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Resumo

Este estudo € longitunal e utiliza métodos quantitativos e qualitativos para investigar as
causas potenciais de stress dos expatriados a trabalhar na China. As perspectivas de carreira
futura e a exposicdo a China foram as razBes principais para 0s expatriados aceitarem ir para
este pais. A amostra apresenta também pontuacdo mais elevada no respeitante a China e a
satisfacdo do trabalho do que a satisfacdo com a organizacdo. A atitute em relacdo ao trabalho
dos empregados chineses é o preditor mais negativo para todos os trés tipos de satisfacdo. Os
relacionamentos e o reconhecimento foram os outros dois preditores mais negatives enquanto o
ndo apoio da sede e a “vigarice” foram os preditores positivos mais importantes para explicar a
satisfacdo com o emprego. Para além da atitude dos Chineses em relagcdo ao trabalho, os
relacionamentos e o clima organizacional foram os preditores negativos mais importantes, por
sua vez, a responsabilidade pessoal, o balaceamento entre trabalho e casa, a envolvente de
negdcios na China, constituiram os preditores positivos mais importantes para a satisfacdo
organizacional. Trabalhar com os Chineses foi outro preditor negativo enquanto a
responsabilidade pessoal, 0 ndo apoio da sede, as regras e regulamentos e os diferentes habitos
constituiram os preditores mais positivos para a satisfacdo com a China. Foram também
realizadas analises para as causas do stress dos expatriados originarios da Asia e de paises nio
asiaticos e comparacdes entre os géneros. Foram ainda indicadas as limitagdes do estudo assim
como as implicacbes para as Empresas Multinacionais e para o Governo Chinés. Futuras

investigaces foram também indicadas.
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Abstract

This study is a longitudinal study employing both quantitative and qualitative methods in
investigating the potential sources of stress for expatriates relocated to China. Future career and
China exposure were the most important and the second most important reasons for the sample
to accept the China assignment. The sample also scored higher in China and job itself
satisfaction than organization satisfaction. Work attitude of local employees was the core
negative predictor for all three satisfaction types for the entire sample. Relationships and
recognition were the other two significant negative predictors while non-supportive
headquarters and cheating were the significant positive predictors for job itself satisfaction.
Besides work attitude of local employees, relationships and organization climate were
significant negative predictors while personal responsibility, home/work balance, hassles and
Chinese business environment were the significant positive predictors for organization
satisfaction. Working with Chinese was the other significant negative predictor while personal
responsibility, non-supportive headquarters, rules and regulations, and different habits were
significant positive predictors for in China satisfaction. Analyses of stress sources were also
made between expatriates coming from Asian and non-Asian countries, and also the two gender
groups. Limitations of the study were laid out and implications for MNEs, China government

and future research were also discussed.
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Chapter 1 Introduction

1.1 Background to the research

The People’s Republic of China started its Open Door Policy in 1978. Since then, it
gradually became the destination with the largest amount of influx of foreign direct investment.
The total amount of utilized foreign direct investment has accumulated to $1153.53 billion at
the end of 2011 (USCBC, 2012; Invest in China, 2012). The influx of capital was more in a
form to set up manufacturing plants to take advantage at its cheap and sufficient supply of
labour; natural resources; and favourable policies to multinational enterprises (MNES) in the
early years. Later on, MNEs also started to target at China’s huge market potential rather than
its production capacity. It can be seen from a majority of European investors who held a
positive attitude toward the market potential of the China market for their global business in
2011 and they were also optimistic about the future growth of their respective sectors in China

(European Chambers of Commerce, 2012).

It is not just joint ventures or subsidiaries of MNEs are set up in China. Furthermore, these
MNEs also send expatriates to run their China joint ventures or subsidiaries. Literature reported
that failure rates of expatriates were high and “the failure occurs more frequently in China than
is the case elsewhere” (Zamet & Bovarnick, 1986). Relocation to China is a stressful posting for
expatriates due to its demanding cultural environment (Teagarden & Gordon, 1995; Selmer,
1998c, 1999, 2001; Global Relocation Trends Survey 2008; Cooke, 2009). In addition, although
China has attracted a lot of foreign investment and has developed rapidly in the recent decades,

its general environment and living quality may still not up to standard, especially in the eyes of



Westerners. Therefore, even though the expatriates are still staying in China, they may not be
performing well due to the stress problem (Lanier, 1979; Copeland & Griggs, 1985; Selmer &
Shiu, 1999; Harvey & Moeller, 2009). Thus, the main purpose of this study is to identify if the
expatriate group in China encountered stress, and if so, what the sources are they would bring

them stress.

1.2 Research problem and hypotheses

Stress exists when an environmental situation is perceived as presenting a demand upon a
person and the demand threatens to exceed the person’s capabilities and resources to meet it
(McGrath, 1976). When expatriates are allocated abroad, they experience adjustment on a
multi-dimensional level which involves adjustment to work, adjustment to interacting with host
nationals and adjustment to the general non-work environment (Black, 1988, 1990; Black,
Mendenhall & Oddou, 1991). Further the work of Black (1988), this study investigates if
expatriates in China experienced stress from the above three main sources: work environment,
the general non-work environment, and interaction with locals. All fifty-five hypotheses

generated in Chapter two are derived from the above mentioned three main areas.

1.3 Justification for the research

A huge number of expatriates came along with the investment of MNEs to China. The
sixth national census of China was the first time to include foreigners as targets. A total of
1,020,145 foreign people, including people from Hong Kong, Macau and Taiwan, resided in the
territory of China and received census enumeration while the census was conducted in 2010
(National Bureau of Statistics of China, 2011). Among the total, 204,962 of them came for
business and 201,955 came for employment (National Bureau of Statistics of China, 2011).
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Therefore, the expatriate population was at least as large as 406,917. Expatriates are relocated
overseas for strategic purposes, global workforce development, knowledge transfer and specific
projects (Baker & lvancevich, 1971; Edstrom & Galbraith, 1977, 1994; Tung, 1982a; Scullion,
1991; Oddou, Derr & Black, 1995; Downes & Thomas, 1997; Chapel, 1998; Manev &
Stevenson, 2001; Tung & Worm, 2001; Chen, Choi & Chi, 2002; Yan & Warner, 2002; Hulme,
2006; Bonache and Zarraga-Oberty, 2008). The problems they encountered would directly
affect the performance of these MNEs in China, which is a strategic market for many MNEs at
the moment (European Chambers of Commerce, 2012). Therefore, stress problem of expatriates

cannot afford to be overlooked.

1.4 Methodology

A longitudinal study was conducted with a mixed research method, in which face to face
in-depth interviews were first conducted to scrutinize the exact conditions and problems that
expatriates were facing, and then data collected from the qualitative study was used as input for
developing a questionnaire used in a survey later on. After the survey was conducted and data
was analyzed, a second phase of in-depth interviews was conducted to see if variables studied

changed over time.

A total of 391 copies of questionnaire were collected and only 370 copies were found
useful. Principal component analysis was first performed to condense the idea on both the
independent variables and dependent variables. Then, multiple regression analyses was
performed to test the hypotheses set in Chapter two to find out the main sources of stress for the
entire sample. T-tests was also be performed on the two genders and also as on Asian and

non-Asian continent origins to see if they were different in the three satisfaction types studied.



1.5 Outline of this thesis

The following chapters show a more detailed presentation of the entire research. Extensive
literature was reviewed and hypotheses were also generated in chapter two. Chapter three shows
a more detailed discussion on methodology: data collection, sample information, measures, and
different versions of questionnaire. Then tests were performed and major findings are shown in
chapter four. Discussions of findings and quotes from interviews were provided to support
findings in chapter five. Conclusion was made with implications of the findings for MNEs, for

China government, for future research and so as limitations are presented in chapter six.

1.6 Delimitations of scope and key assumptions

As China is the major country receiving the highest inflow of capital worldwide, this study
limits itself to investigate potential stress problems of expatriates sent to China rather than to
worldwide. That is, the findings may not be relevant to situations in other countries. For the
exploratory purpose of the study, there is no restriction on the nationalities and industries the
sample belong to. Although both Hong Kong and Macau are the special administrative regions
of China, people sent by companies in these two cities to work in mainland China are also
considered as expatriates because people in Hong Kong and Macau do believe in such a
situation that they work in another place with a different culture if they are sent to work in
mainland China. Therefore, people allocated to work in China from Hong Kong and Macau are

also counted as expatriates in this study.



1.7 Conclusion

This chapter laid out the basic structure of this thesis. After introducing the background of
the study, it introduced the three main areas that the research problem and hypotheses were from.
Then, the research was justified. Followed then was the introduction of a brief methodology
used in the study. The report was then outlined; delimitations of scope were also given. Based
on these foundations, the following chapters proceed as outlined above to provide more details

of how the research was conducted.



Chapter 2 Literature Review

2.1 Introduction

After years of isolating itself from the rest of the world, in the 1970s, the sleeping dragon
woke up and initiated the Four Modernizations on: industry, science and technology, agriculture,
and national defense (Kaye & Taylor, 1997; Warner, 1998). The most influential step, which
influenced many lives of modern mainland Chinese and re-joined the Chinese back to the world
was the Open Door Policy (Chen, 2001). It was introduced by the former chairman of the
People’s Republic of China, Mr. Deng XiaoPeng, in 1978. As the name of the policy indicates,
China opened itself to the rest of the world and welcomed their investment in China. This
started the influx of foreign direct investment (FDI), in the forms of equity joint ventures,
contractual joint ventures, wholly foreign-owned enterprises, shareholding ventures and joint
resource exploration (USCBC, 2004). Due to cultural and historical reasons, overseas Chinese
investors (mainly from Hong Kong and Taiwan) were the main sources of inflow of FDI on
mainland China (Tse, Pan & Au, 1997; Warner, 1998; Chen, 2001). Hong Kong and Taiwan
together had $60.60 billion of FDI in China in 2009 and it was 67.34% of the total utilized FDI
in that year (USCBC, 2011). Since 1995 China became the second largest FDI destination target
after the U.S. and finally surpassed the U.S. in 2002 (USCBC, 2004). Since the Open Door
Policy, the total amount of utilized foreign direct investment has accumulated to $1153.53

billion at the end of 2011 (See Appendix A) (USCBC, 2012, Invest in China, 2012).

A giant country with population of 1.3 billion, investment was attracted to China by its
cheap and sufficient supplies of land, labour and natural resources (Tung, 1986; Chen, 1994; Li,
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1998; Zhu, Speece & So, 1998; Hulme, 2006; Li & Sheldon, 2010). Most FDI was in light
manufacturing sector during the 1980s and early 1990s (Luk and Chiu, 1998; Li & Sheldon,
2010). As much of the general work force upgraded from unskilled to semi-skilled, a larger
proportion of the inflows shifted to higher value-added sectors, namely semiconductors,
electronics and computer chips (Buckley, 2007; Li & Sheldon, 2010). For example, Taiwan has
shifted its investment in China from those labour-intensive, low-technology manufacturing
sectors (textiles and garments, food and beverage processing) to more capital-intensive,
high-technology products in the electronic and electrical appliance sector (Filatochev, Strange,
Piesse & Lien, 2007). In addition, many research and development (R&D) centers have been set
up in China from the U.S., India, South Korea and Japan (Hsieh, Lavoie & Samek, 1999a; Chen
& Dean, 2006). The number of R&D centers surged from 200 to 750 in four years’ time (Chen
& Dean, 2006). Procter & Gamble, Motorola and Microsoft are examples of companies that
have employed an extensive research force in China over the years. All this FDI was a driving
force to give China stable and high growth rates in its GDP. China has enjoyed an annual

growth rate of 9.70% since the late 1970s (World Bank, 2009).

Subsequently, MNEs have also reallocated their attention on cheap and sufficient
manufacturing capacity of China to its huge market potential by setting up their retailers’
operations in China (Daniels, Krug & Nigh, 1985; Tse et al., 1997). For example, 57% of the
respondents in the European Chambers of business survey 2011 indicated China as an
increasingly important strategic market for their global business in 2011 and there were just
40% of respondents shared the same view in a similar survey conducted in 2010 (European
Chambers of Commerce, 2012). In a similar survey, 79% of the respondents were optimistic
about the future growth in their respective sectors in China (European Chambers of Commerce,

2012). By setting their retailers’ operations in China, MNEs have to enhance the services



provided by their employees. Therefore, through both company training and experiential
workplace-based learning, MNESs have contributed substantially to skills development of local
employees (Gamble, 2006). On the other hand, Resources Global Professionals, a firm
providing consultancy services to its clients, expanded to China to serve its international clients.
Donald Murray, the chairman of Resources Global Professionals, believed the Chinese
companies would become the main clients in China in a long run (Cremer, 2005). Besides
production sector, foreign investment has also expanded to service sectors, e.g., securities

brokerage and legal services (USBC, 2004).

2.2 Entry Modes of MNEs

A company can enter a foreign market through wholly-owned subsidiaries, acquisitions,
joint ventures, licenses and franchises, agents and distributors, and representative offices. The
actual mode chosen depends on overall attractiveness of the market; political and operational
risks involved; government requirements; cultural distance; time pressures; internal capabilities
of the firm to enter and develop local resources, assets and competencies in order to gain and
sustain competitive advantage; and costs/benefits analysis and the expected return on
investment (Davidson & McFetridge, 1985; Kim & Hwang, 1992; Lasserre, 2003). China did
not allow MNEs to use all these entry modes when it first opened its market in 1978 (Buckley,
Clegg & Tan, 2003). It gradually released the freedom of entry mode choices (Buckley, 2007).
Specifically, majority of foreign firms preferred to set up shop in the Open Cities (48.7%) and
special economic zones (SEZs) (44.5%) where laws and policies are more explicitly specified,
and infrastructure is comparatively better planned and built during the earlier years of the

market reform in China (Tse, Pan & Au, 1997).



Table 2.1 shows a summary of the different entry modes in China. Among the different
entry modes, wholly-owned subsidiaries, acquisitions and joint ventures usually require MNEs

to send more expatriates to the operations in China.



Table 2.1: Summary of Different Entry Modes

try Modes | Wholly-owned Acquisitions Joint Ventures Licensing & Local Agents & | Representatives
Features subsidiaries Franchising Distributors
Advantages: - Tight control & protection of | Immediate presence, | - The method of FDI with the longest |- Quicker entry | - Mostly export - Preparation stage:
technology availability of resources, | history in China methods - Less | conduct market
- Full management control all | assets & competencies - Can enjoy some incentive policies |- Less investment & | investment & | research; promote
decisions & profits - Can invest in encouraged and | commitment commitment parent company;
- Entitled to all profits restricted sectors - Stable income conduct business
- Need to recruit & train staff - Sharing investment costs & capitals liaison activities; foster
by themselves - Access local details from partners technology exchanges
Disadvantages: |- Only allowed since 1990s - Corporate cultural conflicts | - Conflicting goals with partners - Nurture future  More rely on |- Cannot conduct
- Prohibited &  restricted F May inherit the poor | -Sharing of management & profits competitors local agents & | profit-making activities
sectors are not allowed to | culture of the acquired | - May inherit low quality staff from |- Quality  control | distributors on behalf of its foreign
enter companies partners problem - Conflict of | parent companies
- Alonger time to set u - Difficult to evaluate the Less responsive to environmental interest
- Need higher government | potential companies being |changes than wholly-owned
levels approval acquired subsidiaries
Expatriates - Need to send more| Need to send more |- Need to send more expatriates to - Need to send | - Need not to |- May need to send
expatriates to manage & | expatriates to manage & | manage & control expatriates, i.e., | send expatriates | expatriates or simply
control control - Expatriates need to be selected | engineers, for hire locals

carefully as they have many chances

to work with the local partners

technology set up

or transfer

Source:

Lassere, P. (2003).
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2.2.1 Wholly-Owned Subsidiaries

The full control over the operations and the full ownership to the investment and
profitability make the entry mode of wholly-owned subsidiaries attractive. An MNE should
prepare itself by getting familiarize the legal, institutional, commercial and relational
environment of the country that it is entering (Lasserre, 2003). China is well known as one of
the legal systems that is very complicated and not yet well developed in this world. On the other
hand, guanxi development, as an important component in the relational environment, is needed
in any business relationship and it is difficult for foreigners to handle this relationship
(Bjorkman & Schaap, 1994; Chen, 1994, 2004; Chen, 2001; Zimmermann, Holman & Sparrow,

2003; Vu, 2005; Wilson & Brennan, 2010).

MNEs need to conduct a feasibility study which is to study the real estate, construction,
project management, sourcing, recruitment, incorporation, registrations, financing, fiscal and
legal matters that would be related to the investment before they set up a new wholly owned
subsidiary in a new market. A feasibility study is one of the requirements that the MNESs have to
conduct in order to seek approval of the investment from the China side (USCBC, 2011). Unlike
joint ventures, wholly owned subsidiaries have to do recruitment and training by themselves in
China (Goodall & Warner, 1998; Buckley et al., 2003; USCBC, 2011). These MNEs have to
rely on sending expatriates as top managers to these wholly owned subsidiaries (Buckley et al.,
2003). Able to select expatriates with in-depth knowledge of the country entering, e.g., China,
and good cross-cultural communication skills are vital for the success of the wholly-owned
subsidiaries (Lasserre, 2003). Wholly-owned subsidiary is the best method in terms of control,
management of all decisions, ownership of profit and protection of technology know how in the
interests of the MNEs invested in China (USCBC, 2011). However, it was not an official
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method allowed and welcome by the Chinese government until 1990s (Yan & Warner, 2002;
Buckley, 2007). It also takes a longer time to enter a market, e.g., China, through wholly-owned

subsidiaries (USCBC, 2011).

China divides its industries into three basic categories: encouraged, restricted, and
prohibited (China Market Intelligence, 2008). Encouraged industries are those permit MNES to
set up their wholly-owned subsidiaries (China calls these MNEs wholly-owned subsidiaries
wholly-foreign-owned enterprises), e.g., high tech sectors, environmentally friendly and
energy-saving technologies. Usually preferential policies, e.g., tax-related policies, are provided
to encourage investment. Restricted industries are those industries that are limited to equity or
contractual joint ventures if MNEs want to invest in these areas, e.g., chemicals, auto parts,
edible oil processing sectors. The local Chinese partners may take the majority of the share and
these projects are usually required higher-level government approvals, e.g., national government
and provincial government. Prohibited industries are those foreign investment are not allowed to
enter. Media-related industries, like print and publishing, film and TV production, and internet
content are some examples of prohibited industries (Zhao & Hu, 1998; China Market
Intelligence, 2008). In other words, there are certain sensitive areas that MNEs cannot pursue
activities in China through wholly-owned subsidiaries (Zhao & Hu, 1998). Wholly-owned

subsidiaries can be set up through greenfields or acquisitions.

China has become a country with a dominating presence of foreign-owned corporations
(Ayala, Lai, Mok, Wei & Zhang, 1996; Buckley, 2007). The fast growing of competitors in a
market means it is getting more difficult to capture a post in the market if a player enters the

market late. In this case, many MNEs prefer to use other entry modes, e.g., joint ventures, which
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provide faster access to the China market. Then, they can build their distribution network fast
and enhance their momentum in the core markets and then the other markets in the country.
After their presence in the China market and also after China loosen its regulations to prevent
the establishment of wholly-owned subsidiaries, many MNEs, e.g., Mitsubishi, Siemens and
Nestle, have changed their joint ventures into wholly owned subsidiaries (Buckley, 2007).
Although the number of wholly-foreign-owned enterprises has begun to outhumber sino-foreign
joint ventures since 1997 (Yan & Warner, 2002) and the wholly-foreign-owned enterprises
occupied 79.97% of the total FDI in 2009, many MNEs which first entered China through
joint-venture find changing to another form of ownership difficult when these MNEs expand in

a later stage (Buckley et al., 2003).

2.2.2 Acquisitions

Acquisition allows a foreign firm to have an immediate presence, availability of
resources, assets and competencies that saves time than through establishment from greenfields.
It is a good choice if the target market is already being occupied by other players (Lasserre,
2003). MNEs with less international experience are less likely to use acquisitions but the
likelihood becomes higher when the MNEs are expanding to culturally distant countries
(Slangen & Hennart, 2008). Research proves a strong negative association between cultural
distance and entry mode choice for US-based MNEs (Tihanyi, Griffith & Russell, 2005). There
are supports to show that cross-border acquisitions perform better in the long run when both the
acquirer and the acquired come from countries that are culturally distant to each other
(Chakrabarti, Gupta-Mukherjee & Jayaraman, 2009). However, Reus and Lamont (2009) found
cultural distance has both positive and negative effects on acquisitions performance. On the
negative side, cultural distance hinders understandability of key capabilities that need to be
transferred. It also constrains communication between acquirers and the acquired. All these have
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negative indirect effect on acquisition performance. On the positive side, cultural distance
enriches acquisitions by enhancing the positive effects of understandability and communication
on acquisition performance (Reus & Lamont, 2009). MNEs with diversified products like to
expand overseas through acquisitions than greenfields while MNEs intend to transfer large
amounts of technological know how to the subsidiaries are more likely to choose greenfields

(Slangen & Hennart, 2008).

After the acquisitions, internal problems, particularly the corporate cultural conflicts, may
exist as there are two identities joined together through the process. The cross corporate cultural
conflicts create stress to both managers and employees in areas of lower trust, commitment,
satisfaction, and productivity, and increase absenteeism, turnover, and attitudinal problems
(Buono, Bowdich & Lewis, 1985; Nahavandi & Malekzedah, 1988; Schweiger & Walsh, 1990;
Schweiger & Denisi, 1991; Nikandrou, Papalexandris & Bourantas, 2000; Larsson & Lubatkin,
2001). Knowledge transfer usually takes place from the acquirer to the acquired right after the
acquisition but the direction of transfer will be in the reverse direction over time (Bresman,

Birkinshaw & Nobel, 2010).

When China first opened its market to foreign companies for investment, it did that
gradually. During that time, joint ventures were the only method allowed in which the local
partner can keep an eye on the performance of the joint ventures. Therefore, neither
wholly-owned subsidiaries nor acquisitions were allowed until the 1990s. When China reformed
state owned enterprises (SOES) in 1990s, it sold many of them in low prices. Acquisitions in
China are still not easy unless the Chinese party wishes to offload a quantity of their assets to

the incomers (Buckley, 2007). However, SOEs are usually over-diversified and difficult to
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evaluate their performance due to their not standardized accounting procedures. Although it
may allow many MNEs to access the China market much quicker, it is still a difficult and costly

entry mode to take place in the China market (Buckley, 2007).

2.2.3 Joint Ventures

China adopted the closed door policy since the establishment of the People’s Republic of
China in 1949. It only re-opened its market in 1978 (Warner, 1998). Then, it welcomes foreign
investment in China with limited accessibility. MNEs were only allowed to enter the Chinese
market through joint ventures during the early years of the market reform for the purposes of
gaining both capital inflow and expertise exchange (Tse, Pan & Au, 1997; Warner, 1998; Yan
& Warmer, 2002; Buckley et al., 2003; Puck, Holtbrugge & Mohr, 2009). To attract more
MNEs to set up joint ventures in China with local partners, the Chinese government used
incentives like tax holidays and import duty exemptions for essential production equipment and
materials (Zhang, 1999). It is also proved that as China gained more experience as a host
country for FDI, MNEs adopted more equity-based ventures in China (Tse et al., 1997).
Wholly-owned foreign ventures were allowed to set up since 1992, which is 15 years after the
market liberalization. In strategically sensitive sectors like media, telecoms, defense or legal
professions, foreign investment is still prohibited or the foreign investor is obliged to enter a
joint venture with a local firm (Lasserre, 2003). In other words, joint-venture is the only method
that MNEs can use if they want to invest in those restricted sectors in China (China Market

Intelligence, 2008).

Joint venture is a cooperative partnership in which organizations share investment costs,

risks, management, and profits in the development, production, or selling of products (Yan &
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Warner, 2002; Bovee & Thill, 2008). Sharing is the core concept of joint venture. It is also both
the advantage and disadvantage. Sharing is an advantage in the sense that both parties would
bring in capital, assets, human capital, know-how and network to complement what the other
party is lacking. As a result, synergy is emerged. Local knowledge of local partner (Beamish,
1989; Chen, 1994; Zhao and Zhu, 1998), their distribution networks (Davidson, 1987; Chen,
1994; Yan & Warner, 2002) and knowledge to work with government and “red-tape” (Sutter,
2000) are the attractiveness for foreign partners to set up joint ventures with local partners in
China. In general, joint ventures can realize sales volumes much quicker than a new
wholly-owned affiliate (Davidson, 1987). It is a better entry method in terms of greater revenues,

lower costs, and less risk (Davidson, 1987).

Puck, Holtbrugge and Mohr (2009) found support that the foreign international joint
venture partner increases its likelihood to convert from a joint venture to a wholly owned
subsidiary in China (1) when it acquires more local knowledge, or (2) when there is a reduction
in the level of perceived external uncertainty. However, if the foreign partner is from a
culturally distant country, the joint venture is less likely to be converted to a wholly owned
subsidiary than if the foreign partner is from a country that is culturally closer to China (Puck,
Holtbrugge and Mohr, 2009). Other than sharing resources and knowledge, both parties are
sharing the risks of failure too. Sharing is a disadvantage in the sense that profitability,
ownership and control are being shared too. Many partners, especially the side, which has more
superior technology and know-how, hesitate for a joint venture. Problems still exist even the
partners pass the initial stage and a joint venture is set up. Expatriates commented that guanxi
was still considered important throughout the development of a joint venture (Wilson &
Brennan, 2010). That might explain why when MNEs first entered China through joint ventures,

many of them partnered with state-owned enterprises as they might get the guanxi of the
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state-owned enterprises with its network. Other than accessing useful guanxi immediately, the
joint ventures also needed to “inherit” staff from the local partner, regardless of the quality and
know-how of the staff (Goodall & Warner, 1998). Another pitfall of joint ventures is they are
less flexible in responding to environmental changes than wholly-owned subsidiaries. For
example, Belderbos and Zou (2007) documented such a difference with a large sample of
Japanese manufacturing affiliates in nine Asian countries during the years leading up to and into

the Asian financial crisis (1995-1999).

Many MNEs are larger, in the sense of capital and technological background, than their
emerging market partners. These differences make the partners difficult to have a fair pairing
balance in between. For example, foreign partners do not want to give away advanced and
proprietary technology to the local joint venture partners as they are afraid being copied
(Vanhonacker, 1997) but for the local partners, technology is what they are looking for in the
joint venture (Davidson, 1987; Chen, 1994; Warner, 1998). Other born differences, include
ownership structure, objectives, culture and management styles, could also make the partnership
difficult (Adarkar, Adil, Ernst and Vaish, 1997). The partnership can also be suffered from a
lack of consensus on the goals of the joint venture (Buckley et al., 2003). Sometimes both
foreign and local parties have different perceptions in terms of profit (Vanhonacker, 1997). The
foreign joint venture partners consider China as a key country and enter with market
development objectives (Adarkar, Adil, Ernst and Vaish, 1997; Lassere, 2003). To obtain the
first mover advantage, they are willing to sustain losses for growth, and they are more willing to
reinvest their profits for further expansion (Vanhonacker, 1997). The interest of local parties for

immediate profits makes the partners target to different directions. Then, tensions arise.
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Another issue that would initiate a tension between partners or worse the existing tension
comes from the expatriates sent by the MNEs. Expatriates are sent by MNEs as a means to
maintain control of the joint venture (Legewie, 2002; Buckley, 2003). However, many MNEs
just select expatriates based on their technical skills rather than the human and cross-cultural
skills (Tung, 1987a). To worse the case is most of these expatriates are sent unprepared. Finally,
they fail to understand their partner’s and employees’ logic and exacerbate the tensions
(Lasserre, 2003). The lack of support from headquarters put the expatriates at helpless

situations.

It takes about 18 months to complete the paper work for setting up a joint venture in China
(Zhang, 1995). As a requirement by the China government, a feasibility study that is jointly
prepared by the Chinese and foreign investors, has to be conducted before the actual
establishment of the join venture (USCBC, 2011). The feasibility study covers information on
issues like background of the proposal and economic significance of the investment; market
demand and the scale of the proposed project; necessary resources, raw materials, fuel and
public utilities; proposed project location and conditions for putting up the factory; project
design scheme; environmental protection; organization of production and a fixed number of
workers and staff and personnel training; implementation plan for the proposed project;
investment estimate and manager of raising funds; estimated product cost; and assessment of
economic results (Chen, 1994). In order to attract foreign party to enter the join venture, the
local party may exaggerate the results of the feasibility in a positive way (Chen, 1994). Many

foreign partners see the difference and complain about it after the joint venture set up.
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2.2.4 Licensing and Franchising

Due to the time needed for the above discussed methods, licensing and franchising are
other entry modes that many MNEs would use to gain immediate presence in a market or to test
the market. In addition, when the market is too small to justify for a full investment or when the
market is considered too risky, licensing and franchising are good choices to minimize its
commitment and risk. Sometimes, a MNE may have a direct investment in a nearby country and
considered an additional one as a duplication of effort. The will of the local government may

also make these contractual arrangements the only entry mode allowed (Lasserre, 2003).

Licensing agreements are contractual arrangements allow one company to use some or all
of another firm’s intellectual property (patents, trademarks, brand names, copyrights, or trade
secrets) in return for a royalty payment (Bovee & Thill, 2008). Royalties can be calculated as a
percentage of sales or as a fixed amount per unit sold. The licensor may also send its engineers
to help in technology set up and transfer, and the licensor would receive technological fees. The
contractual agreement may also specify that the licensee has to buy intermediate products or
components from the licensor (Lasserre, 2003). A licensor will agree with the licensee the
licensing duration. Since licensing is mostly used as a trial to a market before the MNEs fully
commits it, a too short of a trial may not acquire the needed experience and knowledge of the
foreign market. On the other hand, when the trial is too long, the MNEs may lose the chance of
optimal expansion timing (Jiang, Aulakh & Pan, 2009). The immediate presence is attractive.
However, licensing to a certain way is to nurture a future competitor in the local and
international market. Another possible problem of licensing is quality control as the licensee is
entitled to use the intellectual property rights of the licensor. If the licensee is not conscious in
quality, that may hurt the reputation of the licensor (Lasserre, 2003). Tse et al. (1997) found
about one-fifth of its sample size of 2998 foreign business activities in China was in licensing
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agreements with local partners. Japanese firms had a comparatively higher percentage (27.2%)
of its firm engaged in licensing. About 25% and 18% of West European and American
operations were in licensing agreements with local partners. However, the percentage was much

lower for non-Japanese Asian operations (10.2%).

Franchising is another contractual agreement similar to licensing. In franchising, the
franchisor allows the franchisee to use its hame to operate a business and in return to receive a
fixed payment and a royalty. The selling point of franchising is the secrets of success. The
franchisor would share the secrets with the franchisees and would also develop operating
policies that the franchisees have to follow to ensure the quality of the products/services. Thus,
the reputation of the franchisor would not be damaged easily. Franchising can be found in
hospitality industry, fast food, beverages and distribution (Lasserre, 2003). Not only till 1997,
China’s Ministry of Internal Trade promulgated the Administration of the Commercial
Franchise Procedures (Grandall Legal Group, 2008). Then, the franchising industry becomes
more organized. This method is especially good for international franchisors that do not have
the resources or do not want to set up a legal presence in China (Hughes, 2011). However, many
well known franchising brands, like McDonald’s, KFC and Starbucks, entered the China market

by setting up joint ventures or wholly-owned subsidiaries.

2.2.5 Local Agents and Distributors

An even less committed entry mode is through a local agent or a distributor. This is a
method used by MNEs when they enter risky or small markets. An agent is simply a salesperson
and an order-taker, while a distributor provides more logistic services like stocking, transporting

and billing. In other words, MNEs simply export their products to a target country. The less
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investment and commitment from the MNEs mean they have less contact with the market and
they rely on the local agents and distributors for market information. These methods would also
lead to the happening of conflict of interest. Distributors are usually remunerated by a
commission which is based on the sales amount they can make for the MNEs. MNEs may
consider set up its own subsidiary if the sales grow to an amount in which the commission is
larger than the cots for setting up a subsidiary. Thus, in order to keep the partnership, the local

distributor may not work hard enough to make the sales pass the critical point (Lasserre, 2003).

In a longitudinal sample of 2,998 foreign business activities in China between 1979 and
1993, Tse et al. (1997) found joint ventures (39.8%) and exports (39.0%) were the favorite entry
modes chosen by U.S. firms, while majority of Western European firms were in favorite of
exports (45.0%) and joint venture (28.0%). That may due to the reason that these Western
European firms are famous with the high quality and reputed brand name of their products.
Therefore, they preferred to export to rather than produce the products in China. In the same
study, joint ventures (38.8%) and exports (31.7%) were the major entry modes for Japanese
operations. Non-Japanese Asian operations had the highest percentage of joint ventures (68.8%)
and less of them exported to China (17.7%). Exports (35.0%) were the second largest entry

mode after joint ventures (41.50%) for the sample of Tse et al. (1997).

2.2.6 Representatives

A representative office is another frequently used entry mode with the least investment and
commitment from the MNE (Lasserre, 2003). In China, a representative office usually cannot
engage in profit-making activities on behalf of its foreign parent company (USCBC, 2011).

Their operations in China include conducting marketing research; promoting products of the
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parent company; conducting business liaison activities on behalf of its parent company; and
fostering technology exchanges (USCBC, 2011). Therefore, many MNEs use it as a stepping
stone by sending an expatriate manager to China, to collect information, set up contacts,
organize direct sales, lobby for licenses, and negotiate distribution or joint venture agreements.
The number of expatriates sent at this stage is limited as this is usually considered as a

preparation stage before the MNE transits itself to another entry mode (Lasserre, 2003).

2.3 Expatriates

Although localization is taking place (Kobrin, 1988; Bjorkman & Schaap, 1994; Yan &
Warner, 2002; Hulme, 2006; The Wall Street Journal Asia, 2006) and internationalists are high
in demand (Goodwin, 1999), the use of expatriates is still the main way many MNEs fill
vacancies in their overseas subsidiaries (Edstrom & Galbraith, 1977; McEllister, 1998; Hsieh,
Lavoie & Samek, 1999a), especially for those ethnocentric companies (Edstrom & Galbraith,
1994). Many MNEs prefer to send expatriates instead of hiring locals or third-country nationals
(Scullion, 1991) even though the cost of sending is huge (Hulme, 2006; Peltokorpi, 2008). They
do so because appropriate talents are not available in the host countries (Edstrom & Galbraith,
1977; Tung, 1982b,1986, 1987a; Kaye & Taylor, 1997; Hulme, 2006; The Wall Street Journal
Asia, 2006); they want to transfer tacit knowledge to subsidiaries (Manev & Stevenson, 2001;
Bonache and Zarraga-Oberty, 2008) and they want to have direct control on subsidiaries

(Edstrom & Galbraith, 1977, 1994; Harzing, 2001; Manev & Stevenson, 2001; Legewie, 2002).

Availability of local management talent; familiarity of expatriates about the corporate
culture and the control system of headquarters; and the maintenance of trust in key foreign

businesses after large international acquisitions are the principal reasons for many MNEs
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employing expatriates rather than host-country managers (Edstrom & Galbraith, 1977; Scullion
1991; Yan & Warner, 2002; Hulme, 2006). To a large extent, the use of expatriates helps to
eliminate the worries of MNEs (McEllister, 1998) and expatriation also enhances the
communications between the parent organization and operations abroad (Rosenzweig, 1994;
Boyacigiller, 2000; Harzing, 2001). The expatriates from parent country work as a bridge to
transfer headquarters’ philosophy, culture and strategy from the parent company to the foreign
operations (Downes & Thomas, 1997; Manev & Stevenson, 2001) on top of technologies and
know-how (Tung, 1987a; Hsieh, Lavoie & Samek, 1999b; Harzing, 2001; Chen, Choi & Chi,
2002; Bonache & Brewster, 2001). In addition, they also involve in a direct and indirect control

on the foreign operations (Harzing, 2001; Manev & Stevenson, 2001).

2.3.1 Management Development

Many MNEs consider international assignments as a means of management development
and career advancement (Baker & lvancevich, 1971; Edstrom & Galbraith, 1977, 1994; Tung,
1982a; Scullion, 1991; Oddou, Derr & Black, 1995; Chapel, 1998; Tung & Worm, 2001; Chen,
Choi & Chi, 2002). The dual experience of both working and living abroad and at home allows
expatriates to see things from the perspectives of different cultures (Sanchez, Spector & Cooper,
2000), and be sensitive to international opportunities and threats (Boyacigiller, 2000). Of the
U.S. Fortune 500 firms that Gregersen and his colleagues surveyed, 85% of the management of
these firms did not think they had an adequate number of global leaders (Gregersen, Morrison &
Black, 1998). In addition, 67% of the firms thought their existing leaders needed additional
skills and knowledge before they met or exceeded needed capabilities. International transfer is
one of the strategies to develop global leaders (Tung & Worm, 2001) and also a way for ones to
advance in their career development program (Tung, 1987a). These are the reasons why so
many MNEs relied on expatriates in their Chinese subsidiaries (McEllister, 1998). Shell
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International Petroleum, B.V., headquartered in both London and Hague with a 5,600 expatriate
workforce, carried out a survey with 11,000 questionnaires returned from its past, present and
future expatriates and their spouses. These respondents believed that global assignments
definitely enhanced their professional and personal growth as well as their career possibilities
(Solomon, 1996). In other words, most of them viewed international assignment as an

advantage for future career.

Yurkiewicz and Rosen (1995) found that 40% of managers believed an overseas
assignment would enhance their careers with the current employer. More than that, 78% of them
expected it would enhance their opportunities with other companies. Their survey also indicated
that most expatriates believed their current employers would not value their international
experiences and that they would move to work for other companies after they finished their
overseas assignments. Stahl, Miller and Tung (2002) also shared similar findings as Yurkiewicz
and Rosen (1995). In a study with 494 German expatriates assigned to 59 countries worldwide
as a sample, Stahl, Miller and Tung (2002) found the majority of the German expatriates viewed
their international assignment as an opportunity for personal and professional development and
career advancement, despite perceived deficits in corporate career management systems and a
wide spread skepticism that the assignment could help them advance within their companies.
Other than position offered on assignment as the most important reason for expatriates to accept
their assignments, potential for leadership skills development; career progression; and potential
for job skills development were other important reasons high on the list in a study conducted by
Dickman, Doherty, Mills and Brewster (2008). All these are evidences that support the
boundaryless careers that expatriates are pursuing. In other words, expatriates do not simply
care about the immediate benefits of the overseas assignments can bring them in their current

companies, but rather the skills and international experiences that they have gained would help
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them for their future careers (Global Relocation Trends Survey 2008). This argument is
confirmed in a sample of Finnish expatriates that they consider international work is an
important learning experience and they enjoy development in knowing-how, knowing-why and
knowing-whom career capital, regardless of their contractual types (Jokinen, Brewster &

Suutari, 2008). All these development definitely benefit their future careers.

For future managers, Adler (1986) surveyed 1129 graduating MBA students from seven
top management schools in the US, Canada and Europe. Eighty-four percent of these future
managers would like an international assignment at some time during their careers. Most of
these students believed that an international career leads to a more interesting professional life
(65.4%) and to a higher salary (63.0%) than a domestic career. In the same survey, the students
also believed that a domestic career leads to slightly greater status (47.6%), a more satisfying
personal life (38.9%), more rapid career advancement (33.0%), and greater recognition for their

work (30.3%) than would an international career.

Retention of expatriates is also worth for further investigation as it is expensive to send
people overseas (Yurkiewicz & Rosen, 1995; Global Relocation Trends Survey 2008).
Spending lots of money to help your competitors to develop useful talent was not a wise

strategy (Stahl et al., 2002).

2.3.2 Wanted Policy by the Local Government

Sending expatriates may actually be one of the needed requirements in order to “operate”

in the targeted country. For example, the local governments may have certain requirements or
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regulations for the number or proportion of expatriates sent by the MNEs. During the early
years of the Open Door Policy in China, expatriates were welcome by the Chinese government.
Due to the “Closed Door Policy” after the establishment of the People’s Republic of China in
1949, the Great Leap Forward in 1950s and the Cultural Revolution in 1960s, the Chinese
generation during these periods was hardly having any chance accessible to education.
Therefore, China was not able to develop a group of experienced managers with international
mind-sets and experiences (Selmer & Shiu, 1999). Managerial personnel were appointed or
selected among those workers who were considered both “red” (politically sound) and “expert”
(technically competent) (Tung, 1987b). Therefore, managerial skill was one of the core things
China wanted from its joint venture (JV) partners (Tung, 1986; Child, 1991; Vanhonacker, 1997;
Blackman, 1998; Sergeant & Frenkel, 1998; Zhu, Speece & So, 1998; Chen, Choi & Chi, 2002)
other than the advanced technology and capital (Chen, 1994; Chen, Choi & Chi, 2002). In
addition, these expatriates with high consuming power stationed in China could also stimulate
the local economy. Technology know-how, jobs and foreign exchange were things looked

forward by the Chinese from foreign investors (VVanhonacker, 1997).

2.4 Stress of Expatriates and the Sources

Reviewing literature on expatriates’ adjustment, includes extensive of research on
expatriates sent to North America (e.g., Canada and the United States), Europe (e.g., France and
the United Kingdom) and Asia (e.g., Hong Kong and Japan) (Tung, 1981; McEvoy & Parker,
1995; Usunier, 1998; Selmer, 1998b, 2002). Although China is the top international investment
destination (Global Relocation Trends Survey 2008) and it is also reported that “expatriate
failure occurs more frequently in China than is the case elsewhere” (Zamet & Bovarnick, 1986),
research investigating expatriates relocated in China in general is limited (Selmer 1998b;
Takeuchi, Wang & Marinova, 2005). The main purpose of this study is to investigate whether
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expatriates encounter stress by staying in the People’s Republic of China (China) and identify
the sources of any stress that is found. China is an old country with a strong culture. Many
countries, especially those European and American countries, are culturally different and distant
from China (Torbiorn, 1982; Teagarden & Gordon, 1995) and expatriates from these countries
would face unique challenges of the Chinese business and cultural environment (McEllister,
1998; Selmer, 1998c). Cultural distance may also affect the stress levels (Parker & McEvoy,

1993; Redmond, 2000).

