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Abstract

Following the growing worldwide competition and internationalisation of globe markets, international
expatriates’ assignments are become more and more essential to successful worldwide development for
many multinational corporations. Therefore, expatriates can become an important human resource to
international enterprises or multinational operations. Especially, investigating the influential factors as
family support of expatriate adjustment is significant for several reasons. Firstly, failure of expatriate
adjustment may cause premature return from overseas assignments, which may be very costly financially
for international enterprises. Secondly, failure to accomplish the plan of the assignment is as harmful to
the expatriate as it is to the parent and host companies. Inability of an expatriate to complete the
assignment is likely to damage his or her self-esteem, and self-confidence, and cause a loss of prestige
among co-workers. Thirdly, an unsuccessful period of expatriation is likely to decrease both the
subsequent commitment to the parent company.

Therefore, to facilitate business expatriates adjustment to an overseas environment and to enable them to
work effectively, Multinational Corporations (MNCs) need to recognise the expatriates’ family support
factor to affect cross-cultural adjustment. The main purpose of this study involves utilising previous
researcher Lee’s (2002) questionnaire to investigate the relationship between the family support and
cross-cultural adjustment of Taiwanese Banks’ expatriates assigned to America, and this study employed
same questionnaire to examine the relationship between the family and cross-cultural adjustment of
Taiwanese expatriates in several different industries assigned to Mainland China. Also, the empirical
outcomes were compared between Taiwanese expatriates located in Mainland China and United States.
In examining the significant degree of Taiwanese expatriates assigned to Mainland China, the instrument
was a questionnaire survey conducted to this study. The variables of interest were measured using items
Likert-type questions, and those items are divided into seven categories. Data collected from 353
participants who have experience of a posting to Mainland China for international assignments. Multiple
regression and correlation were employed to analyse data.

The statistical results of this study were compared Lee’s (2002) research that associated with Taiwanese
banking expatriates in United States. Both studies indicated that the expatriates’ family support factor to
affect cross-cultural adjustment without doubt. This article concludes with suggestions for both
international enterprises or MNCs and individual expatriate who operate overseas journey in their normal
path of business.

Introduction

As enterprises develop globally, there is a
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entry into new markets or to extend international management abilities (Bird and Dunbar 1991;
Boyacigiller 1991; Forster 2000; Rosenzweig 1994; Shaffer, Harrison and Gilley 1999). Particularly,
previous researchers (Black and Stephens 1989; Harvey 1985) pointed out that the family situation is an
important element of expatriate turnover. Expatriate assignments frequently involve either uprooting
families for a move to a new country or making expatriates live away from their families, both of which
are stressful to the expatriates and their families. There is a need to look beyond individual influences
and to consider job, environment, and family-related factors that would affect expatriate success.
Family considerations are frequently mentioned. The presence of family-related problems always elicits
more resistance to leaving, but once in the host country it also has a significant effect the desire to
return early. Family support practices are often critical during expatriation in order to facilitate the
achievement of the objectives of an assignment, so, family support definitely is a significant factor
related to adjustment (Caligiuri 1997; Caligiuri et al. 1998; Harvey 1985; Shaffer, Harrison, Gilley, and
Luk 2001; Tung 1987).

Therefore, investigating the influential factors as family support of expatriate adjustment is significant
for several reasons. First, failure of expatriate adjustment may cause premature return from overseas
assignments, which may be very costly financially for international enterprises. In addition, non-
financial costs of failure, which include damage to the reputation of enterprises, lost business
opportunities and lost market or competitive share (Black and Gregersen 1991; Coperland and Griggas
1985; Naumann 1992). Second, failure to accomplish the plan of the assignment is as harmful to the
expatriate as it is to the parent and host companies. Inability of an expatriate to complete the assignment
is likely to damage his or her self-esteem, and self-confidence, and cause a loss of prestige among co-
workers (Mendenhall and Oddou 1985; Tung 1987). Third, an unsuccessful period of expatriation is
likely to decrease both the subsequent commitment to the parent company (Naumann 1993) and job
performance upon repatriation (Adler 1981). Fourth, an expatriate failure will have an adverse impact
on the decision of qualified expatriates to accept overseas posts (Stroh 1995). Nowadays, despite these
negative possibilities, those influential factors still exist, nevertheless, following the increasing
investment; many more people volunteer to develop their careers in Mainland China for longer periods.
The recent growth of international business has guided enterprises to examine more closely their policies
for transferring employees from one country to another (Aryee and Stone 1996; Black, Gregersen and
Mendenhall 1992). Without proper international human resource management, the advantages of
overseas operations may not be fully realised. Yet in Taiwan, very few studies concerning expatriate
problems have been conducted (Huang et al. 2000). Therefore, this article investigated the relationship
between family support and cross-cultural adjustment based on four theories as following. These four
theories which have directed this research on international expatriate adjustment are: Lysgaard’s (1995)
u-curve theory of adjustment and the cross-cultural cycle of Havelock (1963), Conner (1993), and
Zakaria (2000); Mendenhall and Oddou’s (1985) dimensions of cross-cultural acculturation; and Black,
Mendenhall and Oddou’s (1991) an integration of multiple theoretical perspectives.

