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ABSTRAK

Personaliti ‘Big-Five’, prestasi Expatriat adalah dua bidang yang kurang ditekankan 
dalam literature Expatriat.  Dimensi personaliti ‘Big-Five’ dalam penyelidikan ini 
merangkumi Kebatinan, Kestabilan Emosi, Ekstraversi, Senang Untuk BerSetuju dan 
Keterbukaan Kepada Pengalaman. Sepanjang proses tinjauan karaya ini, para sarjana telah 
mengesahkan bahawa personaliti ‘Big-Five’ boleh digunakan sebagai ramalan untuk 
penyesuaian antarabangsa dan prestasi Expatriat. Para sarjana juga mengesahkan bahawa 
penyesuaian antarabangsa tiga dimensi Expatriat (Penyesuaian Kerja, Penyesuaian Interaksi 
dan Penyesuaian Am) berupaya untuk meramalkan prestasi Expatriat.  Berdasarkan 
cadangan definasi-definasi bagi setiap variabel dalam penyelidikan ini dengan sokongan 
karya dahulu mengenai pengajian Expatriat dan psikologi, satu model penyelidikan baru 
terhadap pengajian dan hipotesis mengenai perhubungan personaliti-penyesuaian-prestasi 
telah dibentuk dengan menggunakan prestasi tiga dimensi Expatriat (Prestasi Teknikal, 
Prestasi Konseptual dan Prestasi Spesifik Pekerjaan) sebagai variabel bersandar.  Model 
penyelidikan in meramalkan bahawa dimensi personaliti ‘Big-Five’ akan mempengaruhi 
tingkatan persepsi prestasi tiga dimensi Expatriat.  Kesan-kesan personaliti Expatriat 
terhadap prestasi tiga dimensi Expatriat diramalkan akan disederhanakan oleh setiap dimensi 
penyesuaian antarabangsa Expatriat.  Untuk menguji model penyelidikan yang baru 
dicadangkan, satu tinjauan soalselidik telah dibuat dalam industri perhotelan negara China 
dengan para Expatriat hotel di tiga destinasi kunjungan utama iaitu Xi’an, Beijing dan 
Shanghai.  Data juga dikumpulkan daripada penyertaan Expatriat Malaysia, Singapura, USA, 
Eropah dan sebagainya.  Hipotesis dan model baru ini telah diuji dengan menggunakan 
teknik analisis data SPSS sementara penerangan keputusan analisis dibuat berdasarkan teori 
evolusi psikologi personaliti dan teori pentadbiran tekanan.  Keputusan kajian menyokong 
model baru ini dimana hanya Ekstraversi dan Keterbukaan Kepada Pengalaman menunjukkan 
perhubungan langsung terhadap prestasi Expatriat.  Keputusan juga mengesahkan bahawa 
Kebatinan berhubungan dengan semua dimensi penyesuaian antarabangsa Expatriat. Selain 
itu, Ekstraversi dihubungkan dengan Penyesuaian Interaksi, Kestabilan Emosi dihubungkan 
dengan Penyesuaian Am dan Kesenangan Untuk Setuju dihubungkan dengan Penyesuaian 
Kerja Expatriat.  Penyesuaian Interaksi menjadi faktor yang sangat penting berhubungan 
dengan ketiga-tiga dimensi prestasi Expatriat sementara Penyesuaian Kerja hanya mempunyai 
perhubungan positif terhadap Prestasi Teknikal.  Penyesuaian Interaksi dan Penyesuaian 
Kerja menunjukkan kesan pertengahan yang lebih ketara dan menjadi sumbangan penting 
dalam penyelidikan prestasi tiga dimensi Expatriat dan personaliti ‘Big-Five’.
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ABSTRACT 

Big-Five personality and Expatriate performance are two under-emphasized areas in 
expatriate literature. In this research, expatriate Big-Five personality dimensions includes 
Conscientiousness, Emotional Stability, Extraversion, Agreeableness, and Openness to 
Experience. During the literature reviewing process, scholars confirmed that the Big-Five 
personality can be used as predictors of expatriate international adjustment and expatriate 
performance, scholars also confirmed that expatriate three-dimensional international 
adjustment (Work Adjustment, Interaction Adjustment and General Adjustment) can be used 
to predict expatriate performance. Based on the proposed definitions of each variable in this 
research and supported by past literature of studies on expatriates and psychology, a new 
research model on personality-adjustment-performance is proposed by employing expatriate 
three-dimensional performance (Technical Performance, Contextual Performance and 
Assignment-specific Performance) as dependent variable, and relevant hypotheses were
developed. The research model predicts that expatriate Big-Five personality dimensions will 
influence the expatriate perceived level of three-dimensional performance. The effects of 
expatriate Big-Five personality on expatriate three-dimensional performance are predicted to 
be mediated by each expatriate international adjustment dimension. In order to test this new 
proposed research model, a survey questionnaire survey was conducted in China hotel 
industry and collected data from hotel expatriates in three major tourism destinations, namely 
Xi’an, Beijing and Shanghai. Expatriates from Malaysia, Singapore, U.S., Europe, and other 
countries participated in this research. Hypotheses and the new model were tested by using 
SPSS data analysis techniques, while theory of evolutionary personality psychology and stress 
management theory were applied in explaining the data analyses results. The findings showed 
support for the new model. Only Extraversion and Openness to Experience showed a direct 
relationship with expatriate performance. The results indicated that Conscientiousness was 
associated with all dimensions of expatriate international adjustment, while Extraversion is 
associated with Interaction Adjustment, Emotional Stability is associated with General 
Adjustment, and Agreeableness is associated with expatriate Work Adjustment. Interaction 
Adjustment is found to be an extremely important factor associated with all three expatriate 
performance dimensions while Work Adjustment is only positively associated with Technical 
Performance. Interaction and Work Adjustment showed comparably strong mediating effects, 
which provided an important contribution to research on expatriate three-dimensional 
performance and Big-Five personality.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

1.1.1 Expatriate Performance

As we all know that the major trend for business world is “going global”, or 

“globalization”, and this topic has remained hot for several decades. Expatriate has also been 

on the top of the agenda for many years from human resources perspective point of view. You 

can easily find many definitions on the concept of expatriate. For instance, expatriate has 

been defined as “… employees of business and government organizations who are sent by 

their organization to a related unit in a country which is different from their own, to 

accomplish a job or organization-related goal for a pre designated temporary time period of 

usually more than six months and less than five years in one term.” (Aycan & Kanungo, 

1997). 

  Scholars have put their efforts into the research on expatriate from different 

perspectives. The focus of the expatriate studies focused on different concepts from 1980s 

until now. In the 1980s, the debate was mainly about expatriate adjustment: the psychological 

(dis)comforts or (dis)stress experienced while on assignment (Black, 1988; Black, 

Mendenhall, & Oddou, 1991). Since the beginning of the early 1990s, scholars focused more 

on expatriate effectiveness, such as measuring expatriate managers’overseas failure mainly 

by their premature return from their overseas assignments (Harrison, 1994), according to the 

research results from those scholars, these expatriate failures mostly resulted from their poor 

performance or their inability and their spouses’inability to adjust to the foreign environment 
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(Black & Mendenhall, 1989). However, only recent researches have begun to examine the 

expatriate performance, and the degree to which the expatriate are meeting contextual 

standards or expectations of their positions, job performance. 

1.1.2 China Hotel Industry

We all know that global mobility is a reality and a necessity in today’s international 

business environment and it is certainly not an exception for the hotel industry. China is a 

huge country with thousands of years of history, which further helped to form its unique 

culture and customs. China remains mysterious to the international business world until the 

Open-door policy was put into practice in the late 1970s. After full practice of Reform and 

Opening-up Policy, Chinese tourism and hotel industry has experienced continuous growth 

since the early 1980s, which can be vividly described by an old Chinese saying “bamboo 

shoots after a spring rain”. Although the development was fast, at that time the hotel supply in 

China was still far below the tourists’demand. Therefore, the Chinese central government and 

Chinese hotel industry endeavored to increase the number of the hotels and room stocks by all 

available means. Chinese central government adopted many encouraging and favorable 

policies to attract any kind of capital investment, meanwhile local government also invest 

huge amount of capital investment in the hotel and tourism industry from any possible source. 

For instance, the state, collectives, private, local, and foreign capital were all encouraged to 

invest in the travel industry (He, 1992). It was also estimated by the World Tourism 

Organization that by the year 2020 China will become the world’s number one tourist 

destination, with annual arrivals of 130 million (WTO, 1999). With the booming of the 

tourism industry at its early stage, together with overwhelming increase of business travel 

stimulated by China’s entry of the World Trade Organization, many international conferences 
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was held in China, as well as international events, such as the upcoming worldwide famous 

sports event - Olympics Games 2008 will be hosted in capital city Beijing, China. Therefore, 

all these facts ensured International Hotel Chains (IHCs) to believe that it is a must to reach 

across continents and carry their product into Chinese hotel industry to succeed and prosper. 

Since its rapid economic growth and its increasingly important role as a major tour 

destination for both international travelers and domestic travelers, for example, from 

Appendix C1.1, in 2007 alone, Beijing received a total of 18,181,465 tourists, an increase of 

11.32% compared to last year (www.cnta.gov.cn), plus the 2008 Olympic games will be held 

in China, the country now is regarded as a fertile land for the hotel industry. For instance, 

among the world top 300 corporate chains, about ten percent have entered China, such as, 

Hilton, Hyatt, Six Continents, Shangri-la, Marriott, Accor, Club Med, Days Inns, and some 

mega chains like Starwood and Cendant (Hotels, 1999). It will not be a surprise for you to see 

the earliest Sheraton, or any other international brands such as Howard Johnson, which 

entered Chinese hotel industry in 2001. In 2004, China had a total of 10,888 establishments 

designated as tourist hotels (www.ctha.com.cn). Cendant Hotel Groups partnered together 

with Tian Rui Hotel Corporation, has contracted to the development of more than 55 hotels 

over the next five years, with a goal of 180 Supper 8 hotels by 2008 (Hotels, 2005).

1.1.3 Expatriates in China Hotel Industry

Hotel industry in western countries has already had its hundreds of years of history 

while Chinese hotel industry is still in its early years of development. In order to manage, 

coordinate, control and integrate the operations of their overseas venture, Multinational 

Companies (MNCs) often send expatriates abroad as corporate representatives and 

ambassadors (Gregersen, Hite, & Black, 1996). Due to this situation, expatriate are hired by 
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International Hotel Chains (IHCs) to make sure the expansion of the new branch hotel, 

specifically for start-up operations in joint-venture hotels. The posts they fill in are usually 

critical positions in host country, covering key functions such as general manager (GM), chief 

finance officer (CFO), front office manager, sales and marketing director, food and beverage 

director, housekeeping director, engineering director and human resources director, or 

executive chief and other supervisor level posts. The relocation of the qualified hotel 

managers from home country to the host country creates a new category of hotel professionals 

known as hotel expatriate managers (Harris, 1979). These expatriates are supposed to carry 

out the assignment and bear with the responsibility for achieving the company’s objectives 

and maintaining its management standards in overseas operations (Yu & Huat, 1995). The 

performance of these high post hotel expatriates are considered as key factors which relates

both to the development and the reputation of the IHCs. However, there are quite a number of 

problems that need to be solved. Although China is abound with cheap labor, IHCs usually 

find China lacking of qualified and experienced employees (Zhang & Wu, 2004). 

Globalization of the hotel industry not only provides new drive to grow for the hotel industry, 

but also has raised great challenge for the human resources department to recruit technically 

competent and culturally sensitive employees for the overseas hotel management operations

(Clark & Arbel, 1993; Yu, 1992), within local labor source, well-trained and experienced 

hotel managers or supervisory level employees with good English language and management 

skills are quite difficult to be found (Zhang & Wu, 2004).

Since expatriates are hired specifically for start-up operations in joint-venture hotels

managed by IHCs in China, which owns a unique and totally different eastern culture, the first

wave of expatriates from western countries usually suffered from culture shock, 

environmental adaptability problems, and many more, because few of them were trained in 



5

Chinese history, its language, or its culture (McComb, 1999). Meanwhile, the high expatriate 

turnover rate and high cost associated with international assignments failure and poor 

overseas performance, MNCs, in this case IHCs, need to ensure that the executives (or 

managers) they post to foreign assignments have successful experience (Birdseye & Hill, 

1995). Expatriation should be taken seriously because it is considered as an attractive 

method for accumulating foreign markets by the organization. Many other issues are 

associated with expatriate, such as high failure rates among expatriate managers measured as 

premature returns back home, can be costly to the international company which send 

employee and his/her family abroad. The organization also faces the challenges of selection, 

management of the most appropriate individuals to successfully carry out the mission and 

enhance expatriate performance as well as their business performance. 

1.2 Problem Statement 

The increased globalization of hotel development has created a great challenge to 

human resource management executives to recruit technically competent and culturally 

sensitive managers for managing the overseas operations (Clark & Arbel, 1993; Yu, 1992). 

There are many human resource challenges facing China’s hotel industry. The key issues are: 

the lack of qualified staff at both operational and managerial levels, high staff turnover rates, 

and so on (Zhang & Wu, 2004). In the early years, the education level of Chinese labor is 

quite low, for instance, their English language and knowledge about common hotel practices 

are weak, thus the service quality are not satisfactory according to the international standard. 

These facts raised the difficulties in the management of hotel business. Thus, hotel expatriates

were often hired in order to solve these problems in China. With an annual 9 percent 

economic growth rate since the late 1980s, and double digit annual economic growth rate in 
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the nineties, China is definitely considered as one of the land full of opportunities. On the 

other hand, the blossoming of tourism industry and booming economic growth caused 

overwhelming numbers of IHCs and investors trying to squash into the industry, many IHCs 

opened their branches in China already found it quite difficult to gain the budgeted profit.

Expatriates performance are crucial to the success of the IHCs. However, the selection criteria

still focused more on technical aspects of the work but little concern has been given to aspects 

of cultural adaptability on the part of expatriate managers (Selmer, 2005b). Thus, hotel 

expatriates in China often experience a culture shock (Kaye & Taylor, 1997), which further 

lowered their performance.

Recently researchers are extensively studying issues regarding expatriate retention and 

performance enhancement. To sum up, most of these expatriate researches conducted in 

international background focused on organizational commitment (Gregersen & Black, 1990), 

expatriate turnover (Birdseye & Hill, 1995), expatriate career management (Selmer, 1999a), 

repatriation (Lazarova & Caligiuri, 2001; Stroh, Gregersen, & Black, 2000), expatriate 

adjustment (Caligiuri, Phillips, Lararova, Tairique, & Biirgi, 2001; Selmer, 1999a). 

Furthermore, recent researches on expatriate in China focused mainly on adjustment pattern 

of western expatriate business managers on the base of culture shock in China (Selmer, 

1999b), factors influencing expatriates (Lee, 2005), expatriate individual differences and their 

effectiveness (Shaffer, Harrison, Gregersen, Black, & Ferzandi, 2006), expatriate success on 

the bases of personal and situational factors (Erbacher, D'Netto, & Espafia, 2006), influences 

of Chinese culture on cross-culture management (Goodall & Li, 2006), finding the 

relationship between cross-cultural training and expatriate adjustment in China (Selmer, 

2005b). However, it is surprising that the criterion of job performance has attracted least 

amount of attention of all variables studies in relation to expatriate (Shaffer & Harrison, 
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1998).

Expatriates may quit their assignment and leave for better job offers outside the 

organization, they might get transferred to other positions within the organization, and some 

might get fired because they do not perform according to expectations (Harzing & 

Christensen, 2004). Although there is no proof for the cut of expatriates happened in Chinese 

hotel industry, it is crucial and urgent for IHCs to better manage hotel expatriates and their 

performance, especially to identify the predictors of their performance. 

Furthermore, the meta-analysis conducted by the generalized predictors of the job 

performance which have been used in past researches are showed in Appendix C2.1 (Mol, 

Born, Willemsen, & Van der Molen, 2005), among the most common measurements used to 

predict the expatriates’ job performance, there is Big-Five dimensions. It means that 

personality psychology is now back on the agenda. Due to cultural differences, environmental 

differences, and many more complicated issues, the hotel expatriates with different 

personality may experience levels of adjustment, and further affect they performance. Based 

on the above literature gap, this research attempts to explore the core personality factors that 

contribute to expatriate performance among the expatriates in Chinese hotel industry. By 

understanding the predictors of expatriates’ performance within Chinese hotel industry, such 

as expatriate personality, it will help IHCs’ human resources directors and managers in China 

to better understand and improve expatriates performance, and enhance expatriate selection 

criterion.

1.3 Research Objectives

Expatriates working in a foreign environment with very different political, cultural and 

economic conditions often face both job-related and personal problems (Birdseye & Hill, 
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1995). By identifying factors could potentially reduce the number of expatriate failures, or 

premature returns, from overseas assignments. In a special and complicated environment like 

China, the expatriates may experience many difficulties which may lead to their low 

performance. 

The objective of this research is to investigate whether factors, such as expatriate 

personality, expatriate international adjustment (Work, General and Interaction Adjustment)

are able to predict expatriates’three-dimensional performance (Technical Performance,

Contextual Performance, and Assignment-specific Performance) in Chinese hotel industry,

based on the research conducted on the sample of three major tourism destinations in China

which include Beijing, Shanghai and Xi’an.

1.4 Research Questions

Hence, the questions that need to be answered from the study are as follow:

 Does the independent variable, expatriate Big-Five personality (dimensions: 

Conscientiousness, Emotional Stability, Openness, Extraversion, Agreeableness) predict 

expatriate performance (dimensions: Technical Performance, Contextual Performance, and 

Assignment-specific Performance)?

 Does expatriate Big-Five personality (dimensions: Conscientiousness, Emotional 

Stability, Openness, Extraversion, Agreeableness) predict the mediating factor, expatriate 

international adjustment (dimensions: Work Adjustment, General Adjustment and Interaction 

Adjustment)?  

 Does the mediator, expatriate international adjustment (dimensions: Work Adjustment, 

General Adjustment and Interaction Adjustment) predict the dependent variable, expatriate 

performance (dimensions: Technical Performance, Contextual Performance, and 
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Assignment-specific Performance)?

 Which variable (or dimension) serves the most importance in predicting which dimension 

of expatriate performance in Chinese Hotel Industry?

 How does each of these factors, for example, expatriate Big-Five personality, relate to 

expatriate three-dimensional performance accordingly within Chinese hotel industry?

 Based on the above tests, does the relationship between the independent variable and 

dependent variable mediated by expatriate adjustment (dimensions: Work Adjustment, 

General Adjustment and Interaction Adjustment) exist? 

1.5 Significance of the Study

The results of this study are supposed to provide great practical implications for IHCs 

sending expatriates in China. The survey will provide information on the relationship between 

expatriate three-dimensional performance and expatriate Big-Five personality. Data from the 

survey will provide useful information to the management of IHCs, thus they would be able to 

know and realize, in China hotel industry environment, which personality trait influences 

which dimension of expatriate international adjustment, and affects which dimension of 

expatriate performance. Therefore, suggestions would be drawn from the results of this study, 

and provide the IHCs useful ideas and strategies to better manage the expatriates and improve

expatriate performance while they are on assignment in China.

For the IHCs, they will benefited from the results of the study in terms of managing

expatriates, it also helps them to identify the personality traits related to expatriate

three-dimensional performance, what they can do to assist the expatriates and improve their 

performance in China, furthermore, improve their organizational business performance 

ultimately. For the sake of expatriates, suggestions drawn from the results should be helpful 
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for them to better adjust, and to improve their work life and non-work life quality while 

working in China.

Theoretically, this study should generate certain levels of contribution for the future 

research in the following ways: since this study aimed to identify the relationship between 

Big-Five Personality, expatriate international adjustment, and expatriate three-dimensional 

performance within Chinese hotel industry. As far as this past literature review process’

concern, no such efforts have been done to identify this personality-adjustment-performance 

relationship. It means that no efforts was found in the past literatures which use expatriate 

international adjustment as a mediating factor between the Big-Five Personality and 

expatriate three-dimensional performance. Therefore, this study would help to build the 

theory in understanding the mediating effects of expatriate international adjustment between

the Big-Five Personality and expatriate three-dimensional performance.

1.6 Organization of the Report 

This report consists of five chapters. The first chapter introduces the hotel industry in 

China, in which the research is carried out, followed by the explanation of the research 

problem, research questions and research objectives. Chapter two presents an overview of the 

past literature related to the topic and variables applied in the research. It also covers the 

theoretical framework and formulation of the hypotheses for this research. Chapter three 

discusses on the methodology, including questionnaire design, population, sampling method, 

data analysis techniques and so on, instruments and measurements are also discussed. Chapter 

four reports the results of the collected data and data analysis and various statistical results 

interpretation. Chapter five, which is the last chapter, covers the discussion on the data 

reported in Chapter 4, implications and limitations of the study, followed by suggestion for 
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future research and final conclusion.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter presents an overview of theories that form the foundation of 

three-dimensional expatriate performance. Past literature on the antecedents (Big-Five 

Personality: Conscientiousness, Emotional Stability, Openness, Extraversion, Agreeableness), 

mediators (expatriate international adjustment –Work Adjustment, General Adjustment, and 

Interaction Adjustment), and some other factors were also discussed. Based on the review of 

the literature, the theoretical framework and hypotheses are developed.

2.2 Theories Associated with Expatriate Research

According to a recent review, past studies of expatriate effectiveness theoretical 

underpinnings were summarized as follow: (a) Learning; (b) Stress-coping; (c) 

Developmental and (4) Personality-based theories (Mendenhall, Kϋhlmann, & Stal, 2001).

Meanwhile, other theories such as the theory of evolutionary personality psychology (Buss, 

1991; MacDonald, 1998) was also applied. Since there are quite a number of theories related 

to expatriate research, brief discussion on this topic is necessary and very helpful in 

identifying which theory is the most appropriate to achieve the goal of this research.

2.2.1 U-Curve Theory

The U-Curve framework is one of the most commonly proved theories regarding 

expatriate adjustment. It has been used to describe the cross-cultural adjustment process of 

expatriate employees or sojourners within a host culture (Black & Mendenhall, 1990; Usunier, 
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1998). The UCT include discussions of four stages of adjustment. The honeymoon stage 

occurs during the first week after arrival at the host country. When the newcomers start to 

cope with the real conditions on the daily basis, the second stage begins - culture stock stage. 

The third stage is the adjustment stage in which the individual gradually adapts to the new 

norms and values of the host country and can act more appropriate than they were before. 

Finally, in the mastery stage in which the individual is able to effectively function in the new 

culture. Therefore, U-Curve theory is mainly related to expatriate adjustment to the host 

country environment.

2.2.2 Theory of Evolutionary Personality

This theory was used in order to predict the expatriate success as it presents that 

individuals will vary on the extent to which they possess these personality characteristics 

necessary for expatriate success (MacDonald, 1998). And this theory was tested in the study 

of the Big-Five personality characteristics as predictors of expatriate’s desire to terminate the 

assignment and supervisor-rated performance (Caligiuri, 2000).

Evolutionary personality psychology theory focuses on the why individuals display 

certain types of behavior, instead of how biological models, or what of descriptive taxonomies. 

It is “best regarded as a theory about the origins, rather than the content of human nature”

(Buss, 1991). This theory basically explains why there are genetically based individual 

differences. For instance, different individuals in an environment with many potential niches 

can select the niches that maximize their levels of fitness within the environment. Therefore, 

evolution of personality psychology theory endeavors to provide a physiological foundation 

for various mechanisms, phenotypes, and behaviors.

The above points were used by Caligiuri (2000) in arguing the reasons why theory of 

evolutionary personality psychology can be applied to predict expatriate success: (a) variation
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along the Big-Five personality characteristics allow for individuals to successfully fill 

different niches or positions in society (MacDonald, 1998). Based on the previous discussion 

on this theory, assumption such as expatriates in the host countries often face different 

environments compared to their home country (Birdseye & Hill, 1995), individuals’

personality characteristics should help them to meet the adaptive requirements of their 

assignments. According to the theory, individual will vary on the extent which they possess

these personality characteristics necessary for expatriate success (Caligiuri, 2000). (b) the 

same universal personality characteristics should be relevant for expatriate success –

regardless of the individuals’nationality or country of assignment (Caligiuri, 2000). This was 

argued by Calaigiuri (2000) because of the universal adaptive mechanisms, the Big-Five 

personality characteristics should be utilized across contexts, situations and environments 

(Buss, 1991; MacDonald, 1998; McCrae & Costa, 1997).

2.2.3 Stress Management Theory

Host country provides new environment for expatriates, in which a great deal of 

uncertainty was created for the expatriates, such as new working environment, meeting new 

people from different culture backgrounds and so on. Therefore, expatriates may probably 

feel stressful while working in the host country. Theory of stress management has been 

proved that it significantly related to expatriate adjustment (Black et al., 1991; Caligiuri & 

Day, 2000; Fisher & Shaw, 1994; Harvey, Buckely, Novicevic, & Wiese, 1999). And this 

theory was used in the research of Caligiuri and Day in their research of measuring the 

different dimensions of expatriate job performance.

For the expatriates, disruption in patterns and routines, both on the job and in their 

private lives, may produce anxiety and stress (Selmer, 2006). According to previous stress 

literature, maladjustment caused by stress may influence work performance by creating 
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cognitive fatigue and reducing the energy and effort required for successful implementation of 

work (Bhaskar-Shrinivas, Shaffer, Luk, & Harrison, 2005; Black et al., 1991); expatriates’ 

psychological stress may negatively affect their performance by producing maladjustment 

(Bhaskar-Shrinivas et al., 2005; Caligiuri, 1997). It has also been proven that this theory can 

be useful when explaining relationship between expatriates’ adjustment and performance by 

“successful cross-cultural adjustment in host countries reduces expatriates’ stress and strain; 

in turn, it may influence their performance by helping them to expend more energy and efforts 

on their work” (Feldman & Thomas, 1992; Selmer, 1999b). Likewise, expatriates in this 

research are those hotel executives/managers whose job requires a lot of interaction with host 

country nationals, therefore stress management theory may explain the interaction and general 

adjustment, which could be positively related to their performance (Black, 1988; Black & 

Mendenhall, 1990; Caligiuri, 1997; Tung, 1981).

2.2.4 Theory Summary

This research aimed to identify the relationship between expatriate Big-Five 

personality, expatriate international adjustment, and expatriate performance, according to the 

above brief explanation of the three most common used expatriate theories, namely U-Curve 

theory, theory of evolutionary personality psychology, and stress management theory. Out of 

the three theories, theory of evolutionary personality psychology and stress management 

theory are chosen and will be applied to explain the results.

2.3 An Overview of Expatriate Performance

Expatriate managers are often hired specifically for start-up operations in joint-venture 

hotels managed by international hotel chains (Kaye & Taylor, 1997). They often hold key 

positions as general managers or department head level as discussed earlier. The failure rate 
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of the expatriates is usually very high. One study reported about a 40% failure rate of 

expatriates assigned to overseas positions (Tung, 1981). Based on several studies, a failure of 

an expatriate assignment may be due to poor expatriate management and poor productivity of 

the expatriate employee, and the failure could be very costly. The average cost per failure to 

the parent company was estimated to be between $65,000 and $300,000, depending on 

various factors (Mendenhall & Oddou, 1985; Zeira & Banai, 1985). Other scholars estimated 

about USD150,000 or more per person for each adjustment failure (Briscoe, 1995), let alone 

the cost for training, relocation, and compensation which may add USD80,000 more

(Dowling, Schuler, & Welch, 1996). Therefore, if we notice the huge amount of cost 

associated with every single failure of an overseas operation, expatriate performances are 

crucial for the success of those IHCs. 

Expatriates who performed while on an overseas assignment are not valued 

completely by their technical competence. Seven reasons for expatriate failure were identified 

(Tung, 1987), it ranked the reasons for expatriate failure as follow: (1) inability of manager’s 

spouse to adjust to a different physical or cultural environment, (2) the masters’ inability to 

adapt to a different physical or cultural environment, (3) other family- related problems, (4) 

the manager’s personality or emotional immaturity, (5) the manager’s lack of technical 

competence, (6) the manager’s inability to cope with the responsibilities posed by overseas 

work, (7) the manager’s lack of motivation to work overseas. Meanwhile, the three most 

common indicators used to evaluate success are the completion of the foreign assignment,

cross-cultural adjustment, actual performance on the foreign assignment (Caligiuri, 1997). 

Therefore, it is easy to observe that technical competence ranked in number five, and 

technical competence is not the only prerequisite for the success of expatriate. As proven by 

many other studies, other factors such as cross-cultural adaptability (adjustment), career 
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development, social and interpersonal skills, language skills, expatriates’ motivations towards 

to international assignment are also crucial to the success of expatriates. Those previous 

studies were summarized as below.

Qualified and experienced expatriates can fail their overseas assignments. Surprisingly

these failures were because of cultural differences in the foreign country. This finding simply 

proved that expatriates who have good performance records in domestic operations, do not 

guarantee their success in foreign operations (Hays, 1974). The major reasons for failure 

could be due to culture differences including language and the new environment of the host 

country (Rehfuss, 1982). Studies have also found that between 16 and 40 per cent of all 

expatriate managers end their foreign assignments early because of their poor performance or 

their inability to adjust to the foreign environment (Black, 1988). Expatriate's inability to 

adapt, and lack of motivation to work in China were the major causes of failure for hotel 

expatriate managers (Feng & Pearson, 1999), meanwhile, some activities, such as, 

cross-cultural training was found especially useful to facilitates expatriates’ adjustment at 

work, their performance may also improve (Selmer, 2005b)

Many researchers argued that the expatriates’ assignments require effective 

performance on dimensions beyond task performance. One research has developed a 

theoretical taxonomy of expatriate success highlighting the need to examine both technical 

performance and managerial and expatriate-specific contextual performance (Caligiuri, 1997). 

According to the results of the study, so-called managerial performance and contextual

performance include aspects such as maintaining good working relationship with employees, 

and establishing good relationships with host nationals. These two factors were combined as 

expatriate contextual performance by Caligiuri (1997). It was defined as the expatriate’s level 

of effectiveness in performing international aspects of the job that go beyond task specific 
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duties (Borman & Mototwidlo, 1993). 

Again argued by (Caligiuri & Day, 2000) in their following study of expatriate 

contextual performance, they mentioned about the gap between the literatures on the subject 

of dimensions of expatriate performance. They argued that performance construct shouldn’t 

be over simplified as the assessment of overall performance. They also generalized the 

previous literatures by saying that task or technical performance is distinguished from 

contextual performance. 

Based on the above statement, three dimensions of expatriate performance (Dependent 

variable) were confirmed to be examined in this study. It includes three dimensions: 

Technical Performance, Contextual Performance and Assignment-specific Performance.

2.3.1 Expatriate Technical and Contextual Performance 

Indeed, Chinese hotel expatriates performance gained less attention in previous studies. 

