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Abstract

By means of the increasing global competition and internationalization of world markets, international
expatriates assignments are more and more essential to successful worldwide development for many
multinational corporations. Therefore, international expatriates are imperative to the survival of globe
enterprises in the twenty-first century. Expatriates can become an important human resource to
international enterprises or multinational operations. To facilitate business expatriates adjust to an
overseas environment and work effectively, MNCs need to recognize the demographic factors those to
affect cross-cultural adjustment. The main purpose of this study is utilizing Lee’s (2002) model to
investigate the relationship among the demographic factors and cross-cultural adjustment of Taiwanese
expatriates assigned to Mainland. 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 of questions, and those items are divided into seven categories. Data collected from 353
participants who have experience of post to Mainland China for international assignments. Descriptive
statistics, ANOVA and T-test 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. This thesis concludes with suggestions for both international
enterprises or MNCs and individual expatriate who operate overseas journey in their normal path of
business.

Introduction

In the current climate of rapid globalization, expatriation has been an important element of international
business operations. Expatriates are able to play tremendously significant roles during worldwide
assignments. Much of the expatriate management literature has focused on the management of cross-
cultural adjustment (eg. Harris and Moran 1989; Black and Gregerson 1991). This focus seems
justifiable when the high cost of expatriate failure, attributed to inability to adjust (Adler 1986), is
considered. Expatriates are viewed to have ‘failed’ in their overseas assignment if they return to the
parent company prematurely. Since 1987 an
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rapidly. Further, following the increasing investment more and more Taiwanese enter Mainland China
for business and travel (ICMEA, 2001). According to the China Travel Yearbook and the China
Monthly Statistics, the number of Taiwan tourists to Mainland China during the year of 2004 totalled
3.69 million, an increase of 34.9% as compared to the same period of the previous year. Cumulative
figures from 1988 to the end of December 2004 showed that 33.88 million persons travelled to
Mainland China.

While organizations may perceive expatriation as an attractive method for accumulating foreign
markets, they face the challenges of management of the most appropriate individuals. Thus factor
contributing to the successful expatriation experience are significant to multinational corporations
(MNCs). The aims of the project are: to examine the influence of demographic factors on the cross-
cultural adjustment of Taiwanese managers stationed in Mainland China. This study result may assist
Taiwan enterprises to operate their business efficiently in Mainland China. Also, in order to comprehend
whether the demographic factors on cross-cultural adjustment apply to the entire expatriate community,
the results of this study will be compared with Lee’s (2002) research that related to Taiwanese
expatriates located in United States.

Literature Review

Demographic Factors

According to Brett and Stroh (1995) demographic factors that affect expatriates adjustment include age,
educational background, expatriation duration, gender, previous study, previous experience, previous
training, marital status, and spouse.

Age

Age is a critical personal characteristic in Asian societies (Fang 1999; Worm 1997). Respect for old age
is particularly emphasized by Confucianism, highlighting the building of a great character through
lifelong learning and self-cultivation. Traditionally, young people in Chinese society are not considered
dependable, experienced or capable of doing good business (Chan 1963). Even in Western societies,

growing older may be associated with increasing maturity (Heckhausen and Krueger 1993; Van Lange
et al. 1997).

Individual Ability

Many researchers have investigated the skills necessary for an executive to be effective in a cross-
cultural setting (Brein and David 1971; Church, 1982; Mendenhall and Oddou 1985; Stening 1979).
Bhagat and Prien (1996) have also set out several factors that affect the success of international
assignments. They include individual, family and job-specific attributes as well as the host country
cultural environment. Each of these corresponds with categories indicated by Tung (1981) and Hays
(1971). In this study, adopt individual educational background to investigate individual ability on cross-
cultural adjustment.

Expatriation Duration

Researchers such as Pinder and Schroeder (1987) suggested that the duration of stay in a host country
has implications for relocated individuals to become efficient in their assigned job. Consequently, an
hypothesis underlying the length of stay in a host country is that the longer they reside in a host country,
the more familiar expatriates become with their jobs and working conditions, and as they become more
familiar, the better their performance will become (Black 1988; Kawes and Kealey 1981). In addition,
Nagai (1996) recommended that the length of stay in a host country be supposed to be a significant
factor relating to successful performance.
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Gender

Previous research (Anderson, Milkovich and Tsui 1981; Markham, Macken, Bonjean and Corder 1983;
Markham and Pleck 1986) demonstrated that there is a tendency toward female employees being less
willing to take over expatriate assignment, and the gender of employee has mainly exposed a constant
standard of relationships for domestic transfer. On the other hand, a study of international transfer by
Brett and Stroh (1995) indicated that there has not been a significant connection between employee
gender and willingness to transfer. Moreover, contrary to the traditional prevalent corporate viewpoint
and practice, results of the study by Westwood and Leung (1994) suggest that, in terms of disposition,
women may often be better suited for expatriate assignments than men.

