and Plano, 2018; Saunders, et al., 2012).
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3.6 Techniques and Procedures (Layer six)
3.6.1 Data Collection

Authors, such as Saunders et al. (2012) and Easterby-Smith et al. (2015),
reasoned that there are two major ways of collecting data. These are 1. researchers can
collect their own data, which is called primary data or 2. they may opt to use data already
collected and stored within archives, which is known as secondary data. In this current
study, primary data was collected through an online survey.

3.6.2 Participants and Sampling

For Easterby-Smith et al. (2015), the term population refers to a whole set of
entities that decisions relate to, while the term sample refers to a subset of those
entities from which evidence is gathered. According to Kumar (2012), sampling is the
procedure of selecting a few (a sample) from a bigger group (the sampling population),
as a foundation for evaluating an unknown piece of information concerning the bigger
group.

Although a census is known to be the most precise method generally in
quantitative research designs, it is frequently not possible for researchers to use this
technique due to the scarcity of time and resources (Kumar, 2012). Additionally,
according to Patton (2002) as cited in Saunders et al. (2012), the validity, understanding
and insights that a researcher gains from data collected, have more to do with data
collection and analysis, than with the size of the actual sample. Thus, as the number of
the total populace that this study focused on is unknown, and with the community being
very specific, it would have been impractical for the researcher to collect data from the
total population, hence the research was conducted using a sample.

There are two major sampling techniques, which are probability and nonprobability sampling (Singh, 2007). The sampling technique chosen for this research was
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the non-probability purposive sample in which a researcher actively choses the
participants who possess specific characteristics pertinent to the purpose of his/her
research. According to Kumar (2010), this sampling strategy is more common in
qualitative research. However, it can be used in quantitative research when a researcher
selects a predetermined number of people who, in his/her judgement, are best
positioned to provide him/her with the required information for his/her study.

Non-probability sampling designs are used when the number of elements in a
population is either unknown or cannot be individually identified (Kumar, 2012). For
Creswell and Plano (2018), non-probabilistic sampling involves selecting individuals who
are available and can be studied. Moreover, using purposive sampling is suitable when
a researcher has a comprehensive idea of what sample units are needed according to
the requirements of his/her study. Thus, the researcher may proceed towards potential
respondents to check whether they meet eligibility criteria (Easterby-Smith et al., 2015).

A general description of the participants in this investigation consists of the following
groups:
•

Brazilian AEs (40 respondents = 39,2%)

•

Brazilian SIEs (62 respondents = 60,8%)

The inclusion criteria of this project sample required participants to be Brazilian,
living and working in Europe for more than six months, either AEs or SIEs and working in
diverse fields or companies. Participants voluntarily took part in the online survey. One
hundred and fifty questionnaires were distributed to these expatriates and one hundred
and two questionnaires were returned, generating a response rate of 68%. Participants
were living in 11 different countries across Europe and The UK (Austria, Czech Republic,
England, France, Germany, Hungary, Ireland, Italy, Netherlands, Portugal, and Spain).
Most of the respondents had lived in Europe for less than three years (41 respondents
= 40,2%), were aged between 29 and 44 years (71 respondents = 69,6%), most were
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single (57 respondents = 55,9%), and the predominant gender was male (61 respondents
= 59,8%). More details regarding the sample population are provided in Section 4 of the
results.

3.6.3 Materials

For this study, an online questionnaire was composed, including the following
instrument to measure the dependent/criterion and independent/predictor variables
(See Appendix 1).

The instrument was separated into three sections: one for demographic items,
one for Big-five inventory (BFI) items and one for performance items, as follows:

Demographics - Participants were asked to provide basic demographic
information, such as gender, age, marital status, academic level, how well they speak
the language spoken in their host country and how long they had been working abroad.
Big Five Factors of Personality – Participants were asked to answer The Big-Five
Inventory (BFI) from John and Srivastav (1999) that is based on Goldberg (1993) Big-Five
Factors/dimensions.

The

scale

encompasses

five

subscales

(Extraversion,

Agreeableness, Conscientiousness, Neuroticism and Openness to Experience). The
session starts with the statement: I see myself as someone who… (e.g. Is talkative). For
each of the 44 items in the personality scales, participants were required to rate
themselves on a five-point Likert scale moving from 1= disagree strongly to 5= agree
strongly. Although participants answered the full questionnaire, the analysis was
focused on the extraversion and openness traits.
Figure 3 explain the scores on each of the five traits and their respective meaning.
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Figure 3: Big-Five scores and respective meanings. Source: Simply Psychology. Lim A. (2020)

According to Gosling et al. (2003), studies that require participants to rate
themselves and multiple others on several occasions may also profit from the use of
short scales.

The Inventory has its validity established by the authors John et al. (2008). They
compared three short Big-Five measures: 1. Trait descriptive adjectives (TDA)
(Goldenberg, 1992); 2. Big-five Inventory (BFI) (John et al., 1991); and 3. Neuroticism,
Extraversion and Openness Five-factor Inventory (NEO-FFI) (Costa and McCrae, 1992).
They found that the coefficient alpha reliabilities were impressive and similar. The mean
of alphas was .84 for the TDA scales, .83 for the BFI and .81 for the NEO-FFI, which,

46

according to Creswell and Plano (2018), helps to identify that it is a good instrument to
be used in survey research.
Table 2: Extracted from John et al. (2008) p. 132.

Table 2 shows the Reliability and Convergent Validity Coefficients for Three short Big
Five Measures: Big-Five Inventory, NEO-Five-factor Inventory, and Trait Descriptive
Adjectives.

Self-perceived Performance - Participants were asked to answer 9 questions
about their self-perceived job performance in their current assignment as compared to
their performance in their home country, their satisfaction with this performance and
their goal achievement, if they were planning to conclude their current contract abroad
and so on. Again, participants were required to rate their self-perceived performance
with some questions requiring Yes or No answers while others entailed rating on a fivepoint Likert scale that progressed from 1= disagree strongly to 5= agree strongly. This
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adhered with Saunders et al. (2012) suggestion of using a Likert-style rating in which a
respondent is asked how strongly she/he agrees or disagrees with a statement or series
of statements, usually on a four-, five-, six- or seven-point rating scale.

The performance was measured using three main combined questions, that
generated the dependent variable ‘self-perceived performance’, where a low score
indicated a poor self-perceived performance, and a high score indicated a high selfperceived performance.

3.6.4 Procedure

Prior to collecting data, a proposal of the study was submitted to Dublin Business
School to be approved. Upon approval, the survey was created and administrated
through Google Forms platform. Participants were accessed through social media sites
such as LinkedIn, Instagram and Facebook, the researcher posted on her own personal
page and in community groups. The message used for introducing the research
contained an overview of the study’s purpose, approximate time to complete and the
researcher’s and supervisor’s contact information for any possible needed clarification
(See appendix 2). The survey was voluntary and confidential, and there was no
identifiable information attributed to any question/answer. The questionnaires were
available in English and Portuguese to facilitate and ensure comprehension for all
participants and were piloted amongst volunteers in order to test its functioning before
starting the data collection.

Also, as a means of increasing the credibility of the research and the trust of
participants, the researcher presented findings from other surveys, connecting these
with the gains that such information could provide to the target sample.
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3.7 Ethics

According to Creswell and Plano (2018), it is part of the researcher’s task to
ensure the protection of their research participants, developing trust and advocating
the integrity of research.
Different research activities will lead to different interests, perspectives,
purposes, aims and motivations. Therefore, it is important to ensure that research is not
affected by the self-interest of any party and that it is ethically conducted, taking into
consideration the wellbeing of all stakeholders (Kumar, 2012). This involves all
researchers ascertaining permission to collect data from individuals and sites. Thus,
these permissions are required regardless of whether the study is qualitative or
quantitative (Creswell and Plano, 2018).

Ethical approval for this research was obtained from Dublin Business School
Ethics Review Board. Hence, it was conducted in line with Dublin Business School’s
ethical guidelines for research with human participants.

3.8 Data Analysis

According to Saunders et al. (2012), quantitative data without analyses has no
meaning. In other words, researchers need to apply analysis techniques, such as graphs,
charts and statistics, as these can help to explore and describe the data, making it useful.

