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Abstract
This paper sheds light on the expatriateal relationship based on local employees’
perspectives of expatriate managers. Dngwan a survey of local employees working in
three Western multinational banks in Jordae, study explores local employees’ views on
expatriate managers and their performai¢e study reveals th&ical employees are
generally indifferent to their manager’s natiotyaas long as the manager has the capability
to drive the subsidiary forward. However, daey concern of locals is the ability of
expatriates to adapt to the local cultunel dusiness environment. The study also points
towards a significant gap between the formabrale for expatriation by MNCs and what

local employees perceive as reshsons behind expatriation.

Keywords: culture; expatriate managers; host country nationals; local context; local

employees; MNCs

Introduction

Multinational companies (MNCs) are considetedbe chief transmitters of innovation in
management practices around the globe (Bamadil Zarraga-Oberty, 2008; Lipparinia and
Fratocchi, 1999; Mellahi, Demirbag & Riddle, 2011). However, management practices also

need to undertake certain adjuents to fit different culturesnd perspectives (Redman and



Wilkinson, 2006; Vance and Ensher, 2002)thiWhe enhancement of technology and
communication, host country nationals are ne@ equipped with the knowledge and
experience needed to manage new subsidiaries of MNCs (Toh and DeNisi, 2003; Wong and
Law, 1999). Itis, nevertheless, a fact thaman resource (HR) practices in MNCs do not
always focus on or realise local employestdll, knowledge ad abilities. This
underestimation or under-utiligan of local staff and the agciated unfair treatment may
result in lower rates of employee saistion, commitment and performance. This
dissatisfaction may in turn hindexpatriates’ ability to adjust to their new work, thus leading
to higher rates of expatriatailure (Toh and DeNisi, 2005).

As a critical component in the intetr@nal management process, expatriation
deserves considerable atientin the literature (Dowes et al., 2007; Selmer, 1995).
However, Werner's (2000) review of 271 imational Management (IM) articles published
in 20 top-rated management journalsidgrl996 to 2000 revealed only 16 focusing on
expatriation. Werner notes theascity of micro-level researdh IM. Specifically, there is a
lack of studies on local employees’ views opaxiate managers and their performance.
Mahajan (2011) notes the lack of literattinat explores the reachs of host country
nationals to ethnocentric paplicies of MNCs. Templar (2010) highlights the importance of
examining expatriate managers' job knowledggdership skills,rad cultural openness and
adaptability from the perspective lodst-country national subordinates.

The aim of this paper is to examine loealployees’ perspectivabout expatriate
managers and their performance. The studypportant in view of the current lack of
attention to local employee perspectives irkimg decisions about exfrates’ deployment.
The study is also important because its fiigdimay help scholars and practitioners in

understanding and overcoming the trust defieit possible conflict that may at times emerge



between host country nationasd expatriate managers. The study’s findings may also shed
light on reasons for possible failuf@r partial failure) of somexpatriate managerial posts.
This paper argues that expatriatanagers’ success depends not only on
multinational companies’ (MNC) preferences hlgo on local employees’ perspectives. The
majority of studies in the extant literatuiceus on MNCs’ approach to expatriation;
however, barring a few exceptions (e.g., TEm®010; Mahajan, 2011), local employees’
perspectives on expatriate managers rem&atively under-explored. The paper seeks to
explore host country nationals’ views of expdioa and expatriate managers in the context
of MNCs in Jordan.
Drawing on a study of local employeesnkiag in three multinational banks in
Jordan, this paper focuses on the host countrgimads’ views of expatriation and expatriate
managers. The study seeks to explore local employees’ views on their managers’ nationality
and managerial performance. It also inveséigdhe gaps, if any, tveeen formal rationale
for expatriate managers by the MNCs and what local employees perceive as actual reasons
behind expatriation. In their recent study of t&gic HRM in the hotel industry in Jordan,
Altarawneh and Aldehayyat (201ddte that little research hbeen undertaken to investigate
HRM within the Middle East in general or dordan in particularA similar assertion has
been made by Budhwar and Mellahi (2006). @d,lghe literature hasitnessed an increasing
number of publications on thregion, e.g., a special issuetbé Journal of World Business
(Mellahi et al, 2011) is dedited to MNCs in the Middle Eisa special issiof Equality,
Diversity and Inclusion journal §&d et al, 2010) is dedicateddersity management in the
Middle East. Recent studies by Al-Husamle2009) and Afiounet al. (2013) offer
valuable insights on HRM in the Middle EaBhere is a need to augment the current

literature. Given the unique cuttl and other contextual chatedstics of Arab countries, a



study highlighting Jordanian natials’ perspectives on expatriate managers may complement
the growing scholarship on this region.

The paper is structured as follows. A litena&t review of expaition and localisation
is first presented. It is followed by a dissig of the research context and the research
methodology. Finally, the paper offers the egsh findings and also identifies some

implications for future research and practice.

Literature Review
Expatriation, the practice of sending home countanagers to other country locations, is a
popular, albeit expensive practice among @8N O'Boyle, 1989). Galinsky and Maddukx,
(2009) suggest that the effatadapting to a new culture, agart of working abroad,
creates a “psychological transformation” and éases the degree of digay. Much of the
literature on MNCs and expatriation has seardbhedvays to maximise expatriates’ benefits
and reduce the chances of their failura@R, 1988; Mendenhall and Oddou, 1985). Based
on their study of academic expatriates froarkey and USA, Katrinli and Penbek (2010)
highlight a positive relation between intercu#tusensitivity and perceived creativity of
expatriates. Research has aigghlighted the process ofdalisation and development of
local staff for future management rolesgg(eHailey, 1996). Harvey and Moeller (2009) have
highlighted the need to develop expatriate managers’ cross-cultural effectiveness depending
on the evolving nature of thgobalisation of business. Overall, scholars have looked at
expatriation and localisation from the headquatteerspective; relately less #ention has
been paid to local employéesews on expatriation and thexpatriates’ performance.

We identify the following three themestine literature on gatriation and MNCs
which we deem relevant to our research:eaasehind the expatriatsage; issues of

expatriation vs localisation, and managec@ahduct and perfornrmae of expatriates.



Reasons for the expatriate usage

Globalisation and international businessamemportant charaatistic of business
environments in the 2century. Many companies today areckd to expand or relocate to
other countries in searchrfoew markets, technology daur and other resources. The
decision to expand or relocateusually accompanied withehransfer of employees from
the home country towards the host coufigndenhall and Oddou, 1985). The main reason
for transferring employees isahthe requisite skill may nbe present in the new country.
Other reasons include internationalisatof management cadre and emphasis on
organisational identity ancentral control (Harzing, 200K0obrin, 1988; Selmer and De
Leon, 1996). In the context of Jordan, Al-Husamal (2009) suggethhat Western MNCs
tend to prefer and transfer their HRM praes and techniques déieveloping countries.

Expatriates are charged widcilitating the bidirectional flow of knowledge and
resources between company headquarters andeagesubsidiaries yles and Salk, 2007).
Typically, the company expects its expatriate managers to infuse company philosophy into
the local subsidiary, as well as to impose policies and procedures consistent with the
headquarters’ operations (Dovenet al., 2007). When using expates from the home or a
third country, some companies use them to fa#ittain jobs for a certain periods of time or a
phase in their overseas expansions, whertrees companies staff their higher positions
permanently with expatriatéBanai and Zeira, 1985).

For many years, expatriation was treatethasest approach to MNCs’ subsidiaries
management (Toh and DeNisi, 2003). By virtdi¢heir transnational structure, MNCs
usually find it critical to haveontrol over their subsidiaries warious countries. Therefore,
they seek to build common values and purposeibsidiaries, and excise this control

through expatriates (Taylor, 1998).



Caligiuri and Colakoglu (2007) shed ligh the relation between a company’s
international management strategies and thguiency and the time scale of expatriation used
by the company. The authors argue that theetimain internationatrategies (local,
centralised and global) dictate the mission @redduration of each expatriate used by any
MNC. Firstly, a company that pursues a local strategy will use expatriates just in the first
stages of its international expansion watmission to transfémowledge that the host
country lacks and then it will ruthe subsidiary as if it is lot#o that country. Secondly, in
the centralised strategyINCs apply the mother companydsvn policies, cultures and norms
without being sensitive to tHecal needs; expatriates do motly transfer knowledge in the
subsidiary but also act as “mini-headquarterit.ifrinally, in the gbbal strategy, MNCs seek
to build a common global culture and policiesdéirsubsidiaries; expatriates here help in
generating the new common policies and culture.

To summarise, MNCs use expatriatenagers for a number of reasons, e.g., to
provide management skills and expertisefoahd in host countrieso transfer knowledge

and skills; to maintain edrol and organisational éhtity, among other things.

Expatriation vs localisation

According to Redman and Wilkinson (2008)e development framework of HR in
transnational environments is made-up oééhsteps. The first step is the spreading of
existing knowledge and the company’s best fizas into its subsidiaries in different
countries. Usually the disseminating of nehnologies and processes is easier than
introducing new practices that aither challenging to the existing local beliefs or attitudes
or practices that are relatamthe social organisation afork. Secondly, the process of

developing the local competence of talerdetployees focuses on a continuous development



and upgrading of employees. The final stefnésprocess of giving éright and adequate
training to expatriatesuch as language, cultdiand field training.

The choice of expatriation and localisatiomisimportant consideration for MNCs. A
company that fails to utilise all human oesces they have, including local employees, may
fall short in competing with other multinationatsthe market. Local employees in several
countries are now more than ever equippét the characteristics of transformational
leaders and thus MNCs should take adageatof them (Beamish and Inkpen, 1998).

In their discussion of determinants of susxef expatriate managers, particularly as
transferors of knowledge, Bonache and CeliaatzarOberty (2008) argue that, in addition to
the specific characteristics tife knowledge involved, transfeuccess is affected by three
sets of human-related factors: abilities amativation of expatriate staff; abilities and
motivation of local employees; and the relasbip between locaha expatriate staff.

However, in MNCs using expatriate mgeas, local employees may perceive that
senior positions in the company are filleddxpatriates and that local employees’ career
progression is threatened bypatriates. The glass ceilinigat expatriationmay build for
local employees may result in lower performaatcals who may not exploit their abilities
and may search for other jobs. While thersame evidence of attention towards equal
opportunities and equal representation in niggtions (Redman and Wilkinson, 2006), the
usual trend is to comply with minimal legabjterement. Any mistrust of the management by
host country nationals may result in lovpeoductivity and may initiate high turnover and
absenteeism across them. This may in turnseleaffect the subsidiary’s performance and
produce a hostile environment for exjt managers (Toh and DeNisi, 2005).

Drawing on a study of MNCs in China, Li and Keliner (2001) examined the
relationship between the expates and locals which affect their working together and

therefore the effectiveness of their companiié® authors highlight the need to consider the



contextual and institutial factors that affect the relatiship and the categorisation of co-
workers. Their study points towards factor sasHocalisation gbersonnel, equality and
integration and sharing of cultures as possbletions to overcomthe expatriate-local
conflict.

Research suggests that local employesigkdithe ethnocentric approach of their
headquarters for staffing in subsidiaries. Localsplain that expatriates always occupy the
higher-ranking managerial positis (Zeira et al, 1975). Thedling that locals are treated
worse than foreigners in their own countries roegate a hostile behaviothat often leads to
lower performance of both locals and expatadtrireidini, 2003). Localmay also think that
headquarters have sent expa#rsato watch over them creatiadeeling of mistrust (Toh and
DeNisi, 2005).

A noteworthy study of local views on expatriation was presented by Hailey (1996)
which highlighted the position of locals tokda expatriation. The #lwor researched the
perspectives of Singaporean managers on ¢ixpiatriate colleaguesdim different angles.
Hailey looked at four areas of the Singaporeamployees’ views, i.e., the perceptions on
expatriates pay and appraisal, perception omadugstment of expatri@s, perception on the
different management styles employed, anddasons for the use of expatriate employees.
The study suggests that expa@tare looked at as if thaye outsiders who have low
commitment and inadequate interpersonal skiigatriates are perseid to take decisions
that benefit them not the company since theiraraspan in the subsidiary is usually small.
Those perceptions were linked to the privilegespecially the appraisal programs, enjoyed
by expatriates over locals. Finally, the mostmyimg finding was thdrustration of the young
Singaporean generation of managers who are discouraged by the continual usage of
expatriate managers; this in turn resultegaonr performance and even higher turnover in

those companies (Hailey 1996).



Scholars have also highlighted the s&i discontent among local staff and
resentment towards expatriates because afapt expatriates are ostensibly treated as
superior relative to #locals in termsf their compensation, benefits, and developmental
opportunities (Li and Kleiner, 2001)his is especially so when expatriates do not have a
clear advantage over the loeshployees in terms of woualifications, expertise, or
experience. Local staff may fetblat they are treated like s#@ class citizens; they may also
perceive expatriates as being sent to becha@ags” for headquarters instead of value added
resources (Toh and DeNisi, 2005).

Contrary to the fact that MNCs often umdeilise local human resources, there is
some evidence that local managers can offer mamé&ol to MNCs than expatriates can; this
is particularly true in situaons where cultural asymmetribstween the headquarters country
and the host country are high and the operamgronment is risky (Volkmar, 2003). Vance
and Ensher’s (2002) multi-country studylotal employees in MNCs highlights the
important contributions that can be madehbgt country nationals iachieving success in
expatriate-managed operations.

