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Abstract

The number of Chinese expatriates has vastly expanded with an increase of
240% to more than 1.4 million during the last decade (MOFCOM, 2021; 2010).
However, little attention has been paid to them and their adjustment
experiences in academic circle. Currently, the majority of research of
expatriate adjustment is western-specific, and almost all theories and models
in this field are developed from western perspective and naturally lack a
consideration of non-western situational factors. This research focuses on the
adjustment of Chinese business expatriates and aims to explore the factors
influencing their adjustment and develop a framework of adjustment thus to

help better understand and guide the practice of Chinese expatriates.

The research adopts grounded theory research and attempts to contribute to
the body of knowledge on adjustment of Chinese expatriates and construct an
explanatory theory that reveals the inherent process of expatriation. The
findings identify four major themes influencing the adjustment of Chinese
business expatriates: expatriation reasons, expatriation difficulties, supporting
resources and adjustment strategies. On that basis, this research develops a
framework of adjustment of Chinese business expatriates, which reflects the
influence of Chinese context and represents a new perspective of describing

the adjustment process of them.

As grounded in the practice of Chinese business expatriates, this research
makes significant theoretical and practical contributions to the field. As an
innovation and redevelopment of existing cross-cultural adjustment research, it
describes and explains the expatriation practice and adjustment of Chinese
business expatriates. It also serves as a reference for human resource
managers and expatriates and guides them on how to recognise and cope with

the issue of expatriate adjustment. Some suggestions have been put forward

\%



for relevant organisations to improve expatriates’ adjustment according to the

research findings.
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Chapter 1 Introduction to the research

1.1 Introduction

This research seeks to advance the understanding of the adjustment of
Chinese business expatriates. This introduction chapter first presents the
research motivation, followed by a description of the background to this
research through a brief introduction to expatriation and presenting a trend of it
and then providing the significance of expatriate adjustment. It then explains
the necessity of conducting this research, presents the research questions,
aims, and objectives, provides a brief overview of the research method, and
discusses the significance and potential theoretical and practical contributions
of this study. The chapter concludes with a brief introduction to the thesis

structure.

1.2 Research motivation

For more than twenty years, | have been studying and working with English
language in mainland China. As a college English teacher with two oversea
study experiences (one in the UK studying for doctorate degree, the other in
the US as a visiting scholar), | have had many opportunities to communicate
with different kinds of people from different countries and cities. | am used to
the situation that people have different interpretations of a same particular
sentence, or event, and that, in a bigger sense, how they make meanings and
construct their own world through their own language. Through these
intercultural communications, | sense and perceive ubiquitous differences and
common values between cultures and individuals, and this enables me to see
and interpret the world from a more inclusive and open perspective.

| pay due respect to and hold empathy for every person from different places,
countries and cultures, and feel disappointed to a world that falls into anger
and fear as | think people, no matter who is taking a temporary lead, are all
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constructing, living in and trapped in their own world with their unique and
specific conditions. | then believe that effective dialogues between cultures is
the source of progress of human civilizations, which cannot be attained easily
just by some scratch rather than through a deep, authentic and sincere
interaction. For this reason, | came to the UK for my doctoral study.

As a DBA student, | was very excited about learning in business management
field. 1 enjoyed being out in a different environment, and business
management patrticularly interested me because of the opportunity to learn
new knowledge and skills which | could apply within my further career as
perhaps an educational manager.

However, my experience of studying and living in the UK has witnessed not
only about the excitement and joys of pursuing knowledge and experiencing
new lifestyle, but also involved with anxiety and pains due to my cross-cultural
adjustment. | identified there was real difficulty in coming from a very different
culture, and this really impacted on people’s ability to fulfil their potential. |
deeply felt that cross-cultural adjustment is a great challenge even though |
had a certain understanding of British culture and language, and my
adjustment level and quality undoubtedly influenced my learning outcome
explicitly and implicitly.

Interestingly, my background enables me to reflect on my personal adjustment
and gradually develops and promotes my curiosity and interest in the topic of
cross-cultural adjustment. If I, as a relatively culturally prepared “expatriate”,
faced and suffered from this cross-cultural adjustment, then what about the
other Chinese overseas? This question naturally led me to the adjustment of
Chinese business expatriates, a general topic which connects both
cross-cultural adjustment and business administration. What difficulties do
they encounter? How do they adjust? Apart from my curiosity and interest, |
also expected to present a picture of Chinese business expatriates from a

non-western perspective and promote better understandings between different



culture groups.

1.3 Research background

1.3.1 Expatriation in change

Multinational corporations (MNCs) rely on expatriate employees to improve
their competitiveness in the global market (Kraimer et al., 2016). Since WW?2,
and in particular this past generation, the world has witnessed the continued
acceleration of economic globalization and an increasing rise in labour mobility
(Baruch et al., 2016). Common reasons for organisations to use expatriates
are control and coordination, knowledge transfer and learning development
between parent company and host subsidiaries (Baruch et al., 2016). However,
this trend has been interrupted by the unexpected Covid-19 pandemic, which
challenges many assumptions about work and life, and decreases global
mobility (Lazarova et al., 2022). MNCs defer all or part of their international
assignments, with many international assignees working in countries different
from the original host country (Mercer, 2021). At the same time, more than half
of expatriates have to return home to continue working. More companies are
forecasting decreases in the short term rather than increases in numbers for
most assignment types compared to their pre-pandemic plan (ECA
International, 2020). However, industry reports remain optimistic about the
eventual return of international assignments. MNCs largely view such
restrictions as temporary, with a majority (86%) of global mobility leaders
noting that they are only delaying - not eliminating - new international
assignments (PwC Mobility, 2020).

Having the right person in the right place at the right time is always crucial, and
global mobility has demonstrated extraordinary value by helping maintain
business continuity in turbulent times of employee turnover and border
closures (Deloitte, 2021). Almost all (98%) business leaders believe that their

global mobile professionals are essential to the implementation of the strategy



(Santa Fe Relocation, 2021), which is consistent with the view of multinational
corporations (MNCSs) relying on expatriates to improve their competitiveness in

the global market before the pandemic (Kraimer et al., 2016).

1.3.2 The significance of expatriate adjustment

IB field has long known that expatriates will experience stress when they are in
a novel or uncertain environment (Gudykunst, 2005; Stahl and Caligiuri, 2005)
and has been working on cross-cultural adjustment (Okpara and Kabongo,
2022). Literature shows that expatriates’ adjustment is closely related to their
performance (Uddin et al., 2020; Jyoti and Kour, 2015), and the consequence
of failure in adjustment can be overwhelming to both expatriates and their
organisation.

The cost of international assignments remains high in both financial and
nonfinancial aspects (Sarkiunaite and Rocke, 2015). In terms of financial cost,
it is estimated that unsuccessful expatriates cost between 2.5 to 10 times the
rate of a local hire (Ditchburn and Brook, 2015). Nonfinancial consequences
for the company include reputational damage, loss in relationships with
government, business partner and customers, loss of business opportunities,
and morale loss in local organisation (Shi and Franklin, 2014). Difficulties in
expatriate adjustment can mean psychological stress for the individual,
reduction in performance and failure to integrate (Sambasivan et al, 2017),
expatriate burnout and wasted talent (Gibson et al, 2015). A failed expatriation
also causes loss of self-confidence, strained family relationships, and career
disruption (Gibson et al., 2015). In addition, expatriates’ poor adjustment and
performance may lead to negative behaviors like excessive absences, alcohol
and drug abuse, depression, aggression toward others and possible early
termination of assignments (Rosenbusch et al, 2015). It is estimated that as
many as 40% of employees return home early due to an inability to adjust (Kim

and Slocum, 2008). Therefore, expatriates’ adjustment becomes a key factor



in the success of the international assignment.

It is on the basis of the significance of expatriate adjustment that a number of
theoretical summaries and frameworks have been developed in the past three
decades (e.g., Black et al. 1991; Takeuchi, 2010; Haslberger et al., 2013)
which have deepened understanding of expatriate adjustment and have
effectively guided expatriation practice. However, the understanding of
expatriate adjustment keeps changing with time and international situations.
The past decade saw a stalled globalization, though not collapsed, with more
protectionist measures. Political deglobalization has advanced much further,
and there is likely to be more intense conflict over trade and financial
regulation in the future, and resistance to immigration will grow stronger
(James, 2018). In addition, the health and economic crisis caused by
COVID-19 has increased the uncertainty of expatriation and expatriate
adjustment. Caligiuri et al (2020) find that there are fewer foreigners living
abroad, and those sent abroad need to achieve greater success faster than
previous generations of expatriates, because the risk of expatriation seems to
be higher, and their adjustment speed will be crucial. Employees may prefer to
stay wherever they feel most comfortable, fulfilled and safe (Prudential, 2021),
which in turn may limit the supply of employees who are willing to accept
international assignments (Collins and Sheeran, 2020). As a result, improving
expatriates’ experience has increasingly become an important means to
improve expatriation efficiency (Airinc, 2021).

It is indeed that norms for expatriation and global mobility are changing as a
result of the pandemic, with uncertainty and virtual work playing a larger role in
the management of foreign assignments (Végh et al., 2023). However, only 3%
of the company interviewed have a formal policy for virtual assignment when
40% are considering of it (Airinc, 2023), which indicates that virtual assignment
will not necessarily replace existing assignment types. “Living and working

abroad”, contributing to a range of international skills, a global perspective, and



intercultural competence, along with a “global mindset” to lead and facilitate
effective work and communication, is still one of the key reasons that
individuals choose and HR departments encourage international assignments
(Végh et al., 2023). Therefore, the research on expatriate adjustment will be of
greater practical and theoretical significance in such a new era of global
mobility with new context, a mix of assignment types, and a changing

employee experience.

1.4 The need for this study

1.4.1 A large, rapidly growing and under-researched Chinese expatiate
group

In the past two decades, China’s global presence has expanded, and more
and more Chinese managers have been sent to work abroad to accomplish
organisational goals (Lin et al., 2018). As the largest emerging economy,
China’s fast-growing Outward Foreign Direct Investment (OFDI) has attracted
the attention of many scholars (Fan et al., 2013). By 2020, China’s outward
FDI net flows reached $153.71 billion and the accumulated outward FDI net

stock reached $ 2.58 trillion (table 1.1), accounting for 20.2% and 6.6% of the

Table 1.1: China’s Annual Outward FDI Flows and Stock since 2010 (adapted
from MOFCOM, 2021)
(Billions of US Dollars)

Flows Stock

Year Global Share in Global

Amount . Amount .

Ranking World Ranking

2010 68.81 5 52% 317.21 17
2011 74.65 6 4.4 % 424.78 13
2012 87.80 3 6.3 % 531.94 13
2013 107.84 3 7.6 % 660.48 11
2014 123.12 3 9.1% 882.64 8
2015 145.67 2 9.9 % 1097.86 8
2016 196.15 2 135% 1357.39 6
2017 158.29 3 111 % 1809.04 2
2018 143.04 2 141 % 1982.27 3
2019 136.91 2 104 % 2198.88 3
2020 153.71 1 20.2 % 2580.66 3




global total respectively and ranking first among all countries (regions) in terms
of outward FDI flows and third in terms of stock. There are 28 thousand
Chinese domestic investors had established 45 thousand overseas
enterprises in 189 countries (regions) around the world. At the end of the year,
the total number of employees was 3.613 million, including 2.188 million
foreign employees and 1.425 million expatriates, accounting for 60.6% and
39.4 of the total respectively (MOFCOM, 2021). Compared to 2010 data, the
growth of China’s OFDI stock rose from 17th to third place, with an increase of
713.3%, the number of overseas enterprises with an increase of 181%, the
number of foreign employees with an increase of 179% (table 1.2), the number

of Chinese expatriates with an increase of 240% (MOFCOM, 2021; 2010).

Table 1.2: Change of the number of investors, overseas enterprises, employees in
2010 and 2020 (adapted from MOFCOM, 2010; 2021)

2010 2020 Increase
Number of Investors 13000 28000 115%
Number of O

Hmiber of Verseas 16000 45000 181 %
Enterprises

Number of Countries 178 189 +11

Total Employees 1.103 million 3.613 million 228 %

Foreign Employees 0.784 million 2.188 million 179 %

Expatriates 0.419 million 1.425 million 240 %

Clearly, China’s growing outward investment and large Chinese expatriate
group deserve intensive academic attention. However, most of the existing
literature focuses on European and American samples, with little attention paid

to Chinese overseas enterprises and Chinese expatriates (Yao, 2014).

1.4.2 Expatriate adjustment with Chinese characteristics

National culture impacts the practice of management, and management is
different around the world (Hofsted, 2001). There is no universal theory to
guide the support of expatriation practice because of the complexity of the
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factors that influence expatriation experience (Gonzalez-Loureiro et al., 2015).
Wood and Mansour (2010) also point out that many theoretical frameworks
and measurement tools have been found to be culturally binding. China’s
specific national and cultural situation may make expatriates’ adjustment
different from those of western counterparts, therefore, the existing research
which mainly focus on the western samples cannot fully explain and guide the
Chinese expatriate practice.

Chinese overseas enterprises are still in the early stage of internationalization
and are less efficient in international human resource management. Rui et al.
(2016) point out that the expatriation management system of Chinese MNCs is
characterised by a combination of material and spiritual incentives, centralised
control, and collective support, and due to the competitive advantages of their
employees such as low cost, high efficiency, and hard-working attitude, a large
number of expatriates are sent overseas to help the company develop markets,
complete projects or help facilitate the flow of resources and information
between parent and subsidiary companies. The proportion of Chinese
expatriates in Chinese overseas enterprises is much higher than that of
western expatriates (He, 2019), and the success rate of Chinese expatriates is
“not high” (Wang and Niu, 2018).

In terms of culture, the obligations to the family or the group are highly valued
in Chinese society, and there are distinct boundaries between the members in
and out of the group, community, and organisation (Pun et al., 2000). In
addition, the institutional environment in China is different from that in other
countries (Li and Scullion, 2010), such as paternalistic leadership in business
management, the influence of Confucian culture and social norms based on
Guanxi (Farh and Cheng, 2000). On the contrary, the western interpersonal
relationship is based on individual rather than collective interests (Chuang et
al., 2015). The great differences between -cultures challenge Chinese

expatriate managers (Choo et al., 2009). Lack of understanding of Chinese



expatriates’ adjustment will not only affect the performance of Chinese
enterprises and expatriates, but also lead to difficulties in cross-cultural
communication. Rui et al.’s (2017) fieldwork revealed that sometimes the
isolation of Chinese expatriates was perceived as indifferent, drawing criticism
from local officials and residents, and that this attitude negatively affected their
chances of securing future contracts. Therefore, it is necessary to deeply
analyze the characteristics of adjustment of Chinese expatriates and build a
culturally specific framework, so as to better understand the adjustment of

Chinese expatriates and better guide the practice.

1.4.3 Paucity in research and the need for this study

As mentioned in previous sections, some theoretical summaries and
frameworks of expatriate adjustment have been developed in the past
decades (e.g., Black et al. 1991; Takeuchi, 2010; Haslberger et al., 2013)
which have deepened understanding of expatriate adjustment and have
effectively guided expatriation practice. However, most of the research is
western-specific, developed from western perspective, and naturally lack a
consideration of non-western situational factors. They focus on samples from
more developed countries and areas such as European and American, with
little attention paid to Chinese overseas enterprises and Chinese expatriates
(Yao, 2014), which does not match the large and rapidly growing Chinese
expatriate group.

There do exist a limited yet growing body of literature in academia that has
begun to focus on and examine the Chinese expatriates and their adjustment
issues (e.g., Okpara et al., 2021; Huang et al., 2020; Nadeem and Mumtaz,
2018; Wang et al.,2017). However, the majority of these studies of Chinese
expatriates have relied on existing Western-based research and theoretical
frameworks, with a scarcity of empirical research that fails to fully reveal the

impact of the Chinese context on expatriates and their adjustment. There is



also a lack of a new theoretical framework for expatriate adjustment
constructed from Chinese perspective.

China’s unique ethnic and cultural environment and the distinctive
characteristics of expatriates it shapes result in significant differences in the
adjustment of Chinese expatriate employees compared to Western cases (e.g.
Lin et al., 2018; Jaw et al., 2007). Given the fact that there severely lacks
in-depth revelation and interpretation of the Chinese context, the existing
theories are insufficient to fully explain and guide the practice of Chinese
expatriation. Therefore, innovative exploration of the adjustment mechanisms
of Chinese business expatriates and the construction of adjustment theories
based on the Chinese context is conducive to addressing the current research
deficiencies in this field, as well as the insufficiency in theoretical and practical

guidance.

1.5 Research questions, aim, and objectives

1.5.1 Research questions

My background and interest led me to the topic of expatriate adjustment, and
finally | decided to turn it into an empirical study. The initial research question
was “how do Chinese expatriates adjust to the new environment”. As the study
proceeded, the research questions evolved and were specified and made
more operational for the study, listing as follows.

Research question 1. What are the factors that influence the adjustment of
Chinese business expatriates?

Research question 2: What adjustment processes are experienced by Chinese
business expatriates?

Research question 3: What is the connection between the research-based

findings and the existing literature relating to expatriate adjustment?

1.5.2 Research aim and objectives
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The aim and objectives of this study are closely related to the original research
guestions, which in turn contributed to the evolution of the original questions.
The aim of this research is to develop a framework of adjustment of Chinese
business expatriates thus to help better understand and guide the practice of
Chinese expatriates. The objectives of this research are as follows:

Objective 1: To explore the perceptions of Chinese business expatriates
pertaining to the specific factors influencing their adjustment, and to identify
these factors using grounded theory methodology.

Objective 2: To explore the adjustment processes experienced by Chinese
business expatriates by identifying the potential relationships between those
influencing factors.

Objective 3: To develop a framework of adjustment of Chinese business

expatriates.

1.6 A brief introduction to the research method: the constructivist
grounded theory

Grounded theory (GT) is a structured but flexible methodology, and it works
when little is known about a phenomenon and aims to produce or construct an
explanatory theory that reveals the processes inherent in the focused
substantive field (Birks and Mills, 2015; Bryant and Charmaz, 2007; Glaser
and Strauss, 1967). In management research, it has a strength in creating
theories relevant to practitioners and exploiting micromanagement processes
in complex situations (Jones and Noble, 2007). Given the lack of the
understanding of Chinese business expatriates’ adjustment and the aim of this
research is to develop a framework of adjustment of Chinese business
expatriates thus to help better understand and guide the practice of Chinese
expatriates, GT is highly consistent with the exploratory nature of this research
and the purpose of developing a specific theory (see more in chapter 3.6).

This study is guided by interpretivism (see more in chapter 3.3) which holds
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that human actions create meaning, and reality is multiple as different cultures,
environments, times, and people create and experience different meanings
(Denzin and Lincoln, 2011). The purpose of interpretivism research is to create
new and richer understandings and explanations of the social world. This
research adopts the constructivist grounded theory to guide the data collection
and analysis (see more in chapter 3.7.1 and chapter 3.7.2). The constructivist
GT recognizes the subjective nature of reality, emphasizes that knowledge is
socially constructed, and acknowledges that individuals interpret and give
meaning to their experiences based on their unique perspectives (Bryant and
Charmaz, 2019). Therefore, participants in this study are viewed as
coresearchers, experts in the field, and their voices are made to the most. The
method not only aligns with a constructivist worldview but also emphasizes
emergent and flexible coding strategies, allowing for a more dynamic and
adaptable analysis of the data. Unlike more rigidly structured approaches, it
encourages an open attitude toward early literature review (see more in
chapter 2.2), fostering a more organic and iterative research process
(Charmaz, 2014). Its flexibility and emphasis on emergence allow for a more
nuanced exploration of the data and, consequently, a more nuanced
theoretical development, which is highly consistent with the nature of this

study.

1.7 Significance of conducting this research

1.7.1 Theoretical significance

Deepening and broadening the perspective of understanding expatriation is a
feature of current academic research (Baruch et al., 2016). The existing
literature has contributed considerably in creating and constantly enriching the
field of business expatriates’ adjustment. However, as it mainly focuses on
western expatriates, or expatriates from developed economies (Peltokorpi,

2008), the field lacks understanding of Chinese expatriates and their
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adjustment (Yao, 2014; He, 2019). This study focuses on Chinse business
expatriates and their adjustment during their assignments, which were
neglected and under-researched by academic field. By adopting a grounded
theory approach, it probes into the concerned topic in the specific context and
aims to explore the factors influencing the adjustment and the adjustment
process and thus to construct a specific conceptual model of the adjustment of
Chinese business expatriates.

In addition, it further fills the research gap in terms of the research subjects
(Chinese business expatriates) and the expansion of research content
(context-specific adjustment processes) and enriches the existing
cross-cultural adjustment research. Therefore, this study represents a
contribution to the creation of new knowledge in a previously neglected

context.

1.7.2 Practical significance

This study is of practical significance to concerned expatriates, their
organisations, and in a broad sense, communication and understanding in the
process of globalization.

Through in-depth interviews with the participants (Chinese business
expatriates), this study provides a detailed description of the factors
influencing their adjustment and presenting a picture of their adjustment
process, which will help develop a deeper understanding of the Chinese
business expatriation. As for Chinese business expatriates, the findings will
help them make their decisions whether to relocate, get more prepared for the
difficulties they are likely to face, what resources they can use to deal with
those difficulties, hence better achieve their comprehensive goals of
expatriation.

This study provides implications for the overseas enterprises. The findings of

the adjustment process will help overseas enterprises better understand their
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assignees and the factors influencing their work and life in the host country,
based on which they can make targeted management of expatriation that is
conducive to the sustainable development of both expatriates and overseas
enterprises.

Moreover, this study will help promote communication and understanding
between Chinese expatriate and other relevant cultural groups. In the frontline
of cross-cultural communication, Chinese business expatriates subject to
tremendous cross-cultural adjustment pressure, and their behavior may cause
misunderstandings, even resentment. The description of the adjustment
process of Chinese expatriates not only helps themselves be more
culture-aware, but also helps other cultural groups and stakeholders better
understand this group and thus to promote mutual understanding, respect and

cooperation.

1.8 Structure of the thesis

The thesis is divided into six chapters, described below.

Chapter one provides a brief introduction to the research. It first presents the
research motivation and then the research background, including the changing
expatriation practice and research and the significance of expatriate
adjustment. Next, the need for this study is explained. It also presents the
research questions, aims, and objectives, provides a brief overview of the
research methodology, discusses the significance of conducting this research.
The chapter concludes with a brief introduction to the thesis structure.

Chapter two mainly provides an initial review which helps to understand the
extant knowledge, find out the possible research gaps, and justify the research
topic. It first introduces the literature review strategy of this research, and then
two key concepts of the study, expatriate and expatriate adjustment, are
reviewed and defined thus to set boundaries and guide the subsequent study.

It then reviews and focuses mainly on some influential theories and

14



frameworks on cross-culture adjustment from PSA field (psychology, sociology,
anthropology) and IB field (the international business). A brief review of
specific relevant studies within the field of expatriate adjustment is then
conducted, followed by a discussion on the research gap arising from the
evolving context of Chinese business expatriates.

Chapter three first introduces the framework of research design, and then
mainly describes and justifies the research philosophy, approach to theory
development, methodological choice, research strategy, techniques and
procedures adopted. Interpretivism is presented as the research philosophy to
guide the research and the inductive and qualitative method are adopted. A
general discussion of the grounded theory is then provided and justified. Then
presented is the data collection process including a description of the sampling
criterion, sampling method and sample size, and semi-structured interviews as
the data collection method, followed by the description of data analysis
process with explanation on coding process, the use of memo, diagrams and
the research software NVivo. The quality of the research is then discussed.
The chapter concludes with a discussion and reflection on ethical
considerations in the research process.

Chapter four describes the main findings of this research. Identified through
the application of grounded theory data analysis process, four main themes,
including expatriation reasons, expatriation difficulties, expatriation supporting
resources and expatriation adjustment strategies are presented, and their
general forming process and their key subthemes are introduced and
explained. These main themes are subsequently used in chapter 5 to develop
a context-specific adjustment framework for Chinese business expatriates.
Chapter five further discusses and interpret the main findings presented in
chapter four in a way that answers the research questions thus to meet the
research aims and objectives. The framework of adjustment of Chinese

business expatriates is developed and explained. It then discusses the
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connection between the research-based framework and the existing literature
by comparing and contrasting it with the existing literature from both theoretical
level and theme level, which also serves as a justification for the new
framework.

Chapter six concludes the whole research project mainly with a presentation of
the conclusions from the research. It presents three major research outcomes
and discusses the achievement of the research objectives. It then discusses
the research contributions from both theoretical and practical perspectives.
The limitations of this study are also discussed, and it concludes with

implications to the practice and a reflection to the research journey.
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Chapter 2 Literature Review

2.1 Introduction

This chapter first discusses the literature review strategy of this grounded
theory research. It adopts an open and flexible attitude by admitting the
significant role of initial literature review and reviewing whenever it is needed
through the whole research process. The arrangement of the literature review
is also explained briefly. Next it defines two key concepts, expatriate and
expatriate adjustment based on existing literature. It then reviews both the
literature on cross-culture adjustment from PSA field (psychology, sociology,
anthropology) and IB field (the international business) and focuses mainly on
some influential theories and frameworks, which help identify the extant
knowledge and lay a solid foundation for this research. Subsequently, a brief
review of specific relevant studies within the field of expatriate adjustment is
conducted, followed by a discussion on the research gap arising from the
evolving context of Chinese business expatriates. The concluding summary
highlights the relevant research gaps and briefly discusses the necessity of

this study.

