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Abstract

This systematic review endeavors to offer a comprehensive analysis of the research

on expatriate managers in the hospitality industry, elucidate contemporary issues,

and identify prominent trends that are important for both researchers and practi-

tioners. This study utilizes bibliometric and thematic analytic methodologies to trace

the development of academic scholarship on expatriate managers over time,

highlighting emerging themes at critical points in the literature. A review of 43 articles

published between 1990 and 2023 reveals that researchers have paid disproportion-

ate attention to issues that arise and encounter managers during their international

assignments, while giving far less attention to issues related to returning home, expa-

triate work-life balance, family dynamics, and female expatriates. Imperative voids in

the literature on hospitality expatriation are revealed and theoretical and practical

consequences are advanced, including suggestions for future research and methods

for improving expatriate managers' journeys in international hospitality assignments.

To the best of our knowledge, this review is a groundbreaking effort in this academic

field, paving the way for future studies that aim to shed light on the complex realities

faced by hospitality industry expatriate managers.
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1 | INTRODUCTION

The international expansion of hospitality businesses generates quin-

tessential questions in the realm of human resource management.

Questions evolving around the pertinent selection of individuals to

proficiently manage operations in newly entered markets, or when

local talent is lacking, have become preeminent (Caligiuri, 2017).

These concerns are further exacerbated by the unique market condi-

tions of the international hospitality industry, cultural differences, and

fluctuations in demand.

The escalating trend in international business expansion has

prompted hospitality corporations to develop new strategies and pro-

tocols to facilitate the transition of their personnel worldwide. Expa-

triate management has emerged as a central issue in this domain,

highlighting the importance of human resource management for the

success of hospitality businesses (Faeth & Kittler, 2020).

Expatriate managers are not nationals of the country in which

they are working but are employed because of their outstanding man-

agement capabilities and competencies (Pine, 2000). Sending expatri-

ates is commonly motivated by value added to organizations.

Recruitment of expatriates is linked to the supervision of start-ups,

management of joint ventures, transmission of corporate culture, mis-

sion and values, exploration of new markets, and cultivation of inter-

national competencies within the local workforce (McKenna &

Richardson, 2007; Zhu et al., 2018).

However, international assignments represent a substantial

investment for hospitality organizations, and the professional trajecto-

ries of expatriates can be jeopardized by failure to fulfill their
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assignments or poor performance. This is a critical challenge for multi-

national hotel corporations, because it may deteriorate economic per-

formance, drain social capital, and damage a company's reputation

(Hussain & Deery, 2018).

Recent research has argued that there is an immediate need for

better understanding of the myriad issues and challenges faced by

expatriates (Bhatti et al., 2013). However, a comprehensive review of

the existing research shows that limited evidence is dispersed regard-

ing expatriation within the realm of the hospitality industry. This raises

questions regarding the research that has already been conducted,

what it has discovered, what is missing, and what needs to be further

explored.

The quest to acquire nuanced insights into these questions is not

merely an academic endeavor but rather a strategic necessity that has

the capacity to revolutionize the paradigms of international hospitality

practice and the nurturing of human capital in the industry.

The significance of this review lies in its ability to enhance the

existing body of literature, which can manifest in two ways: First,

while the realm of mainstream research is replete with inquiries into

expatriation management across various sectors, relatively few studies

have been conducted on the topic in the hospitality industry. The

findings of this review will provide a reinvigorated, comprehensive

understanding of the contemporary factors impacting expatriate man-

agers in the hospitality industry, acting as a catalyst for scholars to

advance their knowledge on various issues related to expatriation

facets.

Second, prior studies have consistently highlighted a myriad of

perplexing issues encountered by hospitality expatriate managers,

including those related to expatriates' cross-cultural adjustment, skill

requirements, relocation, and performance (AlMazrouei &

Zacca, 2015; Hon et al., 2015). Thus, despite the untapped inclination

of prominent hospitality corporations toward global expansion, limited

evidence is available on such managerial concerns. The scarcity of evi-

dence on hospitality demonstrates a genuine and escalating need for

further research that contributes to our understanding of expatriate

managers' issues in the hospitality field.

In the same vein, despite the pivotal significance of expatriates,

there exists a notable void in the research dedicated to identifying

and classifying the principal themes germane to expatriate managers

in the hospitality industry. Therefore, the objective of this review is to

synthesize the extant literature on expatriates' hospitality manage-

ment covering a temporal range from to 1990–2023.

Employing systematic methods, this review discusses key

research themes, methodological patterns, and gaps within the pre-

vailing hospitality literature. Ultimately, this review aims to unearth

overlooked research avenues and delineate unequivocal directions for

future research in the field of expatriate management within the inter-

national hospitality arena. Specifically, this study sought to answer the

following questions:

RQ1. What are the dominant expatriate managers'

topics investigated in the hospitality literature?

RQ2. What are the current research gaps related to

expatriate managers in the hospitality literature?

RQ3. What avenues can be identified and proposed for

advancing future research in the hospitality literature?

Addressing these questions will fill a gap in the literature by spe-

cifically focusing on the hospitality sector, which has distinct charac-

teristics and dynamics compared to other industries. By dissecting the

unique issues of the expatriate managers in hospitality, the study pro-

vides customized recommendations for managing expatriates within

this specific context. Additionally, by considering the diverse talent

pool within the industry and the varying job functions of expatriates,

the study provides a comprehensive understanding of expatriation

dynamics, enriching discussions on global talent management and

organizational effectiveness within the hospitality sector. Overall, this

study contributes to advancing theoretical frameworks and practical

implications for expatriate management in the dynamic landscape of

the hospitality industry.

2 | LITERATURE REVIEW

2.1 | Expatriation: Conceptual foundation

The academic literature's conceptual framing of ‘expatriate’ and

‘expatriation’ is far from homogeneous, creating obstacles for a cohe-

sive analysis (Doherty, 2013). Conventional definitions have con-

stantly focused on individuals who are sent abroad for temporary

assignments by their organizations and sometimes marginalize varied

forms of expatriation (Chiang et al., 2018). The lack of an amalgam-

ated definition of ‘expatriate’ and ‘expatriation’ has led to varying

interpretations and application of these terms across the literature

(McNulty & Brewster, 2017).

Expatriation encompasses a multilayered process in which indi-

viduals, often referred to as expatriates, traverse a wide-ranging array

of cultural, social, and professional settings. This practice is driven by

a myriad of factors, including the pursuit of market opportunities,

knowledge transfer, talent development, and organizational expansion

strategies (Lee, 2015).

However, the concept of expatriation is not confined to physical

relocation but also extends to the psychological and socio-cultural

adjustments that are indispensable for successful functioning and per-

formance in the foreign environment (Min et al., 2013).

Beyond its logistical aspects, expatriation embodies complex

socio-psychological dimensions, encompassing issues of identity, cul-

tural adaptation, and cross-cultural communication. As individuals

embark on expatriate assignments, they are confronted with the chal-

lenge of bridging cultural divides, reconciling cultural differences, and

building effective working relationships with colleagues, clients,

and stakeholders from diverse backgrounds (Li et al., 2022). These

human resources, known as expatriates, play a crucial role in
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facilitating international business activities, bridging cultural gaps, and

ensuring the smooth functioning of operations across borders. There-

fore, expatriation requires careful selection, training, and support to

navigate the challenges of cultural adaptation, language barriers, and

differences in business practices (Causin & Ayoun, 2011).

Likewise, expatriation involves a process of self-discovery and

transformation as individuals grapple with questions of belonging

authenticity, and professional identity in the context of global mobility

(Marschall, 2017). Understanding the core concept of expatriation

necessitates an exploration of these multifaceted dimensions, recog-

nizing the interplay between individual experiences, organizational

strategies, and socio-cultural contexts in shaping the dynamics of

international assignments (Min et al., 2013).

