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ABSTRACT: This study aimed to explore how Turkish expatriates adjusted tocross-cultural business 

management practices in a foreign setting, with a particular focus on cross-cultural adjustment, which is 

necessary in sustaining a stable business in a country, such as the Philippines. The study analyzed three major 

factors of ―in-country adjustment‖, which included: non-work factors, organizational or work factors and 

individual factors. The principal instrument of the study is the Interview Schedule which consisted of twenty-

seven (27) items, using open-ended questions, intended to gather primary data from the personal accounts of ten 

(10) Turkish business expatriates. Findings based on a qualitative study revealedthat individual factors covered 

personal perceptions, adaptation to the Filipinos’ cultural practices and problem-solving strategies and 

approaches. On the other hand, job/organizational factors encompassed the fit on job functions, scope of work 

and responsibilities, creation of business networks, performance standards and expectations, verbal 

communications and work-problem strategies. Moreover, non-work factors focused on the Filipino culture and 

environment, independent living, actual living conditions in the Philippines, and the facilitation of spousal 

adjustment. Based on the research findings, this study managed to disclose and propose a simplified adjustment 

process along with predictable and effective methods of cross-cultural management for all start-up business 

entrepreneurs, managers and company owners. The aim of this newly proposed adjustment process is to 

increase the sustainability, productivity and success of Turkish expatriates in cross-cultural business 

management within the Philippine business setting. 
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I. INTRODUCTION 

As a consequence of the globalization phenomenon, numerous firms are currently working in more 

than one country. According to Pal Singh and Kaur (2016), the multinational organization concept emerged as a 

result of the different companies crossing geographical boundaries in pursuit of business expansion 

opportunities. Essentially, the concept of a multicultural organizationis characterized by a diverse community of 

workers and employees who originally came from various countries.While it may be true for many companies 

that business expansion outside the country is beneficial and attractive, it is certainly more risky and difficult to 

manage a global business than a local organization. As asserted by Rizk(2013) it is necessary for expatriate 

managers to not only be strongly aware of their employees‟ cultural values but also to adapt these values and 

integrate them in their actual management practices (as cited in Maude, 2011). This highlights the importance of 

flexibility as a key trait of all expatriate managers. It may be recalled that various cultures respond differently to 

management techniques which is why an important key towards achieving management success is finding one 

specific strategy or technique that works effectively for two varying cultures.  

It was mentioned by Maclachlan (2010) that many international organizations acknowledge the 

advantages of deploying skilled employees outside of national borders for the purpose of establishing new 

offices, winning new businesses, as well as managing the local teams. It may be perilous to simply assume that 

all employees sent for expatriation already have the necessary competencies and skills for their role. Each 

culture has its own set of unique working practices and values which may be difficult to recognize, adapt, and 

even manage, especially in cases when the expatriate fails to have adequate preparation interculturally. One of 

the most important and common challenges encountered by expatriates is „culture shock‟ which is inevitably 

experienced when relocating to a different country. The differences in language, food, environment, and 

lifestyle may be considered as key factors that bring about the experience of „culture shock‟ which need to be 

recognized not only by the expatriates but also the organizations that sent them. Such recognition is important in 

order to avoid issues related to the performance of these employees especially within a different cultural setting. 

Failed expatriation is likely to happen when employees deployed abroad are unable to cope with the experience 
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of „culture shock‟, which may ultimately lead to a substantial financial loss for companies. Moreover, culture 

serves as a huge influencing factor when it comes to the working practices of employees. One good example is 

the employees‟ attitudes with regard to time which may vary between culture to culture. Problems such as 

misunderstandings, frustrations, and other related issues, may also be experienced when two cultures are 

brought together in the absence of appropriate global mobility trainings and expatriate intercultural programs.  

This study seeksto present a different viewpoint of the cultural dimensions of Turkish business 

expatriates in the Philippines and the cross-cultural adjustment process in understanding Turkish cross-cultural 

management adaptation. The study focuses on the following specific objectives:  

To identify the individual adjustment factors utilized by Turkish business expats in adapting to the 

Filipino business culture, 

To analyze the work/organizational adjustment factors considered by the Turkish business owners and 

managers in adapting to the Filipino business culture, and, 

To identify the non-work adjustment factors recognizedby the Turkish business owners and managers 

in adapting to the Filipino business culture. 

