CROSS-CULTURAL ADJUSTMENT OF EXPATRIATESIN ORGANISATIONS
IN CHINA:

THE NEED FOR A STRATEGIC APPROACH

K atherine Hutchings';
School of Management, Queendand University of Technology

Brisbane, Queendand, AUSTRALIA

Mark Shadur
Department of Business Adminigration, Pennsylvania State University

State College, Pennsylvania, USA

Robert McEllister

School of Internationa Business and Marketing, Queendand University of Technology

Brisbane, Queendand, AUSTRALIA

Key Words. Expatriates Cross-Cultural Adjustment China

Dr Kate Hutchings

School of Management, Queensland University of Technology
GPO Box 2434

Brisbane 4001

AUSTRALIA

Ph: +61 7 3864 1251

Fax: +61 7 3864 1313

Email: k.hutchings@qut.edu.au




CROSS-CULTURAL ADJUSTMENT OF EXPATRIATESIN ORGANISATIONS
IN CHINA:

THE NEED FOR A STRATEGIC APPROACH

Abstract

As organisations increasingly expand their internationa operetions,
preparing their expatriates to cross-cultural manage and maximise
their performance in terms of cultural sengtivity and adaptation is a
maor concern.  Peformance in a cross-cultura sense may be
defined as achieving the bet results for the expatriate, the
organistion and the host country in terms of adaptability and
politica, busness, culturd and socid sengtivity. Achieving such
adaptability and sengtivity involves a Sgnificant amount of training on
the part of organisations and commitment on the part of expatriates.
China is the country for andyss in this research which examines the
condderaion given to training of expatriates in a nation with alarge
distance between home and hogt cultures. China is a Sgnificant Ste
for examinaion of the culturd adaptability skills of expatriates as it
looms large in the current and future trading and expansion plans of
many Audtraian corporations. To-date very little attention has been
given to recognisng or developing the culturd skills necessary for
Audrdian organisations to effectivly operate in this demanding
market. This study is based on information gathered through a series
of semi-gtructured interviews conducted with expatriate managers in
Shanghai. Results from the research indicate that despite a Sgnificant
body of literature suggesting the need for cross-cultura preparation
and training, training of managers for foreign podings is Hill very
much neglected by human resource management departments.
KEY WORDS: expatriates, cross-culturd adjustment China.

As organisations increasingly expand their internationa operations, preparing their expatriates
to cross-culturd manage and maximise their performance in terms of cultural sengtivity and

adaptation is a mgor concern. Performance in a cross-cultural sense may be defined as



sending an employee to a host country operation capable of achieving the best results for the
expatriate, the organisation and the host country in terms of adaptability and political, business,
culturdl and socid sengtivity. Achieving such adgptability and sengtivity involves a sgnificant
amount of training, planning and support on the part of organisations and commitment on the
part of expatriates. Clearly the financia costs and loss of business confidence resulting from
expatriate falure are of mgor concern to organisations (Copeland & Griggs, 1985;
Mendenhall & Oddou, 1985; Punkett et. a., 1992). A failed expatriate has the high costs of
returning to the home country (Milkovich & Newman, 1996) and disruption to the flow of
operations in the host country in addition to the more serious consequences of damaged
relations with the host country organisation and government and potentidly the host market
(Caudron, 1991; Harvey, 1985, Stephens & Black, 1991). As such, maximisng the
performance of expatriates in internationa postings will be an integrd eement of human
resource management and planning as organisations enter the 21 century and the pace of
globdisation necesstates that an increasng number of organisations must think globdly and

ensure that their expatriates are trained to do the same.

To-date research on expatriation has focused primarily on financial losses to organisations
when expatriates return prematurely from foreign assgnments or resign from organisations
shortly after returning to the home country (Black & Mendenhall, 1990; Black, et. d., 1991,
Brewder & Larsen, 1992). However, this limited definition of expatriate falure as initidly
identified in the literature (Black, Mendenhall & Oddou, 1991; Nicholson . d., 1990; Tung,

1982) inaufficiently takes account of the expatriates who remain in the foreign posing and



continue with the organisation but have nonethdess faled in adapting to the host country
culture. Itisthislack of cultura sengtivity, as aresult of being poorly trained, which leads to
failure to adapt on business and socid levels 2. The problem of Sgnificance is not only the
financid cogts which organisations incur in the short-term if expatriates return prematurely or
depart from their organisation, taking skills, expertise and experience to competitors (for an
anaysis of those at risk of premature departure, see Garonzik, Brockner & Siegel, 2000).
Rather, it is the longer-term, more difficult to measure, consequences of perceived failure on
the part of the expatriate hinvhersdf hersdf (Grant, 1997; Shaffer & Harrison, 1998) and the
damaged relations between home and subsidiary organisations and employees). Further, the
literature has consstently  highlighted the problems and conflict inherent where expatriates lack
cross-culturd skills (Sargent & Matthews, 1998; Solomon, 1996), often as determined by
perceptions local employees have of expatriates (Selmer, Kang & Wright, 1994; Thomas &
Toyne, 1995; Watanabe & Yamaguchi, 1995). Hence, it is crucia for organisations as they
move globdly in the coming decades to ensure that their expatriates are sufficiently informed
and prepared for international assgnments. Moreover, it isimportant for researchers to assess
what training organisations are providing to minimise these direct and indirect costs and
provide guiddlines on what is required in the future to minimise the expatriate falure of the

past.

% Poor sdlection (Mendenhall & Oddou, 1985; Phatak, 1989; Selmer, 1999a; Selmer 1999b;
Salmer 1999c; Selmer 1999d; Selmer & Ling, 1999; Shaffer & Harrison, 1998; Stedham &
Nechita, 1994; Tung, 1981) and lack of in-post support (De Cieri et. a., 1991; Harris, 1989;
Nicholson &t. al., 1990) as noted elsawherein the literature are also contributors to poor
cross-cultural performance.



This research examines the need for careful attention to be given to expatriate preparation
through cross-cultural. Moreover, the research intends to broaden the focus from a literature
which is largdy about Japanese, North American and European organisations. As yet, little
research has yet been conducted examining the sdlection and/or support of expatriates in

Audrdian organisations operating in Asa

China has been chosen as the country for andysis asit is currently the world's largest recipient
of internationd foreign direct investment and is worth $U80 billion in 240,000 foreign-funded
and joint venture agreements. Having thus far escaped much of the economic chaos besetting
the rest of Ada, China looms large in the current and future trading and expansion plans of
many Audtraian organisations (Kabanoff & Holt, 1996). Yet, despite the obvious worth of
this country to Audrdian organisations very little attention has been given to recognising the
culturd and socid knowledge required to do business effectively in this expanding market
(Fish & Wood, 1994; IRIC, 1995). Clearly if Chinais a mgor target market for Audtraian
organisations, then the HR departments of these same organisations should be more carefully
considering how they prepare their expatriates to enter such alucrative market and ensure that

the expatriates are not doing irreparable damage to future relations between the two markets.