Literature Review

In this article investigated the relationship between family support factor and cross-cultural adjustment,
therefore, the literature review will included family support factor and cross-cultural adjustment in this
section.

Family Support Factor

International enterprises that have a system of Human Resource practices of careful planning of an
assignment’s purpose, selection of the candidate to match the purpose, compensation to suit
achievement of the objectives of the assignment, and training and development to enable the assignee to
effectively carry out the assignment, are also likely to deal with the assignee’s family system. This is
because family support practices are often critical during expatriation in order to facilitate the
achievement of an assignment’s objectives. A survey conducted by Windham International and the
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National Foreign Trade Council (1999), revealed that a large number of international assignments are
turned down or interrupted because of spouse and family issues. It seems, nevertheless, that much of the
research about the development of international expatriates almost makes them appear as isolated
individuals without spouses, families, or friends. In fact, the procedure of posting expatriates to an
international location often involves the family of the expatriate. In a longitudinal study of families on
international assignments Caligiuri et al. (1998) declared that family characteristics, such as support,
were significantly connected to the expatriate’s adjustment to the work assignment. It is therefore this
study proposed that the family support factor can potentially influence expatriate adjustment.

An increasing number of researchers is explaining the role of family variables in the adjustment of
expatriates. Nevertheless, most expatriates still have obstacles of family responsibilities. Approximately
80 percent of international assignees are accompanied by a spouse, children or both (Black and
Gregersen 1991; Guzzo, Noonan and Elron 1994; Stroh, Dennis and Cramer 1994). Therefore, it is
essential to investigate and gain further understanding of the cross-cultural adjustment issue associated
with the family or spouse. The family related factor perhaps will achieve success in international
expatriations due to the fact that family support assists expatriates to enhance their ability to manage
cultural dissimilarity and work challenges in their assignment. Besides, it may increase the expatriate’s
appreciation of the host country and its culture, and lessen the duration of the expatriate’s adjustment to
the overseas assignment.

Cross-cultural Adjustment

Generally, cross-cultural adjustment is defined as the process of adaptation to living and working in a
foreign culture. It is the perceived degree of psychological comfort and familiarity a person has with the
new host culture (Black, 1988; Mendenhall and oddou, 1987). Several researchers have highlighted
factors affecting the process of adjustment. For example, Black, Mendenhall and Oddou (1991)
identified anticipatory (before-leaving) and in-country (post-arrival) factors. In addition, they noted
work, interactions and general adjustment as three levels of adjustment. Feldman and Tompson (1993)
identified six sets of factors: demographic variables; the extent of ‘internationalness’ of the job change;
job characteristics variables; amount of organisation support vis a vis assistance and career
development; degree of difference between successive job assignments; and types of individual coping
strategies. It is possible to classify factors affecting cross-cultural adjustment into two broad types;
extrinsic (those relating to the organisation and environment) and intrinsic factors (those relating to the
characteristics, psychological and physical, of the individual. Many studies have found that the crucial
problem for the expatriate is that adaptation to the unfamiliar culture than with their professional
expertise (eg. Aahad and Osman-Gani, 2000; Dowling et al., 1999; McEnery and DesHarnais, 1990;
Osland, 1995). Successful adaptation and cultural adjustment not only directly influence expatriates
performance but also lead to corporate success in the international stage.

Methodology

In order to investigate the family support of Taiwanese expatriates adjustment in Mainland China, the
study was adopted quantitative research approach, where the quantitative research approach will then
be employed to test the hypotheses.

The Research Sample

The target population of this study was 1,786 Taiwanese manufacturing firms located in Shanghai.
Shanghai is the most developed city of east China and many Taiwanese investors set up their
manufacturing company in here. This study used a stratified sampling procedure based on type of
industry to select the sample. There are 20 different categories of industries such as food industry,
plastics industry, cement industry, spinning and weaving, electric machinery, electric equipment and so
on included in these 1,786 firms. Ten companies were selected from each industry by using a random
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numbers table. Therefore, there a total of 200 firms were selected from the address book that is issued
by the Straits Exchange Foundation of Taiwan. Non-response was managed by replacement. In this
study, the respondents targeted are one expatriate in the each firm.

Due to the employees in each firm can not be calculated definitely, therefore, the author selected six
employees from each firm, total of 1200 questionnaires initially mailed to Taiwanese business
expatriates in Shanghai and followed-up by e-mail. Total responses were 353, but there were 22 invalid
questionnaires. As a result, total response 353 minus the invalid questionnaires 22; therefore, 331
returned surveys were usable. The percentage of valid questionnaires was 27.58 percent. Table 1 also
showed the Standard Deviation of family support was 0.3534.

Statistics Analysis

All of statistical data analyses were performed using SPSS (Statistical Package for Social Science) for
Windows. The analysis used Correlation Coefficient; Descriptive statistics methods were used to
describe the sample and inferential statistics to draw conclusions about the theoretical model.