 

II. REVIEW OF RELATED LITERATURE 

 Hanberg and Osterdahl(as cited in Black &Gregersen, 1991) asserted that expatriates deployed to 

foreign countries, especially for a long-term period, will most likely need time adjusting to a new setting. 

Anexpatriate, in most cases, brings with him his family, including his or her children and spouse, and they will 

relocate and adjust in a new country with a completely new setting and eventually learn to properly intermingle 

with the host-country nationals. Aside from this, the foreign employee will most likely be subjected to 

adjustments needed in a new work environment. As defined by Li (2016), expatriate adjustment is a process 

wherein a manager enters an unfamiliar cultural environment after leaving a familiar setting. It also refers to an 

apparent degree of familiarity and psychological comfort in working within a completely new culture (Black et 

al., 1991). 

 

2.1. In-Country Adjustment 

 Based on the study conducted by Li (2016), there are certain factors which influence the process of 

expatriate adjustment and these are based on four different aspects/factors: (1) organizational (2), job-related, 

(3) non-work and (4) individual (Black et al., 1991). As shown in the in-country adjustment model (refer to 

Figure 1), it is vital to take note that each of the previously mentioned factors have varying impacts on the 

various aspects of expatriate adjustments :( i.e., work, general and interaction). 
 

Figure: 1. In-Country Adjustment Model: Black et al.’s (1991) 
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immensely differ from theirs. This particular group of factors is considered influential and, in most cases, 

predominant, especially when assessing the expatriates‟ suitability for a specific position.  

The report from Black (1988) presented a review of the different individual factors which were hypothesized to 

perform a crucial part in enabling adjustment among the expatriates. This report summarized these factors as the 

following: (1) the desire to undergo adjustment, (2) managerial and technical competence (Haysascited in Black, 

1988), (3) an individual‟s orientation on social relations skills, (4) one‟s tolerance and open-mindedness on 

ambiguity and vagueness(Ratiu, 1983), and (5) one‟s self-confidence/assurance. The authors, Mendenhall 

&Oddou (1985) also conducted a review on individual skills necessary for managers to possess in order to 

become effective within a cross-cultural setting. In this particular study, the skills identified were categorized 

into specific dimensions: (1) „self-dimension‟that includes skills necessary for expatriates in maintaining their 

psychological and mental health, self-efficacy as well as their effective management on stress, (2) „relationship 

dimension‟ which comprises of a wide range of skills necessary in fostering relationships with the host nationals 

and (3) „perception dimension‟ which encompasses the expatriates‟ cognitive abilities that enable them to 

perceive correctly as well as evaluate their host environment as well as its actors (Mendenhall &Oddou, 1985).  

Job-Related Factors:Based on the review conducted by Black (1988), specific job-related factors have been 

theorized to make an impact, that is, either prevent or facilitate effective expatriate adjustment in both the 

context of domestic adjustment and international adjustment. The same author also proposed four (4) factors 

that are job-related which may heighten the expatriates‟ lack of familiarity, uncertainty, inability to predict and 

inability to control the roles and responsibilities attributed to a new work role. These job-related factors 

include:(1) role novelty (i.e., that which highlights the differences between an employee‟s new and past role), 

(2) role conflict, (3) role ambiguity, and (4) role overload. Moreover, the same author Black (1988) presented 

other crucial job-related factors which may potentially reduce uncertainties and help in facilitating adjustment 

among expatriates. Such factors are discretion on roles, pre-departure insights, and formerwork experience or 

deployment abroad. According to Gregersen and Black (1992), certain procedural and policy conflicts involving 

parent companies are associated with many international assignments. The authors, Bhaskar-Shrinivas, et al. 

(2005) also explained that clarity on roles pertains to the proper view of the various requirements in a job 

position while discretion on job roles involves an employee‟s autonomy for decision-making. On the other hand, 

novelty of roles pertains to the gaps between the work roles in the host and native country while role conflict 

denotes cues that are incompatible in relation to job expectations. All of these factors are expected to 

significantly impact these foreign employees‟ experience and their ability to completely adapt to a new work 

environment.  

Organizational Factors: Selection mechanisms and criteria also prove to be a vital influencing factor when it 

comes to expatriate adjustment within organizations. According to Black et al. (1991), chosen expatriates must 

be able to match the organization‟s needs in order for them to easily adjust to their international assignment. It is 

hypothesized that the greater the differences between the subsidiary company‟s organizational culture in a 

foreign country and that of the company in its home country, the greater the chance that expatriates are more 

likely to experience difficulty in foreign adjustment (Black et al., 1991). In addition, the parent organizations‟ 

assistance with the expatriates‟ daily living which include aid on the school, housing, and grocery needs of their 

employees along with other forms of logistical support coming from the organization, are also believed to 

reduce uncertainties related to international assignments, thus, effectively facilitating adjustment of expatriates 

(Black et al., 1991). Moreover, social support from other employees and the logistical aid from the parent 

company may play vital roles when it comes to easing expatriate adjustment. This is because by means of 

providing the expatriates with adequate cultural information about the proper behavior and norms in the 

workplace context, they would be able to reduce uncertainties that may emanate from their new work setting. 

Furthermore, logistical support is believed to effectively assist in the expatriates‟ adjustment process by means 

of promoting the availability of the most crucial resources in times of necessity, thereby meeting the new 

environment‟s demands. Guzzo et al. (1994) also added that the expatriates‟ perceived judgment on the 

adequacy of the benefits provided by their employer as well as their overall perceived level of support from the 

organization significantly influence their intent to leave or stay in the company as well as their organizational 

commitment. Social support from an organization pertains to the sources and quality of relationships that act 

as“stress buffers”which indirectly impact certain strains including job satisfaction.  

Non-Work Factors: This current research tackles the “non-work” factors which impact adjustment of 

expatriates based on two specific contexts: one is the adjustment of the foreign employees‟ family including 

their spouse, children, etc., and the other isthe host‟s culture novelty. 

(a) Family adjustment of the expatriates–The spouse‟s cross-cultural adjustment difficulties and problems are 

more likely to put constrain or even inhibit a successful expatriate adjustment process. Based on the survey 

research conducted by Tung (1982) among American multinational executives, it was found out that many 

executives believed that their partners‟ failure to adapt in a new culture serves as the top reason why most 

expatriates are unable to fulfill their international assignments. Similarly, it was also claimed in the same 
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research that the failure of the foreign employees‟ family to adapt also serves as a vital reason as to why 

many expatriates are unable to make a successful transition (Tung, 1982). Black (1988) also echoed the 

same research findings and contended that the inability of the expatriate‟s family to smoothly adjust into a 

new country or culture creates a huge impact on the overall adjustment and work transition of the 

expatriate. The authors, Black and Stephens (1989) conducted an investigation involving a huge research 

sample comprised ofexpatriates from America deployed on international assignments in various countries, 

together with their husbands or wives. Based on their findings, a significant relationship exists between 

spousal adjustment in the “cross-cultural” context and the expatriates‟ adaptation. Moreover, the same study 

also emphasized the fact that most of the expatriates consider family situation as a vital contributor in the 

success of an assignment in an international country. Furthermore, the research performed by Bhaskar-

Shrinivas et al. (2005) which utilized data from among 8,474 expatriates within 66 different studies 

presented supporting evidences with regard to the strong correlation that exists between expatriate 

adjustment and spousal adaptation. 

(b) Culture novelty–There are many evidences that have been derived in support of the assertion that 

differences in culture serve as key barriers to many expatriates engaged in business. For example, the 

Chinese culture is known to be highly-opposite of the Western cultures, specifically that of the Western 

European and American cultures. Consequently, many expatriate managers from the West tend to 

experience a “high culture novelty” especially while working in a country with a different cultural 

background, such as China. According to Mendenhall &Oddou (1985), the term“culture novelty” denotes 

robustness in the cultural context which suggest that certain countries (i.e., China), are more difficult to 

adapt in terms of culture, as compared to others. These authors also claimed that the higher the culture 

novelty, the more it becomes difficult to facilitate expatriate adjustment due to the significant differences 

between the home country and host country‟s cultures. Moreover, Torbiorn (1988) also noted that as a 

concept, culture novelty is recognized for creating a large impact on the expatriates‟ adjustment process, 

particularly in the first few years of their international assignments; afterwards, the culture novelty impact 

somehow lessens. On the other hand, there are also those who question the effectiveness of immersion 

strategies in the culture (Pires& Stanton, 2005). They argue that cultural norms and values within the 

individuals are, in most cases, not easily changed or altered by means of learning another culture‟s language 

or by living within that culture.  

