Chapter 2- Literature Review
2.0 Background 
As globalization continues to advance, people are no longer confined to their hometowns, or even their home countries.Many talented people choose to apply for jobs abroad, and many multinational companies deploy their employees around the world through human resource management measures. Such way of using talents is often referred to as "expatriation". The comprehensive quality of expatriate talents is generally high, so it is very important to establish a talent pool and conduct scientific management, evaluation and development of talents when using such employees (Vaiman et al. 2015). Since the expatriate employees are usually not familiar with the customs, national conditions and even languages of the place where they work, it is very important for the employees to get familiar with the country where they will work and the local culture in the shortest time through some training means. Cross-cultural training has gradually become a hot topic of human resource management.

2.1 Cross-cultural training
[bookmark: OLE_LINK1]Cross-cultural training is mainly to enable employees to understand local culture and adapt to local concepts, so as to improve the execution of local work. As the status of Asian countries in the world gradually increases, employees sent to Asia, as well as those sent to North America and Europe from Asian countries are faced with the same problem, that is, the difference between Eastern and Western cultures. Nam et al. (2013) pointed out that cross-cultural training must take the cultural differences between East and West as a key factors into consideration, they found that most of previous studies and the training were based on western culture. In the face of the current international situation, cross - cultural training need to better the Eastern concepts such as "Confucianism" compared with the Western concepts, and enterprises should pay attention to improve training effect in the task collaboration.

Cross-cultural training is very important for foreign employees to integrate into the working environment of the country, and both employees and enterprises can benefit from such training. As Chinese culture and social norms are quite different from those of western countries, foreign employees in Chinese joint ventures are faced with inevitable conflicts and crises in the workplace. Selmer (2005) collected evidence from China through questionnaire survey, and found through empirical research that cross-cultural training is very helpful for foreign employees in joint ventures, and the effectiveness of such training is greatly related to specific working environment and reasons for expatriation. Waxin and Panaccio (2005) further explored this topic, and they believed that the importance of cross-cultural training for foreigners' adaptation work was obvious, and that different types of training produced different effects. Through the analysis of the samples of foreign employees from four countries, they found that cross-cultural training has a significant effect on the work, interaction and daily life of foreign employees, and experimental training is the most helpful for the acculturation of foreign employees. In the analysis, they also found that when employees' culture of origin is different from that of the local culture, the training effect can be better exerted.

2.2 Practical research on intercultural training
Forster (2006) investigated the cross-cultural training practices of some British companies in the past. He conducted a longitudinal study of 36 British companies with international operations by building a theoretical model of multiple systems. In the analysis, he found that the initiative of many employees to accept the training content is a very critical factor. Some enterprises carry out short and simple training, so many employees are not very satisfied with the effect of these training. In addition, the employee's spouse and family are also factors to be considered in cross-cultural training. Qin and Baruch (2010) believed that cross-cultural training is very necessary for emerging countries. Their research was based on a sample of Chinese companies, both those who have been sent to work in China and those who have gone from China to the world. Through the research on the necessity and results of cross-cultural training, they found that family factors have a positive effect on the effect of cross-cultural training and job satisfaction, and male employees are more adaptable than female employees. In individual employee comparisons, they found that Chinese expatriates generally received less cross-cultural training than foreign expatriates, while Chinese working in other countries were more adaptable than expats working in China. It seems that the effectiveness of cross-cultural training for Chinese employees is not as obvious as for employees from other countries.

The active acceptance and understanding of foreign culture is very important for expatriates. Such thinking ability called ‘cross-cultural awareness’ can be trained, which in turn will affect the effect of their receiving training.Specifically, cross-cultural training can make the dispatched employees more sensitive to cultural differences, so that they can better accept the intervention of cross-cultural training. Fischer (2011) pointed out that the difference between cultural essentialism and cultural intelligence influences the effect of training. More than 100 college students were invited to design some cross-cultural interventions in their courses and found that these courses had a positive effect on raising students' cross-cultural awareness level. At the same time, it can be found that these students have different degrees of initiative to accept the foreign culture, and those academic students with a high degree of openness show better effects than others. In a survey of expatriates working in Africa, Okpara and Kabongo (2011) found that those expatriates whose career development was not successful generally did not adapt to the local culture. They pointed out that it is of great significance to conduct experimental cross-cultural training for employees before they are sent abroad, among which the training of traditional culture has a significant positive impact on the dispatched employees, while the psychological training has the least impact on the employees in the cross-cultural training. In addition, the effectiveness of cross-cultural training is related to the specific situation of the employee and his/her previous international experience.