One research conducted in four different regions of China regarding the hotel expatriates,

identified six perceived management difficulty such as: culture differences, lack of local 

management competence, language barrier, cooperation between expatriates and local 

managers, lack of local management support and government policy change (Yu & Huat, 

1995). Culture shock and its implications for the expatriates in Beijing hotel industry has been 

identified (Kaye & Taylor, 1997). In another hotel expatriate study, the author focused on 

expatriate selection criteria, important skills and knowledge, repatriation concerns, and causes 

of failure (Feng & Pearson, 1999). As international business is growing more and more 

competitive, many business industries have already taken actions on the “expensive” 

expatriate. In China, human resources issues regarding expatriates hiring keep changing, for 

instance, from 1992-1994, companies were essentially expatriate-heavy; in 1995, there was an 

expansion in hiring both local expatriates and Chinese; during 1996-1997, a sudden push to 
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localize was executed as companies began to fall burdened by the number of expatriates on 

their payrolls (McComb, 1999). Therefore, IHCs should take expatriate issues seriously.  

Before we move to the expatriate performance dimensions, it is necessary for us to 

review the evolvement of the performance dimensions applied to domestic environment, 

which shined lights on the research direction for expatriate scholars. 

Technical performance, also addressed as task performance, is generally thought to 

include those behaviors that either indirectly transform needed raw material into good or 

services, or otherwise directly implementing a part of its technological process, which 

contribute to the organization’s technical core (Borman & Mototwidlo, 1993). Technical 

performance includes two classes of behavior: (a) first one consist of activities that directly 

transform raw materials into goods and services that the organization produces. Examples of 

technical performance dimensions include activities such as selling merchandise in a retail 

store, operating a production machine in a manufacturing plant, teaching in school, 

performing surgery in a hospital, and cashing checks in a bank. For a hotel receptionist, make 

room reservation for guests, provide the room services, taking care of the guests’ luggage are 

good examples of technical dimensions; (b) the other one consists of activities that service 

and maintain the technical core by replenishing its supply of raw material; distributing its 

finished products; and providing important planning, coordination, supervising and staff 

functions that enable it to function effectively and efficiently. Therefore, expatriate technical 

performance refers to the successful execution of overseas duties, including attaining specific 

goals or accomplishing definable projects (Harrison, Shaffer, & Luk, 2005). In previous 

chapter, hotel expatriates were often hired at the opening phase, and the technical functions of 

hotel expatriates has been defined as coordinating between the host country branch and the 

home country based company, thus, the job duties include a lot of planning, coordinating, 
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supervising, transferring hotel management knowledge to host nationals. Since technical

performance dimension is more related to work and technical core of the organization, it 

should be more closely related to expatriate work adjustment.

Contextual performance: Borman & Motowidlo (1993) identified five categories of 

contextual performance. The categories are: (a) volunteering to carry out the task activities 

that are not formally part of the job; (b) persisting with extra enthusiasm when necessary to 

complete with others; (c) helping and cooperating with others; (d) following organizational 

rules and procedures even when it is personally inconvenient; and (e) endorsing, supporting 

and defending organizational objectives. Although based on the following studies conducted 

by other scholars, the so called technical-contextual distinction is not always clear (Conway, 

1996), eventually it has been proven that the contextual performance is different from 

technical performance (Borman & Mototwidlo, 1997; Conway, 1999; Motowidlo & Van 

Scotter, 1994).

Based on the argument saying that “the antecedents of technical performance are more 

likely to involve cognitive ability, whereas contextual performance are more likely to involve

personality variables” by Borman and Motowidlo (1997), they further distinguished 

contextual performance from task for the following reasons. Technical activities vary 

considerably across jobs whereas contextual activities tend to be more similar across jobs,

meanwhile, technical activities are more likely than contextual activities to be role-prescribed

(Borman & Mototwidlo, 1997). For example, technical activities for an accountant include 

cost budgeting, and other accounting-related job duties, it does not change much from a hotel 

accountant to a manufacturing factory, whereas, contextual activities such as volunteering to 

carry out the task activities that are not formally part of the job, or helping and cooperating 

with others exists probably in all jobs, no matter accountants, or engineers.  
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Although scholars have proven that technical and contextual performance are different, 

in the real business world, facts still show that many firms continue to base assignee selection 

decisions purely on technical expertise and employee’ (or familes’) willingness to work in 

other countries (Mendenhall, Kühlman, Stahl, & Osland, 2002). Results of applying this 

selection strategy may further lead to not only failed expatriate adjustment and early return 

but also inadequate on-the-job performance (Caligiuri, 1997; Gregersen & Black, 1990; 

Shaffer & Harrison, 1998). 

Based on the previous literature review on general contextual performance, Caliguiri 

and Day (2000) generalized that the contextual behaviors support broader organizational and 

societal goals of the organization, and it can be regarded as helping and cooperating within 

the working environment, which are critical to both individual and organizational success. Job 

duties in hotel industry includes a lot of so called “helping”, “cooperating” assignments 

within and beyond the internal organizational working environment, furthermore, based on 

the previous discussion towards the functions of hotel expatriates in the host country,

positions, such as director of human resources, general manager and so on, which hotel

expatriates holds are usually regarded as middle- or upper-managerial positions, which could 

be considered to be contextual in nature (Katz & Kahn, 1978).

Based on the previous discussion on technical and contextual performance both in 

domestic and in international aspects, conclusion could be drawn that besides expatriate

technical competence, expatriate contextual performance also bear crucial importance to

expatriates overall performance.

2.3.2 Expatriate Assignment-specific Performance

Since some types of job assignments which have specific requirements, as well as 

developing and maintaining relationships with host country nationals, are the core facets of 
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expatriate performance (Ones & Viswesvaran, 1997), Caligiuri (1997) also found an average 

correlation (over self, leader, and peer ratings) of (r = .24 , p < .05, N = 115) between 

expatriate-specific performance and overall performance. According to this finding, Caligiuri 

(1997) added one more dimension for expatriate performance, which was so-called expatriate 

assignment-specific performance and it is possible that this additional performance 

dimensions (in addition to technical and contextual performance) should be further studied

(Caligiuri & Day, 2000). 

Researchers have suggested that expatriate overseas assignment may have specific 

task requirements which are not included in either technical performance and contextual 

performance, assignment-specific performance, as the name of this performance dimension 

indicated, includes possible additional and specifically defined permanence dimensions in 

additional to technical and contextual performance (Black, Mendenhall, & Oddou, 1992; 

Caligiuri, 1997). The suggested items under this performance dimension include: language 

proficiency, culture sensitivity and culture flexibility; repatriation planning; transferring 

information between parent and host country subsidiary company; and establishing 

relationship with host national colleagues, clients, government officials, and so on (Black et 

al., 1992; Caligiuri & Day, 2000; Kobrin, 1988; Mendenhall & Oddou, 1985). 

2.4 The Antecedents of Expatriate Performance

Over the years, there is no consensus for predictors of expatriate job performance. 

Based on the meta-analysis conducted by the generalized predictors of the job performance 

which have been used in past researches are showed in Appendix C2.1 (Mol et al., 2005), we 

can see that the most common measurements used to predict the expatriates’job performance 

are: Big-Five dimensions, expatriate adjustment, context specific predictors (local language 
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ability, cultural sensitivity, prior international experience, flexibility), and some of the 

biographic/control variables (e.g., gender, cultural distance). 

Since Big-Five factors as predictors of the expatriate performance gained less 

attention compared to other subjects, especially in the context of Chinese hotel industry, the 

following literature summary on expatriate performance and its predictors aimed to show the 

significance and practicality of using Big-Five factors, expatriate international adjustment in 

predicting expatriate performance.

2.4.1 Expatriate Personality

Past literature on expatriate studies indicated that, compared with domestic employees, 

the expected difference in profit and cost for expatriates between an excellent employee and a 

poor employee is huge. Under these circumstances, even a predictor with a small-to-medium 

predictive validity can result in a substantial improvement in utility (Mol et al., 2005). 

According to most of the psychology research, under particular situations personality 

characteristics dispose humans to behave in certain ways while try to accomplish certain goals

(Buss, 1989; Costa & McCrae, 1992a). Due to the lack of systematic theoretical framework 

which helps in organizing the personality variables, the results from previous 

personality-performance studies turned out to be discouraging and not fruitful (Sinangil & 

Ones, 2001). In more recent studies, for example, it has been found that personality was a 

better predictor of contextual performance rating such as effort and teamwork and relatively 

weak predictor of technical proficiency (Hough, 1992), Borman and Motowidlo (1993) also

proved that contextual performance can be better predicted by personality measure which has 

been further proved by such statement saying “personal characteristics were significantly 

correlated with contextual performance” (Motowidlo & Van Scotter, 1994). Followed by 

Ones and Viswesvaran (1997), they also argued that each of the big five dimensions should 
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relate positively to expatriate job performance and according to their research results, they 

concluded that there is no reason why these dimensions should not be related to job 

performance which takes place in another country than one’s home country. Furthermore, 

based on the job performance measurement applied to all jobs, Caligiuri and Day (2000) 

developed their studies on the subject of expatriates in more detail, it indicated that better 

prediction (of expatriate job performance) can be accomplished by theoretically linking 

personality variables with relevant performance dimensions, meanwhile personality appears 

to hold a continued promise for improving the prediction of expatriate job performance. 

From the above research results, obviously the fact is that personality psychology is

now back on the agenda. There are many existing personality characteristics, the most popular 

and well-recognized personality measurements should be the so-called the “Big-Five”(Buss, 

1991; Goldberg, 1992, 1993; Hough, 1992; McCrae & John, 1992), which include: (1) 

Conscientiousness; (2) Emotional Stability; (3) Agreeableness; (4) Openness or Intellect; and 

(5) Extroversion. After recent researches have demonstrated that the Big-Five model is 

cross-culturally invariant (Ones & Anderson, 2002; Salgado, Moscoso, & Lado, 2003), which 

means the Big-Five measurement can be widely applicable. The above literature explained the 

main reason that Big-Five personality dimension are employed in this study.

2.4.1.1 Conscientiousness

Conscientiousness comprises two related facets, achievement and dependability and 

has been found to be the major component of integrity (Hogan & Ones, 1997). It refers to the 

tendency of being purposeful, determined, exacting and attentive to detail, thereby, more 

inwardly task-focused (Burke & Witt, 2002). Those employees who were labeled with 

“conscientiousness” are usually considered trustworthy, honest, and respectful. Those 

employees are most likely to get promotion, earn higher incomes, and they probably will 
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ABSTRAK

Personaliti ‘Big-Five’, prestasi Expatriat adalah dua bidang yang kurang ditekankan dalam literature Expatriat.  Dimensi personaliti ‘Big-Five’ dalam penyelidikan ini merangkumi Kebatinan, Kestabilan Emosi, Ekstraversi, Senang Untuk BerSetuju dan Keterbukaan Kepada Pengalaman. Sepanjang proses tinjauan karaya ini, para sarjana telah mengesahkan bahawa personaliti ‘Big-Five’ boleh digunakan sebagai ramalan untuk penyesuaian antarabangsa dan prestasi Expatriat. Para sarjana juga mengesahkan bahawa penyesuaian antarabangsa tiga dimensi Expatriat (Penyesuaian Kerja, Penyesuaian Interaksi dan Penyesuaian Am) berupaya untuk meramalkan prestasi Expatriat.  Berdasarkan cadangan definasi-definasi bagi setiap variabel dalam penyelidikan ini dengan sokongan karya dahulu mengenai pengajian Expatriat dan psikologi, satu model penyelidikan baru terhadap pengajian dan hipotesis mengenai perhubungan personaliti-penyesuaian-prestasi telah dibentuk dengan menggunakan prestasi tiga dimensi Expatriat (Prestasi Teknikal, Prestasi Konseptual dan Prestasi Spesifik Pekerjaan) sebagai variabel bersandar.  Model penyelidikan in meramalkan bahawa dimensi personaliti ‘Big-Five’ akan mempengaruhi tingkatan persepsi prestasi tiga dimensi Expatriat.  Kesan-kesan personaliti Expatriat terhadap prestasi tiga dimensi Expatriat diramalkan akan disederhanakan oleh setiap dimensi penyesuaian antarabangsa Expatriat.  Untuk menguji model penyelidikan yang baru dicadangkan, satu tinjauan soalselidik telah dibuat dalam industri perhotelan negara China dengan para Expatriat hotel di tiga destinasi kunjungan utama iaitu Xi’an, Beijing dan Shanghai.  Data juga dikumpulkan daripada penyertaan Expatriat Malaysia, Singapura, USA, Eropah dan sebagainya.  Hipotesis dan model baru ini telah diuji dengan menggunakan teknik analisis data SPSS sementara penerangan keputusan analisis dibuat berdasarkan teori evolusi psikologi personaliti dan teori pentadbiran tekanan.  Keputusan kajian menyokong model baru ini dimana hanya Ekstraversi dan Keterbukaan Kepada Pengalaman menunjukkan perhubungan langsung terhadap prestasi Expatriat.  Keputusan juga mengesahkan bahawa Kebatinan berhubungan dengan semua dimensi penyesuaian antarabangsa Expatriat. Selain itu, Ekstraversi dihubungkan dengan Penyesuaian Interaksi, Kestabilan Emosi dihubungkan dengan Penyesuaian Am dan Kesenangan Untuk Setuju dihubungkan dengan Penyesuaian Kerja Expatriat.  Penyesuaian Interaksi menjadi faktor yang sangat penting berhubungan dengan ketiga-tiga dimensi prestasi Expatriat sementara Penyesuaian Kerja hanya mempunyai perhubungan positif terhadap Prestasi Teknikal.  Penyesuaian Interaksi dan Penyesuaian Kerja menunjukkan kesan pertengahan yang lebih ketara dan menjadi sumbangan penting dalam penyelidikan prestasi tiga dimensi Expatriat dan personaliti ‘Big-Five’.


ABSTRACT 


Big-Five personality and Expatriate performance are two under-emphasized areas in expatriate literature. In this research, expatriate Big-Five personality dimensions includes Conscientiousness, Emotional Stability, Extraversion, Agreeableness, and Openness to Experience. During the literature reviewing process, scholars confirmed that the Big-Five personality can be used as predictors of expatriate international adjustment and expatriate performance, scholars also confirmed that expatriate three-dimensional international adjustment (Work Adjustment, Interaction Adjustment and General Adjustment) can be used to predict expatriate performance. Based on the proposed definitions of each variable in this research and supported by past literature of studies on expatriates and psychology, a new research model on personality-adjustment-performance is proposed by employing expatriate three-dimensional performance (Technical Performance, Contextual Performance and Assignment-specific Performance) as dependent variable, and relevant hypotheses were developed. The research model predicts that expatriate Big-Five personality dimensions will influence the expatriate perceived level of three-dimensional performance. The effects of expatriate Big-Five personality on expatriate three-dimensional performance are predicted to be mediated by each expatriate international adjustment dimension. In order to test this new proposed research model, a survey questionnaire survey was conducted in China hotel industry and collected data from hotel expatriates in three major tourism destinations, namely Xi’an, Beijing and Shanghai. Expatriates from Malaysia, Singapore, U.S., Europe, and other countries participated in this research. Hypotheses and the new model were tested by using SPSS data analysis techniques, while theory of evolutionary personality psychology and stress management theory were applied in explaining the data analyses results. The findings showed support for the new model. Only Extraversion and Openness to Experience showed a direct relationship with expatriate performance. The results indicated that Conscientiousness was associated with all dimensions of expatriate international adjustment, while Extraversion is associated with Interaction Adjustment, Emotional Stability is associated with General Adjustment, and Agreeableness is associated with expatriate Work Adjustment. Interaction Adjustment is found to be an extremely important factor associated with all three expatriate performance dimensions while Work Adjustment is only positively associated with Technical Performance. Interaction and Work Adjustment showed comparably strong mediating effects, which provided an important contribution to research on expatriate three-dimensional performance and Big-Five personality.
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CHAPTER ONE

INTRODUCTION


1.1  Background of the Study

1.1.1 Expatriate Performance

As we all know that the major trend for business world is “going global”, or “globalization”, and this topic has remained hot for several decades. Expatriate has also been on the top of the agenda for many years from human resources perspective point of view. You can easily find many definitions on the concept of expatriate. For instance, expatriate has been defined as “…employees of business and government organizations who are sent by their organization to a related unit in a country which is different from their own, to accomplish a job or organization-related goal for a pre designated temporary time period of usually more than six months and less than five years in one term.” (Aycan & Kanungo, 1997). 


  Scholars have put their efforts into the research on expatriate from different perspectives. The focus of the expatriate studies focused on different concepts from 1980s until now. In the 1980s, the debate was mainly about expatriate adjustment: the psychological (dis)comforts or (dis)stress experienced while on assignment 
 ADDIN EN.CITE 
(Black, 1988; Black, Mendenhall, & Oddou, 1991)
. Since the beginning of the early 1990s, scholars focused more on expatriate effectiveness, such as measuring expatriate managers’ overseas failure mainly by their premature return from their overseas assignments (Harrison, 1994), according to the research results from those scholars, these expatriate failures mostly resulted from their poor performance or their inability and their spouses’ inability to adjust to the foreign environment (Black & Mendenhall, 1989). However, only recent researches have begun to examine the expatriate performance, and the degree to which the expatriate are meeting contextual standards or expectations of their positions, job performance. 

1.1.2 China Hotel Industry

We all know that global mobility is a reality and a necessity in today’s international business environment and it is certainly not an exception for the hotel industry. China is a huge country with thousands of years of history, which further helped to form its unique culture and customs. China remains mysterious to the international business world until the Open-door policy was put into practice in the late 1970s. After full practice of Reform and Opening-up Policy, Chinese tourism and hotel industry has experienced continuous growth since the early 1980s, which can be vividly described by an old Chinese saying “bamboo shoots after a spring rain”. Although the development was fast, at that time the hotel supply in China was still far below the tourists’ demand. Therefore, the Chinese central government and Chinese hotel industry endeavored to increase the number of the hotels and room stocks by all available means. Chinese central government adopted many encouraging and favorable policies to attract any kind of capital investment, meanwhile local government also invest huge amount of capital investment in the hotel and tourism industry from any possible source. For instance, the state, collectives, private, local, and foreign capital were all encouraged to invest in the travel industry (He, 1992). It was also estimated by the World Tourism Organization that by the year 2020 China will become the world’s number one tourist destination, with annual arrivals of 130 million (WTO, 1999). With the booming of the tourism industry at its early stage, together with overwhelming increase of business travel stimulated by China’s entry of the World Trade Organization, many international conferences was held in China, as well as international events, such as the upcoming worldwide famous sports event - Olympics Games 2008 will be hosted in capital city Beijing, China. Therefore, all these facts ensured International Hotel Chains (IHCs) to believe that it is a must to reach across continents and carry their product into Chinese hotel industry to succeed and prosper. 


Since its rapid economic growth and its increasingly important role as a major tour destination for both international travelers and domestic travelers, for example, from Appendix C1.1, in 2007 alone, Beijing received a total of 18,181,465 tourists, an increase of 11.32% compared to last year (www.cnta.gov.cn), plus the 2008 Olympic games will be held in China, the country now is regarded as a fertile land for the hotel industry. For instance, among the world top 300 corporate chains, about ten percent have entered China, such as, Hilton, Hyatt, Six Continents, Shangri-la, Marriott, Accor, Club Med, Days Inns, and some mega chains like Starwood and Cendant (Hotels, 1999). It will not be a surprise for you to see the earliest Sheraton, or any other international brands such as Howard Johnson, which entered Chinese hotel industry in 2001. In 2004, China had a total of 10,888 establishments designated as tourist hotels (www.ctha.com.cn). Cendant Hotel Groups partnered together with Tian Rui Hotel Corporation, has contracted to the development of more than 55 hotels over the next five years, with a goal of 180 Supper 8 hotels by 2008 (Hotels, 2005). 

1.1.3 Expatriates in China Hotel Industry

Hotel industry in western countries has already had its hundreds of years of history while Chinese hotel industry is still in its early years of development. In order to manage, coordinate, control and integrate the operations of their overseas venture, Multinational Companies (MNCs) often send expatriates abroad as corporate representatives and ambassadors (Gregersen, Hite, & Black, 1996). Due to this situation, expatriate are hired by International Hotel Chains (IHCs) to make sure the expansion of the new branch hotel, specifically for start-up operations in joint-venture hotels. The posts they fill in are usually critical positions in host country, covering key functions such as general manager (GM), chief finance officer (CFO), front office manager, sales and marketing director, food and beverage director, housekeeping director, engineering director and human resources director, or executive chief and other supervisor level posts. The relocation of the qualified hotel managers from home country to the host country creates a new category of hotel professionals known as hotel expatriate managers (Harris, 1979). These expatriates are supposed to carry out the assignment and bear with the responsibility for achieving the company’s objectives and maintaining its management standards in overseas operations (Yu & Huat, 1995). The performance of these high post hotel expatriates are considered as key factors which relates both to the development and the reputation of the IHCs. However, there are quite a number of problems that need to be solved. Although China is abound with cheap labor, IHCs usually find China lacking of qualified and experienced employees (Zhang & Wu, 2004). Globalization of the hotel industry not only provides new drive to grow for the hotel industry, but also has raised great challenge for the human resources department to recruit technically competent and culturally sensitive employees for the overseas hotel management operations (Clark & Arbel, 1993; Yu, 1992), within local labor source, well-trained and experienced hotel managers or supervisory level employees with good English language and management skills are quite difficult to be found (Zhang & Wu, 2004).

Since expatriates are hired specifically for start-up operations in joint-venture hotels managed by IHCs in China, which owns a unique and totally different eastern culture, the first wave of expatriates from western countries usually suffered from culture shock, environmental adaptability problems, and many more, because few of them were trained in Chinese history, its language, or its culture (McComb, 1999). Meanwhile, the high expatriate turnover rate and high cost associated with international assignments failure and poor overseas performance, MNCs, in this case  IHCs, need to ensure that the executives (or managers) they post to foreign assignments have successful experience (Birdseye & Hill, 1995).  Expatriation should be taken seriously because it is considered as an attractive method for accumulating foreign markets by the organization. Many other issues are associated with expatriate, such as high failure rates among expatriate managers measured as premature returns back home, can be costly to the international company which send employee and his/her family abroad. The organization also faces the challenges of selection, management of the most appropriate individuals to successfully carry out the mission and enhance expatriate performance as well as their business performance. 


1.2 Problem Statement 


The increased globalization of hotel development has created a great challenge to human resource management executives to recruit technically competent and culturally sensitive managers for managing the overseas operations 
 ADDIN EN.CITE 
(Clark & Arbel, 1993; Yu, 1992)
. There are many human resource challenges facing China’s hotel industry. The key issues are: the lack of qualified staff at both operational and managerial levels, high staff turnover rates, and so on (Zhang & Wu, 2004). In the early years, the education level of Chinese labor is quite low, for instance, their English language and knowledge about common hotel practices are weak, thus the service quality are not satisfactory according to the international standard. These facts raised the difficulties in the management of hotel business. Thus, hotel expatriates were often hired in order to solve these problems in China. With an annual 9 percent economic growth rate since the late 1980s, and double digit annual economic growth rate in the nineties, China is definitely considered as one of the land full of opportunities. On the other hand, the blossoming of tourism industry and booming economic growth caused overwhelming numbers of IHCs and investors trying to squash into the industry, many IHCs opened their branches in China already found it quite difficult to gain the budgeted profit. Expatriates performance are crucial to the success of the IHCs. However, the selection criteria still focused more on technical aspects of the work but little concern has been given to aspects of cultural adaptability on the part of expatriate managers (Selmer, 2005b). Thus, hotel expatriates in China often experience a culture shock (Kaye & Taylor, 1997), which further lowered their performance.

Recently researchers are extensively studying issues regarding expatriate retention and performance enhancement. To sum up, most of these expatriate researches conducted in international background focused on organizational commitment (Gregersen & Black, 1990), expatriate turnover (Birdseye & Hill, 1995), expatriate career management (Selmer, 1999a), repatriation 
 ADDIN EN.CITE 
(Lazarova & Caligiuri, 2001; Stroh, Gregersen, & Black, 2000)
,  expatriate adjustment (Caligiuri, Phillips, Lararova, Tairique, & Biirgi, 2001; Selmer, 1999a). Furthermore, recent researches on expatriate in China focused mainly on adjustment pattern of western expatriate business managers on the base of culture shock in China (Selmer, 1999b), factors influencing expatriates (Lee, 2005), expatriate individual differences and their effectiveness (Shaffer, Harrison, Gregersen, Black, & Ferzandi, 2006), expatriate success on the bases of personal and situational factors (Erbacher, D'Netto, & Espafia, 2006), influences of Chinese culture on cross-culture management (Goodall & Li, 2006), finding the relationship between cross-cultural training and expatriate adjustment in China (Selmer, 2005b). However, it is surprising that the criterion of job performance has attracted least amount of attention of all variables studies in relation to expatriate (Shaffer & Harrison, 1998).

Expatriates may quit their assignment and leave for better job offers outside the organization, they might get transferred to other positions within the organization, and some might get fired because they do not perform according to expectations (Harzing & Christensen, 2004). Although there is no proof for the cut of expatriates happened in Chinese hotel industry, it is crucial and urgent for IHCs to better manage hotel expatriates and their performance, especially to identify the predictors of their performance. 

Furthermore, the meta-analysis conducted by the generalized predictors of the job performance which have been used in past researches are showed in Appendix C2.1 (Mol, Born, Willemsen, & Van der Molen, 2005), among the most common measurements used to predict the expatriates’ job performance, there is Big-Five dimensions. It means that personality psychology is now back on the agenda. Due to cultural differences, environmental differences, and many more complicated issues, the hotel expatriates with different personality may experience levels of adjustment, and further affect they performance. Based on the above literature gap, this research attempts to explore the core personality factors that contribute to expatriate performance among the expatriates in Chinese hotel industry. By understanding the predictors of expatriates’ performance within Chinese hotel industry, such as expatriate personality, it will help IHCs’ human resources directors and managers in China to better understand and improve expatriates performance, and enhance expatriate selection criterion.

1.3 Research Objectives


Expatriates working in a foreign environment with very different political, cultural and economic conditions often face both job-related and personal problems (Birdseye & Hill, 1995). By identifying factors could potentially reduce the number of expatriate failures, or premature returns, from overseas assignments. In a special and complicated environment like China, the expatriates may experience many difficulties which may lead to their low performance. 


The objective of this research is to investigate whether factors, such as expatriate personality, expatriate international adjustment (Work, General and Interaction Adjustment) are able to predict expatriates’ three-dimensional performance (Technical Performance, Contextual Performance, and Assignment-specific Performance) in Chinese hotel industry, based on the research conducted on the sample of three major tourism destinations in China which include Beijing, Shanghai and Xi’an.

1.4 Research Questions


Hence, the questions that need to be answered from the study are as follow:


· Does the independent variable, expatriate Big-Five personality (dimensions: Conscientiousness, Emotional Stability, Openness, Extraversion, Agreeableness) predict expatriate performance (dimensions: Technical Performance, Contextual Performance, and Assignment-specific Performance)?

· Does expatriate Big-Five personality (dimensions: Conscientiousness, Emotional Stability, Openness, Extraversion, Agreeableness) predict the mediating factor, expatriate international adjustment (dimensions: Work Adjustment, General Adjustment and Interaction Adjustment)?  

· Does the mediator, expatriate international adjustment (dimensions: Work Adjustment, General Adjustment and Interaction Adjustment) predict the dependent variable, expatriate performance (dimensions: Technical Performance, Contextual Performance, and Assignment-specific Performance)?

· Which variable (or dimension) serves the most importance in predicting which dimension of expatriate performance in Chinese Hotel Industry?


· How does each of these factors, for example, expatriate Big-Five personality, relate to expatriate three-dimensional performance accordingly within Chinese hotel industry?


· Based on the above tests, does the relationship between the independent variable and dependent variable mediated by expatriate adjustment (dimensions: Work Adjustment, General Adjustment and Interaction Adjustment) exist? 

1.5 Significance of the Study 

The results of this study are supposed to provide great practical implications for IHCs sending expatriates in China. The survey will provide information on the relationship between expatriate three-dimensional performance and expatriate Big-Five personality. Data from the survey will provide useful information to the management of IHCs, thus they would be able to know and realize, in China hotel industry environment, which personality trait influences which dimension of expatriate international adjustment, and affects which dimension of expatriate performance. Therefore, suggestions would be drawn from the results of this study, and provide the IHCs useful ideas and strategies to better manage the expatriates and improve expatriate performance while they are on assignment in China.

For the IHCs, they will benefited from the results of the study in terms of managing expatriates, it also helps them to identify the personality traits related to expatriate three-dimensional performance, what they can do to assist the expatriates and improve their performance in China, furthermore, improve their organizational business performance ultimately. For the sake of expatriates, suggestions drawn from the results should be helpful for them to better adjust, and to improve their work life and non-work life quality while working in China.


Theoretically, this study should generate certain levels of contribution for the future research in the following ways: since this study aimed to identify the relationship between Big-Five Personality, expatriate international adjustment, and expatriate three-dimensional performance within Chinese hotel industry. As far as this past literature review process’ concern, no such efforts have been done to identify this personality-adjustment-performance relationship. It means that no efforts was found in the past literatures which use expatriate international adjustment as a mediating factor between the Big-Five Personality and expatriate three-dimensional performance. Therefore, this study would help to build the theory in understanding the mediating effects of expatriate international adjustment between the Big-Five Personality and expatriate three-dimensional performance.

1.6 Organization of the Report 


This report consists of five chapters. The first chapter introduces the hotel industry in China, in which the research is carried out, followed by the explanation of the research problem, research questions and research objectives. Chapter two presents an overview of the past literature related to the topic and variables applied in the research. It also covers the theoretical framework and formulation of the hypotheses for this research. Chapter three discusses on the methodology, including questionnaire design, population, sampling method, data analysis techniques and so on, instruments and measurements are also discussed. Chapter four reports the results of the collected data and data analysis and various statistical results interpretation. Chapter five, which is the last chapter, covers the discussion on the data reported in Chapter 4, implications and limitations of the study, followed by suggestion for future research and final conclusion.


CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction


This chapter presents an overview of theories that form the foundation of three-dimensional expatriate performance. Past literature on the antecedents (Big-Five Personality: Conscientiousness, Emotional Stability, Openness, Extraversion, Agreeableness), mediators (expatriate international adjustment – Work Adjustment, General Adjustment, and Interaction Adjustment), and some other factors were also discussed. Based on the review of the literature, the theoretical framework and hypotheses are developed.

2.2 Theories Associated with Expatriate Research

According to a recent review, past studies of expatriate effectiveness theoretical underpinnings were summarized as follow: (a) Learning; (b) Stress-coping; (c) Developmental and (4) Personality-based theories (Mendenhall, Kϋhlmann, & Stal, 2001). Meanwhile, other theories such as the theory of evolutionary personality psychology (Buss, 1991; MacDonald, 1998) was also applied. Since there are quite a number of theories related to expatriate research, brief discussion on this topic is necessary and very helpful in identifying which theory is the most appropriate to achieve the goal of this research.

2.2.1 U-Curve Theory

The U-Curve framework is one of the most commonly proved theories regarding expatriate adjustment. It has been used to describe the cross-cultural adjustment process of expatriate employees or sojourners within a host culture 
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(Black & Mendenhall, 1990; Usunier, 1998)
. The UCT include discussions of four stages of adjustment. The honeymoon stage occurs during the first week after arrival at the host country. When the newcomers start to cope with the real conditions on the daily basis, the second stage begins - culture stock stage. The third stage is the adjustment stage in which the individual gradually adapts to the new norms and values of the host country and can act more appropriate than they were before. Finally, in the mastery stage in which the individual is able to effectively function in the new culture. Therefore, U-Curve theory is mainly related to expatriate adjustment to the host country environment.

