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ABSTRACT 

The world has become more competitive than ever. Thus explosive growth in 

globalization has led to a growing number of individuals with international assignments. 

This study was conducted to investigate the contribution of age, working experience, 

length of time spent overseas, managerial competence, selection practices, pre-departure 

training, role expectations, role ambiguity and 	cultural sensitivity (independent 

variables), to determine Sri Lankan Expatriates' adjustment in international assignments. 

At the same time this research was intended to measure the degree to which international 

adjustment of the Sri Lankan Expatriates influenced on their job performance. To test the 

self-developed research model, fifteen organizations which are registered in the Ceylon 

Chamber of Commerce and the National Chamber of Commerce for the year 2005 have 

been used. Those were the organizations doing business internationally by establishing 

their own branches in India, Bangladesh, United Kingdom, Australia, Maldives, Russia, 

Canada, China and German. Altogether 94 expatriates have been included for the study 

irrespective of their job positions. A structured questionnaire was used to collect data 

over a period of one month. Questions comprised of both positive and negative 

statements and scores were assigned according to the five point Lickert Scale. For 

analyzing data, mean, standard deviation, correlation, simple regression and multiple 

regression under univariate, bivariate and multivariate analyses wear used. The statistical 

package for social sciences (SPSS) was used for the analysis. Basically the study was 

conducted in two stages. First it was measured that how perceived factors link with Sri 

Lankan Expatriates international adjustment and at the second stage how those 

adjustment factors link with job performance of the Sri Lankan expatriates. Except role 

ambiguity, the rest of the factors positively link with international adjustment. Among 

them, lengths of time spent overseas, pre-departure training, and cultural-sensitivity 

insignificantly correlated. The degree of the influence of international adjustment towards 

determining job performance of the Sri Lankan expatriates is significantly positive. This 

research findings contribute to reduce the prevailing theoretical and empirical knowledge 

gap in the field of International Human Resource Management in the Sri Lankan context. 
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Chapter One 

INTRODUCTION 

1.1 Introduction 

This chapter is devoted to present the background of the study, the problem statement, 

the research questions, objectives of the study, significance of the study, methodology 

of the study, hypotheses of the study and the organization of the study. 

1.2 Background of the Study 

The world has become more competitive than ever. Therefore global competition has 

been the most influential trend in economics during the last decades (Adler, 2002). 

Thus explosive growth in globalization has led to a growing number of individuals 

with international assignments, international joint ventures, and strategic alliances and 

this has resulted in an increasing number of people working part of their working 

career abroad (Gregersen, Morrison, & Black, 1998). To compete successfully in a 

global market, more firms are focusing on the role of human resource as a critical path 

of their core competence and a source of competitive advantages (Dowling & Shuler, 

2000). As a consequence, the concept of International Human Resource Management 

has become increasingly important in Business Management (Andrea, 2004). 

Meanwhile coordination or/and integration between business units is important in the 

international business scenario. In the international business activities, each 

unit/branchlsubsidiary needs to carry out its own task, own functional objectives, and 

to confront its own environmental pressures (Dowling & Shuler, 1990; Andrea, 2004; 