Reflecting on this notion, prior hospitality research has delved

into numerous facets of expatriates' journey, exploring the challenges,

opportunities, and impacts on both individuals and organizations, lay-

ing a robust foundation for understanding this complex phenomenon

(Causin & Ngwenya, 2015; Hu et al., 2002). Through empirical investi-

gations and theoretical inquiries, researchers have touched upon the

complexities inherent in international assignments, in attempts to

offer valuable insights into the mechanisms driving expatriate success,

retention, and organizational effectiveness.

2.2 | Hospitality expatriate managers

International expansion brings many confounding problems to hotel

chains in the management of their human resources, the most funda-

mental of which is the necessity of recruiting technically competent

and culturally sensitive personnel for managerial operations of over-

seas properties (Lee et al., 2021).

The physical movement of competent hotel managers from their

home countries to other countries in business assignments has cre-

ated a class of international hospitality professionals who are recog-

nized as expatriate managers (Yu & Huat, 1995). These managers are

responsible for fulfilling the international expansion objectives of their

organizations and maintaining management standards in overseas

operations.

Despite the recognized roles that expatriate hotel managers play

in foreign operations, many executives have given marginal consider-

ation to these issues in the hospitality industry or even the possible

contribution they make to the overall performance of their organiza-

tions (Causin & Ngwenya, 2015).

However, research has reported that the preponderance of hotel

expatriates quits foreign assignments because of their inability to

adjust to the foreign country's work and life conditions (Puck

et al., 2008). Thus, the effectiveness of hospitality expatriation strate-

gies, expatriate recruitment, and cross-cultural training has been ques-

tioned by a substantial body of research (Hu et al., 2002; Min

et al., 2013).

Expatriate managers in the hospitality industry are constantly

required to navigate a complex and ever-changing landscape charac-

terized by unique challenges and promising opportunities. Within the

hospitality domain, which is fundamentally global and culturally

diverse, managers are confronted with a multitude of operational,

strategic, and human resource complexities (Harzing &

Christensen, 2004). One of the crucial elements of their role is the

reconciliation of distinct cultural norms and expectations to provide

outstanding customer experiences, which is the critical pillar of the

hospitality industry (Doherty, 2013). The scholarly discourse sur-

rounding hospitality expatriate managers offers profound insights into

their experiences, elucidating the adaptive strategies they employ; the

impact of cultural differences on their perceptions, performance, and

intentions; and the ramifications of their role in organizational success

(Lauring et al., 2014).

2.3 | Hospitality expatriate managers research

Since the emergence of the first hospitality expatriate manager's

study in 1995, the principal impetus for expatriates' research has

steadily been to assist international hospitality corporations in addres-

sing the concerns and managing the challenges that influence and

shape expatriate managers' experiences in foreign assignments

(McNulty & Selmer, 2017).

Throughout this period, hospitality researchers have examined a

wide range of topics related to expatriate managers' journey, including

recruitment (selection criteria, skills, and competencies), pre-departure

issues (cross-cultural training and preparation), foreign assignment

(adjustment, cultural shock, expatriates–locals' relationships), and

expatriate returns (relocation challenges, adjustment, reversed culture

shock, and turnover). (see Supplementary material 2).

While some recent hospitality studies have touched upon this

phenomenon from different perspectives, the majority of current

research has predominantly focused on the challenges that hospitality

managers encounter during their overseas assignments. This body of

literature examines the complex interchange between variables that

define research and practice on the vital dynamics of power

(i.e., expatriate adjustment) and vulnerabilities (i.e., expatriate failure)

in expatriate experience.

Although recent scholarly works on the issues of expatriates have

been called for in several studies (Lee et al., 2021; Mejia et al., 2016),

it is remarkably evident that the majority of research on managing

expatriates has been carried out across a wide range of disciplines,

with scant attention being dedicated to the issues of expatriate man-

agers in the hospitality industry. Therefore, the current literature pro-

vides minimal insights to industry practitioners and academic

researchers on the challenges impeding successful expatriation strate-

gies, where there is still much to be investigated in depth regarding

the intricacies surrounding international hospitality assignments

(Causin & Ayoun, 2011).

This lack of consideration of expatriate managers' issues in the

hospitality literature can be ascribed to the methodological challenges

inherent in this domain of research. Specifically, the frequent mobili-

zation and innately demanding nature of expatriate managers' roles

render accessibility to these professionals by hospitality researchers.

KHLIEFAT and EYOUN 3 of 17



Nonetheless, the difficulties of the research methodology,

according to Takeuchi et al. (2021), should not deter academics from

delving into issues germane to expatriation. Bearing that notion, it is

advocated that the scrutiny of expatriate manager's research in the

hospitality literature should provide research possibilities to further

our understanding of this phenomenon in the hospitality industry.

2.4 | Importance of expatriates' managers

Sending managers across boundaries is one of the most effective

strategies used by international hospitality organizations to build glob-

ally competent leaders and gain competitive advantage in foreign mar-

kets (Chang & Ma, 2015; Situmorang & Japutra, 2019). From an

organizational standpoint, international chains exercise overseas

assignments for a number of strategic objectives ranging from improv-

ing managers' general leadership skills and intercultural competencies

to transmitting and disseminating organizational knowledge.

The prevailing scholarly discourse delineates three primary causes

that drive international hospitality organizations to send their man-

agers to assignments abroad. (1) Technical competence, (2) manage-

ment development, and (3) control and coordination (Mati�c

et al., 2016).

First, the rationale behind sending expatriates abroad for techni-

cal competence is rooted in the strategic imperative to bridge skill

gaps and ensure operational excellence in foreign markets. In the hos-

pitality industry, where standards of service and operational efficiency

are vital, organizations often face challenges in finding local talents

with the requisite expertise and qualifications (Mati�c et al., 2016;

Situmorang & Japutra, 2019). Expatriates, equipped with specialized

knowledge and technical skills, serve as invaluable assets in maintain-

ing quality standards and driving innovation in diverse cultural con-

texts. By deploying expatriates to countries where local talent is

scarce, international hospitality organizations can mitigate operational

risks, maintain brand consistency, and capitalize on emerging market

opportunities (Lee et al., 2021).

The second reason lies in the practice of improving expatriates'

general management skills and intercultural competencies. Sending

managers abroad for management development purposes reflects a

strategic investment in human capital and leadership succession plan-

ning (Situmorang & Japutra, 2019). Experiential learning through inter-

national assignments offers managers a unique opportunity to

broaden their horizons, enhance their managerial expertise, and culti-

vate cross-cultural competencies (Hu et al., 2002). Exposure to diverse

business practices, cultural norms, and market dynamics fosters a

global mindset among managers, equipping them with the agility and

adaptability required to navigate the complexities of an increasingly

interconnected world. Moreover, international experiences serve as a

catalyst for personal and professional growth, enabling managers to

expand their networks, gain valuable insights, and develop a nuanced

understanding of global business dynamics (Min et al., 2013). Thus, by

nurturing talent through international assignments, organizations not

only develop globally-minded leaders but also strengthen their com-

petitive position in the vibrant hospitality industry.

The third advantage of employing expatriate managers is their

tighter control over international activities and effective coordination

between home and host organizations. Since expatriates are generally

better conversant with the core business of their corporations than

local nationals, they tend to make communications and coordination

more effective (Magnini, 2009). As the hospitality industry grows

increasingly globalized, the role of expatriate managers remains a pri-

ority, especially in terms of their contributions to hotel chains' long-

term growth and competitive advantage.

3 | METHODOLOGY

3.1 | The scope of the study

While this review underlines the need to integrate organizational

views and human resource management (HRM) research to compre-

hend expatriation in the international hospitality industry, it is critical

to define the scope of this systematic analysis. This review aims to

investigate the contemporary state of research on expatriate man-

agers in the international hospitality industry rather than how organi-

zations manage their expatriation process. As a result, the scope was

purposefully limited to provide an inclusive analysis of a realm of the

literature that has received less attention compared to broader organi-

zational or HRM viewpoints.