2.2.2 Theory of Evolutionary Personality

This theory was used in order to predict the expatriate success as it presents that individuals will vary on the extent to which they possess these personality characteristics necessary for expatriate success (MacDonald, 1998). And this theory was tested in the study of the Big-Five personality characteristics as predictors of expatriate’s desire to terminate the assignment and supervisor-rated performance (Caligiuri, 2000). 


Evolutionary personality psychology theory focuses on the why individuals display certain types of behavior, instead of how biological models, or what of descriptive taxonomies. It is “best regarded as a theory about the origins, rather than the content of human nature” (Buss, 1991). This theory basically explains why there are genetically based individual differences. For instance, different individuals in an environment with many potential niches can select the niches that maximize their levels of fitness within the environment. Therefore, evolution of personality psychology theory endeavors to provide a physiological foundation for various mechanisms, phenotypes, and behaviors.


The above points were used by Caligiuri (2000) in arguing the reasons why theory of evolutionary personality psychology can be applied to predict expatriate success: (a) variation along the Big-Five personality characteristics allow for individuals to successfully fill different niches or positions in society (MacDonald, 1998). Based on the previous discussion on this theory, assumption such as expatriates in the host countries often face different environments compared to their home country (Birdseye & Hill, 1995), individuals’ personality characteristics should help them to meet the adaptive requirements of their assignments. According to the theory, individual will vary on the extent which they possess these personality characteristics necessary for expatriate success (Caligiuri, 2000). (b) the same universal personality characteristics should be relevant for expatriate success – regardless of the individuals’ nationality or country of assignment (Caligiuri, 2000). This was argued by Calaigiuri (2000) because of the universal adaptive mechanisms, the Big-Five personality characteristics should be utilized across contexts, situations and environments 
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(Buss, 1991; MacDonald, 1998; McCrae & Costa, 1997)
.

2.2.3 Stress Management Theory


Host country provides new environment for expatriates, in which a great deal of uncertainty was created for the expatriates, such as new working environment, meeting new people from different culture backgrounds and so on. Therefore, expatriates may probably feel stressful while working in the host country. Theory of stress management has been proved that it significantly related to expatriate adjustment 
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(Black et al., 1991; Caligiuri & Day, 2000; Fisher & Shaw, 1994; Harvey, Buckely, Novicevic, & Wiese, 1999)
. And this theory was used in the research of Caligiuri and Day in their research of measuring the different dimensions of expatriate job performance.


For the expatriates, disruption in patterns and routines, both on the job and in their private lives, may produce anxiety and stress (Selmer, 2006). According to previous stress literature, maladjustment caused by stress may influence work performance by creating cognitive fatigue and reducing the energy and effort required for successful implementation of work 
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(Bhaskar-Shrinivas, Shaffer, Luk, & Harrison, 2005; Black et al., 1991)
; expatriates’ psychological stress may negatively affect their performance by producing maladjustment (Bhaskar-Shrinivas et al., 2005; Caligiuri, 1997). It has also been proven that this theory can be useful when explaining relationship between expatriates’ adjustment and performance by “successful cross-cultural adjustment in host countries reduces expatriates’ stress and strain; in turn, it may influence their performance by helping them to expend more energy and efforts on their work” (Feldman & Thomas, 1992; Selmer, 1999b). Likewise, expatriates in this research are those hotel executives/managers whose job requires a lot of interaction with host country nationals, therefore stress management theory may explain the interaction and general adjustment, which could be positively related to their performance 
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(Black, 1988; Black & Mendenhall, 1990; Caligiuri, 1997; Tung, 1981)
.

2.2.4 Theory Summary

This research aimed to identify the relationship between expatriate Big-Five personality, expatriate international adjustment, and expatriate performance, according to the above brief explanation of the three most common used expatriate theories, namely U-Curve theory, theory of evolutionary personality psychology, and stress management theory. Out of the three theories, theory of evolutionary personality psychology and stress management theory are chosen and will be applied to explain the results.


2.3 An Overview of Expatriate Performance

Expatriate managers are often hired specifically for start-up operations in joint-venture hotels managed by international hotel chains (Kaye & Taylor, 1997). They often hold key positions as general managers or department head level as discussed earlier. The failure rate of the expatriates is usually very high. One study reported about a 40% failure rate of expatriates assigned to overseas positions (Tung, 1981). Based on several studies, a failure of an expatriate assignment may be due to poor expatriate management and poor productivity of the expatriate employee, and the failure could be very costly. The average cost per failure to the parent company was estimated to be between $65,000 and $300,000, depending on various factors 
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(Mendenhall & Oddou, 1985; Zeira & Banai, 1985)
. Other scholars estimated about USD150,000 or more per person for each adjustment failure (Briscoe, 1995), let alone the cost for training, relocation, and compensation which may add USD80,000 more (Dowling, Schuler, & Welch, 1996). Therefore, if we notice the huge amount of cost associated with every single failure of an overseas operation, expatriate performances are crucial for the success of those IHCs. 


Expatriates who performed while on an overseas assignment are not valued completely by their technical competence. Seven reasons for expatriate failure were identified (Tung, 1987), it ranked the reasons for expatriate failure as follow: (1) inability of manager’s spouse to adjust to a different physical or cultural environment, (2) the masters’ inability to adapt to a different physical or cultural environment, (3) other family- related problems, (4) the manager’s personality or emotional immaturity, (5) the manager’s lack of technical competence, (6) the manager’s inability to cope with the responsibilities posed by overseas work, (7) the manager’s lack of motivation to work overseas. Meanwhile, the three most common indicators used to evaluate success are the completion of the foreign assignment, cross-cultural adjustment, actual performance on the foreign assignment (Caligiuri, 1997). Therefore, it is easy to observe that technical competence ranked in number five, and technical competence is not the only prerequisite for the success of expatriate. As proven by many other studies, other factors such as cross-cultural adaptability (adjustment), career development, social and interpersonal skills, language skills, expatriates’ motivations towards to international assignment are also crucial to the success of expatriates. Those previous studies were summarized as below.


Qualified and experienced expatriates can fail their overseas assignments. Surprisingly these failures were because of cultural differences in the foreign country. This finding simply proved that expatriates who have good performance records in domestic operations, do not guarantee their success in foreign operations (Hays, 1974). The major reasons for failure could be due to culture differences including language and the new environment of the host country (Rehfuss, 1982). Studies have also found that between 16 and 40 per cent of all expatriate managers end their foreign assignments early because of their poor performance or their inability to adjust to the foreign environment (Black, 1988). Expatriate's inability to adapt, and lack of motivation to work in China were the major causes of failure for hotel expatriate managers (Feng & Pearson, 1999), meanwhile, some activities, such as, cross-cultural training was found especially useful to facilitates expatriates’ adjustment at work, their performance may also improve (Selmer, 2005b)

Many researchers argued that the expatriates’ assignments require effective performance on dimensions beyond task performance. One research has developed a theoretical taxonomy of expatriate success highlighting the need to examine both technical performance and managerial and expatriate-specific contextual performance (Caligiuri, 1997). According to the results of the study, so-called managerial performance and contextual performance include aspects such as maintaining good working relationship with employees, and establishing good relationships with host nationals. These two factors were combined as expatriate contextual performance by Caligiuri (1997). It was defined as the expatriate’s level of effectiveness in performing international aspects of the job that go beyond task specific duties (Borman & Mototwidlo, 1993). 


Again argued by (Caligiuri & Day, 2000) in their following study of expatriate contextual performance, they mentioned about the gap between the literatures on the subject of dimensions of expatriate performance. They argued that performance construct shouldn’t be over simplified as the assessment of overall performance. They also generalized the previous literatures by saying that task or technical performance is distinguished from contextual performance. 

Based on the above statement, three dimensions of expatriate performance (Dependent variable) were confirmed to be examined in this study. It includes three dimensions: Technical Performance, Contextual Performance and Assignment-specific Performance.

2.3.1 Expatriate Technical and Contextual Performance 

Indeed, Chinese hotel expatriates performance gained less attention in previous studies. One research conducted in four different regions of China regarding the hotel expatriates, identified six perceived management difficulty such as: culture differences, lack of local management competence, language barrier, cooperation between expatriates and local managers, lack of local management support and government policy change (Yu & Huat, 1995). Culture shock and its implications for the expatriates in Beijing hotel industry has been identified (Kaye & Taylor, 1997). In another hotel expatriate study, the author focused on expatriate selection criteria, important skills and knowledge, repatriation concerns, and causes of failure (Feng & Pearson, 1999). As international business is growing more and more competitive, many business industries have already taken actions on the “expensive” expatriate. In China, human resources issues regarding expatriates hiring keep changing, for instance, from 1992-1994, companies were essentially expatriate-heavy; in 1995, there was an expansion in hiring both local expatriates and Chinese; during 1996-1997, a sudden push to localize was executed as companies began to fall burdened by the number of expatriates on their payrolls (McComb, 1999). Therefore, IHCs should take expatriate issues seriously.  

Before we move to the expatriate performance dimensions, it is necessary for us to review the evolvement of the performance dimensions applied to domestic environment, which shined lights on the research direction for expatriate scholars.  

Technical performance, also addressed as task performance, is generally thought to include those behaviors that either indirectly transform needed raw material into good or services, or otherwise directly implementing a part of its technological process, which contribute to the organization’s technical core (Borman & Mototwidlo, 1993). Technical performance includes two classes of behavior: (a) first one consist of activities that directly transform raw materials into goods and services that the organization produces. Examples of technical performance dimensions include activities such as selling merchandise in a retail store, operating a production machine in a manufacturing plant, teaching in school, performing surgery in a hospital, and cashing checks in a bank. For a hotel receptionist, make room reservation for guests, provide the room services, taking care of the guests’ luggage are good examples of technical dimensions; (b) the other one consists of activities that service and maintain the technical core by replenishing its supply of raw material; distributing its finished products; and providing important planning, coordination, supervising and staff functions that enable it to function effectively and efficiently. Therefore, expatriate technical performance refers to the successful execution of overseas duties, including attaining specific goals or accomplishing definable projects (Harrison, Shaffer, & Luk, 2005). In previous chapter, hotel expatriates were often hired at the opening phase, and the technical functions of hotel expatriates has been defined as coordinating between the host country branch and the home country based company, thus, the job duties include a lot of planning, coordinating, supervising, transferring hotel management knowledge to host nationals. Since technical performance dimension is more related to work and technical core of the organization, it should be more closely related to expatriate work adjustment.

Contextual performance: Borman & Motowidlo (1993) identified five categories of contextual performance. The categories are: (a) volunteering to carry out the task activities that are not formally part of the job; (b) persisting with extra enthusiasm when necessary to complete with others; (c) helping and cooperating with others; (d) following organizational rules and procedures even when it is personally inconvenient; and (e) endorsing, supporting and defending organizational objectives. Although based on the following studies conducted by other scholars, the so called technical-contextual distinction is not always clear (Conway, 1996), eventually it has been proven that the contextual performance is different from technical performance 
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(Borman & Mototwidlo, 1997; Conway, 1999; Motowidlo & Van Scotter, 1994)
.

Based on the argument saying that “the antecedents of technical performance are more likely to involve cognitive ability, whereas contextual performance are more likely to involve personality variables” by Borman and Motowidlo (1997), they further distinguished contextual performance from task for the following reasons. Technical activities vary considerably across jobs whereas contextual activities tend to be more similar across jobs, meanwhile, technical activities are more likely than contextual activities to be role-prescribed (Borman & Mototwidlo, 1997). For example, technical activities for an accountant include cost budgeting, and other accounting-related job duties, it does not change much from a hotel accountant to a manufacturing factory, whereas, contextual activities such as volunteering to carry out the task activities that are not formally part of the job, or helping and cooperating with others exists probably in all jobs, no matter accountants, or engineers.  

Although scholars have proven that technical and contextual performance are different, in the real business world, facts still show that many firms continue to base assignee selection decisions purely on technical expertise and employee’ (or familes’) willingness to work in other countries (Mendenhall, Kühlman, Stahl, & Osland, 2002). Results of applying this selection strategy may further lead to not only failed expatriate adjustment and early return but also inadequate on-the-job performance 
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(Caligiuri, 1997; Gregersen & Black, 1990; Shaffer & Harrison, 1998)
. 

Based on the previous literature review on general contextual performance, Caliguiri and Day (2000) generalized that the contextual behaviors support broader organizational and societal goals of the organization, and it can be regarded as helping and cooperating within the working environment, which are critical to both individual and organizational success. Job duties in hotel industry includes a lot of so called “helping”, “cooperating” assignments within and beyond the internal organizational working environment, furthermore, based on the previous discussion towards the functions of hotel expatriates in the host country, positions, such as director of human resources, general manager and so on, which hotel expatriates holds are usually regarded as middle- or upper-managerial positions, which could be considered to be contextual in nature (Katz & Kahn, 1978). 

Based on the previous discussion on technical and contextual performance both in domestic and in international aspects, conclusion could be drawn that besides expatriate technical competence, expatriate contextual performance also bear crucial importance to expatriates overall performance.


2.3.2 Expatriate Assignment-specific Performance


Since some types of job assignments which have specific requirements, as well as developing and maintaining relationships with host country nationals, are the core facets of expatriate performance (Ones & Viswesvaran, 1997), Caligiuri (1997) also found an average correlation (over self, leader, and peer ratings) of (r = .24 , p < .05, N = 115) between expatriate-specific performance and overall performance. According to this finding, Caligiuri (1997) added one more dimension for expatriate performance, which was so-called expatriate assignment-specific performance and it is possible that this additional performance dimensions (in addition to technical and contextual performance) should be further studied (Caligiuri & Day, 2000). 

Researchers have suggested that expatriate overseas assignment may have specific task requirements which are not included in either technical performance and contextual performance, assignment-specific performance, as the name of this performance dimension indicated, includes possible additional and specifically defined permanence dimensions in additional to technical and contextual performance (Black, Mendenhall, & Oddou, 1992; Caligiuri, 1997). The suggested items under this performance dimension include: language proficiency, culture sensitivity and culture flexibility; repatriation planning; transferring information between parent and host country subsidiary company; and establishing relationship with host national colleagues, clients, government officials, and so on 
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(Black et al., 1992; Caligiuri & Day, 2000; Kobrin, 1988; Mendenhall & Oddou, 1985)
. 


2.4 The Antecedents of Expatriate Performance

Over the years, there is no consensus for predictors of expatriate job performance. Based on the meta-analysis conducted by the generalized predictors of the job performance which have been used in past researches are showed in Appendix C2.1 (Mol et al., 2005), we can see that the most common measurements used to predict the expatriates’ job performance are: Big-Five dimensions, expatriate adjustment, context specific predictors (local language ability, cultural sensitivity, prior international experience, flexibility), and some of the biographic/control variables (e.g., gender, cultural distance). 

Since Big-Five factors as predictors of the expatriate performance gained less attention compared to other subjects, especially in the context of Chinese hotel industry, the following literature summary on expatriate performance and its predictors aimed to show the significance and practicality of using Big-Five factors, expatriate international adjustment in predicting expatriate performance.

2.4.1 Expatriate Personality


Past literature on expatriate studies indicated that, compared with domestic employees, the expected difference in profit and cost for expatriates between an excellent employee and a poor employee is huge. Under these circumstances, even a predictor with a small-to-medium predictive validity can result in a substantial improvement in utility (Mol et al., 2005). According to most of the psychology research, under particular situations personality characteristics dispose humans to behave in certain ways while try to accomplish certain goals (Buss, 1989; Costa & McCrae, 1992a). Due to the lack of systematic theoretical framework which helps in organizing the personality variables, the results from previous personality-performance studies turned out to be discouraging and not fruitful (Sinangil & Ones, 2001). In more recent studies, for example, it has been found that personality was a better predictor of contextual performance rating such as effort and teamwork and relatively weak predictor of technical proficiency (Hough, 1992), Borman and Motowidlo (1993) also proved that contextual performance can be better predicted by personality measure which has been further proved by such statement saying “personal characteristics were significantly correlated with contextual performance” (Motowidlo & Van Scotter, 1994). Followed by Ones and Viswesvaran (1997), they also argued that each of the big five dimensions should relate positively to expatriate job performance and according to their research results, they concluded that there is no reason why these dimensions should not be related to job performance which takes place in another country than one’s home country. Furthermore, based on the job performance measurement applied to all jobs, Caligiuri and Day (2000) developed their studies on the subject of expatriates in more detail, it indicated that better prediction (of expatriate job performance) can be accomplished by theoretically linking personality variables with relevant performance dimensions, meanwhile personality appears to hold a continued promise for improving the prediction of expatriate job performance. 

From the above research results, obviously the fact is that personality psychology is now back on the agenda. There are many existing personality characteristics, the most popular and well-recognized personality measurements should be the so-called the “Big-Five” 
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(Buss, 1991; Goldberg, 1992, 1993; Hough, 1992; McCrae & John, 1992)
, which include: (1) Conscientiousness; (2) Emotional Stability; (3) Agreeableness; (4) Openness or Intellect; and (5) Extroversion. After recent researches have demonstrated that the Big-Five model is cross-culturally invariant (Ones & Anderson, 2002; Salgado, Moscoso, & Lado, 2003), which means the Big-Five measurement can be widely applicable. The above literature explained the main reason that Big-Five personality dimension are employed in this study.

2.4.1.1 Conscientiousness

Conscientiousness comprises two related facets, achievement and dependability and has been found to be the major component of integrity (Hogan & Ones, 1997). It refers to the tendency of being purposeful, determined, exacting and attentive to detail, thereby, more inwardly task-focused (Burke & Witt, 2002). Those employees who were labeled with “conscientiousness” are usually considered trustworthy, honest, and respectful. Those employees are most likely to get promotion, earn higher incomes, and they probably will become leaders in the organization (Hogan, 1996). Ones and Viswesvaran (1997) found that conscientiousness relates to the completion of the expatriate assignment. In their following research in 1999, they also identified conscientiousness as the strongest of the Big-Five traits in its perceived influence on all dimensions of expatriate effectiveness: adjustment, retention, interactions with host country nationals (HCNs), and task performance. 


2.4.1.2 Emotional stability

It is a universal adaptive mechanism enabling humans to cope with stress in their environment (Buss, 1991). Emotionally stable individuals are confident and positive, an emotionally stable employees are considered to be calm, optimistic and well-adjusted, they are more likely to be successful in meeting work expectations and in getting along with others (Hogan & Holland, 2003). Contrarily, low emotional stability maybe closed-minded and at the same time pessimistic and somewhat erratic, are likely to destroy rather than add value (Burke & Witt, 2002). Able to tolerate stress, emotionally stable individuals will also be less susceptible to unpleasant surprises and more likely to make sense out of their lives. Therefore, emotional stability might enable expatriates to effectively perform all aspects (task and contextual) of their jobs. Indeed, Ones and Viswesvaran (1997) pointed out that the emotional stability as an important personality characteristics for the completion of expatriate assignment, and they further confirmed this finding in a policy-capturing study (Ones and Viswesvaran, 1999) that emotional stability was rated as the second most important personality trait in (implicit theories of) adjustment and task performance and the third most important for assignment completion (opposite of withdrawal) and interpersonal relations/contextual performance with host country nationals.


2.4.1.3  Agreeableness

Employees highly associated with this trait generally facilitate effective communication and relationships with host country nationals (Mendenhall & Oddou, 1985). Agreeableness also refers to the tendency to be trusting, compliant, caring and gentle (Hogan & Ones, 1997). Individuals who are high in agreeableness have the tendency to get along well with others in interpersonal settings. This trait means sympathetic toward others, more cooperative, more trusting, and more accepting of social circumstances (Costa & McCrae, 1992b). It is also further confirmed by other scholars saying that those employees high in agreeableness are tend to be considered as good workers because of they are highly cooperative, sympathetic and altruistic (Burke & Witt, 2002). Therefore, the expatriates’ ability to form and maintain work and non-work social alliance is related to their performance on assignment, both task and contextual performance should be enhanced. Ones and Viswesvaran’s (1999) also confirmed in their policy-capturing study by saying that agreeableness was perceived to be the third most influential predictor of adjustment and performance. 


2.4.1.4  Openness to experience

It can also be simply addressed as openness. People high in this trait are like to exhibit certain tendencies of particular value in contemporary work environments, such as positive viewing workplace transitions and changes (Wanberg & Banas, 2000). Individuals high on this quality also tend to be more curious and eager to learn (Barrick & Mount, 1991). This trait is very helpful in accurately interpreting and predicting host country nationals behaviors, and it should reduce uncertainty and facilitate adjustment and performance (Mendenhall & Oddou, 1985), meanwhile reduce the premature departure (opposite of completing the assignment) (Ones & Viswesvaran, 1997). It has been proposed that successful expatriates must possess the cognitive complexity and intuitive perceptual acuity to accurately perceive and interpret the host culture 
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(Dinges, 1983; Finney & Von Glinow, 1988)
 and improve their performance in a more complex work environment (Ones & Viswesvaran, 1997), such as mainland China. Also, despite the prevailing belief that openness will contribute to expatriate adjustment and performance, the managers in Ones and Viswesvaran’s (1999) policy-capturing study associated this trait only with assignment completion.


2.4.1.5  Extraversion

Sometimes it is called “surgency”, it refers to as the tendency to be assertive, sociable, active, and talkative, and how individuals express themselves verbally and behaviorally; those high on this trait tend to enjoy and be energized by interacting with others (Costa & McCrae, 1992b). Besides, extraversion also represents the tendency to be assertive and experience positive effects such as energy, zeal, and excitement (Hogan & Ones, 1997). Extraversion is likely to be important for developing and maintaining interpersonal ties with HCN subordinates, customers, and strategic partners (Leiba-O'Sullivan, 1999). People with greater extraversion are believed to be able to achieve a greater reproductive success and preservations of life (Buss, 1991). Ones and Viswesvaran (1997) confirmed that extraversion should also relate to interpersonal aspect of expatriate performance. It has been proven that extraversion is more valid in predicting performance such as  sales performance contexts that requires interaction with other (Barrick & Mount, 1991). Hotel industry is under the category of service industry, which supposedly contains a lot of interaction with other, no matter guests or employees within the organization. Therefore, hotel expatriates should be high in this dimension.

2.5 Expatriate International Adjustment


Black (1988) firstly introduced the concept of multi-faceted construct of expatriate adjustment by listing of an eleven-item adjustment scale administered to American expatriates employed in Japan revealed the following three factors, namely general adjustment, interaction adjustment, and work adjustment. Afterwards, Black and Stephens (1989) further developed the three relevant factors of expatriate adjustment, which have been consistently confirmed by numerous scholars 
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(Andreason, 2003; Caliguiri, Phillips, Lararova, Tairique, & Biirgi, 2001; Selmer, 1999b)
. Therefore, expatriate adjustment has been confirmed (Black et al., 1991) as multi-dimensional construct comprising (1) work adjustment; (2) general (non-work environment) adjustment / cultural adjustment; (3) interaction adjustment. Detailed definitions on each dimension are given in Table C2.1.

Table 2.1 

Facets of International Adjustment (Black et al., 1991)

		International adjustment includes a sense of well-being (psychological adjustment) and a feeling that the demands of the unfamiliar environment can be met (social cultural adjustment). Social cultural adjustment comprises adjustment to work demands; the non-work environment; and interaction with host country nationals. Each term is defined in greater detail below.



		Social cultural Adjustment

		Psychological Adjustment



		1. Work adjustment: feeling that performance standards and expectations, supervisory responsibilities, specific job responsibilities and other demands of the international assignment can be met.

		1. Sense of Well-being: feeling reasonably happy all things considered, being able to enjoy one’s day-to-day activities, being able to face up to one’s problems.



		2. Non-work adjustment: feeling comfortable with local food, health care facilities, shopping and housing conditions and living conditions in general. (General / cultural adjustment)

		



		3. Interaction adjustment: feeling that one can interact effectively with host country nationals outside of work.

		





While working overseas, expatriates are often faced with radically unfamiliar cultures, politics, economics, and legal systems (Rahim, 1983). It is frustrating when expatriates cannot well adjust to the host country. Although there are no consensus relationship between adjustment and performance, authoritative scholars in this area, such as Black and his colleagues had pointed out “Objectively (adjustment) is the degree to which the person has mastered the role requirements and is able to demonstrate that adjustment via his or her performance” (Black & Mendenhall, 1989). This statement was further confirmed by various scholars shown as follow, for instance, it was suggested that it is necessary for expatriates to adequately adjust to their work, the general environment, and interacting with host –country nationals in order to perform well on international and managerial aspects of job (McEvoy & Parker, 1995). Several possible implications of poor expatriate cross-cultural adjustment including inadequate performance were specially highlighted, such as, psychological stress, and the negative effects on the expatriates’ families and the long-term career repercussions upon repatriation of failed expatriate assignments (Foster, 1997). An underlying assumption driving much of the expatriate literature is that poor adjustment will “spill over” to poor observable performance (Shaffer & Harrison, 1998). And anecdotal evidence has suggested a positive relationship between expatriate adjustment and work performance 
 ADDIN EN.CITE 
(Aycan & Kanungo, 1997; Ones & Viswesvaran, 1997; Tung, 1981)
, this finding was further confirmed. But little research related expatriate adjustment to their performance was conducted within the context of hotel industry in China.

2.5.1 Work Adjustment


Work adjustment refers to the levels of comfortableness with the international assignment / the job itself. Evidence was provided saying that expatriates who are well-adjusted at work are perceived to be higher performer by their managers on task performance (Kraimer, Wayne, & Jaworski, 2001). 


Expatriate managers working in developing countries normally occupy the top-level managerial positions and are compensated with hardship allowances (Gee, 1994). Same thing happens to hotel expatriates. Since there is notice-worthy informational and technical gap between developed and developing countries in hotel pre-opening practices (Chan, 1993), hotel expatriates are often hired to fill this gap and transfer the hotel management knowledge to the host country nationals. 

Items for work adjustment by Black and Stevens (1989) include “supervisory responsibilities”, “specific job responsibilities” and “performance standards and expectations”. If expatriate showed higher rating on these items, simply means that they are well adjusted in work adjustment dimension, and it is easy to understand that better work adjustment leads to better technical performance. 


2.5.2 General Adjustment


Cultural / general adjustment refers to psychological comfort with various aspects of the foreign culture, such as food, housing, transportation, and so on. Adaptation to a foreign culture can be thought of as a sense-making process whereby expatriates make their world more predictable (Black et al., 1991). Overseas assignments often place expatriate managers in a different and unfamiliar cultural context (Rahim, 1983), the foreign country many entail different political, economic, and monetary systems, a different language, and different norms and standards of behavior patterns compared to the expatriates’ home countries, which usually results in expatriates suffering from culture shock (Oberg, 1960). Moreover, cultural differences may cause extreme stress to expatriates during the process of adjusting to the local culture and working efficiently 
 ADDIN EN.CITE 
(Mendenhall & Oddou, 1985)
. Evidence was provided saying that expatriates who are comfortable interesting with host-country citizens are perceived to be higher performer by their managers contextual performance (Kraimer et al., 2001).

The differences in managerial values and practices among countries often confuse and frustrate expatriate managers, and cause the ineffectiveness or even failure of the overseas assignment. Cultural difference is therefore a very important factor that can affect expatriate managers’ effectiveness in overseas hotel operations (Yu & Huat, 1995). During the adjustment process, expatriates in the host countries often experience different levels of culture shock (Oberg, 1960). When expatriate managers from the home country or the third country are assigned to the host country, they are coming into a new business and cultural environment, and are often shocked to discover the many complications of local business and cultural practices (Black, 1988). Expatriates in culture shock display obvious symptoms. One research provide a catalogue including: preoccupation with cleanliness of drinking water, food and surroundings; excessive concern over minor issues; fear of being cheated, robbed or injured; dependence on long-term residents of their own nationality; depression; a feeling of helplessness; anger over delays and other minor frustrations; and a reluctance to learn the host country language (Harris & Moran, 1991). 

2.5.3 Interaction Adjustment


Interaction adjustment is with respect to interacting with the host-country nationals. It was demonstrated earlier that expatriates who are better socialized at the host country abroad are likely to adjust more effectively (Lee, 2005). Cooperation and support from the local manager is crucial to the expatriate manager’s effective hotel operations. Several studies have proved expatriate failures have positive relationship with the support and cooperation from the local employees. Failures due to lack of support from local managers have already been reported in international business and hotel management in China (Shenkar, 1990). The lack of local management support can cause great difficulty for the expatriate manager and can often result in the expatriate’s failure (Woetzel, 1989). Conflicts or antagonistic feelings between the expatriates and the local managers caused by differences in management values and practices can have a negative effect (Yu & Huat, 1995). These results showed that expatriate should adjust well in interaction adjustment dimension, otherwise, their performance shall be jeopardized.

Certain factors such as: previous international assignment experience, host country language proficiency and cross-cultural training are also significant in relationship with both their adjustment and performance. As Black and colleagues concluded that concluded expatriates’ language ability (fluency in a host country language), previous international assignments (previous experiences in living and working abroad) (Black et al., 1991) are significantly related to expatriate adjustment and performance.

2.6 Host Country Language Ability


In a total different environment, culture differences include the different language in the host country. Based on my two years of working experience in charge of corresponding duties between English speaking hotel expatriates and Chinese speaking host country nationals, communication become very important throughout the daily operations of the hotel, even if qualified interpreters were hired to assist them during the daily operation work, some meaning can be still missing during the process of the interpretation. 

In the context of hotel industry in China, adjustment and adaptation skills, inter-personal skills, cultural stress management, Chinese culture, and Chinese language are perceived the most important skills and knowledge that expatriates to China should master in order to succeed (Feng & Pearson, 1999). Since language is an important tool for communication, the expatriate manager’s ability to speak the host language can enhance his management effectiveness and help gain respect from the local staff (Harris & Bandin, 1973; Seward, 1975; Terpstra, 1978). Host language ability may serve several purposes. Besides facilitating communication with locals, it may also demonstrate an attitude of attempting to learn about the host culture, enabling one to be polite, and permitting cultural understanding (Eschback, Parker, & Stoeberl, 2001). According to one language study, an expatriate’s willingness to use the host country’s language has a greater influence on successful adjustment than does the actual level of fluency in the language (Brislin, 1993). A study on cultural diversity in Toronto’s hotels demonstrated that communication with hotel departments can suffer if managers and employees do not speak the same language (Christensen-Hughes, 1992). Such a language barrier can also limit an expatriate manager’s contact with the local hotel guests. This could influence the agreeableness of the expatriates, which further affect the expatriate job performance.


2.7 Previous International Assignment Experience


As researchers have proven that past international experience also facilitate all dimensions of adjustment in that it fosters accurate estimates of future stressors (Black et al., 1991). There are also researches results about host country language ability and previous international experiences are very contradicting. In the research of expatriate adjustment to foreign assignments indicated that these two factors are the most important individual factors to predict expatriate adjustment (Andreason, 2003). However, previous international experience is not considered as an important indicator for expatriate adjustment (Bhaskar-Shrinivas et al., 2005). On the other hand, it is reasonable to conclude that previous experience living overseas – especially in the same foreign country to which a person is currently assigned - should facilitate adjustment, even though some culture shock will still occur (Black et al., 1991), because previous international work experience was related to work adjustment for expatriate, but not to general adjustment (Black, 1988).  

