[image: ]
Cross-·cultural Trainings and Their Impact on Cross—cultural Adjustment for Chinese Business Expatriates

Name: Huan Geng 
Student ID: 2000319
School: UWTSD Swansea
Degree: BA Business and Finance
Due Date: 12 May 2021
Word Count:









Coronavirus (Covid-19)
With the spread of the new coronavirus pandemic, the entire United Kingdom has implemented new measures to face the epidemic. For the education industry, in response to the call of the new national policy, many schools which including high schools and universities, have taken measures to close teaching buildings and adopt online teaching methods. In order to ensure that students' research is not interrupted during the closure of the teaching building, Trinity St David's University in Wales used video conferences, emails and other IT technologies to support students' research work, and provided students with as much data as possible for research. There is a risk of interruption in the research process, due to students need to investigate and practice personally under the research of specific topics. In order to solve this possible problem, the student supervisor reviewed the student's research plan and themes. In terms of data collection, due to the limitation of social distance, most researchers choose online questionnaire surveys and interviews, which will lose part of their objectivity, and we cannot guarantee that the network environment is pure. There may also be problems with the tracking and investigation of data.

The researchers originally planned to use a mixed model to conduct research. Based on the actual situation, only use a questionnaire survey form, which has now been approved by the supervisor.
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ABSTRACT
Driven mostly by business needs and practices, cross-cultural training is gaining increasing importance in the coaching and consulting aspects. The results of cross-cultural training matter directly to the success or failure of business expatriates’ overseas assignments, which usually constitute an important part of the company’s business expansion and global development blueprint. Giving employees the right ways
of training has become a challenge for many multinational corporations. Cross-cultural researchers are devoting a lot in this research domain with respect to cross-cultural training goals, content, type, timing, effectiveness and evaluation. On the other hand,  one way to gauge the training effectiveness is to see how well expatriates adjust themselves in the host country. Many foreign scholars and researchers have conducted
empirical studies in the research domain of cross··cultural training and cross-cultural adjustment. Their findings are widely applied to real life situation for reference. However, there are not many empirical studies conducted in China targeted at Chinese
business expatriates. In this light，this study is aimed at exploring the status of cross-cultural training and cross-cultural adjustment in China. 

Approaching from these two aspects, this study established two big dimensions of study-cross-cultural training and cross-cultural adjustment. There are three sub-dimensions under these two aspects: design, type and timing of cross-cultural training; general adjustment, work adjustment and interaction adjustment of Gross-cultural adjustment. After outlining the relevant literature on these two areas, the author designed a questionnaire survey based on the theoretical framework. Research data were collected from 135 valid questionnaires filled by Chinese business expatriates. The data were then processed and analyzed via the software SPSS. The respondents were divided by different age, gender, educational background, job position and assigned cultural toughness. Four research hypotheses were tested through descriptive analysis, one-way ANOVA analysis, correlation analysis and regression analysis. 

The research findings demonstrated a difference between Chinese business expatriates training and adjustment status from their western counterparts. The results showed Chinese characteristics. Furthermore, the author found a new aspect-cultural toughness, which is significantly related to how the training should be conducted. The suggestions that this study offered Can help enhance expatriate assignment efficiency and perform better during future international assignments. 
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Chapter One 
INTRODUCTION
[bookmark: _Toc71171661]1.1Background of the Study
In 2010, China became the world’ second largest economic entity right after America with a total volume GDP of 5.2 trillion US dollars(World Bank, 2021). Since then, China has become more and more involved in the international business and economics. It is now rising as an important international presence in the global world. Since the early 1990s scholars have paid due attention to China as a destination of future Multinational Corporations (MYCs)(Bennett et al., 2000). Foreign capitals poured into China at an expanding scale. Both inward foreign direct investment (FDI)and outward FDI have expedited the growth of Chinese MNCs or MNCs setting up branches in China. The total number of wholly foreign-owned organizations is increasing at an extraordinary rate. Furthermore, International Joint Ventures (IJVs)is another fast growing group.

[bookmark: OLE_LINK1]The integration of globalization results in a highly competitive market of MNCs(Wood and St. Peters, 2014). And an organization’s success or corporate image depends largely on its executives and managers about how they maintain a global stance. When a company begins to seek globalization, it has to face the issues of sending expatriates to foreign subsidiaries or branches. The expansion of organizations requires a substantial amount of expatriates to undertake overseas assignment in order to fulfill the goal of supervising operational start-up companies, transferring technologies, delivering corporate culture, tapping into new market, managing and developing cross-cultural communication skills(Bennett et al., 2000). They serve as a tie between the subsidiaries
and the mother company. To have employees that are interculturally competent adds the competitive advantage to the organization. In the current global economic climate, an overwhelming majority of organizations assign professionals abroad and this trend is likely to increase with more business expatriates being sent overseas(Black and Gregersen, 1999). And for China, this is also the future trend if Chinese MNCs want to pursue global integration through the network of foreign operation units. 

[bookmark: _Toc71171662]1.2 The Cost of Expatriate Failure
The gauge of Success and failure is mostly measured by expatriates’ early return from the host country(although other indicators do exist). The enormous stress took place after the expatriate’s arrival could result into the expatriate deciding to leave early before completing his or her assignment. These early return rates are estimated to be as high as 40%(Black and Mendenhall, 1990). Traditional approach of sending expatriate overseas without training could lead to substantial loss on the part of the expatriate and
the multinational company as well. In fact, even the expatriate managed to linger on for
certain period of time, his or her assignment may still be viewed as failure because of many other factors like delayed productivity time, opportunity loss, damaged corporate image and high turnover rates out of problematic repatriation(Bennett et al., 2000). 
[bookmark: _Toc71171663]1.3 Purpose of the Study
The overall purpose of this study was to present a comprehensive analysis of the training and adjustment experience of Chinese veteran expatriates, and their suggestions for the future design of cross—cultural training models. This study comprises of several areas of study. The first is to examine the current training provided by Chinese multinational companies to their business expatriates through the perspectives of the Chinese expatriates. This study also gave insights on the results of cross-cultural training in terms of its impact on the expatriates’ status of cross-cultural adjustment. In short, this study was tailor-made to investigate cross-cultural training of Chinese business expatriates and its impact on the expatriates’ cross-cultural adjustment. 

More specifically, four research objectives are to be achieved in this thesis. The first objective is to investigate what scholars from around the world is doing concerning the issues related to expatriate training and the design of training programs. This part will be discussed in the literature review. The second objective is to analyze the extant training programs experienced by the veteran expatriates and point out what can be drawn from the previous trainings concerning the design, type and timing of cross cultural training. The third objective is to describe Chinese business expatriates’ adjustment during their assignment abroad. The second and the third objective will be
accomplished through a quantitative analysis of questionnaires distributed to Chinese
business expatriates. The last objective is reached through the analysis of the data collected and through providing implications on how to conduct training programs effectively. 
[bookmark: _Toc71171664]1.4 Research Questions and Research Structure
Through the review of current literature available，the author designed a specific research to study Chinese business expatriates’ cross-cultural training. Based on the literature review, and focusing on the design, type and timing of cross-cultural training,
the study mainly intends to answer the following questions:
1. What kind of training model would Chinese business expatriates prefer, didactic or experiential, culture-general or culture-specific?
2. What type of Cross-cultural training would Chinese business expatriates regarded as important?
3. At what stage should cross-cultural training program be delivered? Pre-departure, post-arrival or sequential. 
4. How does the Cross-cultural training provided to Chinese business expatriates affect their adjustment in the host country?
5. To what degree does cross-cultural training help Chinese business expatriates to improve their overall job performance?
6. What can we drawn from the past experience and go from there?
The following figure gives a clear demonstration of this study’s overall structure:


Demographic Factors

                                                                 Cross-Cultural Training Suggestion
General Adjustment Work Adjustment Interaction Adjustment
Cross-Cultural Adjustment
Design of Training Type of Training Time of Training
Cross-Cultural Training
Gender Age Educational background Job position Cultural Toughness







Figure 1-1: An overall structure
[bookmark: _Toc71171665]1.5 Significance of the Study
China’s rising global stance and the need for more Chinese business expatriates have precipitated the significance of this study. Given to the high failure rate among expatriates’ assignment, it is even more important for expatriates to be able to fulfill their responsibilities successfully during their overseas assignment. Previous researchers have already demonstrated the importance of cross-cultural training in improving the overall job performance and Success rate of the overseas assignment. Training does make a difference for expatriate success but the degree and the way it influences is still in the blur. Whether training would be equally effective for expatriates
in China as they are in western countries is a critical issue that needs to be addressed. 