The intended exclusion of studies that took an organizational per-

spective on expatriation is not an oversight but rather a methodologi-

cal decision. This study seeks to address a void in the current

literature by focusing on the experiences, challenges, and concerns of

expatriate hospitality managers. The purpose is to provide insights

that are directly applicable to individuals who have experienced expa-

triates. Although it is understood that the views of International

Human Resource Management (IHRM) and Strategic Human Resource

Management (SHRM) can provide useful insights, their inclusion in

this review may dilute its emphasis and perhaps overshadow the

issues and experiences of hospitality expatriate managers, who consti-

tute the core concern of this review.

3.2 | Search strategy and data sources

This review is based on the relevant criteria of Moher et al. (2009)

PRISMA checklist to scrutinize peer-reviewed journal articles on

topics related to expatriate managers in the hospitality and main-

stream literature up to January 2023. The search encompassed four

electronic databases: Google Scholar, Scopus, Science-Direct, and Web

of Science.

A systematic search strategy for the relevant studies began by

the key terms related to the research topic, such as “international
manager,” “expatriation” “expatriate managers,” cross cultural train-

ing, culture shock, ““international human resource manager,” and

“repatriation” in keywords and abstracts. The search was then nar-

rowed down by “expatriation management in hospitality” in abstracts,

keywords, or full text.
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Given the interdisciplinary nature of hospitality research, we fol-

lowed Jones and Gatrell (2014) recommendation to incorporate rele-

vant research published in other disciplines and ensure that all

essential aspects connected to the focus subject are covered. There-

fore, this review was not limited to hospitality journals, and all journals

in the English language were considered relevant to this study.

The initial search yielded 153 unique hits from Google Scholar

(n = 103), Scopus (n = 21), Science-Direct (n = 16), and Web of Science

(n = 13) databases. Furthermore, a reference list search has provided

additional papers (21). An online search was performed between

January 1st and December 31st, 2022. (Figure 1) envisages the full

process by which the standard PRISMA flow chart was utilized to

explain the systematic selection of papers for inclusion in this review.

3.3 | Inclusion and exclusion criteria

The inclusion criteria for this review were carefully defined to ensure

focused and comprehensive analysis. Studies eligible for inclusion

were those published between January 1990 and December

31, 2022, that specifically focused on expatriate managers' issues

within the hospitality industry. In addition, only full-text studies pub-

lished in English and peer-reviewed journals were considered. It is

important to note that studies identified as systematic reviews were

excluded from this review to avoid redundancy and ensure the pri-

mary research focus.

Additionally, research notes, editorials, opinion pieces, theses,

book reviews, and conference abstracts were excluded because of

their limited contributions. Further, research focused on immigrant

workers or other forms of international assignments such as inpatria-

tion, commute assignments, and frequent international flyers were

also excluded.

3.4 | Coding procedure

Building on Chang et al. (2019), the literature synthesis method, all

papers were coded and classified into seven key components:

1. Journal

2. Year of publication

3. Research topic

4. Country(ies) studied

5. Stage of the international assignment

6. Method (i.e. methodological approach, sample and analysis)

7. Key findings

3.5 | Screening for eligibility

The first screening process began by reviewing all titles and abstracts

using predefined inclusion criteria. The second reviewer examined

Identification of studies via databases 

Id
en

ti
fi

ca
ti

o
n

 

Additional records identified via review 

of reference lists and other sources 

(n=21) 

Records removed before 
screening: (n=82) 

Duplicate records, records 
lacking relevant information, 
and/or marked as ineligible 
according to selection criteria 
(book chapters, abstracts, 
research notes, review 

S
cr

ee
n

in
g

 Records identified 

(n=174)

Records excluded 

(n=34) Records screened 

(n=92) 

Full-text articles excluded with 

reasons (n=15) 

Duplicate data, wrong 
population, wrong publication 
type, irrelevant and misleading 
information. 

Full-text articles assessed for 

eligibility 

(n=58) 

El
ig

ib
ili

ty
In

cl
ud

ed
 

Studies included in qualitative 

synthesis 

(n=43) 

Records identified through 

database searching: (N=153) 

Google Scholar (n=103) 
Science-Direct (n=16) 
Scopus (n=21) 
Web of Science (n=13) 

F IGURE 1 PRISMA flow diagram.
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25% of titles and abstracts. Any inconsistencies between the

reviewers were addressed, and a compromise was obtained in all

instances. All papers that passed the first stage of screening were sub-

jected to full-text screening based on the inclusion criteria. The initial

search returned (92) potentially relevant articles. Based on a review of

abstracts, (34) of which were excluded from the review mostly

because they were not directly related to hospitality expatriate man-

agers. Accordingly, the total number of articles being under-

taken is (43).

3.6 | Data extraction and synthesis

Data extraction was based on a predetermined set of parameters

designed by the authors to include the quality and focus of the study,

sample, study designs, methods, key findings, and conclusions. To be

considered a qualified complete research article, papers were assessed

according to the following criteria: the aim, scope, field, and objectives

of the study, sample suitability to the topic of expatriation, and meth-

odological significance of the studies.

3.7 | Search outcomes

After excluding duplicates, the remaining (43) papers were subjected to

full-text assessment in terms of focus, year of publication, methodology,

and regional focus. Afterwards, content analysis was conducted to iden-

tify themes on the progress of expatriate managers' research in the hos-

pitality context and to identify the current shortcomings in the literature.

3.8 | Data analysis

Upon completion of the collection process, bibliometric and thematic

analyses were performed to ensure the full synthesis of the existing

research evidence. The former aimed to explore the development and

influence of publications on hospitality expatriate managers using

quantitative methods, while the latter sought to identify, analyze, and

report themes within the dataset to address the research questions.

For the Bibliometric analysis, each article was analyzed based on jour-

nal outlets, citation indices, keyword co-occurrence, methods, regional

focus, and theoretical framework. For the Thematic analysis, the main

themes were extracted and grouped according to the general expatria-

tion process that evolved around the four stages illustrated in (Figure 2):

expatriates' recruitment and selection, pre-assignment preparation,

issues during the foreign assignment, and return to the home country.

4 | BIBLIOMETRIC ANALYSIS

4.1 | Journal outlets

Our analysis indicated that the reviewed papers were published in

20 different journals, including four of the top hospitality journals

ranked by Gursoy and Sandstrom (2016). (Figure 3) illustrates that the

International Journal of Hospitality Management published the highest

number of articles, 11 (25.6%); International Journal of Contemporary

Hospitality Management was the second most popular channel pub-

lished in 7 (16.3%) papers, followed by Journal of Human Resources in

Hospitality & Tourism published 4 (9.3%) and Cornell Hospitality Quar-

terly published 3 (7%).

4.2 | Study impact

Citation indexes quantify the frequency with which a paper is refer-

enced over a particular period of time. That is, the more frequently a

paper is referenced, the more significant its influence in the field, and

hence, the better the quality of the paper. Using Google Scholar, the

total number of citations for each paper was retrieved by the end of

2022. Therefore, any additional citations supplemented after that date

were disregarded. Supplementary material 1 shows the top 10 highly

cited articles per year until January 1st, 2023.

Our analysis followed Kim et al. (2018) approach of citation calcu-

lation, which dictates that while older papers might have more citation

opportunities than newer ones, recent research could have fewer cita-

tions overall. To address this concern, the total number of months

since the paper was published was calculated using the equation from

the publication date to January 1st, 2023. Thus, citations per year

were calculated as follows:

Citation=year¼ Total citation countsX12
Total months since published

4.3 | Keyword co-occurrence

Authors' keywords provide substantial indicators of the scholarly con-

tent of papers. Therefore, keyword co-occurrence analysis can effec-

tively reveal theme components and the scope of literature examined

in specific research fields (Strozzi et al., 2017). (Figure 4) presents the

Expatria�on

1. Recruitment and
Selec�on

2. pre- assignment
Prepara�on and

Training

3. During the Foreign Assignment

4. Post Assignment
Home Return

F IGURE 2 Stages of the Expatriation Process.
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word cloud showing the most frequently occurring keywords in hospi-

tality expatriation research.