Saunders et al. (2012) also argued that quantitative data can be divided into two
major groups: categorical and numerical. Categorical refers to data that cannot be
measured numerically (e.g. gender, eye colour), while numerical refers to data in which
values are measured numerically and are more precise. Both of these groups are further
subdivided into subgroups with categorical data partitioned into descriptive or ranked,
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and numerical data into interval or ratio and continuous or discrete. The data collected
through questionnaires in this research was analysed using both descriptive and
inferential analysis. More precisely, as outlined in Section 3.3.1.
For hypotheses 1, 2 and 3, data was analysed using an independent samples ttest. For hypotheses 4 and 5, data was analysed using Pearson’s correlation.

In conclusion to the methodology chapter, this study employed a mix method
between subject’s correlational and independent design with a cross-sectional
quantitative survey using purposive, non-probability sampling to measure personality
traits (extroversion and openness) and perceived job performance variables among
Brazilian expatriates in Europe.
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4 RESULTS

Easterby-Smith et al. (2015) expounded that most quantitative researchers
basically follow the same two steps in the analysing data stage. The first step is
identifying aspects about the data, or as they called it, summarizing the data. The second
step is looking for patterns in the data which they described as making inferences about
populations based on sample data. Through these measures, researchers can draw
conclusions regarding their research questions and hypotheses. Also, Creswell (2009)
stated that researchers who are using descriptive analysis of data should indicate the
means, standard deviations and range of scores for the variables of a study.
Data for the present study was collected from a total of 102 expatriates (40 AEs
and 62 SIEs). All participants were volunteers.
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4.1 Descriptive Statistics

4.1.1 Descriptive results for AEs

Table 3: Descriptive Demographics Statistics of frequencies per variable for AEs.
Variable

Frequency

Percentage %

Age
18-28
29-44
> 45

14
25
1

35
62.5
2.5

Male
Female

30
10

75
25

Single
Married
Others

26
12
2

65
30
5

High School
Bachelor
Masters

10
16
14

25
40
35

6-12 months
13-36 months
> 36 months

20
12
8

50
30
20

Intermediate
Advanced
Fluent

7
3
30

17.5
7.5
75

Gender

Marital Status

Academic Level

Time on
assignment

How well speak the
language of the
host country

Table 3 shows the demographics statistics of frequencies per variables regarding
company assigned expatriates (See comparison between groups in the next session).
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4.1.2 Descriptive results for SIEs

Table 4: Descriptive Demographics Statistics of frequencies per variable for SIEs.
Variable

Frequency

Percentage %

Age
18-28
29-44
> 45

6
46
10

9.7
74.2
16.1

Male
Female

31
31

50
50

Single
Married
Others

31
26
5

50
41.9
8.1

High School
Bachelor
Masters
PhD

1
30
24
7

1.6
48.4
38.7
11.3

6-12 months
13-36 months
> 36 months

15
29
18

24.2
46.8
29

Intermediate
Advanced
Fluent

11
23
28

17.7
37.1
45.2

Gender

Marital Status

Academic Level

Time on
assignment

How well speak the
language of the
host country

Table 4 shows the demographics statistics of frequencies per variables regarding
self-expatriates.
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Both, AEs and SIEs, had similar demographic’s characteristics. For the variables
of age, marital status, academic level and fluency speaking the host country language,
the results were alike with most of the expatriates in both groups aged between 29 to
44 years old, mostly single, holding a bachelor degree and deeming that they can speak
the host country language fluently.

The main differences in the demographics characteristics for the two groups
related to time on assignment with 20 (50%) AE respondents working on assignments
for more than 6 and less than 12 months, while 29 (46.8%) of the SIE respondents were
working on assignments for more than 13 and less than 36 months.

When the variable of gender was analysed, parity was observed among the SIEs
with 31 female (50%) and 31 male respondents (50%). However, among the AEs, there
were more male participants (N = 30; 75%) than females (N = 10; 25%).
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Table 5: Descriptive general Performance Statistics of frequencies per variable for the
total sample.
Variable
Feels culturally adapted

Frequency

Percentage %

Disagree strongly
Disagree a little
Neither agree or
disagree
Agree a little
Agree strongly

2
15

2
14.7

15
33
37

14.7
32.4
36.3

Disagree strongly
Disagree a little
Neither agree or
disagree
Agree a little
Agree strongly

5
18

4.9
17.6

21
32
26

20.6
31.4
25.5

Yes
No

57
45

55.9
44.1

Yes
No

55
47

53.9
46.1

Yes
No

64
38

62.7
37.3

Yes
No

93
9

91.2
8.8

Thinks that people in the host
country are welcoming

Is working on extra projects

Was promoted during
assignment

Had a salary increase that was
not predicted on contract

Is planning to remains until the
end of contract

Table 5 shows the general performance and intentions of remaining in the assignment
for the total sample.
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It is evident that 70 respondents (68.7%) considered that they feel culturally
adapted to the new country, while only 2 (2%) felt that they had not adapted at all.
Similarly, 58 respondents (56.9%) considered that people in the host country were
welcoming. Also, there were 57 respondents (55.9%) working on extra projects that
were not agreed in their initial contracts, and 55 (53.9%) had been promoted during
their current assignment. Regarding salary increases, 64 respondents (62.7%) stated
that they had received an increase in their salary that was not agreed in their initial
contract. Lastly, 93 (91.2%), the majority of participants, are planning to remain in their
current job until the end of their contract.

4.1.3 Comparison of self-perceived performance among AEs and SIEs

Figure 4 shows that there is a difference between the two groups, SIEs and AEs
concerning their adjustment to the host country culture. While 26 (41.9%) SIEs strongly
agreed with the statement that they feel culturally adapted in the host country, only 14
(35%) AEs agreed a little with the same statement.

Feels culturally adapted in the host country

11

Agree Strongly

26
14

Agree a little

19
4

Neither agreee or desagree

11
10

Disagre a little

5
1
1

Disagree Strongly
0

5

10

Company Expat

15

20

25

30

Self-Expat

Figure 4: Comparison of AEs and SIEs for the variable: Feels culturally adapted in the host
country.
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Figure 5 shows that regarding the statement of considering the people in the host
country welcoming, 21 (33.9%) SIEs agreed strongly, while among AEs, 18 (45%) agreed
a little, and controversially, 13 (32.5%) disagreed a little.

Considers people in the host country welcoming
5

Agree Strongly

21
18

Agree a little

14
3

Neither agreee or desagree

18
13

Disagre a little

5
1

Disagree Strongly

4
0

5
Company Expat

10

15

20

25

Self-Expat

Figure 5: Comparison of AEs and SIEs for the variable: Consider that people in the host
country are welcoming.
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Figure 6 shows the general performance information and intentions of the SIEs to stay
until the end of their current contract abroad. (See the comparison between the two
groups below depicted in figure 7).

General performance information and intentions of
remaining in the assignment {SIEs}
8

Planning to remain until the end of the contract

54
28

Had Salary increase

34
28

Had Job promotion

34
32

Working on extra projects

30
0

10
NO

20

30

40

50

YES

Figure 6: General performance information and intentions of remaining in the current
assignment for SIEs.
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Figure 7 shows the general performance information and intentions of the SIEs to stay
until the end of their current contract abroad.

General performance information and intentions of
remaining in the assignment {AEs}
1

Planning to remain until the end of the contract

39
10

Had Salary increase

30
15

Had Job promotion

25
13

Working on extra projects

27
0

5

10
NO

15

20

25

30

35

40

YES

Figure 7: General performance information and intentions of remaining in the current
assignment for AEs.

Figures 6 and 7 show the self-perception among the SIEs and AEs regarding their
general performance and intentions to remain until the end of their current contract
abroad. Both groups reported that they had had job promotions during the current
contract abroad, 34 (54.8%) among SIEs, and 25 (62.5%) among AEs. The majority of
participants also reported that they had had a salary increase with 34 (54.8%) among
SIEs and 30 (75%) among AEs. The majority also confirmed that they intend to remain in
their assignments until their contracts end, with a breakdown of 54 (87.1%) among SIEs
and 39 (97.5%) among AEs.

4.2 Inferential Statistics

For the inferential results, the significance level chosen was α = 0.05.
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Hypothesis 1: There will be a significant difference in extraversion between selfexpatriates and company assigned expatriates.
Null Hypothesis: There will not be significant difference in extraversion between selfexpatriates and company assigned expatriates.

An independent samples t-test found that there was a statistically significant difference
between the extraversion level of SIEs and AEs (t (48.1) = -4.45, p < .001) as can be seen
in Table 8 below. Therefore, the null hypothesis can be rejected. SIEs (mean = 3.82, SD
= .499) were found to have significantly higher levels of extraversion than AEs (mean =
2.95, SD = 1.18).

Table 6: Independent t-test results for extraversion of SIEs and AEs.
Variables
AES
SIEs
EXTRAVERSION

N

Mean

SD

40
62

2.95
3.82

1.18
.499

t

df

p

-4.45

48.1

0.001

Figure 8 bellow shows the mean scores and indicates that SIEs have scored higher than
AEs in extraversion.

Extraversion
SIEs

3,82

Aes

2,95

0

0,5

1

1,5

2

2,5

Figure 8: Means of Extraversion scores of AEs and SIEs.

3

3,5

4

4,5
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Hypothesis 2: There will be a significant difference in openness between self-expatriates
and company assigned expatriates.
Null Hypothesis: There will not be significant difference in openness between selfexpatriates and company assigned expatriates.

An independent samples t-test found that there was a statistically significant difference
between the openness level of SIEs and AEs (t (53.2) = -3.89, p < .001) as can be seen in
Table 7 below. Therefore, the null hypothesis can be rejected. SIEs (mean = 3.88, SD =
.668) were found to have significantly higher levels of extraversion than AEs (mean =
3.04, SD = 1.27).

Table 7: Independent t-test results for openness of SIEs and AEs.
Variables
AES
SIEs
OPENNESS

N

Mean

SD

40
62

3.04
3.88

1.27
.668

t

df

p

-3.89

53.2

0.001

Figure 9 bellow shows the mean scores and indicates that SIEs have scored higher than
AEs in openness.

Openness
SIEs

3,88

Aes

3,04

0

0,5

1

1,5

2

2,5

Figure 9: Means of Openness scores of AEs and SIEs.

3

3,5

4

4,5
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Hypothesis 3: There will be a significant difference in the self-perceived performance
between males and females’ expatriates.
Null Hypothesis: There will not be significant difference in the self-perceived
performance between males and females’ expatriates.

An independent samples t-test found that there was no statistically significant
difference between the self-perceived performance of males and females (t (99.7) = .766, p= .446) as can be seen in Table 8 below. Therefore, the null hypothesis can be
accepted. Males (mean = 3.92, SD = .972) were found to have no significantly different
levels of self-perceived performance than females (mean = 4.04, SD = .610).
Table 8: Independent t- test results for the self-perceived performance of males and
females’ expatriates.

Variables
Males
Females

N

Mean

SD

61
41

3.92
4.04

.972
.610

SELF-PERCEIVED
PERFORMANCE

t

df

p

-.766

99.7

.446

Figure 10 bellow shows the mean scores and indicates that males and females have
similar scores on their self-perceived performance rates.

Self-perceived performance
Females

4,04

Males

3,92

0

0,5

1

1,5

2

2,5

3

3,5

4

Figure 10: Means of Self-Perceived performance scores of Males and Females.
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Hypothesis 4: There will be a significant correlation between extraversion and selfperceived performance of expatriates.
Null Hypothesis: There will not be a significant correlation between extraversion and
self-perceived performance of expatriates.

To examine if there was a significant correlation between self-perceived performance
and expatriate extraversion scores, a new variable was created within SPSS to combine
three main questions that would generate the variable ‘self-perceived performance’.
The scatterplot below (figure 13) suggests that there is a strong positive correlation
between extraversion and self-perceived performance.

Figure 11: Correlation between variables extraversion and self-perceived performance.

Figure 11 Shows a significant correlation between the scores of self-perceived
performance and expatriate extraversion.

Subsequently, a Pearson correlation coefficient found that there was a strong positive
significant relationship between extraversion (M=3.47; SD = 0.93) and self-perceived
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performance (M=3.97; SD = 0.48) (r (100) = 0.55, p < .001). Therefore, the null hypothesis
is rejected. As extraversion increases, self-perceived performance increases.
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Hypothesis 5: There will be a significant correlation between openness and selfperceived performance of expatriates.
Null Hypothesis: There will not be a significant correlation between openness and selfperceived performance of expatriates.

To examine if there was a significant correlation between self-perceived performance
and expatriate openness scores, a new variable was created within SPSS to combine
three main questions that would generate the variable ‘self-perceived performance’.
The scatterplot below (figure 13) suggests that there is a strong positive correlation
between openness and self-perceived performance.

Figure 12: Correlation between variables openness and self-perceived performance.

Figure 12 Shows a significant correlation between the scores of self-perceived
performance and expatriate scores in openness.
Subsequently, a Pearson correlation coefficient found that there was a strong positive
significant relationship between openness (M=3.55; SD = 1.02) and self-perceived
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performance (M=3.97; SD = 0.85) (r (100) = 0.52, p < .001). Therefore, the null hypothesis
is rejected. As openness increases, self-perceived performance increases.
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5 DISCUSSION

The present study aimed to understand whether there is a difference between
the personality traits of extraversion and openness among SIEs and AEs working abroad,
and the relationship between those personality traits, gender and their self-perceived
job performance. To achieve this goal, a quantitative research investigation was
conducted with 102 expatriates (62 SIEs and 40 AEs), who answered an online survey on
the topic of study. After collecting and interpreting the data, the researcher found
significant support for hypotheses 1: There will be a significant difference in extraversion
between self-expatriates and company assigned expatriates, 2: There will be a
significant difference in openness between self-expatriates and company assigned
expatriates, 4: There will be a significant correlation between extraversion and selfperceived performance of expatriates and 5: There will be a significant correlation
between openness and self-perceived performance of expatriates, and no support was
found for hypothesis 3: There will be a significant difference in the self-perceived
performance between males and females’ expatriates.

In respect of the difference in the personality traits of extraversion and openness
between SIEs and AEs (hypotheses 1 and 2), results showed that SIEs scored relatively
higher than AEs on both traits. Hence, these results suggest that SIEs tend to be more
open to new experiences and cultures, being more sociable, outgoing and imaginative.
They may also tend to be more open-minded and have a higher willingness to take risks
(McCrae and Costa 1991, Lim 2020). These findings support previous studies, such as
Selmer and Lauring (2014), that found SIEs to have more resistance to cross-cultural
shock and its associated stress, or Andresen et al. (2015) and Dickmann et al. (2018) that
found SIEs to be more proactive and open in seeking work abroad and have greater
appetite for taking risks than AEs. These are important findings because companies are
persistently reporting that despite the high costs incurred by the expatriation process,
they still experience a considerably high number of early returns (Onosu, 2016, Perera
et al., 2017, Van Bakel et al., 2017, Harari et al., 2018, Haile and White, 2019). Thus,
understanding the difference between AEs and SIEs personalities and the impact of
these variances on adjustment may enable valuable insights on how to select suitable
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employees to undertake international assignments for companies who operate global
businesses.

Results also showed that there is a difference between SIEs and AEs concerning
their adjustment to the host country culture. While most of the SIEs strongly agreed
with the statement that they feel culturally adapted in the host country, on the other
hand, only 35% of AEs agreed only a little with the same statement, and other AEs,
contrarily, disagreed with that statement, showing in general that SIEs tend to feel more
adjusted in the local culture than AEs. The same can be observed regarding the
perception of expatriates about the people in the host country as “being welcoming
people”, while among AEs, only 12.5% agreed strongly with this statement, on the other
hand, among SIEs this rate increases to 33.9% for the same statement. Those results can
likely be a reflection of SIEs higher scores in openness and extraversion.
For the variable “Is planning to remain until the end of the current contract”,
conversely, only 2.5% of respondents among AEs reported the intention of early return,
while among SIEs this rate increases to 12.9%. These findings could possibly be
attributed to the better expatriate packages that AEs are usually offered in comparison
to SIEs, that commonly start their jobs abroad in lower positions and with lower salaries
(Andresen et al., 2015), or even to the fact that SIEs are more open to experiences in
different countries and have greater appetite for taking risks, finding that moving to a
different country could be more interesting than maintaining the current contract for
long term (Dickmann et al., 2018).

Regarding differences between gender and the self-perceived performance of
expatriates (hypothesis 3), the study found that there was no significant difference in
self-perceived performance between males and females. However, these findings draw
attention on the studies of Fischlmayr (2002) and Connerley et al., (2008) because they
both outlined that women were self-reporting a lower performance than men. More
precisely, they observed that when they compared the self-rates given by women with
a third person ratings, such as that provided by a supervisor or colleague, women were
predominantly underestimating their own accomplishments. Clearly, Fischlmayr (2002),
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and Connerley (2008), results identified that women can have a tendency to misjudge
their performance possibly due to a lack of confidence and support that female faces on
international assignments (Salamin and Hanappi 2014). Supporting this, authors, such
as Wilson (1996), cited in McNulty and Hutchings (2016), asserted that when women
feel emancipated from gender discrimination, they achieve higher levels of group
esteem and have better performance results. Nevertheless, regarding the present study,
that was conducted through a quantitative approach in which the measurement of
performance lay with the expatriate’s self-perception, no further conclusions could be
made.