This study could be very practical in assisting organizations when they initiate overseas job assignment because it looks into the training program that the organization should design in order to better serve Chinese business expatriates’ cross-cultural adjustment and thus enhance the success rate of foreign assignments. It is a call of the times that organizations need to be able to succeed not only locally but also globally. The success of foreign assignment is closely related to the overall performance and future development of the organization. 
















Chapter Three
RESEARCH METHODOLOGY
This chapter focuses on the selective sorting of academic literature, and mainly consults literature about cross-cultural training and the impact of cross-cultural training on expatriates. 
This chapter can achieve the first objectives:
[bookmark: OLE_LINK2][bookmark: OLE_LINK3]“what scholars from around the world is doing concerning the issues related to expatriate training and the design of training programs.”
[bookmark: _Toc71171666]2.1 Definition and Importance of Cross-cultural Training
Cross-cultural training(CCT) 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. Cross-cultural training must take the cultural differences between East and West as a key factors into consideration(Nam et al., 2014), 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.

CCT is considered every effective in enhancing expatriates’ ability in adapting to the new culture(Takeuchi et al., 2002). It helps boost the expatriates’ confidence and teach them about the appropriate behaviors in the context of a new culture. The ultimate goal of CCT is to develop expatriates with the skills needed in operating effectively when they go abroad. Specifically, CCT helps enhance necessary skills for expatriates to adjust in a new culture, such as self-maintenance skills, interpersonal relationship skills and perceptual skills. Researchers also found a positive correlation between CCT and proper self-development(Kealey and Protheroe, 1996).
[bookmark: _Toc71171667]2.2 The Design of Cross-cultural Training
Cross-cultural training design is categorized into didactic and experiential in term of instruction approaches and cultural-general and cultural-specific in terms of the contents and property(Gudykunst and Hammer, 1983). Didactic training approach is also termed as cognitive approach as it is based on a cognitive understanding of a culture, its inhabitants and customs(Harrison and Hopkins, 1967). Didactic training often involves a general lecture about the target culture aimed at helping expatriates to form a cognitive understanding. On the other hand, experiential training approach is based on the assumption that people learn best from their experiences(Gudykunst and Hammer, 1983). In this sense, trainings are usually designed to give programs like simulation, role play and field experience to have expatriates get familiar with the realistic situation in the new culture Ptak etal(1 995)agreed with the latter approach and claim that learning involves “participatory exercises, simulations, and active participation in small groups.”
In terms of content categorization, cultural-general training includes programs about topics like ‘‘cultural awareness and sensitivity training which allow expatriates to learn about himself or herself as preparation for interaction in any culture”(Brislin and Pedersen, 1976). Cultural-specific training, however, focuses on “information on a given culture and directions for how to engage with members from that culture”(Brislin and Pedersen, 1976). Triandis(1977)described cultural-general as a collection of a“sample of experience” including cultural norms, habits, values that can exist“anywhere on earth”. He defined cultural-specific as“ information about a given culture and directions for interaction with members of that culture”(Triandis, 1977). Thus, we can conclude that the former centers on cultivating a general intercultural competence while the latter is about a specific culture instead. This mode of classification of training design is also suggested by Gertsen’s  work in 1 990 as described in the following graph:
                       Experimental Training 
        General                           Specific 
General    Experimental Training            Experimental Training 
       Specific                                Culture      
Culture 
              General                        Specific 
          Conventional Training            Conventional Training   
                       Conventional Training    
Figure 2-1: Classification of Cross- cultural Training Design
Source: Work for four different training methods. From-”Intercultural Competence and Expatriates,” by M.C. Gertsen, 1990, International Journal of Human Resources,1(3), p.352.Copyright 1990 by Routledge Press.
Concerns about which category of training approach should be adopt has been an ongoing debate among scholars in the intercultural training field. In terms of the instruction approach, in Pruegger and Rogers’s(1994)study, they conclude that interpersonal or experiential training methods were more effective than didactic programs in changing the attitudes of expatriates towards a foreign culture. And this result is validated by Waxin and Panaccio’s study conducted in 2005 claiming that specific experimental training method has the greatest impact on expatriates’ cultural adjustment. In academic world, there is an inclination of combining the two training approaches and include them in one systematic training model. While in terms of training content, much discussion has been generated concerning whether a cultural-general or cultural-specific would be a better choice in enhancing the performance of intercultural expatriates. For cultural-general training, a more complete picture of what intercultural communication is like and help to cultivate intercultural awareness but it fails to address specific concerns in real-life situations and may be more knowledge oriented. Cultural-specific training will let the expatriates involve with real contacts with the host culture but it may block expatriates about their own view toward the host culture and generally, this type of training requires more capital inputs. A more compromising way is an integrated approach of combining both cultural-general and cultural-specific training methods. And Kohls &Knight(1994) proposed that training should start with cultural-general programs and later moves on to cultural-specific training that target at the host country.
[bookmark: _Toc71171668]2.3 The Types of Cross-cultural Training
Brislin(1979)identifies three types of cross-cultural training: cognitive, affective and behavioral. This corresponds with the three aspects of cross-cultural adjustment in general, interactive and work domains(Brewster et al., 2005). Brislin and Pederson (1 976)categorized cross-cultural training into 6 different types: intercultural, area, simulation, self-awareness, culture awareness, behavioral, and interactional approaches.
Tung(1987)believed that different types of cross-cultural training should based upon
the distance between home country and host country, thus she listed five types of training programs: didactic, culture assimilator, language training, sensitivity training
and field experience. Additional categories of training are now used to divide CCT activities. Different types of training focus on different aspects of successfully deliver
an international assignment, as is described in the following chart:
Table 2-1: Summary of Delivery Strategies
	Focus of Training Intervention 
	Potential Strategies

	Developing the skill required to make isomorphic attributions
	Attribution Training 

	Imparting the knowledge needed to understand cultural differences
	Culture awareness training 

	Assisting in the development of host-culture appropriate behavior
	Cognitive- behavior modification training 

	Providing the expatriate with information regarding living and working conditions 
	Didactic training

	Giving the expatriate the opportunity to practice potential situations to be encountered in the host culture
	Experiential training 

	Promoting successful adjustment via on-the-job training 
	Interaction training 

	Developing the language skills required for everyday interaction 
	Language training 


Source: Littrell, L.N. (2005:310). A Review of Cross-Cultural Training: Best Practices, Guidelines, and Research Needs. Human Resource Development Review,Vol.4.No.3, pp305-334. 
Attribution Training: enable expatriates to understand the host national behavior from the host culture point of view(Befus, 1988). It also centers on how to develop necessary skills and attitude in viewing host national behaviors(Befus, 1988). 
Cultural Awareness Training: this type of training is based on the assumption that one who has a clear sense of one’s own culture can better identify the differences between his mother culture and a new culture, therefore be more successful in an overseas assignment(Bennett et al., 2000). So it is necessary to inform the expatriates about his or her own cultural values and norms and form a cultural identity of his or her own. 
Cognitive-Behavior Modificagon Training: based on cognitive learning model, it aims
at helping expatriates form habitual behaviors desired in the host culture(Bhawuk, 1998). 
Interaction Training: this type stressed on on-the-job training. This hands-on training experience could，by showing expatriates daily-life tasks, make his transition to the host country much easier(Littrell and Salas, 2005).
Language Training: language acts as the coordinator between different cultures．If expatriates speak the host nation language, it will add great advantage to the intercultural adjustment. Even if the expatriate could speak fluently, the thought of his attempt to engage with the host nationals in their language would make them feel comfortable and respected, as it shows the expatriate’s interest in the host nationals and their specific culture(Landis et al., 2003). 
Didactic training: it is basically lecture or lesson oriented, aiming at giving cultural and life related information. This could include very practical concerns like table manners, dressing styles etc. Didactic training techniques include briefings, traditional training activities like culture assimilators(Selmer, 1995). 
Experiential training: this involves learning by doing(Littrell and Salas, 2005). This include look-see visits, role-plays, intercultural workshops, and simulation(Grove and Torbiörn, 1985)
[bookmark: _Toc71171669]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.
[bookmark: _Toc71171670]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.
[bookmark: _Toc71171671]2.4.2 Effective tools for intercultural training
[image: ]
[bookmark: _Toc71171672]2.4.3 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.