4.4 | Methodological patterns

To achieve a comprehensive overview of the recent methodological

advancements in hospitality expatriate managers' research, (Table 1)

envisages the research approach, design, and data collection methods in

the reviewed papers. Empirical and conceptual approaches were the

basic categorization criteria; among the (43) reviewed articles, empirically

designed studies have mounted (40, 93%) and only (3, 7%) adapted con-

ceptual approaches. Furthermore, quantitative methodologies dominated

the vast majority of the papers (32, 80%), which corresponds with

previous findings of review studies in the hospitality literature

(e.g., Gross et al., 2013; Law et al., 2020).

Questionnaire surveys were the most common data collection

method (32, 80%), followed by in-depth interviews (7, 17.5%). Quali-

tative data collection methods are not commonly practiced in hospi-

tality expatriation research, which can be attributed to the difficulty

of meeting expatriate managers owing to their heavy workloads and

demands, versatile responsibilities, and frequent relocation.

In terms of statistical techniques, multiple counts of one paper

were used because more than one data analysis technique is com-

monly used in academic research. As depicted in (Table 2) the most

popular analysis technique was regression (10), followed by factor

analysis, structural equation modeling, and descriptive statistics with

(8) papers each.

4.5 | Sample characteristics

Based on the focus of the studies and the background

characteristics of the sample, different types of research participants

were defined in this analysis. The sample type distribution, average

sample size, and response rate (RR) for the 40 empirical studies are

listed in (Table 3). These studies have been classified based on the

11
7

4
3

2
2

1
1
1
1
1
1
1
1
1
1
1
1
1
1

International Journal of Hospitality Management*

International Journal of Contemporary Hospitality…

Journal of Human Resources in Hospitality & Tourism*

Cornell Hospitality Quarterly*

International Journal of Human Resource Management

International Journal of Cross Cultural Management

International Journal of Emerging Markets

Tourism Management*

Journal of Hospitality Marketing & Management*

International Journal of Hospitality & Tourism…

Journal of Hospitality & Tourism Education*

FIU Hospitality Review*

Journal of Hotel and Business Management*

International Journal of Culture, Tourism and…

Journal of Hospitality & Tourism Research*

Academy of Management Journal

Economic research-Ekonomska istraživanja

Journal of International Business Studies

Journal of Managerial Psychology

Journal of World BusinessF IGURE 3 Distribution of journals in
which papers were published.

F IGURE 4 Topics keyword co-occurrence word cloud of papers
published on hospitality expatriate managers literature (The larger the
font size, the more articles that mention this topic).

TABLE 1 Hospitality expatriate managers research by
methods used.

Coding field Category n (%)

Type of study Conceptual 3 7

Empirical 40 93

Research design Quantitative 32 80

Qualitative 7 17.5

Mixed-Methods 1 2.5

Data collection Questionnaires 32 80

Interviews 7 17.5

Mixed 1 2.5
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target sample for each paper, which resulted in six categories: expatri-

ates (19), expatriates and host country nationals (8), host country

nationals (HCNs) (6), stakeholders (4), students (2), expatriates, and

stakeholders (1).

Most of the reviewed studies were conducted using samples of

managers and employees in the lodging industry. The analysis indi-

cated a lack of studies in other segments of the hospitality industry,

such as food service providers, transportation, recreation, and enter-

tainment facilities.

To grasp the average sample size of the (19) expatriates focused

studies, four qualitative papers were excluded, and the average sam-

ple size for the left (15) papers was (130) respondents. Our analysis

revealed that a relatively small sample size is a common phenomenon

in hospitality expatriate managers research.

4.6 | Response rate

Response rate (RR) is commonly used as the primary measure of the

quality and validity of data collected through surveys and question-

naires. To gain comprehensive perspectives on RRs in hospitality

expatriation research, we calculated the average RRs of all quantita-

tive studies based on the target sample of each study. Five studies

failed to indicate their RR or supplement data to calculate the RR, that

is, (a 100 times) the number of surveys returned to the number of sur-

veys distributed. Supplementary Material 2 indicates that RRs are

considerably low for the majority of the reviewed papers, especially

when the target sample was expatriate managers.

4.7 | Theories applied

While most publications in this review did not use any theory to build

their conceptual framework, the current analysis revealed that only

(six) theories were exploited in four papers (n = 4, 10%). These theo-

ries are primarily based on foci, expatriate adjustment, equity and jus-

tice, and willingness for future assignments. Interestingly, several

studies have alluded to a number of theories without systematically

utilizing them to develop their theoretical framework.

4.8 | Geographical distribution

As regional differences are distinguishing features that merit expatri-

ate managers' issues, practices, and operations, the analysis of geo-

graphical coverage and sample source is deemed critical for our

analysis. (Figure 5) presents a glimpse of the geographical focus of the

articles reviewed.

On the intercontinental scale, Asia was the most commonly stud-

ied region (19 = 47.5%). It is worth pointing out that China received

the most scholarly attention regarding hospitality expatriate man-

agers' research in Asia (12, 30%). While a significant number of papers

have been globally focused (11, 28%), regional and two-country com-

parisons scored five papers (13%). The United States and Malaysia

ranked fourth, with two papers each.

5 | RESULTS AND ANALYSIS

To answer the first research question, the identification of the topical

area for each paper was based on expatriation stages. Apart from one

article, one main topic was identified for each paper, with a critical

analysis of its focus, content, and key findings. Each paper was classi-

fied into one of four stages that subscribed to the expatriation pro-

cess: 1. Recruitment and selection, and 2. Preparation and training,

3. During the foreign assignments; 4. Post-assignment home-country

return. For each stage, sub-topics were extracted and synthesized

based on past writings and content analyses (Leung et al., 2011).

5.1 | Selection criteria and expatriate attributes

Selecting ideal candidates for foreign positions is undeniably the cor-

nerstone of the success of any international assignment. An observa-

tion evident in the reviewed literature is the recurring attempts to

establish a universally applicable set of expatriates' attributes (Causin

et al., 2011). Contrary to the notion of unified global competencies,

research has reported that different regions of the world and expatri-

ate assignments may require different sets of personal characteristics

than others, as the vibrant context of the international hospitality

industry has derived the need for different requirements to develop

international managers.

In the dynamic field of international hospitality, expatriate man-

agers' success centers meaningfully on a myriad of attributes identi-

fied in the existing literature. These attributes are categorized into

three primary venues: personal competencies, global management

skills, and adjustment characteristics, each of which plays an

TABLE 2 Hospitality expatriate managers research by data
analysis techniques.

Statistical techniques Category n (%)

Multivariate statistics Regression 10 19%

Factor analysis 8 15%

Structural equation modeling 8 15%

Discriminant analysis 1 2%

Univariate statistics Anova 5 9%

Chi-square 3 6%

T-test 2 4%

Cross-tabulation 1 2%

Descriptive statistics Descriptive 8 13%

Correlations 7 13%

Canonical Correlation 1 2%

Total 53 100%
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indispensable role in enhancing managerial excellence in diverse inter-

national settings (Ozdemir & Cizel, 2007).

First, expatriate managers gain significant benefits from their per-

sonal attributes, which include a range of personal characteristics, such

as traits, attitudes, cultural awareness, and knowledge and skills.

