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The purposes of this paper are to access the level of motivation, adjustment and environmental similarities
among expatriate academics in a Malaysian university; and to analyze the influence of demography on
satisfaction among expatriate academics in a Malaysian university. Limitation of this study is just
focusing on one university of Malaysia. Survey questionnaire have been used to collect the data from
randomly selected expatriate academics who currently working in Universiti Teknologi Malaysia (UTM).
Only the Nationality is significant differences with satisfaction of expatriate academics in UTM.
Expatriate academics are mostly motivated to remain by teaching context which has three items: rapport
with departmental leadership, teaching opportunities, and nation building (ability to affect change).
Fourteen items as motivation to remain which selected by 50% of the respondents are research
opportunities, cost of living, reputation of the university, research funding, reputation of department,
research/ lab facilities, international experience, professional development opportunities, geographic
location of Malaysia, rapport with departmental leadership, teaching opportunities, nation building
(ability to affect change), scholarly environment, and students. Research opportunities and cost of living
identify as the most important factors of motivation. Majority of expatriate academics are able to adjust in
host country. Expatriate academics are better in specific job responsibilities and supervisory
responsibilities. “Everyday customs that must be followed” and “general living conditions (housing, etc.)”
are similar from their home country.
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Hl1.0 INTRODUCTION expatriate’s perspective, the costs can be huge because it

includes the negative psychological impact not only on the

For an instance, in Canada 40% of faculty are international or
expatriate academics (Richardson et al., 2005). The ability of
any organization to retain top people is fundamental for its
growth and development (Collins, 2005), therefore faculty
retention is an important issue for higher education institutions
(Ambrose et al., 2005).

It was found that the poor international staffing decisions
had estimated increased the cost from $200 000 to $1.2 million
in 1994 year of study by the National Foreign Trade Council
(Ashamalla, 1998). In fact, the indirect costs are mostly lost in
poor international staffing decisions and is hard to earn back the
lost money in a short time period (Ashamalla & Crocitto 1997;
Daniels & Insch 1998; Shilling, 1993). Indirect costs of
expatriate failure for an organization could include strategic
aims and goals not being achieved, negative impact on job
productivity both in terms of the incumbent in the role and the
expatriate’s co-workers, and could even affect relations with the
host-country nationals (Takeuchi et al., 2002). From the

expatriate but also, potentially, on his/her spouse and family,
lowered self-esteem and possibly negative consequences for
future career goals (Black et al., 1999).

The primary objective of this research is to explore factors
that influence retention of expatriate academics. To achieve this
primary objective, it is compulsory to investigate the problems
faced by expatriate academics and how it would affect the
satisfaction of expatriate academics. Besides that, this research
also seeks to scrutinize how demographics influence satisfaction
of expatriate academics within the Malaysian context.

2.0 LITERATURE REVIEW

Globalization leads national academic to transform into
international academic (Altbach & Lewis, 1996). Contemporary
higher education is fundamentally an international enterprise so
the growing statistics of travel by international students and
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expatriate academics are highly common (Schermerhorn, 1999;
Welch, 1997; Altbach & Lewis, 1996). This development
encourages many higher education institutions around the world
to seek international academics or expatriate academics that can
help to produce greater diversity internally among these
institutions (Altbach, 1996).

Because of over-whelming challenges, it is influential of
the expatriate’s decision of remaining or let them reconsider
staying in the host country (Aycan, 1997). Thus, cultural
conflict will occur in this situation (Elashmawi & Harris, 1993).
Among the common challenges that expatriates noted during
their stay in Malaysia, include the issues of the environmental
awareness, local public services, restricted local media and
cleanliness (Asma,1996). If expatriates had a high level of
difficulty in adjusting to their new culture upon arrival, they
would continue to have problems in adapting (Searle & Ward,
1990; Ward & Rana-Deuba 1999; Ward & Kennedy, 1996).