Chapter Three
RESEARCH METHODOLOGY
[image: ]
These hypothesis are designed to achieve this goal:
[bookmark: _Hlk71168061]Hypothesis One: Chinese business expatriates are more inclined to experiential training and culture-specific training. 
Hypothesis Two: There is positive correlation between cross-cultural training and expatriates’ general adjustment. 
[bookmark: _Hlk71163088]Hypothesis Three: Chinese expatriates will adjust differently in terms of different host
country’s culture toughness. 
Hypothesis Four: The fitness of expatriate staff who work in the host country is related to cross-cultural training, and the linear relationship is positive.
The four hypotheses were postulated based on the literature review and the research questions proposed. The design and methodology will be provided in this chapter, depend on the Saunders ET al. (2016) research onion, the researcher will show the process of the data collection, sampling process, data analysis, validity and reliability. Besides, ethic issues and limitations need to be consider.
[image: C04NF001]
Figure 3-1 The Research Onion Source: (Saunders, et al., 2016).
[bookmark: _Toc71171673]3.1 Research Onion 
[image: ]

Researchers can obtain effective progress by removing the onion layer, which can be used in any effective background research and design research methods(Bell et al., 2018) It is worth noting that Sanders et al.(2012) put forward the point that if researchers want to get an effective analysis, they need to use research onions from the outside to the inside. The research process can be divided into six more detailed stages.
[bookmark: _Toc71171674]3.1.1 Philosophy
[image: ]
[bookmark: _Toc71171675]3.1.2 Approach
[bookmark: OLE_LINK6]In this study, using the deductive method to review the relevant theories about cross-cultural training, collect data on the adjustment of Chinese expatriates, design problems, and start quantitative research to draw conclusions. Deduction and induction are the main research methods in this part. Deduction can be seen as the whole reasoning process from analyzing the data, observing the question, and explaining the result of the question(Bhattacherjee, 2012).
[bookmark: _Toc71171676]3.1.3 Strategy
[image: ]
[bookmark: _Toc71171677]3.1.4 Choice
Qualitative analysis and quantitative analysis have their own advantages and disadvantages, and the two are not absolutely opposed. However, due to the particularity and complexity of the economic research objects, there is a question about which method is more scientific and reasonable. And lasted for a long time. The essence of qualitative research and quantitative research is to look for causality in academic research.(Grafton et al., 2011). Since everything has both qualitative and quantitative aspects at the same time, the combination of qualitative analysis and quantitative analysis is determined by the law of qualitative change of things(Bhattacherjee, 2012). However, due to the worldwide epidemic of the new coronavirus, researchers have to give up qualitative research and focus on quantitative research. This requires researchers to emphasize the objectivity and observability of objects, to emphasize the interrelationship and causality between the phenomenon of cross-cultural training and the variables of expatriates, and to strive for objectivity and ethical neutrality in the research.
[bookmark: _Toc71171678]3.1.5 Time Horizon
The time horizon is the entire time period required for the completion of the research project, and the cross-section and the longitudinal are two types within the time frame(Becker et al., 2012)This research is a short-term research on the theme of cross-cultural training and expatriate adjustment, so the cross-section is the most suitable time interval. The realization of this part can help research to achieve the goal.
[bookmark: _Toc71171679]3.1.6 Techniques for Data Collection, Processes and Analysis
[bookmark: _Toc71171680]3.1.6.1 Data Collection
[bookmark: OLE_LINK7]The data collected in the form of questionnaires as primary research data to analyze the correlation between cross-cultural training and the adjustment of expatriates. With regard to the limitations of the questionnaire survey method was Ghauri et al. (2020) raised issues such as time span, resource occupation and ethic issues. But at the same time, it can also help the study to find the differences from individuals on the research topic, and have enough time for cross-sectional research (Ghauri et al., 2020).
[bookmark: _Toc71171681]3.1.6.2 Survey design
[bookmark: OLE_LINK9]Investigation is data collection and intelligence summary for the objective environment(Patten, 2016).The questionnaire is designed to include two parts: cross-cultural training review and adjustment review. Using mixed questionnaires makes it easier to draw ideal conclusions which is more conducive to research and analysis(Creswell, 2014). The instrument adopted in this study consists of six multiple choice questions and 1 8 items for cross-cultural training and 20 items for adjustment on a five point Likert scale，ranging from 1=strongly disagree，2=disagree，3=neutral，4=agree，5=strongly agree. This measurement scale is the most widely applicable format in determining and assessing participants’ opinion on the research issue(Dumas，1999)．The second part of adjustment questionnaire Was adopted from Black’s consecutive studies about expatriate adjustment scale，which is related to general, interaction and work adjustment. This part aims at measuring the degree that cross-cultural training’s effect on how well expatriates are prepared for their assignment and how did they perform their tasks. The research adjustment part based on Black et al. (1991) is divided into general adjustment, work adjustment and interactive adjustment adjustment. Since the target of the study participants is Chinese business foreigners, the questionnaire was filled out in Chinese. Two softwares are used to measure and analyze questionnaire survey data.

At the same time, considering that the questionnaire participants are susceptible to "ideal answers" when filling in the questionnaire, questionnaires are designed to allow questionnaire participants to independently answer the relevant impact of cross-cultural training. At the same time, ensured that the information of the questionnaire participants is not leaked.
[bookmark: _Toc71171682]3.1.6.3 Pilot study
Pilot studies can be considered preliminary experiments that can influence the final study(Connelly, 2008). The feasibility and reliability of the research have been verified. A Pilot study using convenience samples was used to assess the understanding of the questionnaire to accommodate future participants. 
[bookmark: _Toc71171683]3.1.6.4 Instrumentation
Figure 3-2 Dimensions of Cross—cultural Training Questionnaire
	The type of cross-cultural training
	Language training
	More efficient work of expatriates in host countries due to language training

	
	Culture awareness training
	Understanding the cultures of different countries, enhancing cultural inclusiveness and understanding cultural identity in assignments

	
	Cognitive-behavior modification training
	Help employees understand their roles and responsibilities in assignments

	
	Attribution training 
	Accept knowledge about the economy, culture and religion of the host country and understand the local history and culture.

	The design of cross-cultural training
	Cultural- specific 
	Development of special training on understanding the culture of the host country

	
	Cultural- general
	Introduction of cultural sensitive points in host countries

	
	Experiential training
	Outdoor intensive field training

	






The timing of the cross-culture training 
	Pre-departure training 
	It is helpful if one has a basic
understanding of the host country
before assignment．

	
	
	Pre —departure training could help
trainees be more prepared for the
Foreign assignment．

	
	
	Pre -departure training could help
trainees be more realistic about future work environment．

	
	Post-arrival training 
	Pre-departure training is not necessary．
Training should be conducted after
arrived at the host country．

	
	
	Trainees would be more motivated after arrived at the host country．

	
	
	Post-arrival training can address more
practical problems，which pre—departure
training can never simulate．

	
	Sequential training 
	Training should be consisted ofboth
pre-departure and post-arrival．

	
	
	Training is not a one—time event；it
should be conducted constantly during
the assignment．

	
	
	Training should be designed to fit the
different stages of the assignment．


 
Figure 3-3 Cross-cultural adjustment questionnaire
	General Adjustment 
	I can get used to the host country’s living conditions and
Adjustment environment

	
	I think the host country’s accommodation is comfortable．

	
	I Call easily get what 1 want in a supermarket in the host country．

	
	I Can afford the living expenditure in the host country．

	
	I like the recreation activities in the host country,which Can help me
relax myself．

	
	Themedical infrastructure Can satisfy my basic needs．

	Interaction adjustment 
	I enjoy the social activities with my foreign colleagues．These
activities help US to get along．

	
	I Can fully understand my foreign colleagues and superiors during
work and give proper response．

	
	I Can easily get along well with my foreign colleagues．

	Work adjustment 
	I Can finish all or most of the job tasks during my foreign
assignment．

	
	My superiors and colleagues are satisfied with my job performance during the assignment．

	
	I hardly encounter any problems and setbacks during assignment．

	
	When I encounter problems that I cannot deal with myself,I can
Adjustment report to my superior and get their help and suggestion effectively．

	
	My contribution and efforts carl be recognized and rewarded
properly during assignment．

	
	The cultural differences(drinking habits，dressing codes，religious beliefs，manners)didn’t affect my work and my relations with my colleages．

	General adjustment 
	Generally speaking，I can get used to the foreign environment and live comfortably．

	
	I mink this foreign assignment experience will do good to my career．

	
	My spouse and children Can get used to the cultural environment and can get used to the life of the host country．

	
	I hope 1 would have other assignment opportunities and I have the contidence to finish them．


