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º·¤Ñ´ÂèÍ
กÒÃºÃÔËÒÃ·ÃÑ¾ÂÒกÃÁ¹ØÉÂìÃÐ´ÑºâÅกÁÕº·ºÒ·ÊÓ¤ÑÍÂèÒ§ÂÔ§è ã¹กÒÃกÓË¹´¤ÇÒÁÊÓàÃç¨¢Í§ºÃÔÉ·Ñ ¢éÒÁªÒµÔ
â´ÂกÒÃÊè§àÊÃÔÁáÅÐÊ¹ÑºÊ¹Ø¹กÃÐºÇ¹กÒÃ¨Ñ´Êè§¾¹Ñก§Ò¹¢éÒÁªÒµÔ «Ö§è กÒÃ»ÃÑºµÑÇ¢éÒÁÇÑ²¹¸ÃÃÁ¢Í§¾¹Ñก§Ò¹¢éÒÁªÒµÔ
à»ç¹áÃ§¢Ñºà¤Å×Íè ¹»ÃÐกÒÃÊÓ¤Ñ·Õ·è ÓãËéàกÔ´กÒÃ¢ÂÒÂµÑÇ¢Í§ºÃÔÉ·Ñ ¢éÒÁªÒµÔáÅÐกÒÃ¨Ñ´Êè§¾¹Ñก§Ò¹¢éÒÁªÒµÔãËé»ÃÐÊº
¤ÇÒÁÊÓàÃç¨ ã¹áµèÅÐ»ÕÁ¨Õ Ó¹Ç¹¾¹Ñก§Ò¹¢éÒÁªÒµÔ·àèÕ ¢éÒÁÒ·Ó§Ò¹ã¹»ÃÐà·Èä·Âà¾ÔÁè ¢Ö¹é «Ö§è ¾¹Ñก§Ò¹¢éÒÁªÒµÔ·àèÕ ¢éÒÁÒ
·Ó§Ò¹ã¹»ÃÐà·Èä·ÂÁÒก·ÕèÊØ´¤×Í¾¹Ñก§Ò¹ªÒÇÕè»Øè¹ ã¹กÒÃÈÖกÉÒ¤ÃÑé§¹Õéà»ç¹กÒÃÊÓÃÇ¨µÑÇá»ÃÊÓ¤Ñ·ÕèกèÍãËéàกÔ´
กÒÃ»ÃÑºµÑÇ¢éÒÁÇÑ²¹¸ÃÃÁ¢Í§¾¹Ñก§Ò¹¢éÒÁªÒµÔªÒÇÕ»è ¹èØ ·Õàè ¢éÒÁÒ·Ó§Ò¹ã¹»ÃÐà·Èä·Â â´ÂÁÕµÇÑ á»Ãµé¹¤×Í ÅÑกÉ³Ð
กÒÃàÃÕÂ¹ÃÙé ¤ÇÒÁÊÍ´¤ÅéÍ§¢Í§ÇÑ²¹¸ÃÃÁÍ§¤ìกÃ »ÃÐÊÔ·¸ÔÀÒ¾¢Í§กÒÃ½ÖกÍºÃÁ¢éÒÁÇÑ²¹¸ÃÃÁ ¼Ùãé Ëé¤Ó»ÃÖกÉÒ áÅÐ
¢éÍÁÙÅàªÔ§»ÃÐªÒกÃ µÑÇá»Ã·ÕÊè §è ¼ÅÃèÇÁÊÓ¤Ñ¤×ÍÃÐ´ÑºกÒÃ»ÃÑºµÑÇ¢Í§¤ÙÊè ÁÃÊã¹ÊÀÒ¾áÇ´ÅéÍÁ¢Í§»ÃÐà·Èà¨éÒºéÒ¹
ÇÑµ¶Ø»ÃÐÊ§¤ì¢Í§กÒÃ·ÓãËéàกÔ´¤ÇÒÁ¤Ô´ÃÇºÂÍ´¢Í§áºº¨ÓÅÍ§¤×ÍกÒÃÊÃéÒ§¤ÇÒÁà¢éÒã¨กÅäก·Õ¨è Óà»ç¹ã¹กÒÃàÍÒª¹Ð
¼ÅกÃÐ·º¨ÒกÃÐÂÐËèÒ§·Ò§ÇÑ²¸ÃÃÁÃÐËÇèÒ§»ÃÐà·Èä·ÂáÅÐÕ»è ¹èØ
กÒÃÈÖกÉÒàªÔ§»ÃÔÁÒ³¤ÃÑ§é ¹Õàé »ç¹กÒÃÊÓÃÇ¨â´ÂãªéáººÊÍº¶ÒÁ â´ÂÊÓÃÇ¨¾¹Ñก§Ò¹¢éÒÁªÒµÔªÒÇÕ»è ¹èØ ·Õ·è Ó§Ò¹
ºÃÔÉ·Ñ ÊÒ¢Òã¹»ÃÐà·Èä·Â¨Ó¹Ç¹·Ñ§é ÊÔ¹é 412 ¤¹ à¤Ã×Íè §Á×Í·Ò§Ê¶ÔµµÔ ·Ô ãèÕ ªéã¹กÒÃÇÔà¤ÃÒÐËìกÒÃÈÖกÉÒ¤ÃÑ§é ¹Õé ¤×Í âÁà´Å
ÊÁกÒÃâ¤Ã§ÊÃéÒ§ (Structural Equation Modeling: SEM) ÃèÇÁกÑºกÒÃÇÔà¤ÃÒÐËì¤ÇÒÁá»Ã»ÃÇ¹ (Analysis of Variance:
ANOVA) ¼ÅกÒÃÈÖกÉÒ¾ÔÊÙ¨¹ìãËéàËç¹ÇèÒÅÑกÉ³ÐกÒÃàÃÕÂ¹ÃÙé¢Í§»Ñ¨à¨กºØ¤¤Å »ÃÐÊÔ·¸ÔÀÒ¾¢Í§กÒÃ½ÖกÍºÃÁ¢éÒÁ
