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THE EFFECTS OF DISCREPANCY IN NATIONAL CULTURES AMONG THAI
AND FOREIGN WORKERS: THE ROLES OF MOTIVATION ON
PERFORMANCE IN BANGKOK
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ABSTRACT

The objective of this research is to examine the effects of discrepancy in
culture among Thailand foreign workers’ national cultures together with the
mediating roles on motivators that influence their perceived performance in
Bangkok. This research is based primarily on a quantitative approach through using a
questionnaire survey to collect data from foreign workers working in Bangkok. The
sample of this research comprises of those who are from other countries for
working purpose. Therefore, 400 of sets of questionnaires were sending back but
only 359 will be used for further analysis. From this research it was found that
discrepancies in national culture are the main factor in negatively effecting
performance of foreign workers in Thailand. Discrepancies in national culture have
both direct and indirect influence on performance. For the indirect effect is that it
has motivational factors as mediator between discrepancies in national culture and
performance, such that the motivational factors can enhance performance of the
foreign workers.
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1. Introduction

Thailand is a popular location for Foreign Direct Investment (FDI) and also
ranked Mth in the FDI confidence index 2001. (F.W., Swierczek and J. Onishi, (2003)
Apart from that there is an increasing in number of expatriates and foreign workers
that came to Thailand to complete work assignments in which it is also an
important driving force of Thai economy as well. Many multinational companies
have played a crucial role in transforming Thailand to be a part of the emerging
economies and stimulating the country to improve as a whole through being
attractive destination for foreign investment.

Therefore, the roles of multinational companies together with the foreign
workers are increasingly important toward development of industries in gaining
competitive advantages against other countries. (B., Clegg and S.J., Gray, 2002)
However, it is important for foreign workers to understand our culture well in order
to adjust themselves toward the host business operation and Thai living community
as well. In addition, culture also influences effectiveness and job performance.
(Adul, 2015) There is a high chance that “even when people do well in their home
work environment, they may do poorly in their host and cultural adjustment”. (D.,
Matsumoto, 2000) It way empirically found that cultural intelligence is important
characteristics for expatriates to be more successful in their host country
assignments. (P., Poonpol, 2015) Therefore, understanding those foreign workers is
crucial for any organization to explicitly exploit and drill-out their talent ability for

successful operation.
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The objective of this research is to examine the effects of discrepancy in
culture among Thai and foreign workers’ national cultures together with the
mediating roles on motivators that influence their perceived performance in
Bangkok. Moreover, this will pay significant attention toward observing the direct
relationship between the level of discrepancy in national cultures and perceived
performance of foreign workers in Bangkok.

2. Scope of the study

The scope of this research is to discover which the discrepancies of the
cultural dimensions that may turn down performance of foreign workers and
observe the impact of basic motivational factors toward performance. This research
aimed to conduct the survey on is all foreigners that come to Bangkok for working
purpose. The foreign workers are also include expatriates that have assignments to
work in multinational companies in Bangkok and also those that came to Thailand
as investors in businesses that located in Bangkok.

3. Literature Review

Expatriates usually make decision to accept international assignment and
relocate abroad because of their work related motives (i.e. career advancement
and meet criteria to be promoted). (V., Suutari, C., Brewster, K., Riusala, and S.,
Syrja“kari, (2013) In addition, financial factors are also key motivators as international
assignment could provide expatriates with opportunities to gain and save money to
support themselves and families better. (J., Lauring, J., Selme and J.S., JACOBSEN,
2014) Therefore, the journeys of expatriates always begin with the selection and
decision to accept or reject their international assignments, so self-determination
theory is employed for theoretical guidance of this study.

Self Determination Theory: selection and relocation of employees who
are determined to engage themselves and their families into a new cultural setting
remains a problematic challenge form multinational companies. (R., Konopaske and
S., Werner, 2005) There are usually very few employees would willing to accept the
offer of international assignment and mobility. (GMAC, 2004) However, motivation is
the main driver for most expatriates to accept international assignments.

Motivations of expatriates to take international assignments are different in nature.
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Some expatiates are would like to work internationally because of intrinsic
motivation (e.g. satisfaction on personal involvement) but some are motivated by
extrinsic factors (e.q. separable outcome). (R.M., Ryan and E.L., Deci, 2000) These
motivation of expatriates would range from financial rewards, career progression,
personal interest, family, and preference for exposure to new experiences and
challenges. In the empirical study of Haines Ill and associates in 2008, motivation of
accepting international assignments could be categorized into two dimensions
which are 1) intrinsic needs for competence and self-determination and the second

category is extrinsic drive.

Figure 1: Expatriate Self-Determination Theory

Environment Target Environment:

(Individual, Organization, Country) (Economy, Legal, Culture)

Expatriates’ Decisions to

Stay, Move or Return

Transactional Context:

(Trends, Prospects, Aspiration)

Intrinsic motivators are crucial catalyst for stimulating expatriates to accept
the challenges from taking and relocate themselves for their international
assignments in the host country. It had had advocated persons who are driven
more by intrinsic motivators are likely to engage and conquer optimal challenges.
(V.Y., Haines Ill, T., Saba, E., Choquette, 2008) Figure 1 illustrates that expatriates’
decisions to stay, move, or return depend on the environment (individual,
organization and country), their target environment (economy legal and culture)

and the transactional context (trends, prospects, aspiration). This model also implies
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that national culture/country’s characteristic and the future benefit (motivation) are
a major factors to impact expatriates decisions.

Cultural differences between nations have been highlighted as one of the
most difficult obstacles encountered by MNCs. Hofstede identified national culture
as the collective mental programming which distinguishes one nation from another.
(G, Hofstede, 1984) Hofstede argues that national cultures are important
determinations of work-related values and attitudes.

Hofstede further explained differences in national work-related values
patterns in terms of five basic dimensions; power distance (PDI) and uncertainty
avoidance (UAl), individualism versus collectivism (IDV), masculinity versus
femininity (MAS) and short term orientation versus long term orientation (LTO).
These five dimensions represent universal categories for characterizing national
cultural distance as a composite index based on the deviation from each of
Hofstede national culture scales. PDI describes the relative distance and
relationship between a supervisor and a subordinate. UAl is the extent to which
members of a particular culture feel uncomfortable or threatened by unknown
outcomes. IDV refers to the relationship between the individual and his or her
larger environment. MAS describe the relative tradeoff between an assertive
environment versus a supportive or nurturing environment. LTO is the extent to
which persistence is valued more than immediate results

As motivation is crucial factor for working people and it also reflects to job
satisfaction. The research by Sinangil and Ones in 2003 found that there is a link
between satisfaction and performance. These researchers found that satisfying job
experience were related to favorable performance and a positive association
between dissatisfying experiences and unfavorable performance effect. (H,
Sinangiland, D., Ones, 2003) A. H. Maslow also explained in one part of his chapter
on “The Hierarchy of Needs” that satisfaction of higher needs produces more
happiness and job satisfaction that can lead to greater individual growth and

performance that can benefit not only just individual but the organization as well.
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4. Conceptual Framework
This path model is representing both direct and indirect effects of
discrepancies in national culture of foreign workers to their performance in

Thailand. The mediator in this model is the latent construct of motivation.

Figure 2: Conceptual Framework

H3

Discrepancy in H2 Expatriate’s Expatriate

National Culture Motivation Performance

H1

According to the path model above, the proposed hypothesis 1 is that the
discrepancy in national culture should have negative relationship with performance,
such that the stronger the level of discrepancy in national culture implies the lower
the performance of foreign workers in Thailand. This is considered as the direct
effect of discrepancy in national culture toward performance of foreign workers in
Thailand. For the indirect effect, the proposed hypothesis 2 is that the discrepancy
in national culture of foreign workers should have positive relationship with
motivational factors that they have for accomplishing their tasks. This means that
the stronger the discrepancy in national culture is the higher the motivation foreign
workers received in return. Motivation is the mediator between discrepancy in
national culture and performance. The hypothesis 3 is from the mediator of
motivation toward performance of foreign workers and the relationship is positive
as well. This implies that the higher the motivation factors those foreign workers

have means the higher in their performance in working in Thailand.

5. Methodology

This research is based primarily on a quantitative approach through using a
questionnaire survey. The target population that this research aimed to conduct
the survey on is all foreigners that come to Bangkok for working purpose. The
foreign workers are also include expatriates that have assignment to work in

multinational companies in Bangkok and also those that came to Thailand as
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investor in businesses that located in Bangkok. The sampling technique that is non-
probability sampling technique, moreover, snowball technique is also utilized
through sending questionnaires. The questionnaire consists of questions which
divided into 4 parts. The first part was concerned with measuring the level of
discrepancy in the culture of home and host (Thailand) country. This part of the
questionnaire consisted of 27 questions modified based on 5 cultural dimensions of
Hofstede (1984). The respondents were asked to state their thought on a five point
Likert scale. For the first part, where point 5 corresponds to the high is level of
discrepancy and down to 1 that corresponds to the lowest rate of the scale. The
second part consisted of 22 questions that are asking for the satisfaction on
motivation factors of foreign workers. These motivation factors are modified from
the contribution of Ryan and Deci. (R.M., Ryan and E.L., Deci, 2000) The third part is
asking on the measuring the performance of foreign workers. (P.M., Caligiuri, 1997) In
the second main variable, five point Likert scales is also employed where
corresponds to the highest degree of agreement, down to 1 which corresponds to
the lowest rate of the scale. The third part is asking on the measuring the
performance of foreign workers

Cronbach’s Alpha is assessed to test for the reliability that based on the
consistency of the entire scale. It is the most widely used measure. The generally
agreed upon lower limit for Cronbach’s Alpha is 0.70 (R, Ho, 2006) in which all

variables in this study yield the scores of more than 0.8.