2.2 Literature review strategy

The place of the literature review in grounded theory research has long been
both disputed and misunderstood (Charmaz, 2014). The dynamic interplay of
data collection and data analysis makes it difficult to decide how and when
should literature review be conducted (Payne, 2007).

In their seminal work on grounded theory, The Discovery of Grounded Theory
Strategies for Qualitative Research, Glaser and Strauss makes it clear that an
effective strategy is to ignore the theoretical and factual literature of the field
under study in order to ensure that the emergence of the themes will not be
contaminated by concepts that are more appropriate to other fields. However,

they respectively offer new and different perspectives and understandings
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from their initial idea on the literature review as the grounded theory research
develops.

Glaser (1978) points out that the literature review should be conducted only
after the emerging theory has been sufficiently developed. Because the
emerged core concepts will guide researchers to the specific literature and
help expand and surpass the initial theory developed. Strauss and Corbin
(1994) argue that Glaser overestimates the impact of researchers’ prior
academic training and knowledge on theory development.

Strauss and Corbin (1998) make literature reading an essential part prior to the
research. They divide the literature into “technical literature” @ and
‘non-technical literature”, @ and they argue that literature can be read at all
stages of research However, literature is read to stimulate thinking, clarify
research questions, and develop rooted theories, not to form hypotheses and
test them, as is the case in quantitative research. Therefore, they repeatedly
caution that one must not become a prisoner of the literature but should place
a higher value on the researcher’s own first-hand resources.

Glaser (1992) disagrees with Strauss and Corbin and argues that the fact of
borrowing certain existing related concepts and theories to help produce new
theory is no longer a grounded theory but a forced one. Glaser argues that
reading the literature is not about validation, but rather about integrating
differences and expanding theories through successive comparisons. Glaser
seems to ignore the accumulative feature of knowledge and believe in a pure
grounded theory that can always provide creative and exciting knowledge.

Many scholars have strongly questioned Glaser’s claim. Charmaz (2009)

" Technical literature: Reports of research studies and theoretical or philosophical papers

characteristic of professional and disciplinary writing that can serve as background materials
against which one compares findings from actual data.

® Nontechnical literature: Biographies, diaries, documents, manuscripts, records, reports,
catalogs, and other materials that can be used as primary data, to supplement interviews and
field observations, or to stimulate thinking about properties and dimensions of concepts
emerging from data.

18



argues that an open mind is not the same as an empty mind, and prior
conception not necessarily lead to preconception (Dey, 1999). The rigid forcing
of the information will not happen if the researchers maintain a critical attitude
when doing literature review, remain reflective and avoid being influenced by
existing research and preconceived ideas (McGhee, et. al, 2007; Ramalho,
et.al, 2015). Charmaz (2007), in her own advocacy of constructivist grounded
theory, greatly highlights the role of literature review, arguing that it should not
only be a separate chapter of the dissertation, but should also be used
throughout the study.

In general, this study takes full advantage of both views on literature review
within the grounded theory and adopts a more open and flexible attitude. On
one hand, this study admits the important role of the initial literature review
while keeping Glaser’s warning in mind that not to fall into the trap of
“preconceptions forcing theoretical outputs”. In fact, the literature review work
at the beginning of the study was intentionally reduced to help boost the
possibilities of forming original theoretical frameworks and creative themes. On
the other hand, the study agrees with Charmaz’s view that literature should be
used throughout the study whenever it is needed.

The literature review of this study has generally been divided into two phases
in terms of both time course and chapter presentation. An initial work of
literature search and review is included in chapter 2, where some theories and
theoretical frameworks of cross-cultural adjustment are reviewed in order to
better understand and guide the study at the theoretical level, and a deeper
and detailed exploration of the expatriate adjustment literature is conducted in
accordance with the emerged subthemes and themes, which is presented in
chapter 5. These two parts are intertwined and cannot be clearly separated.
For example, a very broad search and review of the literature of expatriate
adjustment were conducted in the first stage, and some theories of

acculturation and expatriate adjustment were reviewed during the second
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stage. However, in order to make a clearer presentation, the work of literature
reviewing is presented as it is in chapter 2 and 5.

Generally, the first stage of the literature review identified that the majority of
current expatriate studies are based on western theoretical frameworks,
western expatriates and their practices, and there are few studies on Chinese
expatriates, let alone the context-specific frameworks on their expatriation. The
second stage focused on the theories and literature relevant to the emerged
themes, providing insights into and laying a solid foundation for theory forming

through comparison and contrast.

2.3 Definition of two key concepts

Hasty and imprecise definitions threaten the structural validity of the concept of
expatriate study (McNulty and Brewster, 2017). The measures used in the
empirical study may not accurately represent the concepts being tested
(Cappelli, 2012), which makes it difficult to draw precise inferences from
studies and to assess and compare findings (Bono and McNamara, 2011).
Therefore, it is necessary to develop a definition with structural clarity to
overcome the confusion of concepts of global mobility. As this study focuses
on Chinese expatriates and their adjustment, the key concepts are “expatriate”
and “expatriate adjustment”. The following two sections will have discussions

on these two concepts and make research-specific definitions of them.

2.3.1 Expatriate

Few scholars in expatriate studies have dedicated their articles to properly
defining this academic term, and it seems that everyone understands the
concept (He, 2019), however, the definition remains controversial (McNulty
and Brewster, 2017).

From a very broad perspective, expatriate is “a person living in a country that is

not their own” (Oxford Learners Dictionary, 2022), or “someone who is living in
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a country which is not their own (Collins Dictionary, 2022). Therefore, it is used
broadly to describe all kinds of movers (McNulty and Brewster, 2017), and its
number may be more than 200 million worldwide (Clarke et al., 2017). Ward et
al. (2001) consider expatriate as a type of “sojourners”, a temporary resident
who volunteers to live abroad for a period of time (usually 6 months to 5 years),
usually with a specific mission or contract. McNulty and Brewster (2017, p23)
define it on the basis of the previous literature as “a person who lives outside
their native country, and is physically mobile across international borders,
whether for professional or personal reasons, whether for short or long periods
of time, whether organisationally sponsored or not, and regardless as to
whether one is crossing an ocean or moving across land”. Guided by this
definition, expatriate group may include different types, such as business
expatriate, military expatriates (Fisher, 2017), religious expatriates
(Oberholster and Doss, 2017), expatriate academics (Selmer et al.2017),
sports expatriates (Dolles and Egilsson, 2017).

This study focuses on business expatriates in IB field. The definition of
business expatriates is also varied. Aycan and Kanungo (1997) consider
business expatriates as employees of commercial organisations sent to
another country to complete a job or organisation-related objective for a
pre-planned period (usually between 6 months to 5 years). Harrisson et al.
(2004) put forward that expatriates are citizens of the home country or
nationals of a third country appointed by the parent company to work in
subsidiaries of the host country. Andresen et al. (2014) and McNulty and
Selmer (2017) divide it into Assigned Expatriate (AE) and Self-initiated
Expatriate (SIE). He (2019) divides expatriates into three different types:
traditional, non-traditional and self-initiated expatriates. The traditional
expatriate is typically a Western male executive, aged 40-50, sent overseas on
a corporate assignment and accompanied by his wife and children.

Non-traditional expatriates are those assigned employees different from the
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traditional ones, such as females, those younger than 30 or older than 60,
singles, LGBTIs. Self-initiated expatriates are generally professionals or
knowledge workers who are actively seeking employment abroad, as
independent global workers but not assigned individuals.

The definition of expatriate varies and develops over time. This conceptual
ambiguity can still create confusion for learners and practitioners in the field
and be problematic for the study itself. Therefore, building on the efforts of
previous studies and the common practice of Chinese expatriates, this study
defines “business expatriates” and uses it as a basis for data collection and
analysis.

Based on existing research and the consideration of the specific situation of
Chinese expatriates, this study defines Chinese business expatriates from five
perspectives: space, time, purpose, individual characteristics (place of origin,
nationality), and the job position. From the perspective of space, this study
agrees with McNulty and Brewster (2017) that expatriates physically cross
international boundaries. In terms of time, previous studies have mentioned
the planned period differently, such as six months to five years (Aycan and
Kanungo, 1997), less than three months to one year and two to five years
(McNulty and Brewster, 2017). As this short-term (usually less than one year)
is always related to confused terminologies, such as flexpatriates who work
abroad for a period of between one and two months, international business
travelers for a period of between one to three weeks (Andresen and Bergdolt,
2016). Unlike long-term expatriates, these short-term ones are not bound to
one place and are able to work flexibly in different cultures and places, and
that means different cost, different management of their global workers for
organisations, and that their families don’t relocate because of the short time
period (Makelad et al., 2017). As a result, expatriates will experience very
differently due to the length of expatriation period. What is more, this study

finds that the expatriation period of Chinese business expatriates is usually
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more than one year from the initial exploration. Therefore, this study holds that
the time business expatriates engaged in the host country should be at least
one yeatr.

As for the purpose of expatriation, this study holds an open attitude
considering both organisational and individual needs. One of the main
characteristics of Chinese business expatriates is being employed by a
business organisation, which means expatriates can be sent by a domestic
business organisation for work, or voluntarily sent to the host country and
employed by the local business organisation. This includes both AEs and
SIEs.

In terms of individual characteristics, the business expatriates being studied
are from mainland China, excluding Chinese who study and live in foreign
countries all year round and go directly to work in the host countries and
Chinese from Hong Kong, Macao and Taiwan and overseas. Because these
places outside mainland China have different development process and
different social characteristics, and that inevitably causes the differences
between expatriates from these places. Therefore, this study focuses on the
business expatriates from mainland China.

In terms of job positions, the traditional western business expatriates are
usually senior managers. However, the Chinese expatriate group are very
large and complex due to its specific context. Therefore, this study is not
limited to senior managers but to cover a wide range, including expatriates in
different positions but excluding those supporting groups like labour workers,
cooks and drivers.

In conclusion, in this study “Chinese business expatriate” is defined as: a
Chinese from mainland China who is sent abroad by a commercial
organisation or is spontaneously expatriated and employed by a commercial
organisation in the host country, usually working as a management role or

professionals for more than one year.
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2.3.2 Expatriate adjustment

In different studies on cross-cultural contact, various terms are used, such as
acculturation, adjustment, adaptation, inter/cross-cultural adjustment /
adaptation, which caused confusion and misunderstanding. The term
acculturation is more commonly used in the psychology, sociology,
anthropology (PSA) field, which focuses on exploring the social context to
which immigrants and sojourners adapt (e.g., Berry, 1997; Ward et. al., 2001).
Adjustment is an important concept in the literature of acculturation, but there
are definition problems in the literatures (Church, 1982). Adjustment and
adaptation have been interchangeably used to refer to the same point (Aycan,
1997; Searle and Ward, 1990), such as the feeling of satisfaction and
acceptance and a state without mental health problems (Berry and Kim, 1988).
To some researchers, intercultural adaptation / adjustment are the same
concepts (e.g., Chen,2012; Hippler et al. 2017). Matsumoto et. al., (2007)
make a distinction between adaption and adjustment. They think adaption is
based in the socio-cultural domain and define it as the process of changing
one’s behavior or cognition in different environments in order to better interact
with the environment and achieve the desired end goal. In contrast, adjustment
is defined as the subjective experiences associated with and result from
adaptation. Kim (1995, 2001) attributes the confusion or inconsistent
definitions of the concepts to the overlap in meaning between them and uses
the term cross-cultural adaptation to cover these similar concepts and make it
a more general expression.

Researchers engaged in international business (IB) field which focuses on
business expatriates seem to ignore the subtle differences among these terms,
and especially after Black et al.’s (1991) international adjustment framework
became popular and gradually took dominance, there is almost a consensus of
the use of “adjustment” (e.g., Black et. al., 1991; Aycan,1997; Takeuchi, 2010;
Okpara and kabongo, 2011; Maertz et. al., 2016; Hippler et al. 2017; Peltokorpi
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and Zhang, 2020; Miocevic and Mikulic, 2021) which considers both
adjustment to the specific work environment and a broader social-cultural
environment.

However, definition of “expatriate adjustment” varies even in the IB field. In

general, the literatures witness an evolved and increasingly open route when

defining the term. Dawis and Lofquist (1984) take adjustment as the ongoing

process of expatriates establishing and maintaining a mutually responsive and
harmonious relationship with the work environment. The individual strives to
achieve satisfaction with the work environment, while the work environment
works to find satisfactoriness with the individual. Black et al. (1991) proceed
the adjustment research by providing a multidimensional model which consider
adjustment as the perceived level of psychological comfort. Many researchers
agree and follow Black et al.’s (1991) definition, such as Aycan (1997),
Caligiuri (2000), Takeuchi et al. (2002) and Takeuchi (2010) who consider
cross-cultural adjustment as the psychological adjustment of an individual to a
changing environment that allows him or her to reduce conflict and stress and
to increase psychological comfort and ease in the work or non-work
environment. Gudykunst (2005) and Matsumoto et al. (2007) also consider
adjustment from psychological perspective. For Goodkunst, feeling
comfortable in the host culture, communicating effectively and behaving
appropriately are the keys to cross-cultural adjustment, and managing
uncertainty and anxiety is the key to adjustment. For Matsumoto et al. (2007),
adjustment is psychological outcome associated with adaptation.

Berry (1992) views adjustment differently from the previous researchers.
Successful adjustment is a state of “homeostasis” that the individual maintains
a balanced mental state that leads to effective functioning (Torbiorn, 1982). He
defines adjustment as “a state whereby changes occur in the individual in a
direction of increased fit and reduced conflict between the environmental

demands and the individual attitudinal and behavioral inclinations”.
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Based on the perspective of fitness between person and environment (Dawis
and Lofquist, 1984) and of psychological comfort (Black et al.,1991), Hippler et
al. (2017) define expatriate adjustment as the combined results of
domain-specific change processes in the behavioral, cognitive and affective
dimensions assessed by the expatriate and the new environment which leads
to the individual’s subjective well-being and social functioning in the new
environment.

The definition keeps updated and becomes more comprehensive. However,
that may be not enough to cover a culturally specific context. Based on the
previous studies and the practices and characteristics of Chinese expatriates,
this study works to describe the adjustment of Chinese expatriates and make a
specific definition. It considers adjustment as an issue derived from the
cross-cultural contact and the changes by all its related influences because of
the international assignment and agrees with Black et al’s (1991)
“‘psychological comfort” perspective, Berry’'s (1992) view of “effective
functioning on a balanced mental state”, and Hippler et al.’s (2017) integrated
view of “combined results leading to both subjective well-being and social
functioning”. Hence this study defines expatriate adjustment as the combined
results of expatriates’ interaction with all the factors in the whole expatriation
as well as the process by which the expatriates continuously seek a balanced
mental state. This definition considers expatriate adjustment as both a process
and an outcome. It holds a multi-stakeholder perspective but meanwhile
expatriate oriented as it is just these expatriate individuals who keep
interacting with the stakeholders and are the final bearer of all results and
consequences. Therefore, expatriates strive for psychological balance and
develop an overall positive appraisal of their assignment thus to ultimately

complete the set task and achieve the individuals’ comprehensive goals.
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2.4 A review of theories and frameworks of cross-cultural adjustment

As this study focuses on the adjustment issue of Chinese expatriates, with a
purpose to construct a specific adjustment framework, a review on the theories
and frameworks of cross-cultural adjustment becomes essential and vital.
There are mainly two streams of literature that have been exploring
cross-cultural adjustment (Gonzalez et al., 2015). One is the acculturation from
PSA field (psychology, sociology, anthropology) that focuses on immigrants to
a new country and their degree of adaptation (e.g., Berry, 1997; Ward et. al.,
2001), and the other is international assignee adjustment from the IB field (the
international business) which focuses on the relocation of employees to a new
country and their relative success in their work assignment (e.g., Black et. al.,
1991; Aycan,1997; Takeuchi, 2010; Okpara and kabongo, 2011; Maertz et. al.,
2016; Peltokorpi and Zhang, 2020; Miocevic and Mikulic, 2021). PSA and IB
research, with the previous one paying attention to the social and cultural
environment and the latter to organisation or work environment, use different
methods and frameworks. However, the two streams recently begun to overlap
and show that cross-cultural adjustment is necessary for both immigrants and
expatriates, whose success have the focus on the host country environment
and their ability to adapt (Gonzalez et al., 2015).

Obviously, expatriates working in different cultural environments are not only in
a working environment but are also exposed to and have to contact with the
local social, political, cultural, and economic life. Hence, the study of expatriate
adjustment should be based on the integration of PSA and IB fields and thus to
develop a more comprehensive understanding on Chinese expatriates and
their adjustment.

Therefore, in order to put this study (whose purpose is to build an adjustment
framework based on Chinese expatriates) into the developing research system
and lay a good foundation for the theory construction, both the literature on

acculturation from PSA field and international assignee adjustment from 1B
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field were reviewed, with the initial stage focusing on some influential theories
and frameworks.

It also should be noted that different terms referring to cross-cultural
adjustment used in these different literatures, such as acculturation (e.g., Berry,
1997; Ward et. al., 2001), adaptation (e.g., Kim 2001) and adjustment (e.qg.,
Black et al. 1991; Aycan, 1997; Takeuchi, 2010; Haslberger et al., 2013;
Martez, 2016). Generally, researchers engaged in IB field seem to ignore the
subtle differences among these terms and there is a consensus of the use of
“adjustment” which considers both adjustment to the specific work
environment and a broader social-cultural environment. Therefore, the term

cross-cultural adjustment is used in the subheadings for the consistency.

2.5 Some cross-cultural adjustment theories and frameworks in PSA field
This section reviews some popular theories and frameworks of cross-cultural
adjustment in PSA field from the perspectives of stages, strategies, process
and communication.

2.5.1 Cross-cultural adjustment: from the perspective of stages

Scholars engaged in cross-cultural research divide the process of
cross-cultural adjustment into different stages from the psychological
perspective. The earliest relevant research is Lysgaard’s (1955) U-shaped
curve. Based on a survey of 200 Norwegian Fulbright scholars in the United
States, Lysgaard finds the process of cross-cultural adjustment usually goes
through three stages: initial adjustment, crisis, and regained adjustment. That
is, the sojourners experienced from the novelty and happiness at the initial
contact with the foreign culture, then a decline of satisfaction to depression,
and finally to the recovery of emotions. By describing the
contact-depression-adjustment process, he puts forward U-shaped curve
assumption. However, this assumption lacks solid theoretical support and

empirical data (Furnham,1988), and subsequent scholars have raised some
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guestions about this assumption, arguing that the process of cross-cultural
adjustment does not completely conform to the U-shaped curve (e.g., Ward et
al., 1998; An and Chiang, 2015).

Gullahorn and Gullahorn (1963) propose the W-shaped curve model based on
the U-shaped curve. They consider the reentry stage and believe that the
expatriates who have adapted to the new cultural environment often need to
readapt to the home culture after returning home. This means a new round of
cross-cultural adjustment, which is not essentially different from the
cross-cultural adjustment in the host country. Therefore, on the extended time
axis, the two U-shaped curves form a W-shaped curve.

Oberg (1960) first put forward the concept of “culture shock”. He describes the
cross-cultural adjustment into four stages: honeymoon, crisis, recovery and
adjustment. This is consistent with the basic view of the U-shaped model, that
is, when a person travels in other cultures, the traveler must go through some
difficult times to achieve the comfort and normalcy he feels before traveling.
However, the concept of cultural shock implies too much emphasis on the
psychological pressure and negative impact of the interaction of two different
cultural systems on the sojourners, and to some extent ignores the sojourners’
response to new problems and the successful adjustment process to the new
environment. Therefore, Berry et al. (1987) proposed to replace the concept of
“cultural shock” with “acculturative stress”. Ward (2001) also points out it is
one-sided that sojourners are often seen as passive victim in need of outside
help and suggests that the term acculturation be used as a replacement for the
term “culture shock”.

Adler (1975) expands the concept of “cultural shock” and divides transitional
experience into five stages: contact, disintegration, reintegration, autonomy

and independence.® He believes that in a sense, cultural shock is a kind of

* According to Adler, “contact” refers to individual’s initial contact with a second culture which is
marked by the excitement and euphoria of new experience; “disintegration” happens when
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alienation most often associated with negative consequences, such as feelings
of helplessness, irritability, and fears of being cheated, contaminated, injured,
or disregarded. However, in another sense, it means trying to understand,
survive and grow in a second culture. Although culture shock is usually
associated with negative consequences, it is an important aspect of cultural
learning, self-development and personal growth. And in the whole transitional
period, an individual can gain new experience and knowledge by
understanding the root of his or her own ethnocentrism and gaining new ideas
on the essence of culture. Adler’s exposition enriches the concept of cultural
shock and emphasises the important role of individual learning and growth in
cross-cultural adjustment.

Theories and research from the perspective of stages have contributed to the
study of cross-cultural adjustment, and help stakeholders understand the
cross-cultural adjustment easily and quickly. However, most of them are only
conceptual descriptions, lacking support from empirical research. They are
one-dimensional and mainly from the perspective of psychological adjustment,
which is of limited help to fully understand the process of cross-cultural
adjustment.

Interestingly, based on the “U-shaped curve” and the concept of “culture
shock”, Wood and Mansour (2010) put forward a multidimensional framework
(figure 2.1) which inherits the classic stage perspective and meanwhile
integrates the three facets of expatriate adjustment.

Though the multidimensional framework makes a progress by describing how

bewilderment, alienation, depression, and withdrawal give rise to disintegration of personality as
confusion over individual identity in the new culture increase; “reintegration” refers to a phase
characterised by strong rejection of the second culture through stereotyping, generalization,
evaluation, and judgmental behavior and attitude; “autonomy” is a phase marked by a rising
sensitivity and by the acquisition of both skill and understanding of the second culture;
“independence” refers to a phase when the individual is fully able to accept and draw
nourishment from cultural differences and similarities, is capable of giving as well as eliciting a
high degree of trust and sensitivity and is able to view both him- or herself and others as
individual human beings that are influenced by culture and upbringing.
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U-curve adjustment framework and the multidimensional adjustment
framework by Black et al. (1991), it is conceptual and lacks empirical research.
Moreover, the theoretical basis and the previous research are mostly based on
western perspectives, which means a possible lack of power in explaining

Chinese expatriates.
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Figure 2.1: Multidimensional concept of adjustment along the U-curve adjustment framework
(Wood and Mansour, 2010)

2.5.2 Cross-cultural adjustment: from the perspective of strategies
Cross-cultural adjustment is regarded as a stressful event that needs to be
dealt with. How to deal with the new pressure in the new environment is
undoubtedly one of the focuses of academic circles and practitioners.
Therefore, stress-coping becomes an important research path in the field of
cross-cultural adjustment (Ward, 2001). Among all those studies on coping
strategies, Berry’s work is one of the most representative.

Based on the distinction between two basic issues facing all acculturating
peoples, namely a relative preference for maintaining one’s heritage culture
and identity and a relative preference for having contact with and participating
in the larger society along with other ethnocultural groups, Berry (2005)

classifies immigrants’ acculturation strategies as integration, separation,
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assimilation, and marginalization, from the point of view of non-dominant
groups. When acculturating individuals adopt integration strategy, they not only
attach importance to the original culture, but also pay attention to
communication with other groups. As for assimilation strategy, individuals give
up their original culture and become absorbed into the dominant society. If they
value their heritage culture and avoid communication with other groups, the
separation strategy is defined. If they prefer to ignore both their heritage
culture and dominant culture, then marginalization strategy is defined.

The model has been supported by some empirical evidence (Ma and Xia, 2021,
Schmitz and Berry, 2011), and it has had an important impact on public opinion,
ethnic minority and immigration policies, and multicultural policies. But, in
many cases, groups or individuals are not free to choose acculturation
strategies, and dominant cultural groups also play an important role in
acculturation process. Therefore, Berry (2001) adds a third dimension, that of
the powerful influence of dominant group on the acculturation, to the original
two-dimensional mode, and puts forward four strategies from the perspective

of the dominant group (figure 2.2).
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Figure 2.2: Four acculturation strategies based upon two issues, in ethnocultural groups, and
the larger society (Berry, 2005)

If the dominant society seeks assimilation by acculturating people, the strategy
of “melting pot” is defined. If the dominant society forces separation, that is

“segregation”. “Exclusion” refers to marginalization imposed by the dominant
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society. Integration is called “multiculturalism” when diversity is an accepted
feature of the society, including all the various ethnocultural groups.

Berry’s research breaks through the one-way and linear cross-cultural
adjustment model and developing from two-dimensional model to
three-dimensional model, which reveals the multidimensional and complex
acculturation process. As it focuses more on the acculturation of a cultural
group into the host culture society, less on the individual, and considering the
different nature between international business expatriates and other
sojourners and immigrants, Berry’s theory does lay a useful foundation but that

guiding significance for expatriate adjustment research is limited.

2.5.3 Cross-cultural adjustment: from the perspective of process

Based on the previous cross-cultural adjustment research, the acculturation
process framework was first put forward by Ward (1996) and improved
subsequently. Ward et al. (2001) comprehensively describe the acculturation

process and present a refined model (figure 2.3).
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Figure 2.3: The acculturation process (Ward et al., 2001)
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They perceive cross-cultural transformation as a major life event, involving
unaccustomed changes and new forms of cross-cultural contact. In the initial
stage of cross-cultural contact, individuals do not have the ability to effectively
respond to situational requirements and new and unfamiliar ways of social
communication, which can be described by debilitating stress or social skills
defects. In any case, as Ward points out, individuals need to respond to stress
management and the acquisition of social and cultural skills from affective,
behavioral and cognitive aspects. The response, or evaluation and action, and
the final acculturation will be influenced by many factors at the individual level
and the social level. Social level variables come from the society of origin and
society of settlement, including social factors, political factors, economic
factors and cultural factors. Individual level variables contain characteristics of
the persons and characteristics of the situation.