Furthermore, if the market that the MN@ters is one where its existing personnel
have little relevant knowledge or expertise to effectively run the local subsidiary, local human
capital would be especially useful becatiselocal managers speak the local business
language and also understand the country’siiind political system better than most
expatriates sent to perform the jolfiTand DeNisi, 2005; Wong and Law, 1999). Local
employees are thus often better equipped éxgatriates to penetrate the target market.

To summarise, MNCs prefer to use expagrimanagers in situations where locals
may be lacking in skills or competence, osituations of distrudtetween local workers and
managers. Generally MNCs want to tightly oeersind control the subgry’s operations to

maintain the MNC'’s culture. In contrast, loeathployees tend to value their cultural identity
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with a desire to be provided with equal opportunity in caremwir at par with expatriate

managers.

Management style and perfarance of expatriates

Studies of international managent suggest that model mgeanent styles and behaviours
in one country may turn out less effectual ihestcultural settingéBlack and Porter, 1991).
For example, if the selectioredision of managers is based doetief that management of a
subsidiary is a scientific art, then the ldRectors may be so overwhelmed with the
accomplishment records of their managers that they might overlook other important
contextual and social factors (Mendenhall and Oddou, 1985).

Based on their study of automobile manufacturers in Thailand, Petison and Johri
(2008) identify four types of expatriatdes: commander, conductor, coach, and connector.
The authors argue that thauf roles correspond to the degrof task readiness and
managerial capabilities of local employeesweduer, a short-term business orientation may
obscure the need to look for taan managerial qualities suchiagividual flexibility and the
ability to embrace change. Managers who dopossess those important characteristics may
be hard to change, and may always follelat they already know without altering it
according to each circumstance (Black and Porter, 1991).

Black and Porter (1991) identify twszhools of thoughts witfespect to the
relationship between managerial conducts @retseas’ task performance. The two schools
are the practical school and ttr@ss-cultural school. The practical school states that any
successful managerial behaviour in one counwitiybe successful in another, and thus
employees sent for expatriate assignmentg mad need prior training. According to this
school, the skill and expertise that managessess and bring with them are enough to

succeed in overseas tasks. On the other hhedyross-cultural school of thought emphasises
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the effect of cultures and valuen expatriates’ pesfmance. This approach states that the
success of each managerial conduct dependke cultural environment in which it is
performed.

The expatriation process is verypexsive and complex; however the
unsuccessfulness of expatriates is even mgpensive for companies. Unstable MNCs may
not be favoured in the future and may experiancezased restrictions on their operations in
host countries (Banai and Z&jr1985). The failure of expatriates may cost the MNCs
enormous losses in productivity and in tredfiairs with other employees, customers and
suppliers (Toh and DeNisi, 2005). Scholars suggests that expatriates’ failure rate can be quite
high which can reach 30-50% in developed ¢ones and up to 70% in the developing world
(Li and Kleiner, 2001Mendenhall and Oddou, 1985).

Yet, the fact that the local environmaeritthe subsidiary has a major influence on
expatriates’ performance musit be ignored. Scholars havedissed the importance of host
country nationals’ approval and their cooperation with expatriate managers in order to
facilitate their mission (Toh and DeNisi, 2008ph and DeNisi (20055uggest that MNCs
need to initiate programs to improve the tielaships between expatriate managers and their
new environment.

In this area, Black (1988) kadentified two types ofwpatriates’ adjustments and
factors that affect them in the host countmprk adjustment and general adjustment. He
associates the role uncertainty and the raerdtion with the work adjustment, whereas he
relates the family’s adjustment, host-countnyationals’ relationshipand the pre-departure
training to the general adjustment.

Black and Porter (1991nd Okpara and Kabongo (2010¥diss how cross-cultural

training is critical for expatriates’ adafitan. Other studies (e.g., Toh and DeNisi, 2007;
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Selmer, 2001) suggest that hostiotry nationals are motivated $ocialise with expatriates;
the studies also highlight the effect otBisocialising on expatriates’ performance.

To sum up, expatriates are important tranafgnts of the parent company’s culture
and knowledge (Taylor, 1998). However the aa@twontext of HR practices requires
different approaches in each context (Blackl Porter, 1991). While existing employees of
MNCs in the host country may have gaimedch knowledge and experience, and therefore
may be able to perform in place of expaeter managers, MNCs may still ignore such
capabilities of local employeesd may not take full advantage of them (Beamish and
Inkpen, 1998). Having an approachexpatriation that is open both perspectives of the
headquarters and the local environment of thsisliaries may be helpful in selecting better
international managers and emplegéBanai and Zeira, 1985).

While skill and experience are usual oaidl used by MNCs in their choice of
expatriate managers, local employees maggiee expatriates to be overrated by the
company. Similarly, there are also contentiaheut competence and performance levels of
expatriate employees relative to local emples. In particular, an uncritical adoption and
implementation of MNC headquarters’ managetrapproach and practices is not always
welcomed by local employees.

This paper builds on the above body of kfenige by considering that expatriate
managers’ success depends not only on the MN€&ferences but also on local employees’
perspectives. However, local employees’ pecsives on expatriate managers have not
received much attention in the extant literatsince the majority of studies focus on MNCs’
approach to expatriation. Nexte provide a contextual oveew of our empirical study in

Jordan.

Research Context: Expatriates in Jordan
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While Jordan is known to be a source of skilled migrants, around 600 to 670 thousand
Jordanian citizens are workingraad of whom the majority arskilled labour (De Bel-Air,
2009), the number of expatriate workersardan is equally significant. Around 450
thousand authorised expatriates (workershotding the Jordanian nationality) were reported
to be working in Jordan according to official sources (Fargues, 2007).

In 1997, Jordan signed a Partnership agreement with the European Union that came
into effect in 2002. The agreement establishége trade area betwedordan and the EU
over twelve years; encourages more direct Eemopnvestment and faitdtes the transfer of
technology. In 1999, the country joined the Vdofrade Organization (WTO) thus gaining
access to the global market, promoting its trade and economy. In 2000, Jordan and the United
States signed “Jordan-US Free Trade Agred¢hveimch seeks to pree out virtually all
tariffs on two way trade in goods and services (USDOS, 2011).