These attributes are particularly crucial considering the distinct chal-

lenges they face when operating in foreign environments, as they

empower managers to decipher and maneuver through diverse busi-

ness practices, norms, and market dynamics. Consequently, this facili-

tates decision-making that harmonizes with the specific local

circumstances while upholding organizational objectives (Situmorang &

Japutra, 2019; Tran, 2015). Furthermore, it is imperative to acknowl-

edge that the incorporation of cultural awareness and adaptability into

the repertoire of an expatriate manager plays a pivotal role in foster-

ing favorable perceptions and embracing behavior from the host com-

munity. This, in turn, facilitates the formation of a harmonious

environment, which is advantageous for cooperation and the estab-

lishment of mutual respect. The cultivation of diverse competencies

undoubtedly plays a pivotal role in the effective execution of tasks,

attainment of organizational objectives, and the individual's holistic

development as a manager within the international hospitality

context.

Second, global management skills incorporate attributes such as

expatriates' ability to work cohesively in international teams, interna-

tional marketing, negotiation skills, language proficiency, and coordi-

nation of the budgeting process between foreign operational

headquarters. These attributes are indispensable for understanding

international finance and skillful navigation of diverse business sys-

tems across borders. The attributes identified in this review synergisti-

cally enhance the efficiency of hospitality expatriate managers,

ensuring their success in the ever-evolving global hospitality industry.

Third, expatriates' adjustment characteristics of emotional stability,

stable personal life, resilience, resourcefulness, optimism, energy,

adaptability to new environment settings, honesty, and integrity

(Causin & Ayoun, 2011). Such qualities play a crucial role in equipping

managers with the necessary tools to thrive in a multitude of

TABLE 3 Study populations, sample size and response rates.

Sample n Counted (%) Average SS Average RR

1 Expats 19 15 47.5 130 40%

2 Expats & Host-country nationals 8 6 20 Expat 232

Stakeholders 402

75%

63%

3 Host-country nationals 6 5 15 235 85%

4 Stakeholders 4 1 10 Qualitative Qualitative

5 Students 2 2 5 531 72%

6 Expatriates & Head Quarter Managers (HQM) 1 1 2.5 Expat 187 HQM 36 60%

66%

Total 40 100%

Note: See Supplementary material files for further details.

Abbreviations: SS, sample size; RR, response rate.
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environments and navigate the challenges posed by international

assignments with ease. Thereby, it serves to optimize not only their

expatriates' well-being but also substantially contributes to the

achievement of organizational goals. In conclusion, given the diverse

challenges and demands of each assignment, it is imperative to metic-

ulously match each expatriate to a specific assignment and to consider

the unique needs of each individual within the framework of the host

country context.

Moreover, at this level of analysis, it is critical to differentiate

between the selection made by parent companies planning to send

their managers abroad and the selection made by foreign companies

looking for Self-Initiated Expatriates (SIEs). SIE is a widely recognized

phenomenon of the global mobile workforce, which has received

scant attention in hospitality literature. Among the reviewed papers,

only three studies have recognized this type of expatriate in the hos-

pitality industry. However, the current literature reveals insights into

the mediating roles of host country embeddedness, the influence of

cultural distance and learning orientation on work performance, along

with the impact of prior international experience on cross-cultural

adjustment (Haldorai et al., 2021; Lo et al., 2012; Wilson &

Dutt, 2022). Remarkably, no significant differences were identified

between SIEs and organizationally assigned expatriates in the various

adjustment types, underscoring the nuanced complexity of expatriate

assignments in the hospitality sector.

5.2 | Preparing expatriates for overseas
assignments

Empirical evidence has consistently verified that managers sent to for-

eign countries without sufficient preparation are prone to poor per-

formance, premature returns, turnover (Avril & Magnini, 2007), and

disastrous loss of money invested in international assignments, such

as lost sales, unstable corporate image, and poorly managed opera-

tions (Avril & Magnini, 2007).

With a total of 6 papers found within the category of pre-

departure preparation, this theme celebrates CCT as a pivotal tool

that smoothens expatriates' adjustment and develops their competen-

cies toward outstanding overseas performance. CCT refers to the

educational, affective, and behavioral competencies necessary for suc-

cessful interactions in diverse cultures (Littrell et al., 2006). Given the

many ways to learn about other cultures, three forms of CCT have

also been identified in the current hospitality literature: a cognitive

training method based on the exchange of information about the host

culture. affective training method educate people on how to handle

cultural situations. The behavioral training method aims to increase

managers' capacity to switch communication styles and endure bonds

with people from various cultural backgrounds.

However, the current literature demonstrates that there is no all-

encompassing training program that fits all international assignments,

making the content of CCT programs differ substantially based on the

focus of the training, type of business, trainees, trainers, methods

used in the training, and length, purpose, and country of the

assignment (Min et al., 2013). Notwithstanding, in many instances,

CCT can be collapsed across three distinct yet interrelated areas;

Cross-cultural awareness training which is also known as “cultural sen-
sitivity” conventionally designed to foster managers' awareness of

their own cultural identity, values, and beliefs, as well as being aware

of, and accepting the cultures of others with positive attitudes and

perspectives. Country focused training as another domain of training

provides expatriates with the necessary information to approach the

host country's norms, values, language, working and living conditions,

business practices, and political and social environments. Skill focused

training is inclusive training intended to strengthen expatriate critical

skills to succeed abroad, such as communication, leadership, tolerance,

flexibility, and a sense of humor (Schneider & Barsoux, 2003).

Related literature suggests that the majority of hospitality organi-

zations searching for individuals with international competencies are

usually inclined toward ‘ready-made’ managers over those “expensive
to prepare and train” expatriates from the same organization

(Selmer & Lam, 2004, p. 431). Nonetheless, with the exception of Wil-

son and Dutt (2022) study, which indicated no differences between

the SIE and organizationally assigned expatriates' levels of adjustment,

studies that compare SIEs with other types of corporate assigned

expatriates within the hospitality industry are lacking in the literature.

The analysis presented herein highlights a paradox in the hospital-

ity industry. Despite its crucial role in the success of international

assignments, existing research affirms that hospitality corporations

barely offer CCT to expatriates and their families, which can be

ascribed in most cases to the factors of time restrictions and the asso-

ciated costs of this type of training. Nonetheless, it is not yet clear

whether conventional pre-departure training can endow expatriates

with the required cultural cognizance (Selmer, 2001). A question that

remains unanswered is which approach will be the most effective con-

sidering the specific task and cultural context in which executives will

be working. (Celaya & Swift, 2006).

5.3 | During the foreign assignment

Issues, concerns, and challenges that confront hospitality expatriates

during their foreign assignments have been exponentially celebrated

in the literature compared with other thematic domains, with a total

of (22) papers. While some studies have tackled the challenges

encountered by expatriate managers, others have discussed the fac-

tors that influence expatriates' adjustment and have presented differ-

ent perspectives on how hotel managers can adapt to these

challenges (D'Annunzio-Green, 2002). Another stream of research has

tracked the dynamics of the relationships between HCNs and expatri-

ates in terms of compensation, HCNs' perceptions of expatriates,

managerial styles, and cultural differences (Hon et al., 2015).

Expatriates' challenges: The main focus of the studies within this

theme was predominantly centered on the cultural differences

between home and host countries, which created barriers to accept-

ing or succeeding in foreign assignments. The current analysis indi-

cates that many expatriates face anxiety-provoking challenges during
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foreign assignments. However, experiencing new cross-cultural situa-

tions and conditions in a new foreign environment, coupled with chal-

lenging roles and tasks, can present unpleasant surprises when

expatriates' preset expectations do not align with the reality of the

assignment (Naeem et al., 2015).

Cultural shock challenges attributed to local personnel issues

were identified as the main source of challenges, including poor

morale, excess workers, poorly trained workers, and lack of employee

involvement and motivation. Likewise, the lack of local managers'

competencies and support, in addition to language barriers, were

reported as the most difficult management issues encountered by

expatriate hotel managers (Yu & Huat, 1995).