Previous Overseas Experience

Past foreign experience affects how confident an expatriate will feel in a new country, and is positively
related to success in a global assignment (Bochner et al. 1986, Bochner et. al. 1971; Brein and David
1971; Church 1982; Searle and Ward 1990). Previous international experience has been recommended
as a significant factor in employee adjustment during international assignments, as well as an attribute
related to willingness to adopt overseas assignments. Church (1982) and Stening (1979) reported that if
the previous experiences were work-related, they would facilitate the construction of precise work
expectations. In contrast, if the previous experiences were not work-related, for example, previous
experiences concerning study overseas, they would facilitate the construction of non-work expectations.

Marital Status

Researchers into domestic transfer of workplace and international transfers normally agree with the
concept that single individuals have a higher willingness to transfer to international assignments than
married individuals (Brett, Stroh and Reilly 1990). Married individuals perhaps must consider various
family issues, such as the effect of children and family members on international mobility that is more
fundamental anxiety than marital status.

Family Issues
The adjustment of the expatriate’s spouse and family toward the foreign move is one of the most critical

determinates of whether an expatriate completes his or her assignment (Black and Gregersen, 1991;
Tung, 1981).

Dual Assignment

Researchers estimate that between 16 and 40 percent of all American expatriates do not complete their
assignments (Mendenhall, Dunbar and Oddou 1987; Mendenhall and Oddou 1988; Wederspahn 1992;
Dowling, Schuler and Welch 1994). This percentage maybe expected to escalate in the near future due
to the projected increase in female expatriates and dual-career couples (Harvey 1996, 1997a, 1997b).

Cross-cultural Adjustment

Cross-cultural adjustment is generally 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 (1992)
identified six sets of factors: demographic variables; the extent of ‘internationalness’ of the job change;
job characteristics variables; amount of organization 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 organization 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;
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Osland, 1995). Successful adaptation and cultural adjustment not only directly influence expatriates
performance but also lead to corporate success in the international stage.

Taiwanese Outward Investment in Mainland China

Since Mainland China started its economic reform and adopted an open-door policy in 1978 it has
promoted foreign trade and welcomed foreign investment. Economic relations between Taiwan and
Mainland China have developed very rapidly, due to strong business motivations in both societies. In the
late 1980s Taiwanese outward investment mainly focused on the United States and the member
countries of the Association of South East Asian Nations (Philippines, Indonesia, Thailand, Malaysia,
and Vietnam). However, Mainland China became the principal country of Taiwanese Foreign Direct
Investment (FDI) from 1990s.

According to Taiwan Economic Statistical Data Book in 2004 shown that Taiwanese approved outward
foreign direct investment in Asian countries, which was 24.25% of total FDI and total amount of
investment cases was 7981 cases from 1994 to 2004, and cases of approved outward investment in
Asian countries was 1937(24.27%) cases from 1994 to 2003. By contrast, Taiwan’s approved foreign
direct investment (FDI) and indirect in Mainland China, which now accounts for roughly 51.98% of its
total direct and indirect investment in Mainland China from 1994 to 2004, and total amount of cases
was 29875 from 1994 to 2003, continues on an increasing trend. The total number of cases invested in
Mainland China was fifteen times higher than the total number of cases invested in ASEAN from 1994
to 2003.

Conceptual Framework

The purpose of this research is to examine the relationship among the independent variables
demographic factors and the dependent variable as cross-cultural adjustment.

The research question is: Do demographic factors (as age, gender, expatriate duration, marital status,
dual assignment, and family experience) affect the cross-cultural adjustment of Taiwanese enterprises’
expatriates in Mainland China?

Methodology

This research utilized quantitative methods. The questionnaire began with individual background
variables: age, educational level, expatriation duration, gender, previous study, previous experience,
previous training, marital status, whether accompanied by and spouse employment situation. In all cases
the respondents were asked to select the relevant option among classified response alternatives.