The framework synthesises opinions from stress-coping and culture-learning
perspectives, classifies acculturation into psychological and social cultural
aspects, and incorporates a series of micro and macro variables, thus
comprehensively describes the process of acculturation. As Ward et al. (2001)
makes it explicit that international business expatriates have made a large part
of the sojourner community, the bi-dimensional division of psychology and
social culture and the specific variables considered in both societal and
individual level provide a strong reference to the life and psychological
adjustment of expatriates. However, that reference is too general and lack a

work focus.

2.5.4 Cross-cultural adjustment: from the perspective of communication

Kim (2001) integrates an Asian perspective into the western-led and dominant
cross-cultural adjustment research and put forward an integrative theory of
communication and cross-cultural adaption, which involves three core

concepts: cross-cultural adaptation, communication and strangers. On the
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basis of previous concepts, she defines “cross-cultural adaptation” in a more
generic and overarching manner as “the dynamic process by which individuals,
upon relocating to new, unfamiliar, or changed cultural environments, establish
(or reestablish) and maintain relatively stable, reciprocal, and functional
relationships with those environments” (Kim,2001, p.31). “Communication”
refers to “all activities of message exchange between an individual and the
environment” and “stranger” is used to “consolidate and represent a wide
range of individuals crossing cultures and resettling in alien cultural
environments” (Ibid, p.32). The stranger’s cross-cultural adaptation journey is
changing gradually from an outsider to an insider after experiencing the
pressure of interacting with the new environment, which involves a dynamic

spiral adaptation process (figure 2.4).
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Figure 2.4: The Stress-Adaptation-Growth Dynamic: A Process Model (Kim, 2001, p57)

Kim’s integrative theory views the cross-cultural adaptation as a
communication process, and cross-cultural adaptation occurs when the
individual is interacting with the host society. This communication-based and
interactive conception surpasses most of the previous models with a
linear-reductionist assumption. Different from the previous theories on culture
shock in which the new environment and its pressure are regarded as a
disease, she sees stress as the driving force for strangers to overcome

difficulties and actively participate in new culture learning. In terms of
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influencing factors, micro-and macro-level factors of cultural adaptation are

incorporated in the structural model of cross-cultural adaptation (figure 2.5).

ENVIRONMENT

Host Receptivity
Host Conformity Pressure
Ethnic Group Strength

INTERCULTURAL
TRANSFORMATION
Functional Fitness
Psychological Health
Intercultural identity

PREDISPOSITION

Preparedness for Change
Ethnic Proximity
Adaptive Personality

Ethnic IC

Host
Communication
Competence

Ethnic MC
L

Note: IC = interpersonal communication; MC = mass communication
Figure 2.5: Factors Influencing Cross-Cultural Adaptation: A Structural Model (Kim, 2001, p57)

When the cross-cultural research was still dominated by the western
perspectives, it then had specific scope of application and may not be suitable
for non-Western cultures (Koester and Lustig,1991), and Dai (2019) sharply
criticised its eurocentrism tendency. Kim’s integrative theory, which pay special
attention to the whole adaptation process and individual’s relationship with the
ethnic group members and host society, becomes an important component
and representative in the era of the rise of non-Western perspectives and
theoretical pluralism in cross-cultural adaptation research. As one of the most
comprehensive theory, Kim’s integrative perspective will undoubtedly have a

positive reference significance for Chinese expatriate groups.

2.6 Cross-cultural adjustment theories and frameworks in IB field

The previous section reviews some theories related to cross-cultural
adjustment in PSA field, which provides a solid theoretical basis for a more
comprehensive understanding of the process and results of cross-cultural
adjustment of Chinese expatriates and thus for building a culture-specific

framework. However, it is also important to recognise that there are still some
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significant differences between adjustment issue in IB field and PSA field.
Firstly, the research context is different, as PSA focuses on immigrants and
explores the social environment in which they adapt, while IB focuses on
expatriates, and besides emphasizing the social environment, it needs to pay
more attention to the organisational and work environment. Secondly, the
cross-cultural adaptation experiences are different. Immigrants tend to move to
the host country permanently, while expatriates usually move only temporarily
and thus face a relatively light cross-cultural adaptation problem. Third, the
research methods and basic theories are different. Although PSA and IB
studies both show that cross-cultural adaptation is necessary for immigrants
and expatriates, they use different methods and research frameworks
(Gonzalez-Loureiro et al.,2015).

Therefore, based on the previous review of cross-cultural adjustment in PAS
filed, the following section reviews some of the main guiding theories and
research of cross-cultural adjustment in the IB field (mainly for business

expatriate).

2.6.1 Black’s international adjustment framework

Black et al. (1991) reviewed the domestic and international literature on role
transition and adjustment to develop an international adjustment model based
on the stress theory and the person-environment fitting theory and put forward
a highly testable theoretical model to predict their previously verified expatriate
adaptation constructs. Apparently, Black and his colleagues (1991)
jump-started the international adjustment research by publishing an exemplary
conceptual article (Kraimer, 2016).

The model (figure 2.6), viewing adjustment as the degree of perceived
psychological comfort, divides the international adjustment into two phases,
namely the anticipatory adjustment before departure and the in-country

adjustment. Anticipatory adjustment, a response to the expectations of the job,
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the host country nationals and the quality of matching between individual and
the job requirement, is influenced by both individual factors (training and
previous experience) and organisational factors (selection mechanisms and
criteria). In-country adjustment takes place after the arrival as the unfamiliar
environment disrupts the old conventions and intensifies the psychological
uncertainty. It integrates and further the previous research by incorporating
three specific aspects into adjustment degree: work adjustment, interaction
adjustment and general adjustment, which termed as “degree of adjustment”.
Meanwhile, the model also takes a consideration of mode of adjustment, which
refers to the way in which an individual adapts to the new environment or
seeks to change it to suit his/her needs and abilities (Nicholson, 1984).
Different antecedents may have different influences on these three aspects,
such as factors of individual (self-efficacy, relation skills and perception skills),
job (role clarity, role discretion, role novelty and role conflict), organisation
culture (organisation culture novelty, social support and logistic help). In
addition, nonwork factors (culture novelty and family-spouse adjustment)
influences the degree of adjustment while organisation socialization has an

impact on the mode of adjustment.
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Figure 2.6: Framework of international adjustment (Black et al., 1991)

The model has been dominating the business research on expatriation since it
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was introduced and influenced the subsequent research and triggered many
studies (such as He, 2019; Bhaskar Shrinivas et al., 2005; Shaffer et al., 1999).
Kraimer et al. (2016) include three reasons contributing to the dominating role
of the model. First, it represents the first theoretical framework to guide
empirical research, as the research before it were largely atheoretical.
Secondly, the propositions derived from their model include structures that are
easy to measure (e.g., previous international experience, self-efficacy) and
specified simple bivariate relationships, making the model suitable for testing
in field research. Third, all structures can be effectively evaluated through
self-reported data, which greatly reduces the time and cost of collecting
international survey data at that time.

The model is a breakthrough as it suggests that there are at least three
specific facets of international adjustment which surpass the traditional single
facet perspective. However, with the continuous advancement of follow-up
research and theory, the three facets have begun to be questioned and
challenged. In addition, the framework gives no consideration to repatriation.
At the same time, the model’'s dominance has stifled other theoretical
perspectives on expatriate adjustment, which makes the field seem dull and
lack new ideas.

In addition, the three-dimension-scale developed by Black et al. (1991),
although its validity and reliability have been widely verified, is limited by its
research context which is based on Western cultural background and focuses
on expatriates from developed countries. Therefore, the applicability of the
international adjustment framework and the scale on Chinese expatriation

practices remains to be checked and tested.

2.6.2 Aycan’s conceptual model of expatriate adjustment
Aycan (1997) absorbs and synthesises three aspects of adjustment,

psychological adjustment, socio-cultural adjustment (Searle and Ward, 1990),
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and work adjustment (task effectiveness) (Aycan and Berry, 1996), and
develops a conceptual model of expatriate adjustment (figure 2.7). She divides
the cross-culture adjustment into general adjustment (including psychological
and socio-cultural adjustment) and work adjustment, and numerous factors
affecting  expatriate  adjustment are presented in terms  of

pre-departure/post-arrival period and employee/organisational characteristics.

Pre-Departure Period

Employee Characteristics

* Managerial Resourcefulness

* Managerial and Technical Competence
* Cross-Cultural Experience

* Relational Skills & Personality Traits

Organizational Characteristics Wotic Adjustment
* MNC Structure, Value Orientation and General Adjustment
Life Cycle . ‘ ) ’ )
* Strategic Planning Psychological Adjustment Effectiveness
* Organizational Support * Socie-Cultural Adjustment * Commitment

* Cultural Diversity Training in Local Unit
* Succession Planning

Post-Arrival Period

Employee Characteristics
* Acculturation Attitudes

* Coping Strategies

* Family Adjustment

Organizational Characteristics

* Performance-Reward Contingency

* Continuous Communication and
Support

* Socialization in the Local Unit

Figure 2.7: A conceptual model of expatriate adjustment (Aycan, 1997)

In the expatriate literature, Black and Stephens (1989) identifies three facets of
adjustment: work adjustment, interaction adjustment and general adjustment,
which are similar to Aycan’s concept of work adjustment, socio-cultural
adjustment, and psychological adjustment respectively. Compared to Black et
al’s model, Aycan’s model better integrates research in the field of
acculturation and international business, and proposes new dimensions of
adjustment, with particular emphasis on the psychological dimension of
adjustment. It predicts that general adjustment, consisting of psychological and
socio-cultural adjustment, is the most direct antecedent of work adjustment. In

addition, her model identifies many factors (e.g., acculturation attitudes,
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managerial resourcefulness, cultural-diversity training in the local unit,
planning for succession in the local unit) that were neglected in Black et al.
(1991), with specific focus on the role of organisational factors (e.g., MNCs’
structure, value orientation and life cycle, strategic planning) in host country
operations. However, due to the lack of empirical measurement tools, the
application of Aycan’s framework is clearly inadequate compared to Black’s

model.

2.6.3 Takeuchi’s integrative, interactionist framework of multiple
stakeholder view of expatriate

Takeuchi (2010) provides a comprehensive framework (figure 2.8) based on a
review of the literature, highlighting the various assumptions inherent in many,
if not most, studies on expatriates and the importance of adopting an
innovative, multi-stakeholder perspective approach to the study of expatriate

adjustment and performance.

Spouse/Family-Related Antecedents

Host Country National-Related Antecedents
« Family/spouse support

 Supervisory support
« Family adaptability * Mentoring behaviors
« Parental demand (age and number of k « Helping

children, absence of spouse, elderly care) 8
P Y \ ¢ Host country nationals’ cultural values

« Change in role/career identity
» Family-to-work conflict (mediator)

o
S

Spouse/Family-Related Consequences Host Country National-Related Consequences
« Marital satisfaction Expatriate-Related Factors « Leader member exchange
« Family satisfaction or well-being « Prior international experience « Perceived organizational support
« Children's well-being * Decision latitude « Supervisor satisfaction/job satisfaction
« Quality of family life * Role stressors « Affective commitment
« Family members’ psychological and * Expatriate’s cultural values
physical symptoms

* Work-to-family conflict (mediator)

Parent Company-Related Antecedents

« Firm strategy Foreign Subsidiary-Related Antecedents

o Firm structure Expatriate Adjustment . Subslgjnar;sls:’m.mgcomposmon

« Top management beliefs (and other oucomes) \ * A system of HRM practices used at the
g o 4

* Entry mode foreign subsidiary

« Different HRM systems used for expatriates « Employment mode used for HCNs

Parent Company-Related Consequences i
* Knowledge transfer from host country ~ 1 Foreign Subsidiary-Related Consequences
such as, product design, distribution know- I o Subsidiary performance (such as, labor
how, customer service skills, innovation productivity, sales growth, profitability)

« Quality of subsidiary-headquarter relations 1 Customer satisfaction
| * Market penetration/share
H

Notes: The dotted lines are used to indicate potential for interaction or moderating effects between a variable
included for a stakeholder and expatriate-related factors. The dotted box is for a potential extension of this frame-
work. HRM = human resource management.
Figure 2.8: An integrative, interactionist framework of multiple stakeholder view of expatriate
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adjustment (Takeuchi, 2010)
The framework considers three key stakeholders (family, host country

nationals, and parent company) that influence expatriate adjustment, and thus
divides them into three domains (figure 2.9) and focuses on how they interact
and influence each other by integrating a work-family conflict perspective at
the expatriate-family member interface, a strategic human resource
management perspective at the expatriate-parent organisation interface, and a
social exchange theory perspective at the expatriate-host country national
interface. In addition, as a fourth perspective, the human-situation interaction

theory perspective is applied to each of the three interfaces.

Work-Family
Conflict Perspective

Social Exchange
Perspective

Expatriate

. Host Country
Adjustment,

Family
> < National Domain

Domain

|
\ Strategic Human Resource J
Management Perspective

Parent Company
Domain

Figure 2.9: Multiple Stakeholder View of Expatriate Adjustment (Takeuchi, 2010)

This framework is intended to explain the potential direction of expatriate
research in a rather general way and emphasises the importance of
interactionism and other theoretical viewpoints in studying these interfaces,
instead of assuming specific relationships. It absorbs the core content of Black
et al. (1991), and more carefully and comprehensively summarises the
antecedents and outcomes of expatriate adjustment. The framework also
differs itself from the previous expatriate-centred research by emphasizing the
importance of multiple stakeholders, which is of positive significance for
expatriate practice. However, as Takeuchi’s (2010) framework is complicated,

there are rare empirical research on it. In addition, the three domains of
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stakeholders may not be in line with the specific situation of Chinese

expatriates.

2.6.4 Haslberger, Brewster and Hippler’s revised and extended
framework of international adjustment

Expatriate adjustment is related to psychological comfort in a new country
(Black and Gregersen, 1990; 1991), but it is also obvious that expatriates and
their families do not simply adapt to their new environment or not.

Work adjustment is the ongoing process of establishing and maintaining a
mutually responsive and harmonious relationship with the work environment.
The individual strives to achieve satisfaction with the work environment, while
the work environment keeps finding satisfactoriness with the individual (Dawis
and Lofquist, 1984). Haslberger et al. (2013) builds on the aforementioned
research and proposes the Revised and Extended Framework of International
Adjustment (figure 2.10). They argue that adjustment occurs first in different

dimensions, including cognitive, affective and behavioral factors. In each case,
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Figure 2.10: Revised and Extended Framework of International Adjustment (Haslberger et. al.,
2013)

43



the adequacy criteria will be set by the external environment and the individual.
The emotional (feeling) part is important, but the cognitive (knowledge) and
behavioral aspects are also important. Second, the environment can be
divided into different domains, from macro to micro. For example, expatriates
will have to adjust to the host country’s environmental factors, such as political
and governmental system, work, economic sphere, social relations, family
relations, and general worldview, with increasing difficulties.

Expatriate adjustment is dynamic, and it happens over time (Hippler et al.,
2015). Actually, expatriate will adjust at different rates, with varying degrees of
success in each area. A Person-Environment relationship will be “harmonious”
if a person is functioning socially at an acceptable level, e.g., meeting the
demands of the environment to the expected degree, and is satisfied with the
level of psychological comfort they have achieved.

The framework divides adjustment into two dimensions as work and non-work,
which is simple and direct and in line with the expatriate practices. As the
reason that expatriates are assigned is to complete a task but not to adjust
(Sinangil and Ones, 1997). Though cognitive, emotional and behavioral factors
are considered within the two domains respectively, and the complexity of
expatriate adjustment is examined comprehensively, some scholars still
believe that the framework lacks a comprehensive understanding of the
domains of expatriate adjustment (Harrison et al., 2004; Haslberger, 2005;
Hippler, 2006; Thomas and Lazarova, 2006), and a refined structuring of
domains need to be incorporated to the framework.

In terms of secondary adjustment outcomes, five of the six aspects are
work-related, including job satisfaction, performance, organisational
commitment, withdrawal, intent to leave, and only one outcome related to the
personal life: general life satisfaction. The framework is more work-oriented

and provides a new perspective for expatriate adjustment.
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2.7 A brief survey of the research gaps

2.7.1 Expatriate adjustment research concerning influencing factors,
motivations and consequences

Expatriate adjustment is a complex process involving multiple factors, and
existing research in this field primarily focuses on the influencing factors of
expatriate adjustment, motivations for expatriation, and the outcomes of
adjustment.

Previous studies have identified numerous factors influencing expatriate
adjustment, including individual characteristics, work-related factors, and
non-work-related factors. Individual factors such as personality, motivation,
and international experience significantly impact adjustment (e.g., Shaffer, et
al., 1999; Peltokorpi and Froese, 2012). Work-related factors, such as role
conflict, role ambiguity, and novelty, are closely associated with work
adjustment (Black and Gregersen, 1991; Takeuchi, et al., 2008).
Organizational elements like selection mechanisms, cross-cultural training,
and organizational support play crucial roles in cross-cultural adjustment (e.g.,
Waxin and Panaccio, 2005). Additionally, non-work factors such as spousal
adjustment and cultural novelty have shown inconsistent conclusions
regarding their impact on expatriate adjustment (e.g., Jenkins and Mockaitis,
2010).

Recently, factors such as pandemics (Lazarova et al., 2022), career
development, higher income (Rui et al., 2017), broadened perspectives
(Selmer and Lauring, 2012), personality dimensions and socio-psychological
skills (Richardson et al., 2018), family factors (Lo et al., 2018), work difficulties
(Bader et al., 2016), laws and regulations (Greppin et al., 2017), life challenges,
hostile environments (Bader et al., 2018), and family conflicts (McNulty, 2015)
have also been incorporated into research. However, empirical results indicate
that expatriate adjustment is heavily influenced by specific cultural contexts,
leading to inconsistent conclusions.

The literature also extensively covers the motivations and reasons for
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expatriation. Expatriation motivations are typically aligned with organizational
strategic needs and individual career development goals. Common reasons for
organizations to use expatriates include control and coordination, knowledge
transfer, and learning development between parent company and host
subsidiaries (Baruch et al., 2016). Individuals may accept expatriation
assignments for career advancement (Crowley-Henry and Collins, 2017;
Brewster et al., 2014), seeking new challenges and horizon expansion (Selmer
and Lauring, 2012), higher income and improving their quality of life (Rui et al.,
2017; Armstrong, 2014). The phenomenon of self-Initiated expatriates (SIES)
reflects a trend where individuals proactively seek international work
experience to enhance their career competitiveness (Froese and Peltokorpi,
2012).

Successful expatriate adjustment is typically measured by work performance,
psychological well-being, and social integration. Studies indicate that
well-adjusted expatriates often exhibit higher job satisfaction, better job
performance, and improved interpersonal relationships (Uddin et al., 2020).
Conversely, adjustment difficulties can result in lower job performance,
increased stress, and the risk of premature termination of the expatriation
assignment. It is estimated that the cost of unsuccessful expatriates is 2.5 to
10 times higher than that of local employees (Ditchburn and Brook, 2015).
Non-financial consequences for companies include damaged reputation, loss
of relationships with governments, business partners, and customers, loss of
business opportunities, and decreased morale within the local organization
(Shi and Franklin, 2014). Difficulties in expatriate adjustment can lead to
individual psychological stress, decreased performance, inability to integrate
(Sambasivan et al., 2017), expatriate burnout, and talent waste (Gibson et al.,
2015). Expatriate failure can also cause a loss of self-confidence, strained
family relationships, and career interruptions (Gibson et al.,, 2015). It is

estimated that approximately 40% of expatriates return home early due to an
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inability to adapt to the host country culture (Kim and Slocum, 2008).

Existing literature also examines the support resources and strategies
organizations provide to enhance expatriate adjustment success rates.
Effective cross-cultural training can enhance expatriates’ understanding and
adjustment to the host country culture (Waxin and Panaccio, 2005).
Mentorship and social support are important resources that facilitate better
integration into both professional and personal lives (Zhuang et al., 2012; Lee
and Van Vorst, 2010). Family support also plays an important role throughout
the expatriation period, and its influence on adjustment has long been
discussed and proved (e.g., Lo et al., 2018; Fineman, 2014; Andreason, 2003).
Emotional support (showing love, care, concern and sympathy) and
companionship provided by family members are important components of
social support for expatriates (Van der Laken et al., 2018; Ong and Ward,
2005). Shaffer and Harrison (1998) found that overall spousal satisfaction
positively correlates with work adjustment. Bonsiep et al. (2003) indicated that
expatriates’ work adjustment aligns with the adjustment of their families in the

host country.

2.7.2 Research gaps arising from the evolving context of Chinese business
expatriates

From the discussions in this chapter, it is evident that expatriate adjustment
research has a long history and a wealth of findings. However, it also reflects
that the vast majority of literature focuses on expatriates from developed
countries, lacking consideration of non-Western contextual factors
(Gonzalez-Loureiro et al., 2015; Nadeem and Mumtaz, 2018). This mismatch
with the evolving expatriation practices is highlighted by the rapidly growing
group of Chinese expatriates and the emerging theoretical and practical needs
that arise from it. Compared to 2010 data, the number of Chinese overseas
enterprises has increased by 181% over the past decade, while the number of

Chinese expatriates has grown by 240% (MOFCOM, 2021; 2010). In contrast,
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little attention has been paid to Chinese overseas enterprises and Chinese
expatriates (Yao, 2014).

We have observed a limited but steadily increasing number of studies focusing
on Chinese expatriates and their adjustment issues in recent years (e.g.,
Okpara et al., 2021; Huang et al., 2020; Nadeem and Mumtaz, 2018; Wang et
al., 2017). However, these studies predominantly rely on existing
Western-based research and theoretical frameworks, lacking in-depth analysis
of the cross-cultural adjustment characteristics of Chinese multinational
enterprises and their expatriates. Moreover, empirical research on expatriate
adjustment is relatively scarce, making it difficult to fully reveal the impact of
the Chinese context on expatriates and their adjustment. Attempts to construct
new theoretical frameworks of expatriate adjustment from a Chinese
perspective are even rarer.

While the existing theories and studies on expatriate adjustment undoubtedly
provide valuable reference points for studying the adjustment of Chinese
business expatriates, China’s unique ethnic and cultural environment, along
with the distinctive characteristics of its expatriates, result in significant
differences in expatriate adjustment compared to Western cases (e.g., Lin et
al., 2018; Jaw et al., 2007). For instance, Chinese expatriates are typically
assigned alone, without family members. Another example is that Chinese
expatriates often have more companions, making group expatriation more
common and providing conditions for building a simulated home in the host
country. The concepts of “guanxi” (relationships), Confucian cultural traditions,
and collectivism in Chinese culture impose context-specific requirements on
expatriates, which inevitably influence their sense of responsibilities and affect
expatriate decisions and adjustment strategies differently. Whether and how
these differences impact cross-cultural adjustment cannot be adequately
addressed by the current Western-based expatriate research.

Therefore, the exploration of Chinese business expatriates presents a valuable
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opportunity to introduce a novel perspective on expatriate adjustment, thereby
enriching the existing body of literature in this field. By investigating the
adjustment mechanisms specific to Chinese business expatriates and
developing an adjustment framework grounded in the Chinese context, it is
conducive to addressing current research gap comprehensively and
enhancing theoretical and practical understandings of Chinese business

expatriates.

2.8 Summary

This chapter presents and discusses the literature review strategy of this
grounded theory research and defines the two key concepts, expatriate and
expatriate adjustment. It then mainly reviews some of the influential theories
and frameworks of adjustment in both PSA filed and IB field, which help to
develop a more comprehensive understanding of business expatriates as they
not only have to adjust to the working environment, but also as humans living
in the host country and have to interact with its social, political, economic,
cultural aspect. Therefore, the review not only provides a broad and quick
grasp of cross-cultural adjustment from two different perspectives but also
suggesting an integrated attitude toward the expatriate adjustment research.
Though cross-cultural adjustment research in different fields have provided a
solid foundation and theoretical support for expatriate adjustment research,
there are still some gaps identified. The first issue is the limited research
perspective in expatriate adjustment research. The Black et al.’s (1991) model
and its influence have been dominating the field, and there have been few
exciting breakthroughs although subsequent researchers have put forward
some new ideas (e.g., Aycan, 1997; Takeuchi, 2010) but with rare empirical
studies. The second issue is that the expatriate adjustment research and its
related theoretical framework lack an integrated attitude toward expatriate
adjustment research in PSA and IB field. Generally, the two literature streams

use different methods and research frameworks, but they now pay similar
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attention to the cultural differences, adaptability and subsequent job success in
the host society (Gonzalez et al., 2015). The third issue is that the vast majority
of research is western-specific. All models in this field are constructed from
western perspective that they focus on expatriates from developed countries
and naturally lack the consideration of non-western situational factors. Actually,
there is few studies and models for the adjustment issue of Chinese
expatriates. Therefore, it is necessary to deeply analyze the characteristics of
adjustment of Chinese expatriates and build a culturally specific framework, so
as to better understand the adjustment of Chinese expatriates and better guide
the practice.