2.3 The Importance of Cultural Intelligence to Employees
[bookmark: OLE_LINK2]Abdien and Jacob (2018), based on previous studies on cross-cultural training and  cultural intelligence, pointed out that cultural intelligence is crucial for employees, and cross-cultural training has a positive effect on the improvement of cultural intelligence. By collecting samples of students from Egypt and Spain, they found that although the cross-cultural training methods of the two countries are different, such training or courses can significantly enhance the cultural intelligence of employees, and gender differences will affect the training effect. At the same time, the effectiveness of the training is better in Egypt, where tourists are more diverse. In addition, overseas internship experience will enhance the effectiveness of cross-cultural training, and thus better enhance cultural intelligence. Presbitero and Toledano (2018) also explored the relationship between cross-cultural training and cultural intelligence. With the continuous advancement of internationalization and globalization, although some jobs do not require employees to work in another country, people who work in such teams often face problems caused by cross-cultural communication due to the fact that team members come from all over the world. They chose the global team in the IT industry as the research object and verified the positive effect of cross-cultural training on global collaborative work through empirical research. The influence mechanism of this effect is as follows: team members improve their cultural intelligence after cross-cultural training, and the improvement of cultural intelligence has a positive effect on employees' performance. This shows that not only expatriates, but also those who work in international organizations and global teams need cross-cultural training.

2.4 Focus on research after intercultural training
As enterprises attach increasing importance to cross-cultural training, more and more scholars begin to study the specific content of cross-cultural training and the differences generated by different forms of cross-cultural training. Brandl and Neyer (2009) studied the influence of different types of cross-cultural training on adaptability.

2.4.1 Impact of intercultural training on employee adaptability
They point out that for a global team, understanding and being good at using other cultures is a sign of improving cognitive ability, and cross-cultural training exercises team members in this aspect. In their research, they found that the training based on cultural awareness can significantly improve the adaptability of employees more than the training on cultural knowledge. Therefore, it is of little significance for many enterprises to impart cultural knowledge in the training. In addition, companies should also focus on the role of technology-based training in enabling employees to participate in global collaboration. Shen and Lang(2009) made an exploration based on the practice of Australian multinational companies. They analyzed the impact of different modes and different degrees of rigor of cross-cultural training on foreign employees through interviews. The research results pointed out that effective and efficient cross-cultural training is very important for the development of foreign employees and enterprises, and strict training system is the key to the implementation of training. At the same time, making perfect training plans according to the different situations of employees plays a significant role in improving the training effect, and assigning short-term tasks to employees is a good choice. Similarly, for Australian expatriates working in the United Arab Emirates, Cerimagic (2011) pointed out that cross-cultural training helps expatriates to better understand each other at work and adopt the right behavior pattern in work and life.Companies that do not provide cross-cultural training for their expatriates are doomed to fail.Effective cross-cultural training should include information on the traditional culture, values, social norms and guidelines of conduct of the host country.In addition, his research also pointed out that employee initiative is of great significance to the effectiveness of cross-cultural training.

2.4.2 Effective tools for intercultural training
Upadhyay (2013) pointed out that the history, folklore and culture of a country can be embodied in the literature of the country.These literary works embody the wisdom of the creators of the country's successive civilizations, and reading them is the most direct way to learn about the country's culture.By reading the literary works of different countries, we can feel the values, social beliefs and local customs of different civilizations.Reading can also help us learn the life style of the residents of different countries, their habits of expression, and how to communicate and get along with the local people correctly.Therefore, the reading of literary works, as a very direct means, is essential in cross-cultural training.

