Chapter Four
FlNDINGS AND ANALYSIS
Introduction 
[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.
4.1Questionnaire analysis
4.1.1 Validity Analysis
Table 4-1 Validity Analysis (N=135)
Cross-cultural                           Cross- cultural
Training Items     Correlation            Adjustment Items      Correlation
V1                .070                 V1                  .638**
V2                .623**               V2                  .695**
V3                .511**               V3                  .733**
V4                .527**               V4                  .477**
V5                .578**               V5                  .555**
V6                .503**               V6                  .569**
V7                .684**               V7                  .632**
V8                .420**               V8                  .775**
V9                .552**               V9                  .675**
V10               .582**               V10                 .582**
V11               .728**               V11                 .365**
V12               .600**               V12                 .429**
V13               .116                 V13                 .511**
V14               .290**               V14                 .436**
V15               .436**               V15                 .540**
V16               .670**               V16                 .594**
V17               .654**               V17                 .792**
V18               .564**               V18                 .640**
                                       V19                 .559**
                                       V20                 .431**
Note: **P< 0.1; *<0.5. (same thereafter)
Table 4-1 is the project analysis of the two major questionnaires surveyed in examining the validity. In order to ensure the effectiveness of the questionnaire, those items with no significant difference were eliminated. The Pearson correlation coefficient was set as p<0.05 to be significantly correlated. The mark “*’’ indicates the significance level. In Table 4-1, item V1 and V1 3 in cross—cultural training questionnaire don’t have a significant correlation with the project analysis and are thus eliminated. The rest items in both questionnaires are all significantly related and therefore can be used for further analysis. 
4.1.2 Sample analysis
The data used for this study was collected from the questionnaire survey of 135 randomly selected research participants from twelve companies.
Table 4-2 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. 
4.2 Multiple choice question result analysis
Table 4-3 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. 
4.3Cross-cultural training analysis
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. 
4.3.1.1 Attitudes on the Design of Cross-cultural Training
Hypothesis One: Chinese business expatriates are more inclined to experiential training. (Confirmed)
Hypothesis Two: Chinese business expatriates are more inclined to choose culture-specific training. (Confirmed)

Table 4-4 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

[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Because 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) isthus 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. 
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. 
Table 4-5 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
Table 4-5 indicates that there is no significant difference between different genders in their inclination towards different designs of cross-cultural training. 
Table 4-6 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
Table 4-6 indicates that there is no significant difference between different ages in their inclination towards different design of cross-cultural training. 
Table 4-7 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
The above table 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. 
Table 4-8 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
training 
Culture-general  2         132       .163      .929       .175    .839
Culture-specific  2         132       .050      .849       .058    .943
Table 4-8 indicates that there is no significant difference between different educational backgrounds in their inclination towards different design of cross-cultural training. 
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. 
4.3.2.1 Attitudes on the Type of Cross- cultural Training
Hypothesis Three: Chinese business expatriates are inclined to put more emphasis on
cultural awareness training and language training. (Not confirmed)

Table 4-9 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 4-9, 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.
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.
Table 4-10 Gender Difference on Type of Cross-cultural Training(N=135)
                      Male(N=115)      Female(N=20)
                       MSD           MSD        T       P
Type of CCT            4.014.609        4.070.763    .365    .716
The results of Table 4-10 shows no significant difference between different genders on their perception towards different types of cross-cultural training. 
Table 4-11 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
The results of Table 4-11 shows no significant difference between different ages on their perception towards different types of cross-cultural training.
Table 4-12 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
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.
Table 4-13Analysis 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
Table 4-13 demonstrated no significant difference between respondents of different educational backgrounds.
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. 
4.3.3.1 Attitudes on the Timing of Cross-cultural training
Hypothesis Four: Chinese business expatriates are inclined to choose pre-departure training. (not confirmed)

Table 4-14 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 4-14, 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. 
4.4 Cross-cultural Adjustment Analysis
4.4.1 Descriptive analysis on Cross-cultural Adjustment 
Table 4-15 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 4-15, 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. 
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 4-16 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 4-17 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 4-18 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

Table 4-16 to Table 4-18 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. 
Hypothesis Five: Chinese expatriates will adjust differently in terms of different host
country’s culture toughness. (Confirmed)
Table 4-19 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 4-19, 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. 
4.6 Correlation and Regression Analysis of Cross—cultural Training and Cross-cultural Adjustment
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 4-20 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).
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 4-21 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. 
4.7 Findings Analysis
4.7.1 Results of the Hypotheses
Hypothesis One: Chinese business expatriates are more inclined to experiential training. 
(Confirmed)
Hypothesis Two: Chinese business expatriates are more inclined to choose culture-specific training. (Confirmed)
Hypothesis Three: Chinese business expatriates are inclined to put more emphasis on
cultural awareness training and language training.(Not confirmed)
Hypothesis Four: Chinese business expatriates are inclined to choose pre—departure
Training. (Not confirmed)
Hypothesis Five: Chinese expatriates will adjust differently in terms of different host
country’S culture toughness. (Conmmed)
Hypothesis Six: There is positive correlation between GROSS-cultural training and
expatriates’general adjustment. (Confirmed)
Hypothesis Seven: There is positive correlation between cross-cultural training and
expatriates’work adjustment. (Partially confirmed)
Hypothesis Eight: There is positive correlation between cross-cultural training and
expatriates’interaction adjustment. (Confirmed)
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. 
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.
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