The next chapter will discuss the methodology through explaining and
justifying the research philosophy, approach to theory development,
methodological choice, research strategy, techniques and procedures of this

research. Research quality and ethical considerations will also be discussed.
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Chapter 3 Methodology

3.1 Introduction

This chapter first introduces the framework of research design, which includes
elements of research philosophy, approach to theory development,
methodological choice, research strategy, techniques and procedures, and
then followed by a full description and justification of these elements of the
research design and explain how they are closely interrelated. It begins with a
general discussion of research philosophy and then explains and justifies the
philosophical assumptions of interpretivism. Next it discusses and justifies the
inductive approach and qualitative method to theory development. Then, a
general discussion of the grounded theory is provided and followed by why it is
highly consistent with this research. Then the data collection and analysis
process are presented. The criteria for research quality are then discussed and
the quality of this research is explained from four perspectives of credibility,
originality, resonance and usefulness. The chapter concludes with a

discussion and reflection on ethical considerations in the research process.

3.2 Research design framework

Research design is the plan for addressing the research questions (Creswell,
2013). Suggestions for design vary between researchers (for example,
Maxwell, 2015; Saunders et al., 2019; Creswell, 2013; Tuli,2010; Crotty, 1998).
This study adopts Saunders’ design framework, referred to as the research
onion (figure 3.1), for business and management research, considering the
fact that this study is a DBA study with a goal to contribute to both knowledge
and practice (Banerjee and Morley, 2013). According to Saunders et al. (2019),
the research design includes six layers from the outside to the inside, namely,
philosophy, approach to theory development, methodological choice,
strategies, time horizon, techniques and procedures. The remainder of this

chapter will follow the guidance of the research onion thus to provide a
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comprehensive and systematic explanation and justification of the specific

choice for this research.
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Figure 3.1: The research onion (Saunders et al., 2019)

3.3 Research philosophy
3.3.1 Five major philosophies

Research philosophy represents a system of beliefs and assumptions about
knowledge development (Saunders et al., 2019; Guba and Lincoln, 2005), “a
view of the world encompassing the questions and mechanisms for finding
answers that inform that view” (Birks, 2014). Therefore, it can be regarded as
the basis of research.

Positivists believe that reality is stable and can be observed, described, and
explained from an objective perspective without interfering with the
phenomenon under study (Sarantakos, 2012). “Positivism relates to the
philosophical stance of the natural scientist and entails working with an
observable social reality to produce law-like generalizations.” (Saunders, et al.,
2019, p144). Critical realists believe that reality is external and independent,
and our perception of reality is the result of social conditions. What we
experience is our sensations which are the manifestations of the things in the

real world rather than the actual things (Reed, 2005). They focus on the
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fundamental causes and mechanisms that shape social and organisational life
through searching for deep social structures that provide explanations for
observed organisational events. Postmodernism emphasises the role of
language and of power relations (Saunders, et al., 2019). It attempts to
guestion and expose the power relations that maintain the dominant reality
(Calas and Smircich, 1997) through “deconstructing” the reality (Derrida, 2016)
into its underpinning ideology and power relations, and expresses another
marginal point of view. Pragmatists are not confined to a specific belief and
assumption. They are more concerned with research to provide practical
solutions and guidance for future practice. The research problem and the
research question will be the key determinant of research design (Saunders, et
al., 2019). Interpretivism holds that human actions create meaning, and reality
is multiple as different cultures, environments, times, and people create and
experience different meanings (Denzin and Lincoln, 2011). The purpose of
interpretivism research is to create new and richer understandings and
explanations of the social world.

Interpretivism guides this research. The assumption of multiple realities
supports the idea that meanings created and experienced by Chinese
expatriates are different as well as significant thus this research will create new
understandings and explanations of expatriate adjustment. In addition,
participants’ understandings of adjustment, which needs to be reconstructed,
are based on their own varied experiences. Therefore, interpretivism is

consistent with this research.

3.3.2 Interpretivism assumption

3.3.2.1 Interpretivist philosophical assumptions

This research holds a relativism ontology and constructivism epistemology.
Ontology, as the study of being, deals with “what is”, the nature of existence,

and the structure of reality (Crotty, 1998). Relativist ontology holds that reality
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is everyone’s subjective experience and is equivalent to human experience
(Denzin and Lincoln, 2011). Realities are changeable as they are
interpretations influenced by specific history and culture and there are different
interpretations of the same phenomenon at different times and in different
places (Crotty, 1998). That means, reality is relative and depends on each
individual who experience it in different context (Moon and Blackman, 2014). |
agree with the relativist ontology, which is typically person-centred (Brown
2003) and holds that there is no single reality or truth but only multiple realities.
and this is consistent with my work and life experience and the values and
beliefs | have developed.

Epistemology deals with the nature of knowledge, its possibilities, scope, and
general basis (Hamlyn, 1995) and provides a philosophical basis for
understanding knowledge, just as Crotty put it as “a way of understanding and
explaining how | know what | know” (Crotty, 1998, p3). Constructivist
epistemology holds that there is no objective truth waiting to be discovered, as
truth, or meaning, exists in and comes from our contact with the reality of the
world. From this perspective, meaning is not discovered but constructed
(Crotty, 1998). | am comfortable with constructionism epistemology that people
construct their own meanings so that they in a sense contribute to creating the

multiple reality which make this world colorful and diverse.

3.3.2.2 Interpretivism justification

As | mentioned previously (chapter 1.2), my work and study experiences allow
me to sense and perceive ubiquitous differences and common values between
cultures and individuals, which enables me to see and interpret the world from
a more inclusive and open perspective.

This research adopts interpretivist philosophy which Saunders, et al. (2019)
suggest as appropriate in business and management studies. Business

situations reflecting a specific set of situations and interactions are complex
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and unique, at least in context. Interpretivism, with assumption of multiple
realities and constructing meaning, will contribute to developing a new
understanding and building a new theory on a same topic with different
contexts.

This research aims to explore the adjustment of Chinese expatriates and
develop a new adjustment framework while the extant theories and
frameworks on the topic are mostly based on western samples. By rebuilding
the self-understanding of the actors involved in specific actions (Denzin and
Lincoln, 2000), it attempts to understand the topic from a new perspective
combining the specific Chinese contexts. Therefore, interpretivism is highly

consistent with this research.

3.4 Approach to theory development

3.4.1 Inductive, deductive and abductive reasoning

Research project involves the use of theory, whether theory testing or theory
building. Saunders, et al. (2019) put forward three approaches: inductive,

deductive and abductive reasoning (figure3.2).

Deduction

Induction

Abduction

Logic

In a deductive infer-
ence, when the prem-
ises are true, the
conclusion must also
be true

In an inductive infer-
ence, known premises
are used to generate
untested conclusions

In an abductive inference, known
premises are used to generate test-
able conclusions

Generalisability

Generalising from the
general to the specific

Generalising from the
specific to the general

Generalising from the interactions
between the specific and the
general

Use of data

Data collection is used
to evaluate proposi-
tions or hypotheses
related to an existing
theory

Data collection is used
to explore a phenome-
non, identify themes
and patterns and create

a conceptual framework

Data collection is used to explore a
phenomenon, identify themes and
patterns, locate these in a concep-
tual framework and test this
through subsequent data collec-
tion and so forth

Theory

Theory falsification or
verification

Theory generation and
building

Theory generation or modification;
incorporating existing theory
where appropriate, to build new
theory or modify existing theory

Figure 3.2: Deduction, induction and abduction: from reason to research (Saunders, et al.
2019)

Deduction is a scientific method that emphasises structure, quantification,

generality, and testable hypotheses. It has the following three characteristics:
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seeking the causal relationship between concepts and variables; concepts
need to be measured, usually quantitatively; generalization. Therefore, the
deductive approach is most likely to be supported by positivist research
philosophy.

Induction, as a more flexible approach than deduction, tends to develop a
different understanding of the researched phenomenon by paying special
attention to the context in which such incidents occur and more likely using
gualitative data collected by a variety of methods. It has a connection to the
humanities and emphasises subjective interpretation, therefore, it is consistent
with interpretivism.

Abduction, sometimes called “retroduction”, starts by observing a “surprising
fact” (Ketokivi and Mantere, 2010), combines deduction and induction
effectively and move back and forth (Suddaby, 2006), and promotes theoretical
development. A well-developed abduction is more likely to be supported by
pragmatism, postmodernism, as well as critical realism (Saunders, et al.

2019).

3.4.2 Inductive approach justification

This research adopts inductive approach. Its purpose to explore the
adjustment of Chinese expatriate and to bring new understandings to
expatriate adjustment theory which is currently based mainly on western
expatriate samples is consistent with the inductive approach that focuses on
the specific context. Compared with the large sample required by deductive
approach, the inductive approach takes the deep-digged small sample more
appropriate, which provides support for the data collection from a small sample
by using in-depth interview method in this study. The induction work will help
organise the data collected into more and more abstract information units, and
develop patterns, themes and themes from bottom to top. By working back and

forth between data and analysis, researchers develop a comprehensive series
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of themes (Creswell and Creswell, 2018). Therefore, the research purpose and
its relevant theory building process is consistent with inductive approach

underpinned by interpretivist philosophy.

3.5 Methodological choice

3.5.1 Quantitative, qualitative and mixed methods

Quantitative research, qualitative research and mixed method research
represent three approaches to inquiry (Creswell and Creswell, 2018; Saunders,
2019). Qualitative and quantitative methods should not be seen as rigid, polar
opposites or dichotomies but the different ends of a continuum (figure 3.3).
Mixed method research, combining elements of qualitative and quantitative

methods, lies in the middle of this continuum (Creswell and Creswell, 2018).

Quantitative »| Mixed method |« Qualitative

Figure 3.3: Continuum of inquiring approaches (adapted from Creswell and Creswell, 2018)

Qualitative research is usually associated with interpretivist philosophy
(Denzin and Lincoln, 2018). Using non-probabilistic sampling techniques,
unstructured or semi-structured, it collects non-standardised qualitative data
and mainly uses inductive approach to develop theories closely related to its
research background (Saunders, 2019; Creswell and Creswell, 2018;

Charmaz, 2014).

3.5.2 Qualitative method justification

This research adopts qualitative method. According to Morse (1991),
gualitative research is appropriate when: (a) the concept is immature because
of a lack of research and theory; (b) the extant theories maybe viewed as
biased, inappropriate, or incorrect; (c) there is a need to explore the
phenomenon and develop a theory; (d) the phenomenon is not suitable for
guantitative method. One key assumption of this study is that the existing

theory of expatriate adjustment developed mainly on western expatriate
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samples may not properly and accurately cover the Chinese expatriates. As
stated above that adjustment of Chinese expatriate is an under-researched
topic, therefore, this research needs a method paying more attention to the
background and the meaning of Chinese expatriates to explore and describe
the specific phenomena of Chinese expatriates’ adjustment and develop a new
theory of expatriate adjustment. Qualitative methods are exploratory in nature
(Creswell and Creswell, 2018). Inductive approach and qualitative research
based on in-depth interviews are suitable for capturing participants’
perspectives on key characteristics of a given situation, and it is advantageous
in being sensitive to and organizing the multiple meanings and realities held by
participants, thereby aiding in a better understanding of an understudied
phenomenon and constructing research findings based on a specific context
(Creswell, 2014; Denzin and Lincoln, 2011). Therefore, this study employs a
gualitative research method, as it provides the most relevant approach and
aligns closely with the interpretivist philosophy and inductive approach that

support this study, as well as with the research aim and objectives of this study.

3.6 Research strategy

3.6.1 Grounded theory overview

This research adopts grounded theory (GT) as its research strategy. Glaser
and Strauss (1967) propose GT in their seminal publication The Discovery of
Grounded Theory which challenges the dominant quantitative research
paradigm of the time and provides a method to present qualitative research as
rigorous and valid (Bryant and Charmaz 2007). After that, GT keeps attracting
growing attention and developing in diverse ideas and expressions.

Birks and Mills (2015) divide GT into three major genres: traditional GT
associated with Glaser, evolved GT associated with Clark, Strauss and Corbin,
and the constructivist GT associated with Charmaz. The traditional GT

emphasizes the emergence of theory directly from data without preconceived
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hypotheses (Glaser, 1992). In contrast, the evolved GT introduces a more

structured approach to coding and analysis, incorporating axial coding to

identify relationships between categories (Strauss and Corbin, 1998).
Constructivist GT, proposed by Charmaz, integrates constructivist
epistemology, emphasizing the co-construction of meaning between

researcher and participants (Charmaz, 2006). This evolution reflects GT’s
adaptability to different research contexts and philosophical underpinnings,
allowing researchers to tailor their approach to their specific needs and
epistemological beliefs (Bryant and Charmaz, 2019).

Bryant and Charmaz (2019) discuss five types of GT from perspectives of
research paradigm, epistemology, coding and theory building process (table
3.1). They stress that different types of GT have the same origins, and it forms
a big family consisted of researchers moving in different directions. Different
grounded theorist may apply the common basis of GT, such as theoretical
sampling, memo writing, coding, comparing method, however, with different

opinions in their assumptions for the research and how they will use those

guidelines.
Table 3.1: Five types of grounded theory (Bryant and Charmaz, 2019)
Glaser and | Glaser Strauss and Charmaz and | Clarke
Strauss Corbin Bryant
Research | Objectivist | Objectivist | Objectivist Constructivist Interpretive
Paradigm | Realist Realist Realist Interpretivist Situationist,
Positivist Interpretive Constructionist
Approach | Compariso | Substantive | Open coding Initial coding Open coding
to ns: coding: Axial coding Open coding Axial coding
Coding Incidents; Open Selective Focused Situational
Incidents to | coding coding coding mapping
properties; | Selective Varied coding Social
Delimit coding strategies Worlds/Arenas
theory Theoretical Axial coding mapping
coding Theoretical Positional
coding mapping
Analytic Coding Conditional Coding
Tools families matrix families
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Early
Coding

Incidents

Line-by-line

Paragraph-by-

paragraph;
Phrase-by-
phrase;

Line-by-line
Incident-by-
incident;
Word-by-word

Word-by-word
Segment-by-
segment

Line-by-line
Micro coding
(specific
strategic
words)

The primary purpose of grounded theory is to generate theory that is grounded
in empirical data. This approach enables researchers to develop theories that
are closely linked to the real-world experiences of participants, providing a
deep understanding of the phenomena under study (Glaser and Strauss,
1967). One of the perceived benefits of GT is its flexibility. It allows for the
emergence of new insights and theoretical constructs that may not be
anticipated at the outset of the research (Birks and Mills, 2015). Additionally,
GT’s iterative process of data collection and analysis ensures that the
emerging theory is well-substantiated and reflective of the participants’
perspectives (Charmaz, 2014). This rigorous approach enhances the
credibility and validity of qualitative research findings, making GT a valuable
strategy in various disciplines, particularly in social sciences and health
research (Bryant and Charmaz, 2007).

Despite its strengths, grounded theory is not without critiques and challenges.
One common challenge is the potential for researcher bias, particularly in the
interpretive phases of coding and theory development (Bryman, 2012). Critics
argue that the subjective nature of qualitative analysis can lead to findings that
are overly influenced by the researcher’s perspectives and preconceptions.
Another challenge is the time-intensive nature of the GT process, which
requires extensive data collection, coding, and iterative analysis, making it
demanding in terms of both time and resources (Bryant and Charmaz, 2007).

Additionally, the evolving nature of GT, with its multiple variants, can be

confusing for novice researchers who may struggle to choose the most
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appropriate approach for their study (Birks and Mills, 2015). Thomas and
James (2006) argue that new researchers may find the procedure rules of
grounded theory attractive, the seemingly “right” and appealing way may take

them far away from the best of qualitative inquiry.

3.6.2 Grounded theory justification

The grounded theory methodology is highly consistent with interpretivist
philosophy and inductive and qualitative exploration.

As a structured but flexible methodology, GT works when little is known about
a phenomenon and aims to produce or construct an explanatory theory that
reveals the processes inherent in the focused substantive field (Birks and Mills,
2015; Bryant and Charmaz, 2007; Glaser and Strauss, 1967). This is highly
consistent with the exploratory nature of this research and the purpose of
developing a specific theory.

GT provides guidelines thus bring structure and direction to the research. A
series of carefully planned steps are conducted to carry out the induction and
derive a context-specific theory. Crotty (1998) states it tries to ensure that
emerging theory is generated from appropriate data. Distinctive steps of GT,
like comparative methods, theoretical sampling, memo and diagram, are not
only highly efficient in collecting the proper data but also effective and
beneficial to separate the research from the researcher’s preconception.
Moreover, GT is chosen as it is generally related to creativity, originality and
significance. Glaser (2010) states that people are more and more dissatisfied
with the usual evidentiary and preconceived formulated research because of
its inefficiency in producing findings that make business problems better
(Bryant and Charmaz, 2019). Jones and Noble (2007) think that the strength of
grounded theory in management research lies in its ability to develop new
theories, revitalise old ones, create theories relevant to practitioners, and

exploit micromanagement processes in complex situations. They point out that
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GT is very helpful for practitioners and management researchers, making it
especially suitable for DBA thesis.

This study adopts the constructivist GT of Charmaz and Bryant, which
advocates a constructivist worldview, more emergent, and more flexible
multi-strategy approach to coding, and open attitude to the early review of the
literature. It regards GT as a set of principles and practices rather than as
prescriptions or packaged procedures. Different from Glaser and Strauss, who
hold that theory comes from data that is independent of the observer,
constructivist GT argues that neither the data nor the theory is discovered, and
we, as part of the world we study and the data we collect, construct the
grounded theory through our past and present engagement and interaction
with people, perspectives and research practices (Charmaz, 2014). This is
compatible with my research philosophy.

In terms of this research, which is conducted under a globalised world where
cultural and subcultural differences abound, formulated research and
normative preconceptions would be inefficient in such a cultural diversification.
In short, grounded theory method is highly consistent with the research
philosophy (interpretivism), approach to theory development (inductive method)
and method choice (qualitative), and the research purpose and aims of this

study.

3.7 Techniques and procedures

The data collection and data analysis of grounded theory are intertwined. They
happen almost simultaneously (Holton, 2009). For example, some degree of
analysis is inevitable during the interview, whether in the form of field notes or
even subconscious ones. Therefore, researchers can respond to the
phenomena being studied and make flexible adjustment in their data collection
SO as to establish a more accurate description of reality (Alberti-Alhtaybat and

Al-Hyaybat, 2010). To better illustrate the technical and procedural section,
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data collection and data analysis will be discussed separately.

3.7.1 Data collection

3.7.1.1 Basic sample criterion

Before theoretical sampling is introduced to the research, a basic sample
criterion has been made according to the research needs. The criteria for

research participants are as follows:

* The participants include those sent overseas by Chinese companies from
mainland China to work in overseas branches of Chinese companies, and those
self-initiated to travel abroad to seek work chances and career development in
business organisations in the host country.

* The participants worked in mainland China before their international assignment,
excluding those possible candidates from Hongkong, Macau, Taiwan, and other
Chinese ethnic groups in southeast Asia.

* The international assignment lasted for at least one year.

* The participants worked in a management role or as professionals of a business

organization in the host country.

3.7.1.2 Sampling and sample size

Early participants were selected from the potential participants based on
convenience criteria and their willingness to participate. The initial interview
data and timely analysis form the initial concepts that drive the theoretical
sampling. Subsequent interviews were based on the previous data collection
and analysis, and theoretical sampling continued until data saturation.
However, it was not clear at the beginning of the study that how many
participants were needed to achieve data saturation.

The inductive approach supports the notion that deep excavation of small
samples is full of significance (Saunders, 2019). Crouch and McKenzie (2006)

and Ritchie and Lewis (2003) put that the appropriate sample size for
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qualitative research is usually smaller than that for quantitative research and is

usually less than 50 samples. Warren (2002) holds that a qualitative interview

study seems to need a minimum of 20 interviews. In a situation with a small
sample, Corbin and Strauss (2014) suggest researchers should not worry
about consistency too much as there tends to be some consistency when
people are telling their stories. The interviews confirm this point, and this
contributes to seeking new information and forming new themes with the help
of theoretical sampling.

After the fourth interview, the major themes have already emerged, and they
become stable after the sixth interview. Shaw (1999) advocates that once the
research has reached the point of information saturation and the same
common themes run through the interview, further interviews should stop. In
this study the interviews ceased after the 11th interview as no new themes and

subthemes were emerging.

3.7.1.3 Interview

Intensive qualitative interviewing is perfectly consistent with grounded theory
method, with both open-ended yet directed, shaped yet emergent, and paced
yet unrestricted (Charmaz, 2014), and a central purpose of an intensive
interview is process-tracing and conceptual mapping (Hochschild, 2009).
Therefore, interview was chosen as the data collection method as it allows
exploration and provides rich data for analysis and finally develops a

context-specific theory.

3.7.1.3.1 Semi-structured interview

Semi-structure interviews were conducted as it was likely to make better use of
the knowledge-producing potentials (Denzin and Lincoln, 2018) and lead to
major advances in theoretical understanding of social reality. According to

Charmaz (2014), semi-structured interviews collect and focus on qualitative
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textual data, revealing rich descriptive data about participants’ personal
experiences. Under interpretivist philosophy, semi-structured interview offers
both initial structure of the interview and enough flexibility (Saunders, 2019),
which is highly consistent with theoretical sampling requirement and coding

process of grounded theory method.
Question design is a key determinant of a successful interview

(Alberti-Alhtaybat and Al-Hyaybat, 2010). Gehrels (2013) suggests that
guestions should be presented in a way with flexibility that enables participants
have the freedom to describe their experiences and with sufficient structure
that ensures no major topics are left out.

The first version of interview questions was made after several modifications
and tests. In the early interviews, open-ended and broad questions were
mainly used to find interesting and useful points as much as possible to ensure
the richness of data. As the interviews went on, some new questions were
brought into the interview to explore and enrich the themes. The interview
process, featuring flexible questions, continued until data saturation was

reached.

3.7.1.3.2 Process of data collection

Prior to the formal interview, | made initial contact with potential participants by
phone or WeChat to seek their consent to participate in the research. Then the
information sheet and the consent form of this study were sent to them to fully
inform the participants what is this research about, what they need to do, how
the data will be collected, conserved and used, and their rights (included in
appendices). After obtaining consent, an agreed interview time was arranged.
An interview usually lasted 60 to 90 minutes. Since the possible participants
are based in different countries or cities, busy with their work and with a low
motivation to take part in this research, it was difficult to find the suitable
participants. In addition, intertwined data collection and data analysis kept
bringing new requirements to data collection. Therefore, the data collection
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phase lasted about 10 months. Appendix C shows the basic information of the
participants in this research.

To better communicate with Chinese expatriates, interviews were conducted in
Chinese, including offline face-to-face interview and online interview to allow
better communication with the Chinese expatriates. Most of the interviews in
this study were conducted online because the participants were scattered in
different countries and cities, and it was difficult to meet offline due to the
pandemic. All interviews were recorded with permission and were transcribed
in Microsoft Word documents. The interview recordings and transcripts were
repeatedly reviewed and verified to ensure the accuracy of the data.

In the early stages of data collection, interviewees were selected from potential
participants based on convenience criteria and their willingness to participate,
and semi-structured interviews were then conducted. Data collection and data
analysis were subsequently interwoven, driving theoretical sampling and
constant comparison, which guided the subsequent interviews. After the fourth
interview, some important themes began to emerge, and by the sixth interview,
these themes had become stable. Subsequent interviews further enriched
these themes and the aspects they encompassed. As no new themes
emerged, the interviewing process concluded after the eleventh interview.
There were also some specific challenges during interviews, such as the
possible time zone difference increasing the difficulty, network problems
resulting in a short interruption of the interview, and the interview interrupted by
some unexpected work requirements. The researcher overcame these
difficulties by effective communication with the participants, ensuring good
preparation for the hardware and software required for the interview, and

building good rapport and mutual understanding with the participants.

3.7.2 Data analysis

Although there are different versions, grounded theory includes the following
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major components: theoretical sampling, comparative method, memo writing
and coding (Bryant and Charmaz, 2019; Goulding and Saren, 2010). Given
that the theoretical sampling part is briefly discussed in the data collection
section, and that comparative method serves memo writing and coding, this

section will discuss coding and memo writing.

3.7.2.1 Coding

Coding is an essential step in data analysis as an iterative process, a key step
between data collected and the generating theory that explains it (Charmaz,
2014). Data is broken down, conceptualised, and categorised several times in
this process to allow context-specific theory to emerge. It is inseparable from
other elements of analysis, such as memo writing and theoretical sampling
(Bryant and Charmaz, 2019).

Bryant and Charmaz (2019) present five major coding approaches (table 3.1)
and meanwhile stress that they are rather guidelines than rules. This research
adopts Charmaz and Bryant coding approach, which is constructivism oriented,
more emergent, and more flexible with multi-strategy. It combines some
elements of classical grounded theory by Glaser and procedural approach by
Strauss and Corbin, which implies an open coding strategy, or not limited to a
particular guideline. Figure 3.4 shows the analysis process of grounded theory

in this study.

Theory Building

——| FOCUSED CODING
Memo Writing STAGE
Constant Comparison
Theoretical Sampling

¢ INITIAL CODING
STAGE

F

Research Question |

Figure 3.4: The process of Grounded Theory (Adapted from Charmaz, 2014).
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The constant comparative method is a core data analysis technique within
grounded theory, with the central idea to continuously compare data to
gradually generate and refine theory (Glaser and Strauss, 1967). Strauss and
Corbin (1998) emphasize that through constant comparison, researchers can
discover new categories and concepts in the data and compare these
categories and concepts with existing data to validate their consistency and
comprehensiveness. Strauss and Corbin argued that the constant comparative
method is not only applicable during the early stages of data analysis but
should be employed throughout the entire data collection and analysis process
to ensure the theory generated possesses high internal consistency and
external validity (Strauss and Corbin, 1998). Charmaz highlighted the key
aspects of the constant comparative method as its flexibility and openness,
allowing researchers to continuously adjust and improve coding strategies
during data analysis. This method not only aids in coding data but also
facilitates the generation and validation of theory (Charmaz, 2014).