Additionally, concerning the gender distribution of the research sample, it is
noticeable that there was a disparity among AES with the male population accounting
for 30 respondents (75%), and the female population for only 10 (25%). Moreover, this
difference does underpin Salamin and Hanappi’s (2014) finding that despite an increase
from 3% to 20% in female expatriates between 1980 to 2000, they still remain
underrepresented compared to men. The same study also reported that due to a gender
bias in the recruitment of expatriates, women usually had restricted access to expatriate
positions despite their job skills and cultural intelligence, and even when they did have
access, they were generally offered less organizational support than their male
counterparts (McNulty and Hutchings 2016). Other research from SHRM (2014), cited in
Haile and White, (2019) reported that although women accounts for over 40% of the
employable global workforce, they still hold only 22% of all expatriate jobs.

Whilst some authors pinpoint that in earlier research the role of women in the
expatriation context was limited to being a spouse (Salamin and Hanappi, 2014),
nowadays writers argue that females play a key role in the acceptance of expatriates
among host country nationals because they tend to have a higher level of acceptance
generally (Krishnaveni and Arti, 2015). Some studies, including Jelinek and Adler (1988)
and Van der Boon (2003), have even highlighted that female expatriates tend to adopt
a more relational and flexible leadership approach that is more compatible for doing
business and managing in an international context (Salamin and Hanappi, 2014). And
other studies as Taylor and Napier, (1996) and Insch et al., (2008), cited in Haile and
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White (2019) found that women have the same level of success than men on
international assignments.

While, in this study, among AEs, there was still a male dominance, among SIEs,
the proportion of males and females was equal. This indicates that, although companies
are still considering males more than females to work on international assignments,
women are becoming more likely to go on international assignments as self-expatriates.
Furthermore, they are even prepared to do so with little or no organizational support,
and very often for an undefined duration, personally taking the lead in their own
international career. This reinforces Andresen et al.’s (2015) proposal that women are
more likely than men to become SIEs.

Regarding the demographic of age, while in the literature, authors, such as
Andresen et al. (2015), supported that SIEs are commonly younger, for this research
sample, both SIEs and AEs were predominantly in the age range of 29 - 44 years,
corresponding to 69.6% of respondents. As the researcher did not specify any range age
when seeking for respondents, the result could indicate that there is a predominance of
Brazilian expatriates in Europe in the range of 29 -44 years. Although that is the mean
range for this research, surprisingly, among AEs there was only 1 respondent in the
range age over 45 years, while among SIEs, there were 10 respondents, this could
indicate possible changes in the expatriate’s profile nowadays.

This study also found a significant relationship between the personality traits of
extraversion and openness and the self-perceived performance of Brazilian expatriates
living in Europe (hypotheses 4 and 5). In other words, the study found that expatriates
with high scores in extraversion and openness were more likely to have a better
performance while working on international assignments. Previous research, such as
Huang et al. (2005), found similar results regarding American expatriates living in
Taiwan. Meanwhile, Wang et al. (2019) concluded that the personality traits of
openness, extraversion and conscientiousness can positively influence expatriates’
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entrepreneurship, aid their cultural intelligence and adjustment, and ultimately lead to
the establishment of good relationships with stakeholders in the host country. Similarly,
Hudson and Inkson (2007) noted that high scores in openness were positively related to
better adjustment for expatriates from New Zealand who had volunteered to work in
Asia and Africa. Equally, Onosu (2016) found, in a qualitative analysis study involving
expatriates from 9 different countries, that openness to change was one of the factors
which may positively influence expatriates’ adjustment in the United States.
Furthermore, supporting the conclusions of these previous studies, among the
responses of participants in this study, the majority stated that the openness to new
friendship was a decisive feature of their adjustment and better performance.
Krishaaveni and Arthi (2015), and Wang (2016) also supported that expatriates
personality traits of openness, extraversion and consciousness can influence one’s
entrepreneurship, influence the cultural intelligence and cultural adjustment leading
expatriates to establish good relationships with stakeholders in the host country.
For instance, as an explanation on how open mindedness is related to better
adjustment and performance, Peltokropi and Froese (2012) cited in Sambasivan et al.,
(2017), supported that when an expatriate have high scores in openness he/her tends
to have fewer rigid views or beliefs of right or wrong, and are more likely to accept the
new culture and new lifestyle.

Although extensive researches have shown a significant relationship between
extraversion and openness and adjustment and performance of expatriates, Triandis
(1995), cited in Sambasivan et al. (2017), have pointed out to the importance of
companies that operate worldwide in understanding each aspect of the culture of the
host country, for instance, in a country like Malaysia, being talkative and outgoing can
maybe be perceived as negative and disturbing, and consequently being obstructive in
the construction of social interaction. Also, from the expatriate’s perspective, this can
hamper one’s adjustment increasing the intentions of an early return. That underpins
Black and Gregersen (1999) research that found that work adjustment could be easier
when there are similarities between the home and the host country.
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Regarding the variable “how well they speak the host country language”, the
majority of expatriates reported being fluent or speaking the host country language on
an advanced level, with only 17% reporting that they speak the language at an
intermediate level. Although fluency in the host country language can be considered for
many as crucial for a better performance, a study conducted by Bhaskar-Shrinivas et. al.
(2005), Le and Sukoco (2010) and Mol et al., (2016) found that language ability was
between the least important factors for assignees adjustment and performance.

Finally, concerning academic level, in this study, most respondents (45.1%) have
a Bachelor degree, and there was no difference between AEs and SIEs academic level
reports. This supports the findings on research conducted by Andresen et al., (2015) and
Dickmann et al., (2018) that found no differences among these groups as well. In a metaanalysis, Mol et al., (2016) found no relationship between academic level and expatriate
job performance. In this study those variables were not compared, so no further
conclusions can be made.

5.1 Strengths and Limitations of the Research

The main strength of this study lay in the fact that although it was not a new topic
in management research, no prior research had been undertaken to examine the
relationship between the personality traits of extraversion and openness and expatriate
performance on assignments in regard to this specific Brazilian population in Europe.
Moreover, little research has previously focused on differentiating AEs from SIEs, and
little is known about the experiences of non-traditional expatriates from their own
perspectives (McNulty and Hutchings, 2016).

Nevertheless, during the study, the researcher identified the following limitations:
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•

Regarding the measures for performance, since there were no instruments
available for measuring performance, the researcher developed the questions.
Consequently, there was no established proven validity.

•

Quantitative research can limitate the outcomes due to its close ended questions
and lack of connection with the respondents.

•

Research that includes self-analysis or self-perception is subject to conscious
and/or unconscious distortion or bias from the population. In other words, there
is the strong possibility of rating errors such as the halo effect, leniency effect or
central tendency effect. For instance, Kumar (2010), supported that respondents
may find personal questions offensive, and might not give real information when
answering the survey.

•

Regarding sample size, the researcher did not have access to a larger sample,
that would have been highly beneficial to increase the reliability of the research.

5.2 Future Research and Recommendations

The researcher recommends that further research in this area should measure
performance using an instrument with proven validity and reliability. However, there is
no published widely available measure of performance, other researchers have used for
instance, Campbell’s (1990) model or the U-Curve adjustment theory from Black and
Mendenhall (1991), that could be beneficial since these models measure not only
performance, but cross-cultural adjustment as a whole, that is closely related with
performance of expatriates in the literature. Rather It would also be advantageous to
adopt a mix approach design, using quantitative and qualitative methods due to the
insights and gain in in-depth knowledge that a qualitative approach can provide to
complement findings. Furthermore, as most of the expatriate research has mainly
focused on AEs, the researcher also recommends that differences between SIEs, AEs and
non-traditional expatriates {e.g. short-term assignment, fly-in/fly-out projects} generally
needs additional investigation, being a field that needs to evolve. Finally, the researcher
also recommends that further research in this area should involve a larger sample
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population to increase the validity of the results, according to Kumar (2010), studies that
aim to test associations or relationships place a substantial importance on large sample
size, seeking to ensure the inclusion of people with diverse backgrounds and
consequently, improving representativity.