Candidates with expatriate experience from China may have acquired such skills which could facilitate their adjustment, even if their past assignment was not at an international joint venture (Selmer, 2002). The following research conducted by Selmer (2006) about the adjustment of business expatriates in Greater China, which includes Mainland China, HongKong, Singapore and Taiwan, due to culture similarities within the region, expatriates who have gained business experience elsewhere in Greater China may exhibit relatively better performance in mainland China (Selmer, 2006).

2.8 Cross-culture Training

      Scholars emphasized that a culture can influence international business management in many aspects, including different perceptions concerning business behavior such as decision making and superior/subordinate relationships, body language such as eye contact, facial expression, touching and gestures, and silent language such as concepts of time and personal space (Hall, 1960). Since cultural awareness problems were found to be one of the major causes of expatriate failure (Caudron, 1991), in order to improve the management competence of the local managers, expatriate managers need to be told before assignment that they have to help and train the local managers in order to develop a successful operation (Yu & Huat, 1995). It was proved that cross-cultural training may facilitate work adjustment for expatriate IJV managers (Selmer, 2005a), it is recommended that organizations should include cross-cultural training as a major part of expatriate training programs (Harrison, 1994), however, still only about 20 percent of the expatriates reported in the study received any training prior to or after arrival in China (Kaye & Taylor, 1997).

Based on the previous studies, such training should basically include adjustment and adaptation skills to new environments (Harrison, 1992), inter-personal relation skills (Rahim, 1983), host country culture and language, cultural stress management, host country political system, and home country culture (Harrison, 1994) so that expatriate managers will be able to apply their knowledge in cross-cultural settings, “cultural shock” can be reduced, and they can function and perform more effectively.

In the study of Caligiuri (2001), the results of the mediated regression analysis suggest that the more tailored and relevant the pre-departure cross-cultural training, the more expectations were either met or positively exceeded. Analysis suggest that both cross-cultural training and the language spoken in the host country affect the accuracy of expatriates’ expectations prior to the assignment – and that having accurate expectations, in turn, positively affects cross-cultural adjustment. The results from this study encourage organizations to develop programs that will ensure their expatriates have realistic expectations prior to their global assignments (e.g. through tailored cross-cultural training) (Caliguiri et al., 2001).

2.9 Local Employees Support and Cooperation

Expatriate managers working in developing countries normally occupy the top-level managerial positions and are compensated with hardship allowances (Gee, 1994), there is an informational and technical gap between developed and developing countries in hotel pre-opening practices (Chan, 1993). Cooperation and support from the local manager is crucial to the expatriate manager’s effective hotel operations. Several studies have proved expatriate failures have positive relationship with the support and cooperation from the local employees. Failures due to lack of support from local managers have already been reported in international business and hotel management in China (Shenkar, 1990; Stross, 1991).  The lack of local management support can cause great difficulty for the expatriate manager and can often result in the expatriate’s failure (Woetzel, 1989). Conflicts or antagonistic feelings between the expatriates and the local managers caused by differences in management values and practices can have a negative effect (Yu & Huat, 1995).

2.10 Theoretical Framework

Theory of evolutionary personality psychology and stress management theory will be applied to explain expatriate performance for the reasons explained in 2.1.2 and 2.1.3.

                                  Mediator











Figure 2.1 Theoretical Framework


The model, presented in above figure, suggests that Big-Five personality relate to expatriate international adjustment. In turn, expatriate international adjustment will be related to expatriate performance. This model was built based on the previous discussion of past expatriate studies, and the adjustment-performance relationship partial adaptation from the framework built by Park and McEvoy (1993), the three-dimensional performance were adapted from Caliguiri (1997). In the following hypotheses development discussion, more detailed explanation about the reasons why mediation effects was aimed to be tested, and the supporting literature for building this new model will be given.

2.11 Hypotheses Development

Based on previous literature review, the following hypotheses are developed.

2.11.1  Expatriate Big-Five Personality and Expatriate Performance


Past studies have examined the relative importance of Big-Five personality dimensions for expatriate selection, policy capturing was used. Ones and Viswesvaran (1999) had done one study by using Big-Five personality based on based on the response from 96 U.S. expatriate managers’ judgments on (a) completion of overseas assignments, (b) adjustment, (c) interpersonal relations with host-country nationals. The results indicated that Conscientiousness was perceived to be the most important personality dimension in relationship with expatriate performance. Emotional Stability and Agreeableness were perceived to be important for overseas adjustment and overseas performance, the other two dimensions of personality are considered to be less important for likelihood of performing well (Ones & Viswesvaran, 1999). Contrarily, some other studies also argued that technical performance was found to be better predicted by Big-Five personality variables and previous experience in the same job (Tadmor & Tetlock, 2006). Although the results from past literatures sometimes are contradicting with each other, however, there could be a noteworthy consistency by using Big-Five personality as predictors of expatriate adjustment and performance, no matter technical or contextual performance.


Ones and Viswesvaran (1999) suggested that Openness to Experience was not deemed to be one of the most important personality dimensions for overseas adjustment or job performance, Shaffer and colleagues (2005) suggested that factors such as individual differences, such as “Big-Five” personality dimensions are suggested to act as the better predictors of expatriate performance (Bhaskar-Shrinivas et al., 2005)

Past literature had showed partial and inconsistent results on the relationship between Big-Five personality dimensions and expatriate performance, in other words, there is no consensus from the past literatures, this might due to the respondents’ differences. Furthermore, since the previous research did not use the three dimensions of expatriate performance and this research is aimed to examine the expatriate performance in Chinese hotel industry, all Big-Five personality dimensions are considered an appropriate method for examining the effect of personality traits on the performance of expatriates, and in order to avoid bias, all the dimensions will be hypothesized and tested.

Thus, the following hypotheses are concluded based on previous discussion:


H 1. The Big-Five Personality dimensions are positively associated with expatriate technical performance. 

H 1. 1. Conscientiousness is positively associated with technical performance;


H 1. 2. Emotional Stability is positively associated with technical performance;


H 1. 3. Agreeableness is positively associated with technical performance;


H 1. 4. Openness to Experiences is positively associated with technical performance;


H 1. 5. Extroversion is positively associated with technical performance;


H 2. The Big-Five Personality dimensions are positively associated with expatriate contextual performance.

H2. 1 Conscientiousness is positively associated with contextual performance;


H2. 2 Emotional Stability is positively associated with contextual performance;


H2. 3 Agreeableness is positively associated with contextual performance;


H2. 4 Openness to Experiences is positively associated with contextual performance;


H2. 5 Extroversion is positively associated with contextual performance;


H 3. The Big-Five Personality dimensions are positively associated with expatriate assignment-specific performance.

H3. 1 Conscientiousness is positively associated with assignment-specific performance;


H3. 2 Emotional Stability is positively associated with assignment-specific performance;


H3. 3 Agreeableness is positively associated with assignment-specific performance;


H3. 4 Openness to Experiences is positively associated with assignment-specific performance;


H3. 5 Extroversion is positively associated with assignment-specific performance.


2.11.2 Expatriate Big-Five Personality and Expatriate International Adjustment


From the past literatures, the relationship between expatriate international adjustment and expatriate Big-Five personality has been identified, but there are no consensuses on which Big-Five personality dimension is better predictor of expatriate international adjustment. For instance, it has been found that open-mindedness was related to expatriate adjustment (Teagarden & Gordon, 1995), and personality trait of curiosity was a factor which affects the level of expatriate adjustment, whereas Barrick and Mount (1991) suggested that both two traits mentioned earlier belonged to the construct of ‘Openness to Experience’ dimension in the Big-Five personality (Barrick and Mount, 1991). Contrarily, in a similar study, instead of Openness to Experience, scholars have found other Big-Five personality dimensions such as Conscientiousness highly related to overseas adjustment, surprisingly, Emotional Stability was the second most important variable whereas Agreeableness was the third important variable (Ones & Viswesvaran, 1999). 


      One more recent research, which aimed to fill in the gap in the research on the effects of personality traits on cross-cultural adjustment, through the examination of the effects of the Big-Five personality traits in expatriates’ cross-cultural adjustment, investigated the relationship between personality traits of American expatriates and their adjustment in Taiwan (Huang, Chi, & Lawler, 2005). Huang and colleagues used  the three dimension of social-cultural adjustment (Black et al., 1991), and the results are also different from the two discussed in previous paragraph. It indicated that Extroversion, Agreeableness, Openness to Experience are all significantly and positively correlated with each of the three dimensions of adjustment, other personality dimensions such as Neuroticism and Conscientiousness are not significantly correlated with any of the adjustment dimensions (Huang et al., 2005). 


Past literature had showed partial and inconsistent results on the relationship between Big-Five personality dimensions and expatriate international adjustment, in other words, there are no consensus from the past literatures, therefore, all Big-Five personality dimensions are considered an appropriate method for examining the effect of personality traits on the adjustment of expatriates, and in order to avoid bias, all the dimensions will be hypothesized and tested.

H 4. Each of Big-Five personality dimensions is positively associated with expatriate work adjustment.


H4. 1 Conscientiousness is positively associated with expatriate work adjustment;

H4. 2 Emotional stability is positively associated with expatriate work adjustment;

H4. 3 Agreeableness is positively associated with expatriate work adjustment;

H4. 4 Openness to experiences is positively associated with expatriate work adjustment;

H4. 5 Extroversion is positively associated with expatriate work adjustment.

H 5. Each of Big-Five personality dimensions is positively related expatriate interaction adjustment.


H5. 1 Conscientiousness is positively associated with associated with expatriate interaction adjustment;

H5. 2 Emotional stability is positively associated with expatriate interaction adjustment;

H5. 3 Agreeableness is positively associated with expatriate interaction adjustment;

H5. 4 Openness to experiences is positively associated with expatriate interaction adjustment;

H5. 5 Extroversion is positively associated with expatriate interaction adjustment.

H 6. Each of Big-Five personality dimensions is positively related expatriate general adjustment.


H6. 1 Conscientiousness is positively associated with expatriate interaction adjustment;

H6. 2 Emotional stability is positively associated with expatriate interaction adjustment;

H6. 3 Agreeableness is positively associated with expatriate interaction adjustment;

H6. 4 Openness to experiences is positively associated with expatriate interaction adjustment;

H6. 5 Extroversion is positively associated with expatriate interaction adjustment.

2.11.3 Expatriate International Adjustment and Expatriate Performance


For most expatriate assignments, adjustment to local conditions is a necessary ingredient for an effective job performance (Ones & Viswesvaran, 1997). In their following research, it indicates that expatriates still gave the response by perceiving adjustment as positively related to performances and suggest that expatriate job performance was strongly perceived to depend on adjustment to local conditions (Ones & Viswesvaran, 1999). That is to say, if the expatriates are less well adjusted to work and live at a specific host location, they are likely to perform poorly at their foreign assignment, or return home prematurely (Hechanova, Beehr, & Christiansen, 2003; Parker & McEvoy, 1993).


Similarly, in Shaffer and colleagues’ meta-analytical research, they also hypothesized that the outcomes of the expatriate adjustment on three perspectives: job satisfaction, withdrawal cognitions, and performance (Bhaskar-Shrinivas et al., 2005). The results showed that all dimensions of expatriate adjustment were reliably related to expatriate overall performance: cultural adjustment was significantly associated with task performance and relation-based performance (Bhaskar-Shrinivas et al., 2005), interaction adjustment was found to be more strongly connected to relationship-based performance, which can be understood as referring to expatriate contextual performance, while work adjustment more strongly related to task-based performance ore implied in this research as Technical Performance  (Bhaskar-Shrinivas et al., 2005). This means that those higher levels of adjustment are related to improvement of task execution, relationship development, and overall performance.

As stated above, a presumption driving much of the expatriate literature is that maladjustment can translate into poor performance (Caligiuri, 1997). Thus, we can make the following hypotheses:


H 7. Expatriate international adjustment is positively associated with technical performance.

H7. 1 Expatriate work adjustment is positively associated with technical  performance;


H7. 2 Expatriate interaction adjustment is positively associated with technical performance;


H7. 3 Expatriate’s general adjustment is positively associated with technical performance.

H 8. Expatriate international adjustment is positively associated with contextual performance.

H8. 1 Expatriate’s work adjustment is positively associated with contextual performance;


H8. 2 Expatriate’s interaction adjustment is positively associated with contextual performance;


H8. 3 Expatriate’s general adjustment is positively associated with contextual performance;


H 9. Expatriate international adjustment is positively associated with assignment-specific performance.

H9. 1 Expatriate’s work adjustment is positively associated with assignment-specific performance;


H9. 2 Expatriate’s interaction adjustment is positively associated with assignment-specific performance;


H9. 3 Expatriate’s general adjustment is positively associated with assignment-specific performance.

2.11.4 Mediating Effects of Expatriate International Adjustment between Expatriate Big-Five Personality and Expatriate Performance

Based on the previous literatures, as discussed in 2.10.1 to 2.10.3, there are abundant of scholars had proved that there are significant relationships between the following three groups of variables: (a) between expatriate Big-Five personality as independent variable and expatriate performance as dependent variable; (b) between expatriate Big-Five personality as independent variable and expatriate adjustment as dependent variable; and (c) between expatriate adjustment as independent variable and expatriate performance (dependent variable). Although these results are not consistent with each other, it satisfies the assumption of mediation effects. Therefore, expatriate international adjustment was added as mediating variable between expatriate Big-Five personality and expatriate performance. Based on reading of past expatriate literatures, expatriate international adjustment has been used as mediating variable, but it has never been used as mediating variable between expatriate Big-Five personality and expatriate performance (technical, contextual and assignment-specific performance). It was expected to find the mediating effects in the results of this study. Therefore, hypotheses were developed as follow:

H 10. The effects of Big-Five personality on expatriate three dimensional performances can be mediated by expatriate international adjustment.


Sub-hypotheses (Conscientiousness):


H10. 1 The effects of conscientiousness on expatriate technical performance can be mediated by expatriate work adjustment;


H10. 2 The effects of conscientiousness on expatriate technical performance can be mediated by expatriate general adjustment;


H10. 3 The effects of conscientiousness on expatriate technical performance can be mediated by expatriate interaction adjustment;


H10. 4 The effects of conscientiousness on expatriate contextual performance can be mediated by expatriate work adjustment;


H10. 5 The effects of conscientiousness on expatriate contextual performance can be mediated by expatriate general adjustment;


H10. 6 The effects of conscientiousness on expatriate contextual performance can be mediated by expatriate interaction adjustment;


H10. 7 The effects of conscientiousness on expatriate assignment-specific performance can be mediated by expatriate work adjustment;


H10. 8 The effects of conscientiousness on expatriate assignment-specific performance can be mediated by expatriate general adjustment;


H10. 9 The effects of conscientiousness on expatriate assignment-specific performance can be mediated by expatriate interaction adjustment.

Sub-hypotheses (Emotional stability):


H10. 10 The effects of emotional stability on expatriate technical performance can be  mediated by expatriate work adjustment;


H10. 11 The effects of emotional stability on expatriate technical performance can be mediated by expatriate general adjustment;


H10. 12 The effects of emotional stability on expatriate technical performance can be mediated by expatriate interaction adjustment;


H10. 13 The effects of emotional stability on expatriate contextual performance can be  mediated by expatriate work adjustment;


H10. 14 The effects of emotional stability on expatriate contextual performance can be mediated by expatriate general adjustment;


H10. 15 The effects of emotional stability on expatriate contextual performance can be mediated by expatriate interaction adjustment;


H10. 16 The effects of emotional stability on expatriate assignment-specific performance can be  mediated by expatriate work adjustment;


H10. 17 The effects of emotional stability on expatriate assignment-specific performance can be mediated by expatriate general adjustment;


H10. 18 The effects of emotional stability on expatriate assignment-specific performance can be mediated by expatriate interaction adjustment.

Sub-hypotheses (Openness to experience):


H10. 19 The effects of openness to experience on expatriate technical performance can  be mediated by expatriate work adjustment;


H10. 20 The effects of openness to experience on expatriate technical performance can be mediated by expatriate general adjustment;


H10. 21 The effects of openness to experience on expatriate technical performance can be mediated by expatriate interaction adjustment;


H10. 22 The effects of openness to experience on expatriate contextual performance can  be mediated by expatriate work adjustment;


H10. 23 The effects of openness to experience on expatriate contextual performance can be mediated by expatriate general adjustment;


H10. 24 The effects of openness to experience on expatriate contextual performance can be mediated by expatriate interaction adjustment;


H10. 25 The effects of openness to experience on expatriate assignment-specific performance can  be mediated by expatriate work adjustment;


H10. 26 The effects of openness to experience on expatriate assignment-specific performance can be mediated by expatriate general adjustment;


H10. 27 The effects of openness to experience on expatriate assignment-specific performance can be mediated by expatriate interaction adjustment.

Sub-hypotheses (Extraversion):


H10. 28 The effects of extraversion on expatriate technical performance can be mediated by expatriate work adjustment;


H10. 29 The effects of extraversion on expatriate technical performance can be mediated by expatriate general adjustment;


H10. 30 The effects of extraversion on expatriate technical performance can be mediated by expatriate interaction adjustment;


H10. 31 The effects of extraversion on expatriate contextual performance can be mediated by expatriate work adjustment;


H10. 32 The effects of extraversion on expatriate contextual performance can be mediated by expatriate general adjustment;


H10. 33 The effects of extraversion on expatriate contextual performance can be mediated by expatriate interaction adjustment;


H10. 34 The effects of extraversion on expatriate assignment-specific performance can be mediated by expatriate work adjustment;


H10. 35 The effects of extraversion on expatriate assignment-specific performance can be mediated by expatriate general adjustment;


H10. 36 The effects of extraversion on expatriate assignment-specific performance can be mediated by expatriate interaction adjustment.

Sub-hypotheses (Agreeableness):


H10. 37 The effects of agreeableness on expatriate technical performance can be mediated by expatriate work adjustment;


H10. 38 The effects of agreeableness on expatriate technical performance can be mediated by expatriate general adjustment;


H10. 39 The effects of agreeableness on expatriate technical performance can be mediated by expatriate interaction adjustment;


H10. 40 The effects of agreeableness on expatriate contextual performance can be mediated by expatriate work adjustment;


H10. 41 The effects of agreeableness on expatriate contextual performance can be mediated by expatriate general adjustment;


H10. 42 The effects of agreeableness on expatriate contextual performance can be mediated by expatriate interaction adjustment;


H10. 43 The effects of agreeableness on expatriate assignment-specific performance can be mediated by expatriate work adjustment;


H10. 44 The effects of agreeableness on expatriate assignment-specific performance can be mediated by expatriate general adjustment;


H10. 45 The effects of agreeableness on expatriate assignment-specific performance can be mediated by expatriate interaction adjustment.

CHAPTER THREE


METHODOLOGY

3.1 Introduction


This study aimed to study the relationship between expatriate job performance (dependent variable) and its predictors (independent variables) as assumption made according to the literature review in previous chapters. The expatriates’ demographic variables, such as language proficiency, previous international assignment experience, expatriate Big-Five personality, expatriate international adjustment, which includes general adjustment, work adjustment, and interaction adjustment, and expatiate three-dimensional performance (technical performance, contextual performance, and assignment-specific performance). In this chapter, the focus is on the methodology of the research which consists of research design, population of the sample, unit of analysis, sampling design, data collection method, variable measurement and data analysis technique.

3.2 Research Design


This was a correlational study which investigated the relationships between the expatriate Big-Five personality (independent variables) and expatriate performance (dependent variables) as mediated by expatriate adjustment. 

3.2.1 Population

In this research, population of the study were the expatriates working in China- Beijing. These three cities (Xi’an, Beijing and Shanghai) were chosen based on the saying that “if you did not go to these three cities, then you have never been to China”. 

3.2.2 Sample and Unit of Analysis

The sample of this study consisted of expatriate employees working in Chinese hotel industry in the selected cities. The unit of analysis in this study are the individual expatriates in the selected four to five-standard hotels in the selected three cities. 


3.2.3 Sampling Method

The target respondents were mainly the expatriates holding the position of department head, or even the general manager of the hotel. The research was carried out through code-protected word check-list format questionnaire, which only allows the respondents to answer the questions provided in the word document.


Data was collected through self-administrated questionnaire. Based on my past working experience and the well-built interpersonal relationship, the effectiveness of the questionnaires was predicted to be satisfying and the data will be more reliable. The final and modified questionnaire was distributed by e-mail. E-mail survey was more efficient and convenient due to the geographical distance. By doing the survey using e-mails, the feedback was more time-efficient. All the respondents were given one week time to complete the questionnaire. 

3.2.4 Questionnaire Design


All questionnaires were accompanied with a cover letter which describes the objective of the research. The questionnaire was constructed from several measurement instruments in the literature review as well as consultation from related field lecturer. The questionnaire was designed in English with easy grammatical sentence structure to ensure that it is easy to understand and no biased interpretations. This would be able to increase the accuracy of the response when respondents answer the questions. The questionnaire consists of four parts, Part A contains 14 items which gathers the expatriate personal individual information, Part B contains 60 items which measures the expatriate Big-Five personality, Part C contains 14 items which measure the expatriate international adjustment, Part D contains 22 items which aimed to measure the expatriate three-dimensional performance.


3.3 Measures, Variables, Measurements and Reliabilities


This study utilized a structures self-report questionnaire (see the original questionnaire in Appendix C3.1) which is most widely used data collection technique in recent expatriate research. Although there are inherent biases in self-report measures, individual perceptions are a core component of the personality research and are often more predictive of personality than so called objective measures (Sulsky & Smith, 2005). Thus, unlike other studies where such perceptions / bias may confound the results, in a study as this, the measure would actually capture an essential component of expatriate personality.

The following subsection discusses about variables used in this questionnaire and the respective measurements for the independent variables and dependent variables. All main survey instruments were adopted from previous researches on expatriates. 

3.3.1 Demographic Variables


The demographic variables of the expatriate employees in Chinese hotel industry comprised gender, age, marital status, nationality, present resident city in China, lengths stayed in the current company, length on the current assignment, their holdings of management or technical position, past living or working experience in china, current household living arrangement, education level, past international working experience if any, pre-move visit to the host country. Out of which five questions are open ended (e.g., age). 

Those data on respondents age and educational level were collected due to the reasons as follow: (a) young and well-educated people are expected to adjust to the host country culture faster and more efficiently (Furnham & Bochner, 1982; Mamman, 1995), compared to older and less well-educated expatriates; (b) previous international experience has been recommended (Selmer, 1995).

3.3.2 Independent Variable - Big-Five Personality 


Big-Five personality traits of the expatriates in Chinese hotel industry were measured using the NEO Five-Factor Personality Inventory (NEO-FFI) (Costa and McCrae, 1992). It has been categorized into five general dimensions that described personality containing extraversion, agreeableness, conscientiousness, emotional stability and openness. There are altogether 60-items scales to test the Big-Five personality dimensions. Each of the three dimensions contains 12 statements. All the questions are jumbled up, for example, in Part B, Q6 “I often feel inferior to others” measures emotional stability; Q22 “I like to be where the action is” measure extraversion; Q8 “once I found the right way to do something, I stick to it” measure the openness to experience; Q4 “I try to be courteous to everyone I meet” measures agreeableness; Q15 “I see the person who died stand before me” measures conscientiousness. Since this questionnaire was bought and it is an obligation to obey to the regulations while using this questionnaire. It said that the sequencing of items should not be disclosed to public without authorization. Therefore, the thorough list of the items is avoided. 

3.3.3 Mediating Variable - Expatriate International Adjustment


From the theoretical framework, expatriate international adjustment is depicted as the mediator between expatriate Big-Five personality and expatriate performance. Expatriate international adjustment was measured as three components of work adjustment, interaction adjustment, and general adjustment by using Black and Stephen’s (1989) 14-items scale. 

The questionnaire measures the extent to which the expatriates in Chinese hotel industries feel they have adjusted to the demands of their work life (e.g., performance standards and expectations; specific job responsibilities), their non-work adjustment, or general adjustment (e.g., health care facilities, shopping, housing conditions), interaction adjustment (e.g., speaking with host nationals, socializing with host nationals). Expatriates will be asked to indicate their levels of adjustment on a scale from 1 = very unadjusted to 5 = very adjusted. This is a validated instrument especially developed to study business expatriates and have been applied in many studies. The reliabilities for each scale were: .89 for general adjustment; .89 for interaction adjustment; and .70 for work adjustment. 


3.3.4 Dependent Variable - Expatriates Performance


Expatriate performance three-dimensions will be tested using the combination from Caligiuri and Day (2000) and Black and Porter (1991). There are altogether 22-items. The majority (17 items) are from Caligiuri and Day (2000), these items are written to test the three dimensions of technical performance, contextual performance and expatriate assignment-specific performance. For instance, technical performance items include technical knowledge and the application of the technical knowledge. Contextual items included motivation, commitment and maintain good working relationships. Expatriate assignment-specific items included transferring information and language and cultural proficiency. Due to the limited numbers of the items (only two) for the measurement of technical performance from Caligiuri and Day (2000), another 5 items are adopted from Black and Porter (1991) to achieve the better research results. Items, such as recent overall performance; ability to get along with others, were added. 

3.4 Data Collection


As explained earlier in this chapter, a structured questionnaire was used to collect data. Soft copies of the questionnaire were distributed via e-mails to my ex-workmates those who still works in hotel industry but in different hotel brands, for instance, Howard Johnson, as well as HR managers of respective hotels in the selected cities.


A total of 116 questionnaires were returned, and out of which 110 are usable (fully completed by expatriates in selected cities). Remaining 6 were rejected because the missing information in the questionnaire.

3.5 Data Analysis Techniques


The Statistical Package for Social Science (SPSS version 11.01 for windows) was employed to process and analyze the collected data. Different stages shown as below were included during the process of data analyzing.


3.5.1 Descriptive Analysis

The demographic variables in this research comprised of gender, age, marital status, nationality, present resident city in China, lengths stayed in the current company, length on the current assignment, their holdings of management or technical position, past living or working experience in china, current household living arrangement, education level, past international working experience if any, pre-move visit to the host country. These variables were analyzed by using the descriptive statistics function in the SPSS V11.01, such as frequencies, percentages and histograms. In addition, the key variables were mainly analyzed in terms of means and standard deviations.

3.5.2 Factor Analysis

Firstly, a factor analysis was performed to establish goodness of measures of the scales used. In order to analyze the interrelationships among a large number of variables and to determine whether the information can be condensed into smaller set of components or factors with minima loss of information, factor analysis is required (Hair, Anderson, Tatham, & Black, 1998). Factor analysis can be used to identify the separate dimensions of constructs and then determine the extent to which each construct can be explained with its respective dimensions.


One popular method to ensure the goodness and accuracy of the data is by using principal components factor analysis with Varimax rotation. Since this study consists of three constructs, namely expatriate Big-Five personality, expatriate international adjustment and expatriate three-dimensional performance, therefore, principal components factor analysis with Varimax rotation was employed. 

The assumptions underlying factor analysis were verified by using the Kaiser-Meyer-Olkin (KMO) value, Bartlett test of Sphericity, and anti-image correlation. Assumptions are shown as follow: (a) KMO value should not less than .6; (b) Bartlett test of Sphericity should be significant (Hair et al., 1998);  (c) the measure for anti-image correlation should also be acceptable with the diagonal value of measure of sampling adequacy (MSA) for each item being .5 or above (Hair et al., 1998). To avoid poor loading and cross loading, and item’s loading should be at least .5 on one factor and .35 or lower on the other factor(s) (Igbaria, Livari, & Maragahh, 1995). Once these assumptions were satisfied, factors which had an eigenvalue of equal to or more than 1.00 should be extracted (Hair et al., 1998). After extracting the factors with eigenvalue equal to or more than 1.00, the remaining items were regrouped and renamed accordingly.

3.5.3 Reliability Test

After factor analysis, reliability tests were conducted in order to enhance the quality of the instrument used and whether they scale created is correctly designed. The reliability of a measure is indicated by the Cronbach’s alpha (α) value and established by testing for both consistency and reliability of the items (Sekaran, 2003). The minimum acceptable reliability coefficient recommended b is .7 (Nunnally & Berstein, 1994). 

3.5.4 Correlation Analysis


Bivrariate correlation analysis was employed to identify the inter-correlations among all the independent, mediating and dependent variables.

3.5.5 Multiple Regression Analysis


In order to test the hypothesized relationships between independent variables, mediating variables and dependent variables, multiple regression techniques were employed. Assumptions underlying the multiple regression analysis were given (Coakes & Steed, 2003) were tested consistently using their prescribed diagnostics described as follow:

(a) Normality of error term distribution was tested by using the histogram of residuals and normal probability plot (p-p plot). Histogram of residuals respondents normal distribution are recommended to have a bell-shape, while in the p-p plot the residuals should fall closely along the diagonal line indicate normality of the data;

(b) Scatter plot was employed to validate the homoscedasticity assumption. The scatter plot should showing studentized residuals against predicted criterion values. An absence of a pattern of increasing or decreasing residuals showing unequal variances indicated homoscedasticity.

(c) First-order autocorrelation was tested by using Durbin-Watson value, which should be ranged from 1.50 to 2.00. Durbin-Watson value within this range generally indicates that there are no autocorrelation problems (Keller, 2005). 

(d) In the diagnosis of multicollinearity, outliers and influential observations process, a tolerance value of more than 0.10 and variance inflation factor (VIF) value of less than 0.10 for each of the variables (Hair et al., 1998), which means no existence of serious collinearity problems. 

3.5.6 Mediation


According to previous studies, a four-step criteria model to determine if mediation is present (Baron & Kenny, 1986): 

(a) The independent variable is significantly related to the dependent variable in the absence of the mediator;


(b) The independent variable is significantly related to the mediator;


(c) The mediator is significantly related to the dependent variable;


(d) The effect of independent variable on the dependent variable becomes insignificant upon the addition of the mediator into the equation.


For assumption (a), all dimensions of expatriate Big-Five personality were entered and regressed against each of dimensions of expatriate performance; for assumption (b), all dimensions of expatriate Big-Five personality were entered and regressed against each of dimensions of expatriate international adjustment; for assumption (c), all dimensions of expatriate international adjustment were entered and regressed against each of dimensions of expatriate performance; for assumption (d), the dimensions of expatriate Big-Five personality which showed significant results in test (a) and (b) were, together with the mediating variable (expatriate international adjustment), regressed against the dependent variable (expatriate three-dimensional performance).

If final runs resulted in the relationship between the independent and dependent variables becoming insignificant was taken as evidence of a full mediating effect. However, if the relationship remained significant, but there was a reduced standardized beta value, then this was indicative of a parting mediating effect.


CHAPTER FOUR

RESULTS

4.1 Introduction


This chapter presents the results of the data analysis which further explain the answers to the research questions and verify the hypotheses of this study. First, an overview of the data collected is given followed by the respondents’ demographic profile and a discussion of the various statistical analyses. Finally, a summary of the results is presented.

4.2 Overview of Data Collection


Soft copies of questionnaires were sent to my ex-workmates who currently works for different IHCs, for example, Howard Johnson, Shangri-la, Kempinski and so on. Procedures are demonstrated by the example as below: HR manager of Howard Johnson Ginwa Plaza Hotel (Xi’an) sent this questionnaire to the officers in HR department of Howard Johnson International (Shanghai), who further contacted Howard Johnson branch hotels in Beijing and Shanghai, asked them to participate in this research, and a groups of hotels showed their genuine interests in participating in this research. For the other mentioned hotel brands, they also participated in this research in such ways. 