ÇÑ²¹¸ÃÃÁ áÅÐกÒÃ»ÃÑºµÑÇ¢Í§¤ÙÊè ÁÃÊà»ç¹µÑÇ»ÃÐÁÒ³กÒÃËÅÑก¢Í§¾¹Ñก§Ò¹¢éÒÁªÒµÔªÒÇÕ»è ¹èØ ã¹กÒÃ»ÃÑºµÑÇ¢éÒÁ
ÇÑ²¹¸ÃÃÁã¹»ÃÐà·Èä·Â ÃÇÁ·Ñ§é กÒÃãËé¤Ó»ÃÖกÉÒáÅÐกÅØÁè ÍÒÂØÂ§Ñ ÊÒÁÒÃ¶·ÓãËéàกÔ´¤ÇÒÁáµกµèÒ§ÍÂèÒ§ÁÕ¹ÂÑ ÂÐÊÓ¤ÑµèÍ
ÃÐ´ÑºกÒÃ»ÃÑºµÑÇ¢éÒÁÇÑ²¹¸ÃÃÁâ´ÂÃÇÁ ºÃÔÉÑ·¢éÒÁªÒµÔÕè»Øè¹¨Ö§¤ÇÃ¨Ñ´กÃÐºÇ¹กÒÃ¤Ñ´àÅ×Íก กÒÃàµÃÕÂÁµÑÇ áÅÐ
กÒÃÊ¹ÑºÊ¹Ø¹ÍÂèÒ§àËÁÒÐÊÁ º¹¾×é¹°Ò¹¢Í§กÒÃºÃÔËÒÃ·ÃÑ¾ÂÒกÃÁ¹ØÉÂìÍÂèÒ§ÁÕ»ÃÐÊÔ·¸ÔÀÒ¾¢Í§ºÃÔÉÑ·¢éÒÁªÒµÔ
Õ»è ¹èØ áกè¾¹Ñก§Ò¹¢éÒÁªÒµÔªÒÇÕ»è ¹èØ áÅÐ¤ÙÊè ÁÃÊ
Abstract
Global human resource management plays an important role in determining the success of MNCs
by facilitating the process of expatriation. Cross-cultural adjustment of expatriates is the major driving force
for successful international expansion and expatriation. Each year, an increasing number of expatriates
come to Thailand to take up international assignments of which the largest number is Japanese expatriates.
This study examines crucial antecedents of cross-cultural adjustment of the Japanese expatriates in Thailand. The independent variables include learning characteristics, congruency of organizational cultures, effectiveness of cross-cultural training, mentor programming and demographic profile. An important moderator in the process is spouses’degree of adjustment in the environment of the host country. The conceptualization
of this model is aimed at understanding the mechanisms required to overcome the impacts of cultural distance between the two countries; Thailand and Japan.