The Research Sample

The target population of this study is 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, spin and weave, electric machinery, electric equipment and so on
included in these 1,786 firms. Twenty companies were selected from each industry by using a random
numbers table. Therefore, there a total of 400 firms were selected from the address book that is issued
by the Straits Exchange Foundation of Taiwan. Non- responses were managed by replacement.
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Procedure

Data were collected by means of a mail survey. Prior to sending the questionnaire packages a brief letter
was sent to the HR manager, together with an invitation letter, questionnaire and support letter from the
Straits Exchange Foundation of Taiwan inviting participation in the pilot study.

Statistics Analysis

All of statistical data analyses were performed on a PC computer using SPSS (Statistical Package for
Social Science) for Windows. The analysis used descriptive statistics, T-tests and ANOVA. Descriptive
statistics were used to describe the sample and inferential statistics to draw conclusions about the
theoretical model.

Descriptive Statistics

Descriptive statistics were conducted for demographic factors including age, educational level,
expatriation duration, gender, marriage, previous study experience, previous overseas experience, and
previous training experience. It also included whether the participants lived with their own family during
the overseas assignment and whether the partners of participants had job employment during the
overseas assignment.

T-Test

T-test was run between cross-cultural adjustment and various demographic factors. These factors are
gender, previous study experience, previous overseas experience, previous cross-cultural training.

ANOVA

ANOVA tests of mean (cross-cultural adjustment) difference were conducted for three demographic
factors. The demographic factors are educational level, age and expatriation duration.

Research Results

Total of 1200 questionnaires initially mailed to Taiwanese business expatriates in Shanghai and
followed-up by e-mail. Due to the limited time span of the research, mailing the questionnaire to each
overseas expatriate and waiting on him or her to mail it back was considered to time consuming, hence,
tracing e-mails were sent four weeks later.

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.

Age

The sample consisted of 331 participants, 22 participants (6.6 percent) were under 30 years old. One
hundred and forty nine participants (45.0 percent) were between 31 to 35 years old. One hundred and
eighteen participants (35.6 percent) were between 36 to 40 years old. Twenty-six participants (7.9
percent) were between 41 to 45 years old, and 16 participants (4.8 percent) were over 46 years old.

Educational Level

There were 37 participants (11.2 percent) who held high school degree and 122 participants (36.9
percent) with TAFE or college certificates, most participants had graduated from university. There were
142 participants (42.9 percent) who held a bachelor’s degree, and 30 participants (9.1 percent) who
held postgraduate degrees.
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Expatriation Duration

Responses indicated that 50 participants (15.1 percent) had been located in Shanghai less than 1 year.
One hundred and twenty participants (36.3 percent) had been there for 1 to 3 years and 98 participants
(29.6 percent) had been to Shanghai 4 to 5 years. Fifty-six participants (16.9 percent) had been in
Shanghai 6 to 10 years, and 7 participants (2.1 percent) have been to Shanghai more than 10 years.

Gender

The number of female participants accounted for only 23 participants (6.9 percent) of total sample
(331), while the number of male participants was up to 308 participants (93.1 percent). Taiwanese male
expatriates greatly outnumbered female expatriates located in Shanghai.

Overseas Study Experience

There were 49 participants (14.8 percent) who had obtained their degrees while overseas, while 282
participants (85.2 percent) had not.

Previous Overseas Experience

There were 279 participants (84.3 percent) who had never had overseas experience, while 52
participants (15.7 percent) had had overseas experience.

Previous Cross-Cultural Training
There were 99 participants (29.9 percent) who had had previous cross-cultural training before being
posted to Shanghai for their international assignments, but 232 participants (70.1 percent) had never
had previous cross-cultural training.

Marital Status

There were 95 participants (28.7 percent) who were single, 232 participants (70.1 percent) who were
married, and 4 participants (1.2 percent) who were de facto. Spouse’s Living Status

There were 128 participants (38.7 percent) who had their spouse living with them during the overseas
assignment, while 203 participants (61.3 percent) did not have their spouse accompanying them.

Partner Employment

There were 50 participants (15.1 percent) whose spouse had also received an overseas assignment,
while 281 participants (84.9 percent) had spouses who did not.