The constant comparative method in this study encompasses four aspects:
comparing incident to incident, concept/category to more incidents, category to
category, and external comparison (Strauss and Corbin, 1998). The coding
process was aided with memos, diagrams (see chapter 3.7.2.2), and software
(see chapter 3.7.2.3). Incidents and their similarities and differences are
compared to generate code and categories (see chapter 3.7.2.1.1). The
formed categories are then compared with one another to generate core
categories (see chapter 3.7.2.1.2). These categories are also continually
compared with existing literature to facilitate theoretical development. For
example, chapter 5.2.2.4 compares the adjustment strategies of Chinese

business expatriates identified in this research with those in existing literature.

3.7.2.1.1 Initial / open coding stage

Charmaz’s approach includes two stages: initial coding and focused coding
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(Charmaz, 2014). Initial coding is like open coding, the first step of Strauss and
Corbin’s procedural approach, which breaks data down into pieces and
describe them thus to develop initial themes and their properties and
dimensions (Corbin and Strauss, 2015; Charmaz, 2014). Bryant (2017)
advocates starting with open coding (sometimes using the term “initial coding”)
and holds that the whole purpose of open (or initial) coding is to produce useful
abstractions.

Segment by segment and line by line coding are used to analyze the data,
which brings the researcher closer and makes the code more relevant to the
data. The first coding stage does not force the use of gerunds as advocated by
Charmaz and Bryant. It keeps things open, close to the data, uses constant
comparative method, and develops concise codes. Table 3.2 illustrates the

opening coding stage using the theme “work difficulties” as an example.

Table 3.2: An illustration of opening coding

Example of quotes Code Theme
After all, my job is to sell. But you are not selling products | Work role | Work
to Chinese people but to foreigners. You are not using | change Difficulties

Chinese but foreign language to sell.

When the overseas market is developing fast, some of | Insufficient
the company’s system may not be able to keep up with | organisational
our needs, then the work gets harder. support

You always feel that local employees can’t keep up with | Mismatched
your work. And they are kind of one-track-minded. work pace

The problem of corruption in Africa, that's what | can’t | Challenging
stand. working
environment

3.7.2.1.2 Focused coding stage

The second stage of constructivist grounded theory is focused coding, which is
done at a higher level of abstraction than the first coding stage and used to
synthesise large chunks of data. Initial codes are compared in order to select
those with the most analytical power, or to identify new code that can capture

multiple initial codes (Charmaz, 2014). Bryant (2017) thinks that selective,
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focused and theoretical coding are all higher-level coding that none is superior
to the rest and agrees on a creative combination of these strategies. Charmaz
(2014) also discusses axial coding derived from procedural grounded theory
and theoretical coding from Glaser classical grounded theory, suggesting
these steps are not mandatory and a flexible coding process according to the
complexity and specific needs of the research. Through the focused coding
stage, this study has identified the main themes and their relationships. Table
3.3 shows a higher level of abstraction as an example of the focused coding

stage.

Table 3.3: An illustration of focused coding

then the work gets harder.

My daughter is only three years old at that
time. It is quite challenging facing the
issues such as the impact on the
relationship with my wife and who will look
after my daughter while | am away.

Family conflict

Life Difficulties

countries where guns are very popular at

local, personal safety is the top concern.

What are the real pain points? To endure | Loneliness Psychological
loneliness. It is a must, then you will be a Difficulties
little better.

| think the primary issue of expatriation is | Safety General
security, isn’t? If you go to some African | problems Difficulties
countries, or even some western

Example of quotes Codes Subthemes Theme
When the overseas market is developing | Insufficient Work Expatriation
fast, some of the company’s system may | organisational Difficulties Difficulties
not be able to keep up with our needs, | support

3.7.2.2 Memo and diagram

Memo writing starts at the very early stage of analysis and continue throughout
the process, enabling a rich and complete analysis of data and codes (Corbin
and Strauss, 2015; Charmaz,2014). As a key intermediate step between data
collection and draft writing, it helps stimulate thinking and encourages new

ways to look at data and code (Charmaz,2014). Strauss and Corbin (1998)
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propose three types of memos (table 3.4), namely, code notes, theoretical
notes and operational notes. Meanwhile, they emphasise that it is not the form
of the memo that matters, it's actually writing it. Table 4.1 (in chapter 4) is an

example of memo.

Table 3.4: Three types of memos (Strauss and Corbin, 1998)

Code notes Memos containing the actual products of the three types
of coding: open, focused, and selective

Theoretical notes Sensitizing and summarizing memos that contain an
analyst’s thoughts and ideas about theoretical sampling
and other issues

Operational notes Memos containing procedural directions and reminders

Diagrams were also used to aid the analysis. Miles and Huberman (1994)
consider it is best to draw frameworks in the form of diagrams rather than text.
Lots of diagrams were made during the data analysis stage, which facilitates
data abstraction and improve the analysis level. Figure 4.1 is an example of

diagrams.

3.7.2.3 NVivo

NVivo 12 was used to aid analysis. NVivo is a powerful tool that, when used
properly, can facilitate many aspects of the grounded theory process, from
design and early sampling procedures to data analysis, theory development,
and results presentation (Hutchinson, et al., 2010). Quinton and Smallbone
(2006) argue that this makes the coding process easier and faster and allows
more time for in-depth analysis. Though qualitative software may be of great
use in organizing and encoding data, they cannot replace data interpretation
process, and it is the researcher him/herself has to make the key decision to
determine which themes to focus on, where to collect data for the next iteration,
and perhaps most importantly, what the units of data mean (Suddaby, 2006). In
short, the use of NVivo helps simplify the data analysis process, allows more
detailed and comprehensive analysis of the data, and improves the rigor and
credibility of the research.
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3.8 Research quality

3.8.1 The standards of research quality

It is difficult to specify the quality issue as its elusiveness, just as Seale (2002)
puts, “we often feel we know it when we see it. In this respect research is like
art rather than science” (p102). Many researchers have offered a variety of
practices on qualitative quality (such as Glaser and Strauss,1967; Tracy, 2010;
Denzin and Lincoln, 2005; Charmaz, 2014; Corbin and Strauss, 2015), which
often make followers lost in all those bewildering criteria. In an effort to create
a concise set of common standards while considering the complexity of quality
research, Tracy (2010) suggests eight key criteria: worth topic, rich rigor,
sincerity, credibility, resonance, significant contribution, ethics, and meaningful
coherence. Some other leading qualitative scholars oppose a permanent
criterion (such as Guba and Lincoln, 2005), and Corbin holds that every
method deserves its own set of criteria.

Glaser and Strauss (1967) believe the researchers can work on an “plausible”
explanation on the social world in which they immersed. They prefer the term
“credibility” and “applicability” rather than “validity” when assessing the
grounded theory. Sufficient detail and description, sufficient evidence on data
collection and analysis, and specification of the kinds of data was first
suggested as criteria to judge research credibility. Corbin and Strauss (2015)
support this point and put more emphasis on the significance of the operation
procedure of grounded theory and application value. They put forward the
following criteria to assess research quality: fit, applicability or usefulness of
findings, concepts, contextualization of concepts, logic, depth, variation,
creativity, sensitivity, and evidence of memos.

Charmaz (2015) holds that reliability or validity of a study should be judged first
by the researcher and then by the readers and offers a more concise and
flexible framework on criteria for grounded theory, including credibility,

originality, resonance and usefulness. The combination of the first two
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enhance the latter two and the following contribution. These four criteria
depend mainly on a proper, logic and coherent research and writing process
and both researcher and the readers play a role in it. Charmaz’ standard of
research quality is adopted, and the following section will have a discussion in

terms of credibility, originality, resonance and usefulness.

3.8.2 Credibility, originality, resonance and usefulness

3.8.2.1 Credibility

Achieving intimate familiarity with the setting, sufficient data, systematic
comparisons, strong logical links between data and analysis, and providing
enough evidence to the reader and allow them to form an independent
assessment contribute to ensuring and enhancing the credibility of the
research. (Charmaz, 2014).

This study is to provide a Chinese perspective and voice for expatriate
adjustment research. My education and work background contribute to my
advantage to explore this topic, as noted in chapter 1.2 and chapter 1.5.1. My
reflection on my role and the whole research, together with the advantage of
interrelated steps of grounded theory, better assure that research findings are
grounded in data.

Participants are viewed as co-researchers, the experts in their field, not
subjects. Therefore, in order to avoid the interference of my preconceptions,
open-ended questions, follow-up questions, new and flexible questions with
specific needs were provided to allow participants to make their own voice to
the most. This contributed to the accuracy and richness of the data and lay a
good foundation to the theory building. In addition, GT and its effectively
designed and intertwined data collection and analysis processes help to make
data collection and analysis more consistent with the research context. The
constant comparative method and the flexible use of the interviewing question

within the nature of GT help to cover a wider range of the observation and
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allow for this opportunity and enhances research credibility.

The interview data were transcribed immediately after each interview, and then
recordings and transcripts were checked for accuracy. Meanwhile, in the initial
coding stage, | went back to the participants to make sure my initial analysis
was consistent with their idea. Comparative method and memo and diagram
helped clarify the questions and findings pursued by the research. In addition,
development of major themes was presented in the writing with
proper-proportioned and detailed supporting data. A few cases and situations
not covered by the theme are also presented and discussed. These data and
its presentation style provide readers with a comprehensive picture of the
adjustment issues faced by Chinese business expatriates, facilitating a more
thorough understanding of the phenomenon and enabling them to form their
own judgments about the study.

Moreover, sincerity is one of the guiding principles, and research ethics are
strictly observed throughout this research. The rigor and credibility of this

research are partly improved through its ethical considerations (chapter 3.9).

3.8.2.2 Originality

This research explores the adjustment of Chinese expatriates and constructs a
theoretical framework of expatriate adjustment from a Chinese perspective,
making it different from and meanwhile adding the richness to the existing
theories that are mainly based on western samples and their practices. This
research and its framework present the unique experience of Chinese
expatriates. Many interesting concepts and themes grounded from the data

were proposed for the first time. Therefore, the research has a high originality.

3.8.2.3 Resonance
The achievement of resonance is first supported by the process of ethical

participants involvement. All participants in this research are adults and
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professional expatriates and thus competent to give consent. The meaning
and value of this research is recognised by them after being fully informed
about the research purpose and the interview process. It is just because of
their interest into this research topic and their willingness to share and help,
the expatriates’ experiences were fully described and reconstructed through
reliable data collection and analysis. This contributes to the development of the
themes identified during the research and portraying the fullness of the studied
experience. In addition, the iterative process of grounded theory and the
feed-back to participants the outcomes and conclusions contributes to making
sense to the participants themselves and offering them insights about their

experiences.

3.8.2.4 Usefulness

The usefulness of this research lies in its theoretical and practical significance.
Focusing on Chinese business expatriates and their adjustment which were
neglected and under-researched by academic field, this study explores the
factors influencing the adjustment and thus to develop a specific conceptual
model of the adjustment of Chinese business expatriates, which deepens and
broadens the perspective of understanding the topic. It is also of great practical
significance to concerned expatriates, their organisations, and in a broad
sense, communication and understanding in the process of globalization

through providing research outcomes and practical implications.

3.9 Ethical consideration

3.9.1 Ethical considerations in the research process

According to basic principles of research ethics, every effort must be made not
to cause harm and to reduce risk in research (Salmon, 2015). Ethical
consideration is not just the ethical requirements and procedural protections of

research institutions for research and researchers, but also the embodiment of
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the researcher’s personal morality and a vital part of research quality. This
study strictly adheres to the Research Integrity and Ethics Code of Practice
(UWTSD, 2022) of the university.

One of the core ethical considerations is informed consent. All participants in
this research are adults over the age of 18 and competent to give consent.
Clear research information was provided sincerely and honestly. Prior to the
formal interview, | made initial contact with potential participants by phone or
WeChat to seek their consent to participate in the research. Then the
information sheet and the consent form of this study were sent to them to fully
inform the participants. The possible participants know what this research is
about, what they need to do, how the data will be collected, conserved and
used, and their rights. Based on their own willingness and adequate rationality,
| have their consent and then the interview will be arranged.

The rights of participants, especially the right to withdraw from the study at any
time, are a focus of informed consent. It is not only written in the information
sheet sent to them before the interview, but also be stressed at the very
beginning of every interview. The fact is that there was no temporary
withdrawal from the study during the interview. However, there were few
situations that participants did not want to discuss a specific topic in depth, and
this was fully respected. This also proves that the ethical consideration for the
participants is honest, effective and successful. In addition, participants were
also informed their rights, such as asking questions, complaint and getting a
copy of the research findings.

Participants’ privacy and the protection of interview data are also key ethical
concerns. The participants are looked upon as co-researchers rather than just
as subjects. In fact, | realised that if any interesting and meaningful findings
this research could make, that must come from the participants’ time and
energy and their selfless sharing based on trust. | then feel more obliged to

conduct interviews and protect their privacy and rights with absolute sincerity
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and gratitude. Participants are anonymised and their indicative information
does not appear from the very beginning of the research. All data is kept in
password protected cloud storage on the University Office 365 system, the
researcher’s laptop and USB sticks. Only my supervisors and | have access to
these data. Adequate and transparent ethical considerations proved to be
effective to reassure participants and helped build trust quickly, which led to
their positive engagement and contributed to a quality data collection and

research findings.

3.9.2 Areminder for the readers and reflections on the Data

This study faithfully records and shows the voices of the participants which are
crucial to the reconstruction of their understanding of the phenomenon.
However, their personal evaluations of the expatriation experience, especially
as it relates to their understanding of local people and life, are highly personal
and subjective. Readers therefore should be aware that it may contain views of
possible misunderstandings and stereotypes which are disturbing and
upsetting. For example, more than one participant in the interviews described
the host country and local employees as “backward” and “lazy”.

During data collection and data analysis process, | have highly respected the
views of the participants, which form the basis for a new perspective on
expatriate adjustment. It also makes me reflect at the same time on the ethical
consideration. On the one hand, this reflects an open and active attitude of the
participants, who were honest and truthful in expressing their views, which
contributed to the quality of the data collection. On the other hand, almost all
participants emphasised the need for a genuine and deep respect for local
people and cultures in intercultural interactions (and the specific behaviors
they mentioned in the interviews seem to support the idea that they are indeed
trying to put this into practice), but intercultural differences and regional

imbalances in economic and social development inevitably lead to cognitive
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differences and the formation of certain mis-judgements and
misunderstandings, reflecting the fact that we as human beings still have a
long way to go in terms of a truly high level of intercultural respect and

inclusiveness.

3.10 Summary

This chapter first explains how the research question is originated and
presents the research aim and objectives. It then discusses the related
elements of research design in detail and presents a consistent
methodological choice to readers. It explains and justifies the philosophical
assumptions of interpretivism which provides a basis for the explanation and
justification of inductive approach to theory development and qualitative
method.

Grounded theory as the appropriate research strategy and semi-structured
in-depth interviews as the most appropriate data collection method are then
explained and justified. It also explains and discusses the data collection and
analysis processes, research quality, and ethical considerations. The following
chapter presents the findings that were generated from the research through

the underpinning and processes explained and justified in this chapter.
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Chapter 4 Findings

4.1 Introduction

This chapter provides the findings of the fieldwork phase of the study. It
presents and discusses four main themes, including expatriation reasons,
expatriation difficulties, expatriation supporting resources and expatriation
adjustment strategies, which are identified through the application of grounded
theory data analysis process. With rich examples illustrating how the themes
and subthemes emerged, this chapter also presents the process of how these

main themes are developed from the original data.

4.2. Expatriation reasons

The theme expatriation reasons refers to the reasons why Chinese expatriates
choose to work abroad. It is a main theme that gradually emerged when
analyzing the data on participants describing how they became expatriates.
Figure 4.1 shows the overview of the theme expatriation reasons
conceptualised from fieldwork data. It includes six sub-themes, namely
personal factors, organisational factors, family factors, country level factors,
friend factors and internet factors.

In predeparture stage (Black et.al, 1991), or before-expatriation stage, the
motivation of potential expatriates is an obvious factor that must be considered.
In fact, the code expatriation motivation was naturally identified in open coding
and appeared in every different case data. As the analysis went on, more and
more detailed or sub-level expatriation influencing factors appeared, including
macro and micro factors that determine expatriation, with some were more
important influencing factors and some less important. During the focused
coding period, this study gradually formed six sub-themes, namely personal
factors, organisational factors, family factors, country level factors, friend
factors and internet factors, therefore the theme expatriate reasons emerged

then.
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Figure 4.1: The theme expatriation reasons and its main aspects
Note: Codes with * will not be included into the theoretical framework as its low representation.
Itis listed out just as a reflection of the fieldwork data.

Compared with the code expatriation motivation, expatriation reasons seems
to be very plain literally. However, it is still necessary to use it instead of a more
academic expression of expatriate motivation. First, expatriation reasons is
literally self-explanatory in conveying the meaning of the theme. Secondly, it is
more capable in containing more detailed attributes under the theme which
describe and summarise more effectively and comprehensively the unique
experiences and choices of Chinese expatriates in their special cultural and
business environment.

The theme expatriation reasons was formed based on an in-depth analysis of
the field work data. In the process of open coding, many codes related to
expatriation motivation appeared, and sub-themes were gradually formed.

During focused coding, the theme emerged with the help of analysis memos
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according to existing data and formed sub-themes. Table 4.1 is the analysis
memo on the theme expatriation reasons. Table 4.2 shows the formation
process of the theme expatriation reasons, or how the theme was developed

from the codes.

Table 4.1: Analysis memo: deciding the heading of the theme-Expatriation Reasons

Memo: The heading of the theme-Expatriation Reasons 2021.5.18

As China increasingly integrates into the international economic division system, more and
more Chinese enterprises and their employees go abroad to search for opportunities. For local
Chinese employees, expatriation is not a new term. However, in many cases, the decision to
relocate internationally is still not taken for granted or comes easy. “Going abroad” means
“leaving home” to “the unknown” in Chinese traditional culture. In particular, at present, most of
the expatriation destinations of Chinese enterprises are in the third world, the vast number of
developing countries, many still full of war and violence. Therefore, the motivation of
expatriates naturally becomes a key influencing factor.

Motivation is the premise of individual action. To explore the reasons for expatriation, it seems
obvious and naturally to put our eyes on the individual motivation. But is the code sufficient
enough in this study? As the investigation continues, it has been found that the code
“‘motivation” is merely inadequate. Because motivation reflects more from the perspective of
expatriates, it ignores other stakeholders involved in the expatriation especially in China’s such
special social and cultural environment, such as the organisation, family, country and
individual friend circle. Undoubtedly, Chinese expatriates’ personal motivation is still a
dominant factor, in many cases is the very key determinant of an international assignment.
However, there are many situations in which expatriates act relatively passively, or even be
pushed forward to involving themselves in their oversea market. That is to say, personal will
sometime is not necessarily the decisive factor since some other influential factors are playing
roles in it. For example, in some cases, the organisation needs and the push comes
afterwards are the primary reasons for individual overseas assignment.

Therefore, this thesis directly uses “expatriation reasons” as the theme. First of all,
“expatriation reasons” is conveys direct and clear message just at a glance, which can more
intuitively describe the meaning of the theme — reasons why Chinese expatriates choose to
work abroad. It also helps to incorporate more influencing factors of expatriation, fill out the
answer bank to the question “how does an expatriate become an expatriate”, and then enrich
the connotation of this theme.

Table 4.2: lllustration of the development of the theme Expatriation Reasons

Code examples Examples of quotes Subthemes Theme
career “I think the overseas market has a great Personal Expatriation
development prospect and the career path is also bright. | factors reasons

So, | applied for this job.”

organisation “We started in the domestic market, and Organisational Expatriation
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development in
oversea market

then as XX mobile phone gradually began
to develop business overseas in 2005 and
2006, we needed to assign domestic
personnel to support the overseas market.
With the expansion of the overseas market,
we went overseas. In fact, we did not
expect an international assignment at the
beginning.”

factors

reasons

family support

“Because my wife is in the same company
with me, she understands the nature of the
work in this company, and she also
understands our work oversea and that will
be of more help to my promotion as there
may be fewer opportunities at home.”

Family factors

Expatriation
reasons

home country
encouragement

“One of our main businesses is overseas
engineering contracting, as well as real
estate development. Because we were
mainly in Africa before, since General
Secretary Xi Jinping proposed the Belt and
Road Initiative, we began to expand into
Southeast Asia.”

Country-level
factors

Expatriation
reasons

group
expatriation

“I didn’t think about it that much. Because
at that time, | and a few close colleagues,
just like brothers, went out together.”

Peer factors

Expatriation
reasons

online
recruitment

“It's just like a recommendation. My friend
introduced me and sent my resume to the
company, and then the interview, online
interview, which lasted for a month or two.
In the end | got the offer, and | came.”

Internet factors

Expatriation
reasons

In conclusion, the theme expatriation reasons include six sub-themes, namely

personal factors, organisational factors, family factors, country level factors,

friend factors and internet factors. Each subthemes containing its own main

aspects will be discussed in turn below.

4.2.1 Personal factors

As a subtheme, personal factors refers to those parts of expatriation reasons

which are closely related to the expatriates themselves, or the individual level

reasons.

As the interviews continued, the data were accumulated and analyzed, and
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abundant codes were obtained during the open coding stage, such as career
development, higher income, horizon expansion, personality traits, life phases,
religious belief, then the theme personal factors emerged and finally as a
sub-theme of expatriation reasons. Figure 4.2 shows the theme personal

factors and its main aspects.
Personal
Factors
l
I T T I T T 1
Career . i Horizon Personality Education . Religious
ngher e BaCkgrOUﬂd S

Figure 4.2: The subtheme personal factors and its main aspects

The seven codes within the subtheme personal factors include direct
influencing factors, which the expatriate can easily and directly perceive, like
those strong and direct motivations. It also contains some hidden factors,
those indirect factors at the personal level which cannot be perceived so easily.
They can also be divided into major and minor influencing factors according to
the importance of the role they play in employees’ decision to relocate. Table
4.3 shows the description of the influence of those seven personal factors on

expatriation reasons.

Table 4.3: Description of the influence of seven personal factors

Major Minor

Direct Major and direct influencing factors: Direct but minor influencing factors:
Career development Horizon expansion
Higher income Religious belief

Indirect | Major but indirect influencing factors: Minor and indirect influencing factors:

Personality traits

Life phases

Education background

Among the many personal factors contributing to expatriation, individual’s
pursuit for career development and higher income are the most important and
direct factors. Among the 11 participants in this study, eight clearly identified
career development as a factor while nine considered higher income as a
factor. Indeed, P1, P6, P11 directly mentioned career development as the most

important while P2, P3, P7 and P8 took higher income as their primary
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motivation. Almost all participants’ major reason has to do with both factors or
at least one of them.

Horizon expansion and religious belief appeared in the open coding process
as direct factors. Compared with the two codes mentioned above, these two
points seem to have less influence on facilitating international assignment,
therefore, they were classified as less important factors, or minor factors. In
fact, some participants were almost unaffected by them, especially for the
code religious belief. Only one case (participant 4) of self-initiated expatriate
believes that her expatriation was partly pushed by her religious belief. It was
rare as in the whole data collection process, and no similar story had ever
been heard from the other 10 participants. Hence it can be well perceived that
this code was underrepresented. Therefore, the code religious belief will not be
included in the final theoretical framework.

Personality traits, life phase and education background appeared in the open
coding as less obvious and indirect influencing factors. Among them, the code
personality traits began to appear in the early stage of data analysis. On one
hand, many participants might not expect it as a motive. On the other hand, it
was identified repeatedly in the data. Therefore, personality traits were
classified to the major and indirect matrix. The code life phase was much more
difficult to identify, and it did not begin to emerge until the end of the interview
period. In general, life phase and education background have a less important
influence on the expatriation decision. In the following sections, each of the

seven codes will be discussed.

4.2.1.1 Career development

The pursuit of a brighter career development has a major and direct impact on
expatriation decision (table 4.3). The code career development appeared
during open coding period (table 4.4). With the formation of the theme

expatriation reasons, career development became a factor within personal
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level factors.

Table 4.4: The code career development and its relationship with the theme expatriation
reasons

Open code Example of quotes Subtheme Theme

Career | think the overseas market has a great Personal Expatriation

development | prospect and the career path is also bright. factors reasons
So, | applied for this job.