5.3 Conclusion

This study showed consistency with the findings of some previous research on
the topic of expatriation. It also identified some interesting insights regarding
differences between AEs and SIEs within the Brazilian population. Also, most
importantly, the results relating to the relationship between personality traits and job
performance have considerable potential implications for the selection process of AEs
because, by understanding this relationship, companies can assess the personality traits
of candidates to establish their suitability for international assignments. This will help to
reduce early returns and increase job performance, both important factors for
companies operating worldwide (Wang et al., 2019), since the expected difference in
profit and costs between a high performer employee and a low performer employee is
much larger for expatriates than it is for domestic employees (Mol et al., 2016). There
are warnings in the literature, for instance (Black and Gregersen, 1999; Krishnaveni and
Arthi, 2015, Sambasivan et al. 2017) of the risk of failure that companies are taking when
looking only for technical skills during the recruitment process for expatriates.

Additionally, the insights it provides also have import for many other aspects of
expatriation beyond company recruitment for international assignments, as for example
expatriate preparation and management, knowing that expatriates tend to have higher
scores in openness and extraversion, meaning that they value social interactions,
multinational corporations can also invest in the preparation of their managers and
teams in the host country subsidiaries to offer mentoring programmes so that
expatriates can feel more welcomed and included in the new culture, which would
facilitate interaction and reduce stress levels. Also, according to Caligiuri (2000), when
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expatriates are able to form work-related social relationships in companies it facilitates
their achievement of personal success. Similarly, Huang et al. (2005), Shaffer et al.
(2006) and Krishnaveni and Arthi (2015) supported that when expatriates are
successfully mentored, they become able to better understand cultural, legal and
economic differences between the home and host country, which can favour a better
performance and effectiveness.

Furthermore, with current research identifying that there are more than 8.5
million corporate expatriates existing worldwide (Brookfield Global Relocation Services,
2014, cited in McNulty and Hutchings, 2016), the findings regarding differences on
personality traits between SIEs and AEs also offers valuable insight in this area because
they make it evident that SIEs can be a less costly, more productive alternative for
companies. Additionally, as this research indicated, it is highly probable that there is
little, if any, differentiation between the academic achievements of AEs and SIEs.
Therefore, the indication is that companies, rather than investing in AEs with expensive
expatriates’ contractual packages (Dickmann et al., 2018), could readily and shrewdly
redirect their attention and efforts to hiring and training SIEs, as part of their
international talent pool, considering that it might be more feasible to transfer technical
skills and knowledge to SIEs than persist on investing in AEs and risking to report high
failures rates. Hence, SIEs have shown to have a greater tendency to adapt and find
meaning in their work while abroad, and consequently increase the chances of
adjustment.

Although this research found that personality traits do have an impact on the
performance of expatriates working overseas, it is important to mention that the
literature, for instance (Black and Mendenhall 1991; Caligiuri, 2000; Bhaskar-Shrinivas
et. al., 2005; Shaffer et al., 2006; Konanahalli and Oyedele, 2016; Sambasivan et al. 2017;
Van Bakel et al., 2017) has proven through their findings that many other aspects can
have an impact on one’s performance, as for example, host and home country support
for expatriates, training, role clarity, cultural intelligence, spousal support and so on.
That indicates that even though personality traits are a strong influential factor on
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performance and need to be considered for companies when recruiting and managing
their expatriates, expatriation recruitment and management programmes should
include not only personality assessment, but cross-cultural training, mentoring
programmes and also informal gatherings of the expatriates and their families.

Finally, this study contributed to companies to have a better understanding of
the impact that personality traits of extraversion and openness have on the selfperceived performance of Brazilian expatriates in Europe, finding that personality is
among the predominant requirements for a cross-cultural adjustment and better
performance, as cited in (Sambasivan et al., 2017). The research also offers an
interesting result and important learning point for employees who wish to expatriate to
Europe.

76

6 REFERENCES

Ackerman, Courtney E. (2020). Big Five Personality Traits: The OCEAN Model Explained [2019
Upd.],

PositivePsychology.com.

Available

at:

https://positivepsychology.com/big-five-

personality-theory/ (Accessed: 10 April 2020).
Aguinis, H. (2013). Performance Management: Pearson New International Edition: Pearson
Education. Available at: https://www.dawsonera.com:443/abstract/9781292037134.
Albrecht, A.-G. et al. (2014). ‘Openness in Cross-Cultural Work Settings: A Multicountry Study of
Expatriates’, Journal of Personality Assessment. Taylor & Francis Ltd, 96(1), pp. 64–75. doi:
10.1080/00223891.2013.821074.
AlMazrouei, H. and Zacca, R. (2015). ‘Expatriate leadership competencies and performance: a
qualitative study’, International Journal of Organizational Analysis (1934-8835), 23(3), p. 404.
Andresen, M., Biemann, T. and Pattie, M. W. (2015). ‘What makes them move abroad?
Reviewing and exploring differences between self-initiated and assigned expatriation’,
International Journal of Human Resource Management. Routledge, 26(7), pp. 932–947. doi:
10.1080/09585192.2012.669780.
Armstrong, M. (2009). Armstrong`s Handbook of Performance Management: An Evidence-Based
Guide

to

Delivering

High

Performance.

Kogan

Page

Ltd.

Available

at:

https://www.dawsonera.com:443/abstract/9780749458423.
Bhaskar-Shrinivas, P. et al. (2005). ‘Input-Based and Time-Based Models of International
Adjustment: Meta-Analytic Evidence and Theoretical Extensions’, The Academy of Management
Journal. Academy of Management, 48(2), pp. 257–281. doi: 10.2307/20159655.
Black, J. S. and Gregersen, H. B. (1999). ‘The Right Way to Manage Expats’, Harvard Business
Review. Harvard Business School Publication Corp., 77(2), pp. 52–63.
Black, J. S., Gregersen, H. B. and Mendenhall, M. E. (1992). ‘Toward a Theoretical Framework of
Repatriation Adjustment’, Journal of International Business Studies. Palgrave Macmillan
Journals, 23(4), pp. 737–760.
Black, J. S. and Mendenhall, M. (1990). ‘Cross-Cultural Training Effectiveness: A Review and a
Theoretical Framework for Future Research’, The Academy of Management Review. Academy
of Management, 15(1), pp. 113–136. doi: 10.2307/258109.

77
Black, J. S. and Mendenhall, M. (1991). ‘The U-Curve Adjustment Hypothesis Revisited: A Review
and Theoretical Framework’, Journal of International Business Studies. Palgrave Macmillan
Journals, 22(2), pp. 225–247.
Blackman, D. et al. (2015). ‘Performance management: creating high performance, not high
anxiety’, in Wanna, J., Lee, H.-A., and Yates, S. (eds) Managing Under Austerity, Delivering Under
Pressure. ANU Press (Performance and Productivity in Public Service), pp. 79–102. Available at:
https://www.jstor.org/stable/j.ctt19893n9.10 (Accessed: 27 June 2020).
Bleidorn, W. et al. (2019). ‘The policy relevance of personality traits’, American Psychologist.
American Psychological Association, 74(9), pp. 1056–1067. doi: 10.1037/amp0000503.
Bonache, J., Brewster, C. and Suutari, V. (2007). ‘Preface: Knowledge, International Mobility, and
Careers’, International Studies of Management & Organization. Taylor & Francis, Ltd., 37(3), pp.
3–15.
Bonache, J. and Noethen, D. (2014). ‘The impact of individual performance on organizational
success and its implications for the management of expatriates’, International Journal of Human
Resource

Management.

Routledge,

25(14),

pp.

1960–1977.

doi:

10.1080/09585192.2013.870287.
Caligiuri, P. (2014). ‘Many moving parts: Factors influencing the effectiveness of HRM practices
designed to improve knowledge transfer within MNCs’, Journal of International Business Studies.
Palgrave Macmillan Journals, 45(1), pp. 63–72.
Caligiuri, P., Baytalskaya, N. and Lazarova, M. B. (2016). ‘Cultural humility and low ethnocentrism
as facilitators of expatriate performance’, Journal of Global Mobility, 4(1), pp. 4–17. doi:
10.1108/JGM-03-2015-0007.
Caligiuri, P. M. (2000). ‘The Big Five Personality Characteristics as Predictors of Expatriate’s
Desire to Terminate the Assignment and Supervisor-Rated Performance’, Personnel Psychology.
Wiley-Blackwell, 53(1), pp. 67–88. doi: 10.1111/j.1744-6570.2000.tb00194.x.
Creswell, J. W. and Plano Clark, V. L. (2018). Designing and conducting mixed methods research.
Third Edition. Los Angeles: SAGE.
De Ruiter, M. et al. (2018). ‘Psychological contract fulfillment and expatriate intrinsic career
success: the mediating role of identification with the multinational corporation’, International
Journal of Human Resource Management. Routledge, 29(8), pp. 1426–1453. doi:
10.1080/09585192.2016.1244099.