2.5 Research on the Adaptability of Employees to Other Cultures
The degree to which an individual fits the environment has an impact on the individual's adaptability. The degree to which employees fit with other cultures and the time needed for such fit are worth studying (Nolan and Morley, 2014). In their study, they defined four dimensions of fit, which were fit with superiors, fit with organizations, fit with job demand-supply, and fit with job demand-ability. It is found that when employees are sent abroad, their superior, organizational and personal abilities all have a certain influence on them, which should be taken into account in the design and process of cross-cultural training, rather than treated equally. The goal is to make expatriates better able to adapt to the new environment and create better results during the job adjustment. Kaufmann et al. (2014) integrated the researches in this field and found that expatriate employees should be given differentiated cross-cultural training due to their different original cultural background and growth environment. There is no one perfect training program for everyone. If the company uses a unified template to teach employees about cultural differences, such training will not play a great role in the follow-up work of employees, and there is still some gap between the training content and the actual operation in various countries. At the same time, even employees who have received training often need to be retrained according to the changes of the environment when they are integrated into a new culture. The study also found that employees who grew up in a low-context culture were more likely to receive cross-cultural training in their expatriate jobs. Morley and Parkinson (2015) reached a similar conclusion in their research on Irish multinationals. The design of cross-cultural training should be based on the different backgrounds, roles and assignments of expatriates. In the process of training, the effectiveness of training will be enhanced if the company can pass on cultural information and relevant experience to the trainees.

2.6 Reflections on the Failure of Intercultural Training and Expatriate failure
Lenartowicz et al.(2014) compared the cross-cultural training methods of some multinational companies and listed some failed training cases.Most of these failed cases use factual training methods. Although part of cultural knowledge is passed on in this training method, more important tacit cultural information is ignored. However, these tacit knowledge is exactly what the expatriates need to learn more.They pointed out that companies should focus on improving cross-cultural training techniques, using more vivid methods to deliver implicit cultural messages, and emphasizing the use of experienced returning employees in training. If people can receive cross-cultural training during their schooling, it will be of great benefit to their future career development. Sit et al. (2017) selected samples from universities for analysis. They pointed out that the cross-cultural adaptability required for an expatriate job is also critical for students. By evaluating the performance before and after the training, they found that the experience-based teaching model had a positive effect on improving the training effect.At the same time, in addition to the necessary cultural awareness and adaptability training, the training can be more vivid and effective by adding cultural behavior factors into the training. They believed that cross-cultural training should be included in the compulsory courses of colleges and universities in the future, and should be continuously optimized in the balance between cognitive teaching and behavioral teaching, so as to benefit more students.

2.7 Case studies on intercultural training
Hou et al. (2018) analyzed the impact of the timing of cross-cultural training on its effectiveness through experiments. They divided the sample into two groups and started training participants at different points in time. Their experiment led to an unexpected conclusion: the start of cross-cultural training should be delayed as long as possible. Those who delayed their participation in the training actually had higher cognitive gains, and the effect lasted longer. Therefore, in order to improve the effect of cross-cultural training, perhaps enterprises should not rush to carry out training, but should wait for the expatriate to live for a period of time before starting training. 

Perlstein and Ciuk (2019) discussed the importance of human resource managers for cross-cultural training in their research. They pointed out that cross-cultural training is also one of the contents of human resource management, and human resource managers should fully understand the knowledge in this field, play their role and participate in the design and operation of training content. In the process of training design. Human resource managers should make strategic planning according to the specific situation, increase the flexibility and effectiveness of training, and promote the good experience. Ran and Huang (2019) proposed that a comprehensive standard should be developed to investigate the effectiveness of cross-cultural training. This standard can provide the overall effect of cross-cultural training and the sense of employee experience, and motivate them to better apply the knowledge they have learned. Such criteria should include conscious, emotional, and behavioral learning outcomes. In the training, designers can also add some negative cases against the local culture, so that employees can reflect on and evaluate the correct practices in the case experience.

It can be seen from the studies of these scholars that the early scholars mainly focused on the necessity of cross-cultural training, including the role of such training for overseas employees, families and enterprises. Subsequent studies mainly focus on the optimization of cross-cultural training, including training content, training methods, system design, etc. The purpose of these studies is to improve the effectiveness of training through various means.
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