Previous literature has also discussed legal problems that are

mostly created by rapidly changing laws, uncertainty of existing laws,

and deficiencies in legal systems. Moreover, communication barriers

have been identified as factors that influence the quality of the rela-

tionship between expatriates and their local hosts. While it is recog-

nized that effective communication is naturally problematic under

normal settings, cross-cultural dynamics generate more instances of

augmented communication difficulties. Evidently, foreign managers'

insufficiency of personal communication resources in the host country

culture and business environment has been identified as a principal

cause of expatriates' failure in a number of studies (e.g., Magnini &

Honeycutt Jr, 2003; Miao et al., 2011).

Expatriate satisfaction: Despite the significant and well-

documented impact of job satisfaction on performance, organizational

commitment, stress, and future intentions, expatriate satisfaction has

received scant interest from hospitality researchers. However, two

facets of expatriates' satisfaction have been identified in the existing

hospitality literature: job satisfaction and life satisfaction. Job satisfac-

tion refers to the “positive emotional state resulting from the

appraisal of one's job or experiences” (Locke, 1976), while life satis-

faction relates to expatriates' general satisfaction with the living

environment.

Earlier studies introduced a variety of antecedents that can rein-

force hospitality expatriates' job and life satisfaction (Black &

Gregersen, 1990). Job-related factors include the clarity of duties and

requirements of the position, expatriates' ability to use a variety of

skills in their job, level of participation in decision-making, prior inter-

national experience, and exposure to in-depth CCT. Life-related fac-

tors include linguistic ability, capacity to adjust to a new culture,

spousal support, and an adequate education system (Li, 1996; Li &

Tse, 1998). Recognizing and addressing these factors is imperative for

fostering positive expatriate experiences and ensuring successful

international assignments.

Expatriate Adjustment: Within the numerous articles found at this

stage, expatriates' adjustment has flourished as a thrust area in hospi-

tality research. Cross-cultural adjustment refers to the process by

which individuals experience psychological stress relief when faced

with a foreign culture. This adjustment aims to reduce expatriates'

work- and life-related ambiguities, leading to improved psychological

well-being and overall affluence (Min et al., 2013).

Expatriate adjustment research was fundamentally built upon

Nicholson, 1984 theory of work role transitions, which links personal

and organizational adjustment outcomes with the characteristics of

the person, the roles to be played, and the organization. The prepon-

derance of studies in this domain has focused on the degree of expa-

triate adjustment, which is described as the extent to which

expatriates are psychologically comfortable along three facets of

adjustment: work, interactions, and general culture (e.g., Black &

Gregersen, 1990; Wilson & Dutt, 2022). Work adjustment refers to

the degree of psychological comfort with work settings, standards,

management, and responsibilities in the host country; interaction

adjustment refers to the degree of interpersonal communication and

social contact with HCNs; and general adjustment is the degree of

comfort with the foreign culture and living conditions abroad.

Delving deeper into the literature, three lines of research on

expatriates' adjustment within hospitality research have been identi-

fied. The first was primarily devoted toward understanding the extent

of the harmonious psychological state of expatriates toward the host

countries' culture (Black & Stephens, 1989). The second strand was

built upon Nicholson, 1984 work role transition theory, which accen-

tuates how expatriates progress to fit the role needs of new interna-

tional settings. Factors that contribute to expatriate adjustment

within this line of research can be classified into three categories:

Organizational factors such as decision autonomy, the purpose of the

assignment (e.g., managerial development and organizational control),

social and contextual factors, and individuals' factors. The third strand

has evolved around facets of expatriate adjustment, such as adjust-

ment to the workplace abroad, interaction with HCNs, and the general

environment.

To alleviate the negative adversities of foreign assignments,

scholarship has provided an array of different strategies to organiza-

tions and advice to individuals to facilitate cross-cultural adjustment

to improve expatriates' success and performance. This includes a com-

prehensive selection process, the provision of pertinent training pro-

grams, and offering support during foreign assignments.

However, several antecedents of expatriate adjustment have

been identified within this analysis, including job autonomy, reasons

for assignment, organizational support, and HCN's support.

Job autonomy: Past studies have affirmed that expatriate man-

agers who acquire greater decision autonomy have a high capacity to

change the way they perform their jobs (work adjustment), interact

with HCNs (interaction adjustment), and develop deep comprehension

of the foreign country environment (general adjustment).

Reasons for assignment have also been reported as antecedents of

expatriate adjustment. For instance, Shay and Baack (2004) illustrated

that managerial development reasons for assignments foster hospital-

ity expatriates' personal development (change) and role development

(innovation). Personal change originates from learning gained through

the reflective and self-evaluative process by which individuals modify

their perspectives, beliefs, or other personal attributes

(Nicholson, 1984, pp. 175). By contrast, role innovation necessitates

individuals to alter their role requirements so that they can better

match their needs, abilities, and identity to the tasks at hand.

Organizational support: The present review revealed that expatri-

ates report better levels of psychological comfort when they have a

strong sense of organizational support from their home organizations
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(Avril & Magnini, 2007). The extent to which these managers feel their

contributions are valued by their organizations, and they have input

into the allocation of resources and the determination of compensa-

tion and other benefits (fringes, taxes, children's education, relocation)

are examples of what is meant by “perceived organizational support.”
Providing continuous support for expatriates during their interna-

tional assignments has been identified as the cornerstone to the over-

all success of the expatriates' journey. Similarly, the absence of local

management support might result in enormous difficulties for expatri-

ate managers, including isolation and alienation, resource accessibility,

and lack of feedback and guidance, which usually leads to assignment

failure (Yu & Huat, 1995).

Notwithstanding, one of the most important factors that demon-

strate organizational support for expatriates is developing a competi-

tive compensation system which is considered a crucial factor in

optimizing expatiate performance (Lowe et al., 2002). Compensation

is referred to as a “bundle” of the total package of connected but sep-

arate rewards (Tornikoski, 2011). In the context of hospitality expatri-

ation, this bundle constitutes a combination of basic salary and valued

returns, such as health insurance, relocation expenses, transportation

and home traveling, and family support packages.

While the current synthesis reveals that compensation packages

and rewards are scarcely and superficially scrutinized, the compensa-

tion disparity between expatriates and HCNs is frequently examined.

Because foreign managers from developed countries are commonly

assigned senior positions in international hospitality organizations,

they receive much higher compensation than their local counterparts.

In the same vine, staff perception of the compensation system goes

beyond the financial gains obtained from the assignment, but it can

also echo their status, power, worth, and succession within the

organization.

HCNs support: Based on the reviewed research, national hosts

play a vital role in expatriates' effective adjustment by offering social

support to the workplace. Local staff, as indicated by Mejia et al.

(2016), are considered a valuable socializer and the finest source of

information that assists expatriates in overcoming cross-cultural chal-

lenges and learning about their roles in the host country.

Relationship dynamics between expatriates and locals: Facets of the

relationships between hospitality expatriate managers and local

employees have been a significant area of focus in the literature, with

nine studies employing a dyadic level of analysis to explore these

dynamics. Because foreign managers are purportedly considered

superior to HCNs, issues pertaining to locals' perceptions of fairness

and justice have dominated the reviewed papers in this block.

Our analysis confirmed that assigning senior roles to foreign man-

agers usually results in a large compensation gap between the two

parties; expatriates are usually paid according to their home country

labor market conditions, whereas locals are remunerated at local rates

(Leung et al., 2011). The major constituents of expatriates' compensa-

tion include base pay, cost of living adjustments, housing and reloca-

tion allowances, educational assistance for dependents, and premium

pay. However, expatriates' compensation is irrefutably complicated by

the fluctuating nature of exchange rates, inflation in the host country,

challenging locations in emerging markets, variable income tax rates,

and a range of new compensation practices.

The detrimental consequences of compensation disparity

between expatriates and their local counterparts are key determinants

of organizational behavior among HCNs. For instance, Hon et al.