Black et al. (1991) elaborated those 3 main dimensions of
adjustment as work adjustment, general adjustment and
interaction adjustment. Acculturation Curve has become the
accepted representation of the cross cultural adjustment process.
It is a four stage process that evolves over time which are
euphoria, culture shock, acculturation and stable state. The U-
curve framework has been used by many researchers (Lysgaard
1955; Usunier, 1998; Black & Mendenhall, 1990) to describe
the expatriate cross-cultural adjustment process within a host
culture. Seven points of expatriate adjustment process are
unreality,  fantasia, interest, acceptance of reality,
experimentation, search, and integration. Language and cultural
differences across countries also result in different degrees of
jargons and this depends on the gap or cultural distance between
the host country and the home country so the expatriate will
need to adjust less or more to the host country (Mendenhall &
Oddou, 1991; Kogut & Singh, 1988; Hofstede, 1980). The
findings by Shaffer and Harrison (2001) state that adjustment is
positively impacted by an expatriate’s language skills and
ability to re-establish a sense of self, and negatively by the
spouse’s feeling of problems in social behavior (Bauer &
Taylor, 2001).

Familiarity with the context of the host country may result
in more realistic expectations of that culture and people,
irrespective of any desire follow that culture (Usunier, 1998).
These researches have shown that cultural distance is negatively
correlated with the acculturation process (Stahl & Cagliari,
2005; Bhaskar-Shrinivas et al., 2004; Black & Stephens, 1989).
Hofstede (1991) clarified that the construct distance of culture is
commonly defined as the degree of differential dimensions of
cultures.

Most commonly mentioned variables that influence
academics’ retention or leaving are organizational culture or
climate (Callister, 2006; Piercy et al., 2005; Thompson, 2005);
degree of fair treatment or procedural justice (Cohen-Charash &
Spector, 2001; Williams et al., 2002; Hassan & Chandaran,
2005; Loi et al., 2006; Schoepp, 2010; Arif Hassan & Junaidah
Hashim, 2011); rapport with departmental leaders or leadership
skills (Matier, 1990; Norman et al., 2006; Callister, 2006 );
collegiality (Ambrose et al., 2005; Barnes et al., 1998; Dee,
2004; Matier, 1990), the ability of expatriate and/or their family
to adapt to new culture (Tung, 1981; Black & Stephens, 1989;
Sims & Schraeder, 2004; Bhaskar-Shrinivas et al., 2004; Hung-
Wen, 2007). The other variables that may influence academics’
retention or leaving are compensation and benefit (Weiler, 1985;
Matier, 1990; Schoepp, 2010 ), quality of life (Schoepp, 2010)
and personal fulfillment (Burke, 1988), administration
(Johnsrud & Rosser, 2002); demographics (Smart, 1990);
individual status (Smart, 1990); job satisfaction and job

involvement (Lee & Mowday, 1987); Cross cultural and
international experience (Richardson, 2008; Osland, 1990)
along with nation building or global citizenship (Schoepp,
2010).

According to Social Exchange Theory (SET) (Blau, 1964)
social behavior can be interpreted "as an exchange of goods,
material and nonmaterial" (Homans, 1958, p. 597). Greatest
satisfaction sources that enjoy in academics’ works or job
include the degree of autonomy (Tau & Patitu, 1992) and the
intellectual challenge (Magner, 1999). Most voluntary turnover
conceptual models (Chiu & Francesco, 2003; Birdseye & Hill,
1995) assume that dissatisfaction of job or dissatisfaction is the
employee turnover root cause. Birdseye and Hill (1995) noted
that expatriates work in a new environment (such as different
cultural, economic and political conditions) often face with both
personal and job-related problems that can produce
dissatisfaction and stress that may cause turnover finally.

2.1 Satisfaction and Demographic

Wan and Leightley (2006) found that higher levels of income,
occupational position, and age were related to higher job
satisfaction. In the study of Arif Hassan and Junaidah Hashim
(2011), there were significant differences between nationals and
expatriate staff and their perceptions towards organizational
justice in terms of employment such as tenure, compensation,
performance appraisals; promotion opportunities have been
found in their research. Both tenure and age were negatively
correlated with turnover intention (Arif Hassan & Junaidah
Hashim, 2011). Johnsrud and Heck (1994) found in their
research that women were more likely to leave than men. After
comparing non-doctoral and doctoral qualification in Schoepp’s
(2010) findings, the doctoral qualification (professors) viewed
the components academic culture, academic resources and
processes, and library as of greater motivations to leave rather
than remain.

2.2 Proposed Research Framework

| Personal Adjustment

| Environmental similarities

Satisfaction

Motivation (Decision to
remain or leave)

Figure 2.0 Proposed framework of this research

The hypotheses of this research are adjustment issues
variable, environmental similarities variable, motivation for
retention variable influence by demographics of expatriate
academics toward their satisfaction.