The code career development refers to the motivation of an individual who
considers embarking on an international assignment full of unknowns as he is
in a pursuit for a more promising career. Seeking promotion and gaining more
international work experience was a strong motivation across the participants.
“f you want to be promoted, the company will give preference to those
who have overseas working experience.” (P5)
“Now it is advocated to become an inter-disciplinary talent. Such as foreign
business, you know how to deal with it while others do not. There also may
be more opportunities for a promotion in oversea subsidiaries.” (P8)
“f you want to have a better career, generally speaking, expatriation
experience is an essential part in a multinational company. From the long
run, your long-term career development is bound to be limited if you don't
go through this process.” (P11)
For some expatriates, the pursuit of better career development was the most
important reason. As participant 6 mentioned:
“Many people see making money as a necessity in their expatriation. Yes,
you will have a good allowance in dollars on your overseas business trip.
But this thing is ultimately just a political bargaining chip for promotion, and
that’s the most important thing to me.”
This is in contrast to participants who place money in a higher or equal place.
Participant 6 put career development in the first place. An additional finding is
that participants who prioritised their career needs were often in a relatively

good economic condition. They always had a good income, or their family
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were in a good economic condition. Therefore, they had the opportunity to
focus more on the career development. As participant 8 said:
“Expatriation indeed is about a process of loneliness. | have to say that it’s
anti-human... If it’s not for the economic pressure, | certainly will not

choose to go out.”

4.2.1.2 Higher income

Higher income, or the expectation of higher income, was identified by nine
participants as a reason for expatriation. The code higher income appeared as
an open code (table 4.5) in the very beginning of the data analysis, and
gradually became an aspect of personal factors when the theme expatriation

reasons emerged.

Table 4.5: The code higher income and its relationship with the theme expatriation reasons

Open code Example of quotes Subtheme Theme

Higher income | The main reason was that it might be Personal Expatriation
easy to find a job inside China, but the factors reasons
overall income level was still relatively low

Almost every participant expressed money to be a motivation directly or
indirectly.
“At that time, | was young, and my economic situation was not good. So |
was considering that | can earn more money abroad. It was mainly for
economic reasons.” (P8)
“For one thing, it was the first time | had a job. If | work abroad, the salary
will be higher.” (P7)
Some expatriates took the initiative to accept or even request an international
assignment to raise income and improve their economic situation.
“In construction industry where expatriates are in high demand, it is a quick
and achievable way to get promoted and raise incomes.” (P8)
Higher incomes seemed so natural to the expatriates that a small number of

participants ignored this part and put more emphasis on other aspects.
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“ thought my income will rise by a good number if | stay outside for two

years... But that’s what | thought | could get when | went out.” (P10)

4.2.1.3 Horizon expansion

The individual’'s need to get out and broaden their horizons cannot be ignored
among those factors. Its impact on individual’'s expatriation decision was
considered as direct and the code was formed in the open coding stage and
becoming an aspect of the theme personal factors in the focused coding stage

(table 4.6).

Table 4.6: The code horizon expansion and its relationship with the theme expatriation reasons

Open code Example of quotes Subtheme Theme
Horizon | was young at that time and wanted to go | Personal Expatriation
expansion out to seek for some chances. It’'s nice to | factors reasons

have a look at the outside world, isn’t it?

And add some life experience.

Six of the 11 participants mentioned the important role of horizon expansion
directly. Compared with career development and higher income, the
importance of expanding horizon as an end has decreased significantly.
“In addition, I think it would be nice to have a look in another country and to
expand my life experience.” (P7)
“The first is that the company needs you to go there. Secondly, | also want
to go out and have a look. Thirdly, | want to take advantage of the
opportunity of being sent abroad as a traveling experience.” (P2)
Some expatriates believed that the very act of going abroad is a success. Like
participant 3, he held that the Chinese should come out more to see and
understand the world outside.
“ don't regret coming out, and I think all the young people in China should

come out.”

4.2.1.4 Personality traits

The code personality traits appeared in the very early analysis, and it was
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confirmed repeatedly in the following interviews. In the focused coding stage, it

became one of the personal level factors (table 4.7).

Table 4.7: The code personality traits and its relationship with the theme expatriation reasons

Open code Example of quotes Subtheme Theme
Personality Because I'm the kind of person who likes to | Personal Expatriation
traits try new things. | also like challenges. So | factors reasons

just can see this, that is, | feel curious about

it. Yes, it just has some inside drive in it.

From the perspective of personality traits, extroversion (Goldberg,1990) is the
most important element in shaping expatriation decisions. The degree of

proactiveness in deciding whether to relocate reflects the personality

differences of expatriates. Among all the participants in this study, there were 4

individuals (participant 1,3,4,6) who actively searched for the chance to work
overseas. Two of them were self-initiated expatriates (participant 3,4),
undoubtedly with a strong proactiveness. Two of nine organization-assigned
expatriates also demonstrated a high degree of proactiveness (participant 1,6),
and 6 of them showed a certain degree of proactiveness while only one of
them (participant 10) had a very low initiative.
For example, participant 1 mentioned his strong proactiveness in his interview.
Though worried about his family, such as his child and relationship with his
wife, he volunteered for an international assignment due to the yearning and
pursuit of a larger platform and more challenges and opportunities.
“In my opinion, it is possible to have a bigger platform and enjoy more
challenges and opportunities when going abroad. Thus, | decided to go
abroad and applied for the post.” (P1)
It is clear that his proactiveness made him different from those expatriates who
were being assigned by the company. Patrticipant 1 is clearly on the very active

side on the expatriation proactiveness continuum (figure 4.3).

88



Cisjve

—1- - Proactive®

Figure 4.3: Expatriation proactiveness continuum
Note: The box shows the position of expatriates in the expatriation proactiveness continuum

MNegative:

Evidence of extraversion were identified in all the cases that showed a high or
relatively high expatriation proactiveness.
For example, participant 1 mentioned he yearned for a bigger platform and
greater opportunities and challenges.
Case 6 shows patrticipant’s sense of masculinity has a direct and strong impact
on expatriation decision.
“As a male, I'm definitely not suitable for that kind of home-based job. My
character will make me choose this trade and business post.” (P6)
“‘Because I'm the kind of person who likes to try new things. | also like
challenges. So, | just can see this, that is, | feel curious about it. Yes, it just
has some inside drive in it.” (P4)
“l have been an independent person since | was a child. So my parents
didnt rely on me or | rely on them much.” (P7)
The proportion of expatriates who actively sought chance to work abroad was
not low (4 among 11 proactively pursued a chance to relocate). Other
participants also accepted the company’s assignments with a certain degree of
proactiveness, otherwise the assignment would not be possible. It is safe to
say that they differ only slightly in the degree of proactiveness compared to
those very active ones and can be classified in the swing area (figure 4.3).
It mainly involves assigned expatriates. Although they did not take the initiative
to apply for the international assignment, they quickly found reasons to support
and formed a more active attitude to the assignment when they are appointed
by the company to fulfill the assignment. For example, participant 2 did not

apply for the assignment, but when the company asked him to do so, he told
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himself,
Maybe | can take advantage of this opportunity to go abroad and have a
look.”
Participant 10 was a little unusual among all the cases with a little passiveness
and reluctance before expatriation.
“There’s a little bit of resistance to this assignment. After all, | had been
working for one or two years at that time, and | felt good, and | don't want
to go out.”
Despite this, she still went abroad with the expectation of “go out to see and
learn.”
Most of the participants showed optimism and confidence about the
assignment before their departure, though, in some cases such optimism may
be a little blind which were based on unreasonable expectations.
“Because | am an optimistic person, therefore, | am relatively optimistic
about this assignment, and | am not worried about it much.” (P8)
“ should admit that there were a little bit worries, but the desire to try
outweighs them.” (P9)
To sum up, personality traits (here mainly refers to extroversion) appeared as
an important influencing factor in this study. Most expatriates were on the

proactive side of the expatriation proactiveness continuum (figure 4.3).

4.2.1.5 Education background

Educational background was an indirect and minor factor to an individual’s
decision to relocate. Like the previous codes, it appeared during open coding
and became an aspect of personal factor in the focused coding stage (table

4.8).

Table 4.8: The code education background and its relationship with theme expatriation
reasons

Open code Example of quotes Subtheme Theme

Education The decision to work overseas is related to Personal Expatriation

background our major. We study French, which is a key factors reasons
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major in our school. Many of the teachers
have expatriation experience in Africa or
studied in France. It may also be influenced
by the teachers. Our major is more related to
practice, like going to the Africa.

Education background here refers especially to university education received
by expatriates. China’s university education helps to cultivate a large number
of college graduates who have the abilities and potentials to work abroad.
Some of them may have the practical consideration of going out to seek
chance, especially when the domestic job market turns tight. In addition, as
international trade and communication become more frequent, a large number
of domestic enterprises go out of China, and employees with a certain
educational background are then preferentially sent to overseas market.
“f permitted, you have to pick people who are capable to deal with new
environment. Once you send out the wrong people who don't have the
cross-cultural skills you get into a lot of trouble.” (P6)
Educational background also plays a role with an individual’'s early career
planning.
“Because my major is French, and | always know that I'm going to work
overseas.” (P7)
“ studied Spanish language and culture as an undergraduate, so the
future employment direction of people like us is nothing more than
education, translation and business. As a male, I'm definitely not suitable
for that kind of home-based job. My character will make me choose this

trade and business post.” (P6)

4.2.1.6 Life phase
Life phase, as an indirect and minor factor, was often mentioned at the end of
the interview stage and became an aspect of personal factor in the focused

coding stage (table 4.9).

Table 4.9: The code life phase and its relationship with the theme expatriation reasons
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Open code Example of quotes Subtheme Theme

Life phase | was young at that time and wanted to go Personal Expatriation
out to seek for some chances. factors reasons

Life phase refers to the influence of expatriates’ age and marital status on
Chinese employees’ expatriation decisions, which is indirect and minor.
The Chinese expatriate group is young. Based on the participants in this study,
the expatriates were all under 30, unmarried, at their first international
assignment (some of the participants had more than one expatriation
experience). Quite a few were sent abroad fresh out of university. On the one
hand, young people have to face the pressure of the domestic job market and
turn to foreign countries to look for opportunities. On the other hand, young
people have less obstacles to go for an expatriation task because they are
young and unmarried, with a stronger desire to explore and a common feeling
of going out. Therefore, it is easier for them to form an assignment decision.

“Because first of all, | didn’t have a family and | felt young.” (P1)

“When you are young, you should strive for the opportunity to go abroad.

Later, you will have more concerns. Then you may have to consider a

balance between family and work. It is easier to make the decision in the

early days when you have fewer concerns.” (P11)
When the potential expatriates are young and single, their expatriation
decision comes relatively easy. As the Chinese idiom goes: “if the person is full
and the whole family is not hungry.” However, as time passes and life evolves,
making a family has become a pressing need for these young expatriates.
Once they have a family, there are more issues to consider before relocating.
In fact, family-related problems are one of the main reasons why some
expatriates end their current assignments or reject a second chance to work
overseas.

“l had another chance to go abroad later. Mainly for family reasons, | felt

that | was not prepared enough at that time, so | gave up.” (P11)
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4.2.1.7 Religious belief
The code religious belief refers to the fact that an individual decides to relocate
because of his or her religious beliefs. It is rare among Chinese young
generation. Among all the cases in this study, only one case (participant 4) of
self-initiated expatriate thought that religious belief was an important reason
for her expatriation.
“One more point, | am a Christian, | feel that this religious belief in some
extent has a powerful push for me. So, | tried to confirm again and again
whether God wants me to try something new. That gave me a lot of
confidence.” (P4)
“it’s not about achieving more for myself, but I think it’s about having an
opportunity to practice and grow. From beginning to end, there will always
be an interaction with God. | am not 100% certain that’s what God asks me
to do, but I just know that the whole interaction deepens my relationship
with God. So I've been thinking about that for months before | decided to
come.” (P4)
Except for case 4, no other evidence of religious factors was found as the
driving force of expatriation. And the other participants did not hear of this
similar situation in their circle of expatriate friends. It is clear that this code is
underrepresented. The participant’s special experience may be the reason.
She received university education in Hong Kong and worked there after
graduation thus has fewer connections to the mainland China. Therefore, the
code religious belief is listed here with a simple description only as a reflection
of the empirical data and will not be included in the final theoretical framework

for its underrepresentation.

4.2.2 Organisational factors
Organisational factors refer to the reasons for Chinese expatriates’ decision to

relocate that are closely related to their organisations, reflecting the role of the
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organisation in individuals’ expatriation decisions. Therefore, the expatriation
decisions of SIE are not relevant to this code. As the interviews continued, the
data were accumulated and analyzed, open codes such as overseas
development, organisation selection, favorable policy and in-country life
support appeared and were integrated to the codes organisation needs and
organisation support, and finally evolved to the theme organisational factors
which emerged as a subtheme of expatriation reasons in the focused coding.

Figure 4.4 shows the main aspects of organisational factors.

Organisational
Factors

Organisation Organisation
INCES Support
Overseas Favorable
Development Policy
Organisation In country life
Selection Support

Figure 4.4: The subtheme organisational factors and its main aspects

Table 4.10 shows the influence of four organisation-level factors on the
individual’s expatriation decision making. Among them, overseas development,
organisation selection and favorable policy are major and direct influencing
factors on expatriation decision, while in-country life support is indirect and

minor.

Table 4.10: Description of the influence of four organisational factors

Major Minor

Direct | Overseas development
Organisation selection
Favorable policy

Indirect In-country life support

The vast majority of Chinese expatriates are organisational expatriates,
therefore, the influence of organisations on individual expatriates is naturally
very huge. In most cases, individuals followed or accepted the organisation’s
orders and arrangements even if they didn’t want to, because they knew their
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situation in the company would be difficult if they refused such assignments.
Though organisation’s favorable policy in terms of income and promotion is a
very powerful attraction as it meets the internal motivation for individuals’
relocation, the will of the organisation was identified more decisive in some

cases of this study.

4.2.2.1 Organisation needs
Organisational needs are the most direct reason for organisational expatriates
to relocate overseas. It impacts on potential expatriates through its two

aspects — overseas development and organisational selection.

4.2.2.1.1 Overseas development
It refers to organisation needs for domestic human resources as Chinese
companies expand their business in overseas markets. Since China’s
accession to the WTO, more and more Chinese enterprises have gone abroad
to seek new growth. Due to some particular features and internationalisation
stage and cost-performance considerations for current labour force, Chinese
companies are sending their own staff abroad in large numbers.
Participant 2,5,10,11 directly expressed that company needs was an extremely
important influencing factor. For example:
“The first is that the company needs you to go.” (P2)
In some cases, expatriates had not previously thought about working abroad.
In fact, many Chinese expatriates are pushed along by their organisations.
That is, their assignments are more out of organisational needs and individual
needs give way to organisational needs.
“We started in the domestic market, and then as XX mobile phone
gradually began to develop business overseas in 2005 and 2006, we
needed to assign domestic personnel to support the overseas market.

With the expansion of the overseas market, we went overseas. In fact, we
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did not expect an international assignment at the beginning...| was
thinking of coming back in two or three years. But later | stayed outside

because the company needed it.” (P5)

4.2.2.1.2 Organisation selection

Organisational selection is the process by which an organisation determines
the candidate for an international assignment. The organisation assigns
personnel according to certain principles and procedures. However, selection
is different among organisations in practice due to enterprise size, industries
and specific human resources situations. Some companies have explicit
regulations and policies regarding the selection of expatriates, while others do
not. According to the analysis on interview materials, the selection of
expatriates can be roughly divided into two situations (figure 4.5), mainly
including organisation designation and individual application. The selection

process lies in the either situation.

Individual

N Acceptance
Organization

Designation l »
—T Individual
——— _———

b . R
rejection
|

|
| [C—rganizatim Evaluatior]
Organization b I |
Selection - - |
| [Leader: Cons de'stlon]
|

[ p— [ ——_
L 4
Individual | —l -

Application o
Organization
Rejection

Figure 4.5: The organisation selection process
Note: This figure is derived from the interview data collected in this study.

Organisation designation refers to the situation that the organisation directly
designates employees to go for international assignments based on the
current needs. For example, participant 2 was designated by the organisation

without actively applying for assignment.
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“The company received a project abroad, and then needed to organise a
group of management personnel to work there. Then the company
released the information and at first was the application period. If no one
signed up, the company may just take a tough approach, that is,
designating some qualified employees. | was selected at that time.” (P2)
Individual application refers to the situation that the individual applies
proactively to the organisation for an international assignment.
“In my opinion, it is possible to have a bigger platform and enjoy more
challenges and opportunities when going abroad. Thus, | decided to go
abroad and applied for the post after the company proposed to move to the
Myanmar market...As | have expatriation experience which the company
naturally gives priority to, the company approved my application.” (P1)
Some small businesses do not have a detailed selection process. The
selection process is casual while the leader plays a decisive role. Especially in
state-owned enterprises, leaders need to make decisions about who to send,
where to send and even how long the work lasts.
“As for who to be sent out, the first is based on leader’s considerations,
and the second is based on individual applications.” (P1)
Generally, and quite naturally, organisations select employees with
cross-cultural adaptability as their expatriates. For example, participant 6
mentioned:
4f permitted, enterprises will recruit graduates with overseas study
experience, or talents majoring in foreign languages and send them
abroad”.
As such people not only have basic foreign language skills, but also have
certain cross-cultural knowledge and skills. To some extent, organisation
selection helps to provide the chosen one more confidence to face the
expatriation as they are recognised and picked according to a certain criteria.

“As a matter of fact, those who are dispatched to foreign countries at that
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time, like us, were all excellent employees at home and abroad.” (P5)
Organisational selection is not only a selection process, but also a work
arrangement made by the organisation for individual employees. To some
extent, it is mandatory. If the individual does not obey the arrangement of the
organisation, he/she may not be able to continue to stay in the organisation.
That means in such a situation, employees have to accept the task or face a
soured relationship with the company.

“At that time, | wanted to go back, but my manager didn't agree and put me

off for various reasons. | can't and | don’t want to have an open fight with

them (in order to keep face). So, | stayed there for another two years. It's a

matter of leaving an option open or leaving myself a way back.” (P8)
In some cases, compliance to expatriation arrangement was written into the
contract at the time of recruitment. For example, participant 10 made a legal
commitment to agree to any assignment before she had the job. When there
came the expatriation needs, she must accept it otherwise it meant leaving the

job in breach of contract.

4.2.2.2 Organisation support

The code organisation support was formed in the open coding phase. With the
continuous accumulation of interview data and in-depth analysis, codes such
as favorable policy, in-country life support, organisational learning support
appeared, therefore, organisation support gradually became a higher-level
theme. However, only favorable policy and in-country life support have an
impact on employees’ expatriation decision (figure 4.4). Among the two codes,
favorable policy is a direct and major factor while in-country life support is

minor and indirect (table 4.10).

4.2.2.2.1 Favorable policy

Favorable policy refers to organisational incentives for expatriates to
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encourage them to accept and complete international assignments well. It
mainly includes income improvement and making expatriation experience a
necessary condition for promotion, which directly meet their need of career
development and higher income and thus a very effective incentive for
expatriates to make expatriation decisions.
“Income must be higher than that in China because there are additional
subsidies overseas in addition to salary. And in terms of promotion
incentives, the company give priority to those who have worked overseas.”
(P5)
“The company gives priority to employees with overseas experience in

promotion. After all, they have devoted their youth to the company in a

remote area.” (P1)

4.2.2.2.2 In-country life support
In-country life support refers to a series of supports provided by an
organisation in terms of food, clothing, housing and transportation in order to
help expatriates better adapt to new environment. It undoubtedly enhances the
sense of security of expatriates facing uncertainty in unfamiliar environments.
Therefore, it has a certain influence on expatriation decisions.
“We have many colleagues there and there are also many Chinese
enterprises. Whether it’s in North Africa with relatively better conditions, or
in some other African countries with worse conditions, the state-owned
enterprises are more fully equipped and supported for life, and they are
also equipped with security guards.” (P9)
However, from the fieldwork data, that impact was indirect and minor, as few of
them emphasised its role in before-expatriation period, partly because they

took it as a main support in while-expatriation period.
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4.2.3 Family factors

As an important stakeholder of expatriation, family always has a strong and
long influence on expatriates. This study shows that family factors influence
expatriation decision through two aspects — family economic condition and
degree of family support. Figure 4.6 shows the main aspects of family factors.
In general, those with poor family economic conditions are more motivated to
change their family economic status and thus more motivated to choose to go
abroad. Expatriates with high family support are more likely to make
expatriation decisions. Family factors have a direct impact on individual’s
decision to relocate.

Family Factors

Family Economic Degree of Family
Conditon Support

— o Highly Oppositive

Figure 4.6: The subtheme family factors and its main aspects

4.2.3.1 Family economic condition
The code family economic condition refers to the influence of the potential
expatriate’s family economic conditions on expatriation decision. Due to the
fact that the vast majority of Chinese expatriates are sent to the developing
countries, where the working and living environment is less satisfied, usually
with greater risks and uncertainties. The poorer the family, the more eager they
are to improve their situation. Therefore, the higher income will be more
attractive, and it is easier for them to overcome the anxiety caused by the
relocation process.

“Then there is the family situation. Because the family economic conditions

were not very good, | was just trying to get out as fast as possible and
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make some extra money.” (P3)
“Expatriation indeed is about a process of loneliness. | have to say that it's
anti-human... If it’s not for the economic pressure, | certainly will not
choose to go out.”
“Nobody comes out to work if his family is not short of money.” (P8)
On the other hand, when family economic condition is good, the incentive to
move abroad decreases. As participant 10 and participant 6 complained:
money is not my major consideration...| am a little resistant to the
assignment.” (P10)
‘but this thing (expatriation) is ultimately just a political bargaining chip for
promotion, and that’s the most important thing to me. One thing is that you
should try to reduce your time on international assignments.” (P6)
In summary, family economic condition seems to be a minor factor in
expatriation reasons. Only participant 3 and 8 clearly stated that in their

interview.

4.2.3.2 Degree of family support

Family support, as an obvious code, was formed in the early stage of open
coding. It was easy to identify it in empirical data as the influence and
intervention of family on individuals is very profound in Chinese culture. It has
a major and direct influence on individual’s expatriation decision. Most of the
participants expressed that their families might have many different
considerations about their expatriation, but they were more or less supportive.
To better distinguish from the theme family support in supporting resources
(chapter 4.4.5) and achieve a better code, degree of family support is used
here as an aspect of family factors (figure 4.6).

The traditional China of rural society (Fei,1992) still has an impact on
individuals, and it takes more courage for people to go abroad to seek chances.

The following is a typical concern from a Chinese family:
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My family said you don't have any friends and don’t know anyone there. If
you just go out and nobody knows the situation if there is something
wrong.” (P3)
Family support is undoubtedly significant for the individual’s decision to
relocate and the whole adjustment process.
“Because my wife is in the same company with me, she understands the
nature of the work in this company, and she also understands our work
oversea and that will be of more help to my promotion as there may be
fewer opportunities at home.” (P8)
Later, participant 8 applied for returning to China because of his long
assignment abroad, the narrowing promotion channel, and increasing trivial
family affairs, which broke the original balance between family and work.
However, he added he would “continue the expatriation if the promotion
channel is open and broad” because his family would support that.
Many parents do not support their children to go out, and some even strongly
oppose it. As in the expatriation practice, many young people are sent to
developing countries in Africa or other regions, where the safety and working
environment cannot be compared with that of the home country.
“Some of my classmates had insisted on going out, but their families would

not let them go. Finally, they gave in to their families and did not go out.

(P9)

4.2.4 Country-level factors

This code refers to the country-level reasons for relocating. The code country
encouragement and host country attraction appeared during open coding. At
the later focused coding, country-level factors became a subtheme of
expatriation reasons, with home country encouragement and expatriation
destination attraction as supporting codes (figure 4.7). To better represent the

two different codes, the code country encouragement was changed to home
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country encouragement, and host country attraction to expatriation destination

attraction. Both influence on expatriation decision is indirect and minor.

Country level
Factors

|
[ |

Home Country Expatriation
Encouragement Destination Attraction

Figure 4.7: The subtheme country level factors and its main aspects

4.2.4.1 Home country encouragement
The code reflects the macro background of enterprises and expatriates before
the international assignment. Since its accession to the WTO, China has been
vigorously encouraging its enterprises to go abroad and involve more deeply
into globalisation. In recent years, China has actively promoted international
cooperation under the Belt and Road Initiative which aims to foster the ongoing
development of China and seek to instigate new era development opportunity
for other developing countries (Johnston, 2018). In this context, an increasing
number of Chinese enterprises are venturing abroad to seek opportunities.
“One of our main businesses is overseas engineering contracting, as well
as real estate development. Because we were mainly in Africa before,
since General Secretary Xi Jinping proposed the Belt and Road Initiative,
we began to expand into Southeast Asia.” (P1)
“These years, a large number of Chinese enterprises go out, then we have
many Chinese companies among our clients.” (P3)
Home country encouragement is a macro background factor for expatriate’s
decision making. Chinese expatriates are inevitably shaped by their
fast-changing country. However, from personal perspective, the impact of
country policy is indirect and minor. Though there were 6 cases of
organisational expatriates from state-owned enterprises who have
opportunities to go overseas because their enterprises are under this tide of

going out, only participant 1 mentioned this point.
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4.2.4.2 Expatriation destination attraction
As an open code formed early, host country attraction has an impact in
before-expatriation stage on expatriation reasons and while-expatriation stage
as a supporting resource. To better distinguish between the different roles in
the two phases, host country attraction was changed to expatriation
destination attraction in before-expatriation phase.
Expatriation destination attraction refers to the attractiveness of expatriation
destination for expatriate candidates. For example, participant 3 became a
self-initiated expatriate because of the attractiveness of expatriation
destination.
“When we were still in school, Dubai’s publicity in China, including its
global publicity, was very good. When it comes to Dubai, people will think it
is very rich. So, at that time | thought it would be good to come here for a
better development.” (P3)
The opposite is the negative perception of the expatriation destination, such as
safety and health condition, living standards and business environment. It has
a negative influence on expatriation decision.
“...Africa for example, because of the poor medical and sanitary conditions,
| would not consider going to Africa. Il only go somewhere with better
conditions.” (P1)
For SIEs, the more attractive the destination, the more likely they go there. For
AEs, they don’t have much choice when assigned by their organisation. AEs
obey the organisation’s arrangement even if their destination is poor and
backward area, as if they reject, it may be difficult for them to stay in the
company. Therefore, expatriation destination is not a must but an extra gift, a
luck.
“ did have some good luck. | went to Latin America. It is good in life, much
better than India or Bangladesh or Africa countries with bad conditions,

even wars.” (P11)
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In summary, the influence of expatriation destination attraction on expatriation
decision is minor, though the data shows employees may reject expatriation

arrangement because the lack of expatriation destination attraction.

