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Abstract 
The research purpose is to explain the adjustments impact to expatriates performance in 
Indonesia. The analysis units are expatriates who lived in Indonesia for 6 to 12 months. The 
population is 130 expatriates and using purposive random sampling. The analysis was 
measured using multiple regression. The results are work adjustment significant positive on the 
expatriates performance, but adjustments of interaction and general are not significant 
negative on the expatriates performance. The implications are the work adjustment will 
improve the performance of expatriates. This suggests that the adjustment of expatriates in the 
work adjustment is essential to maximize the performance of expatriates. 
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1. INTRODUCTION 
Background 

Today, the trade world has entered the era of globalization. It is, the company must understood that 
the phenomenon by which markets and production in different countries are becoming increasingly 
interdependent due to the dynamics of trade in goods and services and the flows of capital and technology 
(Bonturi & Fukasaku, 1993). Increasingly advanced technology leads to demand for goods or services with 
the same of standards and time but in different places. As Kanter (2003) said, the world is becoming a global 
shopping mall in which ideas and products are available everywhere at the same time. On the based of 
fulfillment of increasingly complex consumer demand is what causes the expansion of a company to another 
country. Ritchie (1996) argued that globalization as the process of corporations moving their money, 
factories and products around the planet at ever more rapid rates of speed in search of cheaper labor and raw 
materials and governments willing to ignore or abandon consumer, labor and environmental protection laws. 
To maintain the standard of production from the parent company to branch companies in other countries 
required expatriates. Rosalina (2016) argued expatriate is someone who working and stay in host country in 
a set time term and when has task finished he/she can back to home country.  

The success of a multinational company is dependent on expatriates. The purpose of expatriates is to 
expatriation. Evans, et al (2002) argued expatriation process is a process transferring knowledge, 
competencies, procedures and practices as well as skills and know-how. But the process of expatriation is not 
easy. Expatriates must faced many challenges, including differences in language, cultural, community 
behavior in looking at a problem and others. This is in accordance with the opinion of Mathis and Jackson 
(2006) that the challenge in the era of globalization is the difference of culture, economy and systems that 
must be faced. If the expatriate is not able to adapt then the expatriate is not able to maximize its 
performance, so that ultimately will harm the company. As expressed by Harzing and Christensen (2004) that 
expatriates who are unable to adapt to the environment are likely to experience failures that are marked by 
inability to adapt, underperform or return to home countries sooner than the time set. 

Previous research has found that adjustments of work, interaction and general are positive significat 
to performance (Kraimer et al., 2001), but other studies find that general adjustments are positive not 
significant to performance (Liu & Shaffer, 2004). Based on this background, it is very important to know 
whether there is impact of adjustment on the performance of expatriates in Indonesia. 
 

2. LITERATURE REVIEW 
Adjustment 

Adjustment can be described as a skill in accepting cultural skills and behavior (Bochner et al., 
1977), effective interaction (Ruben & Kealey, 1979), reducing uncertainty (Brett, 1980), feelings of 
acceptability and satisfaction (Brislin, 1981), lack of stress (Hammer, 1987) psychological well-being 
(Feldman & Tompson, 1993), ability to deal with conflicts of anxiety and lifestyle changes (Thomas, 1998), 
psychological comfort in a new situation (Gregersen & Black, 1990), anxiety where Individuals change to 
reduce conflicts between environmental demands, individual attitudes and behavioral traits (Berry, 1992), 
the process of modifying the behavior of expatriates so that their behavior is in accordance with the behavior 
accepted by local culture (Brewster, 1995). So, the adjustment is a feeling of comfort in the new environment. 

Expatriate adjustments focus on adjustments of work, interaction and general. Work adjustment is 
the level of comfort with standards of performance and expectations, while interaction adjustment is the level 
of comfort in interacting with the environment general adjustment is a level of comfort with general 
environmental conditions (Black & Stephens, 1989). 
Performance  

Performance is one of the total aggregates of work existing in the worker (Griffin, 1987), the quality 
and quantity of the achievement of tasks, whether performed by individuals, groups or firms (Schermerhorn 
et al., 1991), a set of achievable results To refer to the act of attainment and the execution of requested work 
(Stolovitch & Keeps, 1992) and is influenced by the objectives (Mondy & Premeaux, 1993), a function of 
motivation and ability, the attainment of expatriate objectives or tasks assigned (Cascio, 1992), The success 
rate in performing the tasks and the ability to reach the established goals (Donnelly, Gibson, & Ivancevich, 
1994), the success rate in performing the tasks and the ability to achieve the stated objectives (Gibson et al., 
1996), results Work in quality and quantity achieved by an expatriate in performing his duties in accordance 
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with the responsibilities given to him (Mangkunegara, 2000), work performance, job performance, work 
achievement or work result performance  (Sedarmayanti, 2001), a work achieved by a person in carrying out 
the tasks assigned to him based on Skills, experience and sincerity and time (Hasibuan, 2001), achievement of 
predetermined goals, abilities, motivations and opportunities (Robbins, 2006), the show of work to doing 
task as concrete realization from competition base skill, experience and seriousness  (Rosalina, 2016). So, 
performance is the result of one's work accomplished in carrying out its tasks. 