In the aftermath of these trade agreements, Jordan became a host for many MNCs and
their subsidiaries (Fargue2)07; USDOS, 2011). Usually, MN@®@gre expatriates to enable
the transfer of both the know-how and origational cultural cabilities (Al-Husan &
James, 2003). See, for example, Al-Husan et al’s (2009) emjitichl of transfer of
French HRM practices to Jordanian subsidiadiesheir recent study of strategic HRM in
Jordanian hotels, Altarawneh and AldehayZéx11) note that SHRMdoption is generally
more common in multinational hotels than indtly owned hotels. However, the Jordanian
ministry of labour is seeking to reduce anplaee expatriate workgiin the country with
locals in the hope to reducaemployment (Fargues, 2007).€eTeurrent unemployment rate
in Jordan id.2.3% (2012 est.); the unofficial rateapproximately 30% (CIA, 2013). Jordan
has a very large pool of talented employlees which the country sources for export
purposes, but MNCs tend to employ expatriates particularly in senior management positions

(Fargues, 2007).
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Jordanian culture is quite complex consprg elements of Arab heritage, local
traditions and a focus on relationships and césatgon. Sing et al’s (2012) study of the role
of the HR director in Jordanian organisats highlights an element of gender difference
when it comes to asserting the strategic irtgpare of HRM function. Male HR directors in
general are more likely to rate the importaatstrategic HR functins as ‘high’. The HR
function is also affected by macro-levetgBeconomic factors. The implementation of
privatisation policy by the Jordeam government gave the country a chance to be the pioneer
in economic progress in the region. Howevee, ttanagement style of Jordanian managers
has been criticised in the literature forrmehighly bureaucratic, @k in coordination and
incompetent in the use of human talp(El-Said and Becker, 2001).

Jordan has undergone a significant ecordiberalisation wavevithin the past
fifteen years. The banking sectorparticular has played a majpart in the country’s bid to
become a free market trader. The sectstilisexpanding and divsifying due to the
governmental emphasis on encouraging more investment and to increase its competitiveness
(Arab Advisors Group, 2007).

Although Jordan’s banking sectis small by global standds, it has attracted strong
interest from regional andladr international investo(g.g., UK, USA, Lebanon and the
GCC). New regulations have helpedcreate a favourable investnt environment. By virtue
of conservative policies, Jordan was ablavoid recent global financial crisis, e.g.,
Jordanian banks were amongst very few invtbdd that posted a profit in 2009. Jordan's
banking sector is widely regardad advanced by both regioraid international terms. In
2007, total profits of the 15 listed banfose 14.89% to $909m (OBG, 2011).

In the next section, we outline the emgdti study, which explores local employees’

views on expatriate managen MNCs in Jordan.
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Methodology

This study draws on survey data collected from local employees working for
Jordanian subsidiaries of three renowned matiiimal banks. The primary research question
was: What are Jordanian workers’ perspe@s/on expatriate managers working in
multinational banks in Jordan?

Other supporting structurepliestions focused on local employees’ explanation for
their organisation’s use of expatriate managieir perception ofxgatriates’ performance
and management style, and their preferencexpatriates or locahanagers (see Appendix
‘A"). Our aim was to gauge local employe&gws about their expatriate managers and
colleagues; therefore, expatriate employeese excluded from this study. The quantitative
data were triangulated throughreview of secondary datecluding formal polices on HR
and expatriation and also tlugh a few qualitative questions.

The survey was completed by local eoyges working at various levels of
organisational hierarchy of three big multioaital banks in Jordan, which we rename as
follows: Bank Alpha, Bank Bravo and Bank CharlTwo of the banks have international
HQs in the UK whereas the third one is baiseithe US. The data were collected from 98
Jordanian employees currently winigs in any of the three banks. order to collect usable
data, the survey required respondents to klmafanian nationalityAll respondents needed
to have worked with or under an expatriatenager in the same branch, and an even balance
of male and female respondentas required where possible.

The study included 49 female and 49 male eygs. Initial contacts were made with
six respondents through the researshpersonal networks which were also used to refine the
survey questionnaire. That is, face validitas assessed through the six respondents
reviewing and providing feedback of the qu@snaire which led to the removal of redundant

guestions and adding the adaiital open-ended questions. the second stage, we also
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gained support from the Banks HR manadergain access to employees meeting the
criteria. Participation in this study was pyrgbluntary. The sampling method for this study
was considered suitable since our aim weaalicit local employees’ candid views on
expatriate managers and thgamisational approach to expation. The survey was written
in English because all employees waoikin multinational banks have good English
proficiency as a second language.

Survey questions were both quantitative guadlitative. The first part of the survey
comprised 14 quantitative close ended questitressecond part comprised two qualitative
open ended questions asking the respondermspress their views on expatriation
(Appendix A). The qualitative gs&ons related to the respaents’ preference for an
expatriate or local supervisor, and alseitiperceptions on comparative implications of
hiring a local vs expatriate manager on the bawpkerformance. The first eight questions in
the survey instrument were related to demolgiafeatures of the respdents; the remaining

eight questions related to respondgméferences relatdd expatriates.

Insert Table 1 about here

Table 1 provides an overview of the respondemtsfile in this study. The majority of the
employees belonged to the age groups 083@@nd 30-35. Twenty nine per cent of the
respondents were working in Bank Alpha &&dper cent each were working in Bank Bravo
and Bank Charlie. Average time spent ia turrent bank was 3-6 years. Of the 98
respondents, 36 per cent were from thernanagement, 36 per cent from the middle
management, 14 per cent from first line managdraed 14 per cent were operations staff.
Given the high percentage of top managergggondents in this remeh (this included

senior managers responsible for departmentbvasse as HR, Marketing and Mortgage), we
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expected the study to offer insights into notyar@lspondents’ personal perspectives but also
formal organisational rationafer using expatriate managers. Fifty seven per cent of the
respondents were under direct supervision ph@iate managers whereas 43 per cent either
worked with or were indirectly working undexpatriate managers in their company. Figures
on total number of expatriat@soth Western and non-Jordanipn®rking in each bank were
not made available due to company confidentiality.

The quantitative data weosllected and processetectronically through a
professional survey website. However, somthefrespondents were unable to access the on-
line survey link. Thus, hard copies were prinded sent to the respormds. All hard copies
were later retrievethrough courier for sulegjuent manual entry of the data into the
computer. The online data were exported apreadsheet into Microsoft Excel while the
data received in hard copy were manually entered. The quantitative data were interpreted by
using descriptive statistics through an analg§igequency and percentage of responses. For
the qualitative data, repeatezhdings of the descriptive responses led to axial coding (Miles
& Huberman, 1994; Strauss & Corbin, 1990), trargbling the researchers to identify key

perspectives of local employees on expatriate managers.