4.2.5 Peer factors

The codes friend encouragement and friend recommendation were formed
early in the open coding, mainly from the interview data of SIE cases, and later
were combined and listed as friend encouragement / recommendation. With
the appearance of the code group expatriation, a higher-level code — peer
factors emerged and became a subtheme of expatriation reasons. Figure 4.8

shows the code and its main aspects.

Peer Factors
]

I 1
Friend Encouragement] .
/ Recommendation Group Expatriation

Figure 4.8: The subtheme peer factors and its main aspects

In this study, two participants clearly indicated encouragement and
recommendation of friends as an important reason for working overseas, while
two stated that having friends go together was one of the reasons for their

relocation. However, they are minor factors for expatriation reasons.

4.2.5.1 Friend encouragement / recommendation

As this code came from the case of SIEs, it is more applicable for SIEs. It
reflects the role of friends in expatriate candidates’ decision to work abroad.
For SIEs without any organisational push or support, going out to work is
somewhat haphazard. It seems much more difficult for Chinese SIEs to find a
job in western world than western SIEs do in China from the perspective of
language and market demand. In this case, they need some extra external

forces to decide to work abroad. This study identified the code — friend
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encouragement and recommendation as an accelerator.
‘At a friend’s reminder, | tried to find some jobs abroad (through the
internet). Then | came here (Dubai).” (P3)
“During my last job when | worked in Hongkong, | built a good relationship
with one of my clients. When | wanted to make a change, he asked me if |
wanted to work here (in London), then he recommended me to this

company.” (P4)

4.2.5.2 Group expatriation
Group expatriation refers to the situation the expatriate travels with
companions, or the situation that there are other expatriates already have
been sent to the same destination.
“ didn't think about it that much. Because at that time, | and a few close
colleagues, just like brothers, went out together.” (P5)
It's understandable that travelling with companions helps to facilitate relocation
decision, considering the collectivist cultural and long-term peasant economy.
People stick to their small but convenient cozy place, lacking a spirit of
exploration and adventure. Therefore, group expatriation helps to reduce
expatriates’ anxiety about the uncertainty of the outside world and provide
with more psychological and practical support.
“Like large Chinese enterprises, or central government-owned enterprises,
we go there with almost everything we need. We have Chinese chef,
drivers and vehicles, and work in an independent and separate place.
Actually, we Chinese work and live together...So, there’s nothing to worry
about.” (P9)
Clearly, group expatriation helps organizations create a living environment
similar to that in China, akin to a “home”, where expatriates can maintain their
lifestyles and customs from China. On one hand, they develop a shared

identity through the common cultural memories of their homeland. On the other
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hand, the simulated living environment enables them to adapt more quickly to
life abroad (Huang et al., 2020). Therefore, group expatriation facilitates

expatriate decision-making.

4.2.6. Internet factors

The Internet is a macro background factor and one of the most important
innovation forces since China’s reform and opening up, which has brought a
huge impact on almost every Chinese. In general, its impact on expatriation
decision is almost invisible and minor for AEs while it seems direct and major

for SIEs. Figure 4.9 shows the theme and its main aspects.

Internet Factors

l—‘—|

Online Online
Recruitment @Communication

Figure 4.9: The subtheme internet factors and its main aspects

4.2.6.1 Online recruitment
The code online recruitment first appeared in the open coding for the first SIE
case, then the data of the second SIE case supported this code. It refers to the
fact that the potential expatriates and the related organisation rely on the
Internet to complete their recruitment activities.
My friend introduced me and sent my resume to the company, and then
the interview, online interview, which lasted for a month or two. In the end |
got the offer, and | came.” (P4)
“ just looked for jobs online at some job searching site, and there | saw
one and applied for the post. Then a remote interview and after that | got
that job.” (P3)
From these two cases, it is clear that the convenience of Internet promoted
SIEs expatriation decision, considering there are much more difficulties in

self-initiated expatriation. SIEs take advantage of the Internet and that greatly
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reduces the uncertainty and risk of the mission alone. However, online
recruitment has no impact on AEs. Since the majority of Chinese expatriates
are AEs, the code is under-representation and its influence on expatriation
decision is minor and in extremely small scale. Therefore, it is listed out as a
reflection of the fieldwork data and will not be included into the theoretical

framework.

4.2.6.2 Online communication
The code means expatriates and their families communicate through smart
devices. It refers to the expectation of expatriates to get closer with their
families far away through online communication thus to strike a balance
between work and life.
One of the characteristics of Chinese expatriates is that they relocate without
bringing family members with them, as shown from this study and supported
by all participants. In other words, when an individual is on assignment, he or
she will be separated from family for a long time, which is a huge challenge for
expatriates and their families. This has led to some concerns when making
expatriation decisions.
“’m worried that | can't take care of my family. After all, I'm away from
home and it’s not convenient to come back.” (P8)
“l was worrying about the misunderstandings and estrangement caused by
time and distance between us.” (P6)
With the rapid development of Internet technology and terminal equipment,
particularly the popularity of smart phones, mobile social platforms, video and
voice chat technology applications, the distance between expatriates and their
families shortens.
“Video chat is also very convenient. That will help us feel better.” (P6)
As another macro background factor, online communication is indirect and

minor in before-expatriation phase. Only one participant mentioned it as a
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before-expatriation factor. As its low representation, the code is listed out as a

reflection of the fieldwork data and will not be included into the final framework.

4.3 Expatriation difficulties

The theme expatriation difficulties refers to the difficulties expatriates
encounter when they are working and living in the host country. In the open
coding stage, many codes that describe the difficulties faced by Chinese
expatriates were identified, such as work role change, mismatched work pace,
safety considerations and family conflict. Then, four themes were formed
during the focused coding stage, namely, work difficulties, life difficulties,
psychological difficulties and general difficulties. Their hierarchical
relationships are shown in figure 4.10. It includes four subthemes and sixteen
aspects, and each subthemes containing its own main aspects will be

discussed in turn below.

Expatriation Difficulties

I
| ] ] ]

Work Difficulties Life Difficulties Psyf:hologlcal General Difficulties
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Support
— l\/IlsmatPc:fed Work|] | Family conflict | F— Depression — Religion Influences
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Environment Dilemma Pandemic
Psychological
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Figure 4.10: The theme expatriation difficulties and its main aspects
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Table 4.11 shows how the theme expatriation difficulties developed from the

open codes.

Table 4.11: lllustration of the development of the theme expatriation difficulties

Code Examples of quotes Subthemes Theme
examples
Work role “After all, my job is to sell. But you are not selling | Work Expatriation
change products to Chinese people but to foreigners. You | Difficulties Difficulties

are not using Chinese but foreign language to

sell.”
Insufficient “The situation is different for each company, and | Work Expatriation
organisational | also the development stage. When the overseas | Difficulties Difficulties
support market is developing fast, some of the company’s

system may not be able to keep up with our

needs, then the work gets harder.”
Mismatched “You always feel that local employees can’t keep | Work Expatriation
work pace up with your work. And they are kind of Difficulties Difficulties

one-track-minded. For example, we can do job B

along the way while we are doing job A. We can

do both lines at the same time. They can’t do this.

They will go back to job B only after they finish job

A. This is a waste of time and slow things down.

In terms of efficiency, for example, we think this

can be done very quickly, but it turns out they are

very slow.”
Challenging “The problem of corruption in Africa, that’'s what | | Work Expatriation
working can’t stand... The government officials will put Difficulties Difficulties
environment things off and that means you must give me

something.”
Inconvenient | “There are various supplies in China, for Life Expatriation
life example, abundant food. Because there are only | Difficulties Difficulties

few vegetables here in Africa, no more than five.

Scarce food choice. We have to go to the capital

to buy what we want or grow it ourselves. A lot of

mutton and beef here, also the pork. But the pork

is not as delicious as Chinese pork. Travelling is

another problem. If we go to another city, that

basically means hundreds of kilometers.”
Work-life “There’s no life there. Because there’s no family Life Expatriation
imbalance there. Not much entertainment.” Difficulties Difficulties
Family “My daughter is only three years old at that time. | Life Expatriation
conflict It is quite challenging facing the issues such as Difficulties Difficulties

the impact on the relationship with my wife and
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who will look after my daughter while | am away.”

Loneliness

“What are the real pain points? To endure
loneliness. It is a must, then you will be a little
better.”

Psychological
Difficulties

Expatriation
Difficulties

Work stress

“Our work is particularly demanding. We are an
e-commerce company and we have a lot of
requirements. For example, we have KPI and the
pressure of sales performance every day.”

Psychological
Difficulties

Expatriation
Difficulties

after working overseas for several years.”

Depression “There is nothing satisfactory. | am too tired with | Psychological | Expatriation
the job and don’t have my own personal life. | am | Difficulties Difficulties
so depressed that | even had problems with my
health at that time.”

Return “It's not that they don’t want to come back to Psychological | Expatriation

dilemma China. It's that they really can’t adapt to China Difficulties Difficulties

Psychological

“When | first went abroad, | was actually a little

Psychological

Expatriation

communication.”

sensitivity more sensitive. It's true that I'm not confident at Difficulties Difficulties
that time.”
Safety “I think the primary issue of expatriation is General Expatriation
problems security, isn’t? If you go to some African Difficulties Difficulties
countries, or even some western countries where
guns are very popular at local, personal safety is
the top concern.”
Interaction “Communication between people is very different | General Expatriation
problems from that in China. Language is just a tool. Difficulties Difficulties
Sometimes it's not just a matter of language. You
may not be able to understand the meaning
behind that language.”
Religion “Religion has a lot of influences. Like, no alcohol, | General Expatriation
influences no pork. If you’re out there drunk, that will be a Difficulties Difficulties
trouble.”
Force “For example, | have a group of very good friends | General Expatriation
majeure: from the church, and we get together every Difficulties Difficulties
pandemic weekend. But now it becomes online

4.3.1 Work difficulties

When expatriates relocate to a new, sometimes completely new environment,

difficulties are inevitable. The overseas assignment is closely related to the

needs of the organisation, local working environment and local employees,

customers and partners (figure 4.11). Work difficulties generate when
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expatriates strive to meet the needs of these stakeholders.

The theme work difficulties has four aspects (figure 4.10), including work role
change (chapter 4.3.1.1), insufficient organisational support (chapter 4.3.1.2),
mismatched work pace (chapter 4.3.1.3) and challenging working environment
(chapter 4.3.1.4). The study also identifies interaction difficulties in work.
However, it will not be discussed here because interaction difficulties lie in a
much wider range including both expatriates’ work and life. Therefore, this
study clarifies interaction difficulties into the theme general difficulties, and it

will be discussed in chapter 4.3.4.2.

Parent Company+ Organization Oversea Subsidiariss

|

Work aspect of Oversea
Assignment

/ AN

4 ~N

/ Cultural difference \
Local . .

Employees/Partners/Customers Local Working Environment

Figure 4.11: Major influencers of work aspect of oversea assignment

4.3.1.1 Work role change
Work role change refers to the difficulty expatriates face when they have to
take on new work roles in the host country. It is an open code acquired very
early as expatriates will naturally face changes in their job roles, though
change degree varies. The change of work demand is mainly reflected in the
change of work content.
“After all, my job is to sell. But you are not selling products to Chinese
people but to foreigners. You are not using Chinese but foreign language
to sell.” (P6)
“The different parts? For example, the financial policies are different, so
are the accounting practices and tax practices.” (P8)

While acknowledging the changes in their work roles, the participants were
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able to cope with the challenges brought by the work role change.

“In fact, our work here is fine. After all, our internationalization is not high.

As for overseas accounting, we have to do both in English and Chinese.

English accounting is similar to its Chinese version. So, there is no big

difference in work.” (P8)

“The business side is fine, such as the procedures and duties. As it does

not change much. (P5)

“In fact, | think it’s just an ordinary job, which is not much different from my

job in China. The difference is that if | do something sometimes, | may

think later whether they (local employees) will feel unacceptable.” (P7)
The data reflects that work role change does not seem to be necessarily
related to expatriates’ job title or industry. For example, participant 8, as an
accounting professional, his work only changed a little after he came to the
host country, and he did not need to have a lot of contact with local employees
during his work. P2, as a staff member of a road construction project, his work
content was almost the same except the new environment and new
colleagues.

“Local labour workers will carry out orders without questioning them.” (P2)
P5, a senior manager, responsible for the after-sales service in North America,
held that work content did not change much. P7, assistant to general manager,
the second in charge at a local company, whose job was to coordinate the
daily operation, had much more contact with the host country nationals and
also argued that there was “no big difference from back home”.
Most participants conveyed a relatively optimistic attitude in work role change.
Two mentioned the challenges of it. For example, P3 thought that “it seems no
big difference in daily work”, however, when it comes to the cultural aspect of
work, there is “big difference in person-to-person communication.”
P11 believed that work role change is a major cause of work difficulties.

“You have a lot to get used to. The English bidding document, the
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appropriate way to deal with customers, and to learn and improve how to

bid here.”

4.3.1.2 Insufficient organisational support
Insufficient organisational support first emerged as an open code, then
became a higher-level code and a subtheme of work difficulties in focused

coding. Figure 4.12 shows the main aspects included in this code.

Insufficient
Organisational Support
|
| |
Front line Insufficient Support in
Attrition Career Development

Figure 4.12: The code insufficient organisational support and its main aspects

|
Less

Competitive
Income

4.3.1.2.1 Less competitive income
The pursuit for higher incomes is one of the main drivers of expatriation. There
are good reasons to think that expatriates have reasonable expectations of
their incomes abroad. However, three participants still mentioned their
dissatisfaction with their income.
“The salary is not so satisfactory. | wish it was higher.” (P7)
In general, organisation-assigned expatriates reported less dissatisfaction with
their pay as they seemed to have a certain level of acceptance to the
company’s pay package. While two self-initiated expatriates in this study
expressed more obvious and stronger dissatisfaction.
“Although the salary is better than that in China, it is still much lower than
that in foreign companies. And then you might want to jump to a
higher-paying company.” (P3)
“The salary has always been the same, not much... In fact, the company
made a lot of money and went public. But we don't have many benefits.”
(P4)

It's clear that unsatisfied salary has a direct and strong impact on overseas
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assignments. P7 ended her task early and returned home (though money is
not the main reason); P4 was not satisfied with her demanding work and was
considering changing another job or go back home; P3 was still working hard

and trying to hop to another higher-paid job.

4.3.1.2.2 Front-line Attrition
This code refers to a situation that the front-line expatriates will suffer more
attrition and thus less efficiency when the company’s (either parent company
or subsidiaries) system does not keep up with the front-line demand. It is quite
reasonable that different development stages of the organizasation will have
different work difficulties, needs and support.
“The situation and the development stage of each company is different.
When the overseas market is developing faster, some of the company’s
system and procedures cannot keep up with our needs, and at this time we
overseas front-line staff become more tired.” (P5)
“For example, like XXX company (a competitor), because it went out early
and have a relatively mature supporting system ... Some colleagues of the
parent company, who have not been abroad, take it for granted that
something arranged is just another small thing. But in fact, for us in front,
what could have been done in an hour, you may need three hours. It is not
that we are not good. After all, if you work in XXX company, you can get
ready-made data while we have to do it from zero. The efficiency is
undoubtedly very low.” (P5)
Meanwhile, the parent company’s work arrangements with overseas
departments are easy to cause dissatisfaction.
“From work perspective, the headquarter should not give new tasks to
overseas front-line personnel if it can be done by domestic staff, given the
fact that we are short of hands here and the local employees may not be

able to help us with many tasks. Then if you keep giving tasks to front-line
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personnel, it will actually be a waste.” (P5)

“f the leader wants to have a meeting or listen to a report, those he wants

must be in his office immediately. So, we often have to stay in the office on

weekends, waiting for a possible call. You must be in the office.” (P10)
Interestingly, only a few expatiates mentioned the attrition caused by the
organisation itself. P5 was a typical case and talked about this point more, in a
specific and detailed manner. The reason may be that he as a higher
management had a comprehensive and insightful view on the daily operations
of the company and the work conflicts between the headquarter and the

subsidiary.

4.3.1.2.3 Insufficient support in career development

Career development is another major motivation for employees to go abroad.
However, it is difficult to satisfy every expatriate with the limited resources of
the organisation. From the interview data, it is a common phenomenon that
expatriates perceived and complained about a lack of organisational support

for their career development.

Career bottleneck
“The key factor (of returning home) is related to the career prospects here.
If you can't see hope, you might as well go home.” (P8)
The support from the company and the leader is one of the key forces of the
employee’s career development. Especially in state-owned enterprises,
leaders play a more important role in the promotion of individuals. P4,8,10
similarly experienced a low motivation in work and a sense of meaningless due
to their blurry career development because of insufficient recognition from their
leaders. When the promotion channel becomes narrower, working abroad will
lose its original meaning and become stale. Like P8, the stagnation in his

career development was unable to balance the evolving conflicts between
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expatriation and family need any longer, and this finally led to his early return.
In addition, the development of the company overseas also affects the career
development of expatriates. If the company is growing fast and in a period of
rapid expansion, there is more room for promotion and salary increase, and
the space for personal learning and growth is also constantly expanded, and
the sense of freshness and achievement can be sustained. For example,
P1,5,6,7,11 achieved higher positions and incomes due to the expansion of
their organisation. On the contrary, when the development stagnates or
promotion channel narrows, employees are likely to suffer a burnout, like P7
told the interviewer that she found her management job in Morocco “boring” as
‘the job is getting less and less challenging when the company is on a

smooth-running track”, and she finally resigned and went back.

Weak repatriation arrangement
“Those with overseas experience will be given a certain priority in
promotion. After all, they have paid their youth. But the position is limited,
and the salary will remain the same. | don't get a promotion or salary raise
after | came back.” (P2)
The company’s weak repatriation practice caused sustaining dissatisfaction
and partly led to P2’s resignation. As an important part of the expatriation
adjustment, repatriation adjustment relies heavily on the company’s ability in
helping expatriates to resettle. However, given the fact that so many
expatriates and less promotion chances, many expatriates do not get the
promotion they expected. Some even face difficulties and embarrassment
when they apply for a return. For example, when P8 hoped to return, his
company was unwilling to arrange new personnel to take over his overseas
duties in time and asked him to stay for another two years. P2,7,9,10 found
there was no suitable post for them after coming back.

It is clear that weak repatriation arrangement results in a loss of organisation
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loyalty and working enthusiasm, and there is high probability that the
expatriates will leave the organisation (among the assigned expatriates,

P2,7,10 left the company; P8 returned early).

4.3.1.3 Mismatched work pace
The code refers to a mismatch in workload and efficiency between Chinese
expatriates and local employees. As one of the major work issues caused by
the cultural differences, mismatched work pace may lead to maladjustment,
and sometimes even the expatriation failure.
Local employees’ low efficiency seems to be common and well supported by
the fieldwork data. For example, according to P6, Chinese expatriates are
hardworking, work oriented and efficient, while the local employees are less
efficient. The mismatched work pace leads to stress and pain at work.
“Local employees are too self-centred...You always feel that local
employees cant keep up with your work. And they are kind of
one-track-minded. For example, we can do job B along the way while we
are doing job A. We can do both lines at the same time. They can't do this.
They will go back to job B only after they finish job A. This is a waste of
time and slow things down. In terms of efficiency, for example, we think this
can be done very quickly, but it turns out they are very slow.” (P6)
“For example, in case of a specific problem, the company may ask you to
solve it or reply immediately. Local employees have a poor perception of
the time and are without a sense of urgency.” (P11)
In many cases, expatriates must face the “laziness” of local employees.
“’'m not satisfied with their laziness. For example, after receiving their
salary today, they wont come to work tomorrow. Then they used up all the
money in three days, and then he borrowed money from us.” (P2)
For some participants, the mismatch in work pace was one of the main

reasons for ending their assignments.
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“l came back from Africa, and | don't want to deal with them anymore. They
are too procrastinating, and that can drive you crazy... their crazy low
efficiency will soon lead to my negative emotions.” (P9)

The workload imbalance between expatriates and local employees is also a

serious problem.

“So far, we have been taking the burden. Almost everything is solved by
the Chinese. As for Moroccan, even the manager, doesn’t deal with the
problem...We Chinese work overtime every day, but Moroccans get off
work on time.” (P7)

Due to cultural differences and practical difficulties, overseas organisations

often lack effective means to better motivate local staff. Firstly, it is very difficult

and expensive to get them do more.
“Foreigners won't work overtime. If he worked overtime too much, he
would leave.” (P10)

The second is that local employees sometimes are unable to do more work.
“We are short of hands here and the local employees may not be able to
help us with many tasks.” (P5)

“t’s not that he (Moroccan manager) doesnt want to solve it. It’s that he
doesn’t know how to deal with it.” (P7)

On the other side, organisations assign more work to Chinese expatriates,

which further increases the workload imbalance between the Chinese and the

local employees and hence bring more stress to expatriates.

4.3.1.4 Challenging working environment

Differences in the new working environment may lead to the failure of
expatriates’ prior experience, which is one of the main reasons for the working
difficulties. It includes macro level factors influencing business environment
such as social system, laws and regulations, government management

efficiency and corruption level. The micro level refers to the specific condition
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of expatriates’ workplace.
Different social system means that expatriates have to approach the same
problem in a completely different way. When talking about the biggest
challenge he had ever experienced in the host country, P2 believed that they
would not experience the same difficulty in China because Chinese
government has much stronger capacity of resource allocation.
“When we were building a bridge, we needed to use a piece of land. The
landlord disagreed to sell it and asked for a very high price. The
government has no right to use the land as it is privately owned. The local
government negotiated with the landlord for three months, but it didn t work.
We bought that land at a high price in the end as we can't afford the delay
of the project.” (P2)
Differences in laws and regulations can also create difficulties for overseas
organisations and expatriates.
“In China, if you transport a few boxes of goods, the Chinese police will not
care about that as long as they are not stolen goods. But in Brazil, if you do
the same thing, you must have the invoice with you. Otherwise, the police
have the right to confiscate your goods, and you have to pay a fine.” (P5)
Government management efficiency and corruption level also inevitably affect
the organisation’s operations in the host country as well as expatriates’
adjustment. In some countries, organisations face a poor business
environment, such as government corruption.
“The problem of corruption in Africa, that's what | can't stand...The
government officials will put things off and that means you must give me

something.” (P9)

4.3.2 Life difficulties
This theme means the difficulties and challenges Chinese expatriates face in

life in the host country. It includes three aspects, namely inconvenient life,
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work-life imbalance and family conflict (figure 4.10).

4.3.2.1 Inconvenient life

The open code refers to the inconvenience mainly in food, clothing, shelter and
transportation in the host country due to cultural and environmental
differences.

“There are various supplies in China, for example, abundant food.

Because there are only few vegetables here in Africa, no more than five.

Scarce food choice. We have to go to the capital to buy what we want or

grow it ourselves. A lot of mutton and beef here, also the pork. But the pork

is not as delicious as Chinese pork. Travelling is another problem. If we go

to another city, that basically means hundreds of kilometers.” (P2)
Expatriates in poor developing countries have to face poor infrastructure and
limited supplies.

“The bus has no doors.” (P1)

“You can't get what you want. It’s so hard.” (P9)

In fact, expatriates in developed countries also suffer from life inconvenience.

“Payment here is not very convenient... | have to buy a ticket when | am on

a bus.” (P4)

“The price is very high. It will cost more than 200 yuan for a meal.” (P10)
Obviously, expatriates will face life inconvenience both in underdeveloped
counties, like African countries, and in more developed regions, like in Europe
and America. But expatriates will undoubtedly suffer more in those poorer

places.

