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ABSTRACT:This study aims to determine the impact of the International 

performance evaluation strategy on the job performance of international 

companies, adopting the descriptive analytical approach, where we 

conducted a field study on an international company, Halliburton, the data 

was statistically processed using the Statistical Package for Social Sciences 

program.This study results that the International performance evaluation 

strategy positively affects the level of job performance for international 

employees in the international company under study. 
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 دلالت
 الانحراف
 الوعياري

الوتوسط 
 الحسابي

 درجت الووافقت

غير هوافق  الفقرة
 بشدة

غير 
 هوافق

 هوافق بشدة هوافق هحايد

عاليت 
 جدا

0.715 4.22 
 ت 21 33 4 2 0

01 
0 3,3 6,7 55,0 35,0 % 

عاليت 
 جدا

0.606 4.35 
 ت 25 31 4 0 0

02 
0 0 6,7 51,7 41,7 % 

 4.15 0.755 عاليت
 ت 20 31 7 2 0

03 
0 3,3 11,7 51,7 33,3 % 

 4.18 0.676 عاليت
 ت 0 17 39 3 1

04 
1,7 5,0 65,0 28,3 0 % 

عاليت 
 جدا

0.585 4.22 
 ت 18 37 5 0 0

05 
0 0 8,3 61,7 30,0 % 

عاليت 
 جدا

0.555 4.22 
 ت 17 39 4 0 0

06 
0 0 6,7 65,0 28,3 % 

 عاليت

 جدا
 4.22  الوتوسط الحسابي العام  



 

 

 

 

 

 



 

 

 دلالت
 الانحراف
 الوعياري

الوتوسط 
 الحسابي

 درجت الووافقت
غير هوافق  الفقرة

 بشدة
غير 
 هوافق

افقهو هحايد  هوافق بشدة 

 4.25 0.628 عاليت
 ث 20 36 3 1 1

01 
1 1,7 5,0 60,0 33,3 % 

عاليت 
 جدا

0.613 4.28 
 ث 21 36 2 1 1

02 
1 1,7 3,3 60,0 35,0 % 

 4.17 0.827 عاليت
 ث 21 33 1 5 1

03 
1 8,3 1,7 55,0 35,0 % 

 عاليت
 جدا

0.673 4.23 
 ث 20 36 2 2 1

04 
1 3,3 3,3 60,0 33,3 % 

عاليت 
 جدا

0.673 4.23 
 ث 20 36 2 2 1

05 
1 3,3 3,3 60,0 33,3 % 

 4.20 0.798 عاليت
 ث 21 34 2 2 1

06 
1,7 3,3 3,3 56,7 35,0 % 

 4.18 0.725 عاليت
 ث 20 33 5 2 1

07 
1 3,3 8,3 55,0 33,3 % 

 4.20 0.708 عاليت
1 2 4 34 20  

08 
1 3,3 6,7 56,7 33,3  

 4.18 0.748 عاليت
 ث 20 34 3 3 1

09 
1 5,0 5,0 56,7 33,3 % 

 عاليت
 جدا

 4.21  الوتوسط الحسابي العام  



 

 

 

 

 

 

 

 



 

 

 

Pearson Correlation 
هستوى الأداء الوظيفي 
 للووارد البشريت الدوليت في الشركت

 تقيين الأداءجيت إستراتي

 ارتباط هعاهل

 ** بيرسوى
,770

**
 

 000, الوعنويت هستوى

 60 الأفراد عدد

**. La corrélation est significative au niveau 0.01 (bilatéral). 

 



 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 



 

 

 

1 Arthur, W., & Bennett, W. (1995). The international assignee: The 

relative importance of factors perceived to contribute to success. . 

Personnel Psychology, 99-114. 

2 Caligiuri, P. (1997). Assessing expatriate success: Beyond just being 

there. In Z. Aycan (ed.), new approaches to employee management 

expatriates management. JAI press, 117-140. 

3 Chen, G., & Starosta, W. (2000). The development and validation of 

the intercultural sensitivity scale. Human Communication, 01-15. 

4 Claus, L., & Lungu, P. ( 2011). The effects of individual, 

organizational and societal variables on the job performance of 

expatriate managers. International Journal of Management, 249-271. 

5 Erbacher, D., Netto, B., & Espana, J. (2006). Expatriate success in 

China: Impact of personal and situational factors. The Journal of 

American Academy of Business, Cambridge, 183-188. 

6 Harrison, D., & Shaffe, M. (2005). Mapping the criterion space for 

expatriate success: task and relationship based performance, effort and 

adaptation. The international journal of human resource management, 

1454-1474. 
7 Javidan, M., Teagarden, M., & Bowen, D. (2010). Making it 

overseas. Hrvard Business Review , 109-113. 

8 Johnson, K., Williams, B., Drown, D., Adams, R., & Clayton, D. 

(2002). The population genetics of host specificity: Genetic 

differentiation in dove lice (Insecta: Phthiraptera). Molecular Ecology 

, 25-38. 

9 Mol, S., Born, M., Willemsen, M., & Molen, H. (2005). Predicting 

expatriate job performance for selection purposes: A quantitative 

review. Journal of cross cultural psychology, 339-353. 



 

10 Muhammad , A., Veera Pandiyan, K., & Hoe, c. ( 2012). 

Muhammad Awais Bhatti, Veera Pandiyan Kaliani S Expatriate Job 

Performance and Adjustment: Role of Individual and Organizational 

Factors. Business & Management, 29-39. 

11 Osman, G., & RockstuhI, T. ( 2008). Antecedents and consequences 

of social network characteristics for expatriate adjustment and 

performance in overseas assignments: Implications for HRD. Human 

resource development review, 32-57. 

12 Paik, Y., Parboteeah, P., & Shim, ,. (2007). The relationship 

between perceived compensation, organizational commitment and job 

satisfaction: the case of Mexican workers in the Korean Maquiladoras. 

International Journal of Human Resource Management, 1768-1781. 

13 Ramalu, S., Wei, C., & Rose, C. (2011). The effects of cultural 

intelligence on cross cultural adjustment and job performance amongst 

expatriates in Malaysia. International Journal of Business and Social 

Science, 59-71. 

14 Seibert, S., Kraimer, M., & Liden, R. (2001). A social capital theory 

of career success. Academy of Management Journal, 219-237. 

15 Selmer, J. (1999). Effects of coping strategies on sociocultural and 

psychological adjustment of western expatriate managers in the PRC. 

Journal of World Business, 41-51. 

16 Templer, K. ( 2010). Personal attributes of expatriate managers, 

subordinate ethnocentrism, and expatriate success: a host country 

perspective. The International Journal of Human Resource 

Management, 1754-1768. 

17 Wang, X., & Rabindra, N. (2004). Nationality, social network and 

psychological well-being. International Journal of Human Resource 

Management, 775-793. 
18 Wasserman, S., & Faust, K. (1994). Social network analysis: 

Methods and Application. Cambridge University Press. 

 

 

 