78
Dickmann, M. et al. (2018). ‘The career competencies of self-initiated and assigned expatriates:
assessing the development of career capital over time’, International Journal of Human Resource
Management. Routledge, 29(16), pp. 2353–2377. doi: 10.1080/09585192.2016.1172657.
Downes, M., Varner, I. I. and Musinski, L. (2007). ‘Personality Traits as Predictors of Expatriate
Effectiveness: A Synthesis and Reconceptualization’, Review of Business. St. John’s University,
27(3), pp. 16–23.
Easterby-Smith, M., Thorpe, R. and Jackson, P. (2015) Management and business research. 5th
edition. Los Angeles: SAGE.
‘EBSCO

Full

Text’

(no

date).

Available

at:

https://content.ebscohost.com/ContentServer.asp?T=P&P=AN&K=100696706&S=R&D=bth&E
bscoContent=dGJyMNLe80SeqLM4yOvsOLCmsEiep65Ss6u4SbaWxWXS&ContentCustomer=dG
JyMPGsr0%2Bzr7RLuePfgeyx43zx2Ox98ekA (Accessed: 25 June 2020).
Erogul, M. and Rahman, A. (2017). ‘THE IMPACT OF FAMILY ADJUSTMENT IN EXPATRIATE
SUCCESS’, Journal of International Business and Economy, 18, pp. 1–23.
Falvey, D. (2019). Ireland’s Brazilians: Insulted, punched and robbed ‘while the public looks
away’, The Irish Times. Available at: https://www.irishtimes.com/life-and-style/people/irelands-brazilians-insulted-punched-and-robbed-while-the-public-looks-away-1.3810222 (Accessed: 1
July 2020).
Fiske, D. W. (1949). ‘Consistency of the factorial structures of personality ratings from different
sources.’, The Journal of Abnormal and Social Psychology, 44(3), pp. 329–344. doi:
10.1037/h0057198.
Ge, L. G., Qian, C. and Li, J. (2019). ‘Mimicry, Knowledge Spillover and Expatriate Assignment
Strategy in Overseas Subsidiaries’, Management International Review (MIR). Springer Nature,
59(6), pp. 981–1007. doi: 10.1007/s11575-019-00396-5.
Genkova, P. and Kaune, K. (2018). ‘Success as an Expatriate: A Question of Personality?’, Journal
of Cultural Diversity. Tucker Publications, Inc., 25(4), pp. 132–135.
Gosling, S. D., Rentfrow, P. J. and Swann, W. B. (2003). ‘A very brief measure of the Big-Five
personality domains’, Journal of Research in Personality, 37, pp. 504–528.
Gurven, M. et al. (2013). ‘How universal is the Big Five? Testing the five-factor model of
personality variation among forager–farmers in the Bolivian Amazon.’, Journal of Personality
and Social Psychology, 104(2), pp. 354–370. doi: 10.1037/a0030841.

79
Haile, S. and White, D. (2019). ‘Expatriate Failure Is a Common Challenge for Multinational
Corporations: Turn Expatriate Failure to Expatriate Success’, International Journal of Business &
Public Administration, 16(1), pp. 27–40.
Harari, M. B. et al. (2018). ‘Personality and expatriate adjustment: A meta-analysis’, Journal of
Occupational and Organizational Psychology, (3), p. 486.
Harzing, A., Pudelko, M. and Sebastian Reiche, B. (2016). ‘The Bridging Role of Expatriates and
Inpatriates in Knowledge Transfer in Multinational Corporations’, Human Resource
Management. John Wiley & Sons, Inc., 55(4), pp. 679–695. doi: 10.1002/hrm.21681.
Hogan, T. to J. et al. (2019). Which traits predict job performance?, https://www.apa.org.
Available at: https://www.apa.org/topics/predict-job-performance (Accessed: 30 June 2020).
Huang, T.-J., Chi, S.-C. and Lawler, J. J. (2005). ‘The relationship between expatriates’ personality
traits and their adjustment to international assignments’, International Journal of Human
Resource Management, 16(9), p. 1656.
Hudson, S. and Inkson, K. (2007). ‘Overseas Development Workers: “Big Five” Personality
Scores’, Journal of Pacific Rim Psychology. Cambridge University Press, 1(1), pp. 5–9. doi:
10.1375/prp.1.1.5.
Ismail, M., Zulkifly, N. A. and Hamzah, S. R. (2019). ‘The Power of Shared Vision: Bidirectional
Knowledge Transfer Between Expatriates and Host Country Nationals’, International Journal of
Business & Society. Universiti Malaysia Sarawak, 20(2), pp. 501–520.
Jing Wang et al. (2020). ‘Intercultural Competences and Job Satisfaction of Expatriates: The
Mediating Effect of Positive Psychological Well-Being’, International Journal of Organizational
Innovation. Frederick L. Dembowski, 12(3), pp. 140–155.
Jokela, M. et al. (2015). ‘Geographically varying associations between personality and life
satisfaction in the London metropolitan area’, Proceedings of the National Academy of Sciences
of the United States of America, 112(3), pp. 725–730. doi: 10.1073/pnas.1415800112.
Jugindar Singh Kartar Singh and Nik Mahmood, N. H. (2017). ‘Emotional Intelligence and
Expatriate Job Performance in the ICT Sector: The Mediating Role of Cultural Adjustment’, Global
Business & Management Research, 9, pp. 230–243.
Kajonius, P. J. and Johnson, J. A. (2019). ‘Assessing the Structure of the Five Factor Model of
Personality (IPIPNEO- 120) in the Public Domain’, Europe’s Journal of Psychology. Europe’s
Journal of Psychology, 15(2), pp. 260–275. doi: 10.5964/ejop.v15i2.1671.

80
Kawai, N. and Strange, R. (2014). ‘Perceived organizational support and expatriate performance:
understanding a mediated model’, International Journal of Human Resource Management.
Routledge, 25(17), pp. 2438–2462. doi: 10.1080/09585192.2014.884615.
Konanahalli, A. and Oyedele, L. O. (2016). ‘Emotional intelligence and British expatriates’ crosscultural adjustment in international construction projects’, Construction Management &
Economics. Routledge, 34(11), pp. 751–768. doi: 10.1080/01446193.2016.1213399.
Kossek, E. E. et al. (2017). ‘Rating Expatriate Leader Effectiveness in Multisource Feedback
Systems: Cultural Distance and Hierarchical Effects’, Human Resource Management, 56(1), pp.
151–172. doi: 10.1002/hrm.21763.
Kraak, J. M., Altman, Y. and Laguecir, A. (2018). ‘Psychological Contract Meets Cultural Theory:
A Study of Self-Initiated Expatriates’, International Studies of Management & Organization.
Taylor & Francis Ltd, 48(4), pp. 386–402. doi: 10.1080/00208825.2018.1504478.
Krishnaveni, R. and Arthi, R. (2015). ‘An Overview of Multidimensional Factors Influencing
Effective Performance of Expatriates’, Pregled multi-dimenzionalnih utjecajnih čimbenika na
efektivnost performansi iseljenih zaposlenika., 20(2), pp. 135–147.
Kumar, R. (2012). Research methodology: a step-by-step guide for beginners. 3. ed., reprinted.
Los Angeles: Sage Publ.
Kumarika Perera, H., Yin Teng Chew, E. and Nielsen, I. (2017). ‘A Psychological Contract
Perspective of Expatriate Failure’, Human Resource Management, 56(3), pp. 479–499. doi:
10.1002/hrm.21788.
Kumarika Perera, Hasuli, Yin Teng Chew and Ingrid Nielsen (2018). ‘A qualitative study of
expatriates’ perceptions of and process of responses to psychological contract breach’, The
International Journal of Human Resource Management, 29(8), pp. 1484, 1484. doi:
10.1080/09585192.2016.1244101.
Lee, L. and Donohue, R. (2012). ‘The construction and initial validation of a measure of expatriate
job performance’, International Journal of Human Resource Management. Routledge, 23(6), pp.
1197–1215. doi: 10.1080/09585192.2011.638654.
Lee, L.-Y. and Sukoco, B. M. (2010). ‘The effects of cultural intelligence on expatriate
performance: the moderating effects of international experience’, International Journal of
Human

Resource

Management.