[bookmark: _Toc71171684]3.1.6.5 Analysis
The collected data will be stored in a separate file. SPSS will be used for analysis after the end of the data collection process. As the cross-cultural training includes three dimensions, researchers have made adjustments in the research process. According to the adjustment of different dimensions, the results caused by variables such as age and educational background were measured.
[bookmark: _Toc71171685]3.2 Sample 
[bookmark: OLE_LINK8]Sampling survey takes a part of the population of research objects as a special sample for investigation, based on which it is concluded that the numerical characteristics of the population are good, economical, effective, widely adaptable, and highly accurate. (He et al., 2008) Due to the fact that the research objects can accurately locate the people who have overseas work, and the amount of floating information in the questionnaire is large, it is difficult to find an accurate linear relationship, so the sampling survey is suitable for this research as a research method. At the same time, in order to improve the reliability and validity of statistics, the final sample data should conform to the ideal public perception. (Pearson and Mundform, 2010) proposed that 200 samples are most suitable for statistical analysis, and there are currently 135 samples available for research.
[bookmark: _Toc71171686]3.3 Validity and Reliability
The validity and reliability of the questionnaire will be evaluated to see the effectiveness of the structure and instrumentation. Validity is used to measure the level of consistency(Herman-Kinney and Verschaeve, 2003)．In this study, the validity is tested through project analysis，the aim of which is to eliminate those items with little significance in order to ensure the validity of the questionnaire. Based on the relevant principles in psychometrics, the screening process is realized through the correlation coefficient．The author analyzed each item’s correlation coefficient and eliminated those items with no significant difference．On the other hand，the study used Cronbach’s  alpha to examine the reliability of the questionnaire．
[bookmark: _Toc71171687]3.4 limitations 
The limitation lies in the reasonable use of controllable data. In order to obtain effective questionnaires, researchers cannot design the survey objects as ordinary people, because two variables of cross-cultural training and expatriate work experience are indispensable in the research. At the same time, it is undeniable that the research subjects have uncontrollable risks and psychological factors, especially the employees who are working. Therefore, the survey questionnaire emphasizes confidentiality, and the disclosure of information requires researchers to communicate and be authorized. Because researchers could not get enough samples through social relations, the effective questionnaire did not achieve the desired effect. 

When designing a questionnaire, it is easy to be affected by subjective factors. The  questionnaire design is not comprehensive, and it is easy to cause deviations in conclusions. But it can still provide inspiration for the adjustment of cross-cultural training.
[bookmark: _Toc71171688][bookmark: OLE_LINK4]3.5 Ethical considerations 
Social research has to consider ethical factors, and ethical factors must be considered from the beginning of determining the research topic, because the sensitivity of the topic must be considered. At the same time, this ethical consideration runs through the design of the entire study. This requires researchers to do a complete study in an ethical manner recognized by others(Saunders et al., 2009).

The study of social issues in humanitarian situations requires consideration of ethics, policies, and academic reliability(Rhodes et al., 2003). (Saunders et al., 2009)stated that all research subjects should not be harmed by potential hazards, and researchers should make their best efforts to ensure that participants have any discomfort during the research process. The questionnaire is designed based on the standard of public acceptance.
 
Researchers can ensure that the entire research process strictly adheres to UWTSD's ethical guidelines. The research topics do not involve sensitive topics. The research methods are conducted in the form of questionnaire surveys and sampling studies are carried out. The entire process ensures that the personal information of the questionnaire participants is not disclosed without their knowledge. Strictly abide by the ethical standards, the questionnaire participants are all 18 years old and participate in the survey voluntarily. The relevant data is stored in a specific folder and password protected. Meet the condition of no information leakage. 
[bookmark: _Toc71171689]3.6 Conclusions
In this chapter, researcher have found the method to study the impact of intercultural training on the adaptability of expatriate work. The researcher has found the most suitable research method. A survey with questionnaire as the main way can ensure the reliability and effectiveness, which is beneficial to the analysis and research of the next chapter. The author of the next chapter will draw ideal conclusions based on data collection and analysis.












Chapter Four
FlNDINGS AND ANALYSIS
[bookmark: _Hlk69882359]In view of the fact that the third chapter has determined the methods and methodology required for the research, the fourth chapter is dedicated to using the results of the data research to illustrate various hypotheses to realize the analysis of objectives.
 
The 135 valid questionnaires collected by this research will be used for data analysis to study the adjustment of cross-cultural training to the adaptability of Chinese expatriates. 
During the analysis process, examples of data analysis related to the assumptions in Chapter 3 will be provided. 
 
Data analysis provides visual analysis methods, which is conducive to the in-depth development and utilization of data, and is used to solve some practical thinking problems(Miles et al., 2018). The main research tool is the SPSS software package, which provides visual analysis results. Because the questionnaire in the research process consists of two different questionnaires, so needs Likert to show different levels of results. The third chapter of this part has a detailed explanation. For details of the original questionnaire, please refer to Appendix 3.
[bookmark: _Toc71171690]4.1Questionnaire analysis
[bookmark: _Toc71171691]4.1.1 Sample analysis
The data used for this study was collected from the questionnaire survey of 135 randomly selected research participants from twelve companies.
Table 4-1 Demographics Distribution of Research Participants (N=135)
                                      (number)        (%)

Gender 	 	         Female 	  		       20  	     14.8	
                   Male 	              115         85.2

Age  	             Below 30  	           89          65.9
                  Above 30 	           46          34.1 
Educational 	      Below Bachelor 	        3           2.2
Background 	      Bachelor	              107          79.3
                   Master and above 	    25           18.5

Job position  	      Employee level 	        72           53.3
                   Manager level	        63           46.7


From table one that among all the research participants, there are 115 males and 20 females. In terms of age, those below 30 years old occupy 65.9% (89); those above 30 occupy 34.1%(46). In terms of educational background, most of the research participants hold a bachelor degree, which equals to 79.3% of the total. The rest are below bachelor or above masters, accounting for 2.2%(3)and 18.5%(25) respectively. In terms of job position, employees account for 53,3%(72), while those at the management level are 46.7%(63). 

The demographic distribution of the sample reflects a true outlook of the status quo of Chinese business expatriates: more males than females, more below-30 than above-30, more bachelor holders. 
[bookmark: _Toc71171692]4.2 Multiple choice question result analysis
Table 4-2 multiple choice questionnaire survey result (N=135)

                                      (number)             (%)

Previous Training          Yes              83                61.5
                         No              52                38.5

Traning content            Politics           56
 （N=83）               Safety            62
                         Religion          33
                         Culture           74               
                         Langguage        21 
                         Foreign Affaires    12

Training design            Didactic           64                77.1
 (N=83)                  Experiential        19                22.9
                         Culture- genneral    44                53.0
                         Culture- specific     39                47.0	

Training timing             Pre-departure       67                80.7
                          Post -arriving      15                 18.1
  (N=83)                  Sequential         1                  1.2

Training length             Less than three hours  15                 18.1 
                          About a day         7                 8.4
  (N=83)                  Two-three days       34                41.0
                          About a week        15                18.1
                          More than a week     12                14.5


This table indicates the status quo of the training that the researched expatriates received. 61.5% of the total research participants received training. The rest received no training at all before assignment. The training content indicated that cultural training is not the only concern of the company. Political and safety training also received a lot of attention, which is probably due the countries of assignment(related to cultural toughness, which will be discussed later in this chapter). Furthermore, the trainhlgs received by Chinese business expatriates still tend to be didactic in nature. Brochures and classroom training are quite common. The training still focuses more the intangible aspects of the host country, like introduce the host country’s background and culture instead of instructing expatriates about more practical capabilities in living in another culture. 80.7% percent of the trainings were conducted before expatriates’departure. Seeing from the length of training, the training time is varied from several hours to over a week, which demonstrated that corporations do attach great importance to the training of the expatriates. 
[bookmark: _Toc71171693]4.3Cross-cultural training analysis
[bookmark: _Toc71171694]4.3.1 The design of Cross-cultural training 
The following analysis is based on the first dimension of cross-cultural training, which is the design part. The author did a basic descriptive analysis to see the mean scores of the items. The second part is to examine the significance level between different demographic factors and the design dimension. 
[bookmark: _Toc71171695]4.3.1.1 Attitudes on the Design of Cross-cultural Training
From the Appendix 3, due to this study used a five-Likert scale rating method, a mean score of 4 indicates the inclination of the research participants. Furthermore, item V1 is proved to be insignificant and thus eliminated. The mean score for experiential training(4.42) is thus able to confirm hypothesis one. When compared culture-general training(4.01) with culture-specific training(4.30), we see respondents tend to choose culture-specific training with a mild inclination. Hypothesis two is thus confirmed, too. The result means that Chinese expatriates have a good awareness of using experiential training to fit for more practical use when arrived at the host country. 
[bookmark: _Toc71171696]4.3.1.2 Demographic Differences
This part will examine the demographic differences of the research participants on their perception towards the first dimension--the design of cross-cultural training. 

Appendix 4 indicates that there is no significant difference between different genders in their inclination towards different designs of cross-cultural training. 

Appendix 5 indicates that there is no significant difference between different ages in their inclination towards different design of cross-cultural training. 

Appendix 6 demonstrated significant difference in experiential training(.013*), with manager level(4.62)score higher than general employees(4.25)in terms of mean scores. While no significant difference were detected in measuring difference in choosing culture-general or culture-specific training. 