2.4.1 Under-performing Expatriates

Success or failure of expatriates is usually defined that expatriates cannot finish the
assignment as the pre-determined duration and need to return home early (Nasif, Thibodeaux &
Ebrahimi, 1987). Based on this definition, earlier studies indicated the failure rates of expatriate
assignments were high (Misa and Fabricatore, 1979; Copeland and Griggs, 1985; Black, 1988;
Shilling, 1993; Global Relocation Trends Survey 2008). However, none of these studies gave
empirical data to support their claims (Harzing, 2002). On the basis of empirical data, Tung
(1981) found the average failure rates for Japanese and European MNESs were around 5%, while

American MNEs, had an average rate of premature return of 14% (Harzing, 2002).

An average compensation for an expatriate could be as high as $500,000, which includes
compensation, housing, schooling, rest-and-relaxation trips, allowances and other benefits. If
there is a failure, the cost could be as high as $1 million — including expenses, selection, visiting
site trips before accepting assignments, training, relocation, storage, cost-of-living adjustments,
and tax equalization (Shilling, 1993; Harvey & Wiese, 1998b; Hsieh, Lavoie & Samek, 1999b).

For certain cities, like Tokyo, costs for sending an American senior manager alone reach $1
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million a year (Fortune, 1988) and costs of relocations to cities like Hong Kong and Beijing are

not cheap.

More recent studies extended expatriate failure into a wider scope. Since expatriate failure
can also be extended to the loss of productivity, efficiency, sales, market share, market positions
to competitors, damage of corporate image and reputation, inability to attract further top
candidates to overseas positions, as well as damaged relations with the host-government, local
organizations and customers (Harvey, 1985; Tung, 1986; Nasif, Thibodeaux & Ebrahimi, 1987;
Black and Gregersen, 1990; Shilling, 1993). The indirect cost of under-performing expatriates
can even surpass the direct cost of their early returns (Wederspahn, 1992; Scullion & Collings,
2006; Olsen & Martins, 2009). In addition, these failures in the eyes of expatriates, who had
good performance at home, were career setbacks for them (Tung, 1987b; Harvey & Moeller,
2009). A loss of self-esteem and self-confidence can easily result (Tung, 1987a; Hsieh, Lavoie
& Samek, 1999a). That may lead to future career problems for them. These expatriate failures
may even spread in the MNEs and other potential expatriate candidates may reject to take any
foreign assignments (Harvey & Moeller, 2009). In addition, many expatriates are sent overseas
to serve the strategic purpose of transferring corporate knowledge to overseas subsidiaries,
especially when the knowledge being transferred was more in tacit rather than in explicit nature
(Bonache & Zarraga-Oberty, 2008). The failure of expatriate assignments or the ineffectiveness
of their performance may hinder the MNEs to utilize their knowledge to its worldwide network.
As a matter of fact, the MNEs would be less competitive in the worldwide market. That is a

loss-loss situation for both the MNESs and the expatriates.
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Kealey (1990) found only 20% of those expatriates assigned overseas performed in a
highly effective manner. Many under-performing expatriates, called “brownouts”, who might
not be recalled (Lanier, 1979). Literature reports that as high as 50% of expatriates performing
below their normal productivity level are not being recalled by the headquarters (Copeland &
Griggs, 1985). Some researchers (Baker, 1975; Lanier, 1979; Tung, 1979; 1986; Stone, 1991,
Teagarden & Gordon, 1995; McEllister, 1998; Global Relocation Trends Survey 2008)
attributed failures to family problems and lack of cultural awareness. Difficulties of finding a
replacement and the possible loss of face explain why these under-performing expatriates not
recalled home (Scullion, 1991; Selmer & Shiu, 1999). The low performance of expatriates may
be due to problems related to family, managers’ inability to adjust to a new culture and poor
international human resources management (e.g., inappropriate selection criteria, inadequate
training, poor job designed, unreasonable performance expectations and inadequate appraisal
process) (Lanier, 1979; Scullion, 1991; Naumann, 1992; Suutari & Burch, 2001; Stahl, Miller &

Tung, 2002).

Sharing the idea from Lanier (1979), Foster (1997) and Olsen and Martins (2009)
employed a broader definition for expatriate “failure” rather than simply meaning the group of
expatriates who returned home early before finishing their assignments on the predefined terms.
The new definition includes: an acknowledgement of the considerable stresses and strains
experienced by the expatriate group; the “poaching” of successful managers by other companies
while they are abroad or at the end of their overseas assignments; the negative outcomes of
repatriation; the negative effects of expatriation on families and on their career prospects and
negative views about the prospect of overseas postings in the future. As a result expatriates may

still stay abroad due to different reasons while the time experienced stress from different sources
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to affect their overseas performance. The purpose of this study is to identify the stress problems

the expatriates in China might face.

24.2 Sources of Stress

Expatriates being allocated to an unfamiliar culture produced so many unknowns in their
family life, social life, and career life, which could lead to stress feelings to the expatriates
(Oberg, 1960; Byrnes, 1966; Mendenhall & Oddouo, 1988; Black & Gregersen, 1990; Deleon
& McPartlin, 1995; Suutari & Burch, 2001). Forster (1997) found a noticeable increase in
reported stress levels of its UK sample of expatriates in a longitudinal study. The ability to deal
with stress enhances expatriate adjustment (Hawes & Kealey, 1981; Abe & Wiseman, 1983;
Hammer, Gundykunst & Wiseman, 1978). Expatriates face challenges to both their mental and
physical health. For example, Takeuchi, Wang and Marinova (2005) found an inverse u-curve
relationship between psychological workplace strain and supervisory rated job performance for
both cross-sectional and longitudinal analyses on a sample of expatriates who were allocated to
China. Stress coping methods that work in one's home country became obsolete in overseas
(Sanchez, Spector & Cooper, 2000). Relocation to China is a stressful posting for expatriates
due to its demanding cultural environment (Teagarden & Gordon, 1995; Selmer, 1998c, 1999,
2001; Global Relocation Trends Survey 2008; Cooke, 2009). Stress management is a more
important characteristic for expatriates than technical competence and relational abilities
(Barrett & Bass, 1976; Hammer, Gundykunst & Wiseman, 1978; Hawes & Kealey, 1981; Tung,

1982a; Abe & Wiseman, 1983; Ratiu, 1983; Mendenhall & Oddou, 1986; Shilling, 1993).
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24.3 Definitions of Stress

According to McGrath (1976), a potential for stress exists when an environmental situation
is perceived as presenting a demand upon a person and the demand threatens to exceed the
person’s capabilities and resources to meet it. Gmelch (1982) shared a similar opinion with
McGrath. The key point of this definition is the perception of the inability of an individual to

meet the demand made upon him or her.

Lazarus (1995) added the elements of transaction and process to the concept of stress. He
considered stress as transactional because both the individual and environment influence each
other. Further, only through the evaluation of the individual does stress occur. This is similar to
the viewpoint of McGrath (1976) and Gmelch (1982). According to the definition of Lazarus
(1995), stress is a process because even if there was originally a good fit between the person and
the environment, it is not constant over time. Due to changes in the external environment or

even in the person himself/herself, a mismatch may emerge. Then, stress occurs.

When MNEs select expatriates, high performers are usually selected (Miller, 1973).
Although a good fit might exist between the expatriate and the environment when he/she was at
the home setting, a mismatch may emerge when they are placed in the new environment, in
which demands from the work setting and general environment are different from home. As a

result stress can be resulted.

31



2.5 Stress and Expatriates

Holmes and Rahe (1967) developed the Life Event Rating Scale by studying 5,000 patient
case histories (Refer to Table 2.2 for the Life Event Rating Scale). The study proved that
changes in life events of a person cause stress and illness to that person. The effects of the
events in the scale are accumulative. For anybody who scored more than 300 points within a
year, the chance of developing a serious health problem in the next two years is over 80%. The
chance becomes 50% when the score one obtained is between 150 and 300 points. The chance
of suffering a serious physical disorder changes to 33% when the score is below 150 points.
Findings from the study of Steffy and Jones (1988), and Manning, Jackson and Fusilier (1996)
also supported the argument of Holmes and Rahe (1967). A survey conducted with over 3,000
US Navy personnel as the subjects confirmed that life-change data has a causal relationship with

illness (Rahe & Arthur, 1968).

Table 2.2: Life Event Rating Scale (Social Readjustment Rating Scale)

Rank Life Event Score
1 Death of spouse 100
2 Divorce 73
3 Marital separation 65
4 Jail term 63
5 Death of close family member 63
6 Personal injury or illness 53
7 Marriage 50
8 Fired at work 47
9 Marital reconciliation 45

10 Retirement 45
11 Change in health of family member 44
12 Pregnancy 40
13 Sex difficulties 39
14 Gain of new family member 39
15 Business readjustment 39
16 Change in financial state 38
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17 Death of close friend 37

18 Change to different line of work 36
19 Change in number of arguments with spouse 35
20 Mortgage over $10,000 31
21 Foreclosure of mortgage or loan 30
22 Change in responsibilities at work 29
23 Son or daughter leaving home 29
24 Trouble with in-laws 29
25 Outstanding personal achievement 28
26 Wife begin or stop work 26
27 Begin or end school 26
28 Change in living conditions 25
29 Revision of personal habits 24
30 Trouble with boss 23
31 Change in work hours or conditions 20
32 Change in residence 20
33 Change in schools 20
34 Change in recreation 19
35 Change in church activities 19
36 Change in social activities 18
37 Mortgage or loan less than $10,000 17
38 Change in sleeping habits 16
39 Change in number of family get-togethers 15
40 Change in eating habits 15
41 Vacation 13
42 Christmas 13
43 Minor violations of the law 11
Source: Homes T.H. and Rahe, R.H. (1967), pp. 213-218.

Although there are some limitations to the Life Event Rating Scale, the scale implies that
the sources of stress come from every direction of the individual who experienced it. Those
items highlighted in Table 2.2 are changes that expatriates are very likely would experience
when they are assigned overseas. According to the interpretation of Homes and Rahe (1967),
expatriates would get a higher chance to develop more serious diseases when they started their

relocations overseas.
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2.6 Expatriate Adjustments and Stress

Expatriates have attracted quite a lot of scholars to study their adjustment overseas (Cooke,
2009). Adjustment is defined as the degree of a person’s psychological comfort with various
aspects of a new setting (Oberg, 1960; Nicholson, 1984; Black, 1988). The cross-cultural
adjustment of expatriates developed from a unitary concept, which was adjustment to the
general environment (Oberg, 1960), to a multi-dimensional concept involving adjustment to
work, adjustment to interacting with host nationals and adjustment to the general non-work
environment (Black, 1988, 1990; Black, Mendenhall & Oddou, 1991). Black (1988) found
empirical evidence in an American sample that expatriate managers not only adjust to the
general environment. In a later study, Black (1990) studied a sample of Japanese managers who
were on temporary assignment to the United States and findings supported the multi-faceted
phenomenon. A lot of later empirical studies support the multi-dimensional approach too
(Feldman, 1976; McEvoy & Parker, 1995; Selmer, 1998b, 2006b; Osman-Gani & Rockstuhl,

2008).

All settings in the three areas, work, host nationals and general non-work environment
require expatriates energy to deal with. Borrowing the idea from McGrath (1976), if there are
situations that the expatriate believe the demand from the three areas are out of his/her
capabilities to meet it, then stress occurs. In other words, adjustment of an expatriate is highly
related to the stress level he or she experiences in an overseas assignment. Lazarus’ (1995)
transaction approach also applies to expatriation. Many MNCs choose high performers at home
and send them overseas (Miller, 1973). Since there was a match between the work and home
environment with the expatriate, the expatriate was a high performer at home. However, as the
work environment and the general environment of overseas are very different from home, it is

34



very likely that a mismatch may happen. According to the transaction approach of Lazarus
(1995), stress may emerge. For example, a sample of European expatriates experienced high

levels of stress during their assignment in Finland (Suutari & Burch, 2001).

Selmer (1998b) found a significant positive relationship between work adjustment
and subjective well-being of expatriates in China. No significant relationships were found for
the other two dimensions of adjustment and subjective well-being. Although shared variance is
modest (R2 = 0.11), it implies that work environment is one of the factors that influences the
health of expatriates in China. In a subsequent study, Selmer (2006a) found that expatriates sent
to China were the least adjusted group on general, work and interaction adjustment than
expatriates sent to Singapore and Hong Kong. Sharing with the same concept, this study
investigates if stress of expatriates relocated to China is come from work and China related
work sources, general environment, interacting with local people, and local employees related

areas.

2.7 Stress from Work and Work Related Sources

2.7.1 Workload

Many expatriates are under stress because of their heavy workload in their overseas
assignments (Forster, 1997; Hullinger & Nolan, 1997; Fischimayr & Kollinger, 2010). Chinese
are used to autocratic managerial style (Chen, 1995). Therefore, the local Chinese workers are
less independent in their work decisions and show little initiative in work, which make

expatriates difficult to delegate their work (Zimmermann et al., 2003).

35



Many expatriates are assigned to China to set up the China branches from nil and they are
also responsible to train the local staff to run the local branches (Lu & Bjorkman, 1997; Hulme,
2006). The cultural differences with the locals require expatriates extra efforts for the training.
Some expatriates complained that they had to spend a lot of time teaching and training the work
to their subordinates but the subordinates seldom followed instructions, making the work
seldom got done properly on time (Selmer & Shiu, 1999). Lack of computer system, employee
files and office structure also increase the workload of expatriates and they have to stay long
hours in the office (Weiss & Bloom, 1990; Chao & Sun, 1997). Many MNEs have started the
localization process in order to minimize the cost and expatriates are also responsible for the
localization (Bjorkman & Schaap, 1994; Hulme, 2006). Expatriates also spend quite a lot of
their time on travelling for business purposes (Edstrom & Galbraith, 1977; Fischimayr &
Kollinger, 2010; Makela, Kansala & Suutari, 2011). On the other hand, time difference is also a
problem (Global Relocation Trends Survey 2008). Due to the time differences between China
and the headquarters, expatriates have to stay long in the office in order to meet (on wire or over
the phone) with colleagues at headquarters, or in other cases, they have to be accessible by
phone even after work. Many expatriates have computers at home and can access to email and
make contact to headquarters during non office hours (Fischimayr & Kollinger, 2010).
Differences between holidays of the headquarters and in China create similar problems. Meeting
customers after office hours and work related travel also consume the private time of expatriates.
Therefore, the heavy workload in China would lead expatriate experience stress in which would
be manifested in work satisfaction. The following hypotheses are drawn for expatriates in

China.

H1: There is no relationship between workload and job itself satisfaction.

H2: There is no relationship between workload and organization satisfaction.
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2.7.2 Home/Work balance

Home/work balance refers to whether a person is able to switch off from the pressure of
work when at home and vice versa (Williams & Cooper, 1998). Literature proves that spillover
effects take place for expatriates which means the influence that expatriate attitudes in a
particular domain (e.g., work) have on attitudes in other domains (e.g., nonwork) (Takeuchi,
Yun & Tesluk, 2002). In other words, expatriates would bring stress and negative emotions
from work to home (Netemeyer, Boles & McMurrian, 1996; Forster, 1997) or vice versa
(Feldman, 1976; Bhagat, 1983; Harvey, 1985, 1995; VVannoy and Philliber, 1992; Frame and
Shehan, 1994; Solomon, 1994; Forster, 1997; Harvey & Buckley, 1998) if they do experience
stress in either domain. Edwards, Cockerton and Guppy (2007) proved that spillover took place
across domains in which work and nonwork stressors significantly influenced work, nonwork,
and general well-being. On the other hand, crossover effects between expatriate and spousal
cross-cultural adjustment was also proved (Takeuchi et al., 2002). Crossover effects refer to the

influence of expatriate’s attitudes on the spouse’s attitudes and vice versa.

A positive family situation can enhance the probability of a successful foreign experience
(Black & Stephens, 1989). The new foreign environment or culture of the host country can
influence the relationship between a couple in a positive way because mutual coping with the
same problems or cultural differences may reinforce the relationship (Taylor & Napier, 1996),
especially if the trailing spouses are supportive in the way to help the expatriates further their
careers and repatriation opportunities by using social strategies (Lauring & Selmer, 2010) and to
reconcile work/life balance issues (Makela, Kansala & Suutari, 2011). On the other hand, it

can make the situation worse if marital problems already exist (Torbiorn, 1982; Fischimayr &
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Kollinger, 2010). Although it is documented that disruption to family/home life causes a great
deal of concern to 31% and causes some concern to 64% of expatriates in a sample of UK
expatriates (Forster, 1997), non-work related important issues like family situation, dual-careers,

support of spouses are still understudied (Stahl et al., 2002).

An adequate balance between personal and professional life is significantly a more
important reason to accept foreign assignments in the eyes of expatriates than in the eyes of
MNEs (Dickmann et al., 2008). For example, many potential expatriates refuse to relocate
internationally because the reluctance of their spouses to give up their own careers or to support
expatriates to accept the international assignments (Polegato & Barras, 1984; Barham & Devine,
1990; Reynolds & Bennett, 1991; Harvey, 1996; Solomon, 1996; Dickmann, Doherty, Mills &
Brewster, 2008; Global Relocation Trends Survey 2008; Makela et al., 2011). MNESs are neither
supportive in providing dual-career support to expatriates nor to trailing spouses (Riusala &
Suutari, 2000; Suutari & Burch, 2001). In some situations, the whole family has moved to
overseas but many expatriates return home early because their spouses or family members
cannot adapt to the overseas environment (Tung, 1982a, 1984b; Harvey, 1985; Hullinger &

Nolan, 1997; Shaffer & Harrison, 1998; Global Relocation Trends Survey 2008).

Spouses have higher stress ratings than expatriates (Forster, 1997). Research has also
documented that the spouses of expatriates frequently experience depression, health problems,
little community involvement, strong dependency on the expatriate for emotional support, and
they may have poor adjustments to the new community (Anderson & Stark, 1988). These
problems may due to the reasons that they give up their jobs and come along with the

expatriates (Frame & Shehan, 1994; Riusala & Suutari, 2000). In addition, many of them are not

38



able to get a job in the new environment (Anderson, 2001). The expatriates have to work in a
new physical location but they still stay within a familiar corporate cultural setting (Naumann,
1992). For the spouses, even though they want a job, the inability to get a work permit, language
problems, lack of job availability, and unrecognized credentials often make them not able to get
work (Solomon, 1996; Harvey & Wiese, 1998a; Riusala & Suutari, 2000; Suutari & Burch,
2001; Makela, Kansala & Suutari, 2011). The jobless conditions of family members plus a new
environment with the lack of fluency of the local language may make spouses felt a loss of
self-worth, identity and control of their own lives. In addition of a lack of social networks in the
host country for social support (Harvey & Wiese, 1998a; Makela, Kansala & Suutari, 2011),
they cannot get much attention from their husbands who are preoccupied with the demands of
the new assignments. All these increase the level of stress the trailing spouses may face in the
new environment (Harvey & Buckley, 1998; Harvey & Wiese, 1998a). Furthermore, they have
no sounding boards, except the expatriates, that they can talk to in releasing stress (Harvey,
1985; Taylor & Napier, 1996). The tension from the trailing spouse affects the performance of
expatriates in the overseas assignments (Harvey & Buckley, 1998). This can be explained
through the crossover effects that the attitudes of expatriates are affected by their spouses
(Takeuchi et al., 2002). Then, the spillover effect can bring the stress of expatriates from the
home domain to the work domain (Takeuchi et al., 2002). For example, Shih, Chiang and Hsu
(2010) found that expatriate work-family conflict is negatively related to expatriate satisfaction
and performance. Both work can interfere with personal life and personal life can interfere work
(Grant-Vallone & Ensher 2001; Wang, Lawler & Shi, 2010). Grant-Vallone and Ensher (2001)
reported expatriates had higher levels of work interfering with their personal life than their
personal life being interfered by their work. In the same study, work-personal life conflict was
related to employees’ depression and anxiety. On the other hand, personal-work life conflict
was related to employees’ concern for their health. In another study, there were also evidences
to show family interfering with work was negatively associated with self-efficacy and work

39



interfering with family was negatively associated with work satisfaction (Wang, Lawler & Shi,
2010). There are also studies which found support that family context variables, i.e., spouse
adjustment, have direct impact on expatriate withdrawal cognitions (Shaffer & Harrison, 1998).
In addition, their satisfaction also affects expatriate satisfaction and their adjustment also affect

expatriate adjustment (Shaffer & Harrison, 1998).

In a Finnish sample study, 11% of the expatriates had their spouses stayed in Finland
because they were not able to get a job in the host countries to accompany the expatriates
(Riusala & Suutari, 2000). In other words, they were geographically separated while the
expatriates were abroad for the overseas assignment. Literature indicates that couples living
separately may cause personal, psychological, social, work- and career-related and situational

dilemmas (Polegato & Barras, 1984; Fischimayr & Kollinger, 2010).

Therefore, home/work balance may cause stress to expatriates. In addition of work
environment, the problem may also spillover to another domain and affects their satisfaction in

China. The following hypotheses are proposed.

H3: There is no relationship between home/work balance and job itself satisfaction.

H4: There is no relationship between home/work balance and organization satisfaction.

H5: There is no relationship between home/work balance and in China satisfaction.
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2.7.3 Personal responsibility

Due to the cultural differences between the home country and China, management at
headquarters may not understand the difficulties encountered by expatriates managing the China
operations. For example, the employee turnover rates of some companies in China can be as
high as 30% (Hulme, 2006). Recruitment on unskilled workers is less a problem comparing
with hiring skilled workers (Sergeant & Frenkel, 1998; Buckley, 2007). Luk and Chiu (1998)
used the psychological concept “cash mentality” to explain that the immediate cash rewards are
a powerful motivation for Chinese workers to jump to work for other firms. Turnover rates of
managerial posts are not much lower than the operational levels (Yan & Warner, 2002).
McKinsey and Co. found the turnover rate of middle managers can be as high as 20% among its
multinational clients in China (Meier, Perez & Woetzel, 1995). When the headquarters does not
understand the local environment and conditions, it may not use the appropriate criteria to
measure the performance of the expatriates. Thus, promotions and compensations can be
negatively affected and all these can create a lot of stress and pressure to expatriates working in

China.

Expatriates usually got higher positions while they are placed overseas. Many of them are
in managerial and executive ranks (Napier & Peterson, 1991). Autonomy and authority come
along with the higher status of the expatriates (Taylor & Napier, 1996). Expatriates need to bear
larger responsibilities in overseas assignments (Adler, 1987). The MBA students in a survey of
Adler’s (1986) see the benefits of an international assignment as greater challenge and more
responsibility, more interesting work, and better financial rewards. Logically speaking, as
expatriates occupy more important positions in China, they are responsible to make many
strategic and important daily decisions. Since they may not fully understand the Chinese culture
well enough, they may involve risk taking while they are making decisions for the company.
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Their essential positions may also make them responsible for the impacts of the decisions made
by them. Therefore, personal responsibility may create stress to expatriates and affect their

satisfaction in their assigned positions in China.

H6: There is no relationship between personal responsibility and job itself satisfaction for

expatriates in China.

H7: There is no relationship between personal responsibility and organization satisfaction

for expatriates in China.

2.7.4 Daily Hassles

The Chinese government welcomes foreign investment because it wants to absorb new
technology, ideas, innovation and management know how from Western countries (Zamet &
Bovarnick, 1986; Adarkar, Adil, Ernst & Vaish, 1997; Hsieh, Lavoie & Samek, 1999a; Bonache
& Brewster, 2001). In order to capture the huge Chinese market, timely reflection of these
capabilities is also important. Therefore, expatriates work as a bridge introducing these know
how to the Chinese branches (Bonache & Brewster, 2001). The poor general working conditions,
like office services and supplies were either unavailable or not satisfactory, were not up to

Western standards and a lot of hassles were created to expatriates (Zamet & Bovarnick, 1986).

The figurehead role demands the expatriates performing many activities which require
more of the presence of the expatriates rather than their talents (Minztberg, 1973). Just simply
being a boss and attending meetings may also make them feel the insignificance of their roles in

the company. It seems that their talent is not fully utilized. Many of the times, due to the reason

42



that Chinese have a less systematic approach in conducting meetings also make expatriates
think that it is wasting time to conduct or attend meetings with Chinese people (Zimmermann et
al., 2003). In addition, these daily miscellaneous also compete the office time of expatriates on
other important issues or their private time on family gathering or leisure activities. As a result,
daily hassles may bring stress to expatriates and make them not satisfied in both work and life in

China.

H8: There is no relationship between daily hassles and job itself satisfaction for

expatriates.

H9: There is no relationship between daily hassles and organization satisfaction for

expatriates.

H10: There is no relationship between daily hassles and in China satisfaction for

expatriates.

2.7.5 Recognition

Besides of more autonomy, power and income overseas (Napier & Peterson, 1991; Taylor
& Napier, 1996), overseas assignments are attractive because they are platforms allowing
expatriates to earn the dual experiences of both working and living abroad than at home. Thus,
they are able to see things from different cultural perspectives (Sanchez, Spector & Cooper,
2000) and they become more sensitive to international opportunities and threats (Boyacigiller,
2000). Therefore, many MNEs consider international assignments as means for management
development and career advancement (Baker & lvancevich, 1971; Tung, 1982b; Oddou, Derr &

Balck, 1995; Chapel, 1998; McEllister, 1998; Tung & Worm, 2001).
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On the other side, many expatriates also worry of accepting an overseas assignment may
ruin their careers. They are afraid that once overseas, they would not be informed of changes at
headquarters even though in some of the cases there is a mentor assigned. On the other hand,
“Qut of sight, out of mind” is another concern (Black, Gregersen & Mendenhall, 1992; Edstrom
& Galbraith, 1994). In other words, company officials would not discuss with expatriates or
even think of them when there are specific job opportunities at home (Napier & Peterson, 1991).
Although overseas assignments look very prospective, many MNEs actually do not reward the
expatriates appropriately, especially the time when they return home (repatriates). Job security
(Noer, 1974); readjustment to corporate structural changes; new and lower pay level than
overseas (Clague & Krupp, 1978; Napier & Peterson, 1991; Solomon, 1995); lower or even on
out-placement status (Carter, 1989); housing problems (Kendall, 1981; Black, Gregersen &
Mendenhall, 1992); less autonomy (Napier & Peterson, 1991); lack of interest of home
superiors on the experiences and skills of expatriates learned overseas; and lack of permanent
assignment (Gray, 1982; Black, Gregersen & Mendenhall, 1992; Solomon, 1995) are problems

that many repatriates would encounter when they are or while they are almost returning home.

Not many MNEs have a concrete expatriation program, not to say a repatriation plan.
Harvey (1995) found that only 31 percent of the 75 firms who returned usable questionnaires
reported of having a formal repatriation program. An effective repatriation provides a positive
feedback loop to the next generation of expatriates (Black, Gregersen & Mendenhall, 1992). An
ineffective one provides the opposite result and makes candidates of expatriates hesitate to
accept the overseas assignments. An ambiguous and insecure future also make expatriates felt of
not being recognized by the company. Therefore, the problem of recognition would bring stress
to expatriates and make them not satisfied at work.
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H11: There is no relationship between recognition and job itself satisfaction for

expatriates.

H12: There is no relationship between recognition and organization satisfaction for

expatriates.

2.7.6 Relationships

Relationships refers to “How well one gets alone with the people around them, particularly
those at work” (William & Cooper, 1998). Relationships with others were found to contribute to
all three burnout dimensions, namely emotional exhaustion, depersonalization and personal
accomplishment, in a sample of hotel supervisors in Taiwan (Hu & Cheng, 2010). For
expatriates who are allocated to another country in which they have no network and working in
a corporate setting with colleagues that they have not worked with before, it is assumed that
they may encounter relationship problems. This assumption is supported with the findings from
Brett (1982) that mobile employees and their wives were less satisfied with social relationships.
Therefore, relationships at work would bring stress to expatriates and affect their work

satisfaction.

H13: There is no relationship between relationships and job itself satisfaction for

expatriates.

H14: There is no relationship between relationships and organization satisfaction for

expatriates
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2.1.7 Managerial Role

As one approaches a higher rank in the hierarchy, human skills and conceptual skills are
more important than technical skills (Katz, 1974; Robbins & Coulter, 2007). Due to their
technical expertise, many expatriates are chosen for overseas assignments (Harris, 1973;
Hautaluoma & Kaman, 1975; Hawes & Kealey, 1981) and their lack of training and experiences
may make them encounter difficulties when they need to manage people and especially those

people who have different cultural backgrounds from their own.

As a manager, an expatriate also performs several managerial roles, namely figurehead,
liaison, spokesperson and negotiator (Mintzberg, 1973, 1990). These mentioned roles require
them a lot of interactions with both insiders and outsiders. These roles also make them have to
do a lot of traveling. Traveling in China is not a pleasant task. The roles of being a leader and a
resource allocator make them as the core person to allocate resources. Thus, sometimes they are
in favour in the eyes of the subordinates or they may occupy some negative roles when they
represent the company to withhold some resources (Selmer & Shiu, 1999). These managerial
roles demand a lot of energy from the expatriates. When the demand is too high, that may bring

stress to expatriates and make them have satisfaction problems in their work.

H15: There is no relationship between managerial role and job itself satisfaction.

H16: There is no relationship between managerial role and organization satisfaction.
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2.7.8 Organization Climate

Although many MNEs enter China through a more highly committed entry mode (wholly
owned subsidiary) nowadays, joint venture, which is strongly favorable by the Beijing
government (Weidenbaum & Hughes, 1992), is still occupying a heavy proportion
(Vanhonacher, 1997). Due to the special culture in China, many MNEs may need to adjust their
ways of doing business in China especially when they have a local partner. Although many
MNEs station expatriates in their China branches, due to the reasons of lower cost in terms of
remuneration and better understanding of the local culture and market, many of these MNEs
have started to localize their China branches (Wong & Law, 1999). Thus, expatriates have to
closely work with Chinese co-workers and subordinates in China (Chen, Choi & Chi, 2002).
Even for wholly owned subsidiaries, they would hire local employees. Their different cultural
backgrounds and ethical values would arise various interaction problems. Many expatriates
found that it is difficult to motivate the local employees to work hard. Guanxi development also
applies to employees working within a company rather than just on business relationship with
other companies (Jones, 1997; Selmer & Shiu, 1999; Chen, 2004). Working atmosphere and
morale are very different in China. The organization climate may bring stress to expatriates and

affect their level of satisfaction at work.

H17: There is no relationship between organizational climate and job itself satisfaction.

H18: There is no relationship between organizational climate and organization satisfaction.
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2.7.9 Inadequate Supports from Headquarters

Expatriates usually hold leading positions in the overseas branches. They enjoy more
power and freedom to work overseas than at headquarters. They also serve as the interface
between the headquarters and the branches (Tung, 1986; Harzing, 2001) and knowledge
transferor from headquarters to branches (Harzing, 2001; Chen, Choi & Chi, 2002; Hulme, 2006;
Bonache & Zarraga-Oberty, 2008). However, there are times when the expatriates may need
support from the home office for work and daily-life related conditions or problems - especially
when the level of cultural, environmental and economic dissimilarity is large (Bjorkman &
Schaap, 1994; Harvey, 1996; Suutari & Burch, 2001). If they cannot get the support quickly,
they feel helpless and ignored. For example, Eisenberger, Huntington, Hutchison and Sowa
(1986) found that perceived organizational support reduces employee absenteeism. Liu and Ipe
(2010) also proved that perceived organizational support is positively related to affective
commitment of expatriates. Other than related to work-personal conflict, organization support is
also negatively related to expatriate employees’ depression, anxiety and concern on health
(Grant-Vallone & Ensher, 2001). Many managers would consider “lower contact with peers and
supervisors” as one of the work-related barriers that may make them decline of the assignments
(Yurkiewicz & Rosen, 1995). Bribery and corruptions are issues that expatriates in China are
unaccustomed and they want supports from headquarters (Hung, 1994; Sergeant & Frenkel,
1998; Selmer & Shiu, 1999; Buckley, 2007). In addition, they are afraid of the “out of sight, out
of mind” problem, which may influence their chances of promotion (Black, Gregersen &

Mendenhall, 1992; Edstrom & Galbraith, 1994).

The need for support is not restricted to work settings. Many MNEs provide supports to
the family members. For example, 3M pays tuition fees for spouse in the host country if they
want to continue their education and Kodak assists spouses of its expatriates’ to look for jobs in
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the host country (Black, Gregersen & Mendenhall, 1992). These MNEs hope to enhance the
employability of the spouses during or after the relocation, and also lessen the stress that
expatriates and their family may experience during the relocation. However, the majority of
MNEs do not providing that much supports to their employees (Harvey, 1996). Some MNEs
guarantee of supports in language and cultural training after arrival (Suutari & Burch, 2001).
However, many expatriates find they are too busy to have time for such training when they are
overseas. Therefore, expatriates may experience stress from inadequate supports from

headquarters and their work and so as life satisfaction in China may also be affected.

H19: There is no relationship between inadequate supports from headquarters and job

itself satisfaction for expatriates.

H20: There is no relationship between inadequate supports from headquarters and

organization satisfaction for expatriates.

H21: There is no relationship between inadequate supports from headquarters and in China

satisfaction for expatriates.

2.7.10 Chinese Business Environment

Traditionally, China has been influenced by Confucianism, “Who you know is more
important than what you know”. “Who you know” refers to one’s guanxi (social connections) in
a society and “what you know” refers to the technological expertise one possesses. Western
management practices emphasize more on contracts and procedures while Chinese businessmen
emphasize more on guanxi. China is a collectivist country with high-context culture compared

with most of its Western counter-parts (Chen, 1995; Cooke, 2009). Chinese people prefer to
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know somebody and then trust somebody before they do business with them (Sergeant &
Frenkel, 1998; Hutchings & Murray, 2002). Therefore, cultivating, maintaining and developing
guanxi (connection and relationship) are important for one to have an easier life and this also
applies to both life and business settings (Chu & Ju, 1993; Bjorkman & Schaap, 1994; Chen,
1995; Kienzle & Shadur, 1997; Zhu, Speece & So, 1998, Worm, 1998; Selmer & Shiu, 1999; Li
& Wright, 2000; Chen, 2001; Sanchez, Spector & Cooper, 2000; Tan & Yeung, 2000; Vu, 2005;

Cooke, 2009; Wilson & Brennan, 2010; Nolan, 2011).

The benefits of guanxi on business side is, most of the time, it replaces excessive
bureaucracy or formal hierarchies with flexibility (Chu & Ju, 1993; Bjorkman & Schaap, 1994;
Buttery and Wong, 1999; Chen, 2001; Zimmermann et al., 2003; Wilson & Brennan, 2010;
Nolan, 2011). It is an essential issue if one wants to do business in China, especially for smaller
size organizations (Hutchings & Murray, 2002; Wilson & Brennan, 2010). Yeung and Tung
(1996) presented eleven factors to a group of executives who worked in MNEs that had
operations in China and asked the executives to rank the importance of these factors to their
long-term business success in China. The eleven factors were: choosing the right business
location, choosing the right entry strategy, competitive prices, complementarity of goals,
familiarity with Chinese negotiation style, flexibility in business operations, guanxi with
Chinese business associates, long-term commitment to the China market, management control,
product differentiation and quality, and understanding of China’s policy. Among the eleven
factors, guanxi was the only factor that was consistently rated as a key success factor. Although
there were only nineteen firms in the initial sample, a later study, with a larger sample found
that guanxi was also the only item being nominated by both Hong Kong and non-Hong Kong
firms as a key factor for success in doing business in China (Tung & Yeung, 1998). If foreign

firms ignore Chinese culture, including guanxi, their ventures in China tend to fail (Tung, 1982b,
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1989). It is also statistically proved that a strongly developed right guanxi makes companies

performed better financially (Yeung & Tung, 1996).

What are the benefits come along with good guanxi? In a study with respondents of 150
Hong Kong Chinese executives who have Chinese business practices, smooth running of routine
and frequent transactions (payment and transport); able to access the needed information
(government policies and import regulations); and able access to resources (approval of
applications to central government and import license applications) are the top most important

guanxi benefits (Davies, Leung, Luk & Wong, 1995).

Chinese managers are not comfortable doing business with strangers. Developing
long-term trust relationships with Chinese can enhance the business effectiveness (Chapel, 1998;
Worm, 1998; Hutchings & Murray, 2002; Vu, 2005). In a study with 2,000 respondents from
Shanghai, Chu and Ju (1993) found 80 percent of the respondents wound not trust strangers
until they had the opportunity to know them more. Guanxi building is essentially important,
especially at the initial stages of entering the China market (Tung & Yeung, 1998; Hutchings &
Murray, 2002; Wilson & Brennan, 2010). Once the operation is set up, other conditions like
technical competence, high-quality products, suitable business strategies and in-depth
knowledge of the market must be met to sustain business success in China (Yeung & Tung,
1996). Besides the business environment, guanxi also helped in dealing with the government

(Wilson & Brennan, 2010).

Guanxi building is person-specific rather than organization-specific. It means if a manager
leaves a company, he would bring along the guanxi that he has developed as his personal asset
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to leave the company (Chen, 2001). For a new manager or expatriate replacing this position, he
has to develop the guanxi again or he may bring along the guanxi that he already possessed to
this company (Tung & Worm, 2001). In order to let the Chinese party have more understanding
of the foreign parties, expatriates have to engage in those guanxi building activities
(Zimmermann et al., 2003). Tendering favours (e.g., gift-giving and entertainment at lavish
banquets); nurturing long-term mutual benefits (e.g., create an interdependence between the two
parties); nourishing personal relationships (e.g., based on sincerity and frankness to share inner
feelings and personal secrets); and cultivating trust (e.g., learn the culture and language), are
four complementary strategies that can build and maintain guanxi (Yeung & Tung, 1996; Tung
& Yeung, 1998). These four strategies are not mutually exclusive and they should be used
complementarily. For the companies that used an integrated approach with these four strategies
to build and maintain guanxi, they recorded with significantly higher levels of financial

performance than those companies which just one of these strategies.

Westerners are more difficult to build guanxi than local Chinese or overseas Chinese
because they do not have any blood or locality ties with Chinese, and many local Chinese
choose passively to develop guanxi with foreigners (Yeung & Tung, 1996; Tung & Yeung,
1998; Chen, 2001). In a descriptive, self-report survey, which telephone and face-to-face
interviews were followed, 38 percent of the 26 professionals who had been on assignment in
China said they did not develop “close or personal relationships with PRC employees.” They
reported the fear and suspicion of foreigners by Chinese, and the belief that personal
relationships with foreigners are generally discouraged in the Chinese culture, are the barriers
for close relationship development with the local Chinese (Weiss & Bloom, 1990). The lack of
common ground between Chinese and Westerners existed outside the workplace is another

barrier inhibiting a closer relation with Chinese. As a result, a better preparation in language
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(Zimmermann, et al., 2003), culture, history and politics before the departure can enhance the
relations (Sergeant & Frenkel, 1998; Selmer & Shiu, 1999). Their effort to understand the local
cultural practices and the language are highly appreciated by the local Chinese (Hutchings &
Murray, 2002; Zimmermann, et al., 2003). In addition, using an intermediary is a good way to
open the guanxi door for foreigners (Yeung & Tung, 1996; Selmer & Shiu, 1999; Chen, 2001,

Tung & Worm, 2001; Zimmermann et al., 2003; Wilson & Brennan, 2010).

Many expatriates placed in country where guanxi or networking building is an important
criteria for business success, consider guanxi building unethical and many of them have
negative attitudes toward these activities and strategies (Worm, 1998) and treated it as a benign
form of corruption (Chen, 2001; Warner, 2010; Wilson & Brennan, 2010). In addition, they find
them exhausting since most of these guanxi building activities take place out of office, after
working hours (Tung & Yeung, 1998; Worm, 1998; Selmer & Shiu, 1999; Tung & Worm, 2001;

Hutchings & Murray, 2002; Zimmermann, et al., 2003; Vu, 2005).

Despite the argument that the importance of guanxi was declining due to China’s market
liberalization and the emergence of online business intermediaries (Anderson & Lee, 2008;
Davison & Ou, 2008), guanxi was still proved to be an influential factors in doing business in
China (Wilson & Brennan, 2010). The presence and depth of guanxi might affect how firms and
MNEs were treated and how easy businesses were conducted in China. In the eyes of expatriates,
they might consider competition was not fair in China. For example, in the European Chamber
Business Confidence Survey 2011, 43% of the respondents perceived government policies were

less fair for foreign invested enterprises and 83% of the respondents indicated the promotion of
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fairer competition in the Chinese market is important for the future economic performance of

China (European Chambers of Commerce, 2012).

Therefore, it is proposed that Chinese business environment would bring stress to
expatriates, and their satisfaction in work and in China are possibly affected. The following

hypotheses are suggested.

H22: There is no relationship between Chinese business environment and job itself

satisfaction for expatriates.

H23: There is no relationship between Chinese business environment and organization

satisfaction for expatriates.

H24: There is no relationship between Chinese business environment and in China

satisfaction for expatriates.

2.7.11  Rules and Regulations

A group of European expatriates indicated there was a biggest difference between
perceived necessity and actual availability of supports from their MNEs in local laws/rules,
healthcare system and public authorities after they arrived at Finland (Suutari & Burch, 2001).
Therefore, lack of knowledge and information in these areas create troubles to expatriates.
China is famous with its excessive bureaucracy (Buttery & Wong, 1999; Global Relocation
Trends Survey 2008). Expatriates are reported to encounter bureaucratic obstacles from time to
time (Sergeant & Frenkel, 1998). In terms of bureaucracy, China is the second most corrupted
country in doing business with, findings from a survey with 3016 business executives who were

54



relocated to 30 different countries worldwide (Lai, 2011). In a survey conducted by the
International Business Leaders Advisory Council, respondents reported there were too much
government control and interference, red tape, complex procedures and inconsistent policies in
Shanghai (Lococo, 1996; Wong, 1994; Agence France-Press, 1996). Both China and India are
ranked as the countries with the highest failure rates of international assignment and they are
also considered as the countries that are the most challenging for international assignments

(Global Relocation Trends Survey 2010).

Another problem is law is not complied and legitimate as it is in the West (Sergeant &
Frenkel, 1998). To make things worse is the national legislation may be implemented differently
in different locations by the local governments (Goodall & Warner, 1998; Chen, 2001). There
are three levels of governments in China: national, provincial and municipal governments (Tse
et al., 1997). The nature, location and scale of the operations affect which level of government
that a foreign operation needs to work with. The higher the level implies it is safer. The higher
level implies it has more authority in approving projects, interpreting government policies,
coordinating resources and exercising control. The lower level implies that there can be more
flexibility given to a foreign operation (Tse et al., 1997). It may also imply that different local
(municipal) governments may interpret and implement the same policy differently. Therefore,
expatriates may find the rules and regulations are different in different locations in China. For
example, in the European Chamber Business Confidence Survey 2011, 88% of the respondents
indicated that rule of law and transparent policy-making and implementation would be the key
driver for China’s economic performance in the coming years (European Chambers of

Commerce, 2012).
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Contracts are written in Chinese and many of the times, there is an English translated
version. In addition, the law is also in Chinese. However, since Chinese is the official language,
the Chinese version contract and law have precedence over the English version (Hung, 1994).
Expatriates would be frustrated when there are disputes and they need to argue with the Chinese

on the contract term which is written in Chinese.