10.1080/09585191003783397.

Routledge,

21(7),

pp.

963–981.

doi:

81
Managing

International

Assignments

(2017).

SHRM.

Available

at:

https://www.shrm.org/resourcesandtools/tools-andsamples/toolkits/pages/cms_010358.aspx (Accessed: 18 June 2020).
McCrae, R. (2002). ‘Cross-Cultural Research on the Five-Factor Model of Personality’, Online
Readings in Psychology and Culture, 4. doi: 10.9707/2307-0919.1038.
McCrae, R. and Costa, P. (1991). ‘Adding Liebe und Arbeit: The Full Five-Factor Model and WellBeing’,

Personality

and

Social

Psychology

Bulletin,

17,

pp.

227–232.

doi:

10.1177/014616729101700217.
McCrae, R. R., Costa, Jr., P. T. and Martin, T. A. (2005). ‘The NEO–PI–3: A More Readable Revised
NEO Personality Inventory’, Journal of Personality Assessment, 84(3), pp. 261–270. doi:
10.1207/s15327752jpa8403_05.
McEvoy, G. M. and Buller, P. F. (2013). ‘Research for Practice: The Management of Expatriates’,
Thunderbird International Business Review. John Wiley & Sons, Inc., 55(2), pp. 213–226. doi:
10.1002/tie.21536.
McNulty, Y. and Brewster, C. (2017). ‘Theorizing the meaning(s) of “expatriate”: establishing
boundary conditions for business expatriates’, International Journal of Human Resource
Management. Routledge, 28(1), pp. 27–61. doi: 10.1080/09585192.2016.1243567.
McNulty, Y. and De Cieri, H. (2016). ‘Linking global mobility and global talent management: the
role of ROI’, Employee Relations, 38, pp. 8–30. doi: 10.1108/ER-08-2015-0157.
McNulty, Y. and Hutchings, K. (2016). ‘Looking for global talent in all the right places: a critical
literature review of non-traditional expatriates’, International Journal of Human Resource
Management. Routledge, 27(7), pp. 699–728. doi: 10.1080/09585192.2016.1148756.
Mol, S. T. et al. (2016). ‘Predicting Expatriate Job Performance for Selection Purposes: A
Quantitative Review’, Journal of Cross-Cultural Psychology. Sage PublicationsSage CA: Thousand
Oaks, CA. doi: 10.1177/0022022105278544.
Nguyen, P., Felfe, J. and Fooken, I. (2015). ‘Interaction effects of dual organizational
commitment on retention in international assignments: the case of Western expatriates in
Vietnam’, International Journal of Human Resource Management. Routledge, 26(11), pp. 1407–
1427. doi: 10.1080/09585192.2014.935456.

82
Oltra, V., Bonache, J. and Brewster, C. (2013). ‘A New Framework for Understanding Inequalities
Between Expatriates and Host Country Nationals’, Journal of Business Ethics. Springer, 115(2),
pp. 291–310.
Onosu, O. G. (2016). ‘A Qualitative Analysis of the Challenges Facing Expatriates coming to the
United States’, Journal of Behavioral & Applied Management, 17(2), pp. 103–115.
Pattie, M. and Parks, L. (2011). ‘Adjustment, turnover, and performance: the deployment of
minority expatriates’, International Journal of Human Resource Management. Routledge,
22(10), pp. 2262–2280. doi: 10.1080/09585192.2011.580195.
Personality 2020 https://www.apa.org. Available at: https://www.apa.org/topics/personality/
(Accessed: 30 June 2020).
Polesello, D. and Stout, K. E. (2018). ‘International adjustment of Brazilian expatriates in the
United States of America’, Human Resource Development International. Routledge, 21(1), pp.
46–65. doi: 10.1080/13678868.2017.1357400.
Rock, M. L. and Sym-Smith, C. I. (1973). ‘Incentives for foreign nationals’, Harvard Business
Review. Harvard Business School Publication Corp., 51(2), pp. 32–158.
Salamin, X. and Hanappi, D. (2014). ‘Women and international assignments’, Journal of Global
Mobility: The Home of Expatriate Management Research, 2, pp. 343–374. doi: 10.1108/JGM-092013-0058.
Salgado, J. F. and Bastida, M. (2017). ‘Predicting expatriate effectiveness: The role of personality,
cross-cultural adjustment, and organizational support’, International Journal of Selection &
Assessment, 25(3), pp. 267–275. doi: 10.1111/ijsa.12178.
Sambasivan, M., Sadoughi, M. and Esmaeilzadeh, P. (2017). ‘Investigating the factors influencing
cultural adjustment and expatriate performance’, International Journal of Productivity &
Performance Management, 66(8), p. 1002.
Saunders, M. N. K., Lewis, P. and Thornhill, A. (2012) Research methods for business students.
6th ed. Harlow, England ; New York: Pearson.
Selmer, J. and Lauring, J. (2014). ‘Mobility and Emotions’, International Studies of Management
& Organization. Taylor & Francis Ltd, 44(3), pp. 25–43. doi: 10.2753/IMO0020-8825440302.
Shaffer, M. A. et al. (2006). ‘You Can Take It with You: Individual Differences and Expatriate
Effectiveness’, Journal of Applied Psychology. American Psychological Association, 91(1), pp.
109–125. doi: 10.1037/0021-9010.91.1.109.

83
Shaffer, Margareth A. et al. (2012). ‘Choices, Challenges, and Career Consequences of Global
Work Experiences: A Review and Future Agenda’, Journal of Management, 38(4), pp. 1282–
1327. doi: 10.1177/0149206312441834.
Shen, J. and Jiang, F. (2015). ‘Factors influencing Chinese female expatriates’ performance in
international assignments’, International Journal of Human Resource Management. Routledge,
26(3), pp. 299–315. doi: 10.1080/09585192.2011.581637.
Singh, K. (2007). Quantitative social research methods. Los Angeles: Sage Publications.
APA. Job performance (2020). Available at: https://www.apa.org/topics/predict-jobperformance (Accessed: 30 June 2020).
Sparrow, P., Brewster, C. and Harris, H. (2004). Globalizing Human Resource Management.
Routledge.
Sri Ramalu, S. et al. (2012). ‘Cultural Intelligence and Expatriate Performance in Global
Assignment: The Mediating Role of Adjustment’, International Journal of Business & Society.
Universiti Malaysia Sarawak, 13(1), pp. 19–32.
Stoermer, S. et al. (2018). ‘Person–Environment Fit and Expatriate Job Satisfaction’, Thunderbird
International Business Review. John Wiley & Sons, Inc., 60(6), pp. 851–860. doi:
10.1002/tie.21920.
Tao, F. et al. (2018). ‘Expatriates, subsidiary autonomy and the overseas subsidiary performance
of MNEs from an emerging economy’, International Journal of Human Resource Management.
Routledge, 29(11), pp. 1799–1826. doi: 10.1080/09585192.2017.1284883.
Tsegaye, W. K., Su, Q. and Malik, M. (2019). ‘Expatriate cultural values alignment: The mediating
effect of cross‐cultural adjustment level on innovative behaviour’, Creativity & Innovation
Management. Wiley-Blackwell, 28(2), pp. 218–229. doi: 10.1111/caim.12308.
Tweedie, D. et al. (2019). ‘How Does Performance Management Affect Workers? Beyond Human
Resource Management and Its Critique’, International Journal of Management Reviews, 21(1),
pp. 76–96. doi: 10.1111/ijmr.12177.
Van Bakel, M., van Oudenhoven, J. P. and Gerritsen, M. (2017). ‘Expatriate contact with a local
host: an intervention to increase social support’, Human Resource Development International.
Routledge, 20(3), pp. 215–235. doi: 10.1080/13678868.2016.1248720.