Appendix 7 indicates that there is no significant difference between different educational backgrounds in their inclination towards different design of cross-cultural training. 
[bookmark: _Toc71171697]4.3.2 The type of Cross-cultural training
The following analysis is based on the second dimension of cross-cultural training, which is the type part. The author did a basic descriptive analysis to see the mean scores
of the items. The second part is to examine the correlation between different demographic factors and the type dimension. 
[bookmark: _Toc71171698]4.3.2.1 Attitudes on the Type of Cross- cultural Training
Table 4-8 Mean score of the Type of Cross-cultural Training (N=135)
                            
N    Minimum    Maximum   Mean   SD
Type of CCT                135     1.4        5       4.022    .631
Culture awareness training     135     1          5       4.04    .809
Language training            135     1          5       4.06    1.105
Cognitive-behavior           135     1          5       4.47    .809
Modification training                     
Attribution training           135     1          5       3.88    1.062
Interaction training           135     1          5       3.69    .934

Seeing from Table 4-8, the mean score for the five types of training is 4.022. Among the five types, the scores on cognitive-behavior modification training is the highest, which is contrary to hypothesis three. Scores on attribution training and interaction training is the lowest, indicating a relatively lower importance in the views of Chinese business expatriates. Generally, research participants expressed positive attitude towards the five types of training.
[bookmark: _Toc71171699]4.3.2.2 Demographic Differences
This part will examine the demographic differences of the research participants on their perception towards the second dimension--the type of cross-cultural training.
Appendix 8 shows no significant difference between different genders on their perception towards different types of cross-cultural training. 

The results of Table 4-10(see Appendix 9) shows no significant difference between different ages on their perception towards different types of cross-cultural training.

Contrary to the job position difference on design of CCT, there is no significant difference found in different job positions on the type of cross-cultural training(see Appendix 10).

Appendix 11 demonstrated no significant difference between respondents of different educational backgrounds.
[bookmark: _Toc71171700]4.3.3 The timing of Cross-cultural Training 
The following analysis is based on the third dimension of cross-cultural training, which is the timing part. The author did a basic descriptive analysis to see the mean scores of the items. 
[bookmark: _Toc71171701]4.3.3.1 Attitudes on the Timing of Cross-cultural training
Table 4-13 Mean Score of the Timing of Cross-cultural Training(N=135)
                       N      Minimum    Maximum   Mean     SD

Pre-departure training   135      1.3          5          4.241     .654
Post-arrival training     135      2           5           3.27     1.049
Sequential training      135      1.3          5           4.30      .712
Looking from Table 4-13, a slight inclination towards sequential training. The mean scores of pre-departure training and sequential training are quite close. This indicates that apart from pre-departure training, Chinese business expatriates have realized the importance of consecutive training. A complete training program should assist expatriates’ adjustment throughout the assignment because expatriates will have different training needs during different stages of the assignment. 
[bookmark: _Toc71171702]4.4 Cross-cultural Adjustment Analysis
[bookmark: _Toc71171703]4.4.1 Descriptive analysis on Cross-cultural Adjustment 
Table 4-14 Mean Score of Cross-cultural Adjustment (N=135)
                       N       Minimum   Maximum   Mean   SD
Average                135       2          5           3.83    .582
General Adjustment      135      1.63          5           3.70    .700
Interaction Adjustment   135       1.66         5          4.12     .663
Work Adjustment        135       3           6           4.68    .582
Seeing from Table 4-14, the average adjustment score of research participants is 3.83, among which general adjustment scores the lowest with only3.70 and work adjustment score the highest of 4.68. This indicates that most of the Chinese business expatriates can perform well on their overseas assignment yet they still have the general adjustment issues concerning the host country culture and traditions. 
[bookmark: _Toc71171704]4.5 Cultural Toughness Dimension
Cultural toughness is categorized based on Torbiorn (1 982)’s study. Southeast Asia, 
India, Pakistan, Japan, Africa, the Middle East were among the countries that have the
tough culture for adjustment(Chen and Shaffer, 2018). Countries are tough cultures for adjustment, including Belgium, Brazil, Germany, England, Singapore, Australia, and Spain. 
Table 4-15 to Table 4-17 from Appendix 12 examined the difference of cultural toughness on the trainings that expatriated received. The results show no significant difference, which means that the training expatriates received will not vary based on different cultural orientation. 
Table 4-18 Analysis of Cultureal Toughness on Cross-cultural Adjustment(N=135)

                    Tough (N=48)       Tougher (N=86)
                     MSD             MSD           T         P

Average            4.09.486             3.67.577      4.229    .000**
General            4.06.582             3.50.678      4.816    .000**
Adjustment           
Interaction           4.38.381            3.98.746      3.352    .001**
Adjustment 
Work               4.80.554             4.61.712      1.605    .111
Adjustment

Seeing from Table 4-18, we see significant difference between those who came to a tough culture and who came to a tougher culture. Relatively speaking, those we came to a tough culture like England, Singapore and Australia adj ust better than those who came to a tougher culture like Mozambique, Sudan, Kenya etc. The difference is especially significant on the two dimensions of general adjustment and interaction adjustment. In terms of work adjustment, there is no significant difference found between those who went to a tough culture and those who went to a toughel"culture. Combined with previous finding, it is thus important for companies to organize different training programs for expatriates to be assigned to different cultures. 
[bookmark: _Toc71171705]4.6 Correlation and Regression Analysis of Cross—cultural Training and Cross-cultural Adjustment
[bookmark: _Toc71171706]4.6.1 Correlation Analysis
In order to examine the relationship between cross-cultural training and expatriates’ adjustment, the author did a correlation analysis relating the three dimensions of cross-cultural training towards the three aspects of cross-cultural training.
Table 4-19 Correlation Coefficient Matrix of Cross-cultural Training and Cross-cultural Adjustment 

                     Design         Type          Timing 
Average               .440**         .601**       .512**
General adjustment      .410**         .458**       .395**
Interaction             .574**         .587**       .478**
Adjustment             
Work adjustement       .360           .372**       .533**

Seeing from the table, a significant correlation betweenbusiness expatriates cross-cultural training and their adjustment. The correlation coefficient is between.372 to.601, which means they are moderately correlated.Yet there is not significant correlation between work adjustment and the design of cross-cultural training(.360).
[bookmark: _Toc71171707]4.6.2 Regression analysis 
In order to better examine the influence of cross-cultural training on Chinese business expatriates’adjustment, the author did a regression analysis with expatriates’adjustment as dependent variables and the three dimensions of training as independent variables.
Table 4-20 Multiple regression Analysis of Cross-cultural Training and Cross cultural   Adjustment. 
       
                 B           Beta       T       P      R=.374
 
Design           .603         .136       2.465    .014     R²=.240
Type             .887         .189       3.389    .001  adjusted R²=.227
                                                         F=10.934
Timing           .602         .109       2.119    .035    P=.000