Therefore, all these rules and regulations related issues in China would create stress to
expatriates and therefore affect their work and life related satisfaction in China. Proposed

hypotheses are as follows:

H25: There is no relationship between rules and regulations and job itself satisfaction for

expatriates.

H26: There is no relationship between rules and regulations and organization satisfaction

for expatriates.

H27: There is no relationship between rules and regulations and in China satisfaction for

expatriates.

2.7.12  Working with Chinese

The lengthy negotiation process customarily encountered in China (Pye, 1982; Chen, 1994;
Hung, 1994; Selmer, 1998b) and the tortuous bureaucracies in companies or government
departments shocked many expatriates relocated in China (Selmer, 1998b; Wong and Stone,
1998). The decision making of the Chinese side usually involves many parties and different
levels of authority (Blackman, 1998) and it is difficult to identify the real decision maker in
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business dealings (Hung, 1994; Selmer, 1998b; Chen, 2001). In addition, Chinese believe that
patience is a value in negotiations, particularly with Americans. Therefore, they use a lot
stalling tactics and delays and make the negotiation process long (Pye, 1982; Chen, 1994).
Furthermore, the indirectness of Chinese (Chen, 2004) also make the Western parties take time

to find the actual meaning of the Chinese side in the negotiations.

Chinese view time as synchronic and abundant in supply while Westerners view time as
sequential and in short supply (Trompenaars, 1993). Therefore, western expatriates can easily
experience frustrations when they work with local Chinese, especially there is a deadline to
meet (Sergeant & Frenkel, 1998). Frustrations can also be experienced when expatriates need to
negotiate with PRC business representatives who are usually not faced with deadlines and

targets like the expatriates do (Hung, 1994).

H28: There is no relationship between working with Chinese and job itself satisfaction for

expatriates.

H29: There is no relationship between working with Chinese and organization satisfaction

for expatriates.

2.8 Sources from General Environment

2.8.1 Environmental Pollution

Pollution in China is commented to be worse than Los Angeles (Lindorff, 1996). Traffic,
noise and air pollution are serious problems in the eyes of expatriates (Zimmermann et al.,
2003). A recent ranking of the World Bank shows that New Delhi, the capital of India, is the
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most polluted city in the world, followed by Cairo, Kolkata, and Tianjin. Sixteen of the rest of
the twenty most polluted cities are in China (Cheng, 2006). Another survey conducted in 2005
released that 39.7 percent of the 522 cities surveyed were either moderately or seriously

polluted in China (Epoch Times, 2006).

Pollution control and attraction of foreign investment always go in the opposite directions.
Many MNEs transfer production process overseas because many developing countries have
inadequate pollution controls, e.g., China (Kahn & Yardley, 2007). A recent survey conducted
by a local Environmental Protection Agency in Shanxi, a mineral-rich northern province in
China, reported that over 90% of the local government officials believe that more stringent
pollution controls would slow economic growth (Cheng, 2006). As a result, many provincial
governments may sacrifice environment to economic figures (Buckley, 2007; Kahn & Yardley,
2007). The same thing happens in many other developing countries in this world (Blacksmith

Institute, 2006)

In addition of fast industrial expansion, coal burning is still the main form of household
heating in winter time, even in cosmopolitan cities like Beijing and Shanghai. Coal is also the
main input for electricity plants in mainland China and two-thirds of China’s energy is from
coal burning (Kahn & Yardley, 2007). Recently the main source of air pollution has changed
from soot to emissions from motor vehicles (China Daily, 2010). According to the Ministry of
Environmental Protection, the number of motor vehicles in China and their total quantity of
exhaust fumes are 24 times and 12 times respectively more than that of 1980s (China Daily,
2010). On the other hand, the lack of regulations on the releases of chemicals and sewages of

factories make China seriously polluted in both air and water (Kahn & Yardley, 2007). The
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rapid industrialization and urbanization has brought China with serious water pollution (Ma,
2010). For water pollution, the significant “dirty” sectors are coal mining, building materials,
transport equipment, chemicals and metals. The use of fertilizers in agricultural industry also
adds up on the water pollution in China (Ma, 2010). In the case of air pollutants, metals,
petroleum/gas and ferrous metals are exceptionally “dirty” for sulfur dioxide (SO,) emissions;
furniture, metals, electrical equipment, textiles, paper, and ferrous metals for total suspended
particulate (TSP) emissions (Dasgupa, Wang & Wheeler, 1997). It is estimated that
approximately 4,000 people suffer premature death from pollution-related respiratory illness
each year in Chongging; 4,000 in Beijing; and 1,000 in both Shanghai and Shenyang (Xu, Gao,

Dockery & Chen, 1994).

Many health conscious expatriates in China are afraid of potential consequences pollution
would bring problems to themselves and their children (Bjorkman & Schaap, 1994; Selmer &
Shiu, 1999). In a survey conducted by the Nielsen Company, sponsored by the American
Chamber of Commerce (Hong Kong), found that 51 percent of executives who responded to the
survey said they have had difficulty recruiting professionals to come and work in Hong Kong.
Seventy percent personally know professionals who have refused to work in Hong Kong, and
eighty-three percent know expatriates in Hong Kong who are thinking of leaving the place
because of the environmental problems (American Chamber of Commerce, 2007). DelLeon and
McPartlin (1995) conducted a survey with expatriate children in Hong Kong as the sample and
found that 69% of them complained the most was polluted environment. However, the PM 10
concentrations (PM 10 refers to particulate with diameter less than 10 microns) were 87 micro
grams per cubic meter in China while it was only 38 micro grams per cubic meter in Hong
Kong in 1999 (Pandey, Wheeler, Ostro, Deichmann, Hamilton & Bolt, 2006). Although the

readings of PM 10 have recorded a decrease from 77 to 66 micro grams from 2006 to 2008
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(World Bank, 2011), it is still not meeting the European Union’s safe standard of below 40
micrograms (Kahn & Yardley, 2007). In addition, the readings should be higher for more
developed cities like Beijing and Shanghai. Therefore, it is not difficult to imagine that the
problem for sending expatriates to China would be more serious than to Hong Kong in regard of

the pollution issue.

Although Prime Minster of China Wen Jiabao had publicly addressed 48 references to
“environment”, “pollution” or “environmental protection”, most of the government’s
environmental targets have not met yet (Kahn & Yardley, 2007). To continue one of the
objectives set in the Eleventh Five Year Plan of China (2006-2010), the Twelfth Five Year Plan
(2011-2015) also advocates the environmental protection (Xinhua Net, 2011). The results

should wait to see. However, for the moment, the following hypothesis is proposed.

H30: There is no relationship between environmental pollution and in China satisfaction.

2.8.2 Leisure Activities

Lack of favorite leisure time activities affect whether expatriates would accept the
overseas assignments (Yurkiewicz & Rosen, 1995). With heavy workload and frequent travels,
expatriates would like to enjoy during their leisure time (Fischimayr & Kollinger, 2010). China
is lack of good quality recreational facilities and expatriates consider it is one of the prime
difficulties to stay in China (Zambet & Bovarnick, 1986; Weiss & Bloom, 1990; Bjorkman &

Schaap, 1994; Zimmermann et al., 2003).
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Expatriates cannot enjoy leisure driving in China. Streets in major Chinese cities are busy
with all types of vehicles, namely cars, trucks and motor cycles, and others like bicycles, trams
and trolleys (Zambet & Bovarnick, 1986). Pedestrians and all these vehicles are competing for
spaces on the streets. Leisure travelling within China is another problem as hotel
accommodations are mostly unsatisfactory outside of the major cities (Zambet & Bovarnick,
1986; Zimmermann et al., 2003). Conditions on trains have been improved a lot although they
were slow and well known with the poor sanitary facilities (Zambet & Bovarnick, 1986).
Travelling by air was troublesome too as confirmed tickets may be invalidated without reason
and flight schedules are inconsistent due to poor communication and systems (Weiss & Bloom,
1990). Again, conditions on airlines have also been improved. There are obvious improvements
in terms of the availability of hotels, restaurants and daily necessities compared with when
China was first rejoined to the world in 1978. However, is the hardware up to standard? Is the

software, e.g., quality of service, be able to matched with the hardware?

For those expatriates who are not satisfied with the leisure activities in China, they change
their habits to go out more often for meals and meeting people more often (Zimmermann et al.,
2003); to read more books; to spend more time with family; to play more Mahjong and watch
more video tapes (Selmer & Shiu, 1999). Others change their sports or work more as a way to

deal with the lack of good quality leisure activity problem (Zimmermann et al., 2003).

Leisure activities are more related to one’s general life instead of work life. Therefore,
lack of leisure activities may bring stress to expatriates and may affect their in China

satisfaction. The following hypothesis is drawn accordingly.
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H31: There is no relationship between leisure activities and in China satisfaction for

expatriates.

2.8.3 Quiality of Life

Dissatisfaction with the quality of life in foreign assignment made expatriates failed in
their overseas assignments (Adler, 1987). China is famous as a production hub for counterfeit
products and it is the biggest source of pirated goods in Asia (Jha, 2005). The counterfeits
include farming materials, food, medicines, medical instruments, medical foodstuffs, cosmetics,
electronics, household appliances, computer peripherals, auto parts, lighters, optical media, toys,
apparel, footwear, luxury accessories (including handbags, jewelry, watches and eyewear),
cigarettes, and building materials (Xinhua net, 2007; NewsGD, 2007; International
AntiCounterfeiting Coalition, 2007). It is estimated that counterfeit products are ranged from
15 percent to 20 percent of all products made in China and account for about eight percent of
the total GDP of China (Levin, 2006). Guangdong, Zhejiang and Fujian are the biggest problem

spots for counterfeiting in China (International AntiCounterfeiting Coalition, 2007)

Sometimes, it is easy to tell whether a product is a fake one or a real one by the price
difference or by their appearances. Sometimes, there is no way to make a distinction when both
appearances and price levels are identical. Expatriates are annoyed with the counterfeits as they
are paying the market price for buying a fake product, especially when these products are health
and safety concerned. About nine percent of the drug market in China is occupied by fake ones
(International AntiCounterfeiting Coalition, 2007). They directly threaten consumer health in
China. The worse case was some lives were lost. For example, the use of tainted drugs

manufactured by Qigihar No. 2 Pharmaceutical Co. made 11 people killed (Xinhua Net, 2007).
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As a result, many expatriates worry about their usage of drugs if they are sick in China. This is
especially true for those expatriates who are senior in age since they may need to use more

medical care and products than younger expatriates.

A country that has experienced fast economic development may not have hygiene
standards and medical services that are available in developed countries. As indicated in Table
3, China is the country which dedicated the lowest expenditure (4.3%) on health as a percentage
on GDP than other countries like the US (16.0%), UK (8.7%), Japan (8.1%) and Taiwan (6.5%).
For number of doctors, China and Taiwan both had the lowest density (1.6 per 1000 residents)
among the countries on the list. The US (3.1) had the highest number of doctors per 1000
residents. Although the doctor density of China is not a lot lower from places like Hong Kong
(1.8), its nurse number to population ratio (1.3) is a lot lower than other countries. It implies that
the doctors in China may bear a lot of the workload that are supposed to be responsible by
nurses in other countries. In other words, the less important workload which is supposed to be
borne by nurses may compete for the time of the doctors. The attention and effort of doctors are
driven to the nursing work; that may lower the quality of the medical care in China. The life
expectancies for both males and females in China are also the lowest among the countries

shown in Table 2.3.

Table 2.3: Medical Indicators of Some Countries in 2008

Countries

China us UK Japan Taiwan

Total Expenditure on Health (as a % on 4.3 16.0 8.7 8.1 6.5
GDP)

Doctors Number per 1000 population 1.6 3.1 2.6 2.2 1.6

Nurses Number per 1000 population 1.3 10.6 9.5 9.5 5.2

Life Expectancy at Birth for Male 721 75.3 77.6 79.3 75.6

Hong Kong
4.8

1.8
5.4
79.3
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Life Expectancy at Birth for Female 75.7 80.4 81.8 86.1 81.9 85.5

Source: Food and Health Bureau Statistics. The Government of the Hong Kong Special
Administrative, 2011

Medical services are important in the eyes of expatriates and their family (Suutari & Burch,
2001). The standard is low in China (Hung, 1994; Selmer, 1998b) and many expatriates do not
trust the medical services in China (Selmer & Shiu, 1999). The unavailability of high-quality
medical services is considered as a barrier for expatriates to accept an overseas assignment
(Yurkiewicz & Rosen, 1995). They do not simply concern about the quality. They also care
about how well they can communicate with the Chinese doctors and nurses who cannot speak
English very well (Zambet & Bovarnick, 1986). Hospitals and doctors are allowed to charge
first and treat later (Cheng, 2006). Thus, it puts life below the value of money. Expatriates are

afraid of under emergent situations that their lives may be at risk.

There are also other daily concerns in the eyes of expatriates. Although most expatriates
are satisfied with Chinese food and restaurants, many consider the lack or price of western foods
as a disadvantage of staying in China (Zambet & Bovarnick, 1986; Zimmermann et al., 2003).
The unavailability of high quality milk, cheese and meats affect the quality of life of expatriates
(Zimmermann et al., 2003). In general, infrastructure facilities in transportation, communication,
education, health and public utilities are still in poor quality (Hung, 1994). All these lack of
modern conveniences made the life living in China difficult for expatriate personnel (Zamet &
Bovarnick, 1986). Although the quality of life may have been improved due to the improvement
of its economy since China has been a member of the World Trade Organization for ten years,
the people factors seem have no improvement, which can been seen on the fake products,
contaminated products and medical care. As a result, it is suggested that quality of life would

bring stress to expatriates and affect their in China satisfaction.
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H32: There is no relationship between quality of life and in China satisfaction of

expatriates.

2.9 Sources from Interacting with Locals

29.1 Different Habits

Being culturally distant from the Western countries in terms of high collectivism and
power-distance (Hofstede, 1993), Chinese people also possess a very different life style in the
eyes of Western people. Spitting in street is still a cultural habit that shocks westerners when
they are in China (Tung, 1986, Zimmermann et al., 2003). Other manners, like burping in public,
talking loudly in public, staring at foreigners and closely observing their actions are commonly
seen “rude” behavior in China that expatriates feel uncomfortable with (Weiss & Bloom, 1990;
Zimmermann et al., 2003). The greater dirtiness of Chinese (Selmer, 1998b; Zimmermann et al.,
2003) and their lack of privacy concept (Weiss & Bloom, 1990) also make expatriates find

living in China not easy and less comfort.

The immediate economic take off after the Open Door Policy also nurtures Chinese people
with very particular set of values different from foreigners. China means “Middle Kingdom” in
Chinese (Bjorkman & Schaap, 1994; Chen, 2001; Warner, 2010). Chinese people are so proud
and believe all other races are not as good as them (Zamet & Bovarnick, 1986). In addition, the
vast differences of income and lifestyle (Zamet & Bovarnick, 1986), and the fear and suspicion
of foreigners by Chinese (Weiss & Bloom, 1990) result with an almost complete lack of social

relations between expatriates and host nationals in China.
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The different habits and also the lack of social interactions between locals and expatriates
may make the expatriates have no chance to understand and accept the habit differences
between themselves and the locals. Therefore, the different habits may create stress to
expatriates and affect their general satisfaction in China. In addition, those locals who possess
different habits are not just locals in streets or in restaurants but can also be their colleagues at

work. Therefore, their satisfaction at work may also be affected other than in China satisfaction.

H33: There is no relationship between different habits and job itself satisfaction for

expatriates.

H34: There is no relationship between different habits and organization satisfaction for

expatriates.

H35: There is no relationship between different habits and in China satisfaction for

expatriates.

2.9.2 Cheating

Cultural shock is defined as the anxiety resulted from losing one’s familiar signs and
symbols of social intercourse when one enters a strange culture (Oberg, 1960). Symptoms
include excessive hands washing; excessive concern over the cleanliness of water, food, dishes,
and bedding; fear of physical contact with attendants or servants; a feeling of helplessness and a
desire for dependence on long-term residents of one’s own nationality; easy to get angry with
delays and other minor frustrations; excessive fear of being cheated, robbed, or injured; and

terribly longing back to home (Oberg, 1960; Juffer, 1986). Different individuals may have
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different of the above symptoms and the degree would also be different. As cultural shock can
be caused by ineffectiveness of intercultural or interpersonal communication (Juffer, 1986), it is
possible that expatriates who are still in the cultural shock stage would suspect that the local

Chinese would cheat them.

Guanxi is important in doing business in China (Chen, 2001; Chiu, Wu, Zhuang & Hsu,
2009). Among the parties involved, guanxi tends to benefit the weaker member of a relationship
the most (Chen, 1995; Yeung & Tung, 1996). As a result, if these two parties involved were an
expatriate and a local resident, the expatriate might gain the impression that the local party is
taking advantage since expatriates are usually in better financial conditions. For example,
Chinese local employees estimated that foreign expatriates were compensated from 15 to 50
times more than the local employees (Leung, Smith, Wang & Sun, 1996; Chen, Choi & Chi,
2002). In doing business, Chinese think it is not unethical to rip off foreigners (Hutchings &
Murray, 2002) that might due to the reasons that the locals were aware of and resent to such
compensation differentials between themselves and foreign expatriates (Gladwin & Walter,

1980; DeL.isle & Chin, 1994).

Due to historical reasons, some Chinese people still hold some hostile feelings towards
foreigners. When there are clashes between local Chinese and foreigner, the foreign side can
easily be blamed. For example, if a driver of a vehicle has an accident with a bicycle or
pedestrians, Chinese law and local people tend to hold the vehicle driver partially liable for the
accident. On the other hand, if a foreigner owned vehicle is hit by a local cyclist. The foreigner
would be blamed of the cause of the accident as if he had not come to China, the accident would

not have happened (Zambet & Bovarnick, 1986).
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The unfriendly feeling is not just toward foreigner but also toward overseas Chinese from
place like Hong Kong and Macau (Bjorkman & Schaap, 1994; Hung, 1994; Goodall & Warner,
1998; Chen, 2001). The reasons contributed to that feeling are the widespread of negative
stereotypes of Hong Kong and Macau businessmen who were doing business dishonestly in
China during the early days of the “Open Door” policy and the significant differences in the
remuneration packages which are due to nationality rather than ability differences between these
expatriates and local people (Bjorkman & Schaap, 1994; Goodall & Warner, 1998; Selmer &

Shiu, 1999). The following hypotheses are proposed:

H36: There is no relationship between feeling being cheated by local Chinese and job itself

satisfaction for expatriates.

H37: There is no relationship between feeling being cheated by local Chinese and

organization satisfaction for expatriates.

H38: There is no relationship between feeling being cheated by local Chinese and in China

satisfaction for expatriates.

2.10 Sources from Local Employees

2.10.1 Qualifications of Local Employees

Expatriates in China mostly occupy the managerial positions. In other words, they make
strategic decisions and local employees are responsible for implementation. Therefore, the
availability and the qualifications of local employees are important for the implementation of
strategic decisions. Although China has attracted quite extensive number of foreign invested
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companies established within its border, its labor force has been criticized of low quality, e.g.,
unskilled and lack of education (Zhu, Speece & So, 1998; Cooke, 2005, 2009). As Table 2.4
which shows the educational attainment of the population in China in 2000 and 2009, less
percentage of people who got no schooling (8.02% vs. 9.55%) and less percentage of the
population who got the attainment of primary school only (31.80% vs. 38.18%) compared the
situation in 2009 with 2000 (China Statistics Yearbook, 2001, 2010). Although more percentage
of the population finished junior (40.23% vs. 36.52%) and senior secondary school (13.41% vs.
8.57%), the percentage of the population who finished college and higher levels was still very
low (6.56%) (China Statistics Yearbook, 2001, 2010). This indicates that MNEs have
difficulties in acquiring high skilled labor or acquiring qualified workforce with basic education
for subsequent training (Cooke, 2005, 2009). As a result, many locals are not qualified and have
no prior experience for their current positions, particularly in MNEs (Zamet & Bovarnick, 1986;
Lu & Bjorkman, 1997; Goodall & Warner, 1998; Hulme, 2006; Li & Sheldon, 2010). For
example, local Chinese employees are less systematic in organizing work procedures then
German employees (Zimmermann et al., 2003). Many expatriates find they need to train their
secretaries personally. However, the training creates a lot of frustrations and it consumes a lot of
time and energy from the expatriates (Chao & Sun, 1997; Lu & Bjorkman, 1997). The shortage
of qualified and skilled labor lead to high labor turnover in China even more serious, which
makes MNEs hesitate to invest in training as their trained local employees are poached by other

MNEs or local companies (Li & Sheldon, 2010).

Table 2.4: Educational attainment of the population aged six and above in China in 2000
and 2009

Percentage of population aged six and above

Educational Level Year 2000 Year 2009
No schooling 9.55 8.02
Primary school 38.18 31.80
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Junior secondary school 36.52 40.23
Senior secondary school 8.57 13.41
College and higher level 7.20 6.56

Source: Adapted from China Statistics Yearbook, 2001 and 2010, the Ministry of Statistics of

China.

In addition, local Chinese resist to changes, avoid decision and responsibility (McEllister,
1998; Zhu, Speece & So, 1998). This is because as compared with their Western counterparts,
Chinese industrial personnel (both managers and workers) get use to the way that exact and
detailed prescriptions of what is expected of them as members of a factory, workshop, or work
unit are given to them (Tung, 1987b). The prescriptions can be as broad as the overall policies
and guidelines that industries should follow in its enterprises, or as detailed as production
targets, allocation of raw materials, marketing and also purchase for the enterprises. All these
nurture the personnel avoid of making decisions and bearing responsibilities. Therefore, local
employees are not meeting the standard in the eyes of expatriates (Cooke, 2005, 2009). The low
quality of work provided by local employees who are lack of education and training may affect
the work of expatriates. As a result, the qualifications of local employees may bring stress to

expatriates and affect their satisfaction at work.

H39: There is no relationship between qualifications of local employees and job itself

satisfaction for expatriates.

H40: There is no relationship between qualifications of local employees and organization

satisfaction for expatriates.

H41: There is no relationship between qualifications of local employees and in China

satisfaction for expatriates.
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2.10.2  Work Attitude of Local Employees

Traditional Chinese education system emphasizes a lot on rote learning and it leads people
lack of independent thinking and problem-solving skills (Hulme, 2006). In addition, the
Confucian values which influence a lot on local management resulted with too much emphasis
on control and vertical linkages. As a result, staffs are passive and over-dependent on strong
leaders (Warner, 2010). They do not like to take responsibility and initiative, especially staffs at
lower rank (Zambet & Bovarnick, 1986; Napier & Taylor, 2002; Zimmermann et al., 2003).
They do only what they are informed to do from a higher rank of the hierarchy (Davidson, 1987,
Weiss & Bloom, 1990; Napier & Taylor, 2002; Zimmermann et al., 2003). In addition, local
employees prefer to stick with the old style of doing things and do not work according to the

instructions of expatriates. That also creates frustrations to expatriates (Selmer & Shiu, 1999).

“Doing is 36 and not doing is 36 too” is a famous Chinese saying to describe the work
attitude of Chinese workers in China. This work attitude is resulted from the “iron rice bowl”
policy which is an enterprise-based employment system that guaranteed Chinese workers
life-time employment and a comprehensive welfare system (Warner, 1996, 1998). This
traditional practice of “eating from the big rice pot” of state-owned enterprises does not
distinguish high and low performers (Chen, 1995; Zhu & Dowling, 1998). Their equitable
reward system fails to encourage employees to build up accountable and responsible attitudes
(Weiss & Bloom, 1990; Li, 1998). Even though there were reforms in human resource practices,
such as “iron rice bowl” against “labor market”, “grade-based” wages against ‘performance

based” ones, there were still no clear-cut between the old and the new system in many stated

owned enterprises (Warner, 1996). The “Doing is 36 and not doing is 36 too” concept is deeply
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rooted in the minds of many Chinese employees. Some of these employees even bring these
destructive attitudes to joint ventures and foreigh companies (Goodall & Warner, 1998). Some
expatriates commented that Chinese are not used to hard work in workplace, and their work
attitude and ethic toward work are observed as “superficial” and not serious (Weiss & Bloom,

1990; Sergeant & Frenkel, 1998).

Despite all these negative comments, some expatriates do comment that Chinese respect
and are eager and quick to learn technical things (Davidson, 1987; Weiss & Bloom, 1990).

Training is greatly valued by the Chinese authorities (Davidson, 1987).

H42: There is no relationship between work attitude of local employees and job itself

satisfaction for expatriates.

H43: There is no relationship between work attitude of local employees and organization

satisfaction for expatriates.

H44: There is no relationship between work attitude of local employees and in China

satisfaction for expatriates.

2.10.3  Indirectness of Local Employees

Getting a definite “Yes” or “No” answer from a Chinese is difficult. Even though you get a
“Yes” from a Chinese, it does not mean the person agrees with you, it just simply means he/she
has heard you (Sergeant & Frenkel, 1998; Chen, 2001). Chinese people have an indirect style in
communication in which the Chinese understand the underlying code for indirect
communication but they assume that foreigners should learn the underlying code rather than
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sticking with their western style of communication when they communicate with the local
Chinese (Zimmermann et al., 2003). Therefore, many expatriates found Chinese people speak in

a subtle way and they leave many messages to interpretation (Weiss & Bloom, 1990).

Hall (1976) classified culture into two extremes, high-context culture and low-context
culture, in order to explain people who fall into these two categories communicate differently.
Just like Japan, China belongs to high-context culture. Relationships between individuals in
high-context cultures are relatively long lasting, and individuals feel deep personal involvement
with each other. At the same time, it also takes a longer time to develop the relationship. The
external environment, situation, and non-verbal behavior are crucial in creating and interpreting
communications (Mead, 1994; Mendenhall, Punnett & Ricks, 1995; Harris & Moran, 1996).
Thus, communication is more implicit in comparison with those low-context cultures, e.g., the
United States. Since so much is communicated by shared code, communication could be
economical, fast, and efficient among members. However, for people from low-context cultures
might find it difficult to infer the actual meaning of the message from the context. That was one
way to explain why many expatriates (who came from low-context cultures) believe Chinese

people (who came from a high context culture) were indirect.

Chinese have very indirect style of communication for the reasons of “face” protection and
the norms of politeness (Zimmermann, Holman & Sparrow, 2003). Many expatriates in China
complain that they never know what is in the mind of their employees as they never speak out
loud. This is a common problem in high power distance countries because their “face-saving”
and high harmonious cultures discourage subordinates from having direct confrontation and

conflicts with supervisors (Warner, 1993; 1995; Sweeney, 1996a; 1996b). To save face, Chinese
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employees are reluctant to ask questions about the assigned task as they think that may make
them look stupid and impolite (Selmer & Shiu, 1999), and they sometimes express agreement
and then do something else afterwards (Worm, 1998) because they are reluctant to challenge
authority (Hulme, 2006). Employees believe direct confrontation with supervisors would
substantially decrease their promotional opportunities (Zhu & Dowling, 1998). The indirectness

of Chinese employees creates frustrations to expatriates.

Being a culture of high collectivism, high power distance, medium to low uncertainty,
with the coexistence of both masculinity and femininity, and also characterized by high-context
communication (Kaye & Taylor, 1997), China is considered as a culture with strange “signs
and symbols” in the eyes of expatriates. It was logical to say the expatriates would experience a

lot of problems in their work and so as daily lives in China.

H45: There is no relationship between indirectness of local employees and job itself

satisfaction for expatriates.

H46: There is no relationship between indirectness of local employees and organization

satisfaction for expatriates.

H47: There is no relationship between indirectness of local employees and in China

satisfaction for expatriates.
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2.11 Influences of other Factors

2.11.1  Expatriates from Different Countries

Torbiorn (1982) identified that some countries are culturally tougher than others. For
example, Africa, Middle East, Far East, South America, Eastern Europe/Russia, Western
Europe/Scandinavia, Australia and New Zealand are in a descending order of cultural toughness.
People find African culture is more novel from theirs than the Australian culture. In the sense of
foreign direct investment, cultural distance explains the choice of foreign market investment
locations; the choice of mode of entry into foreign markets; and also accounts for the success,
failure and performance of MNE’s overseas affiliates (Shenkar, 2012). Cultural differences and
novelties inspire scholars to examine whether expatriates from certain countries have a higher
failure rate or if they have more adjustment problems than others, or if adjustments are more
difficult for those from other countries (Tung, 1981, 1982a; Janssens, 1995; Selmer, 1997, 2001,

2006b, 2007).

Rosaline Tung (1982a) found Japanese and European firms had lower recall rates than
American firms. In addition, she also found that the American and West European samples were
more in support of her selection and training paradigm for expatriates than the Japanese sample.
This suggests that America and West Europe are more similar than Japan in cultural perspective.
Other than supporting the work of Torbiorn (1982), it also means that the former groups may

face different problems than Japanese when they are assigned to the same country.

Expatriates who come from a distant culture experience more difficulty in adjustment in a
host country (Church, 1982). Janssens (1995) proved that the degree of intercultural interaction
is significantly influenced by the length of time in the host country and the location of the
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foreign assignment. Intercultural interaction increases as one stay longer in the host country. For
European managers who completed a foreign assignment in Europe showed less intercultural
interaction than those European managers who completed assignments in North America and

Asia (Janssens, 1995).

Overseas assignments to well developed countries are not easy. Assignments to mainland
China seem even more difficult as the environmental and work relationships in China are so
different from other Western countries (Weiss & Bloom, 1990). Confucianism has strong
impact on business and life practices of Chinese people. Authoritarian, high respects on
hierarchy and importance of guanxi (personal relationship) show the unigqueness of the Chinese
business culture (Warner, 2010; Nolan, 2011). Many foreign workers would encounter unique
challenges of the Chinese business and cultural environment as their cultural distances are so
large (Torbiorn, 1982; Teagarden & Gordon, 1995; McEllister, 1998; Selmer, 1998b). Cultural
novelty makes expatriates experience more stress and difficulty in adjusting to the host country
(Harvey & Wiese, 1998b). The more novel and different the host culture is from the home
culture, the more uncertainty perceived and the more difficult the work, interaction, and general

adjustment would be (Black & Gregersen, 1991).

Redmond (2000) documented that cultural distance is a mediating factor between stress
and intercultural communication competence. Parker and McEvoy (1993) proved that
expatriates assigned to cultural distant countries have a significantly lower interaction
adjustment. However, expatriates stationed to cultural distant countries adjust significantly
better in general living environment (Parker & McEvoy, 1993). Peltokorpi (2008) found that

cultural distance has a negative influence on both interaction and work adjustment. Cultural

76



distance moderates the relationship between expatriate staffing and subsidiary performance in
the way that subsidiaries have lower performance when a higher ratio of parent country
expatriates are relocated, especially in cases when cultural distance is high (Colakoglu &

Caligiuri, 2008).

The underdeveloped living conditions of China also make expatriate early return more
frequently happened in China than in other overseas destinations (Zamet & Bovarnick, 1986). In
an expatriate research conducted on Mainland China, Western European managers were less
well adjusted than their North American counterparts on interacting with host nationals (Selmer,
2001). U.S., British and German expatriates were significantly better adjusted on social
interaction than their French counterparts. Thus, it may be related to their national background
and origin, which would give different reliability perceptions to local people (Bonache &
Barraga-Oberty, 2008). Knowledge transfer is much smoother when advice and examples taught
are easily accepted by local employees if international staff is perceived as a reliable source
(Szulanski, 1996). When a person is being treated less favorably because of his/her cultural
membership, a feeling of stress is created (Sanchez & Brock, 1996) and it may be more likely to
reject the local culture (Sanchez, Spector & Cooper, 2000). As a result, expatriates from certain
origins may encounter more problems in China. Selmer (2006b, 2007) tried to prove cultural
novelty has negative associations with general adjustment, interaction adjustment and work
adjustment with an expatriate sample in China. However, no significant findings sorted, which

implies that it is difficult for expatriates to adjust when the cultural novelty is high or low.

Some MNEs send overseas Chinese (from Hong Kong, Malaysia and Taiwan etc) instead

of Westerners to China in a belief that they have language and cultural skill requirements
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(Bjorkman & Schaap, 1994; Yeung and Tung, 1996; Goodall & Warner, 1998; McEllister, 1998;
Selmer, 1998a; Tung & Yeung, 1998; Wilson & Brennan, 2010) and so as their better
understanding of Chinese religious and political systems (Kaye & Taylor, 1997). In addition,
overseas Chinese are chosen because it is believed that they can develop guanxi easier with
local parties as they may share some commonalities, e.g., kinship and locality (Bjorkman &
Schaap, 1994; Chen, 2001; Tung and Worm, 2001). These findings matched with the proposed
idea of Bonache and Zarraga-Oberty (2008) that more effective communication would be

resulted between international and local staff if they come from similar cultures.

Expatriates who are assigned to a cultural distant country are always conscious and alert of
cultural dissimilarity, whereas expatriates assigned to a culturally closer country always fail to
identify the existing cultural differences which may lead to a cultural clash (Brewster,
Lundmark & Holden, 1993; Brewster, 1995a). For example, Brewster (1995a) argued that
expatriates sent to culturally similar countries may encounter more “shock”. Similar findings
were proved in a study with expatriates working in hotel industry in Beijing, although it was not
statistically significant (Kaye & Taylor, 1997). Non-Asian expatriates were found to have a
slightly greater inter-cultural sensitivity than Asian expatriates. In the same study, it was proved
that Asian expatriates are more prone to culture shock than non-Asians. Local people have more
expectations on Asians than on non-Asians (Bjorkman & Schaap, 1994; Kaye & Taylor, 1997).
If both an Asian and a non-Asian make the same cultural mistake, the non-Asian can be easily
forgiven but not the Asian (Hung, 1994). That helps to explain why Asian expatriates
experience more cultural shock. Asians seem to have a more similar cultural background, e.g.,
culture, language, religion and political systems, to mainland people and it is the main reason
why they are chosen and relocated to China. However, cities like Hong Kong, which has

exposed to both the Western and Eastern influences, a set of unique values has been developed
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in this pearl in Asia (Ralston, Gustafson, Elsass, Cheung & Terpstra, 1992; Ralston, Gustafson,
Cheung & Terpstra, 1993; Hung, 1994). Although an Australian negotiator commented that
overseas Chinese are generally treated well in China, except if they come from Hong Kong
(Stone, 1995), overseas Chinese are considered as “outsiders” as they hold the passports of
other countries and many of them are not native speakers of Mandarin in addition that they were
educated in the West (Nolan, 2011). Many local Chinese envy these overseas Chinese because

of their chances of being educated in Western societies (Chen, 2001).

Many overseas Chinese in other countries also consider the China assignments as
“hardship” postings (McEllister, 1998). Expecting to take advantage of the cultural heritage,
sending overseas Chinese to China assignment was expected they would have an easy and
quicker adjustment. However, many Hong Kong managers refrain from adapting their
managerial styles to local practices in China (Selmer & Shiu, 1999). In addition, they insist the
local subordinates strictly follow the parent company standards and behaviour. Many overseas
Chinese working in China also agree that they faced more initial resistance as bosses and
subordinates from the local colleagues than did their Caucasian counterparts (Napier & Taylor,
2002). Finally, frustrations, resentment and withdrawal are resulted in many cases because
overseas Chinese expatriates cannot get the cooperation of the locals (Selmer, 1998d; Selmer &
Shiu, 1999; Nolan, 2011). In addition of the following hypotheses, the study will also explore if

Asian and non-Asian would experience different sources of stress in China.

H48: Expatriates from Asian countries and non-Asian countries experience the same level

of job itself satisfaction.
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H49: Expatriates from Asian countries and non-Asian countries experience the same level

of organization satisfaction.

H50: Expatriates from Asian countries and non-Asian countries experience the same level

of in China satisfaction.

2.11.2 Male vs. Female Expatriates

Although female expatriates are still regarded as a minority in comparison with the male
group (Adler, 1984a; Stone, 1991; Harvey, 1996; Global Relocation Trends Survey, 2010;
Tung, 1998; Caligiuri, Joshi, & Lazarova, 1999; Florakowski & Fogel, 1999; Linehan & Walsh,
1999; Hasberger, 2010; Selmer, 2006a), their increase presence in international assignment
means that MNEs can no longer afford to ignore this pool of potential expatriate candidates
(Anderson, 2001; Selmer & Leung, 2002). For example, there were only 3 percent of female
expatriates identified in a group of 13,338 expatriate managers in a survey with 686 Canadian
and American multinationals involved in 1980s (Adler, 1984b). There were 11 percent females
in a study of Florakowski and Fogel (1999) with a sample of 225 expatriates in 1990s. Although
there was an improvement in terms of their headcount over the years, the percentage was still

small compared with the male counterpart.

Besides the headcount, females are still behind their male counter-parts in international
assignments, in terms of positions hold (Linehan & Scullion, 2001; Hofbauer & Fischimayr,
2004). MNEs prefer sending male rather than female expatriates. For example, in a survey with
60 MNEs as the sample, Adler (1984a) found that 53.8% of these MNEs were hesitant to send
women for international assignments. Female international managers also hold the same belief.
Linehan and Walsh (1999) interviewed 50 senior female international managers in a European
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context and found the sample believes that it is much more difficult for female managers to be
selected for an international assignment than their male counterparts. These senior female
international managers believe that the home-country senior management presumes female
managers would not be interested in international assignment because of their domestic
responsibilities. Another concern of the interviewees is informal networking and access to
mentoring relationships matter in being selected and men still hold and control the power for
developing network and mentor relationships in organizations nowadays (Linehan & Walsh,
1999; Linehan & Scullion, 2001). The participants also suggest that many home-country senior
male managers feel threatened by their female counterparts. In order to reduce this threat, they
often promote people who are similar to them (i.e. other males) to international positions

(Linehan & Walsh, 1999; Linehan & Scullion, 2001).

In addition, some HR professionals concern that women would feel lonely and isolated,
and would even be victims of sexual harassment if they are relocated overseas (Izraeli, Banai &
Zeira, 1980; Adler, 1984a; Napier & Taylor, 2002). However, Taylor and Napier (1996) argued
the major frustrations and stress that expatriates experienced overseas are due to the isolation
experienced. Comparing the two genders, it may be easier for female as they have long
experienced exclusion from the corporate networks. Other scholars (Stroh, Varma &
Valy-Durbin, 2000; Selmer & Leung, 2002) believe glass ceiling and sex-role stereotyping

hinder females not being considered as the expatriate candidates.

Selmer and Leung (2003a) found that the female expatriates are significantly less often
CEOs in Hong Kong and fewer of them are married in comparison with their male counterparts.

On the other hand, there are no significant proofs to show gender differences on the number of
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previous expatriate assignments, time as an expatriate or tenure with the parent corporation.
These findings support the discussion that headquarters may hold a discriminating belief on the
success potential of female expatriates on their overseas assignments. In addition, the lower
positions of the female expatriates on the hierarchy of the overseas operations may also

negatively influence the way they act and adjust there.

Due to cultural bias, being a female expatriate can be a significant liability in countries
like Middle East, Latin America, and Japan (Thal & Cateora, 1979). In a wide range of
countries, including Japan, Korea, Saudi Arabia, Italy, Greece, Australia and France, women are
considered as second class citizens; their mobility is limited; their role in business is restricted,;
or in the worse case, they are excluded from the world of work (Adler, 1984a). As a result, male
expatriates are considered more acceptable by the locals but not the female expatriates (Adler,
2002). Therefore, female expatriates may encounter difficulties when they work with internal

and external parties in the overseas branches in these countries.

However, many researchers (Adler, 1984a, 1997; Adler & lzraeli, 1988) argue that the
female cultural liability applies to domestic positions only but not to expatriates. Female
expatriates are seen as parent-company representatives at first, as foreigners at second and then
as females at third. In other words, female expatriates do not encounter the same problems that
local female managers face (Culpan & Wright, 2002). The comparatively small of them in
number also makes them highly visible in the eyes of local business partners, especially in
countries with “male-dominated” value system. Therefore, it works as an advantage of being a

female expatriate (Adler, 1984a; Taylor & Napier, 1996; Napier & Taylor, 2002). They are also
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very well accepted in China as they are considered as a source of knowledge rather than females

(Napier & Taylor, 2002).

However, Torbiorn (1982) argued that “the role and habits of life in the host country
which apply particularly to women” and it affects the way of adjustment. In other words, it
appears that some cultures are extra “culturally-tough” for women to adapt to because of an
inherent “male-dominated” value system existed in these cultures (Mendenhall & Oddou, 1985).
When female expatriates are assigned to more culturally tough countries, they find prejudice
against them exists and they are more likely to perceive host country prejudice work as a barrier
to their effectiveness (Adler, 1984a; Stroh, Varma & Valy-Durbin, 2000). In addition, duration
of their assignments affects their perception. The longer they stay in these countries, the less

likely they think the tough culture inhibits their effectiveness.

Tung (1995) argued that women are more suitable for overseas work in comparison with
men due to indirectness in communication; emphasis on cooperation over competition; and
isolation in a foreign setting. To verify the argument, Caligiuri and Tung (1999) compared the
success of male and female expatriates in different cultures by using a sample of expatriates
from a US-based multinational company. First of all, they found the appearance of women in
the work force and managerial posts, and their linkages with the four cultural dimensions found
by Hofstede. It was proved that countries lower in power distance have a higher percentage of
women in management. Countries that are low in uncertainty avoidance are more likely to have
women in the workforce, particularly in managerial positions. Another supported hypothesis
also proves that women are more likely to achieve positions of management in individualistic

societies, where attributes and abilities of individuals are valued.
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In the same study, Cligiuri and Tung (1999) then tested if male and female expatriates
have the same success on their global assignments, regardless of the degree of participation of
women in professional and managerial ranks in a given country’s workforce. The proxy factors
used to measure success of global assignments were desire to terminate the assignment,
cross-cultural adjustment, and supervisor-rated performance. The only significant finding
proves that male expatriates are unaffected by the percentage of women in the workforce,
whereas women expatriates themselves report lower adjustment in countries with fewer women
in the workforce. There is no clear explanation on this low self-reported rating. It may due to the
reason that female expatriates are highly aware of their salience in the professional ranks, and
they rate accordingly on their own cross-cultural adjustment. It may also be the case that the
host nationals respond to female expatriates differently, thus lowering their own rating on
cross-cultural adjustment. In measuring the gender differences on success based on the
over-arching work values of the countries to which they are assigned, female expatriates are
significantly less adjusted in masculine countries; both male and female expatriates are equally
adjusted in feminine cultures. On uncertainty avoidance, significant findings prove that female
expatriates are less adjusted than men in high uncertainty-avoidant countries, compared to low
uncertainty-avoidant countries. For the dimensions of power distance and individualism, no
significant differences are found between male and female expatriates on any of the three proxy
factors for success on global assignment. These results suggest that the two genders are more or

less equally successful on their global assignments.