84
Vijayakumar, P. B. and Cunningham, C. J. L. (2019). ‘Expatriates’ identity salience, work stressors,
and work–nonwork conflict: Moderating role of gender and marital status’, Thunderbird
International Business Review. John Wiley & Sons, Inc., 61(2), pp. 375–386. doi:
10.1002/tie.21986.
Wang, C. Y.-P. et al. (2019). ‘Interrelationship of expatriate employees’ personality, cultural
intelligence, cross-cultural adjustment, and entrepreneurship’, Social Behavior & Personality: an
international journal, 47(12), pp. 1–16. doi: 10.2224/sbp.8341.
Wilczewski, M. (2019). Intercultural Experience in Narrative: Expatriate stories from a
multicultural workplace. John Benjamins Publishing Company.
Wu, P.-C. and Ang, S. (2011) ‘The impact of expatriate supporting practices and cultural
intelligence on cross-cultural adjustment and performance of expatriates in Singapore’,
International Journal of Human Resource Management. Routledge, 22(13), pp. 2683–2702. doi:
10.1080/09585192.2011.599956.
Zhu, C. J. et al. (2018). ‘Expatriate management in emerging market multinational enterprises
(EMNEs): reflection and future research agenda’, International Journal of Human Resource
Management. Routledge, 29(11), pp. 1787–1798. doi: 10.1080/09585192.2017.1335997.
Ziegler, M. and Bäckström, M. (2016). ‘50 Facets of a Trait – 50 Ways to Mess Up?’, European
Journal of Psychological Assessment, 32(2), pp. 105–110. doi: 10.1027/1015-5759/a000372.
Eurostat‘70063124-c3f2-4dfa-96d5-aa5044b927a6.pdf’

(2015).

Available

https://ec.europa.eu/eurostat/documents/2995521/7038745/3-20102015-BPEN.pdf/70063124-c3f2-4dfa-96d5-aa5044b927a6 (Accessed: 2 July 2020).

at:

85

APPENDIX 1 – QUESTIONNAIRE FOR SURVEY
SESSION 1 - DEMOGRAPHICS:
1. Age:
Between 18 and 28
Between 29 e 44
Over 45
2. Gender:
Masculine
Feminine
Prefer do not identify
Others
3. Marital status:
Single
Married
Others
4. Academic level:
High School
Bachelor
Masters
PhD
5. Type of work contract
Company Expatriate [Aes]
Self-expatriate [SIEs]
6. What country do you work at the moment?
7. How long have you been on assignment?
6 months to 1 year
1 year to 3 years
Over 3 years
How well do you speak the language spoken in the host country? (1 to 5)
Intermediate
Advanced
Fluent
SESSION 2 Personality traits questions – BFI
The Big Five Inventory (BFI)
Here are a number of characteristics that may or may not apply to you. For example, do
you agree that you are someone who likes to spend time with others? Please write a
number next to each statement to indicate the extent to which you agree or disagree
with that statement.
(1) Disagree strongly
(2) Disagree a little
(3) Neither agree nor disagree
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(4) Agree a little
(5) Agree Strongly
I see Myself as Someone Who...
____1. Is talkative
____2. Tends to find fault with others
____3. Does a thorough job
____4. Is depressed, blue
____5. Is original, comes up with new ideas
____6. Is reserved
____7. Is helpful and unselfish with others
____8. Can be somewhat careless
____9. Is relaxed, handles stress well
____10. Is curious about many different things
____11. Is full of energy
____12. Starts quarrels with others
____13. Is a reliable worker
____14. Can be tense
____15. Is ingenious, a deep thinker
____16. Generates a lot of enthusiasm
____17. Has a forgiving nature
____18. Tends to be disorganized
____19. Worries a lot
____20. Has an active imagination
____21. Tends to be quiet
____22. Is generally trusting
____23. Tends to be lazy
____24. Is emotionally stable, not easily upset
____25. Is inventive
____26. Has an assertive personality
____27. Can be cold and aloof
____28. Perseveres until the task is finished
____29. Can be moody
____30. Values artistic, aesthetic experiences
____31. Is sometimes shy, inhibited
____32. Is considerate and kind to almost everyone
____33. Does things efficiently
____34. Remains calm in tense situations
____35. Prefers work that is routine
____36. Is outgoing, sociable
____37. Is sometimes rude to others
____38. Makes plans and follows through with them
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____39. Gets nervous easily
____40. Likes to reflect, play with ideas
____41. Has few artistic interests
____42. Likes to cooperate with others
____43. Is easily distracted
____44. Is sophisticated in art, music, or literature
SESSION 3 – SELF PERCEIVED PERFORMANCE
1) Regarding your performance in your current assignment in comparison to
when you were working in your home country, it has:
1) DECREASED CONSIDERABLY
2) DECREASED
3) REMAINS THE SAME
4) INCREASED
5) INCREASED CONSIDERABLY
2) Are you reaching your goals in the company?

1)
2)
3)
4)
5)
3)
1)
2)
3)
4)
5)
4)
1)
2)
3)
4)
5)

DISAGREE STRONGLY
DISAGREE A LITTLE
NEITHER AGREE NOR DISAGREE
AGREE A LITTLE
AGREE STRONGLY
Are you satisfied with your job performance results?
DISAGREE STRONGLY
DISAGREE A LITTLE
NEITHER AGREE NOR DISAGREE
AGREE A LITTLE
AGREE STRONGLY
Do you feel culturally adapted to the new country?
DISAGREE STRONGLY
DISAGREE A LITTLE
NEITHER AGREE NOR DISAGREE
AGREE A LITTLE
AGREE STRONGLY

5) Do you consider that people in the country are welcoming and easy going?

1)
2)
3)
4)
5)

DISAGREE STRONGLY
DISAGREE A LITTLE
NEITHER AGREE NOR DISAGREE
AGREE A LITTLE
AGREE STRONGLY

6) Are you working on more projects that were in your previous expatriation
plan?
1) YES
2) NO
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7) Have you had any job promotion in your assignment?
1) YES
2) NO
8) Have you had any increment in your salary/compensation that wasn't agreed
in the previous contract?
1) YES
2) NO
9) Are you planning to conclude your assignment (remain until the end of the
contract)?
1) YES
2) NO
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APPENDIX 2 – DISCLOSURE AND INFORMATION SHEET FOR PARTICIPANTS

FOLDER TRANSLATION:
Are you a Brazilian expatriate
living in Europe? Or do you
know someone who fits that
profile?

Would

you

be

able

to

voluntarily take part on an
online and confidential survey
for a master’s dissertation on
HRM?

Please see more information
about the project bellow.

INFORMATION SHEET FOR Participants
Research project title: The impact of Personality traits
on performance of Brazilian expatriates working in Europe

Student Researcher: Debora Cristina Floriano – deboracfloriano@hotmail.com
Research Supervisor: Dr. Lee Richardson – lee.richardson@dbs.ie
University: Dublin Business School

90

This project is a dissertation for the MBA In Human resources from Dublin Business
School. The aim of the study is to understand the personality traits that have a positive
effect on Brazilians expatriate’s performance abroad. To achieve this aim, the student
will be conducting an online survey with expatriates that are working on an international
assignment in Europe. And I would like to invite you to take part in this project.
The questionnaire will be taking place online, is voluntarily and confidential.
The link will be available during the month of July/2020 and it will take between 10 and
15 minutes to be answered.
The questions will include personal information about personality traits and
performance on the assignment (self-analyse). All the data will be used only with the
purpose of this study, so that will not be shared with anyone. After graduating all the
data collect will be permanently deleted.
The author does not have any financial or non-financial stake in the outcomes of the
research project nor is she affiliated with anyone else who may have a financial or nonfinancial stake in the outcomes.
The project is being bound by the code of ethics of the Dublin Business School, which
outlines the need to act with integrity, avoid conflict of interest and to protect
confidential information. The project will be kept confidential and will not circulate
without express permission.
By being aware of the project and all that is involved, respondents that consent
voluntarily to take part of the research, will receive a link to answer the Survey, always
respecting the respondent availability.

What are the risks and benefits of taking part in this study?
In addition to providing much appreciated assistance to the student researcher, the
main benefit of taking part in this study will be your contribution to academic research,
which aims to expand knowledge and generate new insights. There will be no risks posed
to you as a participant in this study, either physical or psychological, beyond that which
is normally expected of day-to-day activities.

91

If you are interested in taking part…
If you are interested in taking part please review the information provided in the consent
form and if you are happy to proceed with the study then please indicate your
willingness to take part by ticking the appropriate box / signing your name where
appropriate.

You are under no obligation to take part in this study or to provide a reason if you decide
not to take part. You may choose not to take part without fear of penalty. If you agree
to take part you have the right to cease participation and withdraw your data at any
time for any reason without fear of penalty. The data will not be used by any member
of the project team for commercial purposes.