Findings

In terms of their definition of expatriates, Bér cent of all respondergaid they define an
expatriate employee as someone who is dardanian citizen; thremaining 14 per cent
indicated that an expatriate manager imsone who comes from outside the Arab world.
This shows that at least some host counttionals in Jordan do not consider employees
from other Arab countries as expatriatesjolihs reflective of tk traditional Arab unity

discourse in tb Middle East.
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The findings below are divided into three kbgmes which are in the main consistent
with the literature réew. The findings are supportég the respondents’ own words as
applicable; the percentages written are rouridete nearest figure. Table 2 offers an

overview of key findings.
insert Table 2 about here

Justification for the expatriate usage

While we found a general lack of clear cut organisational policies og espatriate or local
managers, Table 3 offers a summary of tmedtiormal policies which we identified as
having some relevance to the MNC'’s approtcimternational management and cultural
diversity management. Overathe review of formal policiesf the three banks suggests a
formal commitment to principles of equalidiversity and inclusin, and an attention to

manage cultural diversity to enha&narganisational performance.
Insert Table 3 about here

Based on Perlmutter and Heenan'’s (2000) typology, the pddipjgsar to have
elements of polycentrism and geocentrism. Batyric policy is eviderbecause the majority
of employees (except a few in top management positions) in the banks are citizens of the host
country (i.e., Jordan) whetbe subsidiary is operated.g®ocentric approach is evident
because the banks also have a transnationaltatien, e.g., in their desire to appoint most
suitable personnel to work at senior or sensipgsitions, notwithstanding their nationality.

We now turn to our analysis of the sundgta on the justification of expatriation.
While answering the question of the headquarfershal justification of expatriate usage,

the majority (57 per cent) of the resplents stated that their headquartaghal
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justification- as described in organisational policies and memoranda - was to fill in for the
expertise and knowledge not found in Jordanc&wparison, seven per cent stated that their
headquarteractualjustification for exp#iation was to transfeknowledge to locals.
Nonetheless, 29 per cent of all respondeniis\e that scarce knowledgvas transferred to
local staff.

Fourteen per cent of the respondents (mb#tem top managers) said that their
headquarters’ formal explanation was to mamtantrol and organisi@an identity whereas
21 per cent identified their headquarters’ jusdifion was to prepare future managers and to
give them global orientation.

Several top managers in this study (15a5) suggested that the headquarters
wanted to maintain control and organisational identity through its use of expatriate managers.
Another 14 top managers suggested thah#dazlquarters were interested in providing
managerial expertise not found in Jordan. Gihtgp managers st that by deploying
expatriate managers, the headquarters wantadnsfer knowledge and skill by training
local employees. It is, however, interesting tterthat this element afrganisational control
was not a key feature in response by the op&mand junior management staff who thought
that the headquarters were using expatriamesovide managerial expertise not found in
Jordan and to train future managers.

There was a clear divergencdaveen the formal policy documents’ stated reasons
for using expatriates on the ohand — supported generally hgp managers - , and what
locals perceived the reasons behind expatriation on the bilresponse to the question
(“What is your own explanation for your bankise of expatriate managers?”), 59 per cent of
all respondents believed that the headquavwarged to retain cordl and trasfer the
organisational identity. Only 1der cent believed that the ligparters perceived locals as

less competent with insufficient skills andldies. However, no respondent supported the
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view that headquarters did noast locals and that this wHse fundamental reason for using

expatriates to oversee the subsidiaries.

Locals’ preference for expaiate or local managers
The question of the preference of expatr@téocal managers was an open-ended one
through which respondents expressed their pafsoews about who they prefer to work
with or under supervisia A majority of respondents showedlifference to their managers’
nationality by expressing their belieffyaving a competent manager who understands her
work notwithstanding her nationality. Forample, a top management male respondent
working in Bank Alpha said:
“I have no preference. | just want angpetent manager who would support the team
and help the organisation grow.”
Respondents who were indifferent to theanager’s nationality also stated that an
incompetent manager regardlegsationality would not swive long in the company, and
that it is always the beperson who should be hired.
Other respondents indicated different prehces for using expates based on the
type of the expatriate position or expertise offered. For example, a male respondent (middle
management) at Bank Charlie stated:
“...depending on the sort of expertise he/sloaild bring to theountry and add to
my skills. Some expats add value to our work as they bring new concepts and
different working techniques and policies.”
Several respondents believed tbapatriate managers were preferable because they possess
better professional insigg) experience and knowledge (relatto locals). For example, an

operations employee (a female) in Bank Chagkipressed her prefarce for expatriates:
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“Why preferexpatriates? Because his manaje@nd personal approach and

management is more professional than dat local person. He s brings with him

an international fresh way afanaging the people and work&niphasis added
However, some respondents also expressadern about expatriates’ unfamiliarity with
local culture and routines. In the wordsadfop management female employee in Bank
Alpha:

“Expatriate manager can share differexperience and skitisiowever it might

contradict with the knowledge and amness of the local employees.”
The respondents seemed to believe that eadhgslits own work skills and that certain jobs
need locals whereas others are better paddrby expatriates. For one male top manager
working in Bank Bravo, cultural sensitivity issal an important requisite in addition to
professional competence:

“My preference is for the best persom fbe job, regardless of nationality. One

additional consideration when hiring axpat, though, is their ssitivity to local

customs and tradition as well as their abildyadapt to the business environment.”
Two of the respondents who expressed theirepeeice for local staff believed that locals
understood the Jordanian context bedied would be more effectivelotals are better as
they understand more the local needsiddife Manager, Bank Alpha, female)..especially
in operations jobs” (First line manager, Bank Alpha, male).

There were also some concerns raeleout the company’s ethnocentric approach.
For example, aniddle level female manager revealed that while she did not mind the

nationality of employees, her currdr@nk routinely preferred expatriates.

Locals’ perception of expatriateshanagement style and performance
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While answering the questiohdw do you perceive expatriatethe respondents’ answers
were quite dispersed. Around 29 per cent ofréspondents believed that expatriates were
better educated and more competent; 29 perthenght that expatriates were as competent
as locals while another 29 ps¥nt suggested that expatriateseveompetent yet they did not
understand the local tanian culture.

Moreover, 7 per cent of the respondenteeled that expatriates were highly
overrated by the company and another 7 perloeligved that expatriates were overwhelmed
by their sense of occasion aperformed worse than localdowever, no respondent agreed
that expatriates learnt more than what they imparted to locals.

A majority of the respondents (57 per cemg)ieved that the expatriates’ management
style was tolerant of local culttirand had also adjusted to some elements of the local context
(e.q., centralised bureaucracy, swisy to local religio-cultual customs). Twenty one per
cent of the respondents thought that expatridtes/ed sensitivity to thlocal context within
their managerial functions. Hower, at least 14 per cent belegl/that expatriate managers
depended greatly on the headquarters’ mameent style, a blind adoption without
guestioning the fact that it might nfittthe Jordanian context.