To check whether women would like to work overseas or not, Adler (1986) found no
significant difference between male and female MBA students in their willingness to accept
overseas assignments. However, Yurkiewicz and Rosen (1995) documented that in a group of
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potential expatriates, men are more willing to relocate than women. There are many female
expatriates who ask the MNEs to send them abroad (Linehan & Scullion, 2001; Fischimayr,
2002). Although many of these female expatriates want to go abroad to accompany their
husbands for an overseas assignment, it is another piece of evidence to show that MNES are in

preference of male expatriates in overseas assignments.

For female expatriates who are overseas at the moment, a study found that they are
satisfied overall with their overseas assignments, especially when their jobs have multiple
responsibilities and are more diverse compared with their jobs at home (Culpan & Wright, 2002;
Napier & Taylor, 2002; Harrison & Michailova, 2012). There are also evidences showing that
female expatriates are better adjusted than male expatriates in all three adjustment areas (Selmer
& Leung, 2003b; Hasberger, 2010). In addition, female expatriates are significantly better in
building and maintaining relationships with host nationals (Napier & Taylor; 2002; Hasberger,
2010). Therefore, they can work better with clients in Asian and Latin American countries

where relationship development are important (Adler, 2002).

However, there are some cases that many female reject overseas assignments because of
the career development and life problems (Adler, 1984b; Selmer & Leung, 2003c). For example,
Selmer and Leung (2002) found that female business expatriates less often meet their career
goals within their corporation than their male counterparts. Specifically, there is also a tentative
indication that women regard their expatriation as a less useful move than men. In other words,
international assignments are a poorer career choice than remaining at home from the
perceptions of female expatriates. In addition, for those relocated to countries like Japan, female

expatriates are not considered by the locals as suitable for romantic relationships and for those
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who dated Japanese men reported too much incompatibility in their role expectations (Taylor &
Napier, 1996). Thus, their social lives overseas are less attractive than those of their male
counterparts (Vu, 2005). On the hand female expatriate candidates who come from traditional
families where the husband’s role is the bread winner and the wife’s role is home maker and
caregiver, females may reject overseas assignments since their careers are considered as
optional in comparison with their husbands’ (Harvey & Wiese, 1998b; Linehan & Scullion,

2001).

Although they are highly visible and bear more job responsibility than were at home, many
female expatriates complain that they have difficulty in gaining credibility in countries like
Japan, China and Turkey (Napier & Taylor, 2002). For single female expatriates, they have
frustrations in their social life in China. For example, it is almost impossible for them to develop
relationships with foreign men. The limited number of these foreign men are “captivated” by
local women and pursued by them, or they are already married (Napier & Taylor, 2002). For
married female expatriates, they feel guilty for the children when their work takes too much of
their time (Linehan & Scullion, 2001). In comparison with their male colleagues, female
managers more often have to come across with decisions about the importance of their careers
with their personal lives (Linehan & Scullion, 2001). In addition of testing the following
hypotheses, this study also investigates if male and female expatriates experience different

sources of stress in China.

H51: Female and male expatriates have the same level of job itself satisfaction.

H52: Female and male expatriates have the same level of organization satisfaction.

H53: Female and male expatriates have the same level of in China satisfaction.
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2.12 Conclusion

After reviewing literature, hypotheses were generated from work and China related
business environment, non-work general environment, and interacting with local people and
local employees in China. In addition, hypotheses were also generated to make comparison
between expatriates of the two genders and expatriates who are from Asian and non-Asian

countries. The next chapter presents clearly the methodology of this research.
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Chapter 3 Methodology

3.1 Data Collection

Qualitative and quantitative research approaches complement each other (Stahl,
Miller & Tung, 2002). Both methods were used to collect data in this study. Qualitative
techniques, namely conversation, unstructured and semi-structured interviews, are good to
investigate details and to provide good understanding of the rich and contextual data (Mason,
1996). Such methods focus on to understand more of the points of view of respondents
(Reichardt & Cook, 1979). However, usually it costs more on time and resources to arrange and
conduct the interviews. Due to the reason of cost effectiveness, it is difficult to have a large
sample under a qualitative research approach. In addition, there is also the problem of
generalizability (Bryman & Bell, 2007). Comparatively, quantitative approach is more cost

effective to collect data from a large sample and have a better rating on generalizability.

For this study, it is a longitudinal study with qualitative method is used to uncover the
experiences and behaviors of the sample in the first research stage. Semi-structured interviews
were conducted. Information collected in the first stage worked as inputs for the quantitative
approach. In the second stage, quantitative method, namely survey, is used to collect data from
the sample and aggregate them to analyze the expatriate population in China. In the last stage,
semi-structured interviews are conducted again to investigate more in-depth the findings of the

guantitative data in the second data collecting stage.
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3.1.1 Qualitative Study I

Semi-structured interviews were conducted with expatriates, spouses of expatriates and
a local Chinese who had close contact with expatriates in work in China. Due to budget
limitation, the author had to limit expatriates located in certain cities for interviews. As Beijing,
Shanghai and Guangdong (e.g., Guangzhou, Zhuihai and Shenzen) attracted heavy inflow of
foreign investment. Appendix B shows that among all provinces in China, Guangdong has the
largest number of foreign registered enterprises, Shanghai the second and Beijing the sixth.
Since there are no official publications of the allocation of expatriates in China, it would be
logical to assume there are high concentrations of expatriates in these regions in regard the
number foreign registered enterprises set up there. Therefore, the author mainly interviewed

expatriates relocated in these regions.

Convenient sampling was used to select interviewees in Guangdong area. The author
utilized both her academic and personal networks, and successfully interviewed seven
expatriates and three spouses stationed in Guangzhou, Zhuihai and Shenzen. An MBA student at
a university in Guangzhou introduced one of her expatriate friend in Guangzhou to the author
for interview. Since many expatriates would like to join together to develop their own
community (Manev & Stevenson, 2001; Olsen & Martins, 2009), they live very close to each
other. Thus, the author was able to interview two more expatriates and also their spouses
through the snowballing method. Although expatriates are the main subject to study, literature
(Anderson & Stark, 1988; Frame & Shehan, 1994; Riusala & Suutari, 2000; Takeuchi et al.,
2002) proved satisfaction of spouses in the host country worked as an ingredient to influence the
lives of expatriates in the overseas assignment. Therefore, the author tried to interview the
spouses too when there were chances to do so. Through her personal network, the author was
able to interview four other Asian expatriates relocated in Zhuihai and Shenzen. The rest of the
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interviews took place in Beijing and Shanghai.

Reviewing the 1999 Directory of Canadian Companies and Professionals in China, the
author was able to make contact with eleven expatriates who came from Canada, the United
States and Holland. All these expatriates worked in Canadian companies and they stationed in
Beijing and Shanghai while the interviewing stage was processing. Finally, the author

successfully interviewed ten of these eleven expatriates in the summer of 2000.

The rest of the interviewees were mainly American and German expatriates. The author
relied on her personal network and successfully conducted the interviews. All of these
interviewees were relocated in Beijing and Shanghai. These interviews were also conducted in

the summer of 2000.

Interviews started in April 2000 and ended in October of the same year. Table 3.1
shows the brief information of the interviewees (i.e. nationality) and interviews (e.g., date of
interview, duration of interview, language and location of interview). Forty-three people were
interviewed. Among the interviewees, the majority (39 people) were expatriates from twelve
different countries/places. Among the rest of the interviewees, three of them were spouses
(housewives) of these expatriates. The remaining one was a researcher who works at the China
branch of a well known international consulting firm. She has many chances to work with and
contact with expatriates or foreign workers both in work and non work settings. English was the
main language used in the interviews, except for the Japanese expatriates and other overseas
Chinese expatriates who can speak Mandarin and Cantonese. All, except one interview, were
tape recorded under the consent of the interviewees.
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Table 3.1: Summary of the Interviewees and Interview Information in Qualitative Study |

Expatriate/Spouse Nationality Interview Time Interview  Interview
/Consultant Date Language Location
e-001* Indian 4-22-00 10:30 to 11:45 English Guangzhou
w-001* Indian 4-22-00 11:45t0 12:15 English Guangzhou
e-002 Indian 4-22-00 14:00to 15:25 English Guangzhou
e-003 Indian 4-22-00 15:40 to 16:40 English Guangzhou
w-003 Indian 4-22-00 16:40to 17:00 English Guangzhou
e-004 Hong Kong  4-26-00 22:15 10 23:30 Cantonese Macau
e-005 Taiwanese 4-29-00 21:50 to 23:15 Mandarin Shenzen
e-006 (interview 1)  Japanese 5-14-00 11:30 to 12:50 Cantonese Macau
e-006 (interview 2) 5-20-00 15:10 to 16:40 Cantonese Zhuihai
w-006 Japanese 5-20-00 16:4510 17:30 Cantonese Zhuihai
e-007 Canadian 7-27-00 12:45to0 18:20 English Beijing
Chinese /Mandarin
e-008 Dutch 7-28-00 10:20 to 11:15 English Beijing
e-009 Canadian 7-28-00 14:20 to 16:10 English Beijing
e-010 American 7-28-00 14:30 to 16:40 English Beijing
e-011 American 7-31-00 10:55to 12:50 English Beijing
e-012 American 7-31-00 18:151t0 19:15 English Beijing
Chinese
e-013 Canadian 8-1-00 09:50 to 11:10 English Beijing
e-014 Russian 8-1-00 12:1510 13:30 English Beijing
e-015 American 8-1-00 20:35t0 21:50 English Beijing
e-016 Canadian 8-2-00 09:55 to 11:20 English Beijing
e-017 Canadian 8-2-00 14:55t0 16:35 English Beijing
e-018 German 8-2-00 18:00 to 19:20 English Beijing
e-019 American 8-3-00 11:25 to 13:05 English Beijing
e-020 Canadian 8-4-00 10:30 to 13:05 English Beijing
e-021 American 8-4-00 18:00 to 19:30 English Beijing
e-022 American 8-5-00 10:15to 11:15 English Beijing
Taiwanese /Mandarin
e-023 American 8-5-00 16:20to 17:45 English Beijing
e-024 Scottish 8-5-00 19:30 to 20:45 English Beijing
e-025 British 8-6-00 15:15to0 16:40 English Beijing
e-026 American 8-6-00 17:50 to 20:15 English Beijing
Taiwanese
e-027 German 8-8-00 15:20 to 16:45 English Shanghai
e-028 German 8-10-00 16:10to 17:20 English Shanghai
e-029 Dutch 8-11-00 10:00 to 11:20 English Shanghai
e-030 Japanese 8-11-00 13:45to 14:15 English Shanghai
/Mandarin
c-001* Local 8-15-00 09:05 to 10:10 English Shanghai
Chinese
e-031 British 8-15-00 14:25 to 15:45 English Shanghai
e-032 American 8-15-00 16:30to 17:25 English Shanghai
e-033 Australian 8-16-00 16:10to 17:35 English Shanghai
Chinese
e-034 German 8-17-00 09:00 to 10:15 English Shanghai
e-035 American 8-17-00 11:30 to 13:30 English Shanghai
e-036 American 8-17-00 18:20 to 19:30 English Shanghai
e-037 Canadian 8-19-00 11:00 to 11:45 English Phone
Interview
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e-038 Macau 10-28-00 14:30 to 16:10 Cantonese Macau
e-039 Canadian 7-20-00 n.a. English Email

* e-001: expatriate 001, w-001: wife of expatriate 001, c-001: consultant 001

The in-depth interviews allowed the expatriates to talk about their lives in China in
detail. As shown in Table 3.1, most interviews with expatriates lasted for an average of one hour
and fifteen minutes. The shortest interview was conducted on the phone and it lasted for
forty-five minutes. The longest interview was conducted with a Canadian Chinese and it lasted
for five hours and thirty-five minutes. In the middle of the interview, the expatriate spent thirty
minutes to pack his luggage and checked out from a hotel in Beijing. Then the interview
continued. One of the interviewees, who is a Japanese, was even willing to see the author twice

for telling the author more details of his feelings and stories.

The expatriates mentioned the real life problems they faced in China. The interviews
also provided expatriates chances to clarify many stereotypes about them. Appendix C contains
the list of questions asked in the semi-structured interview. Note that the list is quite long.
However, depending on the willingness of interviewees to speak and also the content of the
answers for the previous questions, the interviewer skipped some of the questions on the list. All,
but one interview, were tape recorded and then transcribed. There were no existing
pre-developed instruments that completely matched with the conditions of expatriates in the
PRC. Information collected through interviews was used as inputs to develop some
measurements and they were used in conjunction with some existing instruments to measure the

life problems that expatriates may face in the PRC.
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3.1.2 Quantitative Study

When the qualitative study was conducted, the author was reminded by many of the
interviewees that the response rate of a mailed survey would be very low in the PRC. As being
senior managers or representatives of the China subsidiaries, these expatriates received many
different kinds of questionnaire in a year and they normally did not answer. Therefore, they
suggested the author to find ways to over come the problem. Literature shows that it is normal
for a mailed survey to have a response rate of lower than 15% if there are no pre-mailing
contacts, prepaid or promised monetary or non-monetary incentives (Malhotra, 1993; Yu &
Cooper, 1983). For a cultural context, like China, which values contact so much (Chen, 1995),
arranging collaborators to help eases things a lot. It applies to business world and academic
research as well. With assistance of collaborators in administering the delivery and collection of
questionnaire in the PRC, the response rate could reach as high as 66.67% (Kuok, 1998;
Noronha, 2002). The response rate could even reach 96% when the sample was from particular

companies, in which the collaborators came from (Huang, Shi, Zhang & Cheung, 2004).

Based on literature (Selmer & Shiu, 1999); suggestions of interviewees in the qualitative
stage; and experiences of the author and colleagues, the delivery of the questionnaire was
administered in special ways over several stages. Pre-mailing contact was made to the sample.
An introduction email letter was first sent to the expatriates or the Human Resources managers
of MNEs in China first in order to get their consent to participate in the survey or their
assistance to delivery the questionnaire to the appropriate parties. Email addresses of these
people in contact were drawn from a directory, Foreign Companies in China Year Book 2003,
which listed contact information of subsidiaries, joint ventures and associate companies of 3170

international companies in the PRC.
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In similar research, many scholars use business directories published by different business
councils. Under the scopes and objectives of different research, researchers intended to restrict
the nationalities of companies or expatriates so they used the business directories from the
business councils of particular countries only. The directory used in this survey lists information
of 3170 international companies rather than companies from a particular country. Since the
survey had no intension to restrict the number of the participants to a few nationalities, the

mentioned directory was being used for this reason.

The purpose of making the pre-mailing contact was to achieve a higher response rate. One
advantage to use email method is to make certain the email is received by the target. If the email
address was not valid or mistakenly typed and made the email not delivered, a clarifying
message would be sent to the sender immediately. However, the matter was it took time to send
email one by one and also to manage the database. For postage method, most of the cases, the
sender would never know whether the letter/questionnaire was received or not unless they were
returned back to the sender. Email is more efficient and costs less than traditional postage. It
also requires the receivers less effort to send a reply email (whether to accept or reject to
participate) than a reply letter. Concerned the time needed, the delivery of a email takes a few
seconds or minutes but a postage may take at least several days. Emails also facilitate the follow
up process. Another matter concerned is the capacity of the hard disk since the exchange of
emails would occupy a lot of the hard disk. Insufficient space of the hard disk would make this

email pre-contact method not possible.
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3.1.2.1 Stage One

With the consent and assistance of a mainland email newsletter (XianZai)', which has
subscribers of expatriates stationed in China only, a brief note was posted on the newsletter for
two months started in March of 2003 for free to invite expatriates to participate in the survey. A
sample of the advertising note is shown in Appendix D. A brief introduction of the survey was
given and then contact information of the author was also listed on the note so the interested
expatriates would make contact with her. Thirty expatriates who were currently working in
China were interested and thirty copies of English questionnaire were sent to them. Twenty-nine
useful copies of questionnaire returned. With the small sample, the author decided to proceed

with another method to approach a larger number of expatriates.

3.1.2.2 Stage Two

The second stage of data collection of the quantitative study took place in May 2003 after
posting the advertising note on XianZai. In this stage, one hundred and thirty expatriates replied
the pre-mailing email to show their interests to participate in the survey. However, twenty-one
of them left China already so they were not qualified to be participants since the study
investigated expatriates who were currently working in the PRC. Based on the preference of
language, a hard copy of the questionnaire was sent to each of these 109 expatriates. The
questionnaire was available in three language versions, namely English, Chinese and Japanese
(See Appendix E). Of the 109 expatriates agreed to participate, 89 copies of questionnaire
returned. With the pre-mailing contact through email, the response rate was as high as 81.65%.
Although the response rate was high, the sample size was too small to generalize representative

findings for the population. Therefore, a group of collaborators were hired to assist the delivery

1 Website address of XianZai: http://www.xianzai.com/
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of questionnaire at the third stage.

3.1.2.3 Stage Three

Twenty-two collaborators helped to administer the delivery and collection of the
questionnaire in the summer of 2004. Collaborators were previous students of the researcher.
Previous instead of current students were selected to avoid conflicts of interests. All these
students came from the PRC. A two hour briefing session was given to the 22 students about the
objective of the study; the details of the sample target and also instructions to fill the
guestionnaire. Students delivered and collected the questionnaire in their home town in the
summer (July to August) of 2004. To avoid giving these collaborators too much pressure, each
of them was suggested to take a number of questionnaire that they felt comfortable to handle
with, rather than being assigned a specific number by the author. The number of questionnaire
taken by each student ranged from 10 to 55. Students were also told to make more copies of the

questionnaire at their home town when they discovered they had not enough copies.

All together, the twenty-two collaborators delivered 353 copies of questionnaire and had
273 copies of them returned. The response rate was 77.33%. In comparison with stage two, a
response rate of 77.33% was a bit lower but still a relatively high response rate compared with
other distribution methods. The total number of collected questionnaire in all stages was 391.
However, two of them were from the spouses of the expatriates and these spouses were simply
housewives. In addition, there were nineteen copies with quite a lot of missing variables.
Therefore, they were not counted and there were 370 useful questionnaires collected in all the

above mentioned stages.
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3.1.3 Qualitative Study 11

The second round of semi-structured interviews was conducted in August of 2011 in
Beijing. Nine interviews were conducted with expatriates of a MNE located in Beijing.
Although all these expatriates worked in the same company, the author was on purpose to look
for interviewees with diversified background, e.g., nationality and nature of assignment. Table
3.2 shows the information of interviewees and interviews. All interviews last for an average of

60 minutes. Appendix F shows the interview questions.

Table 3.2: Summary of the Interviewees and Interview Information in Qualitative Study |1

Expatriate Nationality Interview  Time Interview Interview
Date Language Location
e-040 Taiwanese 8-23-2011 09:25 to 10:40 Mandarin/English Beijing
e-041 American 8-23-2011 11:00t0 12:00  English Beijing
e-042 American 8-23-2011 15:00t0 16:00  English Beijing
e-043 Taiwanese 8-23-2011 17:00t0 18:00 ~ Mandarin/English  Bgjjing
e-044 American 8-24-2011 10:00to 10:40  English Beijing
Indian

e-045 American 8-24-2011 11:00to 11:45  English Beijing
e-046 Korean 8-24-2011 13:00to0 13:50  English Beijing
e-047 Hong Kong 8-24-2011 14:00t0 15:00  Cantonese Beijing
e-048 Hong Kong 8-25-2011 11:00t0 12:00 ~ Cantonese Beijing
3.2 Method

3.2.1 Sample

The sample had spent an average of 3.72 years in China (SD = 3.30) on the current
assignment. On average, they had worked in their company for 6.22 years (SD = 6.08) including

the China assignment. The average age of the expatriates was 39.34 years old (SD = 9.98).
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Table 3.3 shows more details of the respondents. Similar to other research, male
expatriates was the majority (77.00 %) in this sample. Most of them were married (62.10%),
although this rate was lower in comparison with other studies (Selmer & Leung, 2003b). This
may indicate that more potential expatriate candidates considered China as a hardship
assignment. For those married candidates, they were not willing to accept the China assignment

as the China postings might have put their family lives at risk.

Majority of the expatriates came from Taiwan (19.12%). The United States (12.19%),
Hong Kong (8.59%), the United Kingdom (7.48%), Japan (6.28%) and Canada (5.54%)
followed. Both Hong Kong and Macau became the Special Administrative Regions (SAR) of
China after the British and Portuguese governments returned their sovereignties back to China
in 1997 and 1999 respectively. Since these two places were colonies of the U.K. and Portugal
for hundreds of years, Western cultures had rooted in these two cities. In addition, together with
managers sent from Taiwan as well, they are employed on expatriate terms which are similar to
expatriates from other Western countries (Hon & Lu, 2010). Therefore, many residents in these
two places still considered themselves as expatriates if they were sent and relocated to work in

China. As a result, they were also classified as expatriates in this study.

Most of these respondents were highly educated. Almost fifty-one percent of them got a
bachelor degree and thirty-nine percent of them hold a postgraduate degree. The expatriates
highly concentrated in Shanghai (23.71%), Guangdong (16.35%), Zhejiang (14.45%), Beijing
(13.08%) and Tianjin (12.54%). Since majority of the questionnaire were collected by student
collaborators, the high concentration of expatriates came from these places were directly related

to the home towns of these student collaborators.
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Table 3.3: Sample Background

Background Variables Frequency Per cent
Gender
Male 284 77.00
Female 85 23.00
Married 228 62.10
Nationality
Taiwanese 69 19.12
usS 44 12.19
Hong Kong 31 8.59
UK 27 7.48
Japanese 23 6.38
Canadian 20 5.54
South Korean 18 4.99
German 17 471
Australia 16 4.44
Italian 13 3.61
Other western 55 15.24
Other Asian 28 7.76
Educational Qualifications
Undergraduate Degree 184 50.80
Postgraduate Degree 142 39.20
Locations in China
Shanghai 87 23.71
Guangdong 60 16.35
Zhejiang 53 14.45
Beijing 48 13.08
Tianjin 46 12.54
Jiangshu 34 9.27
Fujian 29 7.91

The final sample size is 370 which is a good size for tests like factor analysis according
to the recommendations of many statisticians (Kass & Tinsley, 1979; Comrey & Lee, 1992;

Tabachnick & Fidell, 2001; Field, 2005). A desired ratio of observation to variable for factor
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analysis is 5 to 1 (Hair, Black, Babin & Anderson, 2010) and the smallest ratio of the current

study is 6.61 to 1 which is better than the satisfactory ratio.

3.2.2 Measures

The questionnaire was organized into eight parts. Questions of these parts came from other
existing instruments, ideas of literature and interview contents in the first qualitative stage. The
first part measured demographic data of the sample. The second part measured motives of the
sample to accept the China assignment (13 items) (from interviews). The third part measured
training and preparation taken before the sample moved to China (7 questions) (from
interviews). The next part measured health conditions by using SF-36 Health Survey (36 items)
(Ware, Snow, Kosinski & Gandek, 1993). The other parts measured work and general
satisfaction (18 items) (Williams and Cooper, 1998; and from interviews), experiences within
China (68 items) (Black, 1988; and interviews), sources of pressure (56 items) (Williams &
Cooper, 1998; and from interviews) and coping methods (23 items) (Williams & Cooper, 1998;
and interviews). Appendix E shows the questionnaire in English, Chinese and Japanese
versions. The questionnaire was circulated among academics to check the wordings and time for
each questionnaire being filled. Minor corrections were made and it took about forty minutes to
fill each copy. To meet the purpose of this study, not all parts of the questionnaire will be

analyzed. Here a brief introduction is given to all parts that would be investigated in this study.

3.2.2.1 Background/Demographics

This part contained 24 questions which mostly solicited demographic data and background
information of the subjects. Company information; years of experiences in the company; years
of experiences in China; assignment status; duration of assignment; intention to leave China;
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days of absence; and amount of cigarette and alcohol consumption were other information
assessed in this part. There were also questions which checked if major events or illness happed
in the last three months which might have impact toward the subjects. (Please see Appendix E

section | for details).

3.2.2.2 Motives for Accepting Assignment

This section investigated the reasons for expatriates to accept the China assignment.
During interviews in the qualitative stage of this study, the subjects were asked about the
reasons for them to come to China. Answers provided by the sample were used to develop
questions in this section. Thirteen items were developed to measure their motives to accept
assignments in China. These motives included a higher position, better compensation, more
autonomy to work in China, more opportunities, international experience, and contribution to
China’s growth etc. (Please see Appendix E section Il for details). A 6-point “Likert” scale was
used to let the subjects indicate if the items were the likely reasons for their choice to work in

China (1 indicated “Very unlikely” and 6 indicated “Very likely™).

3.2.2.3 Work and General Satisfaction

Twelve items adopted from the Pressure Management Indicator (PMI) (Williams &
Cooper, 1998) were used to assess job satisfaction (6 items) and organization satisfaction (6
items) from the sample. In-depth interviews were conducted with a group of 39 expatriates and
they suggested some other areas in which satisfaction was being derived. Therefore, additional
six items were added in this section. These six items were more China and relocation related
than the twelve items used in the PMI. (Please see Appendix E Section V for details). A
6-point “Likert” scale was used to measure their levels of satisfaction on these eighteen items
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(1 meant “Very much dissatisfaction” and 6 meant “Very much satisfaction”).

3.2.2.4 Experiences within China

Black, Mendenhall and Oddou (1991) developed an adjustment model of expatriates on
three dimensions, which were adjustment to the general living environment, work and
interaction. Based on the model of Black et al. (1991), the first three tracks of this section
investigated the perceptions of expatriates on the local environment (16 items on perception of
the local environment and 3 items on recreational activities: f2a to f2p and 21 to 23), local
people (16 items on their opinions about local people: f7a to f7p), local employees (12 items on
their opinions about local employees: f9a to f9l). (Please see Appendix E Section VI for details.)
A 6-point “Likert” scale was used again as the measuring scale for the items in assessing the
opinions of the sample on local environment (16 items), local people (16 items), local
employees (12 items), and recreational activities (3 items). (1 stood for “Completely disagree”
and 6 stood for “Completely agree™). To avoid the acquiescence problem, 6 of the 16 items in
assessing agreement of respondents on local environment; 6 of the 16 items in assessing
agreement on local people; 5 of the 12 items in assessing agreement of respondents on local
workers; and 2 of the 3 items in assessing the agreement of respondents on recreational
activities were reverse worded (Spector, 1992). Factor analysis was performed on each of these

sections separately as shown in the next chapter.

3.2.2.5 Sources of Pressure

Of the 40 items used to assess the sources of work related pressure, eight factors were
generated from the study of Williams and Cooper (1998). They measured the levels of pressure
of the subjects from workload, relationships, recognition, organization climate, personal
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responsibility, managerial role, home-work balance, and daily hassles. Table 3.4 shows the eight
scales and their reliabilities in this sample (For item details, please see Appendix E Section VI
for details). All factors were highly reliable except hassles (alpha = .61), managerial role (alpha
=.64) and organization climate (alpha = .69) but their alphas were also in a moderate level (Hair

et al., 2003).

Table 3.4: Scales of Work Pressure

Scale Items Reliabilities
Workload g2, g6, 912, g13, g17, g25 81
Home/Work Balance g11, 924, g28, 930, g38, g39 .82
Personal Responsibility g19, g31, g35, g36 74
Hassles g7, g9, 910, g27 .61
Recognition g3, 923, g33, g37 .76
Relationships g4, g5, g8, g14, g15, g16, g18, g20 .85
Managerial Role 01, 921, g22, g32 .64
Organization Climate 026, g29, g34, g40 .69

Since the targets of the study were expatriates who worked in China at the moment, the
specific cultural environment and business context in China may also give pressure to these
subjects. Therefore, additional 16 items were added based on the contents from interviews in the
previous qualitative stage of the research to investigate other possible sources of pressure for
this sample. These included time taken to obtain support from headquarters; participating in
business-related/relationship building activities during non-office hours; being available to
make contact with headquarters after office hours; lots of ambiguous rules and regulations; and
working with Chinese co-workers etc. (Please see Appendix E Section VII for details). A
6-point “Likert” scale was also used to measure if the mentioned item was a source of stress for
the respondent. (1 stood for “Very definitely is not a source” and 6 stood for “Very definitely is

a source”).
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3.3 Translation

Most items of the questionnaire were from well-developed scales (PMI). These items were
originally developed in English. A Chinese version was also available. The added items by the
author were also developed in English and then translated into Chinese. A back-translation was
also carried out on the entire questionnaire to ensure both English and Chinese versions had the
same meaning. A native Chinese speaker then checked the accuracy and grammar (smoothness)

of the translated version.

The full English version of the questionnaire was also translated into Japanese by a
Japanese translator and then back-translated into English by another translator to ensure the
consistency of meaning of both English and Japanese versions. Then, a native Japanese speaker

checked the accuracy and smoothness of the translated Japanese version.

3.4 Quantitative Models

Different quantitative tests would be performed on the data collected from the final sample
of 370 respondents. First of all, principal component analysis would be performed to condense
the idea on both the independent variables, e.g., sources of stress, and dependent variables, e.g.,
the different satisfaction types. Next, multiple regression analyses would also be performed to
test the hypotheses set in Chapter two to see the main sources of stress for the entire sample.
T-tests would also be performed on the different satisfaction types for the two genders and also
as on Asian and non-Asian continent origins. Finally, multiple regression analyses would also be
performed for the two gender groups separately and also for the Asian and non-Asian groups to
see if sources of stress would be different for each of these groups. Details and results of these
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analyses are shown in the next chapter.

3.5 Conclusion

This research is a longitudinal study in using both quantitative and qualitative methods
to collect data about the expatriate groups in China. Both the quantitative and qualitative
methods; measures; sample background; and quantitative models used are described in detail in
this chapter. Next chapter would scrutinize how different quantitative models are applied on the

data in detail.
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Chapter 4 Results

4.1 Introduction

Mainly factor analysis and regression were conducted on the data set to test the hypotheses
developed in Chapter 2. Details of how these tests were performed and results are presented in

the following sections.

4.2 Motives of Coming to China

Responses on the 13 items were factor analyzed using principal components extraction and
varimax rotation. Four factors with eigenvalues greater than 1 were generated. Total variance
retained was 58.14%. However, item b2 (.495), b5 (.445) and b9 (.473) had communalities
lower than .50 which indicated that they accounted for less than one-half the amount of variance
they were supposed to be accounted for. Therefore, b5 which had the lower communality was
removed and factor analysis was performed again on the remaining 12 items. If there were items
with communality lower than .50, the item with the lowest communality would be removed and
factor analysis be conducted again. The same procedures applied until all communalities
reached at least .50. Finally, factor analysis was performed on 9 items (b5, b2, b1, b9 removed).
Three factors with eigenvalues greater than 1 were remained. Total variance retained was
62.96%. The overall Kaiser-Meyer-Olkin measure of sampling adequacy (KMO) was .684. The
individual KOMs were from .603 to .744. The determinant was .128 and the Bartlett’s test of
sphericity was significant. Factor loadings are presented in Table 4.1. The first factor was
named China exposure. The second and third factors were named better reward and future
career respectively. Coefficient alpha reliabilities for these factors were .67 for China

exposure, .80 for better reward, and .61 for future career. Although the alphas for China
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exposure and future career were below .70, their strengths of association were in a moderate

level (Hair, Babin, Money & Samouel, 2003).

Table 4.1: Factor Analysis of Motives for Accepting China Assignment

China Exposure

Component

Better Reward

Future Career

b10 Know more about the Chinese culture .782

b1l Environmentin China would be better .720

b1l2 Gain international experience .696

b13 Gain more experience in China .554

b4 Better compensation .852

b3 A higher position in China .850

b8 Add values to my future career 791
b6 Potential market .670
b7 More opportunities in China .563
Eigenvalues: 1.96 1.93 1.78
Percent of variance explained: 21.75 21.47 19.74

Extraction Method: Principal Component Analysis.

Rotation Method: Varimax with Kaiser Normalization

a. Rotation converged in 7 iterations.

Means and standard deviations of the three motives of coming to China are shown in

Table 4.2. For the entire sample, future career and China exposure were more important reasons

for the sample to come to work in China as the means of these two factors were above the

mid-point scale. Comparatively, future career was the most important reason (See Table 4.2 for

details).

Table 4.2: Motives of Coming to China

Motives

Mean

Std. Deviation

Future Career

4.21

1.09
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China Exposure

Better Reward

3.93
3.35

1.04
1.43

When the motives of coming to China were compared between expatriates coming from

Asian and non-Asian countries, future career was the same important for both groups (See

Table 4.3). A marginal difference was found between the two groups on China exposure.

Expatriates who came from Asian countries were more motivated to be in China by China

exposure. For gender, no significant differences were found on their motives of coming to China

(See Table 4.4).

Table 4.3: Motives of Coming to China for Continent Origin

Continent Origin Future China Better
Career Exposure Reward

Non Asian Countries (N =192) 421 (1.11) 3.84" (1.05) 3.24 (1.50)

Asian Countries (N = 168) 4.21 (1.08) 4.02" (1.03) 3.46 (1.36)

*p<.10

Table 4.4: Motives of Coming to China for Gender

Gender Future China Better
Career Exposure Reward

Female (N = 85) 4.21 (1.09) 4.06 (1.14) 3.19 (1.41)

Male (N = 284) 4.21 (1.10) 3.89 (1.01) 3.39 (1.44)

4.3 Satisfaction

Responses on the 18 items that measured satisfaction were factor analyzed using principal

components extraction and varimax rotation. Three factors with eigenvalues greater than 1 were

generated. Total variance retained was 59.56%. However, item e4 (.486), el4 (.340) and €18

(.496) had communalities lower than .50 which indicated that they accounted for less than
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one-half the amount of variance they were supposed to be accounted for. Therefore, item el4
which had the lowest communality was removed and factor analysis was performed again on
the remaining 17 items. The same procedures applied until all communalities reached at
least .50. Finally, factor analysis was performed on 15 items (el4 and e4 removed). Three
factors with eigenvalues greater than 1 were remained. Total variance retained was 62.66%.
Overall KMO was .916 and individual KMOs were from .834 to .951. Bartlett’s test of
sphericity was significant. Factor loadings are presented in Table 4.5. The first factor was
named job itself. The second and the third factors were named organization and in China
respectively. The alpha for job itself was .90. The alphas for organization and in China were .86
and .79. All of the three scales were highly reliable as all the alphas were above .70 (Hair et al.,

2003).

Table 4.5: Factor Analysis of Work and General Satisfaction

Component
Job Organization In
Itself China
€17 The job responsibilities you bear 771
€9 The degree to which your job taps the range of skills which you feel .764
you possess
e7 The degree to which you feel that you can personally develop or grow .701
in your job
e15 The job challenge of your current assignment .670
e3 The degree to which you feel “motivated” by your job .663
e6 The kind of work or tasks you are required to perform .659
€18 The career impact of your current assignment .658
e2 The actual job itself .601
e12 The degree to which you feel extended in your job .583
ell1 The design or shape of your organization’s structure .801
e5 The way changes and innovations are implemented 775
e8 The way in which conflicts are resolved in your organization .761
e10 The psychological “feel” or climate that dominates your organization 752

109



el Communication and the way information flows around your 752

organization

€13 Living in China .852
e16 Being and working in China .798
Eigenvalues: 4.55 3.43 2.05
Percent of variance explained: 28.42 21.44 12.79

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 6 iterations.

Descriptive statistics of work and general satisfaction are shown in Table 4.6. In
general, the entire sample was quite satisfied in the three dimensions of satisfaction as all of
them were above the mid-point scale. In China satisfaction was the most satisfactory factor

among the three scales. Job itself satisfaction the second and organization satisfaction the third

(See Table 4.6).

Table 4.6: Work and General Satisfaction in China

Satisfaction Mean Std. Deviation
In China Satisfaction 4.46 .93
Job lItself Satisfaction 4.27 74
Organization Satisfaction 3.78 .89

4.4 Sources of stress

44.1 Work and China related work sources

Of the 40 items used to assess the sources of work stress, eight factors were generated

from the study of Williams and Cooper (1998). They measured the levels of pressure of the

subjects from workload, relationships, recognition, organization climate, personal responsibility,

managerial role, home-work balance, and daily hassles. Table 4.7 shows the eight scales and
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their reliabilities in this sample (For item details, please see Appendix E Section VII for
details). All factors were highly reliable except hassles (alpha = .61), managerial role (alpha
= .64) and organization climate (alpha = .69) but their alphas were also in a moderate level (Hair

etal., 2003).

Table 4.7: Scales of Work Pressure

Scale Items Reliabilities
Workload g2, g6, 912, g13, g17, g25 81
Home/Work Balance g11, 924, g28, 930, g38, g39 .82
Personal Responsibility g19, g31, g35, g36 74
Hassles g7, g9, 910, g27 .61
Recognition g3, 923, g33, g37 .76
Relationships g4, g5, g8, g14, g15, g16, g18, g20 .85
Managerial Role 01, 921, g22, g32 .64
Organization Climate g26, g29, g34, g40 .69

Principal components factor analysis with varimax rotation was performed on the 16 items
(941 to g56) added through the first round of interviews. Three factors with eigenvalues greater
than 1 were generated. Total variance retained was 57.09%. However, there were a few items
(942 = .468, g49 = .389, g53 = .478, g55 = .445 and g56 = .480) with communalities lower
than .50. When the communality of an item is lower than .50, it indicates that the item accounts
for less than one-half the amount of variance it is supposed to be accounted for. Therefore, g49
which had the lowest communality was removed and factor analysis was performed again on
the remaining 15 items. The same procedures applied until all communalities reached at
least .50. Finally, factor analysis was performed on 11 items (g49, g55, g53, g42 and g56
removed). Four factors with eigenvalues greater than 1 were remained. Total variance retained
was 74.32%. The overall KMO was .896 and all the individual KMOs were above .800. The

determinant was .007 and the Bartlett’s test of sphericity was significant. Table 4.8 shows the
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factor loadings of the factors. The first two factors were named working with Chinese (alpha

= .85) and inadequate supports from headquarters (alpha = .76). The third and fourth factors

were named Chinese business environment (alpha = .71) and rules and regulations (alpha = .66).

All alphas were in good and very good strength of association except rules and regulations but it

was still in a moderate level (Hair et al., 2003).

Table 4.8: Factor Analysis of China Related Work Pressure

Component
Working Inadequate Chinese Rules
With Supports Business &

Chinese from HQ Environment Regulations
g47 Working with Chinese outside our company .796
g46 Working with Chinese co-workers 791
g54 Doing business with local customers/companies .695
g48 Negotiate with local business partners .604
g41 Time taken to obtain support from HQ .822
g43 Being available to make contact with HQ after .763
office hours
050 HQ lacks of understanding of local business .613
environment
g51 Developing guanxi with business partners or .800
government authorities
g52 Double standard to foreign and local firms 744
g45 Rules and regulations are seldom published and .857
are in Chinese
g44 Lots of ambiguous rules and regulations 744
Eigenvalues: 2.47 2.06 2.04 1.60
Percent of variance explained: 22.42 18.76 18.57 14.57

Extraction Method: Principal Component Analysis.

Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 7 iterations
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4.4.2 General environment sources

Responses on the 19 items which measured general environment in China were factor
analyzed using principal components extraction and varimax rotation. Six factors with
eigenvalues greater than 1 were first generated. Total variance retained was 59.71%. However,
three items have communalities lower than .50 (f2g = .485, f2m = .482 and f2e = .380) which
indicated that each of them accounted for less than one-half the amount of variance they were
supposed to be accounted for. Therefore, item f2e which had the lowest communality was
removed first and factor analysis was performed again on the remaining 18 items. Then
communalities of all items were checked to see if they reached .50. If there were some items not
reaching the criterion of .50 for communality, the one with the lowest level of communality
would be removed and factor analysis be conducted again. The same procedures applied until
all communalities of all items reached at least .50. Finally, factor analysis was performed on 9
items (f2e, f2n, f2q, f2c, f2l, f2i, f20, f2m, f2h and f2f removed). Items in italic were reserve
worded. Three factors with eigenvalues greater than 1 were remained. Total variance retained
was 67.61%. The overall KMO was .730 and the individual KMOs were all over .600. The
determinant was .194 and the Bartlett’s test of sphericity was significant. Factor loadings of the
three factors are presented in Table 4.9. The first factor was named environmental pollution
(alpha = .82). The second factor was named leisure activities (alpha = .77) and the last factor
was named quality of life (alpha = .63). The reliabilities of the first two factors were very good
and good as their alphas were above .70. Although the alpha of quality of life was below .70, it

was still in a moderate level (Hair et al., 2003).

Table 4.9: Factor Analysis of General Environment

Component

Environmental Leisure

Quality
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Pollution Activities of Life

f2a The environment is crowded .867

f2b The environment is polluted .838

f2d It is noisy here .815

rf21 Easy to find enjoyable leisure/recreational activities in China .824

rf23 Leisure and outdoor activities available in China are in high quality .822

f22 There is a lack of outdoor activities in China .813

f2k The infrastructure/transportation system in China is poor .758
f2j There is a lack of accessibility of many products .749
f2p The general living conditions are poor in China 722
Eigenvalues: 2.25 2.09 1.75
Percent of variance explained: 24.98 23.20 19.43

Extraction Method: Principal Component Analysis
Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 4 iterations

443 Sources from interacting with local people

Responses on the 16 items which measured perception on local people were factor
analyzed using principal components extraction and varimax rotation. Five factors with
eigenvalues greater than 1 were generated. Total variance retained was 57.13%. However, four
items had communalities lower than .50 (f7d = .487, f7f = 481, f7o0 = .312 and f7n = .486)
which indicated that each of them accounted for less than one-half the amount of variance they
were supposed to be accounted for. Therefore, item f70 which had the lower communality was
removed first and factor analysis was performed again on the remaining 15 items. The same
procedures applied until all communalities of all items reached at least .50. Finally, factor
analysis was performed on 4 items (f7o, f7f, 71, f7k, f7b, f7n, f7g, f7a, f7h, f7j, f7d and f7p
removed). Items in italic were reverse worded. Two factors with eigenvalues greater than 1 were

remained. Total variance retained was 71.24%. The overall KMO was .520 and all individual

KMOs were over .500. The determinant was .647 and Bartlett’s test of sphericity was significant.