3.0 METHODOLOGY

The quantitative research method will be adopted in this
research. Quantitative method is a model for scientific research
which is adopted by the majority researchers according to the
requirement (Hammersley, 1993). Thus, survey questionnaire is
the key instrument that will be used in this research.

The survey questionnaire is used to identify the problems
faced by expatriate academics, how these factors related to
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satisfaction and how demographics influence satisfaction. The
questionnaire has adopted from other developed questionnaires
(Mark Fenton, 2010; Reynolds, 2010; Schoepp, 2010;
Ahmadredza, 2011). Adjustment issues (section A), comparing
with your home country (section B), satisfaction (section C) and
demographics items have adopted from questionnaire of
Reynolds (2010). Questions no.22 from satisfaction section has
adopted from Reynolds (2010) and no.23 to 25 from satisfaction
section have adopted from Ahmadredza’s questionnaire (2011).
Questions no. 26 to 72 from section D (Motivation to remain or
leave) has adopted from Schoepp’s (2010) questionnaire.
Questions no. 73 and 74 of section D has adopted from the
questionnaire of Mark Fenton (2010). For AHP questionnaire,
all items have adopted based on Tsinidou ef al.’s (2010) study.

The population size of expatriate academics in UTM was
165 members. Saiful (2011), a clinical researcher, who states
that a sample size larger than 30 and less than 500 are
appropriate for most research, adding that sub-samples also
require at least 30 observations when applicable sample size.
Moreover, Roscoe (1975) mentioned that sample sizes between
30 and 500 are appropriate random sampling method would be
used as a rule of thumb. Thus, sample size of this research is 30
respondents because the expatriate academics have high
mobility.

The software would be used for data analysis which was
SPSS 16.0. SPSS software could do analysis such as factor
analysis, reliability of the instrument, single mean T-test and
independent sample test. Normality test would generate before
conducting the inferential statistical analysis. The researcher
assumed that the data was normal. Any abnormal data has been
collected will cause the type of statistical change to non-
parametric statistical techniques. Six major analyses would be
conducted for normal data. Firstly, Cronbach Alpha scores
would be generated to test the reliability of each of the
constructs included in the survey instrument. Secondly, factor
analysis would be conducted to test the significant relationships
among the sub-variables of independent variables. Thirdly,
independent sample tests would be used to compare satisfaction
with two categories demographics.

W4.0 FINDINGS

4.1 Factor Analyses

Based on Table 1, the top three of motivation to remain
components were teaching context, scholar and living
environment, and region and global perspective.

Table 1  Component names and mean scores for motivational
components

As Table 2 presents, work adjustment variable had highest score
of able to adjust, followed by cultural adjustment and interaction
adjustment. All three component means showed that the
expatriate academics of UTM were able to adjust in work,
cultural and interaction adjustment. But they adjust better in
work rather than cultural and interaction adjustment.

Table 2 Component names and mean scores of adjustment components

Components Name Mean
A3 Work Adjustment 4.39
Al Cultural Adjustment 3.93
A2 Interaction Adjustment 3.74

As Table 3 depicts, expatriate academics felt that the
climate and lifestyle of Malaysia was same with their countries.
But the general living, infrastructure and facilities component
was a little different with their countries.

Table 3 Component names and mean scores of environmental
similarities components

Components Name Mean

ES1 Climate and lifestyle 3.01

ES2 General living, infrastructure and 2.78
facilities

Components Name Mean
5 Teaching context 2.38
8 Region & global perspective 2.53
7 Scholar and living environment 2.58
2 Self-actualization opportunities 2.77
6 Academics’ lifestyle 2.79
3 Adaptability in new environment 2.80
1 Organization culture 2.84
4 Compensation and benefits 2.85

Table 4 shows “research opportunities” item (mean= 2.2)
in organizational culture component was a leading factor of
motivation to remain among the expatriate academics. Next two
following items mean below 2.30 were “cost of living” item in
that region and global perspective and “rapport with
departmental leadership” item in that teaching context.