In order to examine the issue of training of expatriates, this paper begins by reviewing the
literature on expatriate training, egpecidly in rdation to Audrdia, China and Asa  Traning

practices are explored by studying Audralian organisations operating in China. After outlining



the methods for undertaking interviews with expatriate managers of these companies in China,

we andyse the results and identify implications for practice and theory.

Expatriate Training

The need to meet the demands of selecting, training, and supporting expatriates to achieve high
expatriate performance is affecting increesing numbers of organisations as the pace of
internationdisation suggests that in order to survive, many organisations must become
internationaly focused (Goldsmith, 1996; Hirst & Thompson, 1995; Piore & Sable, 1994;
Steiner & Steiner, 1994). In so0 doing, they need to consider the politica, economic, cultura
and socid influences of the host country environment which that entails (Bartlett & Ghoshd,
1990; Bedi, 1991; Dowling & Schuler, 1990). Literature has consstently highlighted the
problems and conflict inherent where expatriates lack cross-culturd skills (Sargent &
Matthews, 1998; Solomon, 1996), and in some cases this has been determined by
perceptions local employees have of expatriates (Selmer, Kang & Wright, 1994; Thomas &
Toyne, 1995; Watanabe & Yamaguchi, 1995). Literature has highlighted the need for
acculturation and adaptation (Bird et. a., 1999; Ward & Rana-Deuba, 1999), the need to
make sense of, and understand other cultures (Odand & Bird, 2000; Odand, DeFranco &
Odand, 1999) and to adapt managerial styles and to interculturaly adapt (Hammer et. d.,

1998; Odand, Snyder & Osland, 1998).



In a survey of Asan managers, Audtrdian managers were ranked poorly in terms of ther
adaptability skills, cross culturd skills and leadership skills (IRIC, 1995). In the Report of the
Industry Task Force on Leadership and Management Skills (Karpin Report 1995, 69) carried
out for the Audtrdian Government, it was suggested that Ausiralian managers might suffer from
one of two things. Fird, that they have limited exposure on the global market, and second,
that internationd best practice may not be widdy pursued in Audraian enterprises or in
management development. In reviewing the Karpin Report, Edwards, ORelly and
Schuwalow (1997) argued that it has been demondtrated that ‘International’ knowledge and
skills are directly related to success in international business. Their paper focused on the link
between language proficiency and export success but acknowledged that the need for broader
internationd’ skills was not well accepted among Audtraian managers and that this lack of
cultura knowledge and language ability was retarding Audiralian business penetration of Asan
markets. Y et despite these arguments having been made, little research has been conducted on
expatriatesin Asaand even less on Audrdian organisations. Clearly, in order to address these
clams, thereis need for research to be conducted on Audtrdian managersin Asato determine

just what training they have received.

The Need to Provide Training

The need to provide preparation, training, support and repatriation to expatriates is clearly
noted in the literature that examines expatriate falure (Black, Mendenhdl & Oddou, 1991;
Caudron, 1991; Mendenhal, Dunbar & Oddou, 1987; Mendenhal & Oddou, 1985; Tung,

1988). The problems associated with expatriate failure have been characterised as relating to



both the work environment and the inability of an expatriate to adjust persondly to the host
country environment. Following on from her earlier sudy, Tung (1990) examined the failure of
United States expatriate managers and highlighted five reasons for poor performance
internationaly, including: inability of a spouse to adjust; managers own inability to adjust; other
family reasons managers maturity levels, and inability to cope with larger oversess
respongibilities.  Accordingly, some significant atention has been given by organisations to
adjusting expatriates to the demands of foreign operations, specificdly, disruption stresses,
trangtion stresses and adjustment stresses, as characterised by Harvey (1985). Further
attention has been given by others to the need to dso involve spouses and families in the
expatriate adjustment process given tha family stresses or inability to cope with the new
environment can be one of the mgor reasons for expatriate falure (De Cieri, Dowling &

Taylor, 1991; Stephens & Black, 1991).

Expatriate satisfaction or success in the foreign posting is aso, in part, dependent upon
avoidance of cultural shock, which are fedings of frudtration and dienation in adapting to a
new and different culture (Furnham, 1990; McEnery and Desharnais, 1990; Oberg, 1960).
Indeed, Black, Mendenhdl & Oddou (1991) convincingly argue that five factors contribute to
internationa adjustment for the expatriate employee, including: predeparture training; previous
oversess experience; organisationd selection; individud skills, and other factors, such as family
adjusment. Clearly, the organisation has a very important role to play in the provison of

training which will make the trangtion to the internationd environment much more successful



for the expatriate and the organisation (Baliga and Baker, 1995; Desphande & Viswesvaran,

1992; Shaffer & Harrison, 1998; Mendenhall, Dunbar & Oddou, 1987; Tung, 1989).

Despite the generd unwillingness of organisations to invest sgnificant funds into expatriate
training, researchers continue to argue for its necessty based on empirical studies of the failure
of expatriates where such training is not provided. In their study of European organisations,
Oddou and Derr (1992) found that firms need to equip expatriates with different skills, and a
comprehensve understanding of a different world and language. Tung (1981), in a study of
European, North American and Japanese organisations, focused on the need to provide
background knowledge of the host country, culturd assmilation programmes, language
traning, sendtivity training and field experience prior to oversess poding. Condderable
research has adso focused specificadly on cross-culturd training and development (Black &
Mendenhall, 1989; Bridin, 1979; Derderian, 1993; Earley, 1987; Hogan & Goodson, 1990;

Wyatt, 1989).

Moreover, in recent years, literature in this area has highlighted the necessity for skillsin cross
cultural adaptation (Bird et. d., 1999; Odand & Bird, 2000; Odand, DeFranco & Odand,
1999;Ward & Rana-Deuba, 1999), and to adapt managerial styles (Hammer et. d., 1998;
Odand, Snyder & Odand, 1998). Further, recent literature has begun to focus on  Hong
Kong and Mainland China (see Selmer, 1999a; Selmer 1999b; Selmer 1999¢; Selmer 1999d;
Sdmer & Ling, 1999). Some of the most ussful research to-date has been done in participant

observetion in longitudind fiddwork (Yee-Man Su, 1996) in which observers gather



information about the daily interaction of individuals and the organisation. Indeed, in such
proximity, the observer is able to make a genuine assessment of the expatriate's adaptation to
the foreign pogting and ability to minimise loss of business confidence and promote cross-

cultural understanding through the host country operations.

Cross Cultural Training and Development

Much of the literature has defined expatriate falure in terms of the expatriate's own
disstisfaction with the internationa posting and tendency to return home early or leave the
organisation shortly after returning to the home nation (Black & Mendenhal, 1990; Black,
Mendenhdl & Oddou, 1991). Expatriate falure, for our purposes, is defined in terms of
inability to adjust to the interculturd demands of the international assgnment and consequent
financid and non-financid costs which result from failure to establish and maintain effective
working relationships with the host nation workforce. These negative consequences may
include voided business dedls, loss of valuable employees, breakup of joint ventures and poor
relations with the host government (Fatehi, 1996:312). Successful performance is defined as
responsveness to the uniqueness of the host nation and the ability to respond to cultura

requirements of the nation as assessed by the loca workforce.