Table 4.10 shows the factor loadings of the two factors. The first factor was named different

114



habits (alpha = .66) and the second factor was named cheating (alpha = .519). Although the

alphas of both factors were below .70, they met the minimum criterion of .50 (Nunnally, 1967).

Table 4.10: Factor Analysis of Perception on Local People in China

Component

Different Habits Cheating
f7m Local people have different pattern of life from mine .864
f7i Local people have different leisure activities from mine .862
rf7e Local people do not cheat foreigners .827
rf7c Local people are non-materialistic .814
Eigenvalues: 1.50 1.35
Percent of variance explained: 37.43 33.81

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 3 iterations.

4.4.4 Sources from perception on local employees

Principal component factor analysis with varimax rotation was performed on the 12 items
that measured perception on local employees. Two factors with eigenvalues greater than 1 were
generated. However, the total variance retained was only 48.45%. In addition, there were a few
items (f9a = .450, f9c = .388, fof = .475, foh = .439, fok = .424, fob = .344 and f9j = .478) with
communalities lower than .50. Then, factor analysis was performed again but restricted to three
factors. The total variance retained reached 56.28% and only two items (f9c = .406 and f9k
= .468) with communalities below .50 were found. After the item (f9c) with the lowest
communality removed, factor analysis with varimax rotation was performed again. The same
procedure applied until all communalities reached .50. Finally factor analysis was performed on
10 items (f9c and f9k removed). Items in italic were reverse worded. Three factors with

eigenvalues greater than 1 were remained. Total variance retained was 61.08%. The overall
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KMO was .804 and all individual KMOs were overall .600. The determinant was .081 and the

Bartlett’s test of sphericity was significant. Factor loadings are shown in Table 4.11. The first

factor was named qualifications (alpha = .72). The second factor was named work attitude

(alpha = .74) and the last factor was named indirectness (alpha = .56). The reliabilities of the

first two factors were good and the third factor also met the minimum criterion of .50 (Nunnally,

1967).

Table 4.11: Factor Analysis of Perceptions on Local Employees

Component
Qualifications Work Indirectness
Attitude
f9a Local employees lack of needed skills 741
fol Local employees are short-term oriented 727
rf9j Local employees/managers are with good experiences .634
f9e Local employees do not like to make decisions and take responsibilities .546
rf9i Local employees are hard-working .809
rfb Local employees are self-motivated to learn .804
rf9g Local employees are reliable .613
rfad Local employees are highly performed .559
foh Local employees are very indirect .783
fof Local employees are very concerned about face 779
Eigenvalues: 2.30 2.15 1.66
Percent of variance explained: 22.98 21.46 16.63

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization

a. Rotation converged in 7 iterations.

445 All potential sources of stress and general description

Table 4.12 shows the mean scores and standard deviations of the different potential

sources of stress for the sample. Cheating and the different habits of local people, and
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environmental pollution were the sources received the highest scores. At the other end, working
with Chinese, home/work balance and managerial role were the sources received the lowest
scores. Most of these items were below the mid-point of 6-point scale (3.50) and therefore

represent the sample did not feel very much stressful from these items.

Table 4.12: Mean and Standard Deviations of Different Sources of Stress

Sources of Stress Mean Std. Deviation Rank
Cheating 4.31 1.04 1
Different Habits 4.26 1.08 2
Environmental Pollution 4.25 1.24 3
Indirectness of Local Employees 411 1.06 4
Qualifications of Local Employees 3.76 .94 5
Leisure Activities 3.51 .88 6
Organization Climate 3.49 91 7
Personal Responsibility 3.42 .96 8
Quality of Life 3.30 1.02 9
Relationships 3.27 .94 10
Rules & Regulations 3.23 1.20 11
Hassles 3.21 .89 12
Workload 3.18 .96 13
Recognition 3.16 1.03 14
Work Attitude of Local Employees 3.14 .89 15
Chinese Business Environment 3.12 1.21 16
Non-supportive HQ 3.11 1.13 17
Managerial Role 3.09 .95 18
Home/Work Balance 2.97 1.03 19
Working with Chinese 2.89 1.04 20

Correlations of factors are shown in Table 4.13. Although only six out of twenty
independent variables were significantly correlated with job itself satisfaction (p <.05), fourteen
out of twenty and fifteen out of twenty independent variables were significantly correlated with

organization satisfaction (p < .05) and in China satisfaction (p < .05) respectively. Significant
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correlations are found among some variables but all of them are below .80 which indicates no
problem of multicollinearity (Field, 2005). Variance inflation factor (VIF) and tolerance are also
checked to confirm if multicollinearity exist or not among variables. When VIF is at 10 and/or
above 10 (Myers, 1990; Hair, Black, Babin & Anderson, 2010), and tolerance is below .20
(Menard, 1995) indicate mutlicollinearity exists among factors. Table 4.14 shows the VIF and
tolerance statistics of all factors. For the predictors, VIFs ranged from 1.317 to 3.408 and
tolerances ranged from .293 to .759. All these statistics are within the limits. Therefore, it is

confirmed that multicollinearity is not a problem for the factors in this study.
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Table 4.13: Correlations among Factors

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
1. 1
2. 69" 1
3. 64" 63" 1
4. 59" 44" 55" 1
5. 57" 54" 55 62" 1
6. 66 65 66~ 56 57" 1
7. 57" 70" 63" 457 58" 57" 1
8. 56 64" 55 41”7 54" 56 56 1
9. 47" 417 517 58" 48" 51" 38" 38" 1
10. 57" 53" 56 58" 53" 56 53" 52" 56 1
11. 42" 35" 44" 55 45" 377 317 34”7 62" 52" 1
12. 46 47" 38" 427 397 397 377 45" 49”7 53" 44" 1
13. -12° -13° -217 -237 25 -227 .17t a5 11 20" -11 -.08 1
14. 16" a1 09 18" .00 .05 01 01 17" .07 25" 12" 12" 1
15. 16" 13 .07 10 -01 .06 .07 .02 a1 .08 13 13 317 227 1
16. -.03 -.02 -13 -12° 157 -.07 -10° -.02 -03  -16" -.04 .03 417 .09 197
17. -.03 -02  -147  -06 -.05 -.07 -12° -.08 -.08 -.09 .03 -.05 .09 207 .06
18. .06 .08 -.04 .02 -.00 -.02 -.06 .02 .03 -.02 14”7 .08 21" 24" 337
19. .08 197 .06 .05 .06 10 .08 157 a1 .04 11 .05 -.02 24" a1
20. -01 -.03 -13 .02 -05  -147 -.09 -.03 -.03 -12° .08 .05 197 197 207
21. -137 -26" -.08 .02 -.02 -07  -26° -11 -.07 .00 -01 -.05 01 -13 -.07
22. -07 =217 08 .16 13 .06 -06  -20" .07 .05 100 -110 -200  -a147 -13
23. -247 287 -26"  -16" -11° 247 L2407 2157 227 -1 -ar” -.04 13" 207 -14”
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Table 4.13: Correlations among factors (cont.)

16 17 18 19 20 21 22 23
16. 1

17. 13 1

18. 28" 26" 1

19. 13 23" 44" 1

20. 25" 207 35" -.03 1

21. -01 .06 -.09 -3" -.01 1

22. -260 -160  -27 -32° -17" 54" 1
23. 10 03  -15°  -37 07 577 28" 1

** n < 0.01(2-tailed); * p < 0.05 (2-tailed).

1. Work load; 2. Relationships; 3. Home/work balance; 4. Managerial role; 5. Personal responsibility; 6. Hassles; 7. Recognition; 8. Organization climate; 9. Working with Chinese;
10. Non-supportive headquarters; 11. Chinese business environment; 12. Rules and regulations; 13. Environmental pollution; 14. Leisure activities; 15. Quality of life; 16.
Different habits; 17. Cheating; 18. Qualifications of local employees; 19. Working attitude of local employees; 20. Indirectness of local employees; 21. Job itself satisfaction; 22.

Organizational satisfaction; 23. In China satisfaction
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Table 4.14: Collinearity Statistics of Factors

Factors Collinearity Statistics
Tolerance VIF

Job Itself Satisfaction .400 2.502
Org Satisfaction 439 2.280
In China Satisfaction .516 1.936
Stress from Workload .344 2911
Stress from Relationships .293 3.408
Stress from Home/Work Balance .368 2.719
Stress from Managerial Role .390 2.566
Stress from Personal Responsibility .393 2.546
Stress from Hassles .365 2.740
Stress from Recognition .369 2.707
Stress from Org Climate 420 2.381
Stress from Working with Chinese 430 2.325
Stress from Non-supportive HQ 404 2.478
Stress from Chinese Business Env 472 2.120
Stress from Rules & Regulations .551 1.816
Environmental Pollution .658 1.520
Leisure Activities 725 1.379
Quality of Life .736 1.358
Different Habits .685 1.460
Cheating .759 1.317
Qualifications of Local Employees 571 1.753
Work Attitude of Local Employees .595 1.680
Indirectness of Local Employees .685 1.460

4.6 Different Models

In order to find out if these potential sources really explain the stress responses that
expatriates experienced, all these sources were entered in different regressions with the three

different types of satisfaction, namely job itself, organization and in China satisfaction.
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The results of multiple regression model on job itself satisfaction are shown in Table 4.15.
For job itself satisfaction, 24.90% of its variation was explained by the model. Recognition (b
=-.327), work attitude of local employees (b = -.277), relationships (b = -.245), non-supportive
headquarters (b = .162), and cheating (b = .126) were significant predictors among these
variables. Therefore, H11, H13, H19, H36 and H42 were rejected. Personal responsibility (b
=.132), home/work balance (b = .127) and working with Chinese (b = -.116) were approaching
to be significant predictors but still not meeting the criterion of <.05 and the coefficients of the
rest of the variables (workload, managerial role, hassles, organization climate, Chinese
business environment, rules and regulations, different habits, qualifications of local employees
and indirectness of local employees) were not significant. Therefore, H1, H3, H6, H8, H15,
H17, H22, H25, H28, H33, H39 and H45 were not rejected. The negative signs of variables
refer to the higher the scores on these independent variables, the lower the level of job itself
satisfaction the sample would experience. On the other hand, the positive signs of variables
refer to the higher the scores on these variables, the higher the level of job itself satisfaction the
sample would experience. When the variables are significant and with negative signs, they
would bring stress to expatriates or the stress experienced from them would be manifested on
the dependent variable (job itself satisfaction) by the sample. When they are significant and in
positive signs, they can actually motivate the expatriates and make them more satisfied in the

three mentioned areas.

Table 4.15: Results of Multiple Regression Analysis of Job Itself Satisfaction

Model Unstandardized Standardized t Sig.
B SE Beta

1 (Constant) 4.864 311 15.652 .000

Workload -.076 .058 -.101 -1.306 192

Relationships -.191 .064 -.245%* -2.960 .003

Home/Work Balance .091 .054 127 1.695 .091
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Managerial Role .082 .056 .106 1.456 .146

Personal Responsibility .098 .053 132° 1.866 .063
Hassles .081 .062 .098 1.311 191
Recognition -.230 .051 -.327%** -4.483 .000
Org Climate .029 .054 .036 .539 .590
Working with Chinese -.081 .048 -.116" -1.676  .095
Non-supportive HQ .106 .047 .162* 2.283 .023
Chinese Business Env .018 .040 .029 448 .654
Rules & Regulations .013 .037 .022 .363 717
Environmental Pollution .016 .033 .027 .484 .629
Leisure Activities -.067 .044 -.079 -1.507 133
Quality of Life -.006 .038 -.008 -158  .874
Different Habits .028 .036 .042 778 437
Cheating .092 .037 127 2.519 .012
Qualifications of LE .021 .048 .026 430 .668
Work Attitude of LE -.234 .048 =277 -4.905 .000
Indirectness of LE -.024 .038 -.034 -.631 .528

Dependent Variable: Av of Job Itself Satisfaction (F = 5.775, p < 0.001, R Square = .249)

About 36.70% of the variation in organization satisfaction was explained by the model
(Please see Table 4.16: ). Of these 20 variables, relationships (b = -.284), organization climate
(b = -.270), work attitude of local employees (b = -.210), personality responsibility (b = .211),
hassles (b = .175), Chinese business environment (b = .148), and home/work balance (b = .146)
were significant predictors on organization satisfaction. Thus, H4, H7, H9, H14, H18, H23 and
H43 were rejected. Different habits (b = -.095) and managerial role (b = .116) were variables
approaching to the significant level of <.05 and the rest of the variables (workload, lack of
recognition, non-supportive headquarters, rules and regulations, working with Chinese,
cheating, qualifications of local employees and indirectness of local employees) were not
significant neither, so H2, H12, H16, H20, H26, H29, H34, H37, H40 and H46 were not

rejected.

123



Table 4.16: Results of Multiple Regression Analysis of Organization Satisfaction

Model Unstandardized Standardized t Sig.
B SD Beta
1 (Constant) 6.031 .346 17.414 .000
Workload -.083 .065 -.091 -1.281 .201
Relationships -.268 .072 -.284*** -3.731 .000
Home/Work Balance 127 .060 .146* 2.122 .035
Managerial Role .108 .062 116" 1.723 .086
Personal Responsibility .190 .059 211 3.247 .001
Hassles 176 .069 175* 2.555 .011
Recognition -.056 .057 -.065 -.973 331
Organization Climate -.264 .061 -.270*** -4.360 .000
Working with Chinese -.015 .054 -.018 -.287 775
Non-supportive HQ .014 .052 .018 274 .784
Chinese Business Env .109 .045 .148* 2.446 .015
Rules & Regulations -.063 .041 -.086 -1.544 123
Environmental Pollution -.054 .037 -.076 -1.479 .140
Leisure Activities -.058 .049 -.057 -1.189 .235
Quality of Life .007 .042 .007 .154 .878
Different Habits -.079 .041 -.095" -1.939 .053
Cheating -.041 .041 -.047 -1.018 .309
Qualifications of LE -.059 .053 -.062 -1.112 .267
Work Attitude of LE -.216 .053 -.210%** -4.059 .000
Indirectness of LE -.062 .042 -.072 -1.458 .146

Dependent Variable: Av of Org Satisfaction (F =10.113, p < 0.001, R Square = 367)

About 29.80% of the variation of in China satisfaction was explained by the model
(Please see Table 4.17 for details). Among them, work attitude of local employees (b = -.307),
working with Chinese (b = -.157), non-supportive headquarters (b = .154), rules and
regulations (b = .144), personal responsibility (b = .138), and different habits (b = .123) were
significant predictors of in China satisfaction. Therefore, H21, H27, H35 and H44 were
rejected. Although working with Chinese and personal responsibility were not hypothesized to
have any relationships with in China satisfaction, they were proved to be significant predictors

of so (Further discussions are shown in next Chapter). Recognition (b = -.122), leisure
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activities (b = -.099), quality of life (b = -.095), cheating (b = .095) and environmental

pollution (b = .097) were approaching significance but did not meet the criteria of <.05.
Together with the rest of the variables (home/work balance, hassles, Chinese business
environment, qualifications of local employees and indirectness of local employees) whose
coefficients were not significant, H5, H10, H24, H30, H31, H32, H38, H41 and H47 were not
rejected. The negative signs of variables refer to the higher the scores on these variables, the
lower the level of in China satisfaction the sample would experience. On the other hand, the

positive signs of variables refer to the higher the scores on these variables, the higher the level

of in China satisfaction the sample would experience.

Table 4.17: Results of Multiple Regression Analysis of In China Satisfaction

Model Unstandardized Standardized t Sig.
B SE Beta
1 (Constant) 5.573 378 14.724 .000
Workload -.105 .071 -.111 -1.484 .139
Relationships -.106 .079 -.108 -1.353 177
Home/Work Balance -.078 .065 -.086 -1.186 .237
Managerial Role .026 .068 .027 .376 .707
Personal Responsibility 128 .064 .138* 2.008 .045
Hassles -.050 .075 -.048 -.669 .504
Recognition -.108 .063 -122* -1.729 .085
Org Climate .036 .066 .036 .548 .584
Working with Chinese -.138 .059 -.157 -2.350 .019
Non-supportive HQ 127 .057 154 2.231 .026
Chinese Business Env -.026 .049 -.034 -.534 .594
Rules & Regulations 110 .045 144 2.465 .014
Environmental Pollution .072 .040 097" 1.797 .073
Leisure Activities -.104 .054 -.099% -1.941 .053
Quality of Life -.086 .046 -.095" -1.855 .065
Different Habits .105 .044 .123 2.370 .018
Cheating .087 .045 .095" 1.948 .052
Qualifications of LE -.051 .058 -.051 -.875 .382
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Work Attitude of LE -.326 .058 -.307 -5.625 .000
Indirectness of LE .031 .046 .035 677 499

Dependent Variable: Av of In China Satisfaction (F =7.395, p<0.001, R Square = .298)

4.7 Asian vs. non-Asian Expatriates

When satisfaction was investigated based on the continent origin that the sample came
from, it was found that non-Asian expatriates were significantly more satisfied on in China and
job itself satisfaction. The opposite findings were found on organization satisfaction where
Asian expatriates were significantly more satisfied on this scale than non-Asian expatriates

(See Table 4.18). As significant findings were found, hypotheses 48, 49 and 50 were rejected.

Table 4.18: Work and General Satisfaction in China for Continent Origin

Continent Origin Job ltself Organization In China
Satisfaction Satisfaction Satisfaction

Non Asian Countries (N =192) 4.35* (.81) 3.65** (.99) 4.66*** (.90)

Asian Countries (N = 168) 4.17* (.63) 3.92** (.74) 4.23** (.90)

*p < .05, ** < 01, *** p < .001

This section goes further to investigate if expatriates who had different continent origin
would have differences on their sources of stress in China. Table 4.19 shows regression results
on job satisfaction for Asian and non-Asian expatriates. The models for both Asian (p < .01)
and non-Asian expatriates (p < .001) were statistically significant. The model for Asian
expatriates explained 22.60% of the variation of job satisfaction and the model for non-Asian
expatriates explained 34.30% of the variation. Work attitude of local employees was the
common significant predictor of job itself for expatriates who were either Asians or non-Asians.

The coefficient was larger for Asians than for non-Asians.
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For Asian expatriates, work attitude of local employees (-.410) and cheating (.181) were
significant predictors of job satisfaction. For non-Asian expatriates, recognition (-.412),
relationships (-.263), home/work balance (.209), non-supportive headquarters (.204), work
attitude of local employees (-.160) and different habits (.145) were significant predictors of job

satisfaction.

For Asian expatriates, the significant predictors of job itself satisfaction mainly came
from local people and local employees related areas while the significant predictors for
non-Asian expatriates mainly came from work, local people and local employees related areas.

No predictor from general environment was significant for both groups.

Table 4.19: Results of Multiple Regression Analysis of Job Satisfaction on Continent

Origin
Non Asian Expatriates (Asian Expatriates)
Unstandardized Standardized
Coefficients Coefficients
B SE Beta t Sig
(Constant) 5.091 (4.291) .493 (.418) 10.324 (10.275) .000 (.000)
Workload -.098 (-.108) .083 (.089) -.123 (-.151) -1.184 (-1.211) .238 (.228)
Relationships -.216 (-.019) .093 (.099) -.263* (-.027) -2.333 (-.196) .021 (.845)
Home/Work Balance .173 (-.076) .081 (.080) .209* (-.119) 2.144 (-.951) .033 (.343)
Managerial Role 117 (.042) .080 (.088) .145 (.056) 1.462 (.482) .146 (.631)
Personal Responsibility .069 (.073) .080 (.076) .084 (.109) .860 (.972) .391 (.333)
Hassles .143 (-.035) .095 (.095) .164 (-.042) 1.512 (-.368) 132 (.713)
Recognition -.319 (-.048) .073 (.083) -.412%* (-.073) -4.383 (-.580) .000 (.563)
Organization Climate -.038 (.103) .074 (.096) -.047 (.128) -.508 (1.074) .612 (.285)
Working with Chinese -.096 (.003) .075 (.069) -.129 (.005) -1.289 (.049) .199 (.961)
Non-supportive HQ .136 (.056) .062 (.080) .204* (.087) 2.198 (.703) .029 (.483)
Chinese Business Env .016 (.051) .057 (.061) .024 (.089) .276 (.835) .783 (.405)
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Rules & Regulations .018 (-.001) .050 (.066) .029 (-.002) .362 (-.019)
Env Pollution -.023 (.041) .060 (.043) -.028 (.083) -.380 (.962)
Leisure Activities -.047 (.017) .070 (.064) -.052 (.023) -.668 (.268)
Quality of Life -.021 (-.037) .063 (.051) -.023 (-.068) -.342 (-.722)
Different Habits .121 (-.059) .059 (.050) .145* (-.106) 2.042 (-1.195)
Cheating .057 (.106) .062 (.047) .069 (.181%) .931 (2.245)
Qualifications of LE -.004 (.054) .074 (.067) -.004 (.082) -.053 (.817)
Work Attitude of LE -.150 (-.300) .073 (.069) -.160* (-.410%**) -2.073 (-4.357)
Indirectness of LE -.088 (.044) .066 (.049) -.110 (.074) -1.333 (.901)

718 (.985)
705 (.337)
505 (.789)
733 (.471)
.043 (.234)
353 (.026)
958 (.415)
.040 (.000)
184 (.369)

Non Asian Expatriates R*: .343 (F = 4.469, p < .001)
Asian Expatriates R% .226 (F = 2.146, p < .01)

Table 4.20 shows the regression results of organizational satisfaction on continent origin.
The regression models for both Asian (p < .001) and non-Asian expatriates (p < .001) were
statistically significant. The model for Asian expatriates explained 31.60% of the variation of
organizational satisfaction. For non-Asian expatriates, 44.20% of the variation of
organizational satisfaction was explained by the model. Relationships was the common
significant predictor for both groups but the coefficient was higher for Asian expatriates (-.339)
than for non-Asian expatriates (-.220). Work attitude of local employees was a significant
predictor for Asians but was only a marginally significant predictor approaching to be

significant for non-Asian group.

Among the 20 variables, relationships (-.339), work attitude of local employees (-.302)
and different habits (-.185) were significant predictors of organizational satisfaction for Asian
expatriates. Leisure activities (-.141) was a marginally significant predictor only. Organization
climate (-.405), relationships (-.220), home/work balance (.212), personal responsibility (.212)
and indirectness of local employees (-.158) were statistically significant predictors for the

non-Asian group. Hassles (.166), Chinese business environment (.137), qualifications of local
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employees (-.136) and work attitude of local employees (-.123) were marginally significant

predictors.

The significant predictors for Asian expatriates were mainly work, local people and local
employees related predictors. The significant predictors for non-Asian expatriates were mainly
predictors coming from work and local employees related areas. No significant predictor was
from general environment and local people related areas for non-Asian expatriates and no

significant predictor for Asian expatriates was from general environment.

Table 4.20: Results of Multiple Regression Analysis of Organizational Satisfaction on
Continent Origin

Non Asian Expatriates (Asian Expatriates)

Unstandardized Standardized
Coefficients Coefficients
B SE Beta t Sig
(Constant) 6.143 (5.772) .552 (.463) 11.125 (12.467) .000 (.000)
Workload -.153 (-.042) .093 (.098) -.159 (-.049) -1.651 (-.423) .101 (.673)
Relationships -.219 (-.292) .104 (.109) -.220* (-.339*%) -2.117 (-2.667) .036 (.009)
Home/Work Balance 212 (.123) .090 (.089) .212* (.164) 2.349 (1.388) .020 (.167)
Managerial Role .066 (.087) .090 (.097) .067 (.098) .738 (.898) 462 (.371)
Personal Responsibility .210 (.118) .089 (.084) .212* (.149) 2.349 (1.408) .020 (.161)
Hassles .176 (.037) .106 (.105) .166" (.038) 1.664 (.356) .098 (.723)
Recognition -.095 (-.048) .081 (.092) -.102 (-.062) -1.171 (-.521) .243 (.603)
Organization Climate -.397 (.034) .083 (.106) -.405*** (.036) -4.760 (.325) .000 (.746)
Working with Chinese .011 (-.038) .084 (.077) .012 (-.051) .131 (-.490) .896 (.625)
Non-supportive HQ .063 (-.043) .069 (.089) .078 (-.056) 911 (-.482) .364 (.630)
Chinese Business Env .109 (.070) .064 (.067) .137#(.104) 1.697 (1.044) .092 (.298)
Rules & Regulations -.022 (-.070) .056 (.073) -.029 (-.103) -.397 (-.956) .692 (.340)
Env Pollution -.029 (-.031) .067 (.048) -.030 (-.052) -.440 (-.642) .661 (.522)
Leisure Activities -.006 (-.127) .079 (.071) -.005 (-.141%) -.076 (-1.775) .940 (.078)
Quality of Life -.024 (.004) .070 (.057) -.021 (.006) -.338 (.064) .736 (.949)
Different Habits -.013 (-.122) .066 (.055) -.013 (-.185%) -.202 (-2.213) .840 (.028)
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Cheating -.046 (-.026) .069 (.053) -.046 (-.038) -.671 (-.503) 503 (.616)

Qualifications of LE -.145 (.075) .083 (.074) -.136" (.095) -1.744 (1.012) .083 (.313)
Work Attitude of LE -.141 (-.261) .081 (.076) -.123% (-.302*) -1.734 (-3.417) .085 (.001)
Indirectness of LE -.154 (.011) .074 (.055) -.158* (.015) -2.087 (.196) .038 (.845)

Non Asian Expatriates R*: .442 (F = 6.762, p < .001)
Asian Expatriates R% .316 (F = 3.403, p < .001)

Table 4.21 shows the in China satisfaction on continent origin. Both the models for Asian
(p < .001) and non-Asian expatriates (p < .001) were significant. The model for Asian
expatriates explained 29.90% of the variation of in China satisfaction. On the other hand, the
model explained 20.90% of the variation of in China satisfaction for the Asian group. Work
attitude of local employees was the common significant predictor of in China satisfaction for

both groups.

Among the 20 variables, work attitude of local employees (-.285), working with Chinese
(-.281) and environmental pollution (.163) were statistically significant predictors for in China
satisfaction for Asian expatriates. Rules and regulations (.192) and personal responsibility
(.188) were marginally significant predictors only. For non-Asian expatriates, the model
explained 30.90% of the variation of in China satisfaction. Work attitude of local employees
(-.307), different habits (.230), non-supportive headquarters (.209) and quality of life (-.158)

were significant predictors of in China satisfaction for non-Asian expatriates.

The significant predictors for Asians were mainly from work, general environment and
local employee related areas. Although there were not many significant predictors for
non-Asians, these stressors scattered in all work, general environment, local people and local

employees related areas.
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Table 4.21: Results of Multiple Regression Analysis of In China Satisfaction on Continent

Origin
Non Asian Expatriates (Asian Expatriates)
Unstandardized Standardized
Coefficients Coefficients
B SE Beta t Sig
(Constant) 5.978 (5.453) 557 (.568) 10.732 (9.595) .000 (.000)
Workload -.047 (-.102) .094 (.121) -.054 (.100) -.504 (-.845) .615 (.400)
Relationships -.087 (-.140) 104 (.134) -.096 (.134) -.833 (-1.042) .406 (.299)
Home/Work Balance -.084 (-.080) .091 (.109) -.093 (.088) -.924 (-.733) .357 (.464)
Managerial Role .010 (.138) .091 (.119) .011 (128) .109 (1.156) .913 (.249)
Personal Responsibility 119 (.181) .090 (.103) .132 (188" 1.315 (1.757) .190 (.081)
Hassles -.128 (.009) 107 (.129) -.132 (007) -1.194 (.069) .234 (.945)
Recognition -.120 (-.165) .082 (.113) -.141 (-.176) -1.462 (-1.464) .145 (.145)
Organization Climate .038 (-.125) .084 (.130) .042 (-.108) 448 (-.957) .654 (.340)
Working with Chinese -.064 (-.252) .084 (.094) -.078 (-.281**) -.761 (-2.678) .448 (.008)
Non-supportive HQ 154 (.133) .070 (.109) .209* (.144) 2.206 (1.221) 029 (.224)
Chinese Business Env -.058 (.052) .065 (.082) -.080 (.064) -.895 (.634) 372 (.527)
Rules & Regulations .069 (.158) .057 (.089) .099 (.192%) 1.221 (1.767) 224 (.079)
Env Pollution -.051 (.116) .067 (.059) -.057 (.163%) -.753 (1.983) 452 (.049)
Leisure Activities -.055 (-.115) .080 (.088) -.055 (-.106) -.690 (-1.313) 491 (.191)
Quality of Life -.159 (-.075) .071 (.070) -.158* (-.097) -2.253 (-1.079) .026 (.282)
Different Habits .210 (.019) .067 (.068) .230%* (.024) 3.152 (.285) .002 (.776)
Cheating .096 (.085) .070 (.065) .104 (.101) 1.380 (1.313) 170 (.191)
Qualifications of LE -.038 (-.066) .084 (.091) -.040 (-.069) -.458 (-.728) 647 (.467)
Work Attitude of LE -.317 (-.298) 082 (.094)  -.307*** (-.285**) -3.873 (-3.178) .000 (.002)
Indirectness of LE -.025 (.089) .075 (.067) -.028 (.104) -.329 (1.330) 742 (.186)

Non Asian Expatriates R*: .309 (F = 3.830, p < .001)
Asian Expatriates R% .299 (F = 3.138, p < .001)

4.8 Male vs. Female expatriates

No significant differences on any of the three types of satisfaction were found when

comparisons were made on gender (See Table 4.22). Therefore, hypotheses 51, 52 and 53 were
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not rejected when emphasis was made on satisfaction. In other words, both male and female

expatriates were quite similar on the three types of satisfaction in China. In other words, they

were quite similar in terms of the levels of stress they experienced in China when stress was

considered to be manifested on the three types of satisfaction.

Table 4.22: Work and General Satisfaction in China for Gender

Gender Job ltself Organization In China
Satisfaction Satisfaction Satisfaction

Female (N = 85) 4.18 (.76) 3.69 (.96) 4.37 (.95)

Male (N = 284) 4.29 (.73) 3.80 (.87) 4.48 (.92)

In addition of investigating if the 20 above mentioned variables work as stressors for the

sample, a further step of the current study is to investigate if expatriates who have different

backgrounds would have different sources of stress. This section investigates the differences

between male and female expatriates.

Table 4.23 shows the results of multiple regression analysis on job itself satisfaction on

gender. Both models for male (p < .001) and female expatriates (p < .001) were statistically

significant. Work attitude was the common stressor for both male and female expatriates and

the coefficient was higher for male (-.293) than for female (-.225) expatriates. For other

significant predictors, these two groups shared different opinions except on recognition and

relationships where these were significant predictors for the male group but these were

predictors approaching to be significant for the female group.
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For the same 20 variables, a higher degree of variation was explained for female
expatriates (53.5%) than male (23.00%) expatriates. In terms of the predictors themselves,
home/work balance (.545), workload (-.499), managerial role (.340), and work attitude of local
employees (-.225) were statistically significant predictors to job itself satisfaction for female
expatriates. Relationships (-.345) and recognition (-.269) were variables approaching to be
significant but still not meeting the criterion of <.05. For male expatriates, work attitude of
local employees (-.293), recognition (-.280), relationships (-.213), non-supportive headquarters
(.196) and cheating (.138) were significant predictors of job itself satisfaction. Personal
responsibility (.160) was approaching to be significant but it was still not meeting the
significant criterion of <.05. Overall, the significant predictors for job itself satisfaction laid on
those work related predictors and local employee related predictors for both male and female
groups. Those predictors that related to general environment and to local people were not

significant for both groups.

Table 4.23: Results of Multiple Regression Analysis of Job Itself Satisfaction on Gender

Male (Female)

Unstandardized Standardized
Coefficients Coefficients
B SE Beta t
(Constant) 4.707 (5.068) .353 (.753) 13.336 (6.895)
Workload -.009 (-.384) .066 (.131) -.012 (-.499*%) -.136 (-2.942)
Relationships -.168 (-.258) 075 (.137) -.213 (-.345") -2.229 (-1.886)
Home/Work Balance -.014 (.398) .064 (.108) -.020 (.545**%) -.218 (3.670)
Managerial Role .053 (.251) .065 (.116) .068 (.340%) .816 (2.165)
Personal Responsibility .115 (-.084) .060 (.123) .160" (--104) 1.921 (-.684)
Hassles .083 (.187) 069 (.147) 102 (.214) 1.201 (1.267)
Recognition -.196 (-.191) .060 (.108) -.280** (-.269) -3.247 (-1.765)
Organization Climate .024 (-.026) .065 (.105) .029 (-.035) .362 (-.252)
Working with Chinese -.067 (-.153) .054 (.109) -.097 (-.215) -1.240 (-1.410)
Non-supportive HQ 131 (-.032) .055 (.104) .196* (-.050) 2.363 (-.313)

Sig
.000 (.000)

.892 (.005)
027 (.064)
.828 (.000)
415 (.034)
.056 (.497)
231 (.210)
.001 (.082)
718 (.802)
216 (.163)
.019 (.755)
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Chinese Business Env .050 (.003) .047 (.080) .081 (.006) 1.051 (.043) .294 (.966)

Rules & Regulations .011 (.044) .043 (.077) .017 (.076) .250 (.571) .803 (.570)
Env Pollution .022 (-.013) .038 (.069) .038 (-.021) .586 (-.183)  .559 (.856)
Leisure Activities -.069 (-.101) .052 (.087) -.083 (-.115) -1.333 (-1.155) .184 (.253)
Quality of Life -.024 (.066) .043 (.090) -.035 (.081) -558 (.731)  .577 (.467)
Different Habits .031 (.046) .042 (.072) .046 (.064) 725 (.629)  .469 (.532)
Cheating .100 (.076) .043 (.079) .138* (.104) 2.353 (.952)  .019 (.344)
Qualifications of LE .012 (.041) .054 (.106) .015 (.047) .213 (.385) .831 (.702)
Work Attitude of LE -.248 (-.187) .057 (.090) -.293*** (-.225%) -4.371 (-2.078)  .000 (.042)
Indirectness of LE -.028 (.051) .043 (.091) -.042 (.063) -.665 (.562) .507 (.576)

Male R% .230 (F = 3.937, p < .001)
Female R% .535 (F = 3.688, p < .001)

Table 4.24 shows the regression results of organizational satisfaction on gender. The 20
variables significantly explain 56.70% of the variation of organizational satisfaction for female
expatriates (p < .001) but explain 35.60% the variation of organizational satisfaction for male
expatriates (p < .001). Work attitude of local employees also appeared as the common
significant predictor for both male and female expatriates in explaining organization
satisfaction. The coefficient was much higher for female than for male expatriates. For other
significant predictors, these two groups had different opinions except on hassles where it was a
significant predictor for the female group but it was an approaching to significant predictor

only for the male group.

For female expatriates, hassles (.372), rules and regulations (-.361), work attitude of local
employees (-.356) and environmental pollution (-.238) were significant variables to explain
organizational satisfaction. Workload (-.313) is approaching to be significant. For male
expatriates, relationships (-.322), organization climate (-.300), personal responsibility (.273),
Chinese business environment (.194), work attitude of local employees (-.172), and different

habits (-.128) were significant predictors of organizational satisfaction for male expatriates.
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Hassles (.138), qualifications of local employees (-.108) and leisure activities (-.102) were

approaching to be significant for male expatriates.

The main sources of significant predictors for female expatriates mainly came from
predictors that were work, general environment and local employees related. For male
expatriates, the main sources of significant predictors mainly came from work, local people

and local employees related predictors.

Table 4.24: Results of Multiple Regression Analysis of Organizational Satisfaction on

Gender
Male (Female)
Unstandardized Standardized
Coefficients Coefficients
B SE Beta t Sig
(Constant) 5.852 (5.871) .387 (.895) 15.113 (6.557) .000 (.000)
Workload -.032 (-.305) 072 (.159) -.035 (-.313% -.436 (-1.913) .663 (.060)
Relationships -.304 (-.190) .082 (.166) -.322% (-.202) -3.682 (-1.144) .000 (.257)
Home/Work Balance .098 (.146) .070 (.132) 114 (.159) 1.394 (1.109) 165 (.272)
Managerial Role .075 (.200) 071 (.141) .081 (.214) 1.061 (1.416) 290 (.161)
Personal Responsibility 236 (.032) .066 (.149) 273"+ (.031) 3.589 (.215) .000 (.831)
Hassles 135 (.410) 076 (.179) 138" (.372%) 1.777 (2.284) .077 (.026)
Recognition -.033 (-.061) .066 (.132) -.040 (-.068) -.502 (-.465) 616 (.643)
Organization Climate -.296 (-.162) 072 (.128) -.300%** (-.170) -4.130 (-1.271) .000 (.208)
Working with Chinese -.032 (-.006) .059 (.132) -.038 (-.007) -.530 (-.045) 597 (.964)
Non-supportive HQ .024 (.061) .061 (.126) .030 (.074) .395 (.482) 693 (.631)
Chinese Business Env 144 (.028) .052 (.097) .194** (.038) 2.762 (.290) .006 (.773)
Rules & Regulations -.012 (-.261) .047 (.093) 017 (-.361*) -.266 (-2.802) 790 (.007)
Env Pollution -.018 (-.180) .042 (.084) -.026 (-.238%) 434 (-2.142) .664 (.036)
Leisure Activities -.102 (.080) .057 (.106) -.102" (.073) -1.779 (.753) .076 (.454)
Quality of Life -.007 (.110) .047 (.110) -.009 (.108) -.152 (1.002) .879 (.320)
Different Habits -.103 (-.011) .046 (.088) -.128* (-.013) -2.222 (-.127) .027 (.899)
Cheating -.015 (-.080) .047 (.097) -.017 (-.088) -.313 (-.831) 755 (.409)
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Qualifications of LE -.099 (.146) .060 (.130) -.108 (.132) -1.665 (1.130) .097 (.263)
Work Attitude of LE -175 (-.375) .062 (.110) -172 (-.356) -2.807 (-3.411) .005 (.001)
Indirectness of LE -.031 (-.106) .047 (.110) -.039 (-.104) -.675 (-.963) .501 (.339)

Male R% .356 (F = 7.257, p < .001)
Female R% .567 (F = 4.199, p < .001)

Table 4.25 shows the regression results of in China satisfaction on gender. Both the
regression models for female (p < .01) and male expatriates (p < .001) were statistically
significant. Although there were less significant predictors for the female group than for the
male group, the model explained more variations for female group than for the male group. For
female expatriates, 47.80% of their in China satisfaction was explained by the model while it
was only 29.40% variation was explained for male expatriates. Again, work attitude of local
employees was the common predictor for both male and female expatriates. The coefficient
was also higher for female expatriates than for male expatriates. Rules and regulations was

significant for female group but was only marginally significant for male group.

Workload (-.405), work attitude of local employees (-.312), and rules and regulations
(.295) were significant predictors of in China satisfaction for female expatriates.
Environmental pollution (.206) was also a marginally significant predictor for female
expatriates as well. For male expatriates, work attitude of local employees (-.290), personal
responsibility (.189), non-supportive headquarters (.175), working with Chinese (-.158),
different habits (.140), and leisure activities (-.131) were significant predictors of in China
satisfaction. Rules and regulations (.130) and cheating (.106) were marginally significant

predictors of in China satisfaction for male expatriates.
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The significant predictors for female expatriates were from work and local employee

related areas, while the significant ones for male expatriates scattered over the work, general

environment, local people and local employees related areas.

Table 4.25: Results of Multiple Regression Analysis of In China Satisfaction on Gender

Male (Female)

(Constant)

Workload
Relationships
Home/Work Balance
Managerial Role
Personal Responsibility
Hassles

Recognition
Organization Climate
Working with Chinese
Non-supportive HQ
Chinese Business Env
Rules & Regulations
Env Pollution

Leisure Activities
Quality of Life
Different Habits
Cheating
Qualifications of LE
Work Attitude of LE

Indirectness of LE

Unstandardized

Coefficients

B
5.456 (5.804)
-.020 (-.389)
-.090 (-.114)
-122 (.092)
-.015 (.219)
173 (-.163)
-114 (.168)
-.073 (-.110)
.032 (-.030)
-.138 (-.183)
147 (-.026)
-.023 (-.005)
102 (.211)
.047 (.155)
-.138 (-.086)
-.078 (-.069)
119 (.105)
.097 (.050)
-.030 (-.163)
-310 (-.325)
017 (.122)

SE

428 (.974)
.080 (.173)
.091 (.181)
.078 (.144)
.078 (.153)
.073 (.163)
.084 (.195)
073 (.144)
.079 (.139)
.066 (.144)
.067 (.137)
.057 (.106)
.052 (.101)
.046 (.091)
.063 (.116)
.052 (.120)
.051 (.096)
.052 (.105)
.066 (.141)
.069 (.119)
.052 (.120)

Standardized
Coefficients

Beta

-.022 (-.405%)
-.091 (-.122)
-.135 (.101)
-.015 (.237)
.189* (-.161)
-.110 (.154)
-.082 (-.123)
031 (-.032)

-.158* (-.206)
.175* (-.032)
-.029 (-.006)
130" (.295%)
.064 (.206%)

-131* (-.079)
-.089 (-.068)
.140% (.119)
.106" (.055)
-.030 (-.149)

-.290%%* (-.312*%)
.020 (.121)

t
12.759 (5.958)
-.256 (-2.249)
-.994 (-.628)
-1.572 (.643)
-.194 (1.426)
2.377 (-1.001)
-1.354 (.863)
-.995 (-.762)
405 (-.215)
-2.098 (-1.273)
2.194 (-.191)
-.399 (-.043)
1.973 (2.085)
1.030 (1.693)
-2.182 (-.744)
-1.502 (-.579)
2.321 (1.094)
1.880 (.475)
-449 (-1.157)
-4.519 (-2.720)
329 (1.017)

Sig

.000 (.000)
798 (.028)
321 (.532)
117 (.523)
846 (.159)
.018 (.321)
177 (.391)
321 (.449)
.686 (.830)
.037 (.207)
.029 (.849)
.691 (.966)
.050 (.041)
304 (.095)
.030 (.459)
.134 (.565)
021 (.278)
.061 (.637)
654 (.252)
.000 (.008)
742 (.313)

Male R% .294 (F = 5.481, p < .001)
Female R% .478 (F = 2.926, p < .01)
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4.9 Conclusion

Future career was the most important reason for the sample to accept the assignment in
China. The entire sample had a higher level of satisfaction at in China satisfaction. Work
attitude of local employees was the negative predictor for all three satisfaction types for the
sample, specifically, relationships and recognition were significant negative predictors for job
itself satisfaction. On the other hand, relationships and organization climate were other
negative predictors for organization satisfaction. Other than work attitude of local employees,
working with Chinese was the other negative predictor for in China satisfaction. Further
comparisons of sources were also made on the three satisfaction types for continent origins and
gender groups in this chapter. The next chapter would discuss the potential explanation for the
findings in this chapter. In addition, quotes from interviewees would also be used as supports

for the explanations.
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Chapter 5 Discussion

5.1 Introduction

Adjustment of expatriates was first found on a unitary concept, in which there was just
adjustment to the general environment (Oberg, 1960). Then, it was further developed to a
multi-dimensional concept, in which expatriates would experience adjustment to work, to the
general non-work environment and to interacting with host nationals (Black, 1988, 1990;
Black, Mendenhall & Oddou, 1991). Based on this multi-dimensional adjustment theory, this
study extended the scope to find sources of stress from work, general environment and

interaction with local employees and local people.