Individual factors may perhaps result in expatriates experiencing different degree of cross-cultural
adjustment owing to the effect of different emotional status and physical reactions, and they may learn
different things from the experiences. This section discusses how individuals factors: age, educational
levels, expatriation duration, gender, overseas study experience, previous overseas experience, previous
cross-cultural training, and marital status of Taiwanese expatriates as well as partner-employment
situation impact on cross-cultural adjustment (Table 6.1).

Table 6.1: The Significance of the Relationship of Each Demographic Factor to Adjust in Mainland

China
The Significance of the Relationship of Each Demographic Factor to Adjust
in Mainland China
Mainland China
Age Significant
Educational Levels Significant
Expatriation Duration Significant
Gender Not significant
Overseas Study Experience Significant
Previous Overseas Experience Significant
Previous Cross-cultural training Significant
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Marital Status Significant
Partner Living With Status Significant
Partner Employed Situation Significant

This section considered the reaction on cross-cultural adjustment of attributes of individual Taiwanese
expatriates: age, educational level, expatriation duration, gender, overseas study experience, previous
overseas experience, previous cross-cultural training, martial status and the employment situation of the
partner. According to the summarized result as table of above demonstrates that differences in almost
every individual factor significantly affected the cross-cultural adjustment of Taiwanese expatriates who
were assigned to Mainland China. The only exception was gender section. Straightforwardly, the cross-
cultural adjustment of Taiwanese expatriates assigned in Mainland China only unaffected by gender
factor, the others factors certainly affect the cross-cultural adjustment of Taiwanese expatriates
assigned to Mainland China.

Discussion

The results of this study were also compared with Lee’s (2002) research shown in Table 7.1. Results
were quite different between Taiwanese located in the United State and Mainland China. Each signal
factor is precisely clarified in the following section.

Table 7.1: The Significance of the Relationship of Each Demographic Factor to Adjust in Mainland
China and the United States

The Significance of Factors Adjust in Mainland China and U.S.

Mainland China United States *
Age Significant Not-significant
Educational Levels Significant Not significant
Expatriation Duration Significant Not significant
Gender Not significant Not significant
Overseas Study Experience Significant Not significant
Previous Overseas Experience Significant Not significant
Previous Cross-cultural training Significant Not significant
Marital Status Significant
Partner Living With Status Significant Not significant
Partner Employed Situation Significant Not significant

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

Age

Taiwanese expatriates in the age range from 31 to 35 were extensively post to Mainland China. In
addition, according to the statistical results presented there was a significant difference between
different age levels on cross-cultural adjustment. Comparison with Lee’s (2002) research is shows a
difference between Taiwanese located in the United State and in Mainland China. The age section of
Lee’s (2002) results indicated that almost half (n=26, 49.1%) of participants were from 41 to 45 and
39.6% participants over 45. Clearly, Taiwanese expatriates assigned to the United States were largely
aged over 40 years old. There was no significant difference between different age levels on cross-
cultural adjustments.
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As a result, it is clear that age is an important factor for Taiwanese expatriates located in Mainland
China, because different age groups demonstrate different degrees of cross-cultural adjustments.
However, age was not a significant factor affecting cross-cultural adjustment of Taiwanese expatriates
placed in the United States.

Educational Levels

Based on the ANOVA statistical analysis the result was that there were significant difference between
different educational levels on cross-cultural adjustment in this study, and 142 (42.9%) participants had
graduated from university. This was an interesting finding. The results showed that Taiwanese
expatriates located in Mainland China who held different level of educational qualification showed
different degrees of adjustment to their overseas placement. By contrast, Lee’s (2002) research revealed
that 35 participants (66%) held graduate degrees, and none of the participants had an educational level
of junior college or lower, but there was no significant difference between different educational levels on
cross-cultural adjustment.

Expatriation Duration

According to statistical analysis there was a significant difference between different periods of
expatriation duration on cross-cultural adjustment. The majority participants had 1 to 3 years (36.3%)
experience, and 4 to 5 years (29.6%) experience in this study. As a result, an essential assumption about
the duration of stay in a host country is that the longer expatriates stay in a host country, the more
familiar expatriates become with their jobs and working conditions, and as they become more familiar,
the better their performance will be. However, Taiwanese expatriates post in the United States had
diverse opinions as most participants had less than 1 year (22.6%), and 1 to 3 years (35.8%). Moreover,
there was no significant difference between different expatriation durations on cross-cultural adjustment
for Taiwanese expatriates placed in the United States.

Gender

There were 308 male participants assigned to Mainland China and only 23 (6.9%) female expatriates in
this study. Lee’s (2002) gender results revealed just 15% female expatriates located in the United States
as well.

The T-test analysis performed to evaluate the cross-cultural adjustment of male expatriates as opposed
to female expatriates, revealed that there was no significant difference between males and females on
cross-cultural adjustment in this study. Lee’s (2002) research confirmed this finding.

Overseas Study Experience and Previous Overseas Experience

This study demonstrates that previous international experience is positive factor for expatriate
adjustment. The test result showed there was a positive relationship between obtaining an overseas
degree and cross-cultural adjustment. Conversely, Lee’s (2002) published research revealed that there
was no significant difference between obtaining a degree in the United States and not obtaining a degree
in the United States on cross-cultural adjustment. There was also no significant difference between
having had overseas experience and not having had overseas experience on cross-cultural adjustment for
Taiwanese expatriates located in United States. As a result, overseas experience, both study experience
and work experience, were crucial factors influencing cross-cultural adjustment for Taiwanese
expatriates located in Mainland China, but not for the United States.

Previous Cross-cultural Training

According to the results of the T-test in this study there was a significant difference between expatriates
having previous cross-cultural training and not having previous cross-cultural training on cross-cultural
adjustment in this study. Although only 29.9 percent of participants receive a cross-cultural training
from their enterprises before taking up their overseas assignments this does not mean that cross-cultural
training is not necessary for Taiwanese expatriates assigned to Mainland China. In contrast, Lee’s
(2002) research revealed almost half (49.1%) of the participants had previous cross-cultural training,
but the other half (50.9%) of the participants did not. Interestingly, there was no significant difference
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between having had previous cross-cultural training and not having had previous cross-cultural training
on cross-cultural adjustment for Taiwanese expatriates posted to the United States.

Marital Status and Partner Living Status

In this study, descriptive statistical analysis revealed that 70.1% of Taiwanese expatriates were married
ANOVA statistical analysis revealed that there was a significant difference between different marital
status on cross-cultural adjustment. Of the respondents 38.7% Taiwanese expatriates had their spouse
living with them, and T-test statistical analysis revealed that there was a significant difference between
living with spouse or partner and not living with spouse or partner during overseas assignment on cross-
cultural adjustment. Lee’s (2002) research related to Taiwanese banking expatriates in the United States
revealed in the marital status section that all of the participants were married. It is therefore difficult to
analyse the marital status factor affected the cross-cultural adjustment of Taiwanese expatriates located
in the United States. Contrary to the present study, Lee’s (2002) research demonstrated that there was
no significant difference between living with a spouse and not living with a spouse on cross-cultural
adjustment. Accordingly, marital status and living with spouse or partner were important factors
influencing on cross-cultural adjustment for Taiwanese expatriates located in Mainland China, but not
for Taiwanese expatriates placed in the United States.

Partner Employment Situation

According to the statistic results indicated that there was a positive relationship between working with
spouse or partner during the overseas assignment and cross-cultural adjustment in this study.
Nevertheless, Lee’s (2002) research demonstrated that there was no significant difference between
working with spouse and not working with spouse on cross-cultural adjustment. The result in dual
employment is in opposition to that of this study. Hence, dual employment was an essential factor to
affecting cross-cultural adjustment for Taiwanese expatriates located in Mainland China, but not for
Taiwanese expatriates placed in the United States.

Conclusion

Several individual-level factors are believed to influence cross-cultural adjustment. In this study, the
questionnaire began with individual background variables: age, educational level, expatriation duration,
gender, previous overseas study, previous overseas experience, previous training, marital status, spouse
living with status and spouse employment situation. In all cases the respondents were asked to select the
relevant option among classified response alternatives. Each individual factor was significant for
different levels of cross-cultural adjustment of Taiwanese expatriates assigned to Mainland China,
exclusive of gender. However, Lee’s (2002) research revealed that whole individual factors were not
significant different on cross-cultural adjustment of Taiwanese expatriates posted to United States, but
not included the marital status due to all of Taiwanese expatriates located in the United States married.
It was therefore difficult to recognize a difference in cross-cultural adjustment between married and
unmarried expatriates. Consequently, from the compared result that is not difficult to figure out there is
a reappearance of interest in the experiences of people who work in other cultures. International
organizations should put more attention on the procedure of selection expatriates and previous training
before assign expatriates to perform their global assignments.
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