The dichotomous scores generally reinforce the findings of
the mean ranks, but they provide additional information about
how often variables are actually cited as either a motivation to
remain or leave. This score was calculated by assigning 1 for
either “Strong Motivation to Remain” or “Motivation to
Remain” for all factors below 3.0 and by assigning 1 for either
“Strong Motivation to Leave” or “Motivation to Leave” for all
factors above 3.0. Top two items in the dichotomous scores
were “research opportunities” and “cost of living” item. At the
end of the spectrum, there was an obvious concern from
expatriate academics that they are not satisfied with
opportunities elsewhere, the children’s school and the spousal
employment opportunities.
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Table 4 Descriptive statistics and single mean T-test of motivation (to
remain or leave)

Std.
Organization culture Mean Deviati Sig.

on
Research opportunities 2.20 1.126 0.001*
Reputation of the university 2.30 0.915 0.000*
Research funding 2.43 1.223 0.017*
Reputation of department 2.43 0.858 0.001*
Teaching/ research load 2.53 0.937 0.011*
Self-actualization opportunities
International experience | 247 | 1306 | 0.033*
Adaptability in new environment
Geographic  location  of
Malgys?a 2.30 1.264 0.005*
Malaysia Climate 2.43 1.073 0.007*
Voice in decision-making *
processes 2.67 0.884 0.048
Children's school 3.37 0.964 0.046*
Teaching context
Rapport with departmental 0.000%
leadership 2.27 0.907
Teaching opportunities 2.40 0.77 0.000*
Nation building (ability to 0.007*
affect change) 2.47 1.008
Scholar and living environment
Collegiality 2.47 0.73 0.000*
Livability (traffic, groceries, 0.011*
internet, etc.) 2.50 1.009
Scholarly environment 2.53 1.008 0.017*
Semester length 2.53 0.776 0.003*
Region and global perspective
Cost of living 2.23 0.935 0.000*
Students 2.33 1.028 0.001*
Geopolitical considerations 2.60 0.968 0.031*

Based on Table 5, five of seven items in cultural
adjustment component were significant. All the items in the
interaction adjustment and work adjustment were significant.

Table 5 Descriptive statistics and single mean score for adjustment
items

Std.
Adjustment Mean Deviatio Sig.
n

Cultural Adjustment 3.93 0.76
Living condition in general 4.23 1.04 0.000*
Housing condition 4.10 1.09 0.000*
Food 4.03 1.00 0.000*
Shopping 433 0.76 0.000*
Cost of living 4.20 0.76 0.000*
Interaction Adjustment 3.37 0.60
Socializing with Malaysian 3.63 1.30 0.012*
Interacting with Malaysian
on a day-to-day basic 3.87 0.97 0.000*
Interacting with Malaysian
outside of work 3.73 0.94 0.000*
Work Adjustment 4.39 0.60
My specific job
responsibilities 453 0.63 0.000*
Performance standards &
expectations of job 4.20 0.71 0.000*
My supervisory
responsibilities 4.43 0.68 0.000*
Overall 4.02 0.63

Table 6 shows the mean was 2.89 (lower than neutral) in other
words expatriate academics’ home country were different with
host country. There was no significant item found in climate and
lifestyle component. However, there were 2 significant items
found in general living, infrastructure and facilities component
which were general living costs and transportation systems used
in Malaysia.

Table 6 Descriptive statistics and single mean score for environmental
similarities items

Environmental Std.

Similarities Mean Deviation Sig.
Climate and lifestyle 3.01 0.97

General housing 2.93 1.08 0.738
conditions

Climate 2.77 1.43 0.379
Available quality and

types of foods 2.90 1.24 0.662
Everyday customs that

must be followed 343 L7 0.051
General living, 2.78

infrastructure and 0.84

facilities

General living costs 253 111 0.028*
Trans_portatlon_ systems 247 111 0.013*
used in Malaysia

Using  health  care

facilities 2.80 1.06 0.312
General living

conditions (housing, 3.30 1.18 0.174
etc.)

Overall 2.89 0.77

Table 7 shows that all items in satisfaction variable were
significant. Expatriate academics at UTM are quite content.

Table 7 Descriptive statistics and mean score for satisfaction

Std.
Satisfaction Mean Deviat Sig.
ion
. . 423 0.57 0.000*
Overall degree of satisfaction
. . . . 3.83 0.95 0.000*
Satisfaction of service quality
3.70 0.95 0.000*
Satisfaction of further studies
Recommend to friends or 3.80 0.96 0.000*
relatives
Overall 3.89 0.76

* The item which shows less than 0.05 of p-value is significant.