Research has indicated a posgitive link between the provison of cross-culturd training (CCT)
and increased cross-cultura relationship skills and cross-culturd adjustment and job
performance (Black & Mendenhdl, 1989). Further studies suggest that where CCT is

provided, expatriate failure rates are reduced to gpproximately five percent (Kohls, 1985).
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Approaches to CCT include sdf-awareness training; cognitive training; atribution training;
behaviour modification; and experientid training (Bridin, 1979). An expanded verson of this
was later provided by Shames (1986). He suggested that interculturd training programmes
need to include development of expariate aff in the following attributes and skills sdif-
awareness, culturd reading; multiple perspectives, interculturad communication;  culturd
flexibility; culturd reslience <kills in building interpersond relaionships, and intercultura

facilitation skills (Shames, 1986).

Culturd training should include preparation not only for the individua expatriate but aso for
hisher family and should entall pre-departure training in addition to in-post support and
monitoring of sress and performance. Following culture-generd training (focused on cultura

sengtivity awareness), culture-specific training should be provided (Fatehi, 1996:312-18).

Expatriate Training and Asia

Despite the breadth of research into the need for expatriate training, it has overwhemingly
focussed on North American and European cases and ignores the adjustment process for
Ausgtralian managers. In recent work on expatriate adjustment, Seimer (1998) excludes 18
Audraian expatriate managers from a sample of 154 expatriates leaving a group comprising
exclusvely Western European and North American managers. From the growing literature on
busness management practices and policies in Ada, one may speculate that Western
expatriate managers assgned there would have to make congderable sociocultura

adjustments to their roles at work (Child, 1994: Gooddl & Warner, 1997; Selmer, 1997).
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However there are actudly very few studies deding with the work adjustments of expatriate
managers in the Adan region. Bjoraman & Schagp (1994) discuss some problems
encountered by expatriates in Chinese-Western joint ventures and suggested practica waysto
handle these issues. While making some quite pertinent observations about culturd
differences, particularly in attitudes to employee work ethics and digpute resolution the study
had little relevance to the Audrdian situation. Bjorkaman & Schaap (1994) emphasised the
importance of language competence and aso indicated some problems particular to femae
expatriates in China. Davidson (1987) examined effective intercultura interaction in Sino-US
joint ventures, where American and Chinese board members and top managers must work
together to run the company. Weldon & Jehn (1996) studied interculturd conflicts in US-
Chinese joint ventures and Rimmington (1996) examined the management process of
developing a Sino-British joint venture. These studies tended to focus on the very top leve of
executive engagement, conflict resolution and memoranda of understanding. They offered little

in theway of guidelines gpplicable to Audtralian expatriate sdlection.

The two other sociocultura adjusment dimensions, ‘interaction adjustment’ and 'generd
adjusment' have attracted a substantia amount of research over the years and is very well
reviewed in the literature on sojourner adjustment (Church, 1982). However in this body of
literature, only a few authors have dedlt with expatriate business managers. Lee and Larwood
(1983) investigated the cultural socidisation of U.S. expatriate managers in Korea and found
that when they adjusted their attitudes to the host culture it resulted in more work satisfaction.

Mendenhal & Oddou (1985) also supported the significance of non-work roles by analysing

12



and pointing out the importance of expatriate acculturation gained through effective interactions
with host country nationals. Selmer (1992) and Selmer & Leon (1989) found that Swedish
expatriate managers in South-east Asa regarded non-work socidisation difficult, due to the
high language and/or culturd barriers, and of little importance, resulting in them gaining a low
degree of socidisation in the host society. Again the focus of research in non-work related
adjustment has been based on the experiences of North American or Western European
expatriate managers. Apart from some anecdota reports no research addressing this issue

from the Audtrdlian manager's perspective could be found.

Chinese Culture and the Need for Expatriate Training

Certain Eastern cultura values need to be accepted and, indeed, respected by organisations
operating in these environments. In particular, the mgor Confucian vaues underlying Chinais
the relationa orientations (Yau, 1987) of respect for authority, interdependence and group
orientation. Moreover, whilst Hofstede's comparison of Chinese and Western vaues is not
without its detractors, the study does correctly define the Chinese-dominated societies as
callectivig, feminine, having high power distance and a high degree of uncertainty avoidance
(Hofstede, 1980; Hofstede & Bond, 1988). (See also, Trompenaars and Hampden-Turner
(1997, 8-9) for their seven bases of culturd difference. Given that Australia was ranked closer
to the other end of the spectrum as being individudist, masculine and having lower power
distance and uncertainty avoidance, a consderable degree of adaptation is required of

Audraian expatriate managers working in China

13



Specificaly, in terms of business practices, this Eastern approach trandates into considerable
workplace hierarchy, emphasis on hard work, risk taking and abstract goals. The Western
manager therefore is promoting and rewarding workers based on performance related to
effort, stability and interpersona kills - dl of which are perceived by local workforces as
abdract concepts and invarigbly lead to communication difficulties between expetriate
managers and loca employees. Communication is further hindered by the expatriate managers
expectaion that subordinates will interact on an equa leve with hisher supervisors - an
expectation far removed from the experience of cultures acquiescent to authority. Additiona
cultural differences related to understandings of qudity of life bring Western managers into
conflict with eastern employees over expectations on the part of Eastern employees that the
employer should respect family time and responshbiliies. The masculine vaues of
assartiveness, aggressveness and maeridism vaued by the expatriate manager will not

necessarily lead to desired outcomes on the Eastern employee (Ralston et. al., 1995, 74-82).

The chdlenge for the expatriate manager, and specificdly for the organisation in regards to the
development of effective training for expatriates, is to understand the bases of culturd
differences but to move beyond awareness of cultura differences done, to developing respect
for cultura differences. Ultimately, ensuring the success of the expatriate, the organisation and

relations with the host country, demands the ability to reconcile cultura difference.

Methods

14



The information on which this study is based was obtained through semi-structured interviews
conducted with expatriate managers in Shangha, China in April, 1999. Qudlitetive interviews
were conducted with the expatriates with the aim of hearing in detail and complexity how they
describe and contextualise why their companies sdected them for this international assignment,
the nature of the training provided to them, and the in-post support offered by ther
organisations. Thus, the authors were able to ascertain not only what is happening, but dso
why organisations make the choices they do in rdation to sdection, training and in-post

support.

Procedure

From databases of Audrdian organisations operating in China maintained by the China
Secretariat in Audraia and the Australian Consulatate and Austrade in China, 24 organisations
were selected for study. Organisations were selected provided that they met two conditions:
that they had 500 or more employees and had operations in China for at least five years.
These conditions were established for the following reasons. Firg, it was fdt that, given ther
gze and financid resources, large employers would be more likely to have developed some
form of cross-culturd and expatriate training programme. The cut off point of 500 employees
for large firms was sel ected based on previous research (e.g. Morehead et d, 1997). Second,
it was reasoned that organisations which have had operations in China for a lesst five years
would be more likely than more recent investors to have developed a host nation profile and

be acquainted with the cultura demands of operating within this nation. Organisations were
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aso chosen across industries to avoid the possibility of industry-specific training obscuring the

findings

Of the 24 organisations that met the criteria, 22 organisations agreed to participate in the
research. The high response rate was attributed to two factors. First, a belief that the need
for training of expatriates is increasingly considered to be of vita importance to organisations
with an international profile. Second, because of the fact that one of the authors had ingder
datus with a number of the expatriate managers as a result of having spent severd years

sudying and working in China

A semi-gructured interview was designed to be of one hour duration. In practice, interviews
were between forty minutes and two hours in duration. The interview notes were transcribed
and, where necessary, returned to the interviewees for clarification and further comment. At
the interviewees requedt, interviews were not audio-recorded. At al stages throughout the
process expatriates were assured that al information provided was given on a purely voluntary
bass. Moreover, they were reminded that their names, their employees names and the names
of their organisations would not gppear on any data collected and would be kept strictly

confidentid.

Sample

The sample of 22 Audrdian organisations and expatriates were drawn from a multi-industry

background of organisations operating on a joint-venture or direct foreign invesment basis

16



with the proviso being that senior management of the organisations must be non-Chinese. The
ethnic background of the participants was primarily Audrdian Anglo-Saxon. The mgority of
respondents were male, although efforts were made by the researchers to seek interviews with
farly equa numbers of maes and femaes by requesting to interview femae managers. For
biodata on the expatriates interviewed and surveyed, see Table 1. For confidentidity of

participants, pseudonyms for organisations are used throughout.

“Insert Table 1 about here”

The table highlights the nationdity and gender of the respondents. The respondents industry
placing, years of experience in China and as an expatriate esewhere are noted in the table.
Their language proficiency (in addition to English) as well as tharr education in Chinese culture
isaso noted. Of the respondents, the mgjority held the position of CEO or Senior Manager in
the Chinese operation. Of the 22 respondents, 5 were married and the remainder single. The
ages of the respondents ranged from 25 to 45 with the average age being 33. Expatriates
were selected by the organisations contacted. As noted the mgority of the interviewees held
the most senior positions in the host nation operation and hence were the first point of contact

in the targeted organisations.

M easur ement

The interviews with expatriates asked them about types of training provided, culturd training,

language training, practical training, executive briefing, and notice of posting. The questions

17



were developed on the basis of the areas identified in the literature of training provided or that
needs to be provided by organisations sending managers on expatriate postings. Questions

were specificaly adapted to the cultura and business practices of China.

Results and Discussion

One of the key findings of this study is that despite a sgnificant body of literature suggesting the
need for organisations to adequately prepare their prospective expatriate managers for the
cross-cultural demands of managing internetiondly, Hill very little atention is given to training.
This suggests that organisations are till not prepared to invest resources (both monetary and
time) in preparing their expatriates, but a least acknowledge the demands of operating in a
foreign environment are quite different from that of the home environment. Hence, they are
recognising that there is a necessity to choose people who adready possess some of the skillsto
make them more successful than managers who do not have these cross-culturd skills and

knowledge.

Training
With respect to training, expatriates were questioned about types of training, cultura training,
language training, practicd training, executive briefing, and notice of poging. Depite

convincing agument in the literature highlighting the importance of training to culturd

18



adjustment, and hence success for the expatriate and the organisation, the organisations in this

Sudy are dill providing very little training.

Training and problems

Of the twenty-two interviewees, only sx clamed to have received forma training prior to
arriving, or during their assgnment, in China. The mgority of the interviewees argued that some
training is essentia to maximise the expatriate experience. One manager did, however, suggest

that

| have done some consulting on other Chinese societies - Hong Kong,
Tawan, Mdaysa and Singgpore. So, | did not need so much training. |
had only a week's notice of this posting - but | did move back and forth

between home and Chinafor afew months. (4Elec-X-EF).

Sgnificantly, the vast mgority (18) clamed to have encountered problems on a business
and/or socid level, many of whom argued that could have been at least partialy avoided had
they recelved some, or more, training than they did. Most of these problems are consistent with
trangtion stresses and adjustment stresses and are exhibited at a work and non-work level.

Responses to this question included comments such as

19



Numerous examples - where to find things, how to shop, different food
dyles. Socid needs have to be met before you can get on with doing
business (6Hosp-X-AM).

There are vast differences in practices and logigtics. It's hard to define.
How can you educate about this? Previous managers left China suddenly
so there was no changeover period (17Bac-X-AM).

Everything [was a problem] - | had to live in a hotd &t first until 1 could
find an gpartment. | had no idea how to get around, how to order food. |

could not even speak to my staff without an interpreter (19Bac-X-AM).

All interviewees who had experienced problems in ther adgptetion to living in China and
operding in a different busness environment argued that the problems would have a least
partidly been dleviated had they received some cultura training. Though a number argued that
training can never fully prepare you for a new culture until you experience it, most did suggest
that some training would have given them some preparation for what to expect. As one

expatriate argued

no matter what you learn, you will not experience it until you are here. It a

matter of degree how you will cope, but certainly some preparation is vita

(8Food-X-AM).
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The mgor problems faced included socid issues of knowing where to find food and services
they were accustomed to a home, and business issues relating to differing cultural practices.
The mgority of interviewees expressed fedings of dienation and frudtration consistent with
cultura shock. Two of the mgjor business issues mentioned were loss of face and dedling with

customers. As one respondent argued

for me the hardest issue is how to dedl with a cussomer. How to handle
contects. Understanding of issues like competition between companies and
relationship problems. (2Re-X-AM),

definitely the mogt difficult thing to dedl with isloss of face. Even if people

are not performing, it is difficult to reprimand them. (7Hosp-X-AM).

Cultural training

None of the expatriates interviewed had received any specific training on Chinese culture and
cultural sengtivity. This is despite the fact that sSince the early 1980s experts on expatriation
have been cdling for organisations to equip their expatriates with the requisite skills for coping
in foreign pogtings by providing them with culturd assmilation and cultural sengitivity training .

One expatriate commented that,

There was not redly any, but | do not think it maiters. You need to

experience it for yoursdf. | am glad | did not have training - it made much

more sense to me when | lived it, (4Elec-X-EF).
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However, the vast mgority of respondents said there was a very red need to have some
knowledge of the culture before they arrived. Whilgt it has been noted that many of the
expatriates had dready had some forma education in Chinese culture and were likely to have
been chosen on this basis, there Hill seems to be a need for organisations to provide some

additiond training related to its own needs in China. One interviewee noted,

not as such did | receive training in culture. There is a mentor provided.
When | looked for help, | was told, ‘Do what you can'. | was not aware of
time condraints. One needs to be very sdf-sufficient here. Informaly, you
have to seek your own support, and this can pose difficulties. (2Re-X-

AM).

The associated issue which tends to have been neglected by organisations, though, isthat whilst
an expatriate may aready have forma knowledge of China, their family probably will not. As

one expatriate commented,

| received some basc communication techniques, but my family received

none and it is my wife who is out there in the marketplace trying to get by

on asocid level from day to day. (18Bac-X-AM).
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Importantly, as has been consstently argued in the literature, a spouse or family’s
inability to adjust can dso result in expdriate falure, even in cases where the

expatriates themselves have managed to adjust.

Language training

Language training was somewhat better accommodated by organisations with ten expatriates
claming that their organisation provided them with some language classes or would do if there
was the requirement. Of those, 9x sad there was dso the facility for some training in
multiculturd communication as pat of the language course. However, al argued that the
traning is not redly sufficient and only provides the mos rudimentary skills — a sgnificant
oversght of organisations given the noted importance of language for adjusment a work and
non-work levels. One expatriate did suggest however that language sills were not as

important as the ability of an individua to adapt and take a“big picture’ view. Asshe sad,

| head three weeks [language skills] but have had no time to follow up since.
However, | do not see this as a problem. We have had people with
language training but no company knowledge. This does not work. You
want to convey company knowledge to locas - systems need to be
implemented. The task isto train up the locals. We are meant to train as

international managers, not as Chinaexperts. (4Elec-X-EF).

More specifically, she cited the need to have on-going assstance. As she said,
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you need someone to ask once questions arise. However, it is difficult to
take in knowledge. There is a need to become involved or you fed
isolation and londiness in the expatriate community. Attitudes to men and
women are quite different but this needs to be expressed to expatriates.

Denid of culturd difference and difficulties does not help. (4Elec-X-EF).

Moreover, the onusis usudly placed on the expatriates themselves to follow-up their language
skills either through practice or providing their own study. Issues of intercultura communication
are dso virtudly ignored by organisations, athough some language courses do provide some
training in areas of knowledge of attitudes to flexibility and resilience. Again, it is noted that no

organisation in this study had made language classes available to families.

Practical training

Of dl the aress of training examined, it is practical training which is given mog atention by
organisations, athough it should be noted that thisis very much limited to financid and practica
assstance with relocation. All but one of the expatriates had recelved some assistance with
relocation or said it would be made available by their organisation even if they had not availed
themsdves of it because they were dready Stuated in the Adan region or China itsdf.
Relocation generdly covered financia assstance with the move for the expatriate and family, if
required. One expatriate argued that the assistance she had received in this regard was very

comprehengve. As she said,
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It was perfectly organised from hotel accommodeation to an orientation
program to medical assstance and regular trips home. | am aso able to
meet with someone from the company and discuss problems when a

home. (4Elec-X-EF).

In some cases organisations aso provide assstance in helping expatriates to stle in to ther
new environment by providing information about shopping, medica facilities, schools, socid
activities and clubs. One interviewee is actualy employed by her organisation to serve just that

purpose and acts as an on-going liaison consultant to expatriates.

Not one of the expatriates interviewed in this research project had been sent on a short vigt to
China prior to commencing ther poging, athough a number of them had been to China
previoudy whether on short-term work visits with other organisations or as language students.
Almogt dl interviewees argued, however, that it was most desirable for an organisation to send
expatriates on such a vist to ensure that they would have some prior practica knowledge of
the country in which they would live and work. Clearly, having such experience would assst
expatriates in their awareness of the country in which they will be living and hence make it
esser for them to cope in terms of non-work socidisation. This is an agpect which is often
more difficult to adjust to than the work environment and the areawhich actudly may be such a

negative experience that it results in expatriate faillure at awork level. One expatriate sad,
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no, | was not sent on ashort vigt, but | would have liked it. | only received
two weeks natice of this posting — more preparation would have given me
a better understanding of China's culture and what | would be exposed to
and would have asssted my trangtion greetly and made me more effective

asamanager in China. (15Law-X-AF).

Importantly, it was argued, expatriate falure could be somewhat minimised by alowing
expatriates to have some exposure to China prior to being posted. Severd expatriates argued
that it was difficult to have an understanding of Chinajust from theory done and that being able
to spend even just a short term in the country would alow people to know what they were

“getting themselves into”. As one expatriate commented,

many people will know immediately on setting foot in the country whether
they would be able to live here for two or three years. It should save
companies alot of lost money if they would invest more in the initid stages
of expatriation. (19Bac-X-AM).

Further, as a manager in the hospitdity industry suggested in reation to short visits

| think thisis vitd. The company needs to find people with a good China

attitude who are looking for a chalenge and a culturd experience and this

could be ascertained from ashort trip. (6Hosp-X-AM).
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Executive briefing

Contrary to expectations very few organisations fully prepare their expatriates about the nature
of their organisation’s business in China. Less than half (10) of the expatriates had received an
executive briefing on their organisation’s operations in China. Of these, the mgority had been
fairly comprehensive covering the economic environment in China, the organisation’s specific
long-term gdrategies in China and the role that the given expatiate was to play in this process.

As one expatriate said,

My briefing was fairly comprehensive. It was one month's familiarisation in

Sydney about organisational changesin China. (14Law-X-AF).
However, other expatriates claimed that whilst they had recelved an overadl Srategic outline,
there probably was more need to have a sense of how the subsidiary operation actualy
worked on a daily basis. One expatriate (12Rec-X-AM) said that he has been briefed by the
locd manger and that this was probably more beneficid than having received the information

from headquartersin Audraia Another expatriate commented along Smilar lines,

Yes, my company was very hands-on. However, they could not redly

provide me with the amount of information that | would need about the

subsidiary office. (10Educ-X-AF).
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Notice of posting

The mgority of interviewees argued that they had received very little notice of their posting to
China and hence there was little time for their organisation to fully train and prepare them for
the demands of the new environment. Two of the expatriates had received three months notice,
one had received sx weeks notice, and eeven had received one months notice.  One
expatriate had received three weeks notice, four had received two weeks notice, and three
expatriates had received only one weeks notice of ther posting to China.  As would be
expected, the mgority of expatriates complained that they had not had enough time to organise
themsdves for the move or prepare themselves emotionaly, much less to have received
adeguate training to alow them to cope socidly and in a business setting in their new posting.

As one expatriate summarised the experience of many others,

| hed very little preparation. | was Smply given some information about

production and performance in China and the like and expected to read it

mysdf. (16TransX-AM).

Or as another commented,

| was just asked if | was willing to live in China for two years and then sent

on a one-day language course. | arived in China two weeks later.

(21IMan-X-AM).
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Mogt believed that they had in effect received no training, and certainly not training which
would prepare them culturdly for the demands of the new environment. As one expatriate

lamented,

The only training | can redly say | recelved was about company specific

briefs in relation to China and the product's market. Training is certainly a

very neglected part of this company’s preparation for foreign postings

(18Bac-X-AM).

Conclusons

Implicationsfor Practice

Current research suggedts that expatriate training is rardly provided and, where it is, tends to
be very much ad hoc in nature. It is evident then that expatriate training or preparation and
consequent repatriation needs to be improved in a number of important aspects. There is a
clear need for expatriates to be fully briefed prior to being sent on overseas postings and that
these would be more effective if they included god-setting, performance expectations,
awareness of socio-cultural limitations of operating from a business and socia perspective in
the hogt environment. It follows then that the more country specific the training, the better.

However, generdigt training, particularly in reference to knowledge of culture shock and
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reverse culture shock would aso be desrable aspects to incorporate into the training

programme.

Arguably, the mgor areain need of improvement is culturd training. Where traning of this
nature is provided it tends to be rather ad hoc and in response to problems that have arisen
rather than being provided as a preventative measure. While some organisations do provide
preparation for their expatriates, many organisations ill provide little or no culturd and
language training or executive briefing. Those that do not risk not only severe emationa
consequences for their employees but aso mgor problems of adjustment and operation for
the subsidiary workplace. Moreover, the lack of attention given by organisations to providing
training for expatriate spouses and families can be a mgor factor resulting in expatriate failure
in host country operations. It has been clearly documented that providing the family with the
skills and knowledge to dedl with the new environment can be a mgor contributor to the

success of the expatriate.

Given that organisations continue to post PCNs oversess, the time spent on developing
effective expatriate training programmes would be money and time well invested and could
ubgtantidly reduce the problems associated with having expatriate managers who are
emotionaly and practicaly ill-equipped for the demands of business and socia environment in
their host country operation. Whilst sending individuds and/or families on short vigts to
countries of expected posting involves consderable time and resources, the indirect benefitsin

terms of increased individua employee confidence and ability to adapt to, and respect, the
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loca people and environment, is probably substantial.  Further, to extend the training to
encompass repatriation and succession planning would provide organisations with a committed
group of individuas who are suited to being transferred back and forth across internationa
operations. Moreover, organisations that are thinking drategicaly in their human resource
management planning for expatriates aso need to build succession planning and career pathing
into preparation of their expatriates. As a guide to follow we suggest that training include the

factors outlined in the Table 2:

“Insert Table 2 about here”

Implicationsfor Theory

As noted, despite the breadth, and in some cases, depth, of research into the need for
expatriate training, the focus has overwhemingly been on North American and European
cases. To this end, research examining the adjustment process for Australian managers and
for expatriates in Asamakes a vauable contribution to existing literature. Within the bodies of
literature that have examined Ada, the focus has been largely on top-level managers, conflict
resolution and sociologica interaction and generd adjusment. Little attention has hitherto
been given to non-work adjustment and the implications it has for work adjusment. Where it
has been considered, the focus has been largely North American and European. Apart from
anecdota research conducted by the authors and mentioned briefly in other literature, no
research addressing these issues from the perspective of Australian managers could be found.

Importantly then this research broadens the areas of existing literature. However, whilst it has
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the benefits of focusng on a developing nation with a mix of Confucian and Communist roots,
it does 4ill provide vauable implications for practice which may be generdised across the
expatriation experience. This research adso supports the generdisations in exigting literature
which may be made about China concerning the need for training (and perhaps a more
ggnificant need given its greater culturd distance than previoudy examined nations). Despite
the convincing argument made in the literature for culturd preparedness of expatriates,
organisations are dill giving very little attention to providing, or developing these programs
themsdlves, to utilise with their expatriates. Much of the onus is resing on the expatriates

themsdvesto find thelr own areas of need and informally seek out assstance.

Implications for Future Resear ch

This study makes two key contributions to existing literature and research. Firg, it examines
training of expatriates for operations in China. This is a Sgnificant contribution given that the
majority of existing literature focuses on North America and Europe. Second, the research
establishes amodd and guiddines for organisations to follow in preparing their expatriates for
foreign posting to best ensure their cultura preparedness and ability to adapt and be sendtive
to theloca Stuation. However, it is acknowledged that this research is limited by being based
on a smdl sample and the future research which is based on a larger sample would be
beneficid. A larger sample could include awider range of nationdities for the companies and
expatriates examined. We further suggest that further research, could broaden this initial study
to include a quantitative survey of expatriates as wel as a quantitative survey of the

expatriates loca employees. Moreover, literature and practice would aso be better informed
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by future research focused on other aspects beyond the scope of this research which do affect
the ability of expatriates to adapt and be culturdly sengtive. A most important factor is the
influence of spouses and families, which are covered dsawhere in the literature but have not

been examined in the context of China.

33



Refer ences

Bdiga, G. and Baker, J. (1985). "Multinational Corporate Policies for Expatriste Managers’,
Advancements in Management Journal. 3:31-38.

Bartlett, C. and Ghoshal, S. (1990). Managing Across Borders: The Transnational
Solution. Cambridge: Harvard Business Schoal.

Bedi, H. (1991). Understanding the Asian Manager, Sydney: Allen and Unwin.

Bird, A. et d., (1999). “Adapting and Adjusting to other Cultures. What we Know but Don't
Always Tdl’, Journal of Management Inquiry, 8(2):152-165.

Black, J. (1989). "Repatriation: a Comparison of American and Japanese Practices’,
Proceedings of the Eastern Academy of Management Conference. Hong Kong, pp.45-
49,

Black, J. (1991). "Retuning Expatrictes Fed Foreign in their Native Land", Personnel.
63(8):17.

Black, J. and Gregorsen, H. (1991). “When Yankee Comes Home’, Journal of
International Business Sudies. 22:671-694.

Black, J. and Mendenhdl, M. (1989). “Cross-Cultura Training Effectiveness. a Review and
Theoreticd Framework for Future Research’, Academy of Management Review.
15(1):113-136.

Black, J. and Mendenhdl, M. (1990). “Cross-Cultura Training Effectiveness. a Review and
Theoreticad Framework for Future Research”, Academy of Management Review. 15:113-
136.

Black, J. and Stephens, G. (1989). “The Influence of the Spouse on American Expatriate
Adugment and Intent to Stay in Pacific Rim Overseses Assgnment”, Journal of
Management. 15(4):529-44.

Black, J. Gregorsen, H. and Mendenhall, M. (1992). Global Assignments, Jossey-Bass,
San Francisco.

Black, J. Mendenhall, M. and Oddou, G. (1991). “Toward a Comprehensive Modd of

International Adjustment: An Integration of Multiple Theoretical Perspectives’, Academy of
Management Review. 16(2):291-317.

34



Brewster, C. and Larsen, H. (1992). “Human Resource Management in Europe: Evidence
from Ten Countries’, The International Journal of Human Resource Management.
3(3):409-434.

Bridin, R. (1979). "Orientation and Programs for Cross-Culturd Preparation”, In A.
Marsdlla, R. Thorp and T. Civorowski (eds.). Perspectives on Cross-Cultural Psychology.
Academic Press, New York.

Caudron, S. (1991). “Training Ensures Success Overseas’, Personnel Journal. 70:27-30.

Child, J. (1994). Chinese Management During the Age of Reform, Cambridge University
Press, Cambridge.

Church, A. (1982). ‘Sojourner Adjustment’, Psychological Bulletin, 91 (3): pp.540-577.
Copeland, L. and Griggs, L. (1985). Going International, Random House, New Y ork.

Davidson, W. (1987). ‘ Creating and Managing Joint Ventures in Chind, California
Management Review, 29, pp.77-94.

Davidson, P. & Kinzd, E. (1995) “Supporting the Expatriate A Survey of Audrdian
Management Practice”, Asia Pacific Journal of Human Resources, 33 (3), pp.105-116.

Davidson, P. (1988). Human Resource Management in an International Environment.
Brishane: QUT.

De Cieri, H., Dowling, P. and Taylor, K. (1991). “The Psychologica Impact of Expatriate
Relocation on Partners’, The International Journal of Human Resource Management.
2(3):377-414.