4.3.2.2 Work-life imbalance
The code refers to a state of work-life imbalance of expatriates due to too
much emphasis on work and the discomfort in their life in the new

environment.
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“There is almost no separation between work and life. Our work is life, and
our life is work. We often go to office when we have nothing to do, and
there is not such a clear boundary.” (P9)
“f I have work to do, I will deal with it even after worktime. For me, it is OK
as long as work doesn't completely occupy my life.” (P7)
The fieldwork data identified a blurry boundary between expatriates’ work and
life. Itis a common phenomenon that expatriates put more on work and less on
life. In some cases, expatriates complained they had no personal life at all.
“Expatriation indeed is about a process of loneliness. Far away from home,
without seeing families for a very long period. | have to say that it's
anti-human.” (P8)
“There’s no life there. Because there’s no family there. Not much
entertainment.” (P6)
Lack of entertainment is another sign of unbalanced life.
“There’s almost no entertainment, you know? In recent years, with the
release of Vision 2030, we have things like cinema. Basically, there are
few entertainment places.” (P8)
“We have few entertainments here. No Karaoke and movies. There does
have cinemas, but with few films, and most of them are Arabic or French,
so we don't want to watch them. Shopping is not as convenient. There are
only small shopping malls here.” (P7)
Interestingly, for some expatriates, shopping in stores or supermarkets was
also a leisure activity. In a situation of lacking entertainment and expatriates
adopting limited-contact strategy (chapter 4.5.3.2), the entertainment level of
shopping or just buying life supplies is magnified.
“Every day, after work, | either stay in the apartment, or go to the
supermarket. Basically, there is nothing else to do.” (P7)

“Not much fun, supermarket is the best place to go.” (P5)
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4.3.2.3 Family conflict
Family conflict is a common and severe difficulty in expatriates’ life. It is almost
rare for Chinese expatriates to bring their families with them when they were
sent abroad. This study shows that none of the participants traveled with their
families. Expatriates and their families live apart for long periods of time and
the left-behind spouse has to face various problems alone, such as the caring
of the elder and children. The withdrawal of the expatriates’ original family role
due to the international assignment breaks the family balance and thus cause
a series of troubles inside the family.
“There are many challenges. For example, an expatriate has two choices
when he relocates, either bring his families or separate from them. Then
the separation may not be one or two years, sometimes even more than
ten years.” (P11)
“ just can’t be there when my child is growing up.” (P5)
“The biggest pressure comes from family problems. The most important is
the growth of children. There are some things | cant go back to deal with in
time.” (P8)
Family conflict may not only break the family balance but also may tear apart
the family.
“l was worrying about the misunderstandings and estrangement caused by
time and distance between us.” (P6)
“To be honest, no matter how good your work is, you have to serve your

family. Dont make that money at the cost of your family.” (P6)

4.3.3 Psychological difficulties

Psychological difficulties is a theme emerged in focused coding, including
aspects of loneliness, work stress, depression, dilemma and psychological
sensitivity (figure 4.10). It mainly comes from work difficulties (work stress), life

difficulties (loneliness) and the overlapped and intertwined difficulties
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(depression, dilemma and psychological sensitivity) (figure 4.13).
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Figure 4.13: Main sources of psychological difficulties

4.3.3.1 Loneliness
None of the participants in this study relocated with their families, and many
reported a severe lack of emotional support, which causes a typical
psychological difficulty in life — loneliness.
“Because you're new to a place and you will feel lonely. Well. You don't
know anyone, and then you don't know what to do.” (P4)
“What are the real pain points? To endure loneliness, must endure
loneliness, then you will be a little better.” (P6)
The fieldwork data includes some slightly contradictory statements. Though
there were good number of expatriation fellows supporting the expatriate’s life,
loneliness was still a commonly seen problem. Like P8, who has many
Chinese colleagues at the project site, still suffered a lot from loneliness.
“Expatriation indeed is about a process of loneliness. Far away from home,
without seeing families for a very long period. | have to say that it’s
anti-human.” (P8)
“The pressure comes from my loneliness. There is no social circle there.
First, everyone is busy at work, and it is not easy to broaden social circle
there...You basically live in the circle of your colleagues.” (P10)

It is worth mentioning that loneliness, unlike other difficulties such as language

124



and inconvenient life which can be solved by expatriates’ hard work and
effective in-country life support, will get worse as the time spent abroad

lengthens if without the effective emotional support.

4.3.3.2 Work stress
Work stress here refers to expatriates’ negative emotions caused by work
difficulties, such as work anxiety, a hot temper at work and frustration. It is an
early-formed open code as it is the most common and naturally predictable
psychological problem. Different from life stress which are more related to
expatriates and their families, work stress is linked to more stakeholders. In
addition, the central task of expatriation is work, therefore, work stress is huge
for expatriates, which is strongly confirmed by the fieldwork data.
“The biggest pressure comes from work.” (P10)
Heavy workload, high work requirements and great difficulty in work are main
reasons for work stress.
“Our work is particularly demanding...we have KPI (key performance
indicator) every day...then | keep thinking of changing a company if not
happy here.” (P4)
“Our working atmosphere is quite depressing. To tell the truth, the leaders
have very high requirements for my department, and everyone is under
great pressure. You cannot afford the mistake in the front line as a small
mistake will lead to the loss of hundreds of millions of contracts, even the
whole network of this country and the business in the next few years.
Therefore, we can't make any mistakes.” (P10)
The lack of work recognition by the leaders will aggravate expatriates’ work
stress.
“Although the workload is very heavy, my work was not recognised by my
boss for a long time, and then it would be very frustrating. It is not that you

didn’t work hard, or you didn't do well, but that you did well and tried your
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best.” (P10)
“ feel that my job is difficult to be recognised by the leaders... | am then

very depressed.” (P8)

4.3.3.3 Depression
The study identifies a prolonged state of mental tension of expatriates due to a
lack of both effective career development support and emotional support when
facing work and life difficulties.
“When you have been staying abroad and haven't seen your families and
friends for too long, you are prone to be depressed, and then you will
easily lose your temper.” (P7)
“There is nothing satisfactory. | am too tired with the job and dont have my
own personal life. | am so depressed that | even had problems with my
health at that time.” (P10)
Depression makes expatriates unable to well adapt to the new environment,
and it is highly likely that the organization and the expatriate would face an
expatriation failure if no effective support provided to relieve the depression.
Just like P10, negative emotions kept accumulating due to the demanding
work and the crippled life, and it led to her health problem. She was then
determined to end her assignment, even if it meant quitting her hard-won job.

P7 who had a similar depression also quit her job.

4.3.3.4 Return dilemma
The code refers to a dilemma some expatriates face when they are
considering whether they should return home. Some cases in this study have
strongly supported this code.
“f | leave my current company, | will consider two options: one is to
continue to look for a company in the UK, and the other is to go back. It’s

not easy to make the decision.” (P4)
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“After you stay abroad for a longer period, you keep considering whether to

stay at the host country waiting for the order or take the initiative to go

back.” (P11)
The study identifies three situations when expatriates get stuck. The first is
when expatriates claim they want to return but still stay and work in the host
country.

“When considering future development, | think my development abroad

may be limited as a Chinese. There would be different situation at

home...My root is in China, and | do want to go back.” (P3)
The expatriate swings between going back and staying. Expatriates who have
developed their social and work networks in the host country will be more
afraid of coming back home and facing the new uncertainty — their possible
slim chances in a fast-developing China.
‘I don’t regret going out”, P3 also suggested all the young people should “go
out and have a look”. However, he also believed that he had paid a certain
opportunity cost because there might be more chances in the rapid
development of the Chinese market in the past decade.

“f 1 hadn't come to Dubai, maybe 1l do better in China.” (P3)
The second is when the organisation rejects the expatriate’s application of
coming back or offers a long waiting period. P8 made a tough decision to end
his hopeless expatriation but experienced a more severe dilemma as “my
manager didn’t agree and put me off for various reasons”. This is not
uncommon as many organisations do not provide an exact but a very broad
time period for expatriation. This gives room for a game and bargaining
process when the organisation disapproves the return application. The weak
side, generally the expatriate, will face a torture. If the expatriate disobeys the
headquarter and insists coming back, he/she may resign or face a broken
relationship with the leaders. If he/she obeys the order, he/she has to fight the

internal dissatisfaction and the stale job.
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The third situation is that expatriates find it difficult to adapt to the domestic
labour market after returning home, and then relocate again.
“t’s not that they don't want to come back to China. It’s that they really
can’t adapt to China after working overseas for several years.” (P9)
P9 gave two reasons for the dilemma. One was the large reduce in the salary,
and the other was that there were not enough right jobs in domestic labour
market.
“The pay gap is huge. Take translator as an example, if you work in Africa
for more than five years, you may earn 30,000-50,000 yuan a month. If you
were back, your expatriation experience would be less valuable unless you

find a particularly relevant job, which is almost impossible.” (P9)

4.3.3.5 Psychological sensitivity
The code refers to a psychological response to the possible discrimination,
humiliation, or stereotype about Chinese by the host country nationals, either
explicit or implicit, and often manifests in anger and a confidence lack.
“When | first went abroad, | was actually a little more sensitive. It’s true that
I’'m not confident at that time.” (P3)
“When | entered a hotel gate with a Belgian at the same time, the doorman
asked me to stop and let the Belgian white man go first and he also took off
his hat and bowed 90 degrees. | was very angry as | was closer to the gate.
That doorman said that ‘you are Chinese, and they are Europeans’. No
fairness at all.” (P9)
This sensitivity stems from the humiliations Chinese people suffered in recent
history and a lack of confidence due to the long-term backwardness. When
expatriates encounter discrimination or prejudice in the host country, the
sensitive state will be activated.
“When | first came here, foreigners asked me where the products from. |

told them they were made in China. Some may say, “made in China? No,
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it's cheap and the quality is poor. It’s an old tune, isnt it? It’s quite
annoying.” (P3)
“t is like some kind of racial discrimination, or stereotype, but not too
explicit. The company will treat Britons and Asians differently. Sometimes it
makes us feel very unfair. For example, compared with the European team
or the UK team, the company seems has less trust on the Asian team. The
top leader of our Asia team can't be promoted to a position as high as
other Britons.” (P4)
It has to be noted that not many participants reported this sensitivity in their
interviews. Individuals who do not directly encounter discrimination and
stereotypes in the host country are less likely to experience such negative
psychological states. For example, P5 did not experience such a sensitivity.
“When | worked in the US, | have not experienced discrimination or similar
situation.”
Expatriates in Africa seem to have more confidence and less sensitivity as they
generally enjoy a high social status there.
“Local people see China as a developed country. They know China can

produce everything.” (P2)

4.3.4 General difficulties

After the formation of the themes work difficulties, life difficulties and
psychological difficulties, there still were some open codes that cannot be
classified to any of the developed themes as they have a wider influence on
work, life and psychology. Then, a new theme, general difficulties, emerged in
the focused coding stage. It mainly includes safety problems, interaction
problems, religion influences and pandemic (figure 4.14).

General
Difficulties

1
1 1 1

I
Safety Interaction Religious Pandemic
Problems Problems Influences

Figure 4.14: The subtheme general difficulties and its main aspects
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It is observed that the general difficulties faced by expatriates are highly
related to the cultural context of the host country. The extent to which these
difficulties manifest varies across different cultural backgrounds. For instance,
language barriers may be more pronounced in some cultural settings, while
religious influences might be more significant in others. Hence, understanding
the cultural context of the host country is crucial for effectively addressing the

challenges faced by expatriates.

4.3.4.1 Safety problems
The code refers to any factors that may affect the safety and security of the
expatriates. As an open code at first, it was upgraded into a higher-level code
in the focused coding stage, including two open codes as its main aspects
(figure 4.15).
“Because we are mainly going to Africa. The biggest concern is the health
conditions and security there, because Africa seems poor and chaotic, and
we feel that there will be a big problem in security.” (P9)
“To tell you the truth, the most important thing is safety.... Some places
abroad are not very safe. Some places may be safe in the morning, but not
in the afternoon, right? So you need to know in advance. Dont go where
it’s not safe.” (P5)

Safety
problems

1
| 1

Health Risk Life and Property
Safety

Figure 4.15: The code safety problems and its main aspects

Safety is undoubtedly an individual’s concern, but Chinese expatriates seem to
put more weight on that.

“Our boss’s principle is safety first and all other things second.” (P9)
On the one hand, Chinese expatriates are mainly sent to developing countries

generally with lower level of economic development, social management and
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public security. On the other hand, Chinese have a high sense of security as
guns, pornography, gambling and drugs are prohibited in China. Therefore,
expatriation means more risks to expatriates and their families and they tend to
be more alert to safety issues. However, interviewees sent to the developed
regions or a host country with relatively better social and economic conditions

reported less safety concerns.

Health risk
One of the most common conditions in host countries is the relatively poor
medical and health conditions thus expatriates are exposed to more health
risks.

“In Africa, you should be careful of infectious diseases, such as malaria.

You should protect yourself from dengue fever in Southeast Asia.” (P5)

Life and property safety
“The bus has no doors. We are shocked.” (P1)
“‘Some countries | went to are with less social order, and some of my
colleagues were robbed there. But luckily, I've never been robbed or
stolen.” (P5)
“f you go to some African countries, or even some western countries
where guns are very popular at local, personal safety is the top concern.”
(P2)
Safety issues has a great impact on expatriates’ work, life and psychology. In
fact, the concern on safety issues also deeply affects their adjustment
strategies (which will be discussed in chapter 4.5.3).
“Don't be too idealistic. You go to these tough places and work hard. It
maybe not easy for you to come back complete and healthy. So in a simple

sentence, you should feel lucky that you can both make money there and

spend money back home.” (P6)
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4.3.4.2 Interaction problems
Interaction problems refer to difficulties arising when expatriates interact with
host country nationals or third country nationals (if applicable) during the
expatriation. It has a great impact on expatriates’ work, life and psychology. It
mainly includes language barrier and integration barrier (figure 4.16).

Interaction

Problems

l—%
Language Integration
Barrier Barrier

Figure 4.16: The code interaction problems and its main aspects

4.3.4.2.1 Language barrier
Insufficient language ability, a common challenge for expatriates, affects
expatriates’ work and life in the host country.
“Although | studied French in college, it was very challenging in oral
French. | remember particularly that when 1 first arrived there, | couldn't
understand the French spoken by Africans. Because what we learn in
school, the audio played by our teachers was said by French, which was
completely different from the French spoken by Africans.” (P9)
“Because it is an Arab country, and their English is heavily accented, and |
couldnt understand the language at first.” (P10)
Though Chinese expatriates are generally highly educated (all participants in
this study have a bachelor’s degree or above), and with a certain foreign
language skill (foreign language is a compulsory course in Chinese
universities), language is still an obvious challenge for them.
“We Chinese have suffered too many losses in the contract. The first
reason is the language. For example, there may be dozens of pages in
English in the contract. Chinese people are reluctant to read one by one,
or they read it, but some may not be so easy to understand.” (P3)

In addition, the language is not only a tool for communication but sometimes
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also a carrier of distinguished implicit cultural message, which brings more
challenge for expatriates.
“Communication between people is very different from that in China.
Language is just a tool. Sometimes it’s not just a matter of language. You

may not be able to understand the meaning behind that language.” (P3)

4.3.4.2.2 Integration barrier
It is very rare for expatriates to integrate well into the local community, which
may lead to less support from HCNs. One reason is expatriates lack initiative
to immerse themselves into the new environment, which partly due to the
language barrier and the fact of group expatriation.
“ don't think we have to integrate into local life. There are less than twenty
Chinese in our company. Some large companies may send dozens of
people, or hundreds of people. So they don't have to integrate into the
local area. You just have to find a good way to entertain yourself in that
place.” (P7)
When talking about the fact that her friends in the host country are almost
Chinese, P4 said,
“ think it’s language and culture. You may have more common topics.
You'll feel more relaxed when you are with a Chinese.”
The second reason is expatriates have little incentive to extend social network
in life. In fact, many expatriates believed that they can complete their
assignments without integration into the local society.
“Assignment time is limited, so focus on the assignment and getting the job
done”, “ don't socialise with people who don't have anything to do with my
work.” (P6)
Thirdly, cultural differences also hinder the integration of expatriates into the
host country. For example, the characteristics of HCNs may influences

expatriates’ integration.
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“t is a relatively conservative country, and it is hard to make friends with
local Muslims.” (P10)
“In fact, many British people are very conservative... Not many people are
very open to make friends with people from different countries. It depends
on each other’s interests.” (P4)
Finally, security concerns also prevent expatriates from integrating more
deeply.
“Try not to get in touch with people outside your work. If you are not careful,

you may get into trouble.” (P6)

4.3.4.3 Religion influences

Religion influence refers to the influence of religious factors on the expatriation.

It may not be an obvious or serious obstacle for Chinese expatriates, but most

participants mentioned it in their interviews.

“‘Sometimes when we go shopping, the shops are close as the locals have
to pray at that time, which sometimes causes trouble for us.” (P8)
“Religion has a lot of influences. Like, no alcohol, no pork. If you're out
there drunk, that will be a trouble.” (P3)

Religion factors also have a certain impact on the work aspect.

“We respect other people’s beliefs... We arrange prayer rooms for Saudi
employees and Muslim employees. The prayer time is also counted as
working time.”

“During Ramadan, work may become less smooth. Local employees’
working hours may be different from ours”. (P8)

It has to be noted that different religions have different effects on expatriates.
“87% of the Myanmar population believe in Buddhism. Therefore, they are
more peaceful and patient, and have fewer ideas about efficiency and
speed in their minds”. (P1)

On the other hand, a same religion in different countries may have different

134



effects on expatriates. For example, the Muslim countries mentioned by the
participants enjoyed a similar feature in low degree of openness, life
convenience and entertainment, however, the situation varies between
countries.
“ was in Algeria before, which is a traditional Muslim country where you
should dress conservatively... Then | went to Morocco, a country
dominated by tourism, its openness is relatively high. You will see many
people in cool clothes on the street. You can almost do everything here

except eating pork. There also has bars and casinos.” (P7)

4.3.4.4 Force majeure: pandemic
Force majeure is an unexpected influencing power on expatriation practices, a
challenge that can hardly be solved by the organisation and its expatriates.
Since the beginning of this study, COVID-19 virus had been ravaging the world,
which led to a dramatical drop of business activities and the economy
stagnation. It had greatly changed the form of work and life. One point to be
noted is there may be some other similar power like local conflict, regional
wars and major catastrophes, but none had the same impact of the pandemic
in terms of the influencing scale and duration, and there may also be some
other global force majeure posing a major challenge to global commerce in the
future. Therefore, force majeure is made a subtheme of general difficulties, but
only the pandemic will be discussed here.
“l have a group of very good friends from the church, and we get together
every weekend. Now it becomes online communication. It was face-to-face
contact.” (P4)
Obviously, the epidemic changed the connection between people, making it
impossible for people to go out for entertainment or relax as usual, which
exacerbated the life difficulties of expatriates. As P7 complained:

‘there is nothing else to do”.
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The epidemic disrupted the work pace and made work more difficult.
“ can only communicate with the clients through the phone. But the effect
is absolutely different from face-to-face communication... | planned to
spend a year or two to improve the business here, and then apply to the
company for a post in China, but due to the epidemic, a lot of work was not
completed last year, and many plans could not be realised.” (P5)
The epidemic also added to the psychological burden of expatriates. For
example, it made it a big challenge or impossible for expatriates to return home
to visit their families.
“We could go back to China once every four months. Now because of the
epidemic, we can't go back even after seven or eight months, which is too
annoying.” (P8)
“Because of this epidemic, | haven’t been home for more than one year.
When you have been staying abroad and haven't seen your families and
friends for too long, you are prone to be depressed, and then you will

easily lose your temper.” (P7)

4.4 Expatriation supporting resources

This theme refers to the relevant supporting resources available to the
expatriate in order to overcome difficulties arising during the expatriation. This
study takes all available expatriation supports as resources for expatriation
adjustment as all these supports contribute to expatriates’ adjustment, and it
identifies six main sources of support, namely, the expatriate himself/herself,
Chinese circle, organisation, host country, family and home country. Figure
4.17 shows the overview of the theme. Each subthemes containing its own

main aspects will be discussed in turn below.
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Expatriation Supporting

Figure 4.17: The theme expatriation supporting resources and its main aspects
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Table 4.12 shows the formation process of the theme expatriation supporting

resources, or how the theme was developed from the relevant codes.

Table 4.12: lllustration of the development of the theme expatriation supporting resources

Examples of quotes Open code Developed | Sub- Theme

examples / refined themes

codes

“No matter your country is strong | Ren/Humanity | Positive Personal | Expatriation
or not, you should treat foreigners personality | resources | supporting
the same. If you are strong, you traits resources
should not bully others, right? You
have to be consistent with
people.”
“I have overseas study Overseas Personal Personal | Expatriation
experience, so there is no problem | experience Cross- resources | supporting
with the new environment and cultural resources
language.” resources
“You fit into the expatriation group | Expatriation Expatriation | Chinese Expatriation
and get along with your colleagues colleagues | circle supporting
colleagues. That'’s definitely a resources
condition for your adjustment.”
“We have a good relationship with | Local Chinese | Local Chinese Expatriation
a local Chinese restaurant and Chinese circle supporting
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often eat there. Because the cook
is a hometown fellow, the dish
tastes quite right, especially in
spiciness.”

resources

“As long as individuals can get Favorable Favorable Organiz- Expatriation
more projects, the company’s policy policy ation supporting
incentives will be in place.” support support resources
“We usually involve the Organisational | General Organiz- Expatriation
organisational resources in resources work ation supporting
helping to solve difficult problems, support support resources
like expert resources, leaders’

resources... As we can’t handle it

only by a few dozen of us

overseas.”

“The company backup is good, Life support In-country Organiz- Expatriation
such as the accommodation and life ation supporting
canteen. You don’t have to worry support support resources
about those things yourself, so

you can focus and just get the job

done.”

“Our company reimburses three Emotional Organisatio | Organiz- Expatriation
tickets a year for visiting relatives. | support n emotional | ation supporting
Accommodation for visiting support support resources
relatives will also be arranged

accordingly.”

“Before you go out, you might Host country Host Host Expatriation
think that Muslims maybe radical, | nationals country country supporting
but they are not. The local people residents support resources
are nice, and we respect each

other.”

“The local ice cream and the Oreo | Food attraction | Host Host Expatriation
cones are really good. | don’t country country supporting
know why we don’t have it in attraction support resources
China.”

“When you start business in a Emotional Family Family Expatriation
strange country, you will inevitably | support emotional support supporting
encounter difficulties, setbacks support resources
and even slow progress. At this

time, you will feel relieved by

chatting with your family members

and gaining their encouragement

and understanding.”

“With effective family support, the | Family role Family Family Expatriation
family issues will be less mentally | filling role support supporting
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distracting when working outside.” support resources

“During the pandemic, it was Direct country | Direct Home Expatriation
difficult to vaccinate in the host support country country supporting
country. Our government was support support resources

helping us. It was supposed to be
impossible if the country does not
have this economic strength.”

“As China becomes more and Indirect Indirect Home Expatriation
more powerful, people will think a | country country country supporting
little better of you as an individual | support support support resources

Chinese. At least they don’t look
down on you that easily.”

4.4.1 Personal resources

This subtheme refers to the resources within the expatriates and helpful to
expatriate adjustment. It emerged in the focused coding and mainly included
positive personality traits and personal cross-cultural resources (figure 4.18). It
needs to be noted that physical resources, supposed to be an important part of
personal resources, is not well supported by the data. Only P10 mentioned

that her health problem partly led to her application to coming back. Therefore,

physical condition is not discussed in this section.

Personal
Resources

|
[ |

» Persona
Positive
Personality Traits cross cultural
resources

Figure 4.18: The subtheme personal resources and its main aspects

4.4.1.1 Positive personality traits

It refers to those personality traits conducive to expatriate adjustment. The
open coding process recorded personality traits like responsibility, patience,
confidence, openness that help expatriates to maintain the required degree of
adjustment in the host country and complete the assignment. Therefore, these
personality traits are considered as positive resources for expatriate
adjustment. However, not all of the individuals interviewed exhibited all of the
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listed traits. As this study focuses more on the whole broad picture of
adjustment, the personality traits are discussed in a limited scope, mainly

including Ren/humanity, perseverance, confidence and openness (figure 4.19)

Positive

personality traits

Confidence and
Perseverance
openness

Figure 4.19: The code positive personality traits and its main aspects

4.4.1.1.1 Ren
The word “Ren”* is the core morality of Confucianism. It advocates mutual
respect, mutual help and friendliness and kindness. It means the training of
transcending egocentrism and the consideration for others. Just like Confucius
said, “do not impose on others what you yourself do not want others to impose
on you.” It has deeply influenced and shaped the personality of Chinese
people. As Ren is a very broad term, the following discussed which facilitate
expatriate adjustment just reflects part of its meaning.
Ren means consistent respect.
“No matter your country is strong or not, you should treat foreigners the
same. If you are strong, you should not bully others, right? You have to be
consistent with people.” (P5)
“We respect other people’s beliefs. You may not pray like them, but you
must respect them.” (P8)
Ren means affinity, a personality trait that helps bridge the gap between
people and make better work situations. P2 lending money to local employee
is a sign of affinity, which made the management and the workers closer.

P6 stressed that affinity is very important for cross-cultural communication.

“ There are different translations of “ren”, like “humanity”, “benevolence” and “ren”. This study
adopts the version of “ren”.
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‘1 meet many customers who are descendants of Spanish, and we talk
about their grandfathers because a lot of their grandfathers’ stories things
of Spain.”
Ren means modesty. Some participants believed that unlike their western
counterparts, the Chinese enter the local market with a low profile and more
respect. That means thinking more from a local perspective.
“The westerners seem to be more proud and above other people, and that
will not bring anyone close.” (P6)
“We should think more of the local’s real expectations, as even the word

win-win may be viewed differently by two sides.” (P1)

4.4.1.1.2 Perseverance
The code perseverance is derived from two interrelated open codes —
responsibility and endurance. Out of a strong sense of responsibility to the
organisation and family, individuals tend to work hard to complete tasks.
Expatriates’ quality of high endurance helps them persist even when facing
tough alien environment.
Perseverance implies responsibility, a spirit to accomplish tasks. As P2
mentioned:
“ think in terms of time, you are successful when you have completed the
whole assignment period. You dont want to be a deserter... It is also a
sense of responsibility that expatriates generally spend enough time on
work.”
Perseverance also implies endurance, a tendency of expatriates to keep
moving forward in the face of hardships without much complaining. As P7
mentioned:
‘there must be things make you feel uncomfortable and unpleasant, as you
can't change it, you ha