This quantitative study was conducted using questionnaire surveys. A total of 412 Japanese expatriates working in subsidiaries in Thailand were surveyed. The statistical treatments employed were structural equation modeling (SEM) and Analysis of Variance (ANOVA). The findings demonstrated that indi-
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vidual learning characteristics, effectiveness of cross-cultural training, and spouse adjustment were the major predictors of the Japanese expatriates’ cross-cultural adjustment in Thailand. In addition, mentor programs and age groups could also create significant difference on the overall degree of cross-cultural adjustment. The expatriates and spouses should be provided with proper processes of selection, preparation, and
support based on effective human resource management practices of their Japanese multinational corporations.

ization (Bolino, 2007; Dowling, Festing & Engle,
2008). Unfortunately, MNCs have been severely
plagued by the persistent and recurring problems
with a significantly high premature return rate of expatriates (Mendenhall & Oddou, 1985; Haile et al.,
2007; Tung, 1987) that creates explicit as well as
opportunity costs. The focus of most MNCs is on
the expatriates’ technical competencies to operate
successfully on international assignments, however,
cross-cultural knowledge has received scant attention.
Despite the recent instabilities, Thailand is a
popular location for Foreign Direct Investment (FDI)
and has been ranked 14th in the FDI confidence index (Swierczek & Onishi, 2003, p. 188). Multinational corporations together with their expatriates are
increasingly important for the development of Thailand in gaining a competitive advantage against other
countries (Clegg & Gray, 2002). As such, the issues of expatriates requires the attention of both
practitioners and researchers.
Thailand is an emerging economy with the availability of incentives for indirect investment and a robust supply network (Swierczek & Onishi, 2003).
It is one of the most attractive destinations for the
Japanese direct investment because it is rich in resources with a plentiful labor supply. Japanese companies invest in Thailand in order to sustain and enhance their manufacturing network systems together
with opportunities for export (Swierczek & Onishi,
2003). They also see Thailand as one of their potential markets. The total amount of Japanese Foreign Direct Investment (FDI) in Thailand is the indicator of the importance of Japanese investments in
the Thai economy. In 2010, Thailand’s Board of Investment (BOI) reported that Japanese FDI in Thailand accounted for 100,305.4 million baht or 20.24%
of overall FDI’s in Thailand with 342 projects approved or 21.84% of total projects (BOI, 2010).
In 2010, there were more than 7,000 Japanese companies in Thailand (Embassy of Japan in Thailand,
2010). They play a significant role in the Thai

INTRODUCTION
Multinational corporations (MNCs) establish
subsidiaries in the international arena in order to sustain their competitive advantage (Moran, Palmer &
Borstorff, 2007) in the ever changing environment
of the business world (Haile, Jones & Emmanuel,
2007). Technological advancements, such as telecommunication, transportation, network system, infrastructure, and government liberalization, create
strong networks that serve to link countries worldwide as well as lower national borders. These factors are powerful forces that stimulate international
expansion. In order for these international expansions to be successful, expatriates are key success
factors (Bonache, Brewster & Suutari, 2001). Expatriates with effective international capabilities, including the ability to adapt to different cultures and
fluency in foreign languages, are always in demand
(Black & Mendenhall, 1989; Haile et al., 2007).
An expatriate’s premature return has a significant
impact on the return on investment of the international assignment (McNulty & Tharenou, 2004). As
a consequence, the issue of expatriates’ international
adjustment has garnered much attention from scholars, because adjustment is the catalyst in determining expatriate performance in the host country.
International human resource management strategies are critical determinants of success for multinational corporations to operate within the boundary-free international business markets (Black, 1990;
Black & Mendenhall, 1989; Black, Mendenhall &
Oddou, 1991; Colakoglu & Caligiuri, 2008;
Caligiuri, Phillips, Lazarova, Tarique, & Burgi, 2001;
Littrell, Salas, Hess, Paley & Riedel, 2006). There
is also growing evidence that effective management
of expatriates is a crucial determinant for the success or failure of international investments (Bonache
et al., 2001).
The demand for effective and qualified expatriates to operate in the overseas marketplace has increased significantly with the boom in international23