Derderian, S. (1993). "International Success Lies in Cross-Cultural Training”, HR Forces.
April:9.

Desphande, S. and Viswesvaran, C. (1992). "Is Cross-Cultural Training of Expatriate
Managers Effective?’, International Journal of Intercultural Relations. 16:295-310.

Dowling, P. and Schuler, R. (1990). International Dimensions of Human Resource
Management. Boston: PWS-Kent.

Early, P. (1987). “Intercultural Training for Managers. a Comparison for Documentary and
Interpersonal Methods’, Academy of Management Jour nal. 30(4):685-698.

35



Edwards, RW. O'Rellly, H. & Schuwaow, D. (1997). “Globd Personnd Skills: A Dilemma
for the Karpin Committee and Others’, Asia Pacific Journal of Human Resources, 35 (3),
pp.80-89.

Fatehi, K. (1996). International Management: a Cross-Cultural and Functional
Perspective New Jersey: Prentice Hdll.

Fish, A. and Wood, J. (1994). “Integrating Expatriate Careers with Internationad Business
Activity’ , The International Journal of Career Management. 6(1):3-13.

Furnham, A. (1990). "Expatriate Stress', In C. Cooper and S. Fisher (eds). On the Move
New York: Wiley.

Gaonzik, R. , Brockner, J, & Siegd, PA (2000). “Identifying International Assignees at Risk
for Premature Departure: The Interactive Effect of Outcome Favourability and Procedural
Fairess’. Journal of Applied Psychology, 85(1):13-20.

Goldsmith, A. (1996). Business, Government and Society: The Global Political
Economy. Chicago: Irwin.

Gooddl, K. & Warner, M. (1997). ‘Human resources in Sino-foreign joint ventures: selected
case sudiesin Shangha compared with Beijing’, International Journal of Human Resource
Mangement, 8 (50): pp.569-594.

Grant, L. (1997).. “That Overseas Job Could Derail Your Career” , Fortune. 135:166.

Hammer, M. et. d., (1998). “A Test of Anxiety/Uncertainty Management Theory: The
Intercultura Adaptation Context”. Communication Quarterly, 46(3):309-326.

Harvey, M. (1983). "The Other Side of Foreign Assgnments. Dedling with the Repatriation
Problem”, Columbia Journal of World Business. 18(2):53-59.

Havey, M. (1985). “The Executive Family: An Overlooked Variable in Internationa
Assgnments’, Columbia Journal of World Business. 20(1):84-92.

Harvey, M. (1989). "Repatriation of Corporate Executives’, Journal of International
Business. 20(1):84-92.

Hirgt, P. and Thompson, G. (1995). Globalization in Question. Cambridge: Polity.

Hofstede, G. (1980). Culture's Consequences: International Differencesin Work-Related
Values. Beverly Hills: Sage.

36



Hofstede, G. and Bond, M. (1988). The Confucius Connection: From Cultura Roots to
Economic Growth, Organisational Dynamics. 16(4):4-21.

Hogan, G. and Goodson, J. (1990). "The Key to Expatriate Success', Training and
Development Journal. 44(a):50-52.

Industry Taskforce on Leadership and Management SKills, (Karpin Report) (1995).
Enterprising Nation: Renewing Australia’'s Managers to Meet the Challenges of the
Asia-Pacific Century. Canberra AGPS.

Ingtitute for Research into Internationad Competitiveness (IRIC), (1995). Customer’s Views
of Australian Management: Asian-Pacific Viewpoints Perth: Curtin University.

Kabanoff, B. and Holt, J (1996). “Changes in the espoused values of Ausraian
organisations:1986-1990” , Journal of Organisational Behaviour. 17:201-219.

Lee Y. & Lawood, L. (1983) ‘The Socidization of Expatriate Managers in Multinational
Firms, Academy of Management Journal, 26 (4): pp.657-664.

Mamman, A. (1992). "Expatriates Intercultural Effectiveness. Relevant Varigbles, Hypothesis
and Implications’, First International Conference on Expatriate Management
Proceedings, School o f Business, Hong Kong Baptist College, HK.

McCarthy, P. (1990). "The Art of Training Abroad", Training and Development Journal.
44:13-18.

McEnery, J. and Desharnais, G. (1990). "Cultural Shock", Training and Development
Journal. April: 43-47.

Mendenhdl, M. Dubar, E. and Oddou, G. (1987). "Expatriation Selection, Training and
Career Pathing: aReview and Critique’, Human Resour ce Management. 26:331-3345.

Mendenhdl, M. and Oddou, G. (1985). “The Dimensons of Expatriate Acculturation”,
Academy of Management Review. 10(1):39-47.

Milkovich, G. T. and Newman, JT. (1996). Compensation. 5" edn. Richard Irwin,
Chicago.

Nicholson, J. et d., (1990). “Psychological Aspects of Expatriate Effectiveness’, in Shaw, B.
et d., (eds) Research in Personnel and Human Resource Management. 8(2):127-145.
JAI, Greenwich.

Oberg, K. (1960). "Culture Shock: Adjustment to New Cultural Environments'. Practical
Anthropology. 7:177-182.

37



Oddou, G. and Derr, C. (1992). "European MNC Strategies for Internationadising Managers.
Current and Future Trends', Third International Conference on Personnel/Human
Resource Management. Ashridge Management College, Ashridge, United Kingdom, July 2-
4,

Oddou, G. and Mendenhdl, M. (1991). "Successon Planning for the twenty-first Century:
How Wdl are we Grooming our Future Business Leaders?’, Business Horizons. 34(1):26-
34.

Odand, J. & Bird, A. (2000). “Beyond Sophisticated Stereotyping: Cultural Sense Making in
Context” Academy of Management Executive, 14(1):65-79.

Odand, J, DeFranco, S, & Odand, A. (1999). “Organisational Implications of Latin
American Culture’. Journal of Management Inquiry, 8(2):19-234.

Odand, J, Snyder, M. & Hunter, L. (1998). “A Comparative Study of Managerid Styles
among Femae Executives in Nicaragua and Codta Rica’. International Sudies of
Management and Organisations, 28(2)54-73.

Phatak, A. (1989). International Dimensions of Management. 2™ edn. PWS-Kent
Publishing, Boston.

Piore, M. and Sable, C. (1984). The Second Industrial Divide: Possibilities for
Prosperity. New York: Basic Books.

Punkett, J. et d., (1992). “The Chalenge for Women Expatriates and Spouses. Some
Empirical evidenceg’, The International Journal of Human Resource Management.
3(3):585-592.

Rimington, R. (1996). The Management Process of Developing a Sino- British Joint Venture,
in Child, J. & Lu, Y. eds. Management Issues in China: Volume 11- International
Enterprises.

Sargent, J. and Matthews, L. (1998). “Expatriate Reduction and Mariachi Circles’,
International Studies of Management and Organisations, 28(2):74-96.

Salmer, J. (1992). ‘Culturd Preparation of Expatriate Top Managers. An Exploratory Study
of Swedish CEOs in Southeast Asa, Working Paper Series No. MS91080, Business
Research Centre, School of Business, Hong Kong Baptist College, Hong Kong.