5.2 Motives of Coming to China

The quantitative findings showed that future career was the most important motive for the
sample to accept their assignments in China. It is consistent with literature where it found
many MNEs considered international assignments as a means of management development
and career advancement (Baker & Ivancevich, 1971; Edstrom & Galbraith, 1977, 1994; Tung,
1982b; Scullion, 1991; Oddou, Derr & Black, 1995; Chapel, 1998; Tung & Worm, 2001; Chen,
Choi & Chi, 2002), and at the same time employees also believed that overseas assignments
which could benefit them in their careers for the current and/or future employers (Yurkiewicz
& Rosen, 1995; Stahl, Miller & Tung, 2002; Dickman, Doherty, Mills & Brewster, 2008).
Future career was the immediate most important motive which was related and benefit to the

expatriates themselves. Interviews in the qualitative part of the study also shared similar ideas.
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“Personally, the China assignment is enormously adding value to my career. | always
want to develop skills that can add value to my future employers.” --- An American expatriate
believed the China assignment would add value to his career, not necessarily for his current

boss but for his future employers.

The second important motive for the sample to accept the China assignment was the
China exposure which was to the expatriates themselves and to their family too. Many
interviewees from the qualitative part of the study believed the China assignment was good to
them and to their family members, specifically to their children too. It can be seen through the

following quotes from interviews with expatriates in China.

“For the future 20 years, the world’s economy is in China. Hong Kong is small and the
team there is small too. Even though the work is the same, the level of complexity is much
higher in big organization (in China) and | can see many things. For me, the China assignment
would give me a better vision. Have the chance of getting involved and working in a complex
environment rather than just hearing of it is good. Since | believe that the future economy is in
China in the coming 20 years, | believe that it is good if my daughter can get some experiences
here. Since the assignment is in Beijing (the capital of China) but not in Guangzhou, it is
worthwhile to come.” --- An expatriate from Hong Kong expressed the China assignment is

good for his future career, and also good for himself and his family to get the China exposure.
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“When 1 first mentioned the China assignment to my family, they (specially my two
smallest sons) liked it a lot and they were more open than | anticipated even though | didn’t
like the assignment that much. | was shocked by their reactions. The next day, they approached
me and asked me if there was a chance that | could get back to the interview for the China
assignment.” --- An expatriate from America was shocked by the eagerness of his children to
come to China. It was also the main reason he accepted the China assignment because of China
exposure that his assignment could bring to his children and also their highly acceptance to the
assignment. It confirmed with the findings of Schoepp and Forstenlechner (2010) that
preferences of family had become a motivator for expatriate to stay rather than leave their

overseas assignment.

“l am trying to increase the perspectives for my children and family, not just for myself.
To see my children speaking Chinese to each other and having my kids being my translators in
markets are cool and interesting.” --- An American expatriate enjoyed his children having

China exposure.

“My wife was very excited when she first heard of my assignment to China as she lived
only in India and America. A famous German philosopher said, ‘We must always change,
renew and rejuvenate, otherwise we harden.” If we don’t embrace new challenge, we don’t
grow. Coming to China is a change and a new challenge for me and for my wife. In addition,
the China assignment helps me to nurture a sensitivity towards other opinions and ideas of
another culture. It allows me a good understanding of the differences and how different people
work and expectations of people in different societies. It also helps me to understand that not

everything done in the States is the right way necessarily. Just like not everything done here is
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necessarily the right way. It can be a mix of a continuum.” --- An American Indian expatriate
indicated that the China assignment was important for both himself and his wife. He enjoyed

more personal growth and was able to be more sensitive toward people from other cultures.

5.3 Sources of Stress and Motivators

Table 5.1 shows the results of multiple regressions of job itself, organization and in
China satisfaction. Organization satisfaction (R? = .367) was the dependent variable had most
of its variation explained by the independent variables. In China satisfaction (R* = .298) and

job itself satisfaction (R? = .249) also had fair high variations being explained.

Table 5.1: Results of Multiple Regression Analysis of Different Types of Satisfactions

Independent Dependent Variables
Variables Job Itself B Organization B In China B
Workload -.101 -.091 -111
Relationships -.245%* -.284%** -.108
Home/Work Balance 127" 146* -.086
Managerial Role .106 116" .027
Personal Responsibility 132° 211% .138*
Hassles .098 .175* -.048
Recognition -.327%%* -.065 -.122%
Organization Climate .036 - 270%* .036
Working with Chinese -.116" -.018 -.157*
Non-supportive HQ .162* .018 .154*
Chinese Business Env .029 .148* -.034
Rules & Regulations .022 -.086 .144*
Env Pollution 027 -.076 097"
Leisure Activities -.079 -.057 -.099"
Quality of Life -.008 .007 -.095"
Different Habits 042 -.095" 123+
Cheating 127+ -.047 .095"
Qualifications of LE .026 -.062 -.051
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Work Attitude of LE - 277 -.210%+* -.307*+*

Indirectness of LE -.034 -.072 .035
F 5.775%* 10.113*** 7.395%**
R? 249 367 .298

#p<.10,* p <.05, ** p< .01, *** p< .001

When a closer attention is paid at the coefficients, hypotheses 4, 7, 9, 11, 13, 14, 18, 19,
21, 23, 27, 35, 36, 42, 43 and 44 were rejected. In other words, the results suggested that
recognition, work attitude of local employees, relationships, non-supportive headquarters, and
cheating were significant predictors for job itself satisfaction; relationships, organization
climate, work attitude of local employees, personal responsibility, hassles, home/work balance,
and Chinese business environment were significant predictors for organization satisfaction;
and work attitude of local employees, working with Chinese, non-supportive headquarters,
rules and regulations, personal responsibility and different habits were significant predictors

for in China satisfaction.

Work attitude of local employees was a significant predictor for all three types of
satisfaction (H42, H43 and H44). Relationship and personal responsibility were significant
predictors for two of the three satisfaction types (H13, H14 and H7). When a predictor is
significant and has a negative sign for the coefficient, it is negatively related to the dependent
variable. Therefore, it would be considered as a source of stress for the expatriates. On the
other hand, when the predictor has a positive sign for the coefficient, it is positively related to
the dependent variable. Therefore, it would be working as a motivator for the expatriates. As a
result, for the current study, recognition, work attitude of local employees, organization climate,
relationships and working with Chinese were negatively related to satisfaction and they would

be considered as factors bringing stress to the sample. Home/work balance, personal
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responsibility, hassles, non-supportive headquarters, Chinese business environment, rules and
regulations, different habits and cheating were positively related to the satisfaction of
expatriates and thus could be treated as motivators at their present levels. The quantitative
findings did not have sufficient findings to show workload, managerial role, environmental
pollution, leisure activities, quality of life, qualifications of local employees and indirectness of
local employees were significant predictors to the overall sample. Whether these predictors
worked as sources of stress or motivators, they were mainly from the work and China related
work sources, interacting with local people, and perception on local employees. However, none
of the significant sources were from the general environment. Each of these sources is

scrutinized as follows.

5.3.1 Work attitude of local employees

Literature shows that Chinese employees do not like to take responsibility and initiative,
and they do what they are informed to do from a higher rank (Zambet & Bovarnick, 1986;
Davidson, 1987; Weiss & Bloom, 1990; Napier & Taylor, 2002; Zimmermann et al., 2003). It
matched with the quantitative findings of this study which was work attitude of local
employees was the significant predictor for all types of satisfaction (H42, H43 and H44). In
addition, the coefficients found in this study were quite high (B ranged from -.210 to -.307).
The inferior attitude of the local employees may due to the equitable reward system which fails
to encourage employees to build up accountable and responsible attitudes (Weiss & Bloom,
1990; Li, 1998). In addition, the huge compensation differentials between locals and
expatriates also helped to explain why the locals showed poor work attitude in front of

expatriates (Chen, Choi & Chi, 2002; Chen, Kraemer & Gathii, 2011).
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The quantitative findings were confirmed with the findings from the in-depth interviews
conducted. Many of the interviewees who were expatriates relocated in China and found the
work attitude of local Chinese workers was in a problem and they were frustrated about it. The

followings are some interesting quotes from interviews with expatriates in China.

“People here are reactive rather than proactive. Taiwan employees have better work
attitude than people here. People here do not want to work on duties and tasks that are not
written in their job descriptions.” --- An expatriate from Taiwan indicated the poor work

attitude of local employees.

“Local Chinese are more self-oriented and calculative. ‘What’s the benefit for me?” For
things that do not bring them benefits, they do not work very hard. They do not care people
seeing this side of them because the market (China) is so big and there are so many
opportunities.” --- Another expatriate from Taiwan also complained about the poor work

attitude of local employees in China.

“Other than the long working hours, | am not satisfied with the work attitude of the local
workers too. It is very hard to make the local workers just do a small piece of work, e.g., it is
hard to make an order completed.” --- An expatriate from Hong Kong complained the long

working hours he had to fulfill in China and the poor work attitude of local employees.

“China has an activity base culture. People here want to be seen busy. That’s frustrating.

People are not productive with their time but just doing things or to look busy. People here are
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just simply doing something without thinking why they have to do it.” --- An American
expatriate indicated the frustrations he felt with employees not knowing the values they

brought to the company.

“l am stressful when there are important meetings and these people (local colleagues) are
not showing up or not showing up on time without telling you why. That is frustrating.” --- An

American expatriate.

“It is hard to work here. When you ask the Chinese to do something, they would promise
it first and only then try to figure out how to do it. It means that they may promise to do
something but under the reality that they may not know whether they can do it and many of the

times, they could not carry out what they promised you.” --- An American expatriate.

“The local staff was not aggressive, proactive, or even active at all. They wait for the
phone to ring (instead of making contact with potential customers).” --- The perception of an

American Chinese expatriate.

“In the work environment, the main challenge is to get people accountable and
responsible. To get them agree on their responsibility. Getting them to be proactive and not just
wait for details or orders from the boss. If you didn't tell them to do such and such before,
nobody would do it. In the same token, people are afraid of admitting of making mistakes. If
you do things, you get a chance to make mistakes and if you do not do anything, you would

not make mistakes. Therefore, another challenge is to create a culture that admits of making
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mistakes. Then address it and solve it.” --- A German expatriate.

5.3.2 Relationships

Relationships were a significant predictor for both job itself satisfaction (B = -.245) and
organization satisfaction (B = -.284) of the expatriate sample in this study. It was negatively
related to these two satisfaction types (H13 and H14). How well they were dealing with
colleagues did affect their levels of satisfaction for the job itself and the organization. Similar
findings were found in a sample of hotel supervisors in Taiwan in which relationships with
others were related with three burnout dimensions: emotional exhaustion, depersonalization
and personal accomplishment (Hu & Cheng, 2010). Some interviewees did indicate they

experience stress from relationships at work.

“Yes, | felt stress from job here. | am not comfortable with all the peers and people in
leadership teams. | hope they can understand that | am here to help and not to control
everything.” --- An American expatriate felt that the local peers did not welcome him to work
in China and were afraid that he was coming to China to control and replace the local

management.

“l experiences stress from work because sometimes objectives cannot be met. Sometimes
when objectives have to be met, | need to rely on people (manage people on lower ranks) and
manage the relationship with people at top. All these can be stressful. People are the main
source of stress for me.” --- An expatriate from Taiwan indicated how well/poor he manage the

relationships with people at the work environment can bring him stress.
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5.3.3 Personal responsibility

Personal responsibility was another significant predictor that would affect organization
(H7) and in China satisfaction, although it was only marginal predictor for job itself
satisfaction (H6). However, it did it in a positive way. In other words, the more stress they
experienced from personal responsibility, the higher the job itself and organization satisfaction
they experienced. That may due to the reason that when expatriates are placed overseas, many
of them are in higher ranks, e.g., managerial and executive ranks (Napier & Peterson, 1991).
Then, autonomy and authority would come along with the higher ranks for the expatriates
(Taylor & Napier, 1996). The quantitative findings suggested the sample enjoyed the personal
responsibility they bore at work. In other words, personal responsibility worked as a motivator
for the sample. Interviewees expressed both supporting and contradicting ideas to the

quantitative findings.

“l am working at a level that is several levels more advance than if | were in the US.” ---
An American expatriate expressed that the assignment in China allowed him to work in a much

higher position and bear more responsibility than if he stayed and worked in the States.

“The China assignment experience is definitely something good. In the past three years, |
could develop outputs that could obviously contribute to the development of the company.” ---
An expatriate from Hong Kong indicated he bore more responsibility and he brought some

contribution to the company after he moved to China.
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“For business, there are not enough data in China. Therefore, it is difficult to judge or
make decision. Sometimes, | need to make educated guess and judgment. In addition, different
people would tell you different information. Therefore, it is important to ask the right questions
and judge people’s answers.” --- An expatriate from Taiwan indicated that the lack of
information might affect the quality of decision that he would make, which he needed to bear

the responsibility.

“For example, there are clear definitions in Hong Kong and other places of the job
responsibilities of a Sales and Marketing manager but in China they do not have a clear job
description and specification. If there are duties/tasks not very well done, whose responsibility
is this?” --- An expatriate from Hong Kong indicated when responsibility was not clearly
defined. It also would make expatriates frustrated, especially when a piece of work was not

well done.

5.34 Home/Work balance

Home/work balance was another significant predictor that would affect organization
satisfaction in a positive direction (B = .146). Home/work balance refers to “how well one can
‘switch off” from work while one is at home, and vice versa” (Williams & Cooper, 1998).
Home/work balance was similar to the spillover effects (Takeuchi, Yun & Tesluk, 2002;
Edwards, Cockerton & Guppy, 2007). Shih, Chiang and Hsu (2010) found that expatriate
work-family conflict is negatively related to expatriate satisfaction and performance but the
quantitative findings of this study indicated that the higher stress from the home/work balance,
the more satisfied the sample was on organization satisfaction (H4), and it was contradicted

with findings of literature (Wang, Lawler & Shi, 2010). That may due to the reason that
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expatriates spent more time on their work in China and so they got more organization
satisfaction. On the other hand, they had less worries on their home due to the manual labor is
very cheap in China and they could hire domestic helpers at home so they could concentrate
more at work. In other words, the domestic helpers allowed them to concentrate more on their
work, especially expatriates who have young children. It can be seen in the following quotes

from expatriates in China.

“l worry less about my family in China than in America because we have a domestic
helper so | do not need to worry on what’s happening at home. It is not just my wife at home

but with the help of a domestic helper, | worry less.” --- An expatriate from America.

In addition, the expatriates interviewed tried to introduce the policy of separate work and
home lives. That may also contribute to the positive relationship between home/work balance

and organization satisfaction.

“There is less work and life balance in China. With the American leadership, we
introduced the concept of work and life balance to our subsidiary in China. There was no
urgency so no priority before. Now, no more internal meetings in the company are on
Saturdays. They did that before and people didn’t think it was strange. Now, there are no such
meetings on weekends. If a meeting is with customers, that’s fine.” --- An American expatriate

said the expatriate group introduced the concept of life and work separation in the company.

Although many expatriates tried to introduce the home/work balance concept, many of
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them found their transfers to China made them losing their private and family life.

“In Western societies, family and work have a very clear distinction. Here in China, work
life and family life are mixed if the latter existed. | need spent much of my private (family)
time for business meetings, dealings, dinners, and gatherings etc. | cannot spend much time
here with my family, especially my kids. | got some complaints from my two daughters.” --- A
Canadian expatriate found the work and family lives are not clearly separated after he moved

to China.

“In the sense that if | want to develop connections with local people, businessmen or
authorities, the intensity of networking with people is so constant. In other words, one has to
spend ones private time to dine, drink, sing, dance and entertain with these people.... It is so
draining for foreigners who have very clear distinction between work life and private life.” ---

A female American Chinese.

Some interviewees were not able to separate work and home lives clearly. However,

many of them did believe the assignment made them be closer with their family members.

“My family (wife and daughter) and | get closer here. However, sometimes | got stress
from work and that may affect my emotions so my temper may not be so good at home
sometimes.” --- An expatriate from Taiwan thanked his family members, especially his wife,

could bear the frustrations of his temper, which was due to work.
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“The assignment is more of a problem for my wife because she feels lonely at home
sometimes. If we pass this stage successfully, we can get closer as we overcome some tough
times together. For me, the assignment makes me to have a closer relationship with my wife.”

--- An expatriate from Taiwan.

“The China assignment has no impact on our relationship. If there was any, it would be
just positive impact on our relationship as there are common experiences, be good or bad, and
we have something common to share with and have some common things to talk about.” --- A
Dutch expatriate expressed the common experiences of being in China with his wife was

actually something that made their relationship better.

5.35 Hassles

Although the poor general working conditions, like office services and supplies were
either unavailable or not satisfactory, were not up to Western standards and a lot of hassles
were created to expatriates (Zamet & Bovarnick, 1986), hassles ( B = .175) were found
positively related to organization satisfaction in the survey (H9). In other words, it worked as a
motivator for expatriates in China. However, the quantitative findings seem contradicted with

opinions of interviewees in the qualitative part of the study.

“The environment is good here in terms of space and location. However, there are a lot of
daily hassles at work that are disturbing. For example, the phone network quality is very poor.
It is people related and hardware related. | need to do tele-conferences every week but the

internet is always unconnected. Both mobile phones and tele-conferences have a lot of
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disturbing noises. The infrastructure in office building is still lack of details or designed not
from the point of view of users. All these problems irritate.” An expatriate from Hong Kong

found the daily hassles at work annoying and affecting his work.

Although from the opinion of interviewees that hassles seemed a problem for them,
guantitative findings did not prove so. That might due to the reasons that other problems were
more serious ones, e.g., work attitude of local employees, and so attention from expatriates was

not paid on hassles.

5.3.6 Recognition

Many MNEs consider international assignments as means for management development
and career advancement (Baker & lvancevich, 1971; Tung, 1982a; Oddou, Derr & Balck, 1995;
Chapel, 1998; McEllister, 1998; Tung & Worm, 2001; Chen, Choi & Chi, 2002) and they used
these as purposes to attract good home performers to accept overseas assignments. However,
the findings show that recognition (B = -.327) was negatively related to job itself satisfaction
(H11). In other words, the sample found the poor recognition they received from top
management or from colleagues at home affect their job itself satisfaction. The complaints of

the expatriates are as follows:

“Many colleagues at home do not understand why it is important to place so many
expatriates in China. They would question how come these guys are hanging around in China?
From their points of view, they would see there is no contribution from these expatriates in

some hard criteria. For example, the China operation makes only very low sales with high cost
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and low production. They cannot see the long-term benefits China can bring to the company in
the future 10 to 15 years. They would not understand that dealing with people in China is in a
much more intensive basis. It is very different from Germany. They would not understand the
difficulty of doing business here. Only those who were here before or those CEOs or board
directors understand the difficulties.” --- A German expatriate got upset that general colleagues

at home did not understand their contributions to the company.

In addition, the negative relationship between recognition and satisfaction may due to the
reason that many of these MNEs guaranteed for promotion or career advancement when they
sent expatriates overseas. However, these MNEs could not carry out what they promised later

on, especially when the time the assignments ended.

“For performance evaluation, my local boss in China is doing that because he is the one
who can understand my performance clearly. Nobody at home is doing that. For chances of
promotion, China branches and HK branch are separated from the headquarters in Taiwan.
Therefore, no matter how well | perform in China, it does not contribute to the chances of
promotion at home.” --- An expatriate from Taiwan found out the China operation was
separated from the business in the Taiwan headquarters so he had no way to compete

promotions with colleagues at home.

However, the problem of recognition seemed not exist for expatriates working in MNEs
which have a more developed and organized international development program for their
employees. In addition, the MNEs let the expatriates understand the experiences they had in
China was good for their future development or career rather than making any promises in
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career advancement. In this case, the interviewees did not care about the recognition from or
future positions in the MNEs but they did care what knowledge and skills the China

experiences could bring to them in the future career or values bring to their future boss.

“When the time | accepted the assignment in China, | gave up my position at the
headquarters in the States. There was/is no guarantee | would get a position after | finish my
assignment here. The assignment here lasts for two years. Personally, the China assignment is
enormously adding value to my career. | always want to develop skills that can add value to
my future employers. Working in an international team in New Jersey does not mean
international experience. Living in China, visiting different cities and talking to different
customers make me experienced how business is done in China. The actual marketing and
activities can help me. It also proves that | can live and work abroad that may be good for me
in the future international assignment whether it is in China or other places. In addition, | also
have good network here as | can meet many high caliber Americans here that may also be
helpful for me. These can help me even | go back to the States or will stay in China or Asia.”
--- An expatriate from America believed the China assignment added value to him and it can

benefit to his future employers.

“I thought a lot if the China assignment can contribute to my career before accepting the
job. I might not make the move if it is not in China. China experience in work can add me a
very different dimension and | can see more the operating environment of the company in Asia.
That can make me able to move forward in health care but not just in pharmaceutical. That can
also help me move forward in cross sectors in this or in other companies. The assignment

diversifies me and | am able to compete for higher level jobs. The China assignment helps me
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to open more doors that | otherwise would have. | also know more leaders outside this
company which would be helpful in the future.” --- An American expatriate found the China

assignment could open more career doors for him in the current or other companies.

“There was no guarantee from the company. However, to be a more senior manager, |
need to have some working experiences in overseas countries. All top management in Korea
has international experiences. Many people in my generation do not have international
experience, but it is a common sense that they need it and after the assignment, they can have
higher positions. It is not a requirement but it is a common sense in the company.” --- An

expatriate from Korea.

“The experience in Hong Kong made me understand that | cannot go to a higher position
in my career ladder as the Hong Kong market is very small. The lack of experience in a macro
market (big market) also makes me could not move higher. After the assignment, | can decide
whether | should go back to Hong Kong or stay in China. | need some macro market
experiences so | can have more choices in my career.” --- An expatriate from Hong Kong

believed he could have more career choices after he got some working experiences in China.

Some expatriates also got satisfaction through the recognition of the headquarters on their
performance in China. A Canadian expatriate said, “The hotel group appreciates what | am
doing by keeping me in China and allocating more work to me. | have just become the
vice-president of Asia for our hotel group. The hotel group is financially successful under my

supervision. | enjoy a strong sense of satisfaction.”
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5.3.7 Organization climate

Organization climate was defined as “the ‘feel’ or ‘atmosphere’ within the place of work
(Williams & Coopers, 1998). It was very different from those in Western countries. It was
found to have a negative impact on organization satisfaction (B = -.270) of expatriate in the
survey. In addition, experiences retrieved from expatriates in interviews also confirmed the

findings from the survey.

"Individualism is not encouraged here. People are not encouraged to do and to say what
they want. The structure here does not help people to do something and succeed in
something..... At the same time, people are trying to make money fast because they do not
know how long the current environment will last according to the history of China. This is a
very selfish environment." A Scottish expatriate complained about the social conditions which

had impact on the work atmosphere.

5.3.8 Working with Chinese

The lengthy and strategic negotiation process of Chinese (Pye, 1982; Chen, 1994; Hung,
1994; Selmer, 1998b; Chen, 2001), the decision making styles of Chinese parties (Blackman,
1998; Chen, 2001) which was difficult to identify the real decision maker in business dealings
(Hung, 1994; Selmer, 1998b; Chen, 2001) and also the differences in perception of time
(Trompenaars, 1993) resulted with work conflicts and frustrations (Sergeant & Frenkel, 1998).
However, working with Chinese was not a significant predictor to organization satisfaction

(H29) but it was marginal predictor to job itself satisfaction (H28) in the quantitative part of
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the study. Out of expectation, which working with Chinese was a significant predictor on in
China satisfaction, although it was not hypothesized. It was negatively related to in China
satisfaction (B = -.157). In the interviews, there were more complaints from expatriates in

regard of working with Chinese.

“Meeting or negotiations are also stressful in China. We know what we want when we go
to a meeting or a negotiation. We also know what the Chinese party wants after ten minutes of
the meeting. However, they like to keep talking for hours and hours to get to the point.” --- A
German expatriate complained the way Chinese business parties engaged in meetings and

discussions.

5.3.9 Non-supportive headquarters

Although there were complaints from expatriates in interviews in regard of receiving
inadequate supports from headquarters, non-supportive headquarters was a significant
predictor for job itself (B = .162) and in China satisfaction (B = .154). Its effect was in a
positive way (H19 and H21). That may due to the reasons that it also meant the expatriates
might have more freedom and less restrictions to work in overseas assignments when they got
less supports from the headquarters. However, interviewees did complain the inadequate

supports from the headquarters could affect their performance in the overseas assignment.

“l am so far away from the headquarters and | feel that | am isolated. There is no way to
know what is happening at home and what is going on.” --- An American expatriate

complained about the inadequate support from the headquarters.
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“When | need to get advice or consultation from the headquarters, | never get it on time.
The inadequate supports | can get when | need it affect my work here, which would affect my
performance evaluation at the end of the year.” --- An Indian expatriate complained the

inadequate support from the headquarters would affect his performance in China.

5.3.10 Chinese business environment

Chinese business environment was also a significant predictor on organization
satisfaction (H23) but not on job itself (H22) and in China satisfaction (H24) in the
guantitative part of the study. It worked as a motivator (B = .148). When a closer look was at
the personal experiences of expatriates, they found it was tough to work in the Chinese
business environment, which was especially true when the rules and regulations were
implemented differently for a local firm than to a foreign firm (European Chamber of
Commerce, 2012). Furthermore, guanxi development required a lot of energy and talents
which the expatriates were lacked of. In addition, the business environment, e.g. guanxi
practices, also challenged the ethnical standards of expatriates (Chen, 2001; Warner, 2010). It
was found that some expatriates chose not to follow the local guanxi practices while there was
also another group which tried to adapt to this particular Chinese business culture (Nolan,

2011).

“The work environment is tough because there are quite a lot of rules and regulations.
The implementations and enforcement of them are very inconsistent to local than to foreign
firms. There are also a lot of gray areas in which the law is not clear. There are a lot of
intellectual property rights which are being abused.” --- An Australian Chinese found there
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were double standards applied to local firms than to MNEs.

“The Hygiene Group can come to the hotel (foreign hotel) and close down the whole
hotel because they don’t like your way to do the hygiene but if you go to the local hotels
opposite of the street, the requirement is completely different. The requirements of the
government to foreign companies are harsher, especially during the early and middle 90s.” ---
A Canadian expatriate complained the rules and regulations were different for foreign and local

companies.

"If a Chinese conducted business in Canada, there is no doubt that he would be treated
unfairly. On the other way around, if a Canadian conducted business in China, he would be
treated unfairly. People would not trust him. In China, rules and regulations applied to local
people and foreigners are different. Chinese people are afraid of foreigners would exploit
them." --- A Canadian expatriate found that there were so many rules and regulations in China.

In addition, the rules and regulations applied to local people and foreigners were different.

“Many our customers always ask us to sponsor them for conferences and in return they
would buy more products from us. It is difficult. The conference is not business related but it
would affect whether the customers would buy more from us. This business structure is
different from what | learned at school. Should you please the company, your colleagues or
following the ethical standard? As | am the decision maker, all these consume me a lot of
thinking. There are many grey areas in China. When you are not using their own way of
methodology to do things, the local people would think you are incorrect. When the team is

getting bigger and bigger, more of these problems may occur. The company has guidelines for
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ethical standard. If | follow these guidelines, it means the company is following the American
standard and it is not a good way to communicate with and manage your subordinates. China
emphasizes a lot RenQing (human feelings). If you do not use and respect RenQing, they
would not help you at the end and finally it affects your business. People in China mix work
and RenQing together. For serious mistakes like stealing, | can easily follow guidelines. For
minor problems or grey areas, | should rely on something else. Local people are very good at
manipulating in grey area.” --- An expatriate from Hong Kong questioned the ethical standard

he learned when he saw practices were so different in the Chinese business environment.

“Ongoing and obvious corruption in the workplace, government, security organizations
and lack of transparency (honesty) in communication are two of the most frustrating challenges
to work here.” --- A Canadian expatriate found the lack of transparency in the Chinese business

environment.

5.3.11 Rules and regulations

Rules and regulations were not a significant predictor for job itself (H25) and
organization satisfaction (H26) but was a significant predictor for in China satisfaction (H27).
Rules and regulations (B = .144) was in a positive relationship with in China satisfaction. It
indicated expatriates might still perceive China as a place with lack of security. More rules and
regulations which govern the daily life could give expatriates a more secured feeling and so
their in China satisfaction was enhanced positively. Although the findings were not significant
in the working settings, literature found it is a problem for expatriates in China (Global
Relocation Trends Survey 2008). In addition, many interviewees did complain about the

troubles of rules and regulations applied on their work environment as follows.
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“Working with Chinese government and state owned enterprises (SOEs) are time
consuming because there are lots of rules and regulations. The quality of management in

MNEs is much better than the management in government and SOEs.” A Dutch expatriate.

“China has a lot of rules and regulations and they are changing all the time. Another
problem is there are never enforcement of these rules and regulations. Unless some problems
or accidents happen, people would trace back the legal system and see who is wrong.” A Dutch

expatriate complained about the rules and regulations in China.

“From business point of view, there are many regulations on foreign enterprises
concerning what they cannot do here in China.” --- A Japanese expatriate complained that

MNEs were targeted and special rules and regulations were applied to them.

Many expatriates might have delegated the local employees who had the connections to
deal with these rules and regulation problems in China (Nolan, 2011). That might explain the
insignificant statistical findings of rules and regulations to their job itself and organization

satisfaction.

5.3.12 Workload

When expatriates were in their overseas assignments, they bore heavy workload which

would make them under stress (Hullinger & Nolan, 1997; Hulme, 2006; Fischimayr &
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Kollinger, 2010; Makela, Kansala & Suutari, 2011). Although many interviewees did express
they had heavy workload in China (see interview quotes as follows), both H1 and H2 were not
rejected. In other words, workload was not found as a predictor for any satisfaction type in this
study. It may due to the reason that stress could be manifested in different aspects, e.g.,
behaviourally, physically and psychologically. Since stress can be manifested through
behavioural responses, e.g., absenteeism and turnover (Parker & DeCotiis, 1983; Clarke &
Cooper, 2000), physiological responses, e.g., headaches, blood pressures, pulse rate, neck and
shoulder muscle tension (Pearson, 1981; Bruning & Frew, 1987; Selmer, 1998b; Clarke &
Cooper, 2000), and psychological responses, e.g., anxiety, job satisfaction (Tetrick & LaRocco,
1987; Doby & Caplan, 1995; Clarke & Cooper, 2000; Donald, Taylor, Johnson, Cooper,
Cartwright & Robertson, 2005), this study used satisfaction (job itself satisfaction,
organizational satisfaction and in China satisfaction) as proxy factors for the responses if one is
under stress. It is possible that stress of expatriates can be manifested on their behaviour and/or
on their physical well being. In addition, when the sample was studied as a whole, workload
was not a significant predictor. When the sample was broken down into sub-samples for further
investigation, a difference was found (Please see continent origin and male vs. female
expatriate sessions). The following are some quotes from interviews with expatriates and many

expatriates found out that workload was a problem for them.

“l have heavy workload here. | am very busy with my work during week days so | can
only spend more time with my family during weekends.” --- An expatriate from Taiwan

complained the heavy workload competed the time he spent with his family.

“The office hours are supposed to be from 9:00 a.m. to 6:00 p.m. and only 5 days a week
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in China. However, | normally leave my office at 8:30 or 9:00 at night. In other words, | work
nearly 60 hours a week. When the time | arrive home at 9:30, my kids are already in bed.
Another reason for my long working time is the time difference between India and Guangzhou.
Guangzhou is two and a half hours earlier than India. Therefore, when it is 7:00 p.m. in India,
it is already 9:30 in Guangzhou. However, people at headquarters keep making contact with
me. Another problem is China and India have different holidays. When there are holidays in
Guangzhou, India is in working days. Sometimes the headquarters is hurried to get report from
China but it is a holiday in Guangzhou and workers do not come back to work. The company
pushes me but | cannot push my workers here in China.” --- An expatriate from India

complained the time and holiday differences made him working long hours.

“The Shanghai office is so small in size and not very well structured or departmentalized.
Therefore, many works and tasks, which were responsible by some assistant departments in
Canada, have to be done by us (expatriates). On the other hand, the Chinese workers are afraid
of bearing responsibility. They would not make decisions themselves, even just some minor
decisions. Again, these minor decisions consume me a lot of time.” --- An expatriate from

Canada explained the reasons for heavy workload in China.

Some expatriates complained that they had health and/or physical problems which might
show that stress of expatriates were manifested physically. The follows are some of the

complaints.

“l have back ache after | came here. That may deal to the heavy workload | have here.
Sometimes | can’t even sleep because of the back ache.” --- A Canadian expatriate.
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“l was stress and wanted to go home. During that time, | could not drink or eat anything.
Whatever | took, | just threw up. | could not sleep too. I just wanted to go home. It lasted for 3
days but seemed like a year and | believed the job stress was the main reason for my sickness.”
--- An American expatriate found out he had some physical problems when he was under stress

in his current job in China.

“For the losses, | have lost my nerves and energy. It eats up a lot of my energy in such a
demanding environment. | doubt about my future physical strength because of the pollution....
I am always exhausted.” --- A German expatriate found out that he was always and got

exhausted easier in China.

“l got a back problem after moving to China and my wife arranges somebody to do
massage for me.” --- A British expatriate experienced some physical problem after moving to

China.

“l never quite sure about the stress | experience here. My wife said that | am under stress.
The issues here are different from elsewhere but the nature of the job is certainly less
stressful.” --- A British expatriate experienced stress not from work but from somewhere else

in China.

5.3.13  Managerial role

As expatriates who moved to overseas assignments, they may encounter difficulties when
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they need to manage people and especially those people who have different cultural
backgrounds from their own. However, managerial role — “Being responsible for managing and
supervising other people” was found not as a predictor for job itself and organization
satisfaction that were hypothesized in the quantitative part of this study. However, the quotes
from interviews with expatriates showed that many of them found their managerial roles bring
them problems in work or in life. It is also possible that the consequences of their stress
experienced from this factor might be manifested in other areas, e.g., physiologically and

behaviourally (Clarke & Cooper, 2000).

“Since the Shanghai office is so far from Canada headquarters, not many experts are
available here. In the case that there are some technically related problems, which I would like
to seek consultation from, I cannot get it here like when | was in Canada headquarters. | have
to make quite a lot of decisions myself. Although | would like to find somebody | can delegate
my work to, it is difficult for me to find appropriate people here.” --- An expatriate from
Canada complained the managerial role he had to bear and the difficulty of delegation in

China.

“The group | worked before (in the States) cannot recognize the local China team and
what they can do. That creates frustrations to me. Part of my job is to bridge the gap.” --- An

American expatriate.

“My subordinate, a marketing manager, (a Chinese but worked in the States for seven
years) is very confident in everything he is doing so he does not want to get any negative
response from others. He looks accepting comments but | get a feeling that he is not. He thinks
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that he is under employed as he worked in strategic marketing before but he only works as a
marketing manager now. He worked in internet and on-line marketing which is a complete
different business from ours. There is still a gap in his knowledge and skills. He always visits
my boss directly and bypasses me.” --- The managerial role without power and not able to get

the appropriate respects from subordinates made the Japanese expatriate frustrated all the time.

"I have to do more and work longer here because of more work. | usually work 12 to 14
hours a day here. On the other hand, | need to work in weekends or to join some business
purpose social activities as figurehead. For example, | had only 8 free weekends without any
business activities in the first 8 months of this year. After work, | may also need to attend many
different social gatherings or banquet for relationship building purposes.” --- A German
expatriate complained about long working hours in China and time spent on managerial roles

as a figure head for the company.

"I may need to be involved in discussions which normally do not need to be involved as
being a general manager in Canada. | may need to join some hygiene meetings or fire safety
bureau meetings. Sometimes I thought | was going to listen to a presentation and it ended up
that | needed to give a speech." --- A Canadian complained about the managerial role that he

was performing at his company in China.

5.3.14  Environmental pollution

Surprisingly environmental pollution was not a significant predictor for in China

satisfaction (H30) for the sample in the survey as hypothesized. However, there were quite
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extensive complaints from the expatriate interviewees in regard the seriousness of pollution in
China and their worries that the pollution may affect their own health and so as the health of
their family members who came to China with them. It is highly possible that the stress
expatriates experienced from the environmental pollution was manifested on other physical
responses like physical fatigue and painfulness, or on psychological responses like worries

which were cited above (Please see the workload session).

“Another problem is pollution here (air pollution). Asthma attack also makes me worry
about my kids here. Air pollution (asthma) would have permanent impact on health.” --- An
American expatriate with young children staying with him in China was worried about the

impact of pollution on the health of his kids.

“l am going back to North America because my wife and | want to have babies. We don't
want to raise our kids in Chinese environment. Air pollution and dirty streets are not a good
environment for children to grow up with. Plus I don't want my kids to grow up with kids of
other expatriates. | am afraid of these expatriate kids would have bad habits. | don’t want my
kids to be spoiled. | just want them to have normal lives.” --- A Canadian expatriate left China

because of the bad pollution there.

“l am not able to do many outdoor activities in China because of the air pollution. Spend
half an hour for outdoor activities in China is equivalent to smoking one pack of cigarette.
Furthermore, Shanghai is very crowded. There are no attractive areas where you can go or do
cycling in Shanghai.” --- Although the German expatriate had discovered a place, where the
outdoor environment is very nice there but it took two hours of transportation to go there. It
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was very time consuming to enjoy the nature than when they were at home.

5.3.15 Leisure activities

Although it was only hypothesized that leisure activities was a significant predictor on in
China satisfaction (H31), statistically, there was no support that leisure activities could predict
in China satisfaction, neither for job itself and organization satisfaction in this study. It was
only a marginally significant predictor for in China satisfaction. However, the following quotes
showed that expatriates could not find nice and appropriate leisure activities in China. Again,

the consequences of stress might manifest in other areas.

“The travelling for leisure is pretty poor and | do not enjoy it because of poorly set up
tourist spots and these places are very crowded. Local Chinese like to touch my kids. | have to
spend all my time guarding against those local Chinese who like to touch or take pictures of
my small children. In addition, those travelling spots are also not set up for handicapped people
and children. The quality of leisure activities in China is no good.” --- An American expatriate

thought the quality of leisure activities in China was poor.

“Every activity can be found in China but they are expensive and far away. Nothing is
convenient located. I like golfing and | did it around 10 to 20 times a year in the States but |
did it twice only in these two years in China because it is inconvenient located and expensive.
Based on American perspective, other things like shopping is also inconvenient located.” ---
An American expatriate complained that although he could find many leisure activities in

China but they were just expensive and took effort to arrange compared with the abundant high
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quality and easy located leisure activities found in the States.

"You need much more effort and have to be more serious to organize leisure activities in
China. Their qualities are so poor here. There is no boating here. Biking is dangerous with the
traffic and it is actually a life threatening experience. It is a kind of transportation instead of
recreation activity. The river is polluted and you cannot do fishing here. Swimming in the sea
or river here would get infections. | enjoyed my leisure time much more at home, and the
leisure activities were much higher in quality at home.” --- A Canadian found he suffered a lot

from the lack of and poor leisure quality in China.

“It is bored in China. | have to think of what to do and it is not relaxing and not
convenient to do these things. We can go to play golf but playing golf is very expensive here
than in the States..... Nothing is simple. It needs to play a catch or a cost to do it..... People
drive terribly here. Public parks in the States are very well organized, with nice picnic tables
and bathrooms. If you luckily find a bathroom here, you would not want to use it after seeing

its condition.” --- An American Chinese expatriate

5.3.16  Quality of life

Quality of life was only a marginal significant predictor for in China satisfaction (H32) in
this study although literature showed that quality of life in terms of medical care, product
availability and service quality were quite poor or much below standard (Zimmermann et al.,
2003; Jha, 2005; Cheng, 2006; International AntiCounterfeiting Coalition, 2007). Although the

following quotes from interviews with expatriates in China showed the quality of life in China
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was not in a good condition, it seemed that it did not bother their in China satisfaction as it was
shown in the quantitative data. Again, it might be reflected on other physiological or

behavioural responses.

“China has basic health care but not cure care. The cure care (urgent care) in China is
very sub-standard. That is a problem for me as | have kids. If there is a real problem (accident
happen), | have no confidence in the cure care here.” --- An American expatriate was worried

about the standard of cure care in China.

“Food is also ok but the risk is much higher going to a local restaurant (restaurants for
local people). Seeing a doctor in the local hospital is a disaster. For medical system, doctors are
not in professional level yet. The management is poor and also there are quite a lot of people
(patients), making the medical system not in good quality. In general, there is no service
oriented concept in this place, e.g., medical system. There are a lot of patients. Quality of
doctors and the medical system are still behind.” --- An expatriate from Taiwan also concerned

about the quality of medical care in China.

“China is very closed off from the world when it comes to the distribution and
dissemination of news.” --- An American expatriate complained that his quality of life was

affected because the difficulty in accessing to sensitive news in China.

An expatriate from Hong Kong also shared similar point of view, “The internet is also

very slow and many websites are blocked by the Chinese government. | enjoy mental growth
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and satisfaction on intellectual curiosity. Chinese government’s strict restriction of information

or access to information makes me feel the assignment to China is a hardship.”

“Western food is expensive. People just simply don’t know how to cook it. You don’t get
what you paid for. There is also no service in China. If you go to health club, they don’t clean
up and do many stupid things.” --- A Canadian expatriate complained about the poor qualify of

life in China.

