Chapter five: Conclusion
5.1 summary of the study
The current study is based on the rationale that Chinese companies and foreign corporations in China are developing with growing needs of expanding their overseas
market, which resulted in a great number of business expatriates working abroad every
year. Expatriates’ adjustment to the host country and their job performance matter directly to the company’s business development. The author found that there is a lot of literature examining foreign business expatriates coming into China or other countries. Yet the study conducted on Chinese business expatriates is relatively rare. Approaching from this point, the author based the research targets solely on Chinese business expatriates being assigned to overseas countries.

Many cross-cultural studies have examined the consequences of expatriate failure and the effectiveness of cross-cultural training. This study, with no exception, further validated the importance of cross-cultural training towards cross-cultural adjustment.
Training should be more experiential—oriented with more emphasis on practical activities. Language is no longer a top concern for training. Training types should be
varied to cover as many aspects as possible about living in a different culture. Training
contents need to be extended to include aspects like politics, safety, and religion. Expatriates should be given a little head start through lore—departure training. But training is not a one-time event; constant follow·-ups help expatriates to adjust better in the host country. A good work adjustment doesn’t necessarily mean that the expatriates adjust well in other aspects. 

The most important findings of this study is that Chinese companies have different
needs and expectations for business expatriates, thus the training should be tailor-made
to the expatriates. What western scholars proposed as relevant factors might not be
applicable to Chinese business expatriates. What Chinese companies are looking for are those adaptable young expatriates win the ability of conduct overseas assignment in a relatively short period of time. The nature of the job expectation determines different training needs. Furthermore, cross-cultural training, though being an important aspect, is not the sole determinant in shaping expatriates’ overall adjustment in the host country. Other aspects still need further exploration. 
5.2 suggestions 
The findings of this research is a true reflection of Chinese business expatriates’ status in terms of the trainings they received from the company and their self-adjustment during overseas assignment. China is a unique country with unique culture and development route. Along its economic development, there are also different requirements for Chinese corporations. The author’s intention of this paper was to examine the Chinese way of training their expatriates and explore the room for improvement in order to enhance expatriates’ adjustment in the host country and thus
improve overall business performance. Because most of the expatriates’ duration of assignment is less than six months, thus most of them concern about perform better at
their work instead of actually adapt into the host country. Admittedly, this short-term expatriation is an increasing trend in the Chinese business corporations. There is seldom
any case of long-term repatriation with spouse and children. Most of the target expatriates are fresh graduates with little hands—on experience. Their role abroad Was
mainly technical and managerial，technical in learning new technology or managerial in monitoring local workforce. With review of all the circumstance, the author proposes a tailor-made cross—cultural training for expatriates of different job functions.
1)Cross-cultural training should be given due attention and importance; given the situations that many companies do not conduct trainings for their expatriates. 
2)The training should start with a brief about what the company wants the expatriate
to perform and achieve during and after the overseas assignment. Make sure the expatriate understand his job expectation and the importance of the assignment.
3)Cultural orientation training is a must for the expatriates to get familiar with the culture that he is going to be exposed to. The training rigor carl be altered according to the cultural toughness and culture distance．Practical training is recommended. Do not send expatriates brochures and simply invite a veteran expatriate to teach big lessons. 
4)Training should be designed to fit the needs of different states of the assignment. Pre—departure training is a must, yet some aspects of culture Can only be experienced by the expatriates when they arrived at the host country, especially int he general and interaction adjustment aspects.
5)Training should be tailor-made to the target expatriates based on his job position, previous overseas experience, and expected job performance.
6) In order to enhance the overall adjustment level of the business expatriates, corporations should equip them with basic knowledge of the political, religious and safety concerns in the target country. 
5.3 Limitations
Like all academic researches, this study has several limitations concerning the sample size, sample bias, questionnaire design and data interpretation. 
The foremost limitation in this study is the small sample size. The low response rate decrease the statistical power of the data collected. And the author Was not able to include high-level company managers and supervisors to participant in the research. Most of the research respondents were of the same age group, educational backgrounds. This might undermine some of the findings that the author concluded from the study.  The limited sample is also the reason for sample bias, which becomes a challenge for the credibility and applicability of the study. The author doesn’t categorize the participants’ specific job functions, technical or managerial. Yet different job functions
might result in different needs for cross-cultural training and their expected job performance from the company. Another source of sample bias comes from the optional
participation of this study in creating a source of subject bias. 

The other limitation comes from the research participants about their misunderstanding about the questionnaire questions. The author conducted a pilot study to make sure the questionnaire questions can be properly understood. For the respondents’ convenience, the questionnaires were written in Chinese. Yet all human subjects contain certain level of subjectivity, which no research can avoid. Thus, certain social desirability factors might also affect the final interpretation of the results.

Lastly, there are still several aspects that the paper failed to measure. The first aspect is the proper length of training. How long the training should last? It seems that the training length should conform to the workload and the specific job function of the target expatriates. Yet this proposition still needs further validation. The second aspect
is related to cultural toughness. The measure the author adopted was from previous scholar’s work. There are no certain statistical standards to measure exactly which cultures are tougher to adjust than others. This, therefore, could use further exploration
in comparing different culture’s distance. It is also necessary to explore different training models and contents for expatriates being assigned to different cultures. The third aspect is the measure of success and failure of the assignment. The literature indicates some early-return as the sign of failure for international assignments. Since most of Chinese business expatriates were assigned for a relatively short period of time
(1ess than six months), the standards in measuring Success or failure will be somewhat
Different. There are no concrete criteria to measure whether the assignment is conducted successfully or not. 
