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 This research explores the impact of organizational culture on expatriate’s working performance 
at Universiti Malaysia Perlis. The factors that affect expatriate’s job performance are important in 
enabling expatriates to acquire essential competencies that allow them to complete their tasks in 
workplace. This research was a survey (questionnaires) method. Data were gathered from 150 
respondents consist of expatriates who were academicians and non-academician of legal age 18 
and above on random basis from several academic schools in UniMAP. The analysis of the study 
uses Microsoft Excel and Statistical Package for Social Sciences (SPSS) Software Version 16.0. 
The data were analyzed using descriptive analysis and multiple regression analysis. According to 
the results presented, language barriers and communication style were found to have significant 
effects on expatriate’s working performance. Therefore, from the results of two hypotheses tested 
there are meaningful relationships between language barriers and communication style toward ex-
patriates working performance at Universiti Malaysia Perlis. This research has accumulated an 
empirical knowledge base which concentrates on coping behaviors for foreign staffs in higher ed-
ucation institution contexts. The findings of this research will help the management of UniMAP 
understand the impact of organizational culture’s factors on expatriates working performance. The 
results of the present study showed that it could set up the right organizational culture and ulti-
mately further improve the organization performance. 
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1. Introduction 
 
Culture is often defined as a system of shared values, beliefs, and attitudes that influences individual 
perceptions, preferences, and behaviors. Culture is one of the factors that will influence employees 
working performance in organization especially for expatriates. Culture difference will influence the 
expatriates on certain way of doing things like complete tasks or interact with each other members in 
an organization. It is importance for a leader in an organization to understand the role of culture in his 
working place. Culture of different countries can be one of the factors of determination of a staff’s 
working performance especially for expatriates. In an organization, larger culture difference will re-
quires stronger controls of manager in the organization, fail of manager to understand the importance 
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of culture will cause problem in the organization.  Failure to understand the difference in culture may 
lead to embarrassing, broken of relationships, and give impact to the business performance in organi-
zation (Ghemawat & Reiche, 2011). 
 
Elements of culture can be described as exchanging operating processes, habits, etc. about sampling 
the environment, and the like of the person (Triandis & Suh, 2002). Another definition of culture is 
“culture is a society identifies to an individual”. Culture includes the experience and knowledge of a 
person on the society, and this knowledge is transmitting to future generations (Triandis & Suh, 2002). 
The expansion of international corporations increases the necessary of manager to deal with cultural 
diversity and teams consisting of employees of different nationalities with difference cultures (Przytuła, 
2014). The differences of nationalities and culture cause different working style in one organization. 
The cooperation of expatriates with local employee will bring confluences in working place because 
expatriates have difference working style with local employee. 
 
The aim of the research is to investigate the influence of culture differences to expatriates working 
performance particularly language barrier and communication styles. This study will focus on the ex-
patriates at University Malaysia Perlis. Culture will influence the way to perform in working either 
positively or negatively. This paper defines and elaborates on the construct of the language barrier 
and communication style, a construct which is believed to be helpful for further research on the 
impact of cultural differences in managing expatriates. By looking at university management and 
comparing expatriates behavior across a range of cultures, this research has accumulated an empirical 
knowledge base which concentrates on coping behaviors for foreign staffs in higher education institu-
tion contexts. However, as few of these studies have placed cross-cultural communication into the con-
text of the broader setting, it would appear that the implications of communication barriers, and more 
specifically language and communication style, for higher education institution have been relatively 
ignored. Therefore, it would seem appropriate to examine in greater depth the role of language and 
communication style and its effects in terms of control and coordination in managing expatriates. 

 
2. Literature Review  

 
2.1 Culture 
 
Culture is the integrated sum total of learned behavioral traits shared by members of a society (Deari 
et al., 2008). However, Wang et al. (2009) defined culture as “patterns of beliefs and values that are 
manifested in practices, behaviors, and various artifacts shared by members of an organization or a 
nation”. Culture influences what social norms individuals recognize and what behaviors they believe 
they should or should not perform. Whereby, cultural in work values differences that is influenced by 
culture can give effect on individual performance and to predict job satisfaction in work place (Matić, 
2008; Shafiq & Qureshi, 2014; Zaman et al., 2011).  
 