(2015) survey of 46 expatriates and 297 local employees in the Chi-

nese hotel industry revealed that the perceived compensation gap is a

driver of deviant interpersonal behavior among local subordinates.

Therefore, addressing these discrepancies and fostering harmonious

relationships between expatriates and locals are of utmost importance

for the success of international hospitality assignments.

5.4 | Home country return

Surprisingly, hospitality-focused studies of post-assignments are

completely silent with respect to the evaluation of expatriates' experi-

ences, reasons for their return, and the value of the completed assign-

ments. The issues of expatriates returning to their home countries

have been overlooked in hospitality expatriation research. Among all

the papers examined in this review, only one study by Feng and Pear-

son (1999) has partially highlighted hospitality repatriates' adjustment

and home relocation challenges.

Considering the entire expatriation cycle, empirical evidence dem-

onstrates that repatriation is more challenging for returning managers

than overseas assignment itself and is often dealt with in an ad hoc

manner that is occasionally managed rather than being systematically

approached.

The current literature indicates that international hospitality orga-

nizations do not prioritize the reintegration process for their

returnees, and that working internationally is not a guarantee of

decent employment in one's home country upon returning (Kraimer

et al., 2016). As a result, company-assigned expatriates reportedly

have more concerns about their future home jobs than directly

employed managers (self-initiated). Because managers are commonly

worried about their future upon repatriation, turnover intention levels

among hospitality repatriate managers are purportedly high

(Magnini, 2009).

However, the reasons international hotel corporations seem indif-

ferent to establishing practices to maintain the valuable experiences

of returning managers remain unclear. From an organizational stand-

point, the different changes that take place in the home country and

organizations while the expatriate serves overseas hinder organiza-

tional plans for their returnees, which results in expatriates' failures in

the form of premature returns, repatriates' turnover, and poor

returnees' performance.

Expatriate failure usually occurs when a manager either quits or

returns home before the completion of the foreign assignment. The

term also refers to expatriate failure to adapt, acquire new knowledge,

or achieve expected performance standards.

The current analysis indicated that international hospitality corpo-

rations, akin to numerous businesses in other sectors have observed a

high failure rate among their expatriates (Ayoun et al., 2014; Hon &
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Lu, 2015) representing an exorbitant issue in the industry. On the one

hand, direct expenses associated with expatriates' failure include their

reassignment, compensation, and relocation of the replacement. On

the other hand, indirect expenses are more challenging to estimate

and jeopardize business operations through waste revenue, volatile

brand reputation, and mismanaged personnel (Avril & Magnini, 2007).

Although the reasons for hospitality managers' failure in foreign

assignments are still blurry and undocumented, the available evidence

in the current literature shows that these factors can be classified into

three main categories. First, personal reasons include expatriates'

inability to adapt to the new environment, closed-mindedness, a lack

of willingness to learn, and a lack of technical expertise. Second, fam-

ily causes include difficulties achieving acceptance and assimilation

within the family. Third, organizational factors include poor selection

of prospective assignees, lack of preparation and prior training activi-

ties, and lack of organizational support during foreign assignments.

6 | DISCUSSION AND CONCLUSIONS

6.1 | Conclusions

A systematic review presents the current status of the literature on

hospitality expatriate managers. Our findings showed an increased

popularity of this domain of research in the last few years (2015–

2022), accounting for 30% of the total number of studies published

since 1990. This unprecedented attention reflects the growing inter-

est among hospitality researchers to scrutinize the never overempha-

sized role that human resources can play in the success of

international hospitality operations.

Moreover, the findings from this analysis highlight a distinct

opportunity to nurture more synergized research efforts across

diverse nations and cultures, with a particular focus on the underex-

plored regions in Africa and the Middle East. Likewise, there is an evi-

dent necessity for research that is more rigorously grounded in

theoretical frameworks and that utilizes a wide-ranging array of meth-

odologies to yield more profound and nuanced insights. This evidence

underscores the potential for advancing the scholarly understanding

of hospitality expatriate managers' concerns through a more integra-

tive and multifaceted approach to research.

Finally, conclusions drawn from prior hospitality research have

limited generalizability. This limitation is attributed to the relatively

modest sample sizes employed in the studies, geographical concentra-

tion of the managers surveyed, and breadth of contextual issues.

6.2 | Theoretical contribution

This systematic review sheds light on important but less frequently

discussed expatriate-related issues in the hospitality literature. In the

realm of scholarly inquiry, it has been customary to dissect and ana-

lyze different facets of expatriation, such as cultural adjustment, job

satisfaction, and skill enhancement, as distinct factors that impact the

success of expatriates. Nevertheless, the interdependence of these

variables implies that a more comprehensive and unified approach

may yield a more profound understanding of the intricacies of expatri-

ates' journeys in the international hospitality context.

A potential avenue for future research is to explore expatriate

management as a multidimensional phenomenon. This entails direct-

ing attention not only toward individual factors, such as cross-cultural

training, professional growth, or repatriation concerns. Instead, it is

crucial to acknowledge and analyze the intricate connections and

interdependencies that exist among these factors. This line of inquiry

pertains to the impact of an expatriate manager's satisfaction with cul-

tural training on their overall work performance, as well as their pro-

pensity to successfully complete their foreign assignments.

Additionally, this inquiry might delve into the role of organiza-

tional support systems within the hospitality sector, specifically focus-

ing on mentoring programs and managers' well-being efforts and the

impact of these factors on the overall achievement of expatriates. By

embracing a comprehensive framework, scholars can acknowledge

the symbiotic impacts of diverse influencing factors more effectively.

The adoption of this approach has the potential to engender height-

ened efficacy and subtlety in the formulation of management strate-

gies for international hospitality. Such an approach would enable

researchers and practitioners to construct a cohesive framework for

expatriate managers' success that can be effectively implemented in

the hospitality industry. This will assist hospitality organizations

in maximizing the acquisition, growth, and preservation of expatriates'

expertise within a fiercely competitive and culturally heterogeneous

hospitality environment.

6.3 | Practical implications

It is important to rethink the current strategies and practices that

identify critical factors that contribute to expatriate success, and the

relationships between these factors and their relative importance in

contextualized country conditions. To make an effective selection

decision, hospitality organizations should develop contextual proce-

dures to measure future assignees' cross-cultural competencies

(e.g., adaptation) and interpersonal characteristics (e.g., communica-

tion, leadership, and relocation readiness).

Nonetheless, to maximize the likelihood of expatriate success, it

is imperative to consider candidates' families during the selection pro-

cess by utilizing adaptability screening methods (e.g., level of familial

bonding) to determine the appropriateness of prospective expatriates'

families for foreign assignment.

Academically, hospitality institutions should encourage and pre-

pare students for international work experiences by leveraging their

competencies. This can include contextual internationalization of cur-

riculum, participation in exchange and study abroad programs, globally

oriented internships and volunteerism, cultural diversity workshops,

establishing international networks with industry professionals as part

of academic training, attracting experienced international students

and faculty members, and encouraging them to interact professionally.
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In addition, inviting hospitality expatriates and/or repatriate managers

as guest speakers to share the fruits of their experiences in overseas

assignments.

Moreover, hospitality organizations must develop comprehensive

training programs that take place in the home country prior to the

assignment, upon arrival in the host country, and during foreign

assignments. Creating cross-cultural awareness is the initial stage in

this process, as the increasing diversity the hospitality industry has

witnessed in the last few decades in terms of ownership, workforce,

and guests has necessitated employees to be aware of other people's

cultures and backgrounds.

Expatriates' expectations of their forthcoming assignments need

to be realistically set and carefully managed. It is crucial for hospitality

organizations to clarify issues related to future expatriate roles and

responsibilities, communication with home organizations, home office

support and mentoring, and their status upon assignment

accomplishment.