One way Analysis of Variances (ANOVA) was used to
identify whether the level of satisfaction differed among the
nationality of expatriate academics. The analysis showed
significant among the groups (F =2.72, p<.05 (0.03) see Table
4.18). As illustrated in Table 4.17, Indian respondents showed
greater satisfaction (M = 4.63, SD = 0.75); Spanish respondents
showed low satisfaction (M = 1.75).
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Table 8 One way ANOVA for country of origin (nationality) and
satisfaction

Sum of df Mean F Sig.
Squares Square
Between 12.53 15.00 0.84 2.72 0.03
Groups
Within 4.30 14.00 0.31
Groups
16.84 29.00
Total

5.0 CONCLUSION

After compared among the eight components of motivation for
retention, it indicates that expatriate academics are mostly
motivated to remain by teaching context which has three items:
rapport with departmental leadership, teaching opportunities,
and nation building (ability to affect change). Because of
teaching context component has the lowest mean, which
indicates highest motivation to remain, among all the
components. All three items in teaching context component is
related to Maslow’s social needs. Most of time expatriate
academics are social with their students and department
leadership. Because of acceptance by group as human need,
expatriate academics enjoy to have a rapport relationship with
department leadership. They can be motivated by teaching
opportunities and nation building because they feel that
department and students need them. All sub-variables or items
in this variable that mentioned above let expatriate academics
are filled with the needs of social in campus small society. This
result is similar with Matier (1990), Norman et al. (2006) and
Callister (2006) results that rapport with departmental leadership
is an important motivational tool. Schoepp (2010) also has
mentioned that nation building is a important variable to
motivate expatriate academic to remain.

The overall analysis of items which served as motivations
(to remain or leave) is highly positive for the institutions and the
country. Because among 47 items, 44 items of factors were
identified via the mean scores as motivations to remain rather
than to leave. It shows that majority of expatriate academics are
quite content. The dichotomous scores identify fourteen items as
motivation to remain. These items were selected by 50% of the
respondents. These items are research opportunities, cost of
living, reputation of the university, research funding, reputation
of department, research/ lab facilities, international experience,
professional development opportunities, geographic location of
Malaysia, rapport with departmental leadership, teaching
opportunities, nation building (ability to affect change),
scholarly environment, and students. Research opportunities and
cost of living identify as the most important factors of
motivation. This result indicates that the UTM expatriate
academics are motivated to remain because of research
opportunities provided by UTM and cost of living in Malaysia.

Research opportunities represent the top motivational
factor to retain the UTM expatriate academics. The need of
research opportunities can explain through self-actualization
need in Maslow’s need hierarchy. Other factors which enhance
motivation are lab facilities and research funding. This is
because research opportunities, research facilities and funding
are essential for advancement in academic field. That is why
they are also motivated by the professional development

opportunities. Another motivational factor is international
experience which is in accordance with Maslows’ self-
actualization needs. They are motivated by international
experiences factor which helps them become more professional
in global perspective and fulfill the personal growth.

The second motivational factor of UTM expatriate
academics is cost of living. They enjoy in Malaysia as cost of
living is not high as compare with other countries, feel secure
from economic perspective and fulfill all the physiological
needs easily. Beside that, Geographic location of Malaysia is
also a motivational factor. This is because Malaysia has a
strategic location which is near to other countries like Indonesia,
Singapore, Australia, India and Bangladesh.

The results of this study shows three factors of motivation
to leave which are children’s school, opportunities elsewhere,
and spousal employment opportunities. Over two of three
factors that mentioned above, which are opportunities elsewhere
and spousal employment opportunity are related with Maslow’s
esteem needs. The UTM expatriate academics feel lack of
opportunities elsewhere and their spouses get less employment
opportunities. Main reason is the language barrier which is the
main difficulty in finding job opportunities for foreigners.
English is understandable within university campus and the
languages spoken outside university are their local languages.
The children’s school factor is also playing a critical role in
creating intentions to leave because it difficult to find good
quality English school. Most of the schools are in Malay
language which is national language of Malaysia. “Children’s
education” also had been identified by Jaeggi (2003) as one of
the biggest source of dissatisfaction of expatriates in Malaysia.

The component with the highest mean is “compensation
and benefit”. It means that “compensation and benefit” is the
least motivation factor for respondent to remain. It is easily
understandable because normally the academics have higher job
security as compare with other jobs so they have already
fulfilled their primary needs (physiological and security needs).

Overall the level of motivation among expatriate academics
in Malaysian university, UTM, is higher because more than half
of the items shows motivation to remain and just three out of
forty-seven items shows motivation to leave.