Therefore, these differences from one culture to another one and from a person to another one bring 
differences in working style as individuals have different values and different preferences with regard 
to working style that are related to their cultural background. Determining the culture values of em-
ployee is an important part. Culture values of employees will affect their working style in many ways, 
from body language, communication style, time management and problem solving. Consequently, it is 
important for the management to understand employee culture differences that will give benefits them 
in terms of negotiation, developing effective reward systems, develop  management style, easy to fa-
cilitate communication and ultimately give a positive impact to the overall organizational performance. 
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2.2 Language Barrier 
 
Language is the key to a person’s self-identity. It enables the person to express emotions, share feelings, 
tell stories, and convey complex messages and knowledge (Kim & Mattila, 2011). Communication is 
the exchange of meaning, when there is a language barrier; effective two-way communication becomes 
even more difficult (Adler, 1991; Rabbani et al., 2017). Language is a very important issues in manag-
ing expatriates (Rubin & Rubin, 2011). Moreover, language provides a significant frame of reference 
and a relational context that can representative a person's identity. Therefore there are differences in 
language cause by culture difference in expatriates. Understanding of the relationship between lan-
guage barriers and social identity patterns of an expatriate is important to determine the work perfor-
mance. Language barriers are a common challenge when working with expatriates. What native speak-
ers often do not realize is that frequently it is not the other person's accent but their own way of speaking 
that creates the greatest barriers to effective communication (Berardo & Deardorff, 2012; Javadpour & 
Samiei, 2017).  
 
Language barriers often go hand-in hand with cultural differences, posing additional problems and 
misunderstandings in the workplace (Morris, 2002). Thus, language barriers can easily give impact in 
the work performance because messages can easily be misconstrued. Language barriers way affect an 
expatriate’s performance in many aspects. The research states that 65% company faced the problem of 
language barriers existed among their companies’ managers/executives and other workers and 67% of 
the respondents said that miscommunications were leading to inefficiency and more than 40% noted 
that miscommunication made collaboration difficult, and a similar percentage noted that productivity 
was lower than it should be due to language barriers (Rubin & Rubin, 2011). These results show the 
impact of these barriers may be significant. Language barriers cause difficulties of expatriates to com-
municate with other workers, lack of communication could lead to lower productivity of worker.  

 
2.3 Communication Style 
 
Communication is the use of messages to produce meaning between two or more people. Culture will 
give impact on communication style in verbal & nonverbal communication. Communication includes 
sending both verbal messages (words) and nonverbal messages (tone of voice, facial expression, be-
havior, and physical setting) (Boyacigiller & Adler, 1991). It includes sending messages that the sender 
is unaware of sending (Boyacigiller & Adler, 1991). Verbal communication is the sharing of infor-
mation among individuals by using speech. Effective verbal communication needs a clear understand-
ing of spoken words, stress and tone of voice with which the words are expressed is appropriated. Non-
verbal communication includes body language such as facial expressions, eye contact, and tone of 
voice. Non-verbal communication is one of the essential parts in communication process, which is 
different from culture to another.  
 
Communication can be an indirect action and is a symbolic behavior. Ideas and feelings cannot be 
communicated directly but has to be symbolized before being communicated (Boyacigiller & Adler, 
1991). Each culture has its own characteristics, which affect verbal and nonverbal in communication 
process. For example, by looking at the other people’s eyes when communicate. These characteristic 
are difference from one culture to another. Among others: small talk, body language, eye contact, per-
sonal space and touching. Miscommunications can be caused by cultural differences in body language 
and other behaviors. Each culture has its own understanding for a same action. Culture influences the 
communication style in different cultural values, attitudes and beliefs, which is one category that de-
script on misunderstanding between cultures.   
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2.4. Research Hypotheses  
 
Hypotheses have been developed for this study is based on dependent and independent variables at 
follows: 
 
 H1: There is a significant relationship between language barriers and expatriates working perfor-

mance in University Malaysia Perlis. 
 H2: There is a significant relationship between communication styles and expatriates working per-

formance in University Malaysia Perlis. 
 
Fig. 1 shows the structure of the proposed study. 
 
     
 Language barriers    
   Expatriate’s working performance  
 Communication style    
     

 
Fig. 1. Theoretical Framework 

3. Methodology 
 
The population of this study includes expatriates at Universiti Malaysia Perlis (UniMAP). Unit analysis 
of this study is individual. There are 150 expatriates selected randomly from various academic schools 
in UniMAP. Respondents were of legal age 18 and above. Stratified samplings were adopted in order 
to get more accurate results, which reflect the population of this study. The research applied a quanti-
tative method and conduct data collecting through survey questionnaires using 5-likert scale. Question-
naires were previously developed from past researchers. The data analysis of this study used Microsoft 
Excel and Statistical Package for Social Sciences (SPSS) Software Version 16.0 program for Windows. 
The data were analyzed using descriptive analysis and multiple regression analysis. The questionnaire 
consists of three questions to measure the organizational culture factors. All measurements are stand-
ardized to a five-point scaled, with 1 being ‘strongly disagree’ and 5 for ‘strongly agree’.  

 
4. Results and Findings 
 
Frequency and percentage were used to indicate generally the distribution of the profile in respect to 
the respondents. It presents the results of the survey on culture differences which influence expatriates 
working performance at UniMAP. The culture differences include language barrier and communication 
style. The first section of the questionnaire survey stated the respondent’s profile. Therefore, goodness 
of measures was examined by using factor analysis and reliability analysis. In the next section, which 
provides the inter correlation between all the variables that are studied and descriptive statistics that 
showed the mean and standard deviation of the factors considered. 
 
4.1. Overview of Data Gathered  
 
Table 1 indicates the sample profile from questionnaire survey. There were 150 questionnaires distrib-
uted among selected respondents randomly. However, only 132 questionnaires were collected back. 
These made up 96.2% of total questionnaires distributed were satisfactorily completed and tested using 
the Statistical Package for Social Sciences (SPSS) software. 
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Table 1  
Response Rate 
Number of Questionnaires Distributed  150 
Number of Questionnaires Collected Back  132 
Response Rate  88% 
Number of Questionnaires Used for Analysis  132 

 
 

4.2. Data Presentation 
 
Fig. 2 summarizes all the demographic data of the respondents including gender, age, marital status 
and time service in UniMAP. From 132 respondents, the results indicated that there were more female 
with 56.1% than male ones. The majority of 132 respondents aged between 30 – 40 years old (40.2%), 
37.9% of respondents were 40 – 50 years old consisting 50 respondents, 14.4% of respondents were 20 
– 30 years old consisting 19 respondents and 7.6% of respondents were 50 and above years old con-
sisting 10 respondents. The results show that 77 (58.3 %) of the respondents were married and the 
remaining 55 (41.7%) are single. As for the time service at UniMAP, 44 (33.3 %) of the respondents 
were service at UniMAP for 1 – 3 years, 28 (21.2 %) of the respondents were service in UniMAP for 
less than 1 year and it is same for the category 1 – 3 years. Lastly, 32 (23.2 %) of the respondents were 
service in UniMAP for more than 5 years. 
 

 

Gender Age Time service in UniMAP 

Fig. 2. Personal characteristics of the participants in the survey 
 

4.3  Results 
 
4.3.1 Descriptive Analysis 
 

Table 2  
Results of Descriptive Analysis 
Factors  N Min Max Mean Standard Deviation 

Language Barriers  132 2.40 5.00 3.9106 0.49072 
Communication Style  132 2.40 5.00 3.9439 0.41522 

 
According to Table 2, mean for all variables ranges between 3.9106 and 3.9439. The mean of inde-
pendent variables measures which are language barriers and communication style. Meanwhile, for 
standard deviation the rate is between 0.41522 and 0.49072. Finally, for the highest mean is Commu-
nication style with 3.9439 and for the highest standard deviation is language barrier which is 0.49072. 
 