Seeing from the table, the significant influence of all three aspects of cross-cultural training on cross-cultural adjustment. The influences are all positive and can occupy 22.7% of the overall dependent variables. Upon this, hypothesis six and eight are confirmed, while hypothesis seven is confirmed partially. 
[bookmark: _Toc71171708]4.7 Findings Analysis
[bookmark: _Toc71171709]4.7.1 Results of the Hypotheses
Hypothesis One: Chinese business expatriates are more inclined to experiential training and culture-specific training. (confirmed)
Hypothesis Two: There is positive correlation between cross-cultural training and expatriates’ general adjustment. (confirmed)
Hypothesis Three: Chinese expatriates will adjust differently in terms of different host
country’s culture toughness. (Conmmed)
Hypothesis Four: The fitness of expatriate staff who work in the host country is related to cross-cultural training, and the linear relationship is positive. (confirmed)
[bookmark: _Toc71171710]4.7.2 Major findings 
The overall findings, as the author perceives it, conform to Chinese current economic development status. Chinese corporations have their own way of training their expatriates and hold different expectations on their employees compared with western multinational corporations. Based on the previous analysis of the questionnaire data and hypotheses, the author summarized several major findings: 
i. Cross-cultural training should be experiential instead of didactic in nature in instructing more practical elements to help Chinese business expatriates wade through the difficult transition of the adjustment. The same finding has been validated by many other scholars as mentioned in the literature.
ii. Gender, Age difference and educational background are no longer predominant moderating factors in influencing the trainings and adjustment of Chinese business expatriates. This finding contradicts with some of the previous literature, which is probably due to the limited data collected. The majority of the respondents were of the same age group and educational background. This might undermine the author’s proposition. Yet the findings also shed some light on the training of expatriates from different gender, age and educational backgrounds.
iii. Those on the higher job position generally perceive and perform better than general employees. This indicates that expatriates’ assignment experience will grow as they have more opportunities to be assigned overseas. On the other hand, the awareness of managing across cultures can be cultivated with the passage of time. Managers generally have a better understanding of the company’s goals and expatriates’ responsibilities than general employees do, thus the author assume that as expatriates’ knowledge of the company and their own job position grow, they will find themselves more at ease during the overseas assignments. 
iv. The type of cross-cultural training should be varied and Chinese business expatriates began to pay more attention to cognitive-behavior modification training. This type of training helps trainees to understand their role and their expected performance during the foreign assignment. They are more practical about their job performance in their overseas assignment, which correspond with their relatively higher level of work adjustment. 
v. Language training is become less important because the wide use of English as corporation’s working language. Furthermore, most expatriates have a relatively good educational background. Their language capability is no longer a top concern for many companies. 
vi. Training should not be a one-time event; it should be conducted constantly during the assignment and should be designed to fit the different stages of the assignment. Yet still, pre-departure training is necessary in giving expatriates a head start in getting familiar with the host country. 
vii. Chinese business expatriates can generally acljust well in their work and basic interaction with host nationals．Yet their general adjustment to the host country’s environment is still relatively poor when compared with their work adjustment. This indicates that the infrastructure in the host country still has a great cultural distance from China. The training program should therefore focus more on the general adjustment aspects. 
viii. Cultural toughness is a new concern and should be paid special attention to when designing future cross-cultural training. The study found out that people assigned to different countries will adjust differently in terms of cultural toughness. Yet the training expatriates received doesn’t necessarily change in terms of cultural toughness. This indicates that companies should design different trainings based on the country of assignment. 
ix. Culture is not the only aspect that affects expatriates’ adjustment. Other aspects like political, safety, religion concerns also matter a lot to the overall performance and adjustment of the business expatriates. 
[bookmark: _Toc71171711]4.8 Conclusion
The fourth chapter achieves the third objectives: using the results of the data research to illustrate various hypotheses to realize the analysis of objectives.


















Chapter Five
CONCLUSION
[bookmark: _Toc71171712]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. 
[bookmark: _Toc71171713]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. 
[bookmark: _Toc71171714]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. 
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Part 1: general information
1．Your age：
2．Your gender：
3. Your highest education：
4. Your company name：
5．Your job position：
Have you had any experience of taking up international assignment? (If yes，please
indicate how many times)
1. What is your assigned country? How long did the assignment last?
 
Part 2: cross-culutral training
1. Have you ever received cross．cultural training before? 一
Yes 口 No口
1. The trainings that you have received include：(Multiple-choice)
political trainin|口 safety training口 religious training|二|
cultural training口language training口foreign affairs training |二|
1. Cross-cultural training has two major types．Cultm'al general training refers to those trainings that introduce the host country’s background and culture in order to
improve the expatriate’s CROSS．cultural behaviors and attitude．While cultural
specific training refers to more practical training on abilities to live in the host
country,such as currency exchange．The training that you have received is：
cultural general 口 cultural specific 口
1. The training that you have received are most inclined to：
didactic 口experiential 口
1. After you accepted the foreign assignment，when did you receive the training：
before assignment 口during assignment 口
after arrival口 none 口
1. How long does the training lasts
Less than three hours口 two to three days 口  about a day口 one week 口 more than one week 口
Please rate the following questions based on your previous overseas assignment：
1=strongly disagree，2=somewhat disagree，3=neutral，4=somewhat agree，5=
strongly agree
You think that cross—cultural training should be：
	1．Conducted in doors，liking teachers instructing knowledge to students．
	1 2 3 4 5

	2．Conducted outdoors with a focus on practical application．
	1 2 3 4 5

	3．Contain more about the general introduction of the host country to form the cultural awareness and sensitivity of the
new culture．
	1 2 3 4 5

	4．The training design should be drawn from realistic situations 
like simulation and role play．
	1 2 3 4 5

	5．The training program should help the trainee to understand their own culture and form a clear cultural identity of one’s own.
	1 2 3 4 5

	6．Language training is quite important．If one speaks the host
country language，it would be more convenient．
	1 2 3 4 5

	7．Help trainee to understand their role and expected performance in this foreign assignment．
	1 2 3 4 5

	8．Include the introduction about host country’s economy, politics，history and religion．
	1 2 3 4 5

	9．Include more practical training courses like table manners
and dressing code．
	1 2 3 4 5

	1 0．It is helpful if one has a basic understanding of the host
country before assignment．
	1 2 3 4 5

	11．pre—departure training could help trainees be more prepared for the foreign assignment．
	1 2 3 4 5

	1 2．Pre—departure training could help trainees be more realistic 
about future work environment．
	1 2 3 4 5

	1 3．Pre-departure training is not necessary．Training should be
conducted after arrived at the host country．
	1 2 3 4 5

	1. Trainees would be more motivated after arrived at the host
country．
	1 2 3 4 5

	1 5．Post—arrival training Can address more practical problems， 
which pre- departure training Can never simulate．
	1 2 3 4 5

	1 6．Training is not a one—time event；it should be conducted 
constantly during the assignment．
	1 2 3 4 5

	1 7．Training should be consisted of both pre- departure and post—arrival．
	1 2 3 4 5

	18．Training should be designed to fit the different stages of the
assignment．
	1 2 3 4 5


 
Part three: cross-cultural adjustment
Please rate the following questions based on your previous overseas assignment：
1=strongly disagree，2=somewhat disagree，3 =neutral，4 = somewhat agree，5=
strongly agree.
	1．I can get used to the host country’s living conditions and environment(e．g．neighboring relationship and community
activity)
	1 2 3 4 5

	1. I think the host country’s accommodation is comfortable． 
	1 2 3 4 5

	1. I can get used to host country’s diet habits．
	1 2 3 4 5

	4．I can easily get what 1 want in a supermarket in the host country．
	1 2 3 4 5

	5．I call afford the living expenditure in the host country．
	1 2 3 4 5

	6．I like the recreation activities in the host country，which can help me relax myself．
	1 2 3 4 5

	7．The medical infrastructure Can satisfy my basic needs． 
	1 2 3 4 5

	8．I enjoy the social activities with my foreign colleagues．These activities help US to get along．
	1 2 3 4 5

	9．I Can easily get along well with my foreign colleagues．
	1 2 3 4 5

	10．I Can fully understand my foreign colleagues and superiors during work and give proper response．
	1 2 3 4 5

	11．I Can finish all or most of the job tasks during my foreign assignment．
	1 2 3 4 5

	1. My superiors and colleagues are satisfied with my job performance during the assignment．
	1 2 3 4 5

	1. I hardly encounter any problems and setbacks during assignment．
	1 2 3 4 5

	1. When I encounter problems that I cannot deal with myself, I can report to my superior and get their help mad suggestion effectively．
	1 2 3 4 5

	1. My contribution and efforts Can be recognized and rewarded 
properly during assignment．
	1 2 3 4 5

	1. The cultural differences(drinking habits，dressing codes，religious beliefs，manners)didn’t affect my work and my relations with my colleages．
	1 2 3 4 5

	17．Generally speaking，I Can get used to the foreign environment and live comfortably．
	1 2 3 4 5

	18．I think this foreign assignment experience will do good to my career．
	1 2 3 4 5

	19．My spouse and children Can get used to the cultural environment and Can get used to the life of the host country．
	1 2 3 4 5

	20．I hope I would have other assignment opportunities and I have the confidence to finish them．
	1 2 3 4 5
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SECTION B: Approval for Research Activity
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SECTION D: External Collaborative Research Activity
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SECTION E: Details of Research Activity
	Indicative title:
	 To what extent the cross-cultural training affects the adjustment of expatriate: A quantitative study of expatriate in China

	Proposed start date:
	2020.11.10
	Proposed end date:
	2021.5

	Introduction to the Research (maximum 300 words)
For this dissertation, the researcher focus on the cross-cultural training which will affects the adjustment of expatriate. The researchers will narrow the scope of the study to achieve the final purpose, to what extent the cross-cultural training affects the adjustment of expatriate in China. In this research process, aims and objectives are as follows:
1. Is there need to contact the failure cases of cross-culture training and expatriate work, if the answer is “yes”, how much impact can be.
2. How do the expatriate's self-efficacy, training methods mediate the influence of the cross-cultural training on adjustment.
3.To what extent can the cross-cultural training help facilitate interaction adjustment.
4. Provide suggestions and recommendations for the management of expatriate staff in multinational companies.
And some proposed research question need to be answered，How high is the availability and adequacy of cross-cultural preparations for Chinese expatriates, and how can it be reflected?The difference in the relative importance of training content between Chinese expatriates and Western expatriates. What are the priorities of each other's cross-cultural training.


