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One of the consequences of globalization has been the internationalization of
organizations, which often, due to the lack of local human resources, use third country
nationals. In this context, where expatriation has become central to the competitiveness
of organizations, poor performance of expatriates compromises the success and
competitive capacity of these organizations. As several authors (Dowling, Festing, Engle,
2017, Waxin and Panaccio, 2005) demonstrate, cultural training in promoting the
adjustment of these expatriates to a new culture enhances their performance and

consequently their organizations.

Based on the cultural training programs developed by Brislin (1979) and Tung (1981) we
propose a cultural training program that includes four components: linguistic, cognitive,
effective and behavioral. The language component will be developed only when the
official language of the country of destination is different from the language of the country
of origin. This component should provide an elementary knowledge of the language of
the country of destination. The cognitive component involves knowledge of the cultural
profile of the destination country and the impact of this profile in social and organizational
terms. This information will be based on the following dimensions of the national culture:
distance to power; avoidance of uncertainty, assertiveness, gender equality, human
orientation, performance orientation, future orientation, endogrupal collectivism and
institutional collectivism (House, Hanges, Javidan, Dorfman, Grupta, 2004). The
affective component involves the simulation of situations that involve eventual cultural
incidents. Based on the information acquired in the cognitive component the participants
must express the appropriate solution in the simulations. Finally, the behavioral
component involves the ability to adapt the communication style most appropriate to the
country of destination as well as the development of positive interpersonal relationships

with the local community.

Individuals from different cultures have different preferences regarding human resource
management practices, sources of guidance in decision-making about work events, type
of guidance with supervisors, and the communication process (Abdulai, Ibrahim e
Mohamed, 2017; Lagrosen, 2003; Roque, 2017; Roque, Silva, Ramos e Caetano, 2017;
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Silva, Roque e Caetano, 2015). Thus, in order to deal with all these differences,
knowledge of national idiosyncrasies is very important, and cultural training is essential,
as these can be a key element in the internationalization process, as well as a success

factor in expatriation.
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