44%
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14%

40%

38%

8%
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40 – 50  <50

21%

34%
21%

24%
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4.3.2 Regression Analysis 
 

Table 3  
Results of Regression Analysis 
Variables  Beta t-Ratio Sig. t 
Language Barriers  0.232 2.116 0.036 
Communication Style  0.537 4.215 0.000 

 
According to the results of Table 3, language barriers have significant at (sig. t = 0.036) with a positive 
beta towards the expatriate’s working performance. Next, communication style also was found to have 
significant effect on expatriate’s working performance with (sig. t=0.000) with a positive beta towards 
the expatriate’s working performance.  Therefore, from the results of all hypotheses tested stated that 
there are relationship between language barriers and communication style toward expatriates working 
performance at Universiti Malaysia Perlis which supported at the significance level of p<0.05. 

 
Hypothesis 1 examined the relationship between language barriers and expatriate’s working perfor-
mance at University Malaysia Perlis and this hypothesis was accepted. Language acts as medium that 
allows two people to communicate with each other in communication process. If two people cannot 
speak the same language, they have to use translation in communication, this increases the potential for 
misunderstandings. Misunderstanding will bring the effect problem to the person involved and more 
even likely to influence their work performance. 

 
Hypothesis 2 examined the relationship between communication style and expatriate’s working perfor-
mance at University Malaysia Perlis and this hypothesis was accepted. Communication is the use of 
messages to produce meaning between two or more people. Each culture has its own characteristics, 
which can affect the verbal and nonverbal in communication process and people from different cultural 
background also have their own understandings about verbal and nonverbal messages. Failure to send 
messages clearly between both parties will cause misunderstanding and bring effect to their work per-
formance. 

 
5. Conclusion 
 
The results of this study indicate that it is important for management of UniMAP to be discerning 
regarding the culture difference among expatriates. It helps management of UniMAP to have better 
understanding of the factor influencing on working performance of their staffs. Cultures play an im-
portant role in determining the working performance of the expatriates. The influence of the culture on 
human beings will bring difference in working performance. Thus, it is important for UniMAP man-
agement to develop effective management strategy in controlling and coordinating the expatriates in 
order to achieve better working performance for overall organizational excellence. 

 
5.1. Limitations of the Study 
 
This study has limitations since the results might be biased. This is because the data obtained may not 
be a total representative of the changes that occur at the University Malaysia Perlis (UniMAP). The 
samples were limited to selected staff in UniMAP. In addition, respondents may not be an accurate 
representation of the staff context as a whole since the study was based on only 132 respondents. How-
ever, it should be emphasized that the larger the sample size, the more representative results from the 
analysis. Moreover time constraint was another limitation of the present study.  
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5.2. Suggestions for Future Research 
 
Concerning recommendations for future research, all the limitations of the present study as stated above 
should be overcome. Future researches are recommended to develop a better model and expand their 
population in order to represent the UniMAP’s expatriate’s context. Future researches are highly rec-
ommended to select respondents from all the school in UniMAP. This will give a clear and better sce-
nario on how culture difference influence expatriates working performance in UniMAP. Due to time 
constraint, the data collected may not be comprehensive. Therefore, more time should be allocated for 
this research. 
 
Another scope of the research would be to move the level of analysis from a university to an industry 
of higher education institutions. For example, in the aviation industry, English is used as a standard 
language: yet there is anecdotal evidence suggesting those pilots' and traffic controllers' limited skills 
in English have contributed to serious accidents. Given the importance of language skills, several airline 
companies provide their staff with language training; for example, the Dutch airline company KLM 
(ten Zijthoff, 1997). Obviously, the issue of the language in the broad cross-cultural context provides 
several interesting and challenging research paths that might be followed. 
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