The measurement of expatriate performance of multinational corporations is measured through the 
dimensions of context performance and technical performance (Borman and Motowidlo, 1993). Technical 
performance describes individual work performance based on job responsibilities (Borman and Motowidlo, 
1993); Camphell et al., 1993). Context performance is an activity-related performance that includes helping 
co-workers, working to complement the work that local expats can not do, building solid teams and other 
social behaviors (Brief & Motowidlo, 1986). 

 
3. RESEARCH METHODS 

Population and sample 
The population in this study is expatriates who work and have lived in Indonesia between 6 to 12 

months in February 2016. According to (Black et al.,1990) the adjustment stage occurs 6 to 12 months, where 
expatriates start to get used to new cultures, and can develop routinely. This research used purposive 
random sampling is 130 respondent. 
Operationalization of Variables and Definitions of Variables 

Adjustment is a feeling of comfort in the new environment. Adjustments in this study were 
adjustments in the work environment (X1), interaction adjustment (X2), general adjustments (X3). 
Performance is the result of one's work accomplished in carrying out its tasks. Performance in this research is 
measured through context performance and technical performance. Conceptual framework and hypothesis of 
this research can be seen in Figure 1. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Measure 

Techniques of collecting research data using interviews (interview), questionnaire 
(questionnaire). Work adjustment (responsible to specific job and expectation and standard works), 
interaction adjustment (interaction with Indonesian and speaking in Indonesia), general adjustment 
(residence condition and local food) and performance (performance technically during assignment, 
commitment with companies in Indonesia, effectiveness in maintaining employment relations with workers 
in Indonesia, effectiveness in communicating and keeping the information of others in the work unit) was 
measured with a five item scale (1 = poor, 5 = advanced) 

Test instrument using multiple regression test in analysis through SPSS version 16.0. Validity test 
in this research shows that all items in indicator of variable adjustment and performance are valid. Reliability 

Figure 1. Conceptual Research Framework and Hypothesis 
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test in this study indicate that each variable adjustment and performance are reliable. The classical 
assumption test in this study shows that the normality of data, no multicolinearity, and no heteroscedasticity. 
 

4. RESEARCH RESULT AND DISCUSSION 
Table 1. Multiple Linear Regression Test Results 
 

Variable B Beta T Sig. t Keterangan 

X1 = Work Adjustment 0.862 0.591 5.539 0.000 Significant 

X2 = Interaction Adjustment -0.089 -0.052 -0.505 0.615 Not Significant 

X3 = General Adjustment -0.161 -0.100 -0.929 0.356 Not Significant 

R 
R Square 
Adjusted R Square 
F 

Fsig 

    = 0,547 
    = 0,299 
    = 0,271 
    = 10,934 
=  = 0,000 

Source: Output SPSS (2016) 
 
 
Figure 2. Partial Test of Adjustment to Expatriate Performance 
 
 
 
 
 
 
 
 
 
 
 
 
 

Source: Output SPSS (2016) 
 
 
Result  

Work adjustment has a significant positive effect on expatriate performance. This is evidenced by 
the results shown in Figure 2 which show that the work adjustment (X1) has a sig value. T <5% (0,000 <0.05). 
The results of this study are consistent with those conducted by Kraimer, Wayne and Jaworski (2001) that 
adjustments in the work environment are significant positive related to performance. 

Interaction adjustment negative not significant on the performance of expatriates. This is 
evidenced by the results shown in Figure 2 which show that the interaction adjustment (X2) has a sig value. T 
<5% (0.615 >0.05). The results of this study are not in accordance with that done by Kraimer, et al (2001) 
that the interaction adjustment positive significant to performance. 

General adjustment negative not significant on the performance of expatriates. This is evidenced 
by the results shown in Figure 2 which show that the general adjustment (X2) has a sig value. T <5% (0.356 
>0.05). The results of this study are not in accordance with that done by Kraimer, et al (2001) that the general 
adjustment positive not significant with performance. 
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5. CONCLUSION 
In accordance with the analysis of data that has been done, it can be deduced as follows: The first 

hypothesis shows that work adjustment is needed for expatriate performance improvements. Hypotheses 
two and three show that the adjustment of interaction and general has no contribution to expatriate 
performance. This means that work adjustment are crucial for improving the performance of expatriates 
rather than adjustment of interaction and general. For an expatriate working professionally is important, 
given the expatriate task is to transferring knowledge, competencies, procedures and practices as well as 
skills and know-how. 
Suggestion 
The next researcher's suggestion is to add more samples and quesioner items. 
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