“Things are beginning to be more available now. Certain things that were not available
before are available now, but their availability is still restricted in major cities, like Shanghai
and Beijing. Getting out of these regions, many things are still not accessible. Pollution is a
major problem here. China is much polluted comparing with Australia. On the other hand,
there is lack of sporting facilities here in China. From a social point of view, Australia and
Taiwan are more developed in recreational facilities.” --- An Australian Chinese expatriate
found there was improvement in terms of product availability in China but other areas like

pollution and sport facilities still concerned him.

“The quality of life is poor here. For example, the vegetables here are with lots of
insecticide, which is not good for health at all and have to be washed for an hour in water. On
the other hand, there are many faked products, e.g., faked medicines. It is not safe.” --- A
Japanese expatriate commented the poor quality of life in China was related to the poor quality

of daily products and medical products.
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“Service is poor here even with big hotels. Once | sent a pair of my shoes for the shoe
shining service at a five star hotel when | first moved to here. They damaged my shoes without
any explanation. Although they offered to fix them, the work was not properly done.” --- An
American Indian expatriate indicated the services at five star hotels in China were still not up

to standard.

Some of the expatriates did admire that the quality of life got some improvement. For
example, an American Chinese found that many products were available, "One thing | have to
admire is the growth is amazing here in China. Many products were not available before and

we have them now despite that they are expensive."

5.3.17 Different habits

Different habits were a significant predictor for in China satisfaction (H35) but was only
a marginal predictor for organization satisfaction (H34) and it was not significant for job itself
satisfaction (H33) in the quantitative study. Different habits and in China satisfaction were in a
positive relationship (B = .123). In other words, the higher the recognition of the different
habits of the local people to the expatriates, the more in China satisfaction the expatriates
experienced. The following are some quotes from interviews with expatriates that show their

perceptions of the habits of local people.

“l was shock that China was so ugly when I first arrived here. It is ugly in terms of its
city infrastructure, its pollution and people’s bad habits, e.g., they spit around.” --- A Scottish

expatriate.
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“People have a strong desire to eat meat and the different parts of animals. For example,
they eat the bladder of a snake. There is a lot of smoking and a heavy amount drinking in this
society which | do not expect to see that in a communist control country.” --- An American
expatriate was shocked with the various kinds of food the local Chinese eat and also their

heavy drinking and smoking habits.

“Nowadays, not many guys take off their shirts but before there were so many guys took
their shirts off. That was really a cultural shock.” --- A Korean female expatriate found many

local Chinese men had improved their behavior.

“Other than the environmental problems, e.g., pollution and over population, people here
also possess different habits which are quite impolite in the eyes of Western people. For
example, people yelling to each other. People always bump into you without turning around
and saying sorry to you.” --- A female American expatriate complained about the habits of

local people in China.

“When I first came, | was not able to get used to the spitting habits of Chinese people and
also the way they act, e.g., they slamming the door very loud and screaming in the hallway. It
is hard for me to sleep when your neighborhood acts in this way. People smoke a lot and they
throw the cigarette into the trash --- the trash!” --- An American was frustrated by the different

habits of local Chinese.
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“People litter here. For cities, it is ok because many women sweep the floor in the
morning but people even litter in the nature, e.g., mountains. Nobody would sweep in the
nature so it is kind of hurting the environment.” --- An American expatriate complained the bad

habits of Chinese people would hurt the nature.

5.3.18 Cheating

Cheating was a significant predictor for job itself satisfaction (H36) and was only a
marginal significant predictor for in China satisfaction (H38). No significant relationship was
found between cheating and organization satisfaction (H37). The ethical standard of Chinese
people was very different from the Western standard. They would not think it was an unethical
problem to rip off foreigners (Hutchings & Murray, 2002) and that might due to historical
reasons and compensation differentials (Chen, Choi & Chi, 2002; Global Relocation Trends
Survey 2008). Although many interviewees expressed they were cheated or got a feeling that
local Chinese would cheat them (see the following quotes), cheating did not work as a main
stressor for expatriates. That might due to the reason that expatriates have a stronger expressive
tie with other expatriates from their own country or other expatriates from other cultures which
have a smaller cultural distance (Manev & Stevenson, 2001) and they avoid themselves of
being contacted or interacted with local people in their out-of-office life (Olsen & Martins,

2009).

“Once | was in Shanghai airport, a local person said that he had no money to return home
and asked me to lend him RMB 800. He said he would return me the money after he arrived to
his home town and he gave me his mobile number for contact. | lent him RMB 800. However, |

called him later but that number was a fake one. | had the same experience twice. That made me
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losing the trust from and not willing to help local people any more.” --- An expatriate from

Taiwan had experiences of being cheated by local Chinese.

“China is a more complicated society and there is also a big difference among people in
their financial status. Therefore, it is difficult to trust people. You have to keep check and
monitor people.” --- Another expatriate from Taiwan also thought that it would be common for

local Chinese cheating foreign people.

“Foreigners are always cheated when they buy things just simply because they are
foreigners and locals would say to them that they are charged higher because they earn more.”
--- An American expatriate believed that expatriates were also cheated by the local people

simply because they were foreigners.

“Local Chinese always try to cheat foreigners. Once | went to Qingdao with my girlfriend,
the shopkeeper talked to my girlfriend and proposed to cheat me together with her. Since |
speak Chinese, | understood what the shopkeeper meant. Usually | try not to get angry or
simply ignore it. Although | was frustrated, | pretended not to hear it because if | raised the
issue, it would be troublesome since it would make people losing face.” --- The experience of

an American expatriate.

“For the time being, | mainly approach foreign customers instead of local Chinese. |
avoid dealing with Chinese if | can still make money, why not? Chinese people like to cheat

foreigners. There are so many middlemen. It may end up that most of the money we paid goes
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to the middlemen. Besides you also have to have the right connections in order to get things
done.” --- A Scottish expatriate avoid dealing with local Chinese on his business because he

found local people like to cheat foreigners.

“For the stress | experience in China, it is more people related. Chinese people like to
cheat people. Once | paid the price of buying a pack of real foreign cigarettes, the shopkeeper
gave me a faked one. That's annoying." --- A Scottish expatriate was annoyed of being cheated

by local people.

“Foreigners are treated on one hand with superficial respect and on the other hand
blatantly perceived as being wealthy so they can ride the storm of being taken advantage of
financially more so. Chinese believe the rationale that the foreigners took advantage of the
Chinese for hundreds of years so it is payback time. These misperceptions cause a high degree
of uncertainty when trying to conduct legitimate business and personal relations.” --- A
Canadian expatriate believed the differences in financial status and also the historical reason

made foreigners as the targets of being cheated by local Chinese.

5.3.18  Qualifications of local employees

As can be seen from the following quotes, there were evidences to show that expatriates
admitted and experienced stress from the improper qualifications of local employees. The
interviewed expatriates explained that poor qualifications of local employees were mainly due
to the insufficient work experiences and the wide range of capabilities they had which were

consistent with what the literature stated (Lu & Bjorkman, 1997; Goodall & Warner, 1998;
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Zhu, Speece & So, 1998; Zimmermann et al., 2003; Hulme, 2006). However, qualifications of
local employees were not a significant predictor for all of the three dependent factors (H39,
H40 and H41). It was highly possible that stress experienced from this area was manifested in

other aspects not studied here.

“Capabilities in work are different than what | used to in the States. It is a broader range
here. | find here have a tighter skill set than a global function that I dealt with. It was a bit
frustrating at the beginning.” --- An American expatriate experienced frustrations about the

poor skill sets of the local employees when he first came to China.

“l became a copy editor here. | need to edit and rewrite what people have written in
English here. Their English is so poor.” --- The qualifications of local employees increased the

workload of an American expatriate.

“Staffs are more independent in Canada and they cover a wide spectrum of activities and
have more contribution to management practices. You don't need to check their work. You
don't have to worry whether they would misunderstand you due to the communication or
cultural problem. For example, if | asked my secretary to reach a certain customer for me, the
secretary would keep trying if the person is not in his office or the secretary would leave a
message to ask the person calls back. However, my secretary in China would just try once to
reach the person and if the person is not in his office, the secretary would simply forget it and
not doing any follow up or telling me about that until | discover it the next day.” --- A

Canadian expatriate suffered from frustrations due to the low qualifications of local employees.
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“Efficiency is low in China but it is getting better. You have no control of how things go
in China. If you want your subordinates do something for you, you have to be very specific
telling them what you want and how you want them to do it. Then you have to do follow up to
see whether they do it. They never go to you. They just do not have the responsibility so you
need to go to them yourself. Therefore, it ends up the expatriates spend most of their time to
teach the local staff or to do the follow up or some very simple things.” --- A female American
Chinese expatriate found that she needed to keep a close eye on the work of her local

subordinates.

“l cannot find the right people to delegate my work in order to decrease my workload.
Most people in China are lack of skills to do certain things so it ends up that | have to tell my
subordinates of what to do and how to do.” --- A Dutch expatriate complained that his heavy

workload was related to the insufficient qualifications of his subordinates.

“For the work environment, many people have the general competence. In other words,
they possess certain skills, e.g., mathematics. However, they are lack of experience and they
still need to be developed.” --- A British expatriate believed the insufficient experience of local

employees was the main reason to explain their poor qualifications.

“For the stress | experienced here is work related. For my expatriate friends, some of
them have a lot of complaints. Usually expatriates are sent here to achieve certain targets for

the company. However, China is still a place lack of highly skilled people. These expatriates
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would find they cannot find appropriate people to work for them and it would influence
whether their goals can be achieved or not. Therefore, they would have lots of complaints.” ---
An American expatriate found many of his expatriate friends also complained about the

qualifications of the local employees.

5.3.19 Indirectness of local employees

Many expatriates felt and complained about the indirectness of local employees which
would affect their quality of work and also their emotions. Although expatriates made a lot of
complaints, the sample did not show indirectness of local employees as a significant predictor
for job itself (H45), organization (H46) and in China satisfaction (H47). Again it is possible

that stress experienced from this source might be manifested physically or behaviourally.

“American companies emphasize a lot on honesty and integrity. People in Taiwan would
say ‘I don’t know’ if they do not know something. In China, people would not say “I don’t
know”. Even they know only a bit, they would say they know.” --- A Taiwanese expatriate

working in an American company complained about the indirectness of local Chinese in China.

“People like to save face even though they are wrong. My education brings me to be a
direct person. For foreigners, we are so direct so there is a cultural conflict. For me, if a person
is not direct, | wonder if the person is honest.” --- Cultural differences made an American

expatriate suspected the honesty of local employees.

“The actual meaning of what they mean may be different from what they say. When they
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say “No”, does it really mean no or they are just being polite.” --- An American expatriate

complained what local Chinese employees said might be different from what they meant.

"Another problem in China is lack of transparency. People do not really say what they
want. In this sense, it is difficult for foreigners to do business in China with Chinese people. In

western cultures, people are direct and frank." --- A female American Chinese expatriate.

"Stress can be divided into positive stress and negative stress. | am the kind of person
needs stress. | like to work under pressure. Positive stress is good to work. The negative stress
that | experience in China is usually emotional things. For example, staff here is not open to
discussion. They like to talk about you or other people or talk behind you. These relationship
things are frustrating.”--- A German expatriate was frustrated about the indirectness of the local

employees.

5.4 Continent origin: Asian vs. non-Asian Expatriates

It was found from the quantitative findings that non Asian expatriates had higher job
itself and in China satisfaction than their Asian counterparts, while the Asian expatriates had
higher organization satisfaction than non-Asian expatriates. The findings demonstrated that
hypotheses 48, 49 and 50 were rejected. Their differences on job itself, organization and in
China satisfaction indicated the proposed sources had different impact on these two groups of
expatriates. In addition, the non-Asian group got significantly higher score on their in China
satisfaction which might due to the low expectations that they had about China before they

came. They were horrified by the existing publications about China so they had a poor
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perception about China. For Asian expatriates, as they were located closer to China and they
were able to assess information or had been in China before they came, they were able to
generate a picture that is closer to the reality in China. Therefore, the real experience met with
their expectations, so their in China satisfaction was not as high as their non-Asian
counterparts. On the other hand, Chinese people also respected westerners better than Asian
and/or people who had Chinese origin. That might also help to explain the higher in China and
job itself satisfaction that non-Asian expatriates experienced and also the potential sources that

create stress and motivation the groups.

“Local people treat western foreigners the best (nicer); Taiwanese the middle; Hong
Kong people, Singaporean and Indian the worse. Local people do not like people from HK,
Singapore and India very much. Taiwanese is in the middle. | have no racial problem but
survival problem here.” --- A Taiwanese expatriate identified that expatriates from different

countries experienced different kind of treatments by the local people in China.

“Yes, local people treat people from various countries differently. The local people think
that Hong Kong is not a place that the company should send expatriates to Beijing. Hong Kong
is just a city like Guangzhou. It is not justified that the company should send people from
Hong Kong to work in Beijing. They do not see any value contributed by Hong Kong people
so the company should not pay additional price to send Hong Kong people here. For people
from the States or Europe, physically they are very different from Chinese. The local people
are more interested in them. They have more questions to these foreign expatriates comparing
to Hong Kong expatriates. There are more Korean expatriates sent to take important positions

in China. Korean expatriates got more respect from local people even though they do not speak
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Mandarin very well. Korean expatriates gain more respect than before. The relationship
between Taiwan, Japan and Korean expatriates with local Chinese are better than the
relationship between Hong Kong expatriates and local Chinese. People in Taiwan and Korea
have to join military training and they emphasize a lot on discipline. Local people may have
very diversified opinions but other Asian expatriates simply give direct instructions to local
people for what they have to do. Hong Kong people have no culture of controlling people’s
mind. Many of the times, they involve in open discussions. The Hong Kong expatriates ask
people’s opinions and generate ideas in meetings. The local people would get lost in this kind
of management style when they are required to participate and give ideas. But for people from
Korea and Taiwan, they simply give instructions which the local people would think these
instructions are clear and helpful. For the management of Hong Kong people, the local people
would think it is valueless as they need to think and they do not directly get or learn something
from Hong Kong expatriates. They prefer direct instructions rather than participation. 1 find
these observations are getting more and more obvious. For other expatriates from other foreign
countries, they also would give freedom and ask opinions of local people. Language
differences would make the local people respect these other foreign expatriates. For foreign
expatriates, if they do not get the wanted results from the locals, they would admit it and they
would not push the subordinates. The American and European expatriates would consider these
are the results and accept them. For Hong Kong people, if they cannot get the wanted results
from the locals, they would push the local people and if they still cannot get the needed results,
the Hong Kong people may do it by themselves or complain about the qualifications of the
local people. This discrepancy thinking may make the Hong Kong expatriates leave finally.
Many Americans and Europeans hold more senior positions and they work with more senior
people here. These people are good at English. Hong Kong people can speak Chinese and they
may need to work with people at lower and various levels. Local people have a different
perception on them. Hong Kong expatriates may face a diversified work force than the
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American and European expatriates.” --- An expatriate from Hong Kong explained that Hong
Kong expatriates were treated less favorably by local Chinese in mainland due to their
nationalities and management styles. Mainland people respected Westerners more because they
believed Westerners could bring in higher technology and new knowledge. On the other hand,
Chinese people got used to the autocratic managerial style where there was limited or no
delegation of power (Chen, 1995; Lu & Child, 1996), so they can accept the disciplined
managerial style from Japanese and Korean expatriates. Hong Kong managers, who tried to
seek participation from Chinese, seem not fitting the needs of the locals. In addition, they also
could not gain the respect from the locals as the Western expatriates do (Bjorkman & Schaap,
1994). Local employees who worked with overseas Chinese expatriates had less job
satisfaction compared with those who worked with Western expatriates and the lower level of
satisfaction seemed to be related to a lower level of perceived performance-based and
comparative distributive justice (Leung, Smith, Wang & Sun, 1996). When compare working
with Western and Japanese management, local Chinese employees showed far less satisfaction
when working with Japanese management than with Western management (Leung, et al.,
1997). In conclusion, local Chinese were more satisfied to work with Western expatriates than

with Japanese and overseas Chinese expatriates.

“Local Chinese only respect foreigners and they do not respect overseas Chinese. They
never think that it is the abilities of the overseas Chinese so they are posted to their current
positions. The local employees work against overseas Chinese instead of work with them.
‘How come you come to teach me as a Chinese but not a foreigner coming to teach me?’ The
local people would forgive foreigners but never to ethnic Chinese when they make some
mistakes.” --- A female American Chinese expatriate found out that local people treated

foreigners and overseas Chinese differently.
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Table 5.2 shows the regression results of the three types of satisfaction on continent

origin. The overall model explained stress problems of non-Asian expatriates better than Asian

expatriates as the variations explained were larger for the non-Asian expatriates than the Asian

expatriates. About 34.30% of job itself satisfaction for non-Asian expatriates while it was only

22.60% of the variation of job itself satisfaction for Asian expatriates was explained by the

model. The variations explained were also higher for non-Asian expatriates (44.20% and

30.90%) than Asian expatriates (31.60% and 29.90%) in organization and in China

satisfaction.

Table 5.2: Results of Multiple Regression Analysis of Three Types of Satisfaction on

Continent Origin

Independent Dependent Variables
Variables Job Itself B Organization B In China B

Non Asian (Asian)  Non Asian (Asian)  Non Asian (Asian)
Workload -123 (-.151) -.159 (-.049) -.054 (.100)
Relationships -.263* (-.027) -.220* (-.339**) -.096 (.134)
Home/Work Balance .209* (-.119) .212* (.164) -.093 (.088)
Managerial Role .145 (.056) .067 (.098) .011 (128)
Personal Responsibility .084 (.109) .212* (.149) .132 (188"
Hassles 164 (-.042) .166" (.038) -.132 (007)
Recognition -.412%* (-.073) -.102 (-.062) -.141 (-.176)
Organization Climate -.047 (.128) -.405*** (.036) .042 (-.108)
Working with Chinese -.129 (.005) .012 (-.051) -.078 (-.281*)
Non-supportive HQ .204* (.087) .078 (-.056) .209* (.144)
Chinese Business Env .024 (.089) .137#(.104) -.080 (.064)
Rules & Regulations .029 (-.002) -.029 (-.103) .099 (.192#)
Env Pollution -.028 (.083) -.030 (-.052) -.057 (.163%)
Leisure Activities -.052 (.023) -.005 (-.141%) -.055 (-.106)
Quality of Life -.023 (-.068) -.021 (.006) -.158* (-.097)
Different Habits .145* (-.106) -.013 (-.185%) .230** (.024)
Cheating .069 (.181%) -.046 (-.038) .104 (.101)
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Qualifications of LE -.004 (.082) -.136" (.095) -.040 (-.069)

Work Attitude of LE -.160* (-.410%**) -.123" (-.302*%) -.307***(-,285**)
Indirectness of LE -.110 (.074) -.158* (.015) -.028 (.104)
F 4.469** (2.146**) 6.762*** (3.403***) 3.830*** (3.138***)
R? .343 (.226) 442 (.316) .309 (.299)

#p<.10,* p <.05, ** p< .01, *** p< .001

Work attitude of local employees was the predictor that was significant for all types of
satisfaction for Asian expatriates and it was also significant for job itself and in China
satisfaction but was only approaching to be significant for organization satisfaction for non
Asian expatriates. Except work attitude of local employees, there was no item that was
significant predictor for two types of satisfaction for both groups at the same time.
Relationships and home/work balance were significant predictors for both job itself and
organization satisfaction for non-Asian expatriates. Non-supportive headquarters and different
habits were significant predictors for both job itself and in China satisfaction for non-Asian

expatriates.

In general, there were more significant predictors for non-Asian group than Asian group
in all three types of satisfaction. There were six significant predictors in job itself satisfaction
for non-Asian expatriates but there were only two significant predictors for Asian group. In
addition, these predictors were scattered at work, local people and local employees related
areas for non Asian group but the two significant predictors for Asian group were mainly from
local people and local employees related areas. For organization satisfaction, there were five
significant predictors for non-Asian expatriates but there were only three for Asian expatriates.
The significant predictors were mainly concentrated on work environment but there was also a

factor from local employees for non-Asian group. For the Asian group, the three significant
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predictors were scattered among work, local people and local employees related areas. For in
China satisfaction, there were four significant predictors for non-Asian expatriates while there
were only three significant predictors for Asian expatriates. The four predictors for the
non-Asian group was scattered on work, environment, local people and local employees
related areas while the three predictors for Asian expatriates were scattered on work,
environment and local employees related areas. Significant predictors from environment were
only appeared on in China satisfaction. They had no relationships with job itself and

organization satisfaction for both the Asian and non-Asian groups.

5.5 Male vs. female expatriates

Overall, there were no significant differences between female and male expatriates in
terms of the three types of satisfaction. Therefore, hypotheses 51, 52 and 53 were not rejected.
In this situation where they experienced similar levels of stress, were they facing similar
stressors? There were cases to show and to confirm that female encountered some difficulties
in their work and in their personal life due to the born gender (Adler, 1995, 2002; Taylor &
Napier, 1996; Napier & Taylor, 2002; Vu, 2005). The following are some examples from the

interviewees.

“Female are more accepted to be managers here (in China) than in Germany. It is
definitely a plus here. However, | face some gender problems in business, especially when |
need to deal with authority in China. People are not so friendly to me.” --- A female German
expatriate expressed that being a female did not allow her to get a pass to everywhere in China.
She as a female expatriate got no problem in normal business dealings but consistent with

literature that she got problems in gaining the respect from the authority in China (Adler,

187



1995).

“Men and women are more equal in Western societies. Women are more active and
aggressive. They can say what they want to say. In China, it is easier to be a male than a female.
Women have to be very tough. Being a woman in China is difficult. Women seem to be quieter
here. | am upset to see the boyfriend and girlfriend relationship in China. It is much easier for
expatriate men to have local girlfriends. There are many expatriates who would like to go out
with local ladies instead to go out with female expatriates. On the other hand, the female
expatriates do not like the local men because they think the local men are rude and have bad
habits. | think it is more difficult to be a female expatriate than a male expatriate here.” --- An
American male expatriate commented the lives of female expatriates were more difficult than

male expatriates in China.

“l am a tall white guy. Tall white men may not be better than everyone else but a tall
white man is easier than anyone else. There are many girls approaching me because they want
a plane ticket to the US.” --- A male American indicated and confirmed with the literature that
male expatriates were approached by local girls (Napier & Taylor, 2002). They would not be

as lonely as those single female expatriates.

Table 5.3 shows the regression results of the three types of satisfaction of the two
genders. Organization satisfaction was the dependent variable had most of its variation
explained for both female (R* = 56.70%) and male (R® = 35.60%) expatriates. Job itself
satisfaction (R? = 53.50%) was second for female expatriates and in China satisfaction (R? =

47.80%) was the third. For male expatriates, in China satisfaction (R* = 29.40%) was the
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second dependent variable had most of its variation explained by the model and job itself

satisfaction (R? = 23.00%) was the third one. Generally speaking, the variations explained for

female expatriates were quite high and higher than the males even though there were less

significant predictors for them in the three types of satisfaction than for males. In other words,

the magnitudes (Betas) of these sources were higher for the female than for the male

expatriates.

Table 5.3: Results of Multiple Regression Analysis of Three Types of Satisfaction on

Gender
Independent Dependent Variables
Variables Job Itself B Organization B In China B
Male (Female) Male (Female) Male (Female)

Workload -.012 (-.499*) -.035 (-.313% -.022 (-.405%)
Relationships -.213* (-.345#) -.322%* (-,202) -.091 (-.122)
Home/Work Balance -.020 (.545**) .114 (.159) -.135 (.101)
Managerial Role .068 (.340%) .081 (.214) -.015 (.237)
Personal Responsibility .160" (-.104) .273** (.031) .189* (-.161)
Hassles 102 (.214) 138" (.372%) -.110 (.154)
Recognition -.280** (-.269#) -.040 (-.068) -.082 (-.123)
Organization Climate .029 (-.035) -.300%** (-.170) .031 (-.032)
Working with Chinese -.097 (-.215) -.038 (-.007) -.158* (-.206)
Non-supportive HQ .196* (-.050) .030 (.074) .175* (-.032)
Chinese Business Env .081 (.006) .194** (.038) -.029 (-.006)
Rules & Regulations .017 (.076) -.017 (-.361*¥) 130" (.295%)
Env Pollution .038 (-.021) -.026 (-.238%) .064 (.206")
Leisure Activities -.083 (-.115) -.102* (.073) -.131* (-.079)
Quality of Life -.035 (.081) -.009 (.108) -.089 (-.068)
Different Habits .046 (.064) -.128* (-.013) .140* (.119)
Cheating .138* (.104) -.017 (-.088) .106" (.055)
Qualifications of LE .015 (.047) -.108" (.132) -.030 (-.149)

Work Attitude of LE

Indirectness of LE

-293%** (-.225%)
-.042 (.063)

3.937* (3.688*%)

-172% (-.356**)
-.039 (-.104)

7.257% (4.199%%)

-290%** (-.312%%)
.020 (.121)

5.481% (2.926%)
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R? .230 (.535) .356 (.567) 294 (.478)

#p<.10,* p<.05, ** p< .01, *** p< .001

Generally speaking, work attitude of local employees, workload, rules and regulations
and environmental pollution were factors that were negatively related with job itself,
organization or in China satisfaction for the female group but home/work balance, managerial
role and hassles were more on the side of motivators for the female expatriate group. For the
male expatriates, work attitude of local employees, relationship, recognition, organization
climate, different habits, working with Chinese and leisure activities were negatively related
with the job itself, organization or in China satisfaction while non-supportive headquarters,
cheating, personal responsibility and Chinese business environment were positively related

with one of these three satisfaction types.

Work attitude of local employees was the only predictor that was significant for both
female and male expatriates and for all the three types of satisfaction. Therefore, it was an

important source of stress for both the male and female groups.

“It is difficult to get people bear their responsibility. They want to be told of what to do.”
--- A German female expatriate commented the poor attitude of Chinese employees. There
were some similar quotes from other expatriates who also commented the attitude of local

employees made them frustrated.

“l don’t know what they are doing here. They play with the mobile phone during work.

They go out to lunch for a long time. It seems that they are not coming here to work.” --- A
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male American expatriate complained the work attitude of local employees (Please see the
other quotes from both male and female expatriates from the section of attitude of local

employees in this chapter).

Workload was a significant predictor for female expatriates on job itself and in China
satisfaction, and it was approaching to be significant for organization satisfaction. It was not
significant at all or even approaching to be significant for male expatriates. It showed that
workload was more an important source of stress for female expatriates. A female American
expatriate commented as follows that the heavy workload of female did not just come from

work but also from their housewife responsibilities too.

“I consistently stress out here. Being a female expatriate is more challenging than a male
expatriate, especially if they have both their professional and their household lives. It is more
challenging for women, especially if they have kids. For a man, he may have his spouse to deal
with the household job. The man just has to deal with the work-related issues.” --- A female
American expatriate indicated both the work and family lives of being a female expatriate

demanded too much energy from them.

“1 worked from 8:30 in the morning to 6:00 or 7:00 latest in Germany. In China, | work
from 8:00 to 7:00 or 8:00. After that, | have to attend some business purpose gatherings or
some relationship gatherings. These are exhausting.” --- A female German expatriate found she

had to work longer hours in China and it was exhausting.
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As can be seen in the following quote from a female expatriate that she could hire help
for her housework in China, they still felt guilty if their work occupied too much of their time
so they had less time for their families, especially for traditional families which still held a
strong belief that men were the bread makers and female were the home makers and caregivers
(Mendenhall & Oddou, 1985; Taylor & Napier, 1996; Harvey & Wiese, 1998b; Linehan &

Scullion, 2001).

“Since things are cheaper here, I can hire a maid to do the domestic work for me but it is
impossible in the States as it is very expensive to hire a maid in the States.” --- A female
American expatriate found out that able to hire a domestic helper made her reduce a lot of her

workload at home.

Relationships were a significant predictor for male expatriates on job itself and
organization satisfaction. It was only approaching to be significant for female expatriates on
job itself satisfaction. Relationships were a more important factor which negatively related
with the job itself and organization satisfaction for the male group but not for the female group.
It might due to the reason that both males and females communicate differently. Men use talk
to emphasize status but women use it to create connection. The usages of conversations for
men are to demonstrate independence and maintain status in a hierarchical social order but
used as negotiation for closeness to get supports and confirmation for women (Tannen, 1995).
Females were also more indirect than their male counterparts (Franzwa & Lockhart, 1998).
The interpersonal skills of female expatriates allowed the local employees and business
partners, including the local men, covered many different topics in the conversations with them

(Adler, 1995). These differences help women expatriates develop better relationships with
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people around (Napier & Taylor; 2002; Hasberger, 2010) so relationships were not a problem

for female but for male expatriates.

Recognition was a significant predictor for and also negatively related with job itself
satisfaction for male expatriates but was only a marginally significant predictor for female
expatriates. No significant findings were found between it and the two rest types of satisfaction
for both male and female groups. It showed that male expatriates were more concerned on how
their work and contribution were recognized by management and also people from
headquarters. Since female expatriates had already overcome the most difficult hurdle which
was being selected and sent to the international assignment (Adler, 1995), they considered
themselves already getting the recognition from the headquarters by sending to China.
Therefore, it was more logical that the lack of recognition was more of a stress source for male

expatriates rather than for female expatriates.

Organization climate was a significant predictor for male expatriates on organization
satisfaction. Again, it was not a significant predictor for males on both job itself and in China

satisfaction nor significant for females on any of the three types of satisfaction.

Personal responsibility was significant for male expatriates on organization and in China
satisfaction, and it was approaching to be significant for job itself satisfaction. In addition, all
the betas were in positive signs. However, it was neither significant nor approaching to be
significant for female expatriates. Therefore, personal responsibility was more of a motivator

for male than for female expatriates.
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“The China assignment experience is definitely something good. In the past three years, |
could develop outputs that could obviously contribute to the development of the company.” ---
A male expatriate from Hong Kong indicated he bore more responsibility and he brought some
contribution to the company after he moved to China. He also felt happy and got more satisfied

to bear more responsibility after moving to China.

Chinese business environment also worked as a motivator for male expatriates as it was
significantly related to organization satisfaction for the male group but not for other types of
satisfaction and also not for female expatriates. However, the qualitative part of the study still

found that the male expatriates had some complaints about the Chinese business environment.

“I do not smoke and drink. However, these skills are important in developing guanxi and
doing business in China. Local people may question how come | do not understand the
drinking culture in China. People would question my ability because | cannot smoke and
drink.” --- An expatriate from Hong Kong acknowledged this culture but he did not appreciate

it. He also got a feeling that people would think he did not belong to the team.

“The game and social activity are very crazy here. Local people have different talents (in
terms of arts and acts). They perform many different activities, e.g., singing, dancing and some
gymnastic performances, during social gatherings. If you cannot engage in these social
activities, they would think that you are not in the team. I am no good at these kinds of

performance talents. They have different opinions on the meaning of team from Hong Kong
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and Macau. | got pressure from this as | do not have these social skills.” An expatriate from
Hong Kong found out that guanxi developing was important in China and in order to develop

good guanxi, one had to possess various kinds of talents.

Cheating was also a motivator for the male group as it was significantly related to job
itself satisfaction for the male group in a positive way. It was not significant predictor for the
female group in any of the satisfaction types. Only male interviewees who had experiences of
being cheated by locals but no evidences found from female interviewees yet (Please see the
quotes from cheating session in this chapter). Female expatriates would develop social ties and
seek social support from the expatriate community rather than from locals out of their work
settings (Harrison & Michailova, 2012) and that might help to explain why cheating was not a
significant predictor for their three satisfaction types in this study as they did not have chance

to socialize and interact with local people outside work.

Rules and regulations were significant predictors for organization satisfaction and in
China satisfaction for female expatriates. It was only approaching to be significant for male
expatriates on in China satisfaction. It was interesting that the beta sign was positive for the
female group on in China satisfaction but it was negative for organization satisfaction. It might
be explained as the female considered the tremendous rules and regulations in regard of
business conduction would hinder the way they do business compared with how they did it at
home. However, since expatriates considered the general environment in China is insecured,
the more rules and regulations in daily life would make them feel the Chinese environment
more secured. As a result, rules and regulations had positive relationship with in China

satisfaction. The following quote showed how rules and regulations affected work efficiency
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from the perception of a female expatriate.

“The efficiency in China is also affected by the less transparency of its rules and
regulations. First of all, there are no clear legal procedures. It is time consuming to make
contact with authorities and seek for clarification. Second of all, even though there are
regulations, they are not published officially. Therefore, it is difficult to get the official
regulations. On the other hand, rules here change really fast. You may think rule 1 still applies
but actually rule 2 is applying already. There are also times you may see different memoranda
have contradictory content in regard of the same issue. In this case, you need to seek
clarification and it is time consuming.” --- A German female expatriate commented the rules

and regulations made her work not efficient.

Non-supportive headquarters were significant predictors for male expatriates on job itself
and in China satisfaction, while different habits were significant predictors for male expatriates
on organization and in China satisfaction. Similar to rules and regulations for female in
organization and in China satisfaction, the beta was negative in organization satisfaction but it
was positive on in China satisfaction for the male expatriates. That might due to the reason that
expatriates usually could avoid having any contact with local people in their daily life if they
wanted due to the existence of huge expatriate community (Johnson, Kristol-Brown, Van
Vianen, De Pater & Klein, 2003; Harrison & Michailova, 2012). However, they had no way to
avoid interacting with local employees in their work settings. That might explain that the
different habits of local people were negatively related to organization satisfaction but
positively related to in China satisfaction for male expatriates. Environmental pollution was

only significant for the female group in organization satisfaction but not for other satisfaction
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types for female and also not for any satisfaction type for male group. Comparatively

environmental pollution had a bigger effect on female in organization satisfaction.

“The pollution is bad in China so | feel tired easily here than when | was in the States.”
--- A female American expatriate found the polluted environment in China would make her feel
tired easily. This quote also indicated that environmental pollution might work as a stressor for

expatriates but it might manifested physically.

On the other hand, leisure activities were only significant for the male group on in China
satisfaction. Again, it was not significant for the other types of satisfaction for the male group
and it was not a significant predictor for the female group in all satisfaction types. As implied
from the findings, environmental pollution was a more important source for female group
while leisure activities were a more important source for male group. It might also indicate that
males would like to release their energy through leisure activities compared with females so

leisure activities were related to their satisfaction but not for females.

“China is a country lack of recreational activities. There are not many outdoor activities
and sports can be carried out here. | don’t have much to do and enjoy during my leisure time.
Pollution is very serious and there is no green.” --- A male German expatriate commented it

was lack of recreational activities in China.

Working with Chinese was a negative predictor for male expatriates on in China

satisfaction but not for the job itself and organization satisfaction nor it can work as a predictor
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for the female group in all three types of satisfaction. It was interesting that the work related
factor would have relationship with in China satisfaction but not those work related satisfaction.
Since guanxi development usually extends to non office hours as shown from the following
guote, working with Chinese directly compete the time expatriate can enjoy and relax during
their leisure time. That may help to explain how working with Chinese is a significant negative

predictor for in China satisfaction.

“Things are less efficient in China. Many things take more time here, e.g., their indirect
way of doing business. People need to get to know each other first before they go directly to
business. They spend lots of time to talk about something else before they really talk about
business in lunch or meetings.” --- A male German expatriate complained it was time

consuming to do and negotiate with Chinese counterparts.

Home/work balance and managerial role were significantly related to job itself
satisfaction for female expatriates in a positive way and not for other types of satisfaction, nor
they were significant predictors for the male expatriates in the quantitative part of the study.
Hassles were a significant predictor for female in organization satisfaction only and it was not
a significant predictor for male expatriates in all three types of satisfaction. Therefore,
home/work balance, managerial role and hassles were all motivator for female but not for

male.

Although quality of life was not a significant predictor for both the female and male
groups in all three types of satisfaction, a female expatriate did complain about the prices of
western products despite their availabilities in China. Since the expatriates were highly
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motivated to come to China by future career and China exposure, they were also prepared that
there would be a gap of their quality of life in China compared with at home. Therefore,
quality of life might not as strong as a stress predictor but expatriates did notice that their life

quality in China was lower compared with at home.

“Every product in foreign brands is available in China but they are much more expensive.
| can get whatever | want here but they are very expensive. For example, the same brand of
yoghurt in China can be three times more expensive than the price charged at home.” --- A
German female expatriate found the availability of many western products in China but they

Were Very expensive.

“l enjoy dining out in China because there are lots of different kinds of food I can find in
China. The variety is even more than at home.” --- Another German female expatriate
indicated her quality of life was better in terms of the varieties of food she could enjoy in

China.

“l experienced stress in many of the hardware factors in China. They include the lack of
or very low quality of Western restaurants, consumer services, medical care, safety (being
targets of backmail), and entertainment (lack of high quality TV channels).” --- An expatriate

from Macau also thought the quality of life in China was poor.

“They have good medical care here but they do not have good cure care. If my kid had an

accident at home and had a broken arm, | don’t trust the cure care here.” An American
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expatriate expressed his concern about the conditions of his kids if accidents happened as the

cure care in China was not up to standard in his eyes.

“There are just two or three big book shops with English books here in Beijing. That’s
insufficient for a city like Beijing.” A male American expatriate indicated the availability of
English book shops did affect his quality of life in Beijing. In terms of quality of service, it was
also not up to standard from the point of view of the same expatriate, “The service is poor there.
When | want to buy something, | want to compare among models. Once | asked a shop
attendant let me have a look at a model and then | asked for another model. What she did was
she put back the first model she showed me and then let me lave a look at the second model |
asked for. | wanted to make a comparison of the two. They never think from the point of view

of the customer.”

Other than quality of life, qualifications of local employees and indirectness of local
employees were other proposed sources that were not significant at all for either male or
female, and for any type of satisfaction. Again, as can be seen from the quotes cited in the
sessions of qualifications of local employees and indirectness of local employees in this
chapter, both male and female expatriates did express they found these problems in China.
Although these two sources were not related to any of the three satisfaction types and no
differences were found for between male and female groups, it is possible that these sources
might be manifested behaviourally and physically. In addition, differences might appear

between male and female but that might need to wait for future studies.
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5.6 Conclusion

In this chapter, findings from the quantitative session of the study were discussed in detail
with quotes from interviews used to explain the findings. Most of the time, both findings from
qualitative and quantitative sessions confirmed each other. There were also times that quotes
from interviewees supported stress experienced but not the quantitative findings. That might
due to the reason that only satisfaction types were used as the means for the manifestation of
stress but not other variables, like physical wellbeing and behavioural symptoms. The next
chapter would make a conclusion of the entire study and also present the implications of this

study for MNEs, China government, future research.
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Chapter 6 Conclusion

6.1 Introduction

The sample was motivated to accept assignment in China because they believed the
assignment is important for their future career and they were also attracted by the China
exposure. However, better reward was comparatively a less attractive factor. Although not all
proposed hypotheses were proved significant, the significant predictors did come from work
and work related (relationships, home/work balance, personal responsibility, hassles,
recognition, organization climate, working with Chinese, non-supportive headquarters,
Chinese business environment, and rules and regulations), general environment (environmental
pollution, and leisure activities), and interaction with local people (different habits, cheating,
and work attitude of local employees) in the quantitative part of the study. Although most of
the significant predictors were from work and work related sources, work attitude of local
employee (from interaction with local people) was the significant predictor for all three
dependent variable and the beta values were quite high comparatively. In other words, work

attitude of local employees was a quite important predictor for the sample.

6.2 Implications for MNEs

For the stress sources that the sample was encountering, they provide implications for
MNEs to improve the lives of expatriates in China, in which the performance of their
subsidiaries in China can also be improved. MNEs can tackle the problems from human

resources point of view and so as to better communicate with and to show their appreciations
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to the contributions of expatriates. In addition, MNEs can also keep check on or discover the

problems of their expatriates by doing survey to access this information from time to time.

6.2.1 Recruitment and Selection

Work attitude of local employees which is a significant negative predictor of job itself,
organization and in China satisfaction for the sample. Interview content with expatriates also
supports the quantitative findings. On top of a match between an employee and a job (Caldwell
& O’Reilly, 1990), a match between the employee and the organization is also needed and it
can help to ensure employees and the company are on the same direction in pursuing the goal
of the company, while at the same time be able to satisfy the personal goals and values of the
employees (Bowen, Ledford & Nathan, 1991; O’Reilly, Chatman & Caldwell, 1991; Kristof,
1996). The match between employee and organization also includes whether employees have
the right attitude. Appropriate selection methods, e.g., personality tests, can be used to select
local employees who matched with the values and goals of the company. However, if the
company is a joint venture between a MNE and a local Chinese company, instead of a wholly
owned branch of a MNE, the recruitment and selection responsibilities may fall on the hand of
the Chinese side. It is possible that the joint venture may hire local people with the work
attitude that may touch the nerves of expatriates. MNE may need to cover the staffing topic
when it discusses the establishment of a joint venture with the local parties. Besides
appropriate selection methods, training courses, performance management and compensations
are some human resources practices that can also emphasize and encourage on required work
attitude from local employees. These human resources practices are discussed in the following

sections of this chapter.
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Interviewed expatriates commented that local employees respected Western expatriates
better than Asian expatriates. The respect is mainly due to the reason these Westerners are
foreigners and they also speak a foreign language. For Asian expatriates, local employees
would consider that themselves and the Asian expatriates have the same root and they come
from the same origin. Therefore, in selection of expatriates sending to China, especially for
Asian and overseas Chinese expatriates, it would be good to use technical skill as one of the
selection criteria. For expatriates who have good technical skills, they can receive more respect
from the locals as the local employees can learn the technical skills from them. Local
employees would not have complaints or uneasy feelings on compensation differentials which
they believed were from differences in nationalities. As a result, expatriates would experience
less frustration from interacting and managing local Chinese subordinates. Hostility feelings
towards overseas Chinese and Asian expatriates could also be minimized when their technical

skills receive more respects from the local employees.

6.2.2 Training and Development

Working with Chinese is a negative predictor for in China satisfaction for the sample. It is
impossible for expatriates to avoid working with local Chinese, either inside or outside their
companies. Therefore, MNEs can prepare expatriates and so as their families by providing
cross-cultural training to them before they arrive to China. Content of cross-cultural training
can include cultural values, work attitudes of local employees, different habits, local
environment, and local rules and regulations. Advance understanding of and hints to deal with
Chinese practices could help to avoid the shock to and frustrations experienced by expatriates.
A thoughtful timing of cross-cultural training is also important. Other than the advance
cross-cultural training provided before actual relocation, a reminder section of cross-cultural
training should also provide to both expatriates and their family members right after they arrive
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China. Expatriates would find the course content more useful in the reminder section as the
information is timely because they are actually facing some of the problems and cross-cultural

differences they have learnt in classes.