Further, when asked about the perceivepaat of expatriates on the subsidiary’s
performance and if the performance would d&edent if the subsidiary was directed by a
local manager, the responses were, once agaite, diverse. One third of the respondents
expressed concerns about expatriate manageitdl to understand the business context in
Jordan by applying the wrong management site.example, a middle management female
employee in Bank Alpha suggested that:

“More locals than expatriategould have aligned the stegyy to match reality by
knowing opportunities, rather than tng to implement unrealistic one.”
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Another one third of the respomts suggested that the performa of each subsidiary is
contingent, not on manager’s nationality, batother factors, e.g., professional and
interpersonal abilities. The respondents stdtatlonly competent managers could stay in
their position for long. Some referred to fastsuch as the support each manager is given
and how well he/she is equipped for a managerial position. This was more important than
nationality. A top management feaespondent (Bank Bravo) stdtthat nationality was not
a key influenceper seindicating that:

“One person can only make so much dlifeerence in a global organisation. At the

end of the day, value is created by thepde in the front lines and the overriding
corporate culture.”

Similarly, the following response by a top mgaa(male) was typical of Bank Charlie:

“Nationality is not a significant difference. If there was a difference, | do not perceive
the difference to be due to the managen@pdéocal vs an expat. Rather | believe the
difference would be stemmed from the ngerés ability to lead the organisation,
manage the team, and maintain relationships with clients.”
The final third of the respondents believed that performance of subsidiaries is much
improved if they are superviséy expatriates since theyveabetter qualifications and
experience as well as an enbed international orientation.
While the focus of this study is not on gendeis possible to discern some gender
differences in the responses received. For @@nthe majority of female respondents (45
out of 49) believed that expatriate managerstomised the headquarters’ management
approach to take into accodntal customs. In contrast, only a tiny minority of male
respondents (9 out of 49) agreeith this belief. While male responses were more dispersed,
at least 15 of them perceived expatriates’ ngangent style to be based on a blind import of

the headquarters’ policy. This gender differemcperspectives may be explained by the fact

that since men have a dominant share in topagement jobs in the three banks (see Table 1,
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only 2 women vs 33 men in top managenpsitions), their masculine and achievement
orientation (Freeman, 2001; Hofstede, 2002y be making them more sensitive to

ethnocentric policies adxpatriate managers.

Discussion

The findings of this study highlight clear difésces between formal justifications by the
MNCs (i.e., transmitters of knowledge and innovation) and what the local employees
perceive as actual reasons for the use of dgpatmanagers (i.e., guardians of organisational
identity and control). This outcome isrtsistent with Hailey’s (1996) study which

highlighted the frustration of local emplkegs in Singapore with the continual use of
expatriate managers as a source of orgtors control. The dicotomy between the two
justifications raises &ntion to some problems that mayse, e.g., the issue of mistrust
which might distort the efforts of the coamy to achieve employee harmony in working
together towards one shared goal.

Overall, the study suggests that humaouese managers in the Middle East may pay
special attention to assisting both expatriatesvell as local employees to develop mutual
cross-cultural understanding. Human resounemagers may need to more clearly
communicate organisational goals and policieti@darly with respect to the use of
expatriate managers. Contextual understanding and actual performance are crucial for
expatriate assignments to be seen in positive light. The majority of respondents thought that
the real reason for using expates was to build the organisational culture and to maintain
control. Distrust on local emplegs was not cited as a main reason for the use of expatriate
managers. This suggests that locals view tleofigxpatriates as a method to preserve the
identity of the corporation. As such, they do consider that expatriageare used to offset

local employee abilities or trtygorthiness. Furthermore, tistudy suggests that locals have
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little problems with the expatriagenationality as long as theye sensitive to local customs

and work environment. Thus, manager’s nationadityot so much an issue. There is a clear
theoretical implication that managerial cap@pband cross-cultural competence is what

matters to enhance trust and improve organisakiperformance. This view is consistent

with previous research that to be effectivaiforeign culture, expaate managers must
understand both the origin of their own behaviour and the congruence of their behaviour with
that of individuals who are from the foge culture (Black, Madenhall and Oddou 1991).

Regarding locals’ view on expatriates, tiesults obtained were quite dispersed. The
majority (except for 7 per cémwho considered expatriatas less competent than local
employees) believed that expatriates were competent and worthy of the positions they held in
the organisation.

In terms of locals’ preference for managéhe study shows that the majority of the
respondents did not regard nationality as irtgparas long as the manager was competent
and could contribute to the subsidiary’s growth. This finding is consistent with Adler’'s
(1987) revelation with respect to local Japsemployees’ views of female expatriate
managers. The latter study found that if lodatse problems and rejeexpatriates, it is not
because they perceive them as outsidersaause of the perceivedaglks ceiling. Rather, it is
because they are anxious about the expatriatdiyab adapt to local culture. In the current
study, even a minority of respondents who preteltoeal managers did so because they were
not sure of the expatriates’ capacity to ustknd the Jordanian bness environment and
culture.

The study suggests that congrete, not nationality, is most important. The majority
of respondents expressed generally positive viglwout expats. Almost one third of them
expressed concern that contetyiinappropriate managemestyle would have a negative

impact on subsidiary’s performance. Another tried believed that performance was better
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with expats, given their expence and knowledge. Indeedsihot always necessary or
useful to adjust to the local culture (e.g.,emht comes to blatant gender discrimination).
Equally important is the implication that phayees in Arab countries, particularly the
younger generation, may prefer a more parttorpaapproach, instead of the traditional
power distance based approach (UNESCO, Rp@iinilarly, local employees appear to
welcome the transfer of knowledgead expertise from MNCs as distinct from the expertise
and knowledge of strictly local employees.

Another important issue was the perceiuagact of expatriates on performance.
While subsidiary’s performance is a function of all employees’ performance, responses to
this question were divergent. Some resporglbalieved that if locals were managing the
subsidiary, it would perform better whitghers related thersing performance of
subsidiaries to expatriate maaais. Almost all the negatiaswers concerning expatriates’
performance were a consequencéhefperception that expatriatare less sensitive to local
culture and are less able to spetv opportunities in the local market.

Overall, this research ggests that MNCs should pattention to and gather
information on the attitudes, asgtions and feelings of theirdal staff. It also means that
organisations need to develop programs tceimse local staff motivation and participation
within the devolution of organisational strgites and policies (Toand DeNisi, 2005). This
would also mean that MNCs should considerithpact on local staff of proposed policies,
including the use of expatriaeSimilarly, the pros and coon$ expatriate usage and HRM
procedures involving both locahd overseas staff should beefally considered before

implementing new policies.

Conclusion
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This study has helped the researchedeweloping an understanding of host country
nationals’ views on expatriatiaand expatriate managers. The study has highlighted that the
formal justification of the headquarters foingsexpatriates may not always match with how
host country nationals explain perceive the use of expatea. In particular, there are
persistent questions about etpte managers’ cultural setigity and understanding of the
local business context.