6. Results and Findings

After completing the process of confirmatory factor analysis for each of
the latent constructs or variables that will be used for final analysis, SEM for path
analysis is employed to test for the significance of each path and also for the fit of
this model.

The path analysis model has moderate to high fit indices even though chi-
square (64.21) alone is significant. However, other fit indices have shown that this
model is good fitted. The chi-square per degree of freedom is 2.658 which is less
than the cut of point of 3.5. For GFI, AGFI and CFl are .90 .82 and .91 respectively.
The path model is showing that discrepancies in national culture between home

and host countries in the perception of foreign workers have both direct and
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indirect relationship to their performance. For the direct relationship, the path
model is showing that discrepancies in national culture have negative relationship (-
.95) with performance.

This is the stronger the discrepancies in national culture are the lower the
performance of foreign workers. For the indirect relationship, the mediator between
discrepancies in national culture and performance is motivational factors.
Discrepancies in national culture have positive relationship (.17) with motivational
factors and motivational factors have positive relationship (.89) with performance.

CMIN=64.21; P= 0.000; X2/df= 2.658; GFl= .900; AGFI= .820; CFl= .910;
RMSEA=.117. Hypothesis 1:
relationship with performance; is supported (B = -0.985), t = -11.134, p < 0.001)
Hypothesis 2: Discrepancies in national culture have positive relationship with
motivation, is supported, is supported (B = 0.317), t = 2.55, p < 0.05)

Hypothesis 3 Motivation factors have positive relationship with performance
of foreign workers in host country: is supported (B = 0.508), t = 5.031, p <0.001).

The summary is presented in Table 1.

Discrepancies in national culture have negative

Tablel: Summary of Direct Relationship

Hypothesis | Variable | Path | Variable Coefficient | Value | Sig.Level

H1 Culture —> | Performance | -0.953 - Frx
(-0.985) 11.133

H2 Culture —> | Motivation (.175 2.55 *
(0.317)

H3 Motivation |—> | Performance | 0.893 5.031 | ***
(0.508)

Figures indicate the standardized coefficients. T-values are significant at * p<.05 **
p<.01 *** p<.001

Mediating Effect
To test for mediating effect as proposed, Sobel Test in employed. Path A
represents relationship between the independent variable of national culture to

the mediator of motivation and Path B represents relationship between the
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mediator of motivation to the dependent variable of expatriate performance. The
Sobel Test appears that Z value on the testing for mediating effect is 3.1866 which
is highly significant. Therefore, expatriate motivation is a significant mediator that
can help expatriates minimize impact from cultural distance and improve their job

performance in Thailand. The summary of mediating effect is presented in Table 2.

Table2: Summary of Mediating Effect

Hy | Mediating Effects A B z P Results
po | IV | MD | DV B SE B SE | value
H4 | Cul | Mot | Per | 0.175 | 0.054 | 0.893 | 0.051 | 3.186 | *** | Not

* Frx 6 Support

IV = Independent variable;, MD = Mediator;, DV = Dependent variable
Significance level: ***p<0.01, **p<0.05, *p<0.1

7. Conclusions

From this research it was found that discrepancies in national culture are
the main factor in negatively effecting performance of foreign workers in Thailand.
Discrepancies in national culture have both direct and indirect influence on
performance. For the indirect effect is that it has motivational factors as mediator
between discrepancies in national culture and performance. Such that the mediator
of motivational factors can positively influence or enhance performance of foreign

workers

8. Discussions and Implications

Any organization in any culture depends on the performance of people.
Monitoring the performance of expatriates is a theme in most management
development programs. Therefore, observing one performance is even more crucial
for foreign workers including expatriate who come to work in Thailand to evaluate
their own performance. This will help them seek out way to maximize their own
performance and overcome problematic of matter of cultural discrepancies (F.E.,
Jandt, 2004) as these discrepancies are inevitable when they are working in any

country especially a country with strongly culture bounded like Thailand.
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For this research, it is possible to recommend that foreign workers should
adapt themselves to toward buffering or reducing the level of gap in discrepancies
in among the national culture between home and host countries. These can be
done the through pre and post departure expatriate preparation program or the
multinationals should organize the cross-cultural trainings for expatriates. In
addition, most expatriates are managers and leaders, so they should be sensitive to
both production and people at the same time. (Anuwat, 2014) Expatriate Spouse
should also be taken into consideration as it always the number one research in
the reason for expatriate failure which was found to be highly significant expatriates
in Thailand Apart from those, the organization in the host country of Thailand
should also provide some support, such as training for local employees on how to
deal with working with foreign managers or co-workers with highest efficiency and

minimize in facing conflicts.
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