But due to the time limitation, 116 respondents participated in this research, out of these, 110 could be used as they are completed by the desired sample group: expatriate hotel employees who works in the three chosen cities in China, namely Xi’an, Beijing, and Shanghai. The remaining 6 were rejected because the questionnaires were incompletely / not correctly filled.

4.3 Demographic Profile of Respondents


The demographic data of the expatriate employees in Chinese hotel industry were collected by using the structured questionnaire (discussed in detail in Chapter 2) by items such as gender, age, marital status, nationality, present resident city in China, lengths stayed in the current company, and so on. Demographic profiles are illustrated in Table 4.1 and the frequency tables are given in Appendix C4.1. 

The usable number of the questionnaire is 110 out of total 116. Thus, the total number of the respondents (expatriate employees in Chinese hotel industry in the selected cities) is 110, out of which, 42 (38.2%) from Beijing, 39 (35.5%) from Shanghai, and the remaining 29 (26.4%) from Xi’an. As shown in Table 4.1, 68 (61.8%) the respondents were male and the rest 42 (38.2%) were female. 

With regard to the marital status, the analysis showed that 34 (30.9%) were single, a majority of 63 (57.3%) were married, 11 (10%) were divorced, and 2 (1.8%) were widowed. A majority of 99 (90%) expatriates were living alone, while 10 (9.1%) expatriates were living with spouse/partner without children, only 1 (0.9%) were living with spouse/partner with children. 

Expatriates’ age ranged from 25 to 51 with the mean age of 38 years old. This showed the age range for expatriates was large.  22 out of 110 (20%) expatriates aged from 20 to 30, 45 expatriates aged from 31 to 40 which took the percentage of 40.9%, and 42 (38.2%) expatriates aged from 41 to50, only 1 (0.9%) expatriate aged above 51 . 

With regard to the nationality of the expatriates in this research, based on the region of origin and the number size of the expatriates, they are categorized into five groups, namely Malaysian (23 or 20.9%), Singaporean (25 or 22.7%), American and Canadian (29 or 26.4%), Europeans (28, or 25.5%), which including French (3), the Netherlands (7), German (8), Spain (8), Switzerland (2).  

The length of service of expatriates in present organization ranged from .5 to 14 with the mean of 3 years. The group with the largest number those were with their present organization for less than 2 years with a number of 44 (40%) expatriates, followed by 43 (39.1%) expatriates were with their present organization for 3 to 4 years, 14 (12.7%) expatriates were with their present organization for 5 to 6 years, those who were with their present organization for 7 years and above took the least percentage with only 9 or 8.1%. There is one extreme value, 14 years with the current assignment.

The length of service of expatriates in their current assignment ranged from .5 to 36 with the mean of 10 months. The group with the largest number those were with their current assignment for less than 6 months with a number of 44 (40%) expatriates, followed by 41 (37.3%) expatriates were with their current assignment for 7 to 12 months, 10 (9.1%) expatriates were with their current assignment for 13 to 18 months, 10 (9.1%) expatriates were with their current assignment for 19 to 24 months, those who were with the current assignment for 25 months and above took the least percentage with only 5 or 4.5%. 


Based on the data collected on the designation of the respondents, majority of 105 respondents (95.5%) were holding managerial positions (78, or 70.9% were top management, and 13 or 26.4% were middle management), whereas only 5 (4.5%) expatriates were first line positions. In this research, top management refers to general manager, and other department head level positions, such as director of finance and accounting, director of sales and marketing and so on; middle management positions refer to training manager, guest service manager, club floor manager, and banquet manager; first line positions refer to chef.

With regard to educational level, the majority 66 respondents were holding graduate degree, which took up the biggest share of 60%, 21 (19.1%) were holding college degree, 14 (12.7%) were holding high school degree, only 4 (3.6%) were holding other type of qualification as explained in the blank as referring to hotel management certificate.


The majority of 76.4% expatriates have had some previous overseas experience and 83(75.5%) of them have had previous living or working experiences prior to this present assignments. Only 13 (11.8%) of the expatriates were provided with pre-move visit to China. 

Table 4.1  

Percentage Distribution of Respondents Profiles


		Variables

		Category

		No. of Respondents

		Percentage (%)



		Gender

		Males

		68

		61.8



		

		Female

		42

		38.2



		Age

		20-30

		22

		20.0



		

		31-40

		45

		40.9



		

		41-50

		42

		38.2



		

		51 and above

		1

		0.9



		Marital Status

		Single

		34

		30.9



		

		Married

		63

		57.3



		

		Divorced

		11

		10.0



		

		Widowed

		2

		1.8



		Nationality

		Malaysia

		23

		20.9



		

		Singapore

		25

		22.7



		

		U.S. & Canada

		29

		26.4



		

		E.U. Countries

		28

		25.5



		

		Thailand

		5

		4.5



		Location in China

		Xi’an

		29

		26.4



		

		Beijing

		42

		38.2



		

		Shanghai

		39

		35.5



		Length with the current company (in years)

		Less than 2 years

		44

		40.0



		

		3-4 years

		43

		39.1



		

		5-6 years

		14

		12.7



		

		7 years and above

		9

		8.1



		Length on the current assignment (in months)

		Less than 6 years

		44

		40.0



		

		7-12

		41

		37.3



		

		13-18

		10

		9.1



		

		19-24

		10

		9.1



		

		25 and above

		5

		4.5



		Table 4.1  

Percentage Distribution of Respondents Profiles (Continued)






		Variables

		Category

		No. of Respondents

		Percentage (%)



		Managerial/Technical position

		Technical

		5

		4.5



		

		Managerial

		105

		95.5



		Household living arrangement

		Living alone

		99

		90



		

		Living with spouse/partner without children

		10

		9.1



		

		Living with spouse/partner with children

		1

		0.9



		Designation

		Top management

		78

		70.9



		

		Middle management

		29

		26.4



		

		First line

		3

		2.7



		Educational level

		Elementary school

		1

		0.9



		

		High school

		14

		12.7



		

		College degree

		21

		19.1



		

		Graduate degree

		66

		60.0



		

		Postgraduate degree

		4

		3.6



		

		Others (Hotel management) 

		4

		3.6



		First time in China

		Yes

		27

		24.5



		

		No

		83

		75.5



		Pre-move visit to China provided

		Yes

		13

		11.8



		

		No

		87

		88.2



		Previous overseas working experience

		Yes

		84

		76.4



		

		No

		26

		23.6





4.4 Goodness of Measures


4.4.1 Factor Analyses

A factor analysis with Varimax rotation was done to ascertain whether the respondents perceived the different constructs to be distinct. This technique was explained in Chapter 3. Factor analyses were conducted on the independent (expatriate Big-Five personality: conscientiousness, emotional stability, extraversion, openness to experience and agreeableness), dependent variables (expatriate performance: contextual, technical and assignment-specific performance) as well as mediator variables (expatriate international adjustment: work, general and interaction adjustment) by utilizing the VARIMAX rotation. 

4.4.1.1 Factor Analyses on Independent Variable

The results provided an eight-factor solution with eigenvalues than 1.0 for the independent variables and the total variance explained was 68.51%. the Kaiser-Meryer-Olkin (KMO) measures of sampling adequacy was .75 indicating sufficient inter-correlations while the Bartlett’s Test Sphericity was significant (Chi square = 2546.47, p<.01), which satisfied criteria (Igbaria et al., 1995) that each item should load .50 or greater on one factor and .35 or lower on another factor, meanwhile there should be at least two items accepted for one factor.

Table 4.1 displays the results of the factor analysis. These results confirm that each of the constructs was uni-dimensional and factorially distinct, also that all the items used to measure a particular construct loaded onto single factor. The detailed factor analysis results are attached in Appendix C4.2. 

Table 4.2   

Factor Loadings for Independent Variables (Expatriate Big-Five personality)

		Independent Variables (Items)

		Factors

		

		

		

		



		

		1

		2

		3

		4

		5



		Openness to experience

		

		

		

		

		



		OP8

		.87

		.12

		-.00

		-.08

		-.03



		OP4

		.86

		.10

		.03

		-.05

		.14



		OP5

		.85

		.09

		.03

		-.09

		-.03



		OP2

		.84

		-.07

		.04

		-.09

		-.06



		OP1

		.81

		.11

		.06

		.05

		-.20



		OP7

		.74

		-.07

		-.01

		.03

		-.06



		OP3

		.73

		.11

		.09

		.15

		-.01



		OP10

		.61

		.00

		.02

		.17

		-.02



		Table 4.2   Continued

Factor Loadings for Independent Variables (Expatriate Big-Five personality)





		Independent Variables (Items)

		Factors



		

		1

		2

		3

		4

		5



		Extraversion

		

		

		

		

		



		EXT4

		.10

		.77

		.12

		.18

		-.00



		EXT8

		.08

		.75

		.16

		-.07

		-.05



		EXT1

		.08

		.72

		.03

		-.11

		.14



		EXT5

		-.07

		.72

		.15

		-.15

		-.04



		EXT7

		-.10

		.71

		.16

		-.21

		-.19



		EXT6

		.25

		.69

		.11

		-.06

		-.09



		EXT3

		.14

		.68

		.06

		.10

		-.04



		EXT2

		.00

		.66

		-.05

		.00

		-.06



		Conscientious

		

		

		

		

		



		CON1

		.08

		.13

		.79

		-.08

		.06



		CON3

		-.03

		.16

		.76

		.15

		-.09



		CON8

		.10

		.05

		.75

		.02

		-.28



		CON5

		-.08

		.03

		.74

		.00

		-.01



		CON6

		.06

		.29

		.72

		.01

		.04



		CON7

		.16

		.08

		.66

		-.05

		-.20



		CON9

		.04

		.12

		.65

		.02

		-.29



		CON4

		.09

		-.02

		.58

		.04

		-.29



		Agreeableness

		

		

		

		

		



		AGR9

		.03

		.01

		.06

		.81

		-.07



		AGR5

		.08

		-.09

		.03

		.77

		.17



		AGR4

		-.10

		-.10

		.11

		.77

		-.05



		AGR1

		-.04

		-.05

		-.14

		.72

		-.14



		AGR3

		-.15

		-.05

		.07

		.72

		-.09



		AGR2

		.12

		-.07

		-.11

		.71

		-.07



		AGR7

		.07

		.09

		.09

		.60

		-.08



		Emotional Stability

		

		

		

		

		



		ES4

		-.06

		-.09

		-.17

		.08

		.75



		ES6

		-.05

		-.12

		-.16

		.08

		.73



		ES7

		-.15

		.11

		.05

		-.15

		.70



		ES8

		.17

		-.16

		-.09

		-.00

		.67



		ES5

		-.26

		3.929E-05

		-.09

		-.18

		.62



		ES1

		.14

		-.01

		-.17

		-.29

		.55



		ES2

		-.22

		.06

		.07

		-.06

		.52



		Eigenvalue 

		6.83

		4.89

		4.61

		3.14

		2.58



		Variance (57.18%)

		14.34

		11.43

		11.33

		10.86

		9.23



		KMO

		.75



		Bartlett’s Test of Sphericity

		2546.48(703)





* Item removed as it was loaded on a different factor other than the hypothesized construct.

The examination of the expatriate Big-Five personality variables revealed a combined total variance explained of 57.18% (See Table 4.2). Majority of the variation was taken up by Openness to experience (14.34%), followed by Extraversion (11.43%), then Conscientiousness (11.33%), followed  by Agreeableness (10.86%), finally, Emotional stability (9.23%). 


After the first run, four items for openness to experience (OP 6, 9, 11 and 12) were extracted due to low factor loading. Same happened to four items for extraversion (from EXT 9 to 12), four items for conscientiousness (CON 2, and 10 to 12), five items for agreeableness (AGR 6, 8 and 10 to 12), five items for emotional stability (ES 3, and from 9 to 12). Thus, after ran the factor analysis, expatriate Big-Five personality 60 items left with 38 items, breakdown in detail in the following table:

Table 4.3   

Final Items for Independent Variables (Expatriate Big-Five personality)

		Variables

		Items’ Label



		Expatriate Big-Five Personality

		Emotional Stability

		ES 1,2,4-8 



		

		Extraversion

		EXT 1-8



		

		Openness to Experience

		OP1-5, OP7,8,10 



		

		Agreeableness

		AGR 1-5,7,9



		

		Conscientiousness

		CON 1, 3-9





4.4.1.2 Factor Analyses on Mediating Variables

A total fourteen items was used to measure expatriate international adjustment (work, general and interaction adjustment). The factor analysis on these component used principal component extraction.  

Table 4.4 

Factor Loadings for Mediating Variables (Expatriate International Adjustment)

		Mediating 

Variables

		 Item

		Factor



		

		

		1

		2

		3



		Interaction Adjustment



		IN4

		Socializing with host nationals.

		.84

		.01

		.01



		IN3

		Interacting with host nationals on a day-to-day basis.

		.77

		.13

		.21



		IN2

		Speaking with host nationals.

		.75

		.22

		.05



		IN1

		Interacting with host nationals outside of work.

		.73

		.21

		.16



		Work Adjustment



		WA3

		Performance standards and expectations.

		.19

		.88

		.04



		WA2

		Supervisory responsibilities.

		.19

		.86

		.16



		WA1

		Specific job responsibilities.

		.15

		.73

		.33



		General Adjustment



		GN2

		Living conditions in general.

		.10

		.38

		.77



		GN3

		Housing conditions.

		.17

		.19

		.74



		GN4

		Shopping.

		.03

		.32

		.72



		GN5

		Health care facilities.

		.11

		-.15

		.68



		Eigenvalue

		4.21

		1.76

		1.33



		Variance (66.35%)

		23.02

		22.31

		21.02



		KMO

		.78



		Bartlett’s Test of Sphericity

		488.62 (55)





* Item removed as it was loaded on a different factor other than the hypothesized construct.

The factor analysis for mediating variables revealed a three-factor structure with a combined total variation of 66.35% as shown in the above Table 4.4. Majority of the variation was taken up by interaction adjustment (23.02%), followed by work adjustment (22.31%), finally, general adjustment (21.02%). The KMO measure of sampling adequacy stood at .78 while Bartlett’s test of Sphericity was significant (488.62, p<.01). The original SPSS factor analysis output for expatriate international adjustment is provided as reference in Appendix C4.3.

Three items for general adjustment, including GN1 (food), GN6 (entertainment/recreation facilities and opportunities), and GN7 (cost of living), were extracted due to the poor loading after the first run. This is most probably because expatriates in China in this research were located in different regions. Therefore, expatriates may have different perceptions on the items such as entertainment/recreation facilities and opportunities, cost of living and food. Thus, only four items of the original seven were maintained. Since the original four items for interaction adjustment were maintained as one factor and three items for work adjustment also maintained as one factor (based on the result listed in the Table 4.4), all the seven items were maintained.

4.4.1.3 Factor Analyses on Dependent Variables

The examination of the expatriate international adjustment (mediating variables) revealed a combined total variance explained of 59.10% (See Table 4.5). Majority of the variation was taken up by contextual performance (25.81%), followed by technical performance (22.84%), finally, assignment-specific Performance (10.45%). The KMO measure of sampling adequacy stood at .85 while Bartlett’s test of Sphericity was significant (868.71, p<.01). The original SPSS factor analysis output for expatriate international adjustment is provided as reference in Appendix C4.4.

Four items for contextual performance: CT2 (your organizational commitment), CT3 (your representation of the organization to customers and public), CT4 (your motivation to work in the host country), and CT5 (your effectiveness in fostering commitment in the strategic unit), were extracted due to the poor loading after the first run. Thus, eight items of the original twelve were maintained. One item for technical performance, T6 (your technical knowledge) was removed due to the poor loading after the first run. Since the original three items for assignment-specific performance were maintained as one factor (based on the result listed in the Table 4.5), all the three items were maintained.

Table 4.5  

Factor Loadings for Dependent Variables (Expatriate Performance)

		Dependent 

Variables

		Items

		Factor 



		

		

		1

		2

		3



		Contextual Performance



		CT10

		Your replacement planning.

		.77

		.04

		-.08



		CT9

		Your effectiveness in transferring information across strategic unit.

		.75

		.29

		-.05



		CT11

		Your level of process improvement.

		.71

		.21

		.12



		CT6

		Your willingness in carrying out the additional task activities.

		.69

		.06

		.04



		CT1

		Your effectiveness in training, coaching and developing subordinates.

		.68

		.35

		.15



		CT7

		Your effectiveness of communicating and keeping others informed.

		.64

		.28

		.15



		CT8

		Your maintenance of good working relationships.

		.63

		.27

		.14



		CT12

		Your effectiveness in facilitating peer and team performance.

		.62

		.35

		.24



		Technical Performance



		T7

		Your recent overall performance.

		.40

		.78

		-.12



		T5

		Your recent quality (as opposed to quantity) of performance.

		.32

		.77

		-.03



		T3

		Your technical knowledge and application.

		.11

		.75

		.05



		T2

		Your recent achievement of work goals.

		.23

		.74

		-.19



		T1

		Your ability to complete tasks on time.

		.12

		.73

		.03



		T4

		Your ability to get along with others.

		.15

		.68

		.10



		Assignment-specific Performance



		AS2

		Your ability in establishing interpersonal bonds with host nationals.

		.29

		-.04

		.76



		AS3

		Your ability to handle stress while in China.

		.29

		.14

		.73



		AS1

		Your Chinese language and Chinese cultural proficiency.

		-.31

		-.18

		.68



		Eigenvalue

		6.52

		2.13

		1.40



		Variance (59.10%)

		25.81

		22.84

		10.45



		KMO

		.85



		Bartlett’s Test of Sphericity

		868.71(136)





* Item removed as it was loaded on a different factor other than the hypothesized construct.

4.4.2 Reliability Test

The items that represent each individual factor were subjected to reliability analysis. The computation of the Cronbach’s alpha would determine the extent of agreement between respondents for each dimension. A higher score will indicate a higher reliability, with a range from 0 to 1 (Coakes & Steed, 2003). The internal consistencies of the major variables were ascertained from Cronbach’s alpha values as shown in Table 4.5. Since the suggested cut-off value should be desirably above 0.70 (Nunnally & Berstein, 1994), with the lowest value of .58 (assignment-specific performance) and the highest .92 (openness to experience). Assignment-specific performance’s reliability is more than 0.5, so it is still acceptable.

 The rest of the independent variables - expatriate Big-Five personality: emotional stability (.70), extraversion (.87), agreeableness (.86), conscientiousness (.87); mediating variables - expatriate international adjustment: work adjustment (.84), interaction adjustment (.80), general adjustment (.75); the rest of the dependent variables – expatriate performance: technical performance (0.86), contextual performance (.88), assignment-specific performance (.58). The alpha value of assignment-specific performance is not more than 0.7, but it is above 0.5, thus, still acceptable. The alpha coefficients are reported in the similar tables of factor analyses to ease the comparison between the representative extracted factors and their reliability scores. The detailed reliability analyses results are given in Appendix C4.5. 

Table 4.6  

Reliability Coefficients for the Major Variables

		Variables

		Items

		Original

No. of Items

		No. of

Item after FA

		No. of

Items Dropped after FA

		Cronbach’s

Alpha Coefficient



		Expatriate Big-Five Personality

		Emotional Stability

		12

		6

		6

		.79



		

		Extraversion

		12

		8

		4

		.87



		

		Openness to Experience

		12

		8

		4

		.92



		

		Agreeableness

		12

		7

		5

		.86



		

		Conscientiousness

		12

		8

		4

		.87



		Expatriate International Adjustment

		Work 

		3

		3

		0

		.84



		

		Interaction

		4

		4

		0

		.80



		

		General

		7

		4

		3

		.75



		Expatriate Performance

		Technical

		7

		6

		1

		.86



		

		Contextual

		12

		8

		4

		.88



		

		Assignment-specific

		3

		3

		0

		.58





Note: FA = Factor Analysis

4.5 Descriptive Statistics

Descriptive statistics and frequency outputs are demonstrated in detail in Appendix C4.6. Table 4.7 highlights the results of the descriptive analyses in terms of means and standard deviations of the variables. All the items besides demographic information in the questionnaire are ranged from 1 to 5 scales. The mean was applied as a measure of central tendency, which indicated that all variables were above their midpoint level or not. 

Out of the five independent dimensions, agreeableness was the highest in rating (M = 3.85, SD = .61), followed by conscientiousness (M = 3.76, SD = .63) and extraversion (M = 3.58, SD = .69), then openness to experience (M = 3.36, SD = .80), finally, emotional stability (M = 2.72, SD = .66). Therefore, the mean for agreeableness, conscientiousness, extraversion, emotional stability and openness to experience were on the higher side of the 1-5 scales.

For mediating variables, work adjustment was the highest in rating (M = 3.75, SD = .78), followed by interaction adjustment (M = 3.74, SD = .67), lowest was general adjustment (M = 3.51, SD = .72). For dependent variables, technical performance was the highest in rating (M = 4.01, SD = .51), followed by contextual performance (M = 3.86, SD = .52), lowest was assignment-specific performance (M = 3.30, SD = .74). Therefore, these results implied that for both mediating variables (work, general and interaction adjustment) and dependent variables (technical, contextual and assignment-specific performance) were on the higher side of the 1 to 5 scales. 

In terms of standard deviation, all variables exhibited satisfactory deviations from the mean values. This indicates that there is sufficient variability captured in the variables.

Table 4.7  

Descriptives of Aggregated Variables

		Types of the Variables

		Mean

		Std. Deviation



		Independent Variables

		

		



		Openness to experience

		3.36

		.80



		Conscientiousness

		3.76

		.63



		Extraversion

		3.58

		.69



		Agreeableness

		3.85

		.61



		Emotional Stability

		2.73

		.66



		Mediating Variables

		

		



		Interaction Adjustment

		3.74

		.67



		Work Adjustment

		3.75

		.78



		General Adjustment 

		3.51

		.72



		Dependent Variables

		

		



		Technical performance 

		4.01

		.51



		Contextual performance

		3.86

		.52



		Assignment-specific performance

		3.30

		.74





4.6 Correlation Analysis

Pearson’s correlational analysis was employed to examine all the bivariate relationships among the independent, mediating and dependent variables. The full correlation results are provided in Appendix C4.7, and the summarized the results are listed in Table 4.8 as below.



Based on the data presented in the table below, Interaction Adjustment was positively correlated with other two dimensions of expatriate international adjustment, such as Work Adjustment (r = 0.42, p < 0.01), General Adjustment (r = 0.39, p < 0.01), also it was positively correlated with all dimensions of expatriate performance, namely Technical Performance (r = 0.39, p < 0.01), Contextual Performance (r = 0.59, p < 0.01) , and Assignment-specific Performance (r = 0.28, p < 0.01). 


Work Adjustment was positively correlated with General Adjustment (r = 0.39, p < 0.01), Technical Performance (r = 0.48, p < 0.01) and Contextual Performance (r = 0.41, p < 0.01). General Adjustment was positively correlated with all three dimensions of expatriate performance: Technical Performance (r = 0.29, p < 0.01), Contextual Performance (r = 0.24, p < 0.01), and Assignment-specific Performance (r = 0.20, p < 0.05).

Conscientiousness were positively correlated with two dimension of expatriate Big-Five personality, Extraversion (r = 0.29, p < 0.01), while negatively corrected with Emotional Stability (r = -0.38, p < 0.01), meanwhile, it were also positively correlated to two dimensions of expatriate international adjustment: Work Adjustment (r = 0.27, p < 0.01), Interaction Adjustment (r = 0.27, p < 0.01). Finally, Conscientiousness was also positively correlated with one dimension of expatriate performance: Technical Performance(r = 0.19, p < 0.05).

Extraversion was negatively correlated with Emotional Stability (r = -0.17, p < 0.05), while positively correlated with Interaction Adjustment (r = 0.17, p < 0.05) and Contextual Performance (r = 0.24, p < 0.01). Emotional Stability was positively correlated with General Adjustment (r = 0.21, p < 0.05).

Contextual Performance was correlated with the other two dimensions of expatriate performance: Technical Performance (r = 0.56, p < 0.01), and Assignment-specific Performance (r = 0.20, p < 0.05).

Table 4.8  

Correlation between Variables

		

		Variables

		1

		2

		3

		4

		5

		6

		7

		8

		9

		10

		11



		1

		Openness to Experience 

		

		

		

		

		

		

		

		

		

		

		



		2

		Conscientiousness 

		.15

		

		

		

		

		

		

		

		

		

		



		3

		Extraversion 

		.16

		.29**

		

		

		

		

		

		

		

		

		



		4

		Agreeableness 

		-.05

		.04

		-.10

		

		

		

		

		

		

		

		



		5

		Emotional Stability 

		-.09

		-.38**

		-.17*

		-.16

		

		

		

		

		

		

		



		6

		Interaction Adjustment

		.06

		.27**

		.17*

		-.05

		.03

		

		

		

		

		

		



		7

		Work Adjustment

		.07

		.27**

		.04

		-.05

		.05

		.42**

		

		

		

		

		



		8

		General Adjustment

		.11

		.13

		.11

		-.09

		.21*

		.39**

		.39**

		

		

		

		



		9

		Technical Performance

		-.07

		.19*

		.13

		-.32

		.06

		.39**

		.48**

		.29**

		

		

		



		10

		Assignment-specific Performance

		.14

		.12

		.05

		-.06

		.04

		.28**

		.10

		.20*

		-.02

		

		



		11

		Contextual Performance

		-.06

		.07

		.24**

		.06

		.07

		.59**

		.41**

		.24**

		.56**

		.20*

		





** Correlation is significant at the 0.01 level (1-tailed)

* Correlation is significant at the 0.05 level (1-tailed)


4.7 Regression Analyses

In this study, mediation analysis was employed through a series of multiple regression analyses, the present study has one mediating variable of three dimensions (work, interaction and general adjustment). 

Hierarchical regressions were conducted to examine the following hypotheses: 

(a) H1, H2, H3, and all fifteen sub-hypotheses (H1.1 to H1.5, H1.2 to H2.5, H3.1 to H3.5). After analyses, the effect of expatriate Big-Five personality’s each dimensions, namely emotional stability, extraversion, openness to experience, agreeableness, and conscientiousness, on each expatriate performance dimensions, namely technical, contextual and assignment-specific performance should be shown;  

(b) H4, H5, H6, and all fifteen sub-hypotheses (H4.1 to H4.5, H5.1 to H5.5, H6.1 to H6.5,), after this examination, the effects of expatriate Big-Five personality’s each dimensions, namely emotional stability, extraversion, openness to experience, agreeableness, and conscientiousness, on expatriate international adjustment (work, interaction and general adjustment);

(c) H7, H8, H9 and all nine sub-hypotheses (H7.1 to H7.3, H8.1 to H8.3, H9.1 to H9.3), after this examination, the effects of expatriate international adjustment (work, interaction and general adjustment) on expatriate performance dimensions, namely technical, contextual and assignment-specific performance should be shown;  

(d) H10, and all forty five sub-hypotheses (from H10.1 to H10.45), after this analysis, the mediation effects from each dimensions of expatriate international adjustment (work, interaction and general adjustment) on the relationship between expatriate Big-Five personality’s each dimensions (emotional stability, extraversion, openness to experience, agreeableness, and conscientiousness) with expatriate performance dimensions (technical, contextual and assignment-specific performance).

4.7.1 Expatriate Big-Five Personality and Expatriate Performance Dimensions

This hierarchical regression analysis, as discussed in 4.7 was aimed to examine the relationship between independent variable (each of the five dimensions) and dependent variable (each of the three dimensions). Full results are provided in Appendix C4.8.

4.7.1.1 Big-Five Personality to Technical Performance Relationship Testing

Expatriate Big-Five personality was entered as the independent variables. The Big-Five dimensions together showed R2 value of .08 after the first step, which means Big-Five personality as independent variable explained 8% of the variance in Technical Performance. The results indicated that only Extraversion (β = 0.21, t = 2.09, p <0.05) was significantly and positively related Technical Performance, because the associated beta value for Extraversion was significant at 0.21. It showed that out of Big-Five personality, only Extraversion exhibited positive impacts on Technical Performance, while other dimensions of Big-Five personality did not reveal any significant statistical influence. Therefore, H1 can be partially accepted since one sub-hypothesis H1.5 was supported, other sub-hypotheses from H1.1 to H1.4 were not supported. It indicated that expatriates higher in Extraversion will display higher levels of Technical Performance. The results were summarized in Table 4.9.

Table 4.9 

Regression (Expatriate Technical Performance)

		Variables

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Openness to experience 

		-.09

		-.91

		.36



		Conscientiousness 

		.14

		1.33

		.19



		Extraversion

		.21*

		2.09

		.04



		Agreeableness 

		-.02

		-.19

		.85



		Emotional stability

		.11

		1.05

		.29



		R2

		.08

		

		



		Adj. R2

		.03

		

		



		Sig. F change

		.14

		

		





Note: ** p<0.01, * p<0.05

4.7.1.2 Big-Five Personality to Contextual Performance Relationship Testing

Expatriate Big-Five personality was entered as the independent variables. The Big-Five dimensions together showed R2 value of .12 after the first step, which means Big-Five personality as independent variable explained 12% of the variance in Contextual Performance. The results from the table indicated that only Extraversion (β = 0.31, t = 3.21, p <0.01) was significantly and positively related Contextual Performance, because the associated beta value for extraversion was significant at 0.31. It showed that out of Big-Five personality, only Extraversion exhibited positive impacts on Contextual Performance, while other dimensions of Big-Five personality did not reveal any significant statistical influence. Therefore, H2 can be partially accepted and one sub-hypothesis H2.5 was supported, other sub-hypotheses from H2.1 to H2.4 were not supported. It indicated that expatriates higher in Extraversion trait will display higher levels of Contextual Performance. The results were summarized in the following Table 4.10. Full results are provided in Appendix C4.9.

Table 4.10 

Regression (Expatriate Contextual performance)

		Variables

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Openness to experience 

		-.14

		-1.54

		.13



		Conscientiousness 

		.04

		.42

		.67



		Extraversion

		.31**

		3.21

		.00



		Agreeableness 

		.05

		.49

		.63



		Emotional stability

		.12

		1.20

		.23



		R2

		.12

		

		



		Adj. R2

		.07

		

		



		Sig. F change

		.02

		

		





Note: ** p<0.01 * p<0.05


4.7.1.3 Big-Five Personality to Assignment-specific Performance Relationship Testing

Expatriate Big-Five personality was entered as the independent variables. The Big-Five dimensions together showed R2 value of .07 after the first step, which means Big-Five personality as independent variable explained 7% of the variance in Assignment-specific Performance. The results indicated that only Openness to Experience (β = 0.19, t = 2.02, p <0.05) was significantly and positively related Assignment-specific Performance, because the associated beta value for Openness to Experience was significant at 0.19. It showed that out of Big-Five personality, only Openness to Experience exhibited positive impacts on Assignment-specific Performance, while other dimensions of Big-Five personality did not reveal any significant statistical influence (H3.1to H3.3 and H3.5 not supported). Therefore, H3 can be partially accepted since one sub-hypothesis H3.4 was supported, other sub-hypotheses from H3.1 to H3.3 and H3.5 were not supported. It indicated that expatriates higher in this Openness to Experience will display higher levels of Assignment-specific Performance. Full results are provided in Appendix C4.10.

Table 4.11 

Regression (Expatriate Assignment-specific performance)

		Variables

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Openness to experience 

		.19*

		2.03

		.04



		Conscientiousness 

		.12

		1.17

		.24



		Extraversion

		.07

		.66

		.51



		Agreeableness 

		-.03

		-.26

		.79



		Emotional stability

		.05

		.51

		.61



		R2

		.07

		

		



		Adj. R2

		.02

		

		



		Sig. F change

		.19

		

		





Note: ** p<0.01, * p<0.05

4.7.2 Expatriate Big-Five Personality and Expatriate Adjustment Dimensions

4.7.2.1 Big-Five personality and Expatriate Work Adjustment

Expatriate Big-Five personality was entered firstly as the independent variables and expatriate Work Adjustment was entered as dependent variable. The summary of the results are given in Table 4.12, and full results are listed in Appendix C4.11.The Big-Five dimensions together showed R2 value of .12, which means Big-Five personality as independent variable explained 12% of the variance in Work Adjustment. Conscientiousness showed significant value (β = 0.27, t = 2.58, p <0.05), and Agreeableness showed significant value (β = -0.20, t = -2.04, p <0.05). It means that the Conscientiousness and Agreeableness are significantly associated with expatriate Work Adjustment. Therefore, H4.1 and H4.3 were supported, remaining H4.2, H5.4 and H4.5 were rejected.


Table 4.12 

Big-Five personality and Work Adjustment

		Variables

		Step 1

		

		



		

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Openness to experience 

		.13

		1.29

		.19



		Conscientiousness 

		.27*

		2.58

		.01



		Extraversion

		-.10

		-.98

		.33



		Agreeableness 

		-.20*

		-2.04

		.04



		Emotional stability

		-14

		1.36

		.17



		R2

		.12

		

		



		Adj. R2

		.08

		

		



		Durbin-Watson

		1.7

		

		





Note: ** p<0.01, * p<0.05

4.7.2.2 Big-Five personality and Expatriate Interaction Adjustment

Expatriate Big-Five personality was entered firstly as the independent variables and expatriate Interaction Adjustment was entered as dependent variable. The summary of the results are given in Table 4.13, and full results are listed in Appendix C4.12. The Big-Five dimensions together showed R2 value of .12, which means Big-Five personality as independent variable explained 12% of the variance in Interaction Adjustment. Conscientiousness showed significant value (β = 0.28, t = 2.72, p <0.01), and Extraversion showed significant value (β = 0.17, t = 1.81, p <0.10). It means that the Conscientiousness and Extraversion are positively associated with expatriate Interaction Adjustment. Therefore, H5.1 and H5.4 were supported, remaining H5.2, H5.3 and H5.5 were rejected.


Table 4.13 

Big-Five personality and Interaction Adjustment

		Variables

		Step 1

		

		



		

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Openness to experience 

		-.03

		-.29

		.78



		Conscientiousness 

		.28***

		2.72

		.00



		Extraversion

		.17*

		1.81

		.07



		Agreeableness 

		-.02

		-.02

		-.84



		Emotional stability

		.15

		1.46

		.15



		R2

		.12

		

		



		Adj. R2

		.08

		

		



		Durbin-Watson

		1.37

		

		





Note: *** p<0.01, ** p<0.05,*p<0.10


4.7.2.3 Big-Five personality and Expatriate General Adjustment

Expatriate Big-Five personality was entered firstly as the independent variables and expatriate General Adjustment was entered as dependent variable. The summary of the results are given in Table 4.14, and full results are listed in Appendix C4.13. The Big-Five dimensions together showed R2 value of .11, which means Big-Five personality as independent variable explained 11% of the variance in General Adjustment. Conscientiousness showed significant value (β = 0.21, t = 1.88, p <0.10), and Emotional Stability showed significant value (β = 0.30, t = 2.78, p <0.01). It means that the Conscientiousness and Emotional Stability are positively associated with expatriate General Adjustment. Therefore, H6.1 and H6.2 were supported, remaining H6.3, H6.4 and H6.5 were rejected.


Table 4.14 

Big-Five personality and General Adjustment

		Variables

		Step 1

		

		



		

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Openness to experience 

		.09

		.90

		.37



		Conscientiousness 

		.21*

		1.88

		.06



		Extraversion

		.08

		.79

		.43



		Agreeableness 

		-.04

		-.39

		.70



		Emotional stability

		.30***

		2.78

		.00



		R2

		.11

		

		



		Adj. R2

		.06

		

		



		Durbin-Watson

		1.49

		

		





Note: *** p<0.01, ** p<0.05,*p<0.10

4.7.3 Expatriate International Adjustment Dimensions and Expatriate Performance Dimensions

4.7.3.1 Expatriate International Adjustment and Expatriate Technical Performance

Three expatriate international adjustment dimensions were entered as the independent variables and expatriate Technical Performance was entered as dependent variable. The summary of the results are given in Table 4.15, and full results are listed in Appendix C4.14. All three dimensions of expatriate international adjustment together showed R2 value of .31, which means three dimensions of expatriate international adjustment together as independent variable explained 31% of the variance in Technical Performance. Interaction Adjustment showed significant value (β = 0.40, t = 4.47, p <0.01), and Work Adjustment showed significant value (β = .26, t = 2.67, p <0.01). It means that the Interaction Adjustment and Work Adjustment are significantly associated with expatriate Technical Performance. Thus, H7 can be partially accepted since sub-hypothesis H7.1 and H7.2 were supported and remaining H7.3 was rejected. This result indicated that expatriates those who experience higher levels of Work Adjustment will display higher levels of Technical Performance.

Table 4.15 

Expatriate International Adjustment and Technical Performance

		Variables

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Interaction Adjustment 

		.40**

		4.47

		.00



		Work Adjustment

		.26**

		2.67

		.00



		General Adjustment

		-.00

		-.02

		.98



		R2

		.31

		

		



		Adj. R2

		.29

		

		



		Durbin-Watson

		1.65

		

		





Note: ** p<0.01, * p<0.05

4.7.3.2 Expatriate International Adjustment and Expatriate Contextual Performance

Three expatriate international adjustment dimensions were entered as the independent variables and expatriate Contextual Performance was entered as dependent variable. The summary of the results are given in Table 4.16, and full results are listed in Appendix C4.15. All three dimensions of expatriate international adjustment together showed R2 value of .38, which means three dimensions of expatriate international adjustment together as independent variable explained 38% of the variance in Contextual Performance. Only Interaction Adjustment showed significant value (β = 0.61, t = 7.24, p <0.01). It means that the Interaction Adjustment is significantly associated with expatriate Contextual Performance. Thus, H8 can be partially accepted since H8.2 was supported, other sub-hypotheses from H8.1 and H8.3 were rejected. This result indicated that expatriates those who experience higher levels of Interaction Adjustment will display higher levels of Contextual Performance. 


Table 4.16 

Expatriate International Adjustment and Contextual Performance

		Variables

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Interaction Adjustment 

		.61**

		7.24

		.00



		Work Adjustment

		.00

		.01

		.99



		General Adjustment

		.01

		.09

		.93



		R2

		.38

		

		



		Adj. R2

		.36

		

		



		Durbin-Watson

		1.67

		

		





Note: ** p<0.01, * p<0.05

4.7.3.3 Expatriate International Adjustment and Expatriate Assignment-specific Performance

Three expatriate international adjustment dimensions were entered as the independent variables and expatriate Assignment-specific Performance was entered as dependent variable. The summary of the results are given in Table 4.17, and full results are listed in Appendix C4.16. All three dimensions of expatriate international adjustment together showed R2 value of .10, which means three dimensions of expatriate international adjustment together as independent variable explained 10% of the variance in Assignment-specific Performance. Only Interaction Adjustment showed significant value (β = 0.23, t = 2.24, p <0.05). It means that the Interaction Adjustment is significantly associated with expatriate Assignment-specific Performance. It means that H9 can be partially accepted since sub-hypothesis H9.2 was supported, remaining H9.1 and H9.3 were rejected. This result indicated that expatriates those who experience higher levels of Interaction Adjustment will display higher levels of Assignment-specific Performance. 


Table 4.17 

Expatriate International Adjustment and Assignment-specific Performance

		Variables

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		



		Interaction Adjustment 

		.23*

		2.24

		.02



		Work Adjustment

		-.00

		-.01

		.99



		General Adjustment

		.14

		1.33

		.19



		R2

		.10

		

		



		Adj. R2

		.07

		

		



		Durbin-Watson

		1.32

		

		





Note: ** p<0.01, * p<0.05

4.7.4 Mediating Effects Testing

This hierarchical regression analysis, as discussed in 4.7 was aimed to examine the mediating effects of expatriate international adjustment between independent variable (each of the Big-Five personality dimensions) and dependent variable (each of the three expatriate performance dimensions). 

4.7.4.1 Technical Performance as Dependent Variable

The Big-Five dimensions together showed R2 value of .08, which means Big-Five personality as independent variable explained 8% of the variance in Contextual Performance. Secondly, when three dimensions of expatriate international adjustment (Work, Interaction and General adjustment) were was entered and regressed with the dependent variable, the change of the R2 value revealed that an additional 28% of the variance was explained by these mediating variables, which is quite significant. Plus Interaction Adjustment showed significant value (β = 0.41, t = 4.36, p <0.01), and Work Adjustment showed significant value (β = 0.27, t = 2.82, p <0.01), therefore, H10.28 and H10.30 were supported. It means that the Extraversion’s effects on expatriate Technical Performance can be mediated by Interaction Adjustment and Work Adjustment. Full results are provided in Appendix C4.8.

Table 4.18 

Hierarchical Regression (Expatriate Technical Performance)

		Variables

		Step 1

		Step 2

		

		



		

		Std Beta

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		

		



		Openness to experience 

		-.09

		-.07

		-.91

		.36



		Conscientiousness 

		.14

		-.05

		1.33

		.19



		Extraversion

		.21**

		.15

		2.09

		.04



		Agreeableness 

		-.02

		-.02

		-.19

		.85



		Emotional stability

		.11

		-.03

		1.05

		.29



		Mediating Variables

		

		

		

		



		Interaction adjustment 

		

		.41** 

		4.36

		.00



		Work adjustment 

		

		.27**

		2.82

		.00               



		General adjustment

		

		-.02

		-.18

		.86



		R2

		.08

		.36

		

		



		Adj. R2

		.03

		.31

		

		



		R2 Change

		.08

		.29

		

		



		Sig. F change

		.14

		.00

		

		





Note: ** p<0.01, * p<0.05

4.7.4.2 Contextual Performance as Dependent Variable

The Big-Five dimensions together showed R2 value of .12 after the first step, which means Big-Five personality as independent variable explained 12% of the variance in contextual performance. After three dimensions of expatriate international adjustment (work, interaction and general adjustment) were was entered and regressed with the dependent variable, the change of the R2 value revealed that an additional 32% of the variance was explained by these mediating variables. Plus Interaction Adjustment showed significant value (β = 0.57, t = 6.56, p <0.01), therefore, H10.33 was supported. It means that the Extraversion’s effects on expatriate Contextual Performance can be mediated by Interaction Adjustment. Full results are provided in Appendix C4.9.

Table 4.19 

Hierarchical Regression (Expatriate Contextual performance)

		Variables

		Step 1

		Step 2

		

		



		

		Std Beta

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		

		



		Openness to experience 

		-.14

		-.13

		-1.54

		.13



		Conscientiousness 

		.04

		-.14

		.42

		.67



		Extraversion

		.31**

		.22

		3.21

		.00



		Agreeableness 

		.05

		.05

		.49

		.63



		Emotional stability

		.12

		.03

		1.20

		.23



		Mediating Variables

		

		

		

		



		Interaction adjustment 

		

		.57**

		6.56

		.00



		Work adjustment 

		

		.10

		1.12

		.27



		General adjustment

		

		-.03

		-.33

		.74



		R2

		.12

		.43

		

		



		Adj. R2

		.07

		.39

		

		



		R2 Change

		.12

		.32

		

		



		Sig. F change

		.02

		.00

		

		





Note: ** p<0.01 


4.7.4.3 Assignment-specific Performance as Dependent Variable

The Big-Five dimensions together showed R2 value of .07 after the first step, which means Big-Five personality as independent variable explained 7% of the variance in Assignment-specific Performance. Secondly, when three dimensions of expatriate international adjustment (work, interaction and general adjustment) were entered and regressed with the dependent variable, the change of the R2 value revealed that an additional 9% of the variance was explained by these mediating variables, which is quite significant. Plus Interaction Adjustment showed significant value (β = 0.29, t = 2.75, p <0.01), therefore, H10.27 was supported. It means that the Openness to Experience trait’s effects on expatriate Assignment-specific Performance can be mediated by Interaction Adjustment. Full results are provided in Appendix C4.10.

Table 4.20 

Hierarchical Regression (Expatriate Assignment-specific performance)

		Variables

		Step 1

		Step 2

		

		



		

		Std Beta

		Std Beta

		t value

		Sig.



		Independent Variables

		

		

		

		



		Openness to experience 

		.19*

		.20

		2.03

		.04



		Conscientiousness 

		.12

		-.04

		1.17

		.24



		Extraversion

		.07

		.01

		.66

		.51



		Agreeableness 

		-.03

		-.02

		-.26

		.79



		Emotional stability

		.05

		-.00

		.51

		.61



		Mediating Variables

		

		

		

		



		Interaction adjustment 

		

		.29**

		2.75

		.00



		Work adjustment 

		

		-.03

		-.22

		.82



		General adjustment

		

		.09

		.091

		.36



		R2

		.07

		.16

		

		



		Adj. R2

		.02

		.09

		

		



		R2 Change

		.07

		.09

		

		



		Sig. F change

		.19

		.02

		

		





Note: ** p<0.01, * p<0.05

4.8 Summary

The basic prerequisites such as factor analysis, reliability testing and so on, furthermore, the mediation conditions suggested by Baron and Kenny (1986) were all satisfied through the series of analyses conducted in this study. 

First of all, out of expatriate Big-Five personality dimensions, only Extraversion and Openness to Experience showed a direct relationship with expatriate performance: Extraversion is positively associated with both Contextual and Assignment-specific Performance, while Openness to Experience is positively associated with Technical Performance. 

Secondly, out of expatriate Big-Five personality dimensions, Conscientiousness was found it have relationship with all dimensions of expatriate international adjustment, while Extraversion is associated with expatriate Interaction Adjustment, Emotional Stability is associated with expatriate General Adjustment, Agreeableness is associated with expatriate Work Adjustment.

Thirdly, General Adjustment did not show any relationship with all expatriate performance dimensions, while Interaction Adjustment is positively associated with all three expatriate performance dimensions, namely Technical, Contextual and Assignment-specific Performance, Work Adjustment is only positively associated with Technical Performance. Therefore, General Adjustment did not show any mediating effects but the other two expatriate international adjustment dimensions 
(interaction and work adjustment) showed comparably strong mediating effects, which provided a important contribution to research on expatriate three-dimensional performance and Big-Five personality.

The accepted hypotheses are listed in Table 4. 14 as shown below.

Table 4.21 

List of the Accepted Hypotheses

		No.

		Hypotheses

		Results



		H1

		The Big-Five Personality dimensions are positively associated with expatriate technical performance. 



		Partially accepted



		H1.5

		Extroversion is positively associated with technical performance;



		Accepted



		H2

		The Big-Five Personality dimensions are positively associated with expatriate contextual performance.



		Partially accepted



		H2.5

		Extroversion is positively associated with contextual performance;



		Accepted



		H3

		The Big-Five Personality dimensions are positively associated with expatriate assignment-specific performance.



		Partially accepted



		H3.4

		Openness to Experiences is positively associated with assignment-specific performance;




		Accepted



		H4

		Each of Big-Five personality dimensions is positively associated with expatriate work adjustment.




		Partially accepted



		H4.1

		Conscientiousness is positively associated with expatriate work adjustment;



		Accepted



		H4.3

		Agreeableness is positively associated with expatriate work adjustment;



		Accepted



		H5

		Each of Big-Five personality dimensions is positively related expatriate interaction adjustment.




		Partially accepted



		H5.1

		Conscientiousness is positively associated with associated with expatriate interaction adjustment;



		Accepted



		H5.4

		Openness to experiences is positively associated with expatriate interaction adjustment;



		Accepted



		H6

		Each of Big-Five personality dimensions is positively related expatriate general adjustment.




		Partially accepted



		H6.1

		Conscientiousness is positively associated with expatriate general adjustment;



		Accepted



		H6.2

		Emotional stability is positively associated with expatriate general adjustment;



		Accepted



		H7

		Expatriate international adjustment is positively associated with technical performance.



		Partially accepted



		H7.1

		Expatriate work adjustment is positively associated with technical  performance;




		Accepted



		H7.2

		Expatriate interaction adjustment is positively associated with technical performance;




		Accepted



		H8

		Expatriate international adjustment is positively associated with contextual performance.



		Partially accepted



		H8.2

		Expatriate’s interaction adjustment is positively associated with contextual performance;




		Accepted



		H9

		Expatriate international adjustment is positively associated with assignment-specific performance.



		Partially accepted



		H9.2

		Expatriate’s interaction adjustment is positively associated with assignment-specific performance;




		Accepted



		H10

		The effects of Big-Five personality on expatriate three dimensional performances can be mediated by expatriate international adjustment.




		Partially accepted



		H10.27

		The effects of openness to experience on expatriate assignment-specific performances can be mediated by expatriate interaction adjustment.




		Accepted



		H10.28

		The effects of extraversion on expatriate technical performances can be mediated by expatriate work adjustment.




		Accepted



		H10.30

		The effects of extraversion on expatriate technical performances can be mediated by expatriate interaction adjustment.




		Accepted



		H10.33

		The effects of extraversion on expatriate contextual performances can be mediated by expatriate interaction adjustment.




		Accepted





CHAPTER FIVE

DISCUSSION AND CONCLUSTION

In this final chapter, the implications of the research findings and results were discussed and conclusions were drawn. Managerial implication as well as and theoretical implications were provided for both hotel expatriate management executives and expatriate scholars. Last but not least, limitations of this study and suggestions to future research were addressed. 

5.1 Recapitulation of the Study Findings

With two years of working experience as the executive assistant to the chairman of the board in a five-star hotel in Xi’an, China, real business problems of hotel expatriate personality issues, as well as hotel expatriate performance issues contributed in building the idea of doing a research on expatriate personality and expatriate performance. There are quite a number of personality-performance studies. Since none of them were conducted within Chinese hotel industry, meanwhile, with the initial objective of avoiding repeat the same model, and with the initial attempt of this study, which is to make more contribution for future expatriate performance studies, expatriate international adjustment was added as mediating variable in this research. This newly built model in this study comprises of one independent variable – Big-Five personality, which can be further breakdown into five dimensions (Conscientiousness, Emotional Stability, Openness to Experience, Extraversion and Agreeableness), one mediating variable – expatriate international adjustment, which can be broken down into three dimensions (Work Adjustment, General Adjustment and Interaction Adjustment), finally, one dependent variable - expatriate performance, which can also be breakdown into three dimensions (Technical Performance, Contextual Performance and Assignment-specific Performance). The major objective of this study was to examine whether expatriate international adjustment dimensions mediated the relationship between the expatriate Big-Five personality and expatriate performance. In order to find answers to research questions of this study, Baron and Kenny’s conditions for determining mediation effects were detailed demonstrated in Chapter 4.

Based on a review of related past expatriate studies, and Chinese hotel studies, there are no consensus on which Big-Five personality traits could better predict which dimension of expatriate performance, and no consensus on which Big-Five personality are more related to expatriate international adjustment. Another major fact is that, little past research examined all three dimension of expatriate performance. Therefore, all possible hypotheses were developed; altogether 10 main hypotheses and 84 sub-hypotheses were developed. Only 17 sub-hypotheses were accepted. The results showed some mediation effects for specific independent variable – dependent variable relationships. Detailed discussions on the results of this study are given in the following section.

5.2 Discussion on the Results Reported in Chapter Four

In order to satisfy the requirements of Baron and Kenny (1986), which determine the presence of mediation, the relationship between expatriate Big-Five personality and Expatriate three-dimensional performance was examined.

5.2.1 Relationship between Independent Variable and Dependent Variable

Out of the Big-Five personality dimensions, only Extraversion and Open to Experience are found to have relationship with expatriate performance.

Extraversion 

Surprisingly, Extraversion was found to have a significant relationship with expatriate technical performance and expatriate contextual performance, which is contradicting from the results from previous studies 
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(Caligiuri, 2000; Ones & Viswesvaran, 1999; Shaffer et al., 2006)
. In Shaffer and colleagues’ study, the other two dimensions Conscientiousness and Emotional Stability are found to be more related to both expatriate technical and contextual performance dimensions, while both Caligiuri (2000) and Ones and Viswesvaran (1999) found Conscientiousness to be more related to technical performance, instead of Extraversion. This contradicting result could be explained by evolutionary personality theory, because Buss (1991) suggested that extraversion may help individuals in facilitating interactions and bond with host country nationals or with other expatriates through building social alliance. As discussed in Chapter 2, hotel expatriates’ job duties and their main functions, it indicated that their daily work/technical activities include a lot of developing and maintaining interpersonal ties with host country subordinates, as well as customers. From this angle, this result is consistent with Barrick and Mount (1991). They found Extraversion was a valid predictor for two occupations’ performance, namely managers and sales, which obviously includes a lot of social interaction. Majority (95.5%) of the respondents in this research was holding above managerial level positions, therefore, it is understandable that more extraverted hotel expatriates will achieve better technical and contextual performance.

Openness to Experience 

The results indicated that Openness to Experience is positively associated with expatriate Assignment-specific performance. Since past similar researches have only measured the relationship between Big-Five personality and expatriate Contextual and Technical performance, instead of Assignment-specific performance dimension, this result can be considered one of the contributions to future expatriate studies, especially when doing a expatriate  performance research in China. As an ancient eastern country with thousands years of country and unique culture, being in China and working there do will post ambiguous and uninterpretable difficulties for expatriates. To be successful, or perform well in China, expatriates must possess cognitive complexity and intuitive perceptual acuity to ensure their perception and interpretation of the host country culture (Dinges, 1983; Finney & Von Glinow, 1988), in other words, expatriate must possess the ability to assess their social environments. Therefore, it is understandable that hotel expatriates should own higher level of Openness to experience, in order to meet the specific requirement for being on this assignment in China.

5.2.2 Relationship between Independent Variable and Mediating Variable

Out of the Big-Five personality dimensions, Conscientiousness, Emotional Stability, Openness to Experience and Agreeableness are found to have relationship with either expatriate international adjustment dimensions, except Extraversion. 

Conscientiousness 

The results showed that expatriates with higher levels of Conscientiousness will adjust better in all three dimensions of international adjustment, compared with those who were lower in this trait. This result is consistent with the study of Ones and Viswesvaran (1999), which also identified Contentiousness as the strongest Big-Five traits which influence expatriate adjustment. This result can be explained by the following statement: individuals high in this trait are often motivated to find the meaning, and they may show high level of adaption to the foreign culture (Leiba-O'Sullivan, 1999). Meanwhile, this result is contradictory with the results from Huang and colleagues (2005). In their research, they found Conscientiousness and Extraversion are not significantly correlated with any of the adjustment dimensions (Huang et al., 2005). Therefore, there is no consensus on the relationship between Big-Five personality and expatriate international adjustment.

Agreeableness 

The results indicated that Agreeableness is positively associated with expatriate Work Adjustment. This trait is usually considered relevant to efforts to get along with others. As explained earlier in 5.2.1, hotel expatriates in this research must involved in many social and interaction activities, therefore, this trait will facilitate effective communications and relationships with host country nationals (Mendenhall & Oddou, 1985), which indirectly ease the stress associated with adapting to both work and non work of the international assignment. This result further proved Ones and Viswesvaran (1999)’s previous findings which reported the results as follow: “Agreeableness was perceived to be the second most important predictor of interpersonal relations with host country nationals, and the third most influential predictor of adjustment …”(Ones & Viswesvaran, 1999). Evolutionary personality theory suggested that individuals with more agreeableness often can build social alliance easily, plus in a Confucian society as mainland China, personal connection, or Guanxi (Xin & Pearce, 1996), is considered one of the most important factors for expatriate work adjustment. Therefore, this result is reasonable. 

Openness to Experience

The results indicated that Agreeableness is positively associated with expatriate General Adjustment. It is partial consistent with the results from with Ones and Viswesvaran (1999) and fully consistent with Huang et al. (2005). In the results of Ones and Viswesvaran’s research, Conscientiousness had the highest ranking and followed Emotional Stability and Openness to Experience which showed relationship with expatriate adjustment. Since it is a policy-capturing research, the adjustment dimension is measure as a whole, while in this research, expatriate international adjustment includes three dimensions, Work, Interaction and General adjustment (Black & Stephens, 1989). However, in Huang et al (2005), Extraversion, Agreeableness and Openness to Experience are found positively correlated with each of the three dimensions of expatriate adjustment. As explained earlier in 5.2.2, since the uniqueness of Chinese culture, hotel expatriates from western countries must experienced certain levels of culture difference. In this research, items used to examine General Adjustment include food, if link this item to one of the items which examines Openness to Experience - “I often try new and foreign foods”, thus it is very obvious that if they are high in this trait, they will be curious and eager to learn about the Chinese culture, and try Chinese food. Therefore, this trait should enhance the uncertainty they face and assist their adjustment to the China on general (Mendenhall & Oddou, 1985).

Emotional Stability

The results indicated that Emotional Stability is positively associated with expatriate General Adjustment. Emotional stable individuals are supposed to be able to tolerate stress, and able to deal with unpleasant surprises. This is formerly confirmed by One and Viswesvaran (1999). Individuals high in this trait should be able to adjust well in the foreign country. While in another more recent study, it was found that Emotional Stability was positively related to another dimension of international adjustment – Work Adjustment (Shaffer, et al 2006). This means that the Emotional Stability may have relationship with different dimensions of expatriate international adjustment.

5.2.3 Mediating Variable to Dependent Variable

It has been suggested that wee-adjusted expatriates will have greater reserves of personal resources, such as time, effort, emotional investment, available to spend on behavior which facilitate their job performance(Shaffer & Harrison, 2001). Out of the three expatriate international adjustment dimensions, Work Adjustment is positively associated with Technical Performance, while Interaction Adjustment are positively associated with all three dimensions of the expatriate performance, however, General Adjustment is not associated with none of the expatriate performance dimensions. 


Work Adjustment

The results indicated that there is relationship between expatriates Work Adjustment and their Technical Performance (β = 0.27, t = 2.82, p <0.01), which is consistent with many previous literatures 
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(Kraimer et al., 2001; Shaffer & Harrison, 2001; Shay & Baack, 2006)
. The result showed higher level of significance compared to the Kraimer et al. (2001) results (t = 1.89, p < 0.05), and Shay and Baack (2006) results (β = 0.18, p < 0.05). This higher level of significance can be explained by self-reporting questionnaire, and single-source bias. In the research of Kraimer and colleagues (2001), they used supervisor-rating of expatriate performance which usually produces lower level of ratings compared to self-reporting. Stress management theory suggested that expatriates who are more comfortable with working in the host country will display lower levels of stress, which furthermore facilitated with their Technical performance.  

Interaction Adjustment


Interaction Adjustment is positively associated with all three dimensions of the expatriate performance, Contextual Performance highest β = 0.57, t = 6.56, p <0.01, Technical Performance with β = 0.41, t = 4.36, p <0.01, and Assignment-specific Performance with β = 0.29, t = 2.75, p <0.01. These results indicated that Interaction Adjustment is perceived as the most significant predictor to expatriate Contextual Performance, second significant predictor to expatriate Technical Performance, and finally expatriate Assignment-specific Performance. Regarding with Contextual Performance, it is reasonable to conclude that well-adjusted expatriates in Interaction Adjustment dimension will display higher level of Contextual Performance, which is congruent with Kraimer,et al.(2001). Therefore, expatriates who reported being more comfortable interacting with host country nationals are considered better performer in Contextual performance dimension.

General Adjustment

General Adjustment in this research refers to the level of comfortableness expatriate felt while working and living a foreign country. The results of this study indicated that this expatriate international adjustment dimension do not have any relationship with performance. It can be understand as the following assumption: on general, expatriates in this study did not feel huge levels of uncomfortableness while working and living in China, especially in the three chosen cities, namely Xi’an, Beijing and Shanghai. This is probably because after the adoption of Reform and Opening Policy, during the nearly thirty years development, capital cities in China already have a lot of health care facilities, entertainment and recreation facilities, such as western food restaurant, expatriates seems adjusted well in these three cities. Therefore, didn’t have much impact on their performance.

5.2.4 Mediating Effects

In this study, the explanation of mediating effect can be broken down into three groups, each highlighting the separate dependent dimensions:

(a) The mediating effect of expatriate international adjustment between expatriate Big-Five personality dimensions and expatriate Technical Performance;

(b) The mediating effect of expatriate international adjustment between expatriate Big-Five personality dimensions and expatriate Contextual Performance;

(c) The mediating effect of expatriate international adjustment between expatriate Big-Five personality dimensions and expatriate Assignment-specific Performance.

 The results showed that expatriate Interaction Adjustment have more mediating effects compared with other two adjustment dimensions. For instance, Interaction Adjustment showed three groups of mediating effects, (1) between Openness to Experience and Assignment-specific Performance, (2) between Extraversion and Technical Performance, and (3) between Extraversion between Contextual Performance. Work Adjustment showed only one mediating effect which is between Extraversion trait and expatriate Technical Performance. However, the results failed to show any mediating effects of General Adjustment between neither dimensions from expatriate Big-Five personality and expatriate performance.

Although very few mediating hypotheses were supported, the results of study still provide significant contribution by proving the above mediating effects, which have not been tested in other studies in the course of the literature review for this study. Since all requirements laid down by Baron and Kenny (1986) were satisfied, therefore, all research questions were answered and the initial objectives of this research were fulfilled. 

5.3 Theoretical Implications

From the theoretical perspective, the findings of this study built up a new personality-adjustment-performance model for future researches on the relationship between expatriate Big-Five personality and expatriate three-dimensional performance, by confirming some mediating effects of expatriate international adjustment. Even if previous literature showed support for multi-dimensional expatriate international adjustment, some research have already confirmed the mediating effects of multidimensional expatriate international adjustment to expatriate performance (Kim, Kirkman, & Chen, 2006; Kraimer et al., 2001), however, during the process of literature reviewing for this research, neither of the two studies nor past literatures were found to have examined the relationship between expatriate Big-Five personality and expatriate three-dimensional performance (Technical, Contextual and Assignment-specific performance). 

This result of this study has also revealed and confirmed the personality-adjustment-performance process as compared with personality-adjustment, and adjustment- performance models, which can be considered as the biggest contribution of this study by providing evidence for this new model’s existence. Future research can conduct similar in other industry or in other countries to validate the cross-industry and cross-cultural applicability.

The theory of evolutionary personality psychology appears to be the most relevant theory in this study which helped explain the relationship between expatriate Big-Five personality and expatriate three-dimensional performance, while stress management theory appears to be the most relevant theory which helped explaining the relationship between expatriate international adjustment dimensions and expatriate three-dimensional performance. They are all congruent with the previous literature findings (Caligiuri, 2000; Kraimer et al., 2001).

Based on the results of this study, Extraversion is the most important personality trait which showed great significance in predicting two dimensions of the expatriate performance, Contextual and Assignment-specific performance and Openness to Experience showed significance in predicting expatriate Assignment-specific performance. It means Expatriates who are more extraverted, turned to show higher level of Contextual and Assignment-specific performance; while expatriate who are more open to experience will show higher level of Assignment-specific Performance.

5.4 Managerial Implications

The results of this study have important managerial implications for expatriate management, especially those international hotel companies (IHCs) and particular those expatriate-heavy IHCs operating in mainland China. This study has provided empirical evidence that expatriate three-dimensional performance could be predicted by expatriate Big-Five personality. It means that expatriate higher with certain personality traits may display different level of Technical, Contextual and Assignment-specific performance. 

Findings of the research showed that the personality traits, which can be used to predict certain expatriate performance dimensions, are different from the past literatures. For instance, Extraversion is a better predictor for expatriate Technical Performance, but in other studies, it was not even hypothesized to have a relationship with expatriate performance (Caligiuri, 2000), however, the existence of personality-performance relationship proved in this research showed consistency with previous literatures 
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(Caligiuri, 2000; Shaffer et al., 2006)
. For the sake of adjustment-performance relationship, the results discussed earlier in 5.2 are also consistent with previous literatures (Kraimer et al., 2001; Shay & Baack, 2006).

The results of this study indicated that Big-Five personality traits should be considered for the expatriate selection process. IHCs human resources managers/directors should pay more attention on individual difference in order to improve expatriate performance in a complicated background like mainland China, rather than only focusing on their technical competence. Results of this study suggested expatriates who are more extraverted, outgoing, and who are more open to experience new things appears to perform better than others. Furthermore, certain traits showed their significant relationship with expatriate international adjustment, such as Conscientiousness, Openness to Experience, Agreeableness and Emotional Stability. Those traits can affiliate expatriate to adjust well in the foreign country, which helps them reduce the stress while on international assignment, in other words, these traits eventually will help them to perform well. Therefore, for those IHCs wanting to ensure the high level of hotel expatriates’ performance, and avoiding lower level of performance or failure of the international assignments, they should look into the individual personality differences, such as extraversion, outgoing, emotional stable, highly responsible, openness and so on, these favorable traits will be very useful in expatriate selection criterion, meanwhile, they should also make sure that expatriates with these favorable traits should also be socially and technically competent as suggested (Shaffer et al., 2006). 

By follow the above implications, failure rate of international assignments should be reduced, and expatriate international adjustment and their performance should be enhanced.

5.5 Limitations of the Study and Direction for Future Research

All researches have flaws which can be improved by the future researches. 

Firstly, this research only studied the hotel expatriates in three cities in China, Xi’an, Beijing and Shanghai. Therefore, readers need to be cautioned that the results of this study might not be able to explain the hotel expatriate performance across the country. Therefore, it can not be used in interpreting expatriate selections etc in other countries. On the other hand, China is a large country, there are geographic based differences existing in different region. For instance, although the official language in mainland China is mandarin, local dialects are spoken in different regions (Pitsilis, Woeltzel, & Wong, 2004), while southeastern part of China are commonly considered wealthier and more developed compared to northwestern parts. Researchers can conduct similar research in different regions of China, but should get more supports and participation from more IHCs, which covers more regions in China in order to enhance the validity of this new model across the country.

Secondly, the number of the respondents is quite limited due to time limitations and difficulties experienced while doing this research outside China. Moreover, majority of the respondents are accessed with the help of past personal connections. Therefore, the respondents could be very limited and only from a small group of IHCs. Future researchers should include more respondents from various IHCs in order to overcome this flaw.

Thirdly, one major weakness of this study is the use of the self-report instruments to measure the expatriate performance, which has been labeled as single-source bias (Podsakoff & Organ, 1986; Spector, 1987). Items of each items were positioned randomly in each section of the questionnaire to make it more difficult for the respondents to give uniform answers, which can further lessen the potential problem of single-source bias (Selmer, 2006). Although self-reporting is very important in its own ways, the results could be very limited. Since it is known that self-ratings of performance are probably to be higher due to defenselessness on the part of the rater, this will resulted in a more positive evaluation compared to using subordinates’ ratings or 360 degree feedback ratings (Caligiuri & Day, 2000; Mol et al., 2005). According to some scholars in expatriate research, two more sources for performance ratings, namely home country supervisors and host country nationals (Zeira & Banai, 1985), could be included to reduce this limitation. Since host country nationals will have daily basis contacts and spend some quality time working, socializing together, therefore, host country nationals’ ratings towards expatriate performance are also recommended by several scholars (Rothstein, 1990). Due to limitation of time and difficulties experienced while trying to access the home country employees in a third country, such as expatriates’ supervisors or subordinates, this research failed to include these ratings. Therefore, three resources mentioned previously should be included in the future studies in order to improve the expatriate performance ratings, and further proves the research results. 

Fourthly, this research didn’t include any control variables in the dada analyses process. Factors discussed in Chapter two, such as past international assignment experience, host country nationals’ supports and cooperation, Chinese language proficiency should be included as control variables. Future studies should choose and include control variables in the process of data analyses, in order to achieve better results.


Finally, another consideration should be taken for future studies, as some studies proved that Chinese-speaking expatriates, for instance from Asian countries like Singapore, would consider Chinese language as a very important factor compared to non-Chinese speaking expatriates (Feng & Pearson, 1999), and it has been proven that Chinese-speaking expatriates are more likely to attribute their success partly to their knowledge of Chinese (Black, 1988). As stated that language skills are crucial for interpersonal communication and relationship building, and effective functioning at home and at work (Mendenhall & Oddou, 1985). Because the official language in China is Mandarin, despite the proficiency of English in mainland China is increasing, business expatriates in mainland China tend to see language differences as a fundamental obstacle to interaction adjustment (Selmer, 2006).

5.6 Conclusion

This study endeavored to prove the personality-adjustment-performance relationship. In doing so, this study in effect included Big-Five personality (McCrae & John, 1992), expatriate international adjustment (Black & Stephens, 1989), and expatriate three performance dimensions (Caligiuri & Day, 2000). In order to achieve the initial objectives of this research, the study attempted to build this new complex model and planted four to five star hotels in three cities in China hotel (Xi’an, Beijing and Shanghai). 

The results of this study proved the existence of the new model. However, due to geographic difference, the results from this study are somehow different from previous literature in the following ways: only Extraversion is positively associated with Technical Performance and Contextual Performance, while Openness to Experience is positively associated with Assignment-specific Performance. Surprisingly, the rest four traits failed to show any relationship with three expatriate performance dimensions, such as Agreeableness which have found positive relationship with Contextual Performance. 

All the required tests were run in order to satisfy the conditions for determining mediation (Baron & Kenny, 1986). The results showed that expatriate Interaction Adjustment has the most significant mediating effects between all three performance dimensions and some of the Big-Five personality traits. Interaction Adjustment mediates: the effects of Openness to Experience on Assignment-specific Performance; the effects of Extraversion on Technical Performance; the effects of Extraversion on Contextual Performance. Work Adjustment mediates the effects of Extraversion on Technical Performance. Other dimensions Big-Five personality could not be ran as General Adjustment didn’t show any significant relationship with any dimension of expatriate performance.

The contribution by identifying the personality-adjustment-performance is highly significant. Although it was suggested by past literature that Big-Five personality can be used as predictors of expatriate performance, the results of this study imply that expatriates with lower level of certain traits may firstly experience maladjustment, and eventually maladjustment will jeopardize their performance. The core theories of this study are theory of evolutionary personality psychology and stress management theory, both of which affiliated in explaining the personality-adjustment-performance relationship. It also implies that IHCs could select their expatriates not only based on their technical competency but individual difference (personality traits). 

The study highlighted Extraversion and Openness to Experience as the predictor of expatriate personality-adjustment-performance relationship. In a business environment like China, personal connections and interpersonal skills are very helpful in assisting expatriates achieve higher level of performance. These two personality traits should help expatriates in developing interpersonal skills as well as personal connections with the host country nationals.
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Appendix C1.1


		INTERNATIONAL TOURISTS BY MAJOR CITIES, JAN-DEC 2007 (NO.2)



		　

		接待人数      (人天)

		同比增长       (%)

		接待人天数构成（人天） BREAKDOWN OF NIGHTS



		

		

		

		



		

		

		

		



		

		NIGHTS

(Person/night)

		GROWTH（%）

		外国人

		香港同胞

		澳门同胞

		台湾同胞



		

		

		

		FOREIGNERS

		HONG KONG

		MACAU

		TAIWAN PROVINCE



		总  计  TOTAL

		126 070 917    

		14.44

		81 003 164    

		27 490 723    

		2 837 103    

		14 739 927    



		北  京  BEIJING

		18 181 465    

		11.32

		16 363 383    

		1 125 284    

		 24 337    

		 668 461    



		天  津  TIANJIN

		3 902 107    

		19.50

		3 307 060    

		 296 808    

		 17 694    

		 280 545    



		沈  阳  SHENYANG

		1 475 563    

		12.87

		1 249 887    

		 116 900    

		 7 280    

		 101 496    



		大  连  DALIAN

		2 794 509    

		11.97

		2 485 988    

		 128 856    

		 3 644    

		 176 021    



		长  春  CHANGCHUN

		 523 511    

		24.45

		 425 512    

		 47 052    

		 3 507    

		 47 440    



		哈尔滨  HARBIN

		 729 465    

		4.93

		 580 008    

		 61 918    

		 1 935    

		 85 604    



		上  海  SHANGHAI

		19 176 747    

		14.59

		16 022 656    

		1 057 311    

		 60 423    

		2 036 357    



		南  京  NANJING

		5 006 407    

		18.74

		3 269 430    

		 662 660    

		 39 175    

		1 035 142    



		无  锡  WUXI

		2 003 845    

		10.14

		1 432 218    

		 199 135    

		 6 066    

		 366 426    



		苏  州  SUZHOU

		4 937 866    

		14.12

		3 576 593    

		 299 715    

		 33 010    

		1 028 548    



		杭  州  HANGZHOU

		5 568 310    

		19.10

		3 787 491    

		 731 724    

		 30 889    

		1 018 206    



		宁  波  NINGBO

		2 131 524    

		23.02

		1 389 322    

		 252 187    

		 88 647    

		 401 368    



		黄  山  HUANGSHAN

		790 249    

		23.71

		 556 883    

		 67 186    

		 2 974    

		 163 206    



		厦  门  XIAMEN

		3 601 905    

		15.46

		2 048 691    

		 350 887    

		 20 974    

		1 181 353    



		济  南  JINAN

		334 722    

		20.19

		 231 992    

		 65 791    

		 1 411    

		 35 528    



		青  岛  QINGDAO

		3 309 845    

		17.90

		2 943 990    

		 200 521    

		 4 484    

		 160 850    



		武  汉  WUHAN

		1 255 022    

		16.91

		1 052 757    

		 106 124    

		 1 618    

		 94 523    



		广  州  GUANGZHOU

		13 719 127    

		-1.73

		5 365 959    

		6 544 828    

		 729 707    

		1 078 633    



		深  圳  SHENZHEN

		16 701 857    

		17.32

		3 719 204    

		11 642 616    

		 91 670    

		1 248 367    



		珠  海  ZHUHAI

		6 948 987    

		39.31

		1 823 326    

		1 712 905    

		1 430 047    

		1 982 709    



		中  山  ZHONGSHAN

		1 456 909    

		-3.04

		 317 606    

		 808 890    

		 173 947    

		 156 466    



		桂  林  GUILIN

		2 120 502    

		32.56

		1 441 388    

		 192 543    

		 2 575    

		 483 996    



		海  口  HAIKOU

		270 479    

		1.46

		 173 112    

		 47 310    

		 2 129    

		 47 928    



		三  亚  SANYA

		1 519 288    

		31.64

		1 351 625    

		 103 547    

		 25 558    

		 38 558    



		重  庆  CHONGQING

		2 138 477    

		19.71

		1 773 432    

		 188 584    

		 3 539    

		 172 922    



		成  都  CHENGDU

		1 461 046    

		33.20

		1 043 227    

		 175 438    

		 12 993    

		 229 388    



		昆  明  KUNMING

		1 095 741    

		-0.48

		 802 800    

		 95 168    

		 2 773    

		 195 000    



		西  安  XI’AN

		2 915 442    

		15.29

		2 467 624    

		 208 835    

		 14 097    

		 224 886    





Appendix C2.1 Source of effects sizes used per predictor for the meta-analyses on expatriate job performance


		Study

		Big Five Dimensions

		Context Specific Predictors

		Adjust-ment

		Explorative analyses for predictors with K<4

		Biographical / Control variables



		

		Extraversion

		Emotional stability

		Agreeableness

		Conscientiousness

		Openness

		Local Language Ability

		Cultural Sensitivity

		Prior International Experience

		Flexibility

		General Adjustment

		Interaction Adjustment

		Work Adjustment

		Cultural Flexibility

		Level of Education

		Ego Strength

		English Language Ability

		Fulltime Work Experience

		Intelligence

		MBTI Introversion

		Number of Previous Assignments

		Peer Nominations

		Relevant Experience

		Selection Board

		Tolerance for Ambiguity

		Ethnocentrism

		Task Leadership

		People Leadership

		Open-mindedness

		Tolerance

		Patience

		Social Adaptability

		Interpersonal Interest

		Locus of Control

		Gender

		Age

		Assignment Tenure

		Individualism

		Masculinity

		Power Distance

		Uncertainty Avoidance

		Cultural Distance



		K

		12

		12

		11

		11

		11

		5

		4

		6

		5

		9

		12

		6

		2

		2

		2

		2

		2

		2

		2

		2

		2

		2

		2

		2

		3
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		Black & Porter (1991)
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		Deller (2000)
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Appendix C2.1 (Continued). Source of effects sizes used per predictor for the meta-analyses on expatriate job performance

		Study

		Extraversion

		Emotional stability

		Agreeableness

		Conscientiousness

		Openness

		Local Language Ability

		Cultural Sensitivity

		Prior International Experience

		Flexibility

		General Adjustment

		Interaction Adjustment

		Work Adjustment

		Cultural Flexibility

		Level of Education

		Ego Strength

		English Language Ability

		Fulltime Work Experience

		Intelligence

		MBTI Introversion

		Number of Previous Assignments

		Peer Nominations

		Relevant Experience

		Selection Board

		Tolerance for Ambiguity

		Ethnocentrism

		Task Leadership

		People Leadership

		Open-mindedness

		Tolerance

		Patience

		Social Adaptability

		Interpersonal Interest

		Locus of Control

		Gender

		Age

		Assignment Tenure

		Individualism

		Masculinity

		Power Distance

		Uncertainty Avoidance

		Cultural Distance
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Appendix C2.1 (Continued). Source of effects sizes used per predictor for the meta-analyses on expatriate job performance

		Study

		Extraversion

		Emotional stability

		Agreeableness

		Conscientiousness

		Openness

		Local Language Ability

		Cultural Sensitivity

		Prior International Experience

		Flexibility

		General Adjustment

		Interaction Adjustment

		Work Adjustment

		Cultural Flexibility

		Level of Education

		Ego Strength

		English Language Ability

		Fulltime Work Experience

		Intelligence

		MBTI Introversion

		Number of Previous Assignments

		Peer Nominations

		Relevant Experience

		Selection Board

		Tolerance for Ambiguity

		Ethnocentrism

		Task Leadership

		People Leadership

		Open-mindedness
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		Patience

		Social Adaptability

		Interpersonal Interest

		Locus of Control

		Gender

		Age

		Assignment Tenure

		Individualism

		Masculinity

		Power Distance

		Uncertainty Avoidance

		Cultural Distance



		Mischel (1965)

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		√

		

		

		√

		

		

		√

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		Parker & McEvoy (1993)

		

		

		

		

		

		

		

		√

		

		√

		√

		√

		

		

		

		

		

		

		√

		

		

		√

		

		

		

		

		

		

		

		

		

		

		

		√

		√

		

		

		

		

		

		√



		Robinson & Williams (2003)

		√

		√

		√

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		Schneider (1997)

		

		

		

		

		

		√

		√

		√

		√

		

		

		

		

		√

		

		√

		√

		

		

		√

		

		√

		

		

		

		

		

		√

		

		√

		

		√

		

		√

		

		√

		√

		√

		√

		√

		



		Shaffer et all. (2003) - Study 1

		√

		√

		√

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		Shaffer et all. (2003) – Study 2

		

		

		

		

		

		

		

		

		

		√

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		

		√

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		Shaffer et all. (2003) – Study 3

		

		

		

		

		

		

		

		

		

		√

		

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		√

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		Sinangil & Ones (2003)

		

		

		

		

		

		

		

		√

		

		√

		√

		

		

		

		

		

		√

		

		

		√

		

		

		

		

		√

		

		

		

		

		

		

		

		

		

		√

		√

		

		

		

		

		



		Sinangil & Ones (1997)

		

		

		

		

		

		

		

		

		

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		√

		

		

		

		

		

		

		



		Stoerle et al. (2002)

		√

		√

		√

		√

		√

		

		√

		

		

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		





Appendix C2.1 (Continued). Source of effects sizes used per predictor for the meta-analyses on expatriate job performance

		Study

		Extraversion

		Emotional stability

		Agreeableness

		Conscientiousness

		Openness

		Local Language Ability

		Cultural Sensitivity

		Prior International Experience

		Flexibility

		General Adjustment

		Interaction Adjustment

		Work Adjustment

		Cultural Flexibility

		Level of Education

		Ego Strength

		English Language Ability

		Fulltime Work Experience

		Intelligence

		MBTI Introversion

		Number of Previous Assignments

		Peer Nominations

		Relevant Experience

		Selection Board

		Tolerance for Ambiguity

		Ethnocentrism

		Task Leadership

		People Leadership

		Open-mindedness

		Tolerance

		Patience

		Social Adaptability

		Interpersonal Interest

		Locus of Control

		Gender

		Age

		Assignment Tenure

		Individualism

		Masculinity

		Power Distance

		Uncertainty Avoidance

		Cultural Distance



		Tsang (2001)

		√

		

		

		

		

		√

		

		√

		

		√

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		



		Tucker et al. (2004)

		

		

		

		

		

		

		

		

		√

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		√

		√

		√

		√

		√

		√

		

		

		

		

		

		

		

		



		Volmer & Staufenbiel (2003)

		

		

		

		

		

		√

		√

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		√

		

		

		

		

		

		

		

		

		

		



		Wang (2001)

		

		

		

		

		

		

		

		√

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		

		√

		√

		

		√

		

		

		

		

		√





Expatriate Adjustment:


Work Adjustment;


General Adjustment;


Interaction Adjustment








Expatriate Personality:


Conscientiousness;


Emotional Stability;


Agreeableness;


Openness;


Extraversion.





Expatriate Performance:


Task Performance;


Contextual Performance;


Assignment-specific Performance




















� Checkmarks denote that the coefficients for the variable in a particular column were obtained from the study identified on the specified row


K = Total number of the effect sizes included for each variable





119

118






Appendix C3.1 Sample Questionnaire

[image: image1.png]
______

April 2008


Dear Sir / Madam,


I am grateful to seek your assistance in answering this questionnaire. This is conducted as a partial requirement of the academic program leading towards the MBA degree offered by Universiti Sains Malaysia. This research investigates the predictors of expatriate job performance within the context of China hotel industry in three major tourism cities, namely Beijing, Shanghai, and Xi’an. There is no right or wrong answer to any of the survey questions. We are mainly interested in your opinions and experiences about your work and those who you work with. Most importantly, please be assured that all the information provided will be kept strictly confidential and all results will be used for research purposes only.


The questionnaire will take about 15 minutes to complete. I thank you for your generosity and goodwill in supporting this survey. Should you have any queries on the questionnaire or this study, please do not hesitate to contact me (Justin) at +6017-4006878 (mobile number in Malaysia) or at justinf2000@gmail.com. 


I would be most grateful if you could kindly complete the questionnaire and return it directly to me latest by 25th April, 2008. This is most important because the data needs to be collected and analyzed.


Your participation in this survey is completely voluntary and you may protect your confidentiality by answering the questions anonymously. If you would like to be informed about the findings and conclusions of this study, please leave your contacts and e-mail. I would be delighted to share the information with you.

Thank you very much for your time and cooperation. Your participation will be a significant contribution towards the success of this research project.

Yours sincerely,

Fu Jin Liang (Justin)


MBA Candidate


Tel: +6017-4006878 (Mobile)

E-mail: justinf2000@gmail.com

Dr. Lilis Surienty Abd.Talib


Supervisor
                                  


Tel: 04-653888 ext 2753


E-mail: lilis@usm.my 


Part A: Personal Particulars

This session consists of general questions and is important to us in knowing about our respondents. Please type in the given space “     _”or cross (×) your answers clearly in the given box FORMCHECKBOX 
.

1. Sex: 

		Male 

		 FORMCHECKBOX 


		Female 

		 FORMCHECKBOX 






2. Age:      ______

3. Marital Status:

		Single

		 FORMCHECKBOX 


		Married

		 FORMCHECKBOX 


		Divorced

		 FORMCHECKBOX 


		Widowed

		 FORMCHECKBOX 






4. Please indicate your home country (Nationality):      ____

5. Presently, I’m working and residing in:

		Beijing

		 FORMCHECKBOX 


		Shanghai

		 FORMCHECKBOX 


		Xi’an

		 FORMCHECKBOX 






6. I have been with the present company for      ____(Years)

7. I have been in this assignment for      ___months.

8. Your designation on this assignment is      ___

9. Please cross (×) whether you are in the management or the technical position.

		Technical

		 FORMCHECKBOX 


		Managerial

		 FORMCHECKBOX 






10. This is my first time living in this country.    

		Yes

		 FORMCHECKBOX 


		No

		 FORMCHECKBOX 






11. How would you describe your current household living arrangements?

		Living alone

		 FORMCHECKBOX 




		Living with spouse/partner without children

		 FORMCHECKBOX 




		Living with spouse/partner with children

		 FORMCHECKBOX 






12. Your highest completed level of education:

		Elementary school

		 FORMCHECKBOX 




		High school

		 FORMCHECKBOX 




		College degree

		 FORMCHECKBOX 




		Graduate degree

		 FORMCHECKBOX 




		Post graduate

		 FORMCHECKBOX 






    Other (please specify):      _____

13. Do you have previous overseas working experience (besides the current one)?

		Yes

		 FORMCHECKBOX 


		                   No

		 FORMCHECKBOX 






      If your answer is yes, please list your other overseas experiences except the current one. 

		Started

(mm/yy)

		Ended

(mm/yy)

		Location

(Country)

		Position



		     

		     

		     

		     



		     

		     

		     

		     



		     

		     

		     

		     



		     

		     

		     

		     



		     

		     

		     

		     





14. My organization has provided the pre-move visits to help with the transition overseas:   

		Yes

		 FORMCHECKBOX 


		                   No

		 FORMCHECKBOX 






Notice:

If you are interested to know the research results, please key in your name, contact number, and e-mail address in the spaces below.

Name:      ___

Telephone No:       ____

E-mail Address:       ____

Thanks you for your co-operation and valuable participation in the research.

Suggestions/ Comments/ Others:

     __________________________________________________________________________________________________________________________________________________________________________________________________________

Part B: 


This section contains a series of statement that describes your personal behavior. Please cross (×) in the given box  FORMCHECKBOX 
 which best describes your agreement or disagreement.


		1

		2

		3

		4

		5



		Strongly Disagree

		Disagree

		Neutral

		Agree

		Strongly Agree



		Strongly Disagree

		Strongly Agree



		
                              

		

		1

		2

		3

		4

		5



		1.

		I am not a worrier.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		2.

		I like to have a lot of people around me.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		3.

		I don’t like to waste my time daydreaming.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		4.

		I try to be courteous to everyone I meet.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		5.

		I keep my belongings neat and clean.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		6.

		I often feel inferior to others.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		7.

		I laugh easily.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		8.

		Once I find the right way to do something, I stick to it.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		9.

		I often get into arguments with my family and co-workers.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		10.

		I’m pretty good about pacing myself so as to get things done on time.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		11.

		When I’m under a great deal of stress, sometimes I feel like I’m going to pieces.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		12.

		I don’t consider myself especially “light-hearted.”

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		13.

		I feel that life is empty without the person who died…

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		14.

		I hear the voice of the person who died speak to me…

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		15.

		I see the person who died stand before me...

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		16.

		I feel that it is unfair that I should live when this person died…

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		17.

		I feel bitter over this person's death…

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		18.

		I feel envious of others who have not lost someone close…

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		19.

		I would rather cooperate with others than compete with them.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		20.

		I try to perform all the tasks assigned to me conscientiously.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 






                                                                                 Continued in the following page.

Part B: Continued.

		1

		2

		3

		4

		5



		Strongly Disagree

		Disagree

		Neutral

		Agree

		Strongly Agree





		Strongly Disagree

		Strongly Agree





      

		

		Part B Continued.

		1

		2

		3

		4

		5



		21.

		I often feel tense and jittery.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		22.

		I like to be where the action is.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		23.

		Poetry has little or no effect on me.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		24.

		I tend to be cynical and skeptical of others’ intentions.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		25.

		I have a clear set of goals and work toward them in an orderly fashion.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		26.

		Sometimes I feel completely worthless.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		27.

		I usually prefer to do things alone.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		28.

		I often try new and foreign foods.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		29.

		I believe that most people will take advantage of you if you let them.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		30.

		I waste a lot of time before settling down to work.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		31.

		I rarely feel fearful or anxious.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		32.

		I often feel as if I’m bursting with energy.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		33.

		I seldom notice the moods or feelings that different environments produce.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		34.

		Most people I know like me.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		35.

		I work hard to accomplish my goals.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		36.

		I often get angry at the way people treat me.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		37.

		I am a cheerful, high-spirited person.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		38.

		I believe we should look to our religious authorities for decisions on moral issues.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		39.

		Some people think of me as cold and calculating.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		40.

		When I make a commitment, I can always be counted to follow through.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 






Continued in following page.

Part B: Continued.

		1

		2

		3

		4

		5



		Strongly Disagree

		Disagree

		Neutral

		Agree

		Strongly Agree





		Strongly Disagree

		Strongly Agree









		

		Part B Continued.

		1

		2

		3

		4

		5



		41.

		Too often, when things go wrong, I get discouraged and feel like giving up.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		42.

		I am not a cheerful optimist.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		43.

		Sometimes when I am reading poetry or looking at a work of art, I feel a chill or wave of excitement.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		44.

		I’m hard-headed and tough-minded in my attitudes.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		45.

		Sometimes I’m not as dependable or reliable as I should be.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		46.

		I am seldom sad or depressed.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		47.

		My life is fast-paced.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		48.

		I have little interest in speculating on the nature of the universe or the human condition.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		49.

		I generally try to be thoughtful and considerate.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		50.

		I am a productive person who always gets the job done.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		51.

		I often feel helpless and want someone else to solve my problems.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		52.

		I am a very active person.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		53.

		I have a lot of intellectual curiosity.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		54.

		If I don’t like people, I let them know it.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		55.

		I never seem to be able to get organized.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		56.

		At times I have been so ashamed I just wanted to hide.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		57.

		I would rather go my own way than be a leader of others.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		58.

		I often enjoy playing with theories or abstract ideas.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		59.

		If necessary, I am willing to manipulate people to get what I want.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		60.

		I strive for excellence in everything I do.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 






Part C: 

It is completely normal for an individual to have difficulty to living or working in a foreign country. Please indicate the degree to which you are adjusted or not adjusted to the following items while living in the city in mainland China, please cross (×) your answers in the given box FORMCHECKBOX 
.

		1

		2

		3

		4

		5



		Very unadjusted

		Unadjusted

		Neutral

		Adjusted

		Completely adjusted





		Very

unadjusted

		Completely


Adjustment





                                                                                                 

		

		

		1

		2

		3

		4

		5



		1.

		Food.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		2.

		Interacting with host nationals outside of work.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		3.

		Performance standards and expectations.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		4.

		Living conditions in general.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		5.

		Speaking with host nationals. 

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		6.

		Supervisory responsibilities. 

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		7.

		Housing conditions.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		8.

		Interacting with host nationals on a day-to-day basis. 

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		9.

		Shopping.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		10.

		Specific job responsibilities.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		11.

		Health care facilities.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		12.

		Entertainment/recreation facilities and opportunities.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		13.

		Cost of living.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		14.

		Socializing with host nationals.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 






Part D: 

Please recall your most recent performance evaluation and compare your performance to that of your peers in similar position. Please cross (×) your answers in the box FORMCHECKBOX 
.

		1

		2

		3

		4

		5



		Well-below average

		Below average

		Average

		Above average

		Well-above average





		Well-below average

		Well-above average








		

		“How you feel about…”

		1

		2

		3

		4

		5



		1.

		Your effectiveness in training, coaching and developing subordinates.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		2.

		Your organizational commitment.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		3.

		Your ability to complete tasks on time.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		4.

		Your representation of the organization to customers and public.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		5.

		Your recent achievement of work goals.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		6.

		Your motivation to work in the host country.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		7.

		Your technical knowledge and application.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		8.

		Your effectiveness in fostering commitment in the strategic unit.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		9.

		Your ability to get along with others.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		10.

		Your willingness in carrying out the additional task activities.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		11.

		Your effectiveness of communicating and keeping others informed.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		12.

		Your recent quality (as opposed to quantity) of performance.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		13.

		Your maintenance of good working relationships.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		14.

		Your effectiveness in transferring information across strategic unit.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		15.

		Your Chinese language and Chinese cultural proficiency.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		16.

		Your replacement planning.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		17.

		Your technical knowledge.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		18.

		Your level of process improvement.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 






Continued in following page.

Part D: Continued.

		1

		2

		3

		4

		5



		Well-below average

		Below average

		Average

		Above average

		Well-above average





		Well-below average

		Well-above average








		

		Part D Continued.

		1

		2

		3

		4

		5



		19.

		Your recent overall performance.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		20.

		Your ability in establishing interpersonal bonds with host nationals.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		21.

		Your effectiveness in facilitating peer and team performance.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 




		22.

		Your ability to handle stress while in China.

		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 


		 FORMCHECKBOX 








School of Management


University Sains Malaysia


11800 Minden, Penang, 


Malaysia


HIGHLY CONFIDENTIAL








SCHOOL OF MANAGEMENT, USM





End of the questionnaire. 


Thank you for your time and kind assistance.








Please kindly save your file after finishing the questionnaire.
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Appendix C4.1 Frequency Table for Demographic Variables



Gender


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Male

		68

		61.8

		61.8

		61.8



		 

		Female

		42

		38.2

		38.2

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Age (in years)


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		25.000

		2

		1.8

		1.8

		1.8



		 

		26.000

		4

		3.6

		3.6

		5.5



		 

		28.000

		2

		1.8

		1.8

		7.3



		 

		29.000

		5

		4.5

		4.5

		11.8



		 

		30.000

		9

		8.2

		8.2

		20.0



		 

		31.000

		1

		.9

		.9

		20.9



		 

		32.000

		5

		4.5

		4.5

		25.5



		 

		33.000

		2

		1.8

		1.8

		27.3



		 

		34.000

		2

		1.8

		1.8

		29.1



		 

		35.000

		9

		8.2

		8.2

		37.3



		 

		36.000

		3

		2.7

		2.7

		40.0



		 

		37.000

		5

		4.5

		4.5

		44.5



		 

		38.000

		4

		3.6

		3.6

		48.2



		 

		39.000

		8

		7.3

		7.3

		55.5



		 

		40.000

		6

		5.5

		5.5

		60.9



		 

		41.000

		1

		.9

		.9

		61.8



		 

		42.000

		4

		3.6

		3.6

		65.5



		 

		43.000

		4

		3.6

		3.6

		69.1



		 

		44.000

		4

		3.6

		3.6

		72.7



		 

		45.000

		8

		7.3

		7.3

		80.0



		 

		46.000

		7

		6.4

		6.4

		86.4



		 

		47.000

		3

		2.7

		2.7

		89.1



		 

		48.000

		9

		8.2

		8.2

		97.3



		 

		50.000

		2

		1.8

		1.8

		99.1



		 

		51.000

		1

		.9

		.9

		100.0



		 

		Total

		110

		100.0

		100.0

		 





Marital Status


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Single

		34

		30.9

		30.9

		30.9



		 

		Married

		63

		57.3

		57.3

		88.2



		 

		Divorced

		11

		10.0

		10.0

		98.2



		 

		Widowed

		2

		1.8

		1.8

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Nationality


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Malaysia

		23

		20.9

		20.9

		20.9



		 

		Singapore

		25

		22.7

		22.7

		43.6



		 

		Thailand

		5

		4.5

		4.5

		48.2



		 

		U.S.

		21

		19.1

		19.1

		67.3



		 

		Canada

		8

		7.3

		7.3

		74.5



		 

		France

		3

		2.7

		2.7

		77.3



		 

		Netherlands

		7

		6.4

		6.4

		83.6



		 

		Germany

		8

		7.3

		7.3

		90.9



		 

		Spain

		8

		7.3

		7.3

		98.2



		 

		Switzerland

		2

		1.8

		1.8

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Location in China


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Beijing

		42

		38.2

		38.2

		38.2



		 

		Shanghai

		39

		35.5

		35.5

		73.6



		 

		Xi'an

		29

		26.4

		26.4

		100.0



		 

		Total

		110

		100.0

		100.0

		 





Length with the current company (in years)


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		.50

		5

		4.5

		4.5

		4.5



		 

		.80

		1

		.9

		.9

		5.5



		 

		1.00

		13

		11.8

		11.8

		17.3



		 

		1.50

		3

		2.7

		2.7

		20.0



		 

		2.00

		22

		20.0

		20.0

		40.0



		 

		2.50

		1

		.9

		.9

		40.9



		 

		3.00

		23

		20.9

		20.9

		61.8



		 

		4.00

		19

		17.3

		17.3

		79.1



		 

		5.00

		12

		10.9

		10.9

		90.0



		 

		6.00

		2

		1.8

		1.8

		91.8



		 

		7.00

		6

		5.5

		5.5

		97.3



		 

		8.00

		2

		1.8

		1.8

		99.1



		 

		14.00

		1

		.9

		.9

		100.0



		 

		Total

		110

		100.0

		100.0

		 





Pre-move visits


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Yes

		13

		11.8

		11.8

		11.8



		 

		No

		97

		88.2

		88.2

		100.0



		 

		Total

		110

		100.0

		100.0

		 





First time in China


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Yes

		27

		24.5

		24.5

		24.5



		 

		No

		83

		75.5

		75.5

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Length on the current assignment (in months)


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		.50

		2

		1.8

		1.8

		1.8



		 

		1.00

		3

		2.7

		2.7

		4.5



		 

		1.50

		1

		.9

		.9

		5.5



		 

		2.00

		8

		7.3

		7.3

		12.7



		 

		3.00

		4

		3.6

		3.6

		16.4



		 

		4.00

		5

		4.5

		4.5

		20.9



		 

		5.00

		8

		7.3

		7.3

		28.2



		 

		6.00

		13

		11.8

		11.8

		40.0



		 

		7.00

		4

		3.6

		3.6

		43.6



		 

		8.00

		6

		5.5

		5.5

		49.1



		 

		9.00

		3

		2.7

		2.7

		51.8



		 

		10.00

		9

		8.2

		8.2

		60.0



		 

		11.00

		2

		1.8

		1.8

		61.8



		 

		12.00

		17

		15.5

		15.5

		77.3



		 

		13.00

		2

		1.8

		1.8

		79.1



		 

		14.00

		3

		2.7

		2.7

		81.8



		 

		16.00

		2

		1.8

		1.8

		83.6



		 

		18.00

		3

		2.7

		2.7

		86.4



		 

		20.00

		3

		2.7

		2.7

		89.1



		 

		24.00

		7

		6.4

		6.4

		95.5



		 

		26.00

		1

		.9

		.9

		96.4



		 

		27.00

		1

		.9

		.9

		97.3



		 

		30.00

		1

		.9

		.9

		98.2



		 

		32.00

		1

		.9

		.9

		99.1



		 

		36.00

		1

		.9

		.9

		100.0



		 

		Total

		110

		100.0

		100.0

		 





Managerial or Technical position


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Technical

		5

		4.5

		4.5

		4.5



		 

		Managerial

		105

		95.5

		95.5

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Designation


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		General Manager

		18

		16.4

		16.4

		16.4



		 

		Financial Controller

		10

		9.1

		9.1

		25.5



		 

		Director of Sales and Marketing

		11

		10.0

		10.0

		35.5



		 

		Front Office Manager

		13

		11.8

		11.8

		47.3



		 

		Director of Housekeeping

		5

		4.5

		4.5

		51.8



		 

		Director of Food and Beverage

		15

		13.6

		13.6

		65.5



		 

		Executive Chef

		10

		9.1

		9.1

		74.5



		 

		Chef

		3

		2.7

		2.7

		77.3



		 

		Director of Human Resources

		7

		6.4

		6.4

		83.6



		 

		Director of Engineering

		2

		1.8

		1.8

		85.5



		 

		Training Manager

		1

		.9

		.9

		86.4



		 

		Guest Service Manager

		13

		11.8

		11.8

		98.2



		 

		Club Floor Manager

		1

		.9

		.9

		99.1



		 

		Banquet Manager

		1

		.9

		.9

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Household living arrangement


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Living alone

		99

		90.0

		90.0

		90.0



		 

		Living with spouse/partner without children

		10

		9.1

		9.1

		99.1



		 

		Living with spouse/partner with children

		1

		.9

		.9

		100.0



		 

		Total

		110

		100.0

		100.0

		 





Previous overseas working experience


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Yes

		84

		76.4

		76.4

		76.4



		 

		No

		26

		23.6

		23.6

		100.0



		 

		Total

		110

		100.0

		100.0

		 






Highest completed level of education


		 

		Frequency

		Percent

		Valid Percent

		Cumulative Percent



		Valid

		Elementary school

		1

		.9

		.9

		.9



		 

		High school

		14

		12.7

		12.7

		13.6



		 

		College degree

		21

		19.1

		19.1

		32.7



		 

		Graduate degree

		66

		60.0

		60.0

		92.7



		 

		Post graduate

		4

		3.6

		3.6

		96.4



		 

		Others

		4

		3.6

		3.6

		100.0



		 

		Total

		110

		100.0

		100.0

		 





Appendix C4.2 Factor Analysis for Expatriate Big-Five Personality


KMO and Bartlett's Test


		Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

		.750



		Bartlett's Test of Sphericity

		Approx. Chi-Square

		2546.467



		 

		df

		703



		 

		Sig.

		.000
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Appendix C4.3 Factor Analysis for Expatriate International Adjustment



KMO and Bartlett's Test


		Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

		.776



		Bartlett's Test of Sphericity

		Approx. Chi-Square

		488.618



		 

		df

		55



		 

		Sig.

		.000





Total Variance Explained


		Com-ponent

		Initial Eigenvalues

		Extraction Sums of Squared Loadings

		Rotation Sums of Squared Loadings



		 

		Total

		% of Variance

		Cumulative %

		Total

		% of Variance

		Cumulative %

		Total

		% of Variance

		Cumulative %



		1

		4.213

		38.298

		38.298

		4.213

		38.298

		38.298

		2.532

		23.018

		23.018



		2

		1.761

		16.007

		54.305

		1.761

		16.007

		54.305

		2.455

		22.314

		45.332



		3

		1.325

		12.047

		66.352

		1.325

		12.047

		66.352

		2.312

		21.021

		66.352



		4

		.844

		7.670

		74.022

		 

		 

		 

		 

		 

		 



		5

		.669

		6.082

		80.103

		 

		 

		 

		 

		 

		 



		6

		.528

		4.797

		84.900

		 

		 

		 

		 

		 

		 



		7

		.452

		4.108

		89.008

		 

		 

		 

		 

		 

		 



		8

		.422

		3.833

		92.841

		 

		 

		 

		 

		 

		 



		9

		.322

		2.929

		95.770

		 

		 

		 

		 

		 

		 



		10

		.280

		2.547

		98.318

		 

		 

		 

		 

		 

		 



		11

		.185

		1.682

		100.000

		 

		 

		 

		 

		 

		 





Extraction Method: Principal Component Analysis.


Rotated Component Matrix(a)


		 

		Component



		 

		1

		2

		3



		INT4

		.836

		.010

		.010



		INT3

		.768

		.129

		.213



		INT2

		.753

		.220

		.050



		INT1

		.730

		.206

		.155



		WA3

		.192

		.881

		.040



		WA2

		.188

		.862

		.161



		WA1

		.148

		.727

		.328



		GEN2

		.098

		.377

		.768



		GEN3

		.173

		.185

		.738



		GEN4

		.027

		.315

		.715



		GEN5

		.105

		-.151

		.679





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


a  Rotation converged in 5 iterations.


Appendix C4.4 Factor Analysis for Expatriate Performance

KMO and Bartlett's Test


		Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

		.852



		Bartlett's Test of Sphericity

		Approx. Chi-Square

		868.712



		 

		df

		136



		 

		Sig.

		.000





Rotated Component Matrix(a)


		 

		Component



		 

		1

		2

		3



		CT10

		.767

		.035

		-.081



		CT9

		.749

		.289

		-.053



		CT11

		.707

		.207

		.117



		CT6

		.688

		.064

		.037



		CT1

		.675

		.351

		.147



		CT7

		.638

		.278

		.152



		CT8

		.625

		.269

		.135



		CT12

		.618

		.356

		.238



		T7

		.398

		.777

		-.120



		T5

		.323

		.772

		-.028



		T3

		.112

		.748

		.047



		T2

		.231

		.743

		-.186



		T1

		.115

		.725

		.027



		T4

		.153

		.680

		.097



		AS2

		.294

		-.041

		.764



		AS3

		.293

		.139

		.727



		AS1

		-.305

		-.179

		.677





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


Total Variance Explained


		Component

		Initial Eigenvalues

		Extraction Sums of Squared Loadings

		Rotation Sums of Squared Loadings



		 

		Total

		% of Variance

		Cumulative %

		Total

		% of Variance

		Cumulative %

		Total

		% of Variance

		Cumulative %



		1

		6.515

		38.321

		38.321

		6.515

		38.321

		38.321

		4.387

		25.809

		25.809



		2

		2.130

		12.529

		50.850

		2.130

		12.529

		50.850

		3.883

		22.841

		48.650



		3

		1.403

		8.254

		59.104

		1.403

		8.254

		59.104

		1.777

		10.454

		59.104



		4

		.992

		5.834

		64.939

		 

		 

		 

		 

		 

		 



		5

		.797

		4.687

		69.626

		 

		 

		 

		 

		 

		 



		6

		.711

		4.180

		73.806

		 

		 

		 

		 

		 

		 



		7

		.684

		4.023

		77.829

		 

		 

		 

		 

		 

		 



		8

		.598

		3.520

		81.349

		 

		 

		 

		 

		 

		 



		9

		.534

		3.141

		84.491

		 

		 

		 

		 

		 

		 



		10

		.488

		2.868

		87.359

		 

		 

		 

		 

		 

		 



		11

		.426

		2.508

		89.866

		 

		 

		 

		 

		 

		 



		12

		.408

		2.398

		92.264

		 

		 

		 

		 

		 

		 



		13

		.347

		2.038

		94.303

		 

		 

		 

		 

		 

		 



		14

		.310

		1.821

		96.123

		 

		 

		 

		 

		 

		 



		15

		.281

		1.655

		97.778

		 

		 

		 

		 

		 

		 



		16

		.228

		1.341

		99.119

		 

		 

		 

		 

		 

		 



		17

		.150

		.881

		100.000

		 

		 

		 

		 

		 

		 





Extraction Method: Principal Component Analysis.


Appendix C4.5 Reliability Test for All the Variables 


Reliability – Openness to Experience


[image: image4.png]

[image: image5.png]

Reliability – Conscientiousness
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Reliability – Extraversion
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Reliability – Agreeableness
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Reliability – Emotional Stability
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Reliability – Work Adjustment
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Reliability – Interaction Adjustment
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Reliability – General Adjustment
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Reliability – Technical Performance
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Reliability – Contextual Performance
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Reliability – Assignment-specific Performance
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Appendix C4.6 Descriptive Statistics



Descriptive Statistics


		 

		N

		Minimum

		Maximum

		Mean

		Std. Deviation



		Openness

		110

		1.00

		5.00

		3.3580

		.80307



		Conscientiousness

		110

		2.00

		5.00

		3.7614

		.63817



		Extraversion

		110

		1.00

		5.00

		3.5784

		.69233



		Agreeableness

		110

		2.29

		5.00

		3.8519

		.61191



		Emotional Stability

		110

		1.00

		4.00

		2.7288

		.66393



		Interaction Adjustment 

		110

		2.00

		5.00

		3.7432

		.67258



		Work Adjustment

		110

		1.00

		5.33

		3.7515

		.78263



		General Adjustment

		110

		1.25

		4.75

		3.5068

		.71953



		Task Performance

		110

		3.00

		5.00

		4.0106

		.50798



		Assignment _ Performance

		110

		1.00

		5.00

		3.3030

		.73717



		Contextual Performance

		110

		2.00

		5.00

		3.8614

		.51729



		Valid N (listwise)

		110

		 

		 

		 

		 





Appendix C4.7 Correlations
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Appendix C4.8


Regression (Big-Five Personality and Technical Performance) and


Hierarchical Regression Testing Mediating Effects


Technical Performance as Dependent Variable



Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness(a)

		.

		Enter



		2

		General Adjustment, Interaction Adjustment, Work Adjustment(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Task Performance


Model Summary(c)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Change Statistics

		Durbin-Watson



		 

		 

		 

		 

		 

		R Square Change

		F Change

		df1

		df2

		Sig. F Change

		 



		1

		.279(a)

		.078

		.033

		.48604

		.078

		1.725

		5

		102

		.136

		 



		2

		.604(b)

		.364

		.313

		.40961

		.286

		14.872

		3

		99

		.000

		1.708





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness, 

General Adjustment, Interaction Adjustment, Work Adjustment


c  Dependent Variable: Task Performance


ANOVA(c)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		2.037

		5

		.407

		1.725

		.136(a)



		 

		Residual

		24.096

		102

		.236

		 

		 



		 

		Total

		26.132

		107

		 

		 

		 



		2

		Regression

		9.522

		8

		1.190

		7.095

		.000(b)



		 

		Residual

		16.610

		99

		.168

		 

		 



		 

		Total

		26.132

		107

		 

		 

		 





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness, General Adjustment, Interaction Adjustment, Work Adjustment


c  Dependent Variable: Task Performance


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		3.080

		.602

		 

		5.114

		.000

		 

		 



		 

		Openness

		-.054

		.060

		-.088

		-.911

		.364

		.971

		1.030



		 

		Conscientiousness

		.107

		.080

		.140

		1.333

		.186

		.824

		1.213



		 

		Extraversion

		.149

		.071

		.209

		2.085

		.040

		.897

		1.115



		 

		Agreeableness

		-.015

		.078

		-.018

		-.190

		.850

		.957

		1.045



		 

		Emotional Stability

		.080

		.076

		.108

		1.049

		.297

		.855

		1.170



		2

		(Constant)

		2.149

		.531

		 

		4.045

		.000

		 

		 



		 

		Openness

		-.045

		.051

		-.073

		-.890

		.376

		.955

		1.047



		 

		Conscientiousness

		-.040

		.071

		-.052

		-.563

		.575

		.745

		1.342



		 

		Extraversion

		.108

		.061

		.152

		1.762

		.081

		.863

		1.159



		 

		Agreeableness

		-.016

		.066

		-.019

		-.237

		.813

		.952

		1.051



		 

		Emotional Stability

		.019

		.065

		.025

		.289

		.773

		.831

		1.203



		 

		Interaction Adjustment

		.309

		.071

		.409

		4.364

		.000

		.731

		1.369



		 

		Work Adjustment

		.171

		.061

		.274

		2.821

		.006

		.682

		1.466



		 

		General Adjustment

		-.011

		.062

		-.017

		-.182

		.856

		.768

		1.302



		





a  Dependent Variable: Task Performance


Charts
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Appendix C4.9


Regression (Big-Five Personality and Contextual Performance) and


Hierarchical Regression Testing Mediating Effects


Contextual Performance as Dependent Variable



Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness(a)

		.

		Enter



		2

		General Adjustment, Interaction Adjustment, Work Adjustment(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Contextual Performance


Model Summary(c)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Change Statistics

		Durbin-Watson



		 

		 

		 

		 

		 

		R Square Change

		F Change

		df1

		df2

		Sig. F Change

		 



		1

		.339(a)

		.115

		.072

		.49820

		.115

		2.703

		5

		104

		.024

		 



		2

		.658(b)

		.433

		.388

		.40475

		.318

		18.856

		3

		101

		.000

		1.887





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness, General Adjustment, Interaction Adjustment, Work Adjustment


c  Dependent Variable: Contextual Performance


ANOVA(c)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		3.354

		5

		.671

		2.703

		.024(a)



		 

		Residual

		25.813

		104

		.248

		 

		 



		 

		Total

		29.167

		109

		 

		 

		 



		2

		Regression

		12.621

		8

		1.578

		9.630

		.000(b)



		 

		Residual

		16.546

		101

		.164

		 

		 



		 

		Total

		29.167

		109

		 

		 

		 





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness, General Adjustment, Interaction Adjustment, Work Adjustment


c  Dependent Variable: Contextual Performance

Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		2.805

		.615

		 

		4.564

		.000

		 

		 



		 

		Openness

		-.093

		.060

		-.144

		-1.543

		.126

		.970

		1.031



		 

		Conscientiousness

		.035

		.082

		.043

		.421

		.674

		.826

		1.211



		 

		Extraversion

		.233

		.073

		.312

		3.205

		.002

		.897

		1.114



		 

		Agreeableness

		.039

		.080

		.046

		.486

		.628

		.957

		1.045



		 

		Emotional Stability

		.093

		.078

		.120

		1.201

		.232

		.855

		1.170



		2

		(Constant)

		1.936

		.520

		 

		3.724

		.000

		 

		 



		 

		Openness

		-.085

		.049

		-.132

		-1.731

		.087

		.962

		1.039



		 

		Conscientiousness

		-.110

		.070

		-.136

		-1.574

		.119

		.752

		1.331



		 

		Extraversion

		.162

		.060

		.217

		2.690

		.008

		.860

		1.162



		 

		Agreeableness

		.045

		.065

		.053

		.686

		.494

		.953

		1.049



		 

		Emotional Stability

		.025

		.064

		.032

		.393

		.695

		.831

		1.203



		 

		Interaction Adjustment

		.435

		.066

		.566

		6.558

		.000

		.754

		1.325



		 

		Work Adjustment

		.066

		.059

		.100

		1.112

		.269

		.699

		1.430



		 

		General Adjustment

		-.020

		.062

		-.028

		-.331

		.742

		.767

		1.304



		





a  Dependent Variable: Contextual Performance


Charts
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Appendix C4.10


Regression (Big-Five Personality and Assignment-specific Performance) and


Hierarchical Regression Testing Mediating Effects


Assignment-specific Performance as Dependent Variable



Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness(a)

		.

		Enter



		2

		General Adjustment, Interaction Adjustment, Work Adjustment(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Assignment _ Performance


Model Summary(c)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Change Statistics

		Durbin-Watson



		 

		 

		 

		 

		 

		R Square Change

		F Change

		df1

		df2

		Sig. F Change

		 



		1

		.262(a)

		.069

		.023

		.66497

		.069

		1.504

		5

		102

		.195

		 



		2

		.400(b)

		.160

		.093

		.64087

		.092

		3.606

		3

		99

		.016

		1.245





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness, General Adjustment, Interaction Adjustment, Work Adjustment


c  Dependent Variable: Assignment _ Performance


ANOVA(c)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		3.325

		5

		.665

		1.504

		.195(a)



		 

		Residual

		45.103

		102

		.442

		 

		 



		 

		Total

		48.428

		107

		 

		 

		 



		2

		Regression

		7.768

		8

		.971

		2.364

		.023(b)



		 

		Residual

		40.660

		99

		.411

		 

		 



		 

		Total

		48.428

		107

		 

		 

		 





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness, General Adjustment, Interaction Adjustment, Work Adjustment


c  Dependent Variable: Assignment _ Performance


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		2.042

		.820

		 

		2.488

		.014

		 

		 



		 

		Openness

		.164

		.081

		.196

		2.025

		.045

		.974

		1.026



		 

		Conscientiousness

		.129

		.110

		.124

		1.172

		.244

		.819

		1.221



		 

		Extraversion

		.065

		.099

		.066

		.657

		.513

		.899

		1.113



		 

		Agreeableness

		-.028

		.106

		-.026

		-.262

		.794

		.958

		1.044



		 

		Emotional Stability

		.053

		.105

		.053

		.509

		.612

		.857

		1.167



		2

		(Constant)

		1.381

		.823

		 

		1.678

		.097

		 

		 



		 

		Openness

		.167

		.078

		.200

		2.137

		.035

		.966

		1.035



		 

		Conscientiousness

		.039

		.112

		.038

		.352

		.726

		.740

		1.351



		 

		Extraversion

		.009

		.098

		.009

		.093

		.926

		.855

		1.170



		 

		Agreeableness

		-.024

		.103

		-.022

		-.232

		.817

		.954

		1.049



		 

		Emotional Stability

		-.002

		.102

		-.002

		-.017

		.987

		.831

		1.203



		 

		Interaction Adjustment

		.291

		.106

		.292

		2.754

		.007

		.754

		1.327



		 

		Work Adjustment

		-.021

		.096

		-.025

		-.222

		.824

		.686

		1.458



		 

		General Adjustment

		.089

		.098

		.096

		.905

		.368

		.757

		1.321



		





a  Dependent Variable: Assignment _ Performance


Charts
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Appendix C4.11 Regression between Big-Five Personality and Work Adjustment

Regression- Work Adjustment


Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		Emotional Stability, Agreeableness, Openness, Extraversion, Conscientiousness(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Work Adjustment



Model Summary(b)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Durbin-Watson



		1

		.352(a)

		.124

		.078

		.61378

		1.676





a  Predictors: (Constant), Emotional Stability, Agreeableness, Openness, Extraversion, Conscientiousness


b  Dependent Variable: Work Adjustment


ANOVA(b)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		5.111

		5

		1.022

		2.713

		.024(a)



		 

		Residual

		36.165

		96

		.377

		 

		 



		 

		Total

		41.277

		101

		 

		 

		 





a  Predictors: (Constant), Emotional Stability, Agreeableness, Openness, Extraversion, Conscientiousness


b  Dependent Variable: Work Adjustment


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		3.283

		.787

		 

		4.173

		.000

		 

		 



		 

		Openness

		.100

		.077

		.126

		1.294

		.199

		.956

		1.046



		 

		Conscientiousness

		.266

		.103

		.270

		2.581

		.011

		.836

		1.196



		 

		Extraversion

		-.091

		.093

		-.100

		-.981

		.329

		.885

		1.130



		 

		Agreeableness

		-.215

		.105

		-.198

		-2.037

		.044

		.963

		1.038



		 

		Emotional Stability

		.133

		.097

		.141

		1.376

		.172

		.871

		1.148





a  Dependent Variable: Work Adjustment


Charts
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Appendix C4.12 Regression between Big-Five Personality and Interaction Adjustment 

Regression- Interaction Adjustment


Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Interaction Adjustment



Model Summary(b)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Durbin-Watson



		1

		.346(a)

		.120

		.077

		.64601

		1.369





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Dependent Variable: Interaction Adjustment


ANOVA(b)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		5.905

		5

		1.181

		2.830

		.019(a)



		 

		Residual

		43.403

		104

		.417

		 

		 



		 

		Total

		49.307

		109

		 

		 

		 





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Dependent Variable: Interaction Adjustment


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		1.793

		.797

		 

		2.250

		.027

		 

		 



		 

		Openness

		-.022

		.078

		-.027

		-.285

		.776

		.970

		1.031



		 

		Conscientiousness

		.291

		.107

		.276

		2.723

		.008

		.826

		1.211



		 

		Extraversion

		.171

		.094

		.176

		1.808

		.074

		.897

		1.114



		 

		Agreeableness

		-.020

		.103

		-.019

		-.198

		.843

		.957

		1.045



		 

		Emotional Stability

		.147

		.101

		.145

		1.457

		.148

		.855

		1.170





a  Dependent Variable: Interaction Adjustment


Charts
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Appendix C4.13Regression between Big-Five Personality and General Adjustment 

Regression-General Adjustment


Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: General Adjustment



Model Summary(b)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Durbin-Watson



		1

		.336(a)

		.113

		.064

		.47736

		1.495





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Dependent Variable: General Adjustment



ANOVA(b)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		2.610

		5

		.522

		2.291

		.052(a)



		 

		Residual

		20.509

		90

		.228

		 

		 



		 

		Total

		23.119

		95

		 

		 

		 





a  Predictors: (Constant), Emotional Stability, Openness, Agreeableness, Extraversion, Conscientiousness


b  Dependent Variable: General Adjustment


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		2.139

		.635

		 

		3.368

		.001

		 

		 



		 

		Openness

		.054

		.060

		.091

		.896

		.373

		.961

		1.041



		 

		Conscientiousness

		.158

		.084

		.209

		1.880

		.063

		.800

		1.250



		 

		Extraversion

		.059

		.073

		.084

		.798

		.427

		.886

		1.129



		 

		Agreeableness

		-.031

		.081

		-.039

		-.389

		.699

		.957

		1.045



		 

		Emotional Stability

		.226

		.081

		.303

		2.779

		.007

		.831

		1.204





a  Dependent Variable: General Adjustment


Charts




[image: image46.emf]Regression Standardized Residual


2.00


1.75


1.50


1.25


1.00


.75


.50


.25


0.00


-.25


-.50


-.75


-1.00


-1.25


-1.50


-1.75


-2.00


Histogram


Dependent Variable: General Adjustment


Frequency


14


12


10


8


6


4


2


0


Std. Dev = .97  


Mean = 0.00


N = 96.00






[image: image47.emf]Normal P-P Plot of Regression Standardized Residual


Dependent Variable: General Adjustment


Observed Cum Prob


1.00.75.50.250.00


Expected Cum Prob


1.00


.75


.50


.25


0.00






[image: image48.emf]Scatterplot


Dependent Variable: General Adjustment


Regression Standardized Predicted Value


43210-1-2-3


General Adjustment


5.0


4.5


4.0


3.5


3.0


2.5


2.0




Appendix C4.14 

Regression between Expatriate International Adjustment dimensions and Technical Performance


Regression-Technical Performance


Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		General Adjustment, Interaction Adjustment, Work Adjustment(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Task Performance



Model Summary(b)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Durbin-Watson



		1

		.556(a)

		.309

		.290

		.42253

		1.651





a  Predictors: (Constant), General Adjustment, Interaction Adjustment, Work Adjustment


b  Dependent Variable: Task Performance


ANOVA(b)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		8.393

		3

		2.798

		15.671

		.000(a)



		 

		Residual

		18.746

		105

		.179

		 

		 



		 

		Total

		27.139

		108

		 

		 

		 





a  Predictors: (Constant), General Adjustment, Interaction Adjustment, Work Adjustment


b  Dependent Variable: Task Performance


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		2.239

		.280

		 

		8.003

		.000

		 

		 



		 

		Interaction Adjustment

		.307

		.069

		.401

		4.474

		.000

		.820

		1.219



		 

		Work Adjustment

		.164

		.061

		.257

		2.668

		.009

		.710

		1.409



		 

		General Adjustment

		-.002

		.064

		-.002

		-.024

		.981

		.777

		1.286





a  Dependent Variable: Task Performance


Charts
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Appendix C4.15 

Regression between Expatriate International Adjustment dimensions and Contextual Performance


Regression – Contextual Performance



Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		General Adjustment, Interaction Adjustment, Work Adjustment(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Contextual Performance



Model Summary(b)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Durbin-Watson



		1

		.613(a)

		.376

		.358

		.38266

		1.672





a  Predictors: (Constant), General Adjustment, Interaction Adjustment, Work Adjustment


b  Dependent Variable: Contextual Performance



ANOVA(b)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		9.173

		3

		3.058

		20.881

		.000(a)



		 

		Residual

		15.229

		104

		.146

		 

		 



		 

		Total

		24.401

		107

		 

		 

		 





a  Predictors: (Constant), General Adjustment, Interaction Adjustment, Work Adjustment


b  Dependent Variable: Contextual Performance


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		2.206

		.254

		 

		8.673

		.000

		 

		 



		 

		Interaction Adjustment

		.437

		.060

		.610

		7.242

		.000

		.845

		1.183



		 

		Work Adjustment

		.001

		.056

		.001

		.014

		.989

		.734

		1.363



		 

		General Adjustment

		.005

		.058

		.008

		.091

		.928

		.777

		1.288





a  Dependent Variable: Contextual Performance


Charts
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Appendix C4.16 

Regression between Expatriate International Adjustment dimensions and Assignment-specific Performance


Regression-Assignment-specific Performance


Variables Entered/Removed(b)


		Model

		Variables Entered

		Variables Removed

		Method



		1

		General Adjustment, Interaction Adjustment, Work Adjustment(a)

		.

		Enter





a  All requested variables entered.


b  Dependent Variable: Assignment _ Performance



Model Summary(b)


		Model

		R

		R Square

		Adjusted R Square

		Std. Error of the Estimate

		Durbin-Watson



		1

		.308(a)

		.095

		.068

		.61387

		1.321





a  Predictors: (Constant), General Adjustment, Interaction Adjustment, Work Adjustment


b  Dependent Variable: Assignment _ Performance



ANOVA(b)


		Model

		 

		Sum of Squares

		df

		Mean Square

		F

		Sig.



		1

		Regression

		4.060

		3

		1.353

		3.591

		.016(a)



		 

		Residual

		38.815

		103

		.377

		 

		 



		 

		Total

		42.874

		106

		 

		 

		 





a  Predictors: (Constant), General Adjustment, Interaction Adjustment, Work Adjustment


b  Dependent Variable: Assignment _ Performance


Coefficients(a)


		Model

		 

		Unstandardized Coefficients

		Standardized Coefficients

		t

		Sig.

		Collinearity Statistics



		 

		 

		B

		Std. Error

		Beta

		 

		 

		Tolerance

		VIF



		1

		(Constant)

		2.097

		.404

		 

		5.184

		.000

		 

		 



		 

		Interaction Adjustment

		.222

		.099

		.232

		2.244

		.027

		.825

		1.212



		 

		Work Adjustment

		-.001

		.090

		-.001

		-.006

		.995

		.717

		1.395



		 

		General Adjustment

		.125

		.094

		.143

		1.333

		.185

		.763

		1.310





a  Dependent Variable: Assignment _ Performance


Charts
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