 According to Boncori (2013), many foreigners opt to spend more time with their co-expatriates instead 

of integrating themselves with their host nationals. The authors, Ward and Kennedy (1996) also associated this 

with the individuals‟ personal traits, cognitive perceptions and emotional states. Gregersen and Black (1996), in 

another study, also found out that expatriates who are from different nationalities tend to demonstrate varying 

reactions when it comes to the distinctive aspects of expatriate adjustment. Hence, in this study, it was 

concluded that many expatriates who choose to interact and spend most of their time with their co-expatriates, 

especially those from the same home country, only do so because of their natural inclination towards people 

who can very well relate and understand them. In other words, it is only normal for these expatriates to rely 

more on their co-expatriates who are from the same country. Furthermore, inadequate corporate and social 

supports are more likely to bring about feelings of loneliness, anxiety, frustration and “being lost” especially 

during the first stages of the foreign assignment experience.  

 

III. METHODOLOGY 

 The research design of the study is descriptive-qualitative as it attempts to describe the experiences of 

the Turkish business expatriates, in making cross-cultural adjustments in the Philippines. Calderon and Gonzales 

(2006) defined that descriptive research is fact-finding using adequate information. It goes beyond data 

gathering, and involves reflective thinking and arriving at the true meaning of the data being collected. It is 

further defined as a purposive process of gathering, classifying, tabulating and analyzing data about prevailing 

conditions, processes, practices, beliefs, cause-effect relationship, trends and then making adequate and accurate 

interpretation about such data with or without the aid of statistical methods. The qualitative research method is 

also reflected in the real events, actions, and experiences of the participants in managing business in the 

Philippines. According to Blaxter(2006), the qualitative method or approach is naturalistic, subjective, the 

“insider-perspective,” and holistic. This study qualifies to this definition as the respondents of this study are all 

Turkish business expatriates, who have been doing business in the Philippines for at least three years. In this 

study, the researcher sent prior notification to the identified Turkish business owners and/or managers to 

schedule an appointment. Upon confirmation from the prospective respondents, a face-to-face interview was 

conducted. The respondents were given a form to fill out for their personal background under the supervision of 

the researcher. An interview proceeded following the questionnaire made by the researcher. The same procedure 

was observed throughout the gathering of data among the ten (10) Turkish companies located in Manila, Cebu 

and Cagayan deOro. 
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IV. DATA ANALYSIS 

The study employed a qualitative data analysis, inclusive of the use of the stream analysis which 

according to Porras (1987) is a tool for helping organizational members diagnose and solve problems to show 

the relationships of the concepts shared by the respondents. Stream analysis is premised on the idea that 

organizational arrangements describes the way the organization works, involving behavior of individuals and 

the function of different parts of the organization. It takes into consideration the following: goals of the 

organization, strategies, formal structure, administrative policies and procedures, administrative systems, and 

the rewards systems. More importantly, it shows the social factors of the organization, involving culture (norms, 

rituals, symbols, jargons, stories, myths, history), interaction processes (communication, conflict-resolution, 

problem-solving, decision-making), social patterns and networks (attitudes and beliefs, feelings, and behavioral 

skills). 

Narratives from the 10 participants were collected, and these included the descriptions, opinions, and 

even interpretations aligned to the questions given in the Interview Schedule. Responses were grouped together 

according to the sub-questions of the statements of the problems, and were presented in a matrix format for easy 

referencing. A stream analysis of each question was then conducted, producing a total of 27 paradigms. The 

analysis was conducted in a systematic way particularly using the responses of the respondents regarding 

personal and business experiences. These were used to explore and gain insight on the depth, richness, and 

complexity inherent in the experiences of Turkish business owners/managers.  