The study generally shows that localpayees value competent expatriates,
notwithstanding their nagnality, and prefer to work witthem if they add value to the
organisation. However, local respondentthis study also voicetheir concern about
expatriates’ insensitivity to local cultuaad their ethnocentric ways of thinking and
managing. Overall, the study sugtgethat there is no univehyaright mix of localisation
and expatriation. Thus, if there is some expetéisking in the host county or if there is an
issue of shared organisational identity, te&patriation may be welcomed, and locals may

be willing to work along with cmpetent expatriates to enhance subsidiary’s performance.

Limitations of the research

Despite some useful theoretical and empirigsights, the sample size of this study may
make it hard to generalise its finding. Futaokolars may wish to conduct similar studies in
a broader sample of organisations and respondents to evaluatdhesiand contentions
offered by this study.

While the present study has highlighted sayerder differences in terms of local
employees’ views on expatriati, the focus was not on genger se Given that women
constitute only a tiny minority of top managemstaff in Jordan (as is the case in many
other countries and continents, e.g., EU (H2{.2)), it may be useful to compare and

contrast local employees’ views of expatriatanagers based on gender in future research.
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For instance, one useful research questiahdcoe related to botéthnicity and gender:
‘How does the intersection of gender and ethnicity affect festtcy nationalsperspectives
of expatriate managéetsFor detailed gender-based insighitsnay be useful to conduct in-
depth interviews with female and male respantd in future research; this was beyond the

scope of the current study.

Implications for future research
The study has contributed to explaining theottetical gap that exists between local
employees’ perspectives of expatriate managers on the one hand and their performance as
expatriate managers in Jordon on the otltefindings, particularly the local employees’
sensitivity to cultural context, while indiffeméto the managers’ nationality, highlight the
need to address the possible trust defidivben host country natnals and expatriate
managers. Such trust deficit may emerge wthere is a gap between a company’s formal
policy on expatriation and what local employpesceive as the company’s actual reasons for
using expatriate managers. The situation mafutiber aggravated if expatriates happen to
be unaware of and/or insensitive to localture and the business environment.

Scholars may consider extending this studgtter industrial andational contexts
with larger sample sizes. Clearly the contek{including religio-cultural) sensitivities
facing Western MNCs in Jordan (and other d¢daa in the Arab Middle East) may not be as
profound in certain other contexts, e.g., intpaf Europe and Latin America. Further
empirical studies across a wider range ahpanies and countries may be helpful in
assessing the findings of this research. Oreiip topic which remained unaddressed in the
present research is the issueqtiality and fairness in treatmt of local employees versus
expatriates (e.g., Chen et al., 2002). While tiesmme indication in the present findings

that locals are more concerned about comgetand professional ability than nationality,
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future research might explore issues ofjungy and discrimination in MNC organisations,
e.g., in terms of remuneration, protion, and performance management.

Scholars may also wish to compare the responses from expatriates from those of local
employees. It will be interaafy to learn whether expatrigtagree with the host nationals’
opinions that “locals understand more the low®ds.” Future research might also explore
how local culture has influenced MNC policiegdgrocedures and to what extent the latter

have changed to accommodate local customs and traditions.

Implications for practice

There are some important implications of t#iigsdy for managerial practice. The study has
highlighted that host country nationals havédittoncern about the nationality of managers

as long as the managers are competent. In other words, there is no universal benchmark of the
ratio of local and expatriate employeescArdingly, MNCs are recommended to carefully

study the needs of their subsigiand hire the most competgrerson regardless of his/her
nationality. In their pursuit afrganisational identity and cant, MNCs must not prefer

expatriate managers over local managers.

The study has also highlighted a clear @nabout the abilitpf expatriates to
understand the local culture and businessrenment. MNCs may consider designing
adequate cross-cultural trainifay expatriates, also includlj training on diversity and self-
reflection to enable expatriates to expand tbeltural, ideological ad professional horizons.

The study also suggests that MNCs shouldenatearly and formally explain their
reasons for using expatriate managers inraerevent losing hostationals’ trust. Given
that MNCs’ competitiveness depends on theiac#ty to amend strategically their resources

(Caligiuri and Colakoglu, 2007l is of paramount importandbat they earn host country
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nationals’ trust and foster a cooperative refatop between expatriaand local employees.

Formal, transparent policies on expatriatioryrba a useful step in that direction.

The above implications may be considered in the light of the previous research which

suggests that ethnocentric HR practices may aeandssage to local employees that they are
less valued than the expatriates. As a reladgl employees may be less likely to cooperate
with expatriates who receive favourable treatnfenteasons that may not always seem fair
or acceptable. Such differentials could reinfasrseversus-them stereotypes, increase friction
and frustration, and could create furthesamderstandings anarmflict (Schneider and

Barsoux, 2003; Toh and DeNisi, 2005). Therefore,@8Nheed to carefully review their HR

policies to eliminate any elemtsror practices which cultivatethnocentrism and inequality.
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Table 1.Respondents’ profile

Feature

Detail

Gender

Male49
Female: 49

Age

26-30= 28
31-35=28
36-40=21
41-50=21

Average age = 31-35

Nationality

Jordanian = 98
Palestinian = 0

Other Arab nationality = 0
Any other nationality = 0

Position

Top management = 35 (female 2)
Middle Management = 35 (female 21)
First-line Management = 14 (female 12)
Operations Staff = 14 (female 14)

Directly working under
expat manager?

Yes =56
No = 42 (worked with expats indirectly)

Time in Bank

Less than 1 year =7
1-3years =14
3-6 years = 28
6-10 years = 21
10-20 years = 21
Above 20 years =7

Average time = 3-6 years

Respondents per MNC

Bank Alpha = 28
Bank Bravo = 35
Bank Charlie = 35

Total =98
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Table 2.What locals want?

Key theme

Summary of findings

Justification for
the expatriate
usage

57% of the respondents stated that their headquarters’ formal justification was to fill in
the expertise and knowledge not found in Jordan.

59% believed that the headquarters wanted to retain control and organisational identit

[Several top managers in this study (15 out of total 35 top managers) stated that the
headquarters wanted to maintain contra arganisational identity through its use of
expatriate managers. Another 14 top managers thought that the headquarters wished
provide managerial expertise not found in Jordan. Only 6 top managers stated that by
deploying expatriate managers, the headqrsavtanted to transfer knowledge and skill by
training local employees.]

for

to

21% of the respondents stated that the headquarters wished to prepare future managers and

give them global orientation.

14% believed that the headquarters perceived locals as less competent with insufficient skills

and abilities.