Considering the importance of supporting expatriates during their

foreign assignments, hospitality organizations can advance several

practical strategies to build social networks and enhance effective

interactions between local nationals and expatriate assignees at differ-

ent levels. This includes practices to alleviate the negative cultural

perceptions of each party (e.g., stereotypes and generalizations) and

establish common ground based on organizational culture, justice,

and work ethics.

Checking consistently during foreign assignments is an effective

method to keep up with expatriates' progress, recognize new develop-

ments in the assignment, and encounter overseas challenges as they

emerge. This can be brought into existence by motivating expatriates

to share their experiences with their peers on overseas assignments

through social networking media, video conferences, and blogs. It is

also advised that international hospitality industry magazines and

newsletters highlight international hospitality personnel news

and global assignments for expatriates to be disseminated. Establish-

ing effective communication channels should help expatriates feel

connected to the home organization and keep them up-to-date with

home changes and not feel disconnected or isolated.

Lastly, repatriates' preparation for their home country return

should be made several months in advance with a focus on identifying

the newly acquired competencies and the available opportunities at

home by which the optimal use of the international assignment expe-

riences is insured. Hospitality organizations should advance strategies

to mitigate the negative effects of such adversities of home country

returns on returnees. Repatriation programs can be designed as part

of organizational IHRM policies and procedures to address two pri-

mary issues that expatriates usually encounter upon their return:

(1) career planning and (2) “reverse culture shock.”
To reduce the adversities of these challenges, resources for train-

ing and well-established procedures should be developed and devoted

to reorienting expatriates to their home countries in the form of repa-

triation training courses. The content of such courses could be

advanced in consultation with the HR department, current expatri-

ates, repatriates, their families, and course providers. Topics to be

covered include, but are not limited to, an update about the changes

in the home country, changes in the business environment (policies,

management, and trends), financial planning issues (taxes, insurance,

pensions), family issues (education, spouse career planning, and pro-

fessional updates), and effective coping strategies and support.

6.4 | Pitfalls of the expatriate managers' literature
and suggestions for future research

This review aims to highlight new research directions and methodo-

logical approaches that extend and complement existing research

streams rather than simply criticizing existing studies. To answer the

second and third research questions, the pitfalls of existing hospitality

expatriation research were addressed based on two major categories:

topical flaws and mythological weaknesses that may need to be

addressed in future research.

6.4.1 | Topical pitfalls

Overemphasis on Western Context: A salient drawback that is observed

is the imbalanced emphasis placed on hospitality managers originating

from Western cultures, particularly the United States and Europe,

within the current hospitality expatriation discourse. This approach

fails to acknowledge the increasing presence of expatriates originating

from developing economies such as those in Asia and the Middle East,

who provide distinct cultural and managerial viewpoints. The use of a

Western-centric perspective restricts the extent to which the results

may be generalized and increases the likelihood of perpetuating pre-

conceptions or cultural prejudices that may not be applicable to expa-

triates from various backgrounds.

Other forms of international assignments: As the current hospitality

literature exclusively focuses on expatriate managers, future research

should investigate other growing forms of long-term assignments,

such as inpatriation, third country assignments, and other alternative

forms of short-term assignments, such as commuter assignments and

international frequent flyers. The advantage of these assignments is

that expatriates might not be required to travel for lengthy periods or

acclimatize to foreign cultures to participate in international business

activities.

Female expatriates: Expatriation posts are usually assigned to male

managers, and as a result, research has mostly focused on male expa-

triates and, in some cases, their families. Thus, future research should

focus on the factors that encapsulate female expatriation in the hospi-

tality industry, why women accept or reject international assignments,

the challenges they encounter, and the factors that contribute to their

success and failure as they go abroad.

Limited emphasis on the repatriates' integration process: Because

companies hardly address expatriate capacity to readjust, hospitality

researchers' have ignored the repatriates' challenges, competencies

acquired internationally, and the transformation of these competences

to home organizations. This gap in the literature leaves academicians
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and practitioners uncertain about how to approach this crucial phase

of the expatriation cycle. However, some critical unanswered ques-

tions related to repatriation in the hospitality industry are as follows:

1. What are the challenges encountered by hospitality repatriate

managers when they return to their home countries?

2. How can hospitality organizations demonstrate strategies and

practices to leverage the recently acquired experiences and com-

petencies of their repatriates?

Failure to Consider Family Dynamics: Previous research has dem-

onstrated that family maladjustment is a detrimental factor that hin-

ders expatriate success and performance. Regrettably, related

concerns have been scarcely investigated in the hospitality litera-

ture, with the exception of one study that examined the issue as it

pertains to expatriate general adjustment. This void results in a lim-

ited depiction that overlooks expatriate managers' comprehensive

experience.

A comprehensive understanding of family dynamics is crucial to

effectively tackle the multifaceted issues arising from dual-career

challenges, work-life balance, and cultural integration that expatriate

managers encounter during their assignment. This profound under-

standing can facilitate the creation of customized support systems

and strategies, thereby optimizing the transition process, bolstering

the well-being of expatriate managers and their families, and ulti-

mately augmenting the overall success and effectiveness of assign-

ments abroad.

6.4.2 | Methodological pitfalls

Methodology and research design: The methodological quality of a sub-

stantial portion of the extant literature is compromised by the failure

to identify significant variables, the use of scales that lack reported

reliability and validity, and the lack of clear sample inclusion and exclu-

sion criteria. Additionally, the hospitality literature lacks longitudinally

designed research on expatriation management. Rectifying this gap

involves investigating how issues of cultural shock, adjustment, local

perceptions, and expatriates' future intentions evolve over time during

foreign assignments. Collecting data at different stages of assignment

can contribute to a better understanding of the aforementioned issues

and their trajectories.

Sample size and response rate: Previous research has shown that

expatriates are elusive subjects to reach because such research sam-

ples are usually located in various geographical regions, hotel chains,

and hotel types. This dilemma justifies the low number of expatriation

publications on hospitality and the low response rates among these

studies. However, Ali et al. (2021) found that no response rate can be

excepted automatically if it has a low level of accuracy, and it is fur-

ther advised that researchers should detail their data collection pro-

cess, the efforts practiced to increase the target sample participation,

and the denominators used to calculate their response rates.

Geographical focus: Most hospitality expatriation research has

been primarily focused on Asia, with a relative paucity of literature

pertaining to Africa and the Americas. Therefore, further inquiries into

the challenges and practices prevalent in these regions can deepen

our understanding of this phenomenon in the hospitality industry, as

it is possible that these contexts differ markedly from those observed

in Asian and Western countries.

Lack of theoretical grounds: This analysis revealed a dearth of the-

oretical underpinnings and model applications for framing hospitality

expatriation research. A theoretical framework serves as a conceptual

foundation for understanding, analyzing, and designing investigations

that explore the relationships between the variables under consider-

ation. However, similar to Kravariti et al. (2022) systematic analysis

results, we conclude that hospitality expatriation research is theoreti-

cally immature, and the slow progress of its theoretical development

is a limiting factor that hinders the advancement in this field of

research.

6.5 | Limitations of the study

While the present study attempted to make significant contributions

to the current literature, it was not without limitations. First, only

accessible online sources were used; thus, this study may not have

included all the literature published on the research topic. Second, this

analysis only examined academic articles published in peer-reviewed

journals found in the selected databases (Google Scholar, Scopus, Sci-

ence-Direct, Web of Science, and EBSCO). Therefore, it excluded other

sources, such as book chapters, theses and dissertations, and maga-

zine publications. Future research that takes into account the afore-

mentioned sources may provide deeper insights and expand the

boundaries of our knowledge in the subject.

Third, articles on Africa, South America, and the Middle East are

scarce in scholarly journals indexed by the aforementioned databases.

Thus, the influence of region and institution on expatriation should be

considered in future research. Finally, the search process has been

limited to key phrases, such as, “expatriation,” “international human

resource management,” and “repatriation.” Consequently, some

potential studies may have been overlooked.
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