 

V. CONCLUSION AND RECOMMENDATIONS 
This research aimed to explore the experiences of the Turkish expatriates‟ business management practices in the 

Philippines particularly on the cross-cultural adjustment process. 

 

5.1. For the Turkish Business Expatriates  

It is necessary that the Turkish expatriates possess a deep understanding about people of different 

cultures and business approaches, especially in terms of customs and traditions. Since the Philippines is a 

“breeding-ground” of different cultures, Turkish expatriates are expected to deal with multicultural people and 

this existing set-up must be understood properly. This must be accomplished so that the Turkish business 

expatriates will not experience „culture shock‟ when they deal with Filipinos. 

The Turkish business expatriates must properly evaluate their ability to live independently in the 

country. In this manner, the expatriates will have time to make strategic plans on how their businesses will be 

established. A deep knowledge on the Philippines‟ living condition may also be used by business expatriates as 

a factor in deciding the kind of business that is conducive or attractive to the host-nationals‟ way of living. 

The Turkish expatriate must develop a good business network with the government and non-

government agencies despite differences in the functions of both networks as this will give benefits such as 

business incentives, trade fairs, etc. Moreover, Turkish business expatriates must maintain a strong business 

network with non-government agencies composed of clients, suppliers and unions in order to sustain, develop, 

and grab new opportunities. 

Every nation has its own performance standards, and the Turkish expatriates must be aware of this 

reality. Naturally, Filipinos are affected with the kind of environment that they have which directly affects the 

expatriates‟ performance standards in terms of slackness in their work environment. Hence, this requires more 

patience for Turkish expatriates. 

A good communication skill is important which should incorporate both verbal and non-verbal 

communication that is deeply rooted in the Filipino culture. The Turkish expatriates must consider the tone of 

voice and the gestures because these are part and parcel of the culture. An intensive study and understanding of 

the way host-nationals communicate will lead the Turkish expats to establish an ideal communication strategy as 

far as communication with host-nationals is concerned. 

The internal problem-solving covers employees and customers which must be processed mentally 

through discovering, analyzing, organizing skills, knowledgeand developing strategies in order to overcome 

challenges and find possible solutions that best resolve the problem. The Turkish expatriates‟ internal problem-

solving strategy must be coordinated with the professional local managers in order to discover, analyze, develop 

strategies, as well as organize skills and knowledge for the purpose of overcoming obstacles and finding 

valuable solutions that best resolve key issues on employees‟ concerns and addressing customer demands. It is 

important to remember that these problems must be dealt with immediately and uncompromisingly; otherwise, 

concerns may escalate and the resolution may not be executed on time. 

The realities of work pressures that Turkish business expatriates might encounter in doing business in 

the Philippines must be addressed well by engaging themselves on activities like sports and other recreational 

events. These will help them be relieved of stress, develop their mental well-being, increase their self-esteem 

and develop their relationship with others. 
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The Turkish business expatriates must consider hiring diligent workers rather than follow the kind of 

society where the business is established (i.e., either fraternal or maternal). Also, employees who demonstrate 

the capacity to work under pressure and independently without the expatriates‟ constant supervision must be 

commended. 

 

5.2. For the Spouse 

 The Turkish Expatriates‟ spouses who relocate with them must also have the ability to adjust in a new 

environment. The spouses‟ adaptation ability may positively affect the businessmen‟s capacity to face 

challenges in the Philippines. As it was observed in most cases, Turkish expatriates who are married to Filipino 

women generally become more successful in their careers and business pursuits. This implies that the Turkish 

expatriates‟ spouses play a crucial role in the businessmen‟s emotional and material support. 

 

5.3. For the Turkish Government 

 The Philippines‟ visa-free privileges for visitors may only be extended for one month (within the 30-

day period). However, these visa-free privileges do not provide sufficient time for visitors to explore and 

discover the real business setting of the country. Thus, the Turkish government may coordinate with the 

Philippine government in asking permission for an extension of the visa period to at least three (3) months. 
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