Although statistically managerial role is not a significant predictor to any satisfaction
types, expatriates did admire that they bore unexpected roles as managers in China. For
example, in China, they might need to attend meetings which should be attended by lower
level/rank of supervisory employees if it was at home. Cross-cultural training to expatriates
should also include this aspect so they are psychologically prepared that the managerial role in
China would and could be so different from their normal role when they were back at home. In
addition, cross-cultural training should also cover information like differences in living
standards; particular cultural habits of Chinese; tips on bargaining strategies; and tips on where
to shop high quality necessities, which are important to reduce the inconveniences they may
bring to expatriates and their families due to the relocation. If high quality necessities are not
available in the relocated city, MNEs should also manage to send expatriates in China the
products, e.g., magazine, snack and other daily products, they want from home country. It
shows the care of MNEs on the lives of their expatriates in China. As such, quality of life of
expatriates can be ensured and expatriates would also have a clear picture and are more
prepared about the environment they needed to live in the future several years. In addition,
predecessors (expatriates who were sent to the same place before) can be invited to share their
experiences with and provide some survival hints to the successors (expatriates who are going
to the same place soon). Other than survival hints, information of how to work with Chinese,
Chinese business environment, local rules and regulations and how to build and maintain
relationships with people inside and outside of companies can also be shared from

predecessors.
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According to interviews, most expatriates encountered problems related with the
qualifications and indirectness of local employees when expatriates work with them. Most
MNEs assume that expatriates would and could settle all these overseas problems
automatically once they are abroad. Expatriates are relocated overseas for strategic purposes,
global workforce development, and specific projects (Baker & Ivancevich, 1971; Edstrom &
Galbraith, 1977, 1994; Tung, 1982b; Scullion, 1991; Oddou, Derr & Black, 1995; Downes &
Thomas, 1997; Chapel, 1998; Manev & Stevenson, 2001; Tung & Worm, 2001; Chen, Choi &
Chi, 2002; Yan & Warner, 2002; Hulme, 2006; Bonache and Zarraga-Oberty, 2008). Spending
most of the time to train local employees just to meet the basic work standard would drive their
attention away from the above purposes. Frustrations can result and performance of expatriates
may also be affected. Therefore, suggestions are given to MNEs so on top of a good
cooperation with the recruitment and selection process in hiring qualified employees, they can
organize training courses to be delivered to the local employees in the Chinese subsidiaries, so
that the local employees would be more compatible and their work would also not be
transferred back to expatriates. Thus, expatriates do not need to spend time to train the local
people personally and they can adjust to work with the appropriate momentum in a faster speed

and their workload would also not be burdened.

6.2.3 Compensation and Benefits

When the sample was studied separately between males and females, leisure activities
were a significant negative predictor of in China satisfaction for male expatriates. In addition,
the author did receive many complaints of this from the interviewees who were re-located to

China when the interviews were conducted. It is out of the capabilities of the MNEs to change
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the environment and facilities available in China. However, MNEs can provide the best
assistance by sponsoring expatriates to join health clubs, where expatriates can practice many
different sports, and also to have more recreational trips, so expatriates can have chances to
release their energy, refresh their minds and be away from the polluted environment from time
to time. In addition, allowances can also offer to expatriates for compensating the poor leisure
activities that the expatriates and their families can enjoy and the polluted environment they
have to bear in China. It is not a problem of how high quality leisure activities and unpolluted
environment can be replaced by allowances but allowances can serve as a token to show the
appreciation of the MNEs on the sufferings of the expatriates by willing to take up the jobs to

support the expansion of the MNEs in China.

Findings of both the quantitative and qualitative studies show that female expatriates
experienced more stress from workload. MNEs can assist in looking for domestic helpers for
female expatriates in order to lower the household duties they need to face after work. On the
other hand, counseling services may also be needed so the guilty feeling of female expatriates
of not paying enough attention to home can be fine tuned. In addition, MNEs should also
address the private life issues for female expatriates. Single female expatriates did complain
that they feel lonely in China. Different MNEs can join together to organize more social
activities targeted to its single but do not restricted to single expatriates to help them develop a

more colorful social life in China.

It has pointed out in the previous section that other than cross-cultural training provided
to expatriates, training should also be provided to local employees in regard of company and

headquarters culture and values on top of training on work tasks. Turnover rate of employees is
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high in China; therefore, competitive compensation scheme should be designed to retain
qualified local employees and those employees the MNEs have heavily invested in training

them.

6.2.4 Performance Management

Recognition was a significant negative predictor for expatriates in job itself satisfaction.
MNEs can manage career planning and development for their expatriate group and so as better
communicate to their expatriates overseas so they would not have the feeling of being ignored.
The headquarters can try various means to identify and confirm the existence and contribution
of expatriates overseas, e.g., emails sending to all employees of the company to thank the
expatriates when certain projects are completed, when they are overseas and after they are
relocated back to the headquarters, e.g., welcome back email; meetings of sharing experiences;

and designation to projects and tasks that can utilize their international experiences earned.

Chinese business environment was a motivator for organization satisfaction in the survey
but expatriates did complain about it, especially issues related to ethical issues. Headquarters
should set clear standard for expatriates to follow if they face any ethical problems in China so
that expatriates have straight regulations to follow. Since the appropriate ways of handling
ethical dilemmas may affect performance of expatriates in China, e.g., losing of business due
to rejection of bribing government officials or local business partners, the company should also
allow expatriates have chances to explain their performance and also appeal if they are not
satisfied with results of their performance appraisal, which may affect whether they can
continue their assignment in China and also what kind of positions would be offered to them

when they returned home.
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Retaining qualified local employees can lower the workload of expatriates and so as
fasten the localization process. Evaluating performance correctly and giving appropriate
feedback to local employees can further enhance the performance of local employees and
smooth the localization process. To enhance the satisfaction of expatriates, MNEs cannot
ignore local employees. In addition, the evaluation of local employees should not just focus on
their performance but forget their work attitude which was a negative predictor for expatriate

satisfaction.

6.2.5 Communications

In regard of the problem of relationships, good communications about the goals of
sending expatriates and the goal of localization can help. MNEs should clearly spell out that
expatriates are visitors in the China subsidiary or joint venture. Expatriates come in a role to
lead at the preliminary stage of the business and also transfer knowledge and corporate values
in the China branch. Once the China subsidiary or joint venture is on track, localization would
take place and the Chinese employees would replace these expatriates finally. However, how
fast the locals can replace the expatriates depends on how fast and how well the locals can
equip themselves for the smooth operations of the business. A clear communication of this
message to the locals can eliminate the hostile relationship between the two parties. That can
also ease the management of expatriates on the locals. In addition, it can also motivate locals to

have performance that satisfy the headquarters.

As expatriates complained about the non-supportive headquarters, more support should
be given which can help to eliminate the worries of expatriates, e.g., better communications
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between headquarters and expatriates; timely feedback and advices, which can also affect
performance of expatriates. Assigning a mentor from headquarters, who keeps constant and
instant contact with expatriates, can give advices to expatriates when needed and also keep
them informed of information and conditions at headquarters. At the same time, recognition

problem can also be handled.

Many married expatriates have their spouses and kids moved to China with them. The
heavy workload of expatriates and the Chinese business culture which emphasizes a lot on
guanxi, may make expatriates have less time spent with family members and home/work
balance problem emerged. Other than providing the necessary assistance mentioned in the
compensation and benefits section above, to expatriates by the MNEs, attention to spouses and
children are also needed, especially spouses who may not be easily getting a work permit or a
decent job in China. MNEs should also try various acts to show their appreciation to family of
expatriates for their willingness and efforts made to come to China for supporting the
expatriates and the MNEs. Invitation to company parties and trips, and so as small gifts can

show the appreciation.

Although workload was significant predictor only for female expatriates in job itself and
in China satisfaction, male expatriates also complained about the heavy workload in China.
How can headquarters help to decrease the workload of expatriates? If the main reason is due
to time differences, headquarters should be alert and avoid directly making contact with
expatriates if it is off office hours or if it is on a holiday in China. For example, headquarters
can use email instead of making phone calls to make contact with expatriates during non-office

hours. On the other hand, headquarters should respond quickly if expatriates need help or
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advice. Thus, it can avoid the feeling that headquarters is not supportive. On the other hand,
headquarters should also set objectives with expatriates. One of which is to start and complete
the localization process so expatriates can train up local staff who can assist and replace the
expatriates in the near future. Thus, with the help of qualified and well-trained local employees,

workload of expatriates can be reduced.

6.2.6 Appreciation

Recognition was a strong negative predictor for job itself satisfaction. It is better for
MNEs use actions to show that the company values international experiences. MNEs do not
have to promise expatriates about their future advancement after their assignments in China,
which may disappoint expatriates if MNES could not carry out their words due to down turn of
economy. However, MNEs can simply prove that international experiences are recognized by
placing employees who have international experiences to important positions at headquarters.
Even in the case that higher positions are not available, MNEs should utilize the knowledge
and experiences of expatriates gained abroad to the operations of the headquarters, e.g.,
assigning repatriates to projects or tasks that can use their international experiences. In addition,
visible praises on contribution and successful performance of expatriates who are currently
abroad can be made and circulated in the company. Nevertheless, MNEs should not forget the

spouses and family of expatriates.

6.2.7 Survey on expatriates

MNEs should constantly keep check on the satisfaction of their expatriates and family
members; and the problems they encountered in China. Thus, MNEs can find ways to help
expatriates to eliminate the sources of stress or impact of the sources to them. Besides of
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getting the relevant information through performance management and assigning a mentor to
expatriates, survey is suggested to be conducted from time to time to keep abreast of the

conditions of expatriates.

6.3 Implications for China Government

When environmental pollution and leisure activities were investigated for the two gender
groups, the former was a significant negative predictor for female expatriates in organization
satisfaction and the latter one was a significant negative predictor for male expatriates. China
government welcomes foreign investment for the inflow of capital and so as the transfer of
technical and managerial experiences from international talents to local people. The negative
impact of the environmental pollution and the leisure activities did affect the satisfaction of
expatriates. These might not be the core but they definitely would be one of those factors that
affect the performance of expatriates or even be the reasons for expatriates to return home
early; the worse can even be the reasons for potential expatriates to decline assignments to
China. Other than favorable investment environment, China government should also construct
a good city development plan in order to attract more operations of MNEs in China. In addition,
stringent rules to prevent individual and corporate bodies to pollute the environment should be
set up and enforced strictly. In addition, education of environment preservation to people
should also be emphasized. All these are various means that the China government can help to

efficiently improving the environment in China.

6.4 Limitations

There were certain shortcomings of this study which deserved for attention when
evaluating the results. Firstly, there were only two items measuring in China satisfaction. The
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low number of items might affect this factor to have a low reliability. However, the in China
satisfaction has an alpha of .79 which is in the acceptable range of .7 to .8 (Cortina, 1993;
Kline, 1999). Therefore, in China satisfaction is considered as a reliable factor although it just

has two items for this factor.

Secondly, the survey results might be susceptible to common method bias as both the
independent and dependent variables were self-reported by the same individuals (expatriates).
To cope with this potential problem, items of each section were assigned to the particular
section in a random order and six items in general environment; six items in interaction with
local people; and five items in local employees were reverse-worded, in order to avoid

respondents providing uniform answers.

Thirdly, the survey covered over ten different provinces and cities in China but due to
time and cost limitations, interviews were conducted with expatriates relocated in five major
cities in the PRC (Zhuhai, ShenZhen, GuangZhou, Shanghai and Beijing). Therefore, stress

sources that are for special locations in China might be overlooked.

Fourthly, three satisfaction types were used as dependent variables to express if
expatriates experienced stress in China and their potential stress sources. Since stress can be
manifested behaviourally, physiologically and psychologically, it is possible that the sample
might experience stress from the stated sources but they were manifested behaviourally and
physiologically, e.g., smoked more and had some physical illnesses. This study did not intend

to investigate if potential stress experienced were manifested from these aspects.
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6.5 Implications for Further Research

Although it was not directly tested, findings in qualitative session of the research did
show that stress can be manifested physiologically in the sample. It suggested that future
studies should not just simply concentrate on studying only one aspect, e.g., psychological
responses, but can be extended to investigate the impact of potential stress sources on both
behaviour and physical well being of expatriates. A multidimensional study can scrutinize the
problem more thoroughly. It may also allow to find out which sources would more likely be
manifested on behavioural, physiological and/or psychological aspects. Thus allows MNEs to
tackle the stress problems of their expatriates better. In addition, investigating several
dependent variables which need different media to measure, e.g., recording the number of
cigarettes smoke and sick leaves taken; measuring pulse rate and blood pressure, can also

address the common method bias problem.

On top of investigating different dependent variables, future studies can also use multiple
informants, e.g., spouse, supervisors and local colleagues, to assess information and stress
levels of expatriates, in order to delineate a clear picture of the lives of expatriates and so as to

avoid the potential of common method bias problem.

6.6 Conclusion

The literature suggested that work environment, non-work general environment and
interaction with local people were potential sources of stress for expatriates. Although not all

hypotheses proposed were rejected, the study did prove that sources of stress for expatriates
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relocated to China did come from these sources. Other than implications for MNEs and China
government that were provided in this chapter, this research also laid a concrete foundation
that for future stress studies for expatriate samples or other sample groups, other dependent

variables, like physical wellbeing and behvioural symptoms, should be investigated as well.
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Appendix A: FDI in China 1979-2010.

Year No. of Contracts Amount Utilized

($ billion)
1979-1989 21,776 18,47
1990 7,273 3.41
1991 12,978 4.37
1992 48,764 11.01
1993 83,427 27.52
1994 47,549 33.77
1995 37,011 37.52
1996 24,556 41.73
1997 21,001 45.26
1998 19,799 45.46
1999 16,918 40.32
2000 22,347 40.72
2001 26,139 46.85
2002 34,171 52.74
2003 41,081 53.51
2004 43,664 60.63
2005 44,001 60.30
2006 41,485 69.50
2007 37,871 74.80
2008 27,514 92.40
2009 23,435 90.00
2010 27,406 105.70
2011 27,712 116.01
Total 191,553 1153.53

Sources: The US-China Business Council (2011) and Invest in China (2012).
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Appendix B: Registered Foreign-Funded Enterprises by Region, 2010

Rank Region Number of Total Investment
Registered Enterprises (Billion $)

1 Guangdong 93756 421.30
2 Shanghai 55666 339.40
3 Jiangsu 51666 508.10
4 Shandong 29486 124.50
5 Zhejiang 28769 183.20
6  Beijing 24853 119.20
7 Fujian 23463 124.80
8 Liaoning 18377 147.60
9 Tianjin 12918 109.60
10 Sichuan 12050 54.40
11 Henan 10254 37.90
12 Hebei 9531 40.30
13 Jiangxi 7574 43.90
14 Hubei 7486 42.90
15 Heilongjiang 5814 19.60
16 Anhui 5633 30.30
17 Hunan 5410 32.40
18 Shaanxi 5378 18.00
19 Guangxi 5327 28.00
20 Chonggqing 4827 34.90
21 Jilin 4309 22.30
22 Hainan 4171 25.90
23 Yunnan 3833 17.90
24 Inner Mongolia 3693 23.20
25 Shanxi 3665 22.90
26 Gansu 2116 6.30
27 Guizhou 1936 4.10
28 Xinjiang 1751 5.20
29 Ningxia 529 4.00
30 Qinghai 499 2.30
31 Tibet 264 0.50
32 Department Total 240 110.80
Total 445244 2,705.90

Source: China Statistical Yearbook 2011
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Appendix C: Interview Guideline for First Phase of Interview

1.

10.

11.

How do you find your experience as an expatriate in China?
- Anything good? e.g. work vs. nonwork?
- Anything bad? e.g. work vs. nonwork?
- Which over-weighs the other? e.g. the good or bad experience, or the work or nonwork

experience?
Please tell some background information about your company, yourself and the assignment
> e.g. company type? Industry? Joint-venture?
> e.g. number of years that you have served your company?
> e.g. number of years that you have been in China? Was it your own choice to come
here? Are your family members with you here or still at home?

> e.g. purpose of the assignment? Length of it?

What were your expectations before you came here? How are the realities different from
your expectations?

What does your company provide you for the entire assignment, e.g., training, reward and
other assistances? What do you think the company should provide you but it did not?

What were your expectations about China and the assignment before you came here?

Any problems you encountered here (work or nonwork)? What are they? How do you
solve them? How does the company help?

Do you come with your family? Spouse or children? What were their reactions after they
heard of this assignment?

What were the good and bad things of the China assignment expected by your family?

How do they find the life here?

What kinds of problems do they encounter here? How do they solve it? What kind of help
does the company offer?

What kind of social contact have you developed in China? With expatriates? With locals?

240



12.

13.

14.

15.

16.

17.

18.

19.

20.

21,

22,

23.

24,

How do you communicate with your family or friends back home? How frequent? In what
way could you improve your relationship with home?

How do you communicate with parent company? How frequent?

How does your parent company evaluate your performance here? What would be the best
or more realistic method? (e.g., Criteria? Who?)

How would you describe your effectiveness, efficiency, and productivity in your
workplace? How are they compared when you were home? If there is a deficiency, what
are the reasons (from your point of view)? (Mainly due to the workplace environment?
Nonwork environment? Culture?)

What were your previous overseas experiences? For what purposes? How long ago? How
long was the duration? How are those experiences affecting/influencing your current
assignment?

What were your family's previous overseas experiences in other places? What purposes?
How long ago? Duration? How are those experiences affecting/influencing their current

experiences in China?

How does this mainland China assignment influence your relationship with your family?
(Both family here and your family at home)

What did you do at your leisure when you were in your home country? What do you do at
your leisure when you are here? (e.g., Entertainment/activities after work?)

What did your family do at their leisure when they were in your home country? What do
they do at their leisure here?

In what ways does your company show its appreciation to what you are doing here?

What contributions would your current experience bring to your career path?

Do you like the general environment in China? What are they? What about your family
members?

What do you not like the general environment in China? What about your family?
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25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

Do you like the working environment in China? What are they? What about your family?

What do you not like the working environment in China? What about your family?

How is your social life with expatriates (for both coming from the same country or other
countries)? How is your social life with local people?

How easy is it to develop personal relationship with expatriates or locals? Why? Which is

easier?

Is there any community around for expatriates, e.g., religious groups, or clubs? Have you
joined any of them? How do they influence your life here?

How often are you able to go home? Who pays it (e.g, company or yourself)? How often
do you go traveling?

How well can you speak Chinese?

How much did you learn before you came here?

How much did you learn after you came here?

How do you learn it? Language course, daily encounter, or local friends?
Were you chosen to this assignment because your language ability?
Were you required to have certain proficiency before you came here?

N2 2 20 N N 2

Did/does your company provide language preparation for you to come here? How (e.g.,
sponsoring expenses on training; providing training courses, allow expatriates to go for
language training during office hours)?

- How important do you think it is for you be able to speak the local language?

After being here for a certain period of time, if you were given the choice to come again,
what would be the factors/barriers make you not to come here? Or what would be the
factors/incentives attract you to here?

How did your company prepare you to come/work in China?

What are your office hours? How many hours do you actually have to work at your office?
And at home?

Please describe your relationships with colleagues from your home country, 3" country
and local Chinese?
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36.

37.

38.

39.

40.

41.

42.

43.

How long will your current assignment last? How about the assignment durations of other
expatriates in your company?

Why are you being sent here? What were the selection criteria?

How many subordinates do you supervise? How many of them are locals and how many of
them are expatriates? Please describe your relationships with them?

Please describe a bit of your compensation package? How does the package make your life
here different from home?

Please describe your assignment here? Do you consider this assignment as a hardship?

Do you and your family encounter any racial or nationality problem here?

Suppose you can make some changes in the work and nonwork environment, what would
be the changes you think can attract you and other home colleagues to this assignment?

As an expatriate, what are the important factors to be successful in China?
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Appendix D: Advertising Note

How is your life as an expatriate in China?

Working in a foreign country is very different from visiting there. Currently a survey is being
conducted by an academic in Macau to study the lives of expatriates and locally hired
foreigners working in China. Interested parties, who would like to participate in the
survey/questionnaire, please contact Miss. Kim Kuok by email at fbaomk@umac.mo.
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Appendix E: Questionnaire

English Version

Lives of Expatriates in China
Questionnaire

Prepared by
Kim, Oi Mei Kuok
Faculty of Business Administration
University of Macau

Email Address: fbaomk@umac.mo

Postal Address:  Kim Kuok
FBA
Macau P.O. Box 3001
Macau (Via Hong Kong)
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Section I: Background / Demographics
Before starting the indicator, please fill in the details below. Some of these details may not apply to you but please complete as
many of the questions as possible.

L Gender {Please circle the appropriate box) a, Male a, Female
2. Date of Birth: (dd/mm/yy) ! !
3. Civil status: 0, Single Q. Married
Q, Widow Q, Separated
4. Which country/place do you come from?
5 Do you have any Chinese origin? a, Yes ] No
6. How many children do you have? a. Aged 16 years or under
b. Aged over 16 years
7. Education: Q. No Qualification High School
@,  Undergraduate Degree Postgraduate Degree
Qa Others:
8. Do you have areligion? 3 Yes o, No
If yes, do you practice it frequently? Q, Yes Q. No
If yes, do you practice it: a, alone Q,  with family 0, witha group
Are you currently part of a religion community? e.g., temple/church Q, Yes a, No
9. Nature of Organization: 2 Education Q, Chemical/Pharmaceutical
.  Engineering O Production/Manufacturing
s Services d;  Government (Embassies, etc.)
3 Entertainment J;  Electrical/Electronics/Computing
A,  Others, please specify:
10. Your stationed location/city in China:
11. No. of employees in the PRC affiliate: employees
12. No. of expatriate workers in the organization in the PRC: expatriate workers
13.  Job Classification: 3, Top management O, Senior Managemenlt/Professional
0. Middle Management/Technical d;  Junior management/supervisory
s Engineer J;  Others, please specify
14, Youare: ;A full expatriate sent to China by headquarters/company
3, A locally hired foreign employee
15. How long have you  a. worked for your organization (to the nearest year)? years
b. been working in China? years months
16, Had your company specified the duration of your China d;,  Yes d, No
assignment before they sent you here?
If yes, how long is your assignment here? years
17. When are you planning to leave China?
[m As s00n as possible d;  Before end of assignment
[ At the end of assignment o, Sometime after end of assignment
s Never
18. Has any major event happened to you in the last 3 months which has had I, Yes d, No
a bad effect on you, e.g. death of close relative, redundancy of partner?
19, Have you had any major illness in the last 3 months? 0, Yes a2, No
20. Are you subject to any ongoing negative pressures which started d;  Yes 2, Ne

more than 3 months age and are still having an impact?
1
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21. Do you smoke? . Yes 7 No

If s0, how many of each per day: Cigarettes: Cigars:
22. Do you drink? i, Yes [ No
If s0, how many units of alcohol do you drink in an average week? units

(NB: a small botile of beerflager, a glass of wine, or a single measure of spirits are each one unit)
23. How many days of sick leave have you taken in the last three months? days

24, How many of these sick days did you take because you yourself were sick,
as opposed to other reasons such as a family member being sick? days

Please note the following when completing the rest of the questionnaire:

. Base your answers on how you have felt during the last three months.

. Please ensure you answer every question.

. Please cirele the appropriate number on the scale for each question. For example ®. Please do not tick, underline or
cross through your choice.

. Please answer the questions as they actually apply to you in your job and life. Do not answer theoretically. For

example, in the “Sources of Pressure” section, if a question asks about the pressure from managing your staff and
you do not have anyone working for you, you should answer U, i.e. no pressure. Do mot answer on the basis of how
much pressure you would expect to feel if you had to manage staff.

. Be accurate and honest. If you make a mistake, cross it out and circle your new answer.

Section II: Motives for Accepting Assignment
People come to work in China for various reasons. Please check how well each statement describes the motives for you to
accept working in China.

Very Very
Unlikely Likely
1. Dissatisfaction with conditions at home. 1 2 3 4 5 6
2. Previous experience of an overseas assignment. 1 2 3 4 5 6
3. A higher position in China. 1 2 3 4 5 6
4. Better compensation/Financial reasons. 1 2 3 4 5 6
=i Enjoy more freedom to work here because of far away from headquarters. 1 2 3 4 5 6
6. Chinais a potential market and it grows very fast. 1 2 3 4 5 6
7. Chinalacks of talent like me. T have more opportunities in China. 1 2 3 4 5 6
8. Earning experience in China adds values to my future career. 1 2 3 4 5 6
9. Being in China at this moment has a sense of contribution to its growth. 1 2 3 4 5 6
10, Would like myself and my children to know more about the Chinese culture. 1 2 3 4 5 6
11.  Believed environment in China would be better. 1 2 3 4 5 6
12, A chance to gain international experience for myself and my farnily. 1 2 3 4 5 6
13, Want to gain more experience in China. 1 2 3 4 5 6
Section III: Training / Preparation before Moving to Assignment
1. Did you receive any training from your company for the China assignment? 1, Yes 1, No
If yes, to what extent was the training you received from your company about your current assignment adequate?
Not Very Adequate Very Adequate
1 2 3 4 5 6
2 How valuable was the training you received to your success in this foreign assignment?
Not Yery Valuable Very Valuable
1 & 3 4 5 6
3. How did you learn information about China before 4. Did it help you adjust in China?
you came here? { Circle as many boxes as applicable) (Please circle the appropriate answer)
3, Company provided internal training or information. Yes No
0.,  Company sponsored external training provided by external Yes No
consulting firms.
d;  Through company provided “come and visit™ trip to China. Yes No
Ly Gathered information from colleagues who had worked in Yes No
or traveled to China.
s Gathered information from friends. Yes No
2
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d:  Searched and read books and magazines by myself. Yes No

J;  Istudied/worked/lived here before. Yes No
a, I studied/worked/lived in HK, Taiwan, or Macau before. Yes No
3, [Itraveled to China before. Yes No
d,, [Istudied China or Chinese in college. Yes No
d,, Others, please specify: Yes No
3 Have you ever previously lived or worked in a country other than your own? 0; Yes Q; No
If s0, where?
When? And Duration? years
6. Has your spouse/partner ever previously lived or O Yes 3, No d; Not Applicable
worked in a country other than his/her own?
If yes, does it help his/her adjustment here? 3, Yes 3, No
.} What were your expectations about China before you came for this assignment?
1, No expectations at all 1, Expectations match with the reality
. The real conditions were better than what I expected 1, Real conditions were worse than I expected
Section IV: Health Scale
1. In general, would you say your health is; Excellent Very Good Good Fair Poor
1 2 3 4 5
2. Compared to one year ago, how would you rate your health in general now?
Much Somewhat About the Somewhat Much
better now better now same WOrse now WOISe NOw
1 2 3 4 5
3. The following questions are about activities you might do during a Yes, Yes, No, not
typical day. Does your health now Limit you in these activities? If so, Limited Limited Limited
how much? a lot a little at all
a.  Vigorous activities, such as mnning, lifting heavy objects, 1 2 3

participating in strenuous sports

b.  Moderate activities, such as moving a table, pushing a vacuum 1 2 3
cleaner, bowling, or playing golf

¢.  Lifting or carrying groceries 1 7 3

d.  Climbing several flights of stairs 1 2 3

e.  Climbing one flight of stairs 1 2 3

f.  Bending, kneeling, or stooping 1 2 3

g.  Walking more than a mile 1 2 3

h.  Walking several blocks 1 2 3

i Walking one block 1 2 3

j. Bathing or dressing yourself 1 2 3
4. During the past 4 weeks, have you had any of the following problems with your work or Yes No

other regular daily activities as a result of your physical health?

a.  Cut down on the amount of time you spent on work or other activities 1 2

b.  Accomplished less than you would like 1 2

¢.  Were limited in the Kind of work or other activities 1 2

d.  Had difficulty performing the work or other activities (for example, it took extra effort) 1 2

5 During the past 4 weeks, have you had any of the following problems with your work or Yes No
other regular daily activities as a resull of any emefional problems (such as feeling
depressed or anxious)?

a.  Cut down on the amount of time you spent on work or other activities 1 2
b.  Accomplished less than you would like 1 2
¢.  Didn’t do work or other activities as carefully as usual 1 2
6. During the past 4 weeks, to what extent has your physical health or emotional problems interfered with your normal
social activities with family, friends, neighbors, or groups?
Not at all Slightly Moderately Quile a bit Extremely
1 2 3 4 5
3
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1. How much bodily pain have you had during the pasi 4 weeks?

None Very mild Mild Moderate Severe Very severe
1 2 3 4 5 6
8. During the past 4 weeks, how much did pain interfere with your normal work (including both work outside the home
and housework)?
Not at all A little bit Moderately Quile a bit Extremely
1 2 3 4 5
9. These questions are about how you feel and how things have been with you during the past 4 weeks. For each

question, please give the one answer that comes closest to the way you have been feeling.
How much of the time during the past 4 weeks...

All Most A good Some A little None
of the of the bit of of the of the of the
time time the time time time time
a.  Did you feel full of pep? 1 2 3 4 5 6
Have you been a very nervous person? 1 2 3 4 5 6
Have you felt so down in the dumps 1 2 3 4 5 6
that nothing could cheer you up?
d.  Have you fell calm and peaceful? 1 2 3 4 5 6
e Did you have a lot of energy? 1 2 3 4 3 (]
f.  Have you felt downhearted and blue? 1 2 3 4 5 6
g, Did you feel worn out? 1 2 3 4 5 6
h. Have you been a happy person? 1 2 3 4 3 L]
i Did you feel tired? 1 2 3 4 3 [
10. During the past 4 weeks, how much of the time has your physical health or emotional problems interfered with your
social activities (like visiting friends, relatives, etc.)?
All of Most of Some of A little of None of
the time the time the time the time the time
1 2 3 4 5

11.  How TRUE or FALSE is each of the following statements for you?
Definitely  Mostly Don’t Mostly Definitely

true true know false false
a. I seem to get sick alittle easier than other people 1 2 3 4 5
b. T amas healthy as anybody I know 2 3 4 5
c. I expect my health to get worse 1 2 3 4 5
d. My health is excellent 1 2 3 4 5

Section V: Work and General Satisfaction
Work and General Satisfaction: This section concerns with how satisfied or dissatisfied you feel about your job and life in
China. Please use the scale below to answer each question by circling the relevant number:

1 2 3 4 5 6
Very much Much Some Some Much Very much
dissatisfaction dissatisfaction dissatisfaction satisfaction satisfaction satisfaction
L. Communication and the way information flows around your organization. 1 2 3 4 5 6
2. The actual job itself. 1 2 3 4 5 6
3. The degree to which you feel “motivated™ by your job. 1 2 3 4 5 6
4. The style of supervision that your supervisors use. 1 2 3 4 5 6
5. The way changes and innovations are implemented. 1 2 3 4 5 6
6. The kind of work or tasks you are required to perform. 1 2 3 4 5 6
7. The degree to which you feel that you can personally develop or grow in 1 2 3 4 5 6
your job.
8. The way in which conflicts are resolved in your organization. 1 2 3 4 5 6
9. The degree to which your job taps the range of skills which you feel you 1 2 3 4 5 6
possess.
10.  The psychological “feel™ or climate that dominates your organization.
11.  The design or shape of your organization’s structure.

12, The degree to which you feel extended in your job.
13, Living in China.
14.  Your compensation package.
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15. The job challenge of your current assignment.
16. Being and working in China.

17.  The job responsibilities you bear.

18.  The career impact of your current assigniment.

Section VI: Experiences Within China
A: Living in China

1. To what extent have you adjusted to Chinese life and culture?
Not At All
1 2 3 4

2. What are your opinions about the local environment?

The environment is crowded.

The environment is polluted.

Catching a taxi to work in the morning is easy.

It is noisy here.

The weather in China is nice.

There are many counterfeited products.

The quality of Western restaurants is poor,

e.g., foods are not cooked well and are expensive.

h.  The quality of medical care is good.

Chinese foods are healthy and delicious.

j.  There is alack of accessibility of many products,
e.g., daily products, and medicines.

k. The infrastructure/transportation system in China is poor.

. Doing shopping is enjoyable in China.

m. Local drivers never follow traffic rules and signs.

n. Safety/security is in concern.

0. My living accommodation is nice in China.

p. The general living conditions are poor in China.

RO DR

=

B: Interaction with Local People
3. Please specify your Chinese language skill.

Speak little
or no Chinese
1 2 3 4
4. How eften do you speak Chinese with locals?
Not at all
1 2 3 4

5. Are you currently taking Chinese language classes?

6. Did your company promise to pay/sponsor your language classes?

7. According to your experience, what are your opinions about local people?

a. Local people are kind to foreigners.

b. Local people are impolite.

¢. Local people are non-materialistic.

d. Local people approach foreigners because they want to take
advantage at them.

e. Local people do not cheat foreigners.

f. Local people spit in street.

g. Local people trust foreigners.

h. Local people respect foreigners more than overseas (ethnic) Chinese.

i. Local people have different leisure activilies from mine.

j.  Local people have resent overseas Chinese people.

k. Chinese people are extremely proud of themselves.
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13.

14.

15. How many times in a year do you have business trips (inside and outside of China)?

Conversation topics of local people are interesting.
Local people have different pattern of life from mine.
Local people talk quietly in public areas.

Local people crash into you without apology in street.
Interacting with Chinese in general is stressful.

: Work-related issues

o
(S S )
R ]
LN I
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Please specify the frequency of your interaction with local employees?

No interaction

1 2 3

4

Constant interaction
6

According to your experience, what are your opinions about local workers?

Local employees lack of needed skills.

Loecal employees are self-motivated to learn.
Local employees like to “talk behind™ people.
Local employees are highly performed.

Local employees do rot like to make decisions and take responsibilities.

Local employees are very concerned about face.
Local employees are reliable.

Local employees are very indirect.

Local employees are hard-working.

Local employees/managers are with good experiences.
Loecal employees lack of commen sense.

Local employees are short-term oriented.

How many hours are you supposed to work in a typical week?
How many hours you actually work in a typical week?
It you work extra hours, what is your reason?

3,  Through choice
d;  To get the job done

Q,
o,

Headquarters usually responds to your request or message:
1, Immediately

3, In48hours

Q. In2weeks

o,
4,
o

Headquarters rewards me adequately for my efforts.

D: Social Activities / Relaxation and Leisure

16.

17.

19.

20.

Would you say you have a good social life in China?

Who do you spend most of your free time with?
3, Expatriates from my country

0, Expatriates who are ethnic/overseas Chinese
. Ido not socialize with people

Your best friend(s) in China is (are}:

3, Expatriates from my country

0, Expatriates who are ethnic/overseas Chinese
. Ihave no good friend(s) here

How many home-leaves would you
expect to take in a normal year?

How many rest and recreational trips/breaks would you expect to take in a normal year?

6

251

a.

b.
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times

Yes g, No

Expatriates from other countries
Local Chinese
I spend time with my family mostly

Expatriates from other countries
Local Chinese

times
times

For business purpose:
For visiting family:
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Completely Completely

Disagree Agree

21. It is easy to find enjoyable leisure/recreational activities in China. 1 2 3 4 5 6
22. There is a lack of outdoor activities in China. 1 2 3 4 5 6
23. The leisure and outdoor activities available in China are high quality. 1 2 =) 4 5 6
24. Do you find time to “relax and calm down™?

O Always 3 Usually O:  When possible 0, Not usually
E: Effect on Spouse/partner
25. Is your spouse/partner stationed in China with you?

,  Yes, he/she is here @, No, but he/she will come soon

3, No, he/she will not come here @, [have no spouse/partner

26. If your spouse/partner is in China with you, how often do you spend time with him/her?
J;  Less than when we were at home J;  Same as when we were at home
d;  More than when we were at home

27. How has the relocation influenced your relationship with your spouse/partner?
;T have no spouse/partner
d,  The relocation has no effects on our relationship

3, Our relationship is getting worse after we moved to here
3, Our relationship is getting befter and closer

Section VII: Sources of Pressure
Almost anything can be a source of pressure and people perceive things differently. The following items are all potential
sources of pressure. Please rate them according to the amount of pressure you think they have placed on you during the
last 3 months. Answer the questions as they actually apply to you in vour job. If they do not apply to you do not make up
the answers. For example, if a question asks about pressure from managing your staff and you do not manage any staff,
you should answer @, i.e. no pressure.

1 2 3 4 5 6
Very definitely is Definitely is Generally is Generally is Definitely is Very definitely
not a source nol a source not a source a source a source is a source
Managing or supervising the work of other people. 1

Taking my work home.

Underpromotion — working at a level below my level of ability.
Inadequate gnidance and backup from superiors.

Lack of consultation and communication.

Not being able to “switch off™ at home.

Keeping up with new techniques, ideas, technology or innovations.
Inadequate or poor quality of training/management development.
Attending meetings.

10. Lack of social support by people at work.

11. My partmer’s attitude towards my job and career.

12. Having to work very long hours.

13. Conflicting job tasks and demands in the role I play.

14. Discrimination and favouritism.

15. Feeling isolated.

16. A lack of encouragement from superiors.

17. Demands my work makes on my relationship with partner/children.
18. Being undervalued.

19. Having to take risks.

20. TInadequate feedback about my own performance.

21. Business travel.

22, Simply being seen as a “boss™.

23, Unclear promotion prospects.

24, Absence of emotional support from others outside work.

25. Demands that work makes on my private/social life.

26. Changes in the way you are asked to do your joh.

27. Simply being “visible™ or “available™.

28. Lack of practical support from others outside work.

29. Factors not under your direct control.
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30. Home life with a partner who is also pursuing a career. 1 2 3 4 5 6
31. Dealing with ambiguous or “delicate™ situations. 1 2 3 4 5 6
32. Having to adopt a negative role (such as sacking someone). 1 2 3 4 5 6
33. An absence of any potential career advancement. 1 2 3 4 5 6
34. Morale and organizational climate. 1 2 3 4 5 (]
35. Making important decisions. 1 2 3 4 5 6
36. Implications of the mistakes you make. 1 2 3 4 5 (]
37. Opportunities for personal development. 1 2 3 4 5 (]
38. Absence of stability or dependability in home life. 1 2 3 4 5 (1]
39. Pursuing a career at the expense of home life. 1 2 3 4 5 (]
40. Characteristics of the organization’s structure and design. 1 2 3 4 5 (]
41. Time taken to obtain support from headgquarters. 1 2 3 4 5 (]
42. Participating in business-related/relationship building activities during non- 1 2 3 4 5 (]
office hours.
43. Being available to make contact with headquarters after office hours. 1 2 3 4 5 6
44, Lots of ambiguous rules and regulations. 1 2 3 4 5 6
45, Rules and regulations are seldom published and are in Chinese. 1 2 3 4 5 6
46. Working with Chinese co-workers. 1 2 3 4 5 6
47. Working with Chinese outside our company. 1 2 3 4 5 6
48, Negotiation/Meeting with local business partners. 1 2 3 4 5 6
49, Possibility of getting arelevant/good job at home after my China assignment. 1 2 3 4 5 6
50. Headquarters lacks of understanding of local business environment. 1 2 3 4 5 6
51. Developing Quanxi with business partners or government authorities. 1 2 3 4 5 6
52. Double standards to foreign and local firms. 1 2 3 4 5 6
53. Being involved in roles/duties that are irrelevant to my position. 1 2 3 4 5 6
54, Doing business with local customers/companies. 1 2 3 4 5 6
55. Rules and regulations change so fast here. 1 2 3 4 5 6
56. Separation from family and friends at home. 1 2 3 4 5 6

Section VIII: Coping

Whilst there are variations in the ways individuals react to sources of pressure, generally speaking we all make some attempt
at coping with these difficulties —consciously or subconsciously. This section lists several ways of coping. Please answer these
questions by thinking about how you have dealt with issues or events that have been a source of pressure to you during the last
three months.

1 2 3 4 5 6
Never used Seldom uvsed On balance On balance Extensively Very extensively
by me by me not used by me used by me used by me used by me
Resort to hobbies and pastimes. 1

Try to deal with the situation objectively in an unemotional way.
Effective time management.

Talk to understanding local friends.

Talk to understanding expatriate friends.

Plan ahead.

Expand interests and activities outside work.

Use selective attention {concentrating on specific problems).
Set priorities and deal with problems accordingly.

10, Tryto “stand aside™ and think through the situation.

11. Seek as much social support from local friends as possible.
12, Seek as much social support from expatriate friends as possible.
13, Don't let things get to me.

4. Keep calm under pressure.

15.  Keep home and work separale.

6. Find time to relax.

17.  Enjoy life outside of work.

18, Try to reduce my workload.

19, Share my concerns with other people.

20, Leisure traveling in China.

21.  Leisure traveling to other Asian countries.

22, Hiring help (e.g. around the house).

23, Simply go to sleep.
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Appendix F: Interview Guideline for Second Phase of Interview

1. What motivate you accept the assignment in China?

2. How long have you served your company?
- Number of years that you have been in China?

3. How do you find your experience as an expatriate in China?
- Anything good? e.g. work vs. nonwork
> Anything bad? e.g. work vs. nonwork

s

Any problems you encountered here (work or nonwork)? What are they? How do you
solve them?

5. What contributions would your current experience bring to your career path? Life?
6. What do you do at your leisure time when you are here (e.g., Entertainment/activities
after work)? How do you comment the availability and quality of the leisure and

recreational activities in China?

7. How is your social life with expatriates (for both coming from the same country or other
countries)? How is your social life with local people?

8.  Please comment the general environment in China?
9.  Please comment the work environment in China?

10. Please describe your relationships with colleagues from your home country, 3 country
and local Chinese?

11. Do you consider China assignment as a hardship? Why?

12. How well can you speak Chinese?

How do you learn it?

How much did you learn before you came here?

How much did you learn after you came here?

Did/does your company provide language preparation for you to come here?

N2 200 20 2 2

How important do you think it is for you be able to speak the local language?
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13. Do you come with your family? What were their reactions after they heard of this
assignment?
- How do they find the life here?
- What kinds of problems do they encounter here? How do they solve it?

14. How does this mainland China assignment influence your relationship with your family?
(Both family here and your family at home)

15. Do you and your family encounter any racial or nationality problem here?

16. Do you experience stress in China? If yes, what are the causes? How do you cope with it?
- General Living Environment
> Work Environment

- Interacting with People

17. As an expatriate, what are the important factors to be successful in China?
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