7% stated that the headquarters justified &giaon by claiming thewished to transfer

knowledge to locals. However, 29% believed gtarce knowledge isansferred to the local

staff.

Locals’
preference for
expatriate or
local managers

Majority of the respondents stated that managers’ professional competence, not natiopality,

mattered to them.

In addition to professional competence, cultural sensitivity was also described as an
important trait for managers.

Locals’
perception of
expatriates’
management
style and
performance

29% of the respondents believed that expasiatere better educated and more competent

than locals.
29% thought that expatriates were as competent as locals.

29% thought that expatriates did not understand how things were done in Jordan. 7%

believed that expatriates were highly overrated by the organisation. Another 7% bélaved t

expatriates’ performance was inferior to locals’ performance.

57% believed that the expatriates’ management style was flexible and tolerant of local

culture. Another 21% believed that expatriatesveed sensitivity to the local context in thei

managerial functions.

However, 14% believed that expatriate managers depended greatly on the headquarte

management style without giving duensaeration to local context.

One third of the respondents expressed earscabout expatriate managers’ ability to
understand local business noraother one third suggested that professional and
interpersonal abilities were equally important. The final third believed that performance
subsidiaries is improved if theyre supervised by expatriatesca they have rich experienc
international orientation and better qualification.

=

=

S

of

o
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Table 3. MNCs'’ policies relevant to exp@ation and ciiural diversity

Bank’s Policy Description

Bank Alpha’s According to Bank Alpha, international managers (IMs) are one of their most talented

policy on groups of employees. So the bank expeamtto make an immediate impact, regardless

International of the level they join at; they must be able to cope with situations outside their comfort

Management zone; they will have a passion for ongpiearning; and will be eager to seize the
opportunities and rise to the challenges of constant change. An IM's career is built up by a
range of generalist assignments, offering exposure across the bank’s business lines. They

can expect to be given a new assignment, in a new country and new area of the bank

regularly throughout their career. Thidndially approximately every 18 months,
increasing to every 24 - 36 months aslifis career progresses. According to Bank
Alpha: “International Management does not appeal to everyone. If you wish to live
country or to specialise in amigaular area of banking, it is not for you. We expose ou

none

IMs to a wide range of locations in both developed and emerging economies to broaden

their understanding. We also deliberatelp@se them to different business lines and

customer groups to build their general management skills. But if you are excited by|the
idea of developing a generalist and global management career in financial serviceg, this

cultural and business diversity makes International Management the most extraord
banking experience available.”

nary

Bank Bravo's
policy on diversity

According to Bank Bravo’s formal policy on diversity, the bank aims to be a leader
attraction, selection and hiring of diverse candidates to positions in Europe, Middle
and Africa (EMEA) through open, fair amjective recruitment policies embracing an

n the
East
d

encouraging applicants through the organisation’s diversity initiatives and commitment to

an inclusive environment. The bank wishes to attract and retain the best and the b

rightest

individuals throughout EMEA. The bank offers an inclusive and supportive environment

for all employees, and the opportunity to make a full and meaningful contribution to|
corporate objectives - regardless of gengexual orientation, ethnic or racial
background, religion, parental status, atjsability, or any other diverse background.
Taking a lead role, the bank actively encourages people of diverse backgrounds to
for opportunities at all levels of the organisation. The bank’s recruiters work closely

apply
with

the banks’ Difference networks and the business managers, advising them on the bhest

recruitment practice and spécidiversity approaches.

Bank Charlie’'s
policy on HR

According to Bank Charlie, HR relationship managers add value to their organisatic
leveraging various HR products to drive business performance. The bank believes
they invest in attracting, retaining and developing talented people, outstam@ingdi
performance will quickly follow. They prefeo identify and develop an individual’s
strengths rather than focus on trying totfieir weaknesses. HR relationship manager
the bank strive to make the bank a great place to work by creating an engaging, ing
and safe environment that rewards succes&aodurages employees to take control g
their personal development. At the core of the bank's people strategy is their focus
employee engagement. Engagement is a key driver of productivity and performanc
which creates the foundation thieir performance culture. €bank’s values place grea
emphasis on collaborative working, creativity and innovation.

n by
that if

5 in
tlusive
f
on
e,
[
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Appendix ‘A’
Survey: What are Jordanian worker's viewson expatriate managers in multinational
banks in Jordan?

The aim of this survey is to dape the local employees' perspectives on their expatriate managers in
the Jordanian banking sector. All data including your personal details will be treated confidentially.

*1. Do you have an expatriate managethia subsidiary yoare working in?
Yes No

If no, this survey is not intended for yothank you very much for participation.

* 2.Gender: Male Female
*3.Age group: 21-25 26-30 31-35 36-40 41-45
46-50 51 and above
* 4 Name of the bank you are working for:
Bank Alpha Bank Bravo Bank Charlie
* 5.Position:
Top management Middle manageméinist-line management Operations Staff

* 6.Nationality:

Jordanian  Palestinian Othaab nationality Ay other nationality
* 7.How long have you been working in this bank?
It is my first year here. 3-years 3-6 years 6-10 years
10-20 years More than 20 years
*8.How long have you been working in the field your working in?
It is my first year here. 1-3 years 3-6 years 6-10 years
10-20 years More than 20 years

Reasons for the expatriate usage
Expatriation vs localisation
Local’'s perception of management séyand performance of expatriates

* 9. Are you under direct administration of an expatriate manager?
Yes, directly. No, but indirectly or worked with.

*10. How do you define expatriate managers?
Someone who is not Jordanian.
Someone coming from aitle the Arab world.
Someone who never lived in Jordan.

*11. What is your bank’s headquarters’tjtisation for the use of expatriation?
To provide manageriakpertise not found in Jordan
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To maintain control ahorganisational identity
To prepare future managersdao give them a global induction
To train employees (transfer knowledge and skills)

* 12.What is your own explanation for yobank’s use of expatriate managers?
Headquarters do not trust local and ttausversee the subsidiary’s operations.
Headquarters perceive locals assleompetent and with lower skills
To transfer the bank's culture and values
To transfer the expertisend skills not found in Jordan

*13. How do you perceive expatriates?
Better educated and more experienced
They are highly overrated by the company
They are competent; however, they damiterstand the way things are done in Jordan
They are so overwhelmed by themselieg they even perform less than locals
They are as competent as locals
They learn from locals mme than they give them

*14. How do you perceive your expateananager's management style?
They adopted the localanagerial approach
They blindly adopted their bdquarters’ managerial approach
They had a new totally different managegpproach that is asitive to local conduct
They adjusted the headquarters’ managepploach to consider different local customs

*15. Do you prefer to have an expatriate manager or a local one? Explain.

*16. In your view, would this subsidiary’s pertnance be different if it was managed by a
local manager? Explain.