	Purpose of Research Activity

To what extent the cross-cultural training affects the adjustment of expatriate

	Research Questions

Q1: To what extent can the cross-cultural training help facilitate interaction adjustmet.

Q2: Has the nature of cross-cultural training been fully understood, and has the current training involved profound cultural concepts?



	Aims of Research Activity

The research aims to find out the linear relationship between cross-cultural training and expatriate adjustment, analyze the causes and solutions. Determine to what extent cross-cultural adjustment can affect the adjustment of expatriates.


	Objectives of Research Activity

1. Is there need to contact the failure cases of cross-culture traning and expatriate work, if the answer is “yes”, how much impact can be.
2. How do the expatriate's self-efficacy, training methods mediate the influence of the cross-cultural training on adjustment.
3.To what extent can the cross-cultural training help facilitate interaction adjustmet.
4. Provide suggestions and recommendations for the management of expatrite staff in multinational companies.

	Proposed methods (maximum 600 words)
1. Questionnaire：Questionnaire survey is based on demographic research method, is a quantitative study, through the collection and analysis of data to draw conclusions, for the analysis of research projects. If the quality of the questionnaire is not high or the number of participants is small, due to the pertinence of the audience, we will consider changing another platform to issue the questionnaire or hand it over to a special questionnaire collection agency. The researchers promised  the questionnaires Information leaks will not occur. The researchers will strictly abide by the school ethics guidelines and ensure that participants are voluntary.
1. Sample: Because of the information asymmetry in the questionnaire, we can not guarantee that the participants will answer the questions truthfully and objectively. Therefore, in order to make the relationship between cross-cultural training and expatriate adjustment clearer, the research process requires a person with overseas work experience to answer questions objectively. This is important throughout the research
1. Interviews：Interviews can get more real and effective data, but given geographical differences, if the practice will also be online use of the Internet for interviews, researchers will obtain the consent of the interviewee in advance. Getting the interview will not affect the exact answer to the job before preparing the interview questions. Will respect the interviewee's right to speak and work. If the interviewee had any discomfort during the interview, the researchers promised not to force the interviewee to complete the interview for data collection.

	
In this research the method(s) selected as most appropriate, which is the questionnaire 





	Location of research activity


	 Research activities usually take place in class or at home


	Research activity outside of the UK


	
Because research activities are mainly carried out in China, such as collecting questionnaires, researchers have a responsibility to abide by local ethics. Participants and researchers will maintain close contact, because the research will involve enterprises, employees and other individuals, researchers will abide by corporate ethics, do not disclose information.
And researchers are very familiar with Chinese culture and background. The researchers will follow the principle of not infringing on participants' right to speak and privacy.

	Use of documentation not in the public domain: Are any documents NOT publicly available?   

	NO
	☒
	

	
	YES
	☐
	

	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with prevailing data protection law of the country in question and England and Wales.



(this box should expand as you type)
	


 


SECTION F: Scope of Research Activity
	Will the research activity include:
	
YES
	
NO

	Use of a questionnaire or similar research instrument?
	☒
	☐

	Use of interviews?
	☒
	☐

	Use of diaries?
	☐
	☒

	Participant observation with their knowledge?
	☐
	☒

	Participant observation without their knowledge?
	☐
	☒

	Use of video or audio recording?
	☒
	☐

	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	Investigation of participants involved in illegal activities?
	☐
	☒

	Use of procedures that involve deception?
	☐
	☒

	Administration of any substance, agent or placebo?
	☐
	☒

	Working with live vertebrate animals?
	☐
	☒

	Other primary data collection methods, please explain in this box
For example, ‘focus groups’. Please indicate the type of data collection method(s) in this box and tick the accompany box.
	☐
	☒

	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).
 
If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 
 


SECTION G: Intended Participants
	Who are the intended participants:
	
YES
	
NO

	Students or staff at the University?
	☐
	☒

	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	Vulnerable adults?
	☐
	☒

	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	Prisoners?
	☐
	☒

	Young offenders?
	☐
	☒

	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	People engaged in illegal activities?
	☐
	☒

	Others (please identify specifically any group who may be unable to give consent) please indicate here and tick the appropriate box.

	☐
	☒

	Other – please indicate here:



(this box should expand as you type)
	
	


 
	Participant numbers and source


	How many participants are expected?

	200


	Who will the participants be?

	
Participants in the questionnaire, all participants were voluntary to fill out the questionnaire.
An interview, the fastest way to understand the impact of cross-cultural training on employees

	How will you identify the participants?
	
The interviewees will be selected with purposive sampling techniques: for the  people with experience on survey



 
	Information for participants:
	
YES
	NO
	
N/A

	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	Will you obtain written consent for participation?
	☒
	☐
	☐

	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☒

	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	If NO to any of above questions, please give an explanation 

	


(this box should expand as you type)


 
	Information for participants:
	
YES
	NO
	
N/A

	Will participants be paid?
	☐
	☒
	☐

	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	If YES to any question, please provide full details 

	


(this box should expand as you type)


 


SECTION H: Anticipated Risks
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 


	Full risk assessment completed and appended? 

	Yes 
	☐

	
	No
	☒

	Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	Risk to Participant:
Refer to Flinders’ Ethical framework (1992),the most likely risks involved in the study are emotional pain and the disclosure of information. Participants may recall unpleasant work experiences on assignment and worry about the confidentiality of personal data.

 


	How will you mitigate the Risk to Participant:
1. if participants have emotional challenges in research activities, consider reminding participants to withdraw from the activity or providing psychological support. Maintain close contact with participants to inform the progress of the study.
1. Research activities begin with commitments to participants to ensure that information is not disclosed. if researchers have concerns in this regard.


	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	


(this box should expand as you type)

	Risks to investigator


	Risk to Investigator:
There are many objective problems in online interviews, such as whether the delay of the network will affect the mood of the participants and lead the participants to withdraw from the interview. If an emergency causes the participants to leave the market halfway, the risk is incomplete information. And the use of business communication during interviews.
	How will you mitigate the Risk to Investigator:

Prepare well before the interview, prepare the backup plan in case of emergency, and pay attention to language expression.

	University/institutional risks
For example: adverse publicity, financial loss, data protection

	Risk to University:
A negative impact on the university.


(this box should expand as you type)
	How will you mitigate the Risk to University:
The goodstanding and reputation of the university will be borne in mind at all times.

(this box should expand as you type)


 
	Disclosure and Barring Service

	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐


 


SECTION I: Feedback, Consent and Confidentiality
	Feedback


	
After the study, feedback will be sent to participants by mail

	Informed consent


	Potential participants who are able to participate in research on a voluntary basis must be sufficiently informed to enable them to make informed decisions about their participation.
I will ensure that participants are informed of the date of signature of all important elements of Consent A and the length of the study.
As potential participants in the questionnaire, personal data is protected by law.


	Confidentiality / Anonymity
 

	
When it comes to confidential information, researchers should make guarantees. Use encrypted files to ensure that information is not stolen. Maintain the habit of recording information and analyze and discuss activities with the consent of participants. In addition to the participant's name and gender, the refusal to present more identity information should respect the participant's will if the participant mind saying the business name. And strongly express the importance of information confidentiality.


 


SECTION J: Data Protection and Storage
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person.
	☒
	☐

	If YES, provide a description of the data and explain why this data needs to be collected:

	
First, to find out the purpose of the linear relationship between cross-cultural training and expatriate adjustment. More factors, such as age, position, and experience, will affect the results of linear research. So the data will be collected, but only if the participants agree.

	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	
☐
	
☒

	If YES, provide a description of the special category data and explain why this data needs to be collected:

	




(this box should expand as you type)

	
Will the research activity involve storing personal data and/or special category data on one of the following:
	YES
	NO

	Manual files (i.e. in paper form)?
	☐
	☒

	University computers?
	☐
	☒

	Private company computers?
	☐
	☒

	Home or other personal computers?
	☒
	☐

	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	“Cloud” storage or websites?
	☐
	☒

	Other – specify:

	☐
	☒

	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of password protection, encryption, anonymisation and pseudonymisation:

	
1. apply IT technology to prevent unauthorized access. 2. document encryption rules, only authorized people can access files. 3. file backup 4. Unauthorized participant information participates in the study with a special code name.