Correlation Coefficient

Correlation coefficients were computed between the family support and cross-cultural adjustment. The
correlation coefficient was used to describe directions and strengths between the independent variable
and the dependent variable.

Research Results

This section of the study, through regression analysis investigated the influence of family support on
cross-cultural adjustment through the stepwise method.

Because stepwise regression was requested, SPSS first investigated a model with the correlated
independent variable family support, as demonstrated in Table 2. It also revealed that the partial
correlation for family support was 0.414, In effect, independent variable as family support was
significant for explaining the cross-cultural adjustment model. The bi-variate correlation between family
support and cross-cultural adjustment was positive. At the same time, the independent variable was
statistically significant as revealed in Table 1 and Table 2 below: Family Support (P= 0.000 < 0.05).
This appeared to verify that the practical predictor in this study for cross-cultural adjustment was
family support. It accounted for 28.94 percent ( 0.538 *) of the variance of cross-cultural adjustment.

Table 1: Correlations

Cross-cultural Adjustment Family Support
Pearson  [Cross-cultural Adjustment 1.000 0.538
Correlation
Family Support 0.538 1.000
Sig. (1-tailed) | Cross-cultural Adjustment . .000
Family Support .000 .
N Family Support 331 331
Table 2: Coefficients of Proposed Model
Un-standardised Standardised 95% Confidence
Coefficients Coefficients Interval for B
Model B Std. Error Beta t Sig. Lower Upper
Bound Bound
Constant -3.860 .506 -7.633 .000 -4.855 -2.865
Family 0.902] 0.110 0.318 8.191 0.000 0.686 1.119
Support
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Correlations
Model Zero-Order Partial Part
Family Support 0.538 0.414 0.292

Note: a Dependent Variable: CAA(Cross-cultural Adjustment)

Discussion and Comparison

The results of this study were also compared with Lee’s (2002) research shown in Table 4. Results were
quite not different between Taiwanese located in the United State and Mainland China. In this section,
independent variable which was significant in the present study: family support was statistically
significant, and the statistical result of Taiwanese expatriates assigned to Mainland China was
compared with the Taiwanese expatriates located in the United States (Lee 2002) as shown in Table 3
below.

Table 3: The Significance of the Relationship of Independent Variable to Adjust In Mainland China
and the United States

The Significance of the Relationship of Independent Variable to Adjust in Mainland
China and the U.S.
Mainland China United States *
Family Support Significant Significant

Source: Lee, HW. 2002, ‘4 study of Taiwanese banking expatriates in the United States’, published
dissertation of University of Idaho

According to the statistical analysis in this study the adjustment of the expatriate’s family support was
positively correlated to the adjustment process of the expatriate. The findings definitely suggest that
family support was a key element in the ability to adjust to the overseas assignment. This result is
consistent with past research (Black and Gregersen 1991; Black and Stephens 1989; Fukuda and Chu
1994; Schneider and Asakawa 1995; Caligiuri et al. 1998) that found that family support was
significantly related to the expatriate’s ability to adjust overseas. The result also indicated that
expatriate adjustment is not a unitary phenomenon. Clearly family issues, involving the spouse/partner
or family members are one of the key problem are as faced by Taiwanese expatriates. To overcome the
family support issue, this study suggests that Taiwanese headquarters may help their expatriates by
encouraging expatriates’ families to accompany them to Mainland China.

In contrast to this study, Lee’s (2002) published research provided weak evidence (as r=0.16, p > 0.05)
for the mediating role of family support on cross-cultural adjustment of Taiwanese expatriates in the
United States. Consequently, family support plays an important role affecting cross-cultural adjustment
for Taiwanese expatriates assigned to Mainland China. For Taiwanese expatriates placed in the United
States the factor of family support was not a very strong issue determinant of cross-cultural adjustment.

Conclusion

Besides taking up the challenge of new job responsibilities, international expatriates are also normally
required to adjust to different living conditions and various other obstacles. Expatriates’ international
assignments often involve either transferring families to the new country and a foreign environment or
involve forcing the expatriate to live away from their families. Both cases put tension on expatriates and
their family members. There is a need to look beyond individual influences and to consider the job,
environment, and family-related factors that may affect expatriate success. Past research has found that
support from family plays an important role in reducing work and non-work conflict. More specifically,
spousal support has received a great deal of attention. For instance, higher levels of family emotional
and instrumental support were associated with lower levels of family interference with work conflict.
That means that spousal support and family support are direct negative predictors of family interference
with work conflict. Therefore, family support has been demonstrated to significantly relate negatively to
family interference with work conflict.
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In anticipation of such a trend continuing, it is suggested that organisations might be encouraged to
implement a career counseling program for the spouses of their expatriates. Alternatively, Taiwanese
enterprises could consider paying double salary when spouses or partners sacrifice their own career, to
encourage Taiwanese expatriates to succeed in their overseas assignment. Other benefit programs could
be developed for Taiwanese expatriates assigned to Mainland China. Perhaps non-accompanied
expatriates could be given a ticket for a trip to Mainland China once a year for the whole family.
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