Selmer, J. (1997). ‘Expatriate or local bosses? HCN subordinates preferences of leadership
behaviour’, International Journal of Human Resource Management, 7 (1): pp.164-177.

38



Salmer, J. (19999). “Adjusment to Hong Kong: US vs European Expatriates’. Human
Resource Management Journal, 9(3):83-94.

Selmer, J. (1999b). “Career Issues and Internationd Adjustment of Business Expatriates .
Career Development International, 4(2):77-87.

Sdmer, J. (1999c). “Effects of Coping Strategies on Sociocultura and Psychologica
Adjustment of Western Expatriate Managers in the PRC’. Journal of World Business,
34(1):41-51.

Samer, J. (1999d). “Western Business Expatriates Coping Strategies in Hong Kong vs the
Chinese Mainland’. Asia Pacific Journal of Human Resources, 37(2):92-107.

Sdmer, J & Ling, E. (1999). “Adjustment of Mainland PRC Business Managers Assgned
to Hong Kong” . Journal of Asian Business, 15(3):27-42.

Salmer, J, Kang, I-L., and Wright, P.J. (1994). “Manageria Behaviour of Expatriate versus
Loca Bosses’, Internationa Studies of Management and Organisations, 24(3):48-63.

Shaffer, M. A. and Harrison, D. A. (1998). “Expatriates Psychologica Withdrawa from
International  Assgnments. Work, Non-Work and Family Influences’,  Personnel
Psychology, 51:87-118.

Solomon, CM. (1996). “Danger Beow! Stop Failing Globa Assignments’, Personnel
Journal, November: 78-85.

Stedham, Y. and Nechita, M. (1994). "The Expatriate Assgnment: Sdlection, Training and
Repatriation - Best Practices’, Proceedings of the Fourth Conference on International
Human Resource Management. Gold Coast, Australian, July 5-8.

Steiner, G. and Steiner, J. (1994. Business, Government and Society: a Managerial
Perspective New Y ork: McGraw-Hill.

Stephens, G. and Black, S. (1991). “The Impact of Spouses Career Orientation on
Managers During International Trangtions’, Journal of Management Sudies. 28(4):417-
428.

Radgon, D. et d., (1997). "The Relevance of Equity Vdues in Eagtern Cultures’, In Whose
Business Values?: Some Asian and Cross-Cultural Perspectives, ed. S. Stewart and G.
Donleavy Hong Kong: Hong Kong Baptist College, Hong Kong.

Thomas, D. & Toyne, B. (1995). “Subordinates Responses to Culturad Adaptation by
Japanese Expatriate Managers’. Journal of Business Research, 32(1): 1-11.

39



Trompenaars, F. and Hampden-Turner, C. (1997). Riding the Waves of Culture.
Understanding Cultural diversity in Business. 2™ edn. London: Nicholas Bredey.

Tung, R. (1981). "Sdection and Training Personnd for Overseas Assgnments’. Colombia
Journal of World Business. 16(1):68-78.

Tung, R. (1982). “Sdection and Training Procedures of US, European and Japanese
Multingtionds’, California Management Review. 25(1):57-71.

Tung, R. (1988). The New Expatriates. Managing Human Resources Abroad, Balinger:
Cambridge, Massachusetts.

Tung, R. (1990). "International Human Resource Management Policies and Practices a
Comparative Andyss', Research in Personne and Human Resources Management,
Supplement 2:171-186.

Ward, C. & Rana-Deuba, A. (1999). “Acculturation and Adaptation Revisited’. Journal of
Cross-Cultural Psychology, 30(4):422-442.

Watanabe, S. and Yamaguchi, R. (1995). “Intercultura Perceptions at the Workplace: The
Case of the British Subsidiaries of Japanese Firms’, Human Relations, 48(5):581-607.

Weidenbaum, M. (1995). "The Changing US Role in Southeast Asd’, Executive Speeches.
9(4):17-19.

Weden, E. & Jehn, K.A. (1996). ‘Conflict Management in US-Chinese Joint Ventures’, in
Child, J & Lu, Y. (eds) Management Issues in China: Volume 11- International
Enterprises.

Wyatt, T. (1989). "Understanding Unfamiliar Personnel Problems in Cross-Cultura Work
Encounters’, Asia Pacific Human Resource Management. 27(4):5-18.

Yau, H. (1989). Chinese Culturd Vdues and Marketing Implications.  Unpublished
manuscript cited in Raston, D., €. d., "The Relevance of Equity Vaues in Eastern Cultures’,
In Whose Business Values?: Some Asian and Cross-Cultural Perspectives. ed. S. Stewart
and G. Donleavy Hong Kong: Hong Kong University Press.

Yee-Man Siy, N. (1996). Getting In, Getting On, Getting Out: The Role of Participant

Observation Research in a Professional Organisation. BRC Working Peper Series
Number 960202, Hong Kong Baptist University.

40



Table 1: Biodata for Expatriates

Respondent Yearsin Yearsas L anguages Education in
Code China expatriate Chinese culture
esewhere
1 Bac-X-EM 11 2 Mandarin, Yes
German
2 Re-X-AM 1 1 Mandarin Yes
3 Print-X-AM 3 Mandarin Yes
4 Elec-X-EF 3 2 German No
5 Prop-X-AM 2 Mandarin Yes
6 Hosp-X-AM 11 Mandarin No
7 Hosp-X-AM 5 No
8 Food-X-AM 5 No
9 Educ-X-AF 3 No
10 Educ-X-AF 6 Yes
11 Rec-X-AM 1 Yes
12 Rec-X-AM 2 Yes
12 Cat-X-AM 3 3 No
14 Law-X-AF 1 Yes
15 Law-X-AF 1 No
16Trans-X-AM 3 No
17 Bac-X-AM 2 3 Mandarin No
18 Bac-X-AM 7 Mandarin Yes
19 Bac-X-AM 1 No
20 Bac-X-AM 1 7 No
21Man-X-AM 2 No
22 Food-X-AM 2 No
Respondent Codes:

Industry type: Bac = building and construction industry, Re = real estate industry, Print = printing
industry, Elec = electronic and components industry, Law = legal industry, Trans = transportation
industry, man = manufacturing industry, prop = property industry, Hosp = hospitality industry,
Food = food and beverage industry, Educ = education and training industry, Cat = clothing and

textilesindustry
Nationality: A = Australian, B = British, E = European, NA = North American

Gender: M = Male, F= Femae
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Table 2:
Factorsto be Considered in Training of Expatriates for | nter national Postings

Pre-departuretraining and information for expatriate and/or family

Didactic information training about host nation
History
Culture
Geography and demographics
Economy
political sructure

Language
classes for expatriate and family
sf-indructiond tapes
interpersona communication

Cultural sensitivity training
socid practices
business customs
coping with cultural shock
norms, values, non-verba behaviour

Practical training
hedth, safety and medica
food, water and shopping
trangportation, communications and mail

Executive briefing
nature of company's operations
host nation organisationd strategies
interaction with host country ingtitutions

Field experience
vigtsto intended nation prior to posting
meetings with returned expetriates
exposure to mini-cultures in home nation
hogt-family surrogate
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