	All Data Storage

	Will the research activity involve any of the following activities:
	YES
	NO

	Electronic transfer of data in any form?
	☒
	☐

	Sharing of data with others at the University?
	☐
	☒

	Sharing of data with other organisations?
	☐
	☒

	Export of data outside the European Union or importing of data from outside the UK?
	☒
	☐

	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☒
	☐

	Publication of data that might allow identification of individuals?
	☐
	☒

	Use of data management system?
	☒
	☐

	Data archiving?
	☒
	☐

	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and DPA (and/or any international equivalent):

	
1.Ensure storage security.
The issue of storage is just as important, even if My Data is in a local PC, portable storage device or cloud storage.
For example, operating systems (authentication access control and control of electronic documents for the use of passwords in order to access (for example, a text editor to keep a document protected by a password), are encrypted (at the scale of disk encryption, to make the documents electronic dissemination system, a text editor) encryption 
, data encryption: the data turns into an inexplicable one for anyone who does not have access)2.Secure electronic communication allows data to be transmitted.
For example, encrypted communications (SSL/TLS);
(for example, using a networked service whose url starts with "https://" instead of just http://), a firewall system, and an access checklist (for example, making sure the firewall service is enabled).
On my PC), anti-virus and anti-malware systems protect data and data carriers when they are physically transmitted (paper notes, laptops, etc.).
3.Ensure other computer technical controls.
PC configuration: user-sensitive settings (for example, installing security updates, antivirus protection, local backup, blocking certain software installations, etc.).

	List all who will have access to the data generated by the research activity:

	
Myself.


	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
Only myself


	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
Researchers will take measures to maintain data integrity, set passwords, file encryption is necessary. At the same time, the research data needs to be transferred to the managed storage environment. Storage devices can be cloud reserves on university systems ， the UWTSD Research Repository or commercial storage software. The premise is that there is a powerful encryption function to keep information from being leaked.

	


(this box should expand as you type)

	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)

	YES
	☒

	
	NO
	☐

	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒

	
	NO
	☐


 


SECTION K: Declaration
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	Signature of applicant:
	Huan Geng
	Date:2020/12/6



 
For STUDENT Submissions:
	Director of Studies/Supervisor:
	
	Date:

	Signature:
	

	


 
For STAFF Submissions:
	Academic Director/ Assistant Dean:
	
	Date:

	Signature:
	

	


 
Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (and have NOT completed Section H of this form) (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.

	☒

	I have deleted the guidance notes before submitting the PG2 for consideration


 


 
	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.


 
STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit  this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
 
This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/ 
 
 
 
Application Process
 
All staff research projects and all research students must submit the Ethical Approval Form to the University Research Ethics Committee via the Academic Office (pgresearch@uwtsd.ac.uk).   Staff research directly in relation to personal study for taught undergraduate or Masters programmes should be submitted via the Institute procedures explained below.
 
Taught masters and taught undergraduate research Ethical Approval Forms are considered within Institutes.  Institutes will provide details of the specific processes for this.  Where the Ethical issues within any single ethical application are of particular concern the Institute will refer these to the University Research Ethics Committee.   Any student activity that involves the collection of primary data needs to undergo Ethical approval, this includes assignment work as well as dissertations.   
 
 

 Appendix 3:
Table 4-3 Mean Score of the Cross-cultural Training (N=135)
                    N         Minimum   Maximum    Mean    SD
Experiential         135          1         5            4.42     .868
Culture-general      135          1         5            4.01     .958
Culture-specific      135          1         5            4.30     .915

Appendix 4:
Table 4-4 Analysis of Gender Difference on Design of Cross-cultural Training (N=135)
                      Male (N=115)    Female (N=20)
                       MSD          MSD        T         P
Experiential             4.48.841       4.10.968      1.814     .072
training                
Culture-general          4.00.973       4.05.887       .215      .830
Culture-specific          4.34.887       4.051.050     1.308     .193
Appendix 5:
Table 4-5 Analysis of Age Difference on Design of Cross -cultural Training(N=135)
                      Below 30 (N=89)     Above 30(N=46)
                       MSD             MSD         T        P
Experiential             4.37.934          4.52.722        .958     .340
training
Culture-general          3.92.991          4.17.877        1.458    .147
Culture-specific          4.27.974          4.35.795        .469     .640
Appendix 6: 
Table 4-6 Analysis of Job Position Difference on Design of Cross- cultural training  (N=135)
                    Employee(N=72)    Manager(N=63)
                     MSD             MSD        T          P
Experiential          4.25.975          4.62.682     2.513       .013*
training              
Culture-general       4.00.949          4.02.975     .096        .924
Culture-specific       4.181.012         4.43.777     1.580       .116
Appendix 7:
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Appendix 8:
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Appendix 9:
Table 4-10 Age Difference on Type of Cross-cultural Training (N=135)
                     Below 30(N=89)     Above 30(N=46)   T     P
Type of CCT           3.969.643          4.126.602       1.378  .171
Appendix 10:
Table 4-11 Analysis of Job Position Difference on Type of Cross-cultural Training (N=135)
                    Employee (N=72)    Manager (N=63)
                       MSD           MSD       T         P
Type of CCT            4.033.678       4.010.579    .218       .828
Appendix 11:
Table 4-12Analysis of Educational Background Difference on Design of Cross-cultural Training (N=135)
                      Dwf      dfb       Msw     Msb    F      P
Type of CCT           2         132       .039     .405    .095    .909
Appendix 12:
Table 4-15 Analysis of Cultural Toughness Difference on Design of Cross-cultural Training (N=135)
                  Tough(N=48)      tougher(N=86)
                   MSD             MSD           T       P
Experiential        4.588.71           4.33.860                 .100
Training                                               1.656
Culture-general     3.981.062          4.02.907         .254     .800
Culture-specific     4.52.875            4.19.914        2.064     .041
    
 Table 4-16 Analysis of Cultural Toughness Difference on Type of Cross-cultural Training (N=135)
                     Tough(N=48)     tougher(N=86)
                      MSD           MSD           T        P
Type of CCT          4.025.630        4.012.6342       .117      .907

Table 4-17 Cultural Toughness Difference on Timing of Cross -cultural Training (N=135)

                     Tough (N=48)     tougher(N=86)            
                      MSD           MSD            T        P
Type of CCT          4.057.497        3.99.592          .639     .524
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The chapter two has determined the relationship between expatriate business

personnel and cross-cultural training. The purpose ofthe research is determined the

impact of cross-cultural training for expatriates. Therefore, given the conclusions

drawn in the conclusions drawn in the previous chapter, this chapter will focus on

whetherthecross-culturetrainingcan helpexpatriatesadaptduringtheirwork,find

outthemostappropriatedmethod.

Toachieve this aim ,specific researchquestions

willbeinvestigatedinaquantitativequestionnaire.
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With the development of academia, various research questions have been raised.

Research onion as a tool that can help people understand research questions

(Saundersetal.,2009).
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Research philosophy can be considered as the basic definition of the essence of

knowledge (Bryman, 2012).Differences in research purposes and research methods

maycausechanges inthefinalresultsofresearchphilosophy(Goddardand Melville,

2004).Therefore,theobjectofresearchphilosophyisthewholesociety,itshouldnot

bedefinedbysimpleknowledgetheory.Itssignificanceisreflectedintheknowledge

supplementoftheresearchcontentinvolved.

The significance ofstudying philosophy was proposed by Sanders et al., (2007) in

the form of hypothesis. According to the Collis and Hussey (2009), research

philosophy is a philosophical framework for the purpose of guiding scientific

research. Collis and Hersey (2009) have always believed that the ultimate result of

hypotheses is positivism and the interpretation. In this project, based on the

quantitative nature of the research, positivism paradigm is the most appropriate

method.
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The research methodology is designed to be quantitative in nature based on a

questionnaire survey provided with selected demographic variable. The

questionnaire is consisted of two major parts of cross-cultural training review and

adjustment review, the performance levels are linked particularly to unique

variables．The variables in this questionnaire were designed through the literature

review framework and drawn from other researchers’ works(Leedy and Ormrod,

2005)．
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Table 4 - 7   Analysis of Educational Background Difference on Design of Cross - cultural Training (N=135)                      dfw      dfb       msw     msb       F      P   Experiential     2         132       1.186    .747      1.589   .208   t raining    Culture - general  2         132       .163      .929       .175    .839   Culture - specific  2         132       .050      .849         .058    .943  


image9.emf
Table 4 - 9  Gender Difference on   Type of Cross - cultural Training(N=135)                           Male(N=115)      Female(N=20)                            M  SD           M  SD        T       P   Type of CCT            4.014  .609        4.070  .763    .365    .716  
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Upadhyay (2013) pointed out that the history, folklore and culture ofa country can

beembodiedintheliteratureofthecountry.Theseliteraryworksembodythewisdom

ofthecreatorsofthecountry'ssuccessivecivilizations,and readingthemisthemost

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

differentcivilizations.Readingcan alsohelpus learn thelife styleoftheresidentsof

differentcountries,theirhabitsofexpression,andhowtocommunicateandgetalong

with the local people correctly.Therefore, the reading of literary works, as a very

directmeans,isessentialincross-culturaltraining.