Majority of expatriate academics are able to adjust in host
country. The result shows that adjustment in work is better than
cultural and interaction adjustment which also supported by
Black et al. (1991). Expatriate academics are less able to adjust
in interaction adjustment just because of the language barrier in
interacting with the local community. Half of respondents have
been working more than 2 years; it shows that they maybe in the
fourth phase of cultural adjustment, acculturation phase or stable
state phase. After this phase, individuals will have developed a
positive, neutral, or negative opinion toward host culture
(Hofstede & Hofstede, 2005). The positive opinion toward host
culture of expatriates will let them continue to stay; for those
who have neutral opinion toward host culture may or may not
stay.

The one sample T-test shows that expatriate academics
think about “everyday customs that must be followed” and
“general living conditions (housing, etc.)” are similar from their
home country. The result shows there is a minor difference
between the host country and home country. However the
environment is different but they can adjust for the new
environment which has proven it in the result of adjustment.
This result is similar with previous findings (Mendenhall &
Oddou, 1991; Kogut & Singh, 1988; Hofstede, 1980). They
mentioned language and cultural differences across countries
also resulted in different degree of jargons and this depends on
the gap or cultural distance between the host country and the
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home country. Hofstede (1991) identified four cultural values on
which one culture can be differentiated from the other culture
which are Power Distance, Collectivism vs. Individual,
Masculine vs. Feminine, and Uncertainty Avoidance. Because
of different culture of respondents cause they feel different
between the home country and host country. The majority of
respondents were from Indonesia, Bangladesh, India, Pakistan,
British. The others came from Yemen, Australia, Spain, Iraq,
Canada, Egypt, Afghanistan, Poland, Iran, Italy and Singapore.

According to Hofstede (1991) model, it shows that in
Malaysia has high power distance index (larger gap between
higher rank employee and lower rank one), high feminine index
(higher feeling, cooperation and prefer working in group) and
high collectivist index (press on group /masses achievement)
whereas it has low uncertainty avoidance index (prefer
unpredictability; achievement-oriented; desire to take risk; and
have fewer adherences to hierarchies, procedures and rules).
India is high on power distance, collectivist and masculinity and
low on uncertainty avoidance index. Indonesia is high on power
distance, collectivist, low on uncertainty avoidance and
feminine country. Pakistan is strong on uncertainty avoidance
and masculine country. There are some similarities among these
countries in four dimensions of Hofstede’s (1991) cultures
differential degree model:

1 Malaysia, India, and Indonesia are large power distance,
collectivist and weak uncertainty avoidance countries. The
people in these countries have the larger gap between
members who are higher rank employees/ employers and
lower rank employees; prefer to work together, complete
tasks as a whole and evaluate as masses achievement;
prefer predictability, don’t desire to take risk; and have
more adherences hierarchies, procedures and rules.

2  Malaysia and Indonesia are feminine countries. It means
these two countries are cooperative work group
environment in business; believes in group achievements;
and embody emotions within the business environment and
uses them to help build interpersonal relationships.

The result of Environmental similarities components
analysis shows that expatriate academics home country’s
climate and lifestyle was not same with climate and lifestyle of
Malaysia. But the general living, infrastructure and facilities
component was a somewhat similar. Ward and Rana-Deuba
(2000), and Zakaria (2000) mentioned that in order to make
their performance effective, expatriates make quickly
adjustments in their lifestyles towards whatever challenges they
face in a new culture.

Only the Nationality is significant differences with
satisfaction of expatriate academics in UTM. Beside that
gender, marital status, age category, highest degree earned,
previous overseas work experience, and length of employment
in UTM are not significant different with satisfaction of
expatriate academics in UTM.

Indian respondents showed the greatest of satisfaction as
compared with others; Spanish respondent showed the least
satisfaction. According to the Hofstede’s (1991) cultural model,
India cultural values are similar with Malaysia cultural values
but the Spain culture is different. From the power distance
dimension, it is found that India has a difference of
approximately 25 degree; whereas Spain has a difference of
approximately 46 degree. Analysis of the collectivism-
Individualism dimension; it shows that the two countries have
almost same degree of difference with Malaysia. However from
another two dimensions, it shows significant difference of
degree among the India, Spain and Malaysia. According to

uncertainty avoidance dimension, it shows approximately 50
degree distance with Malaysia, but the India just showed 4
degree (very small degree distance) with Malaysia. After the
analysis of masculinity- femininity dimension, Spain has
approximately distance of 8 degree from Malaysia; however
India shows only 6 degree distance.
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