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Abstract

With the growing number of foreign-educated graduates returning to China, few studies
have been done on what happens when they return, especially those who work in Chinese
universities. The purpose of the study is to explore the re-entry experiences of returnees
who have been employed in higher education institutions in Yunnan Province, China,
from three different perspectives: the perspectives of returnees, non-returnees and
administrators via one-to-one interviews. The study assesses what difficulties and
challenges these returnees face when they returned to China to work at Chinese academic
communities and also make recommendations on how Chinese universities can make use

of returnees’ social and cultural capital based on the findings of the study.

In this study qualitative and quantitative research methods have been used to collect
information from different sources. Qualitative method was adopted as the primary
method and quantitative as supporting role. Twenty-four foreign-educated returnees and
11 non-foreign-educated graduates were interviewed. Nine management leaders were
also interviewed to explore the organisational perspectives in dealing with the returnees.
Simultaneously three different group questionnaires were distributed to these participants

to collect quantitative data.

Analysis of the data suggested that these returnees encountered challenges in re-adapting
into Chinese universities, both academically and culturally, even though they were
regarded as having social and cultural capital advantages. The data indicated that
returnees had difficulties in utilising their knowledge in Chinese universities. They had
limited influence on the universities’ research, teaching, and management or on changing
the academic environment. The Chinese academic culture, the administration systems and
returnees’ changing of cultural perceptions helped to influence returnees’ re-entry
experiences. Among these factors, academic re-adaptation and the bureaucratic system
were the two factors that influenced returnees’ experiences most. The returnees reported
negative attitudes towards Chinese universities in two areas: the Chinese academic

culture; the bureaucratic nature of the Chinese universities.

It is argued in this study that if the Chinese government and the management levels of

universities want to make use of returnees’ social and cultural capital, universities should



build a healthy organisational culture and improve their services to returnees. It is
critically important for Chinese universities to establish a more reasonable assessment
system to guide research and teaching. Also, in a healthy academic environment, research
should not be connected with bureaucratic power. That is, universities’ management
systems would focus on professionalism instead of managerialism. Further, establishing
a supportive management system will help returnees to re-adapt to their Chinese academic

life smoothly.

For returnees, it is suggested that they should hold realistic expectations towards Chinese
academic and social culture in order to manage issues in re-adaptation. To deal with
workplace cultural and sociocultural issues, it is important for them to communicate with
colleagues and friends as often as possible, thus to help them become familiar with the
cues and norms of the home culture again. Further, returnees would need to actively
establish research teams that include both returnees and non-returnee colleagues. It will
help them to employ their knowledge learned overseas, and at the same time, to build

effective interpersonal relationships with non-returnees and other returnees.
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Chapter 1 Mapping the study

1.1 Overview of the chapter

This study occurs at a time when it is increasingly important to understand Chinese
foreign-educated returnees (haigui). The number of returnees returning to work at
Chinese universities has been increasing dramatically since 1980s because of the
economic development of China and the government initiatives to promote Chinese
overseas student to come back to serve the country. With these changes happening,
Chinese universities and returnees may need to understand the characteristics of returnees
and the organisational culture of Chinese universities in order to make full use of returnees’
advantages of overseas education. This chapter identifies the research problems
surrounding Chinese foreign-educated returnees by presenting a general account of
Chinese social and economic contexts in Section 1.2. The chapter then presents the
development of Chinese overseas students in Section 1.3. It goes on to offer a discussion
of the development of Chinese higher education in Section 1.4. The need for research
is identified in Section 1.5, followed by the research problems presented in Section 1.6.
It proposes some key terms and concepts in relation to the recent research: reentry
adaptation, reverse cultural shock, cultural identity, cultural conflicts and organisational
culture. Following the discussion of the rationale for the study in Section 1.7, this

chapter concludes by showing the structure of the thesis in Section 1.8

1.2 Background of the study

A World Bank report says, “As knowledge becomes more important, so does higher
education” (Rosovsky & Bloom, 2000, p. 9). The report finds that in today’s world,
“wealth 1s concentrated less and less in factories, land, tools, and machinery” (p. 15).
Human capital—the resource of knowledge and skills generated in universities and
research institutions—is now crucial to national competitiveness. According to Jia
Chen (2010), there is a huge demand for talent in Chinese drive for modernisation. He
argued that “In the coming 10 years, more than 7 million professionals will be needed in
the fields of education, political science and law, medicine and health, publicity and
cultural information, as well as disaster prevention” (Para. 4). Chen said that by 2020,
more than 5 million talented individuals will be needed in equipment manufacturing,

information technology, biotechnology, new materials, aeronautics and astronautics,
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oceanography, finance and accounting, international business, environmental protection,

energy resources, agriculture technology, and modern traffic and transportation.

In 1978, Chinese leaders launched the economic reform and opening-up policies in China
in order to develop its economy and to get connected with the Western world after China
was isolated from the West for many years. Ever since then, China has undergone
enormous economic changes in the past thirty years (H. Wang, 2011a). In the past two
decades, China’s economy has boomed rapidly, and since 2010 China has overtaken
Japan as the second largest economy in the world (H. Wang, 2011a). This economic
boom has grown steadily. Alongside this economic development, China’s higher
education has also achieved great success. The number of universities as well as
university students has increased dramatically. The quality of higher education has also
greatly improved since it was seriously destroyed during the Cultural Revolution.
However, the education system has not kept pace with economic development (Z. Wang,
2007). Chinese higher education is blamed for lack of creativity, lack of ability to do
critical thinking, divorce from society, and out-dated teaching styles (Mooney, 2006). It
is therefore an imperative for Chinese universities to recruit and maximize the use of
foreign-educated higher degree holders to change such an educational environment.
The Chinese government has recognised the important role of higher education in
enhancing China’s national competitiveness, as well as the importance of Chinese
foreign-educated talents’ social and cultural capital in globalising China, since 1980s, the
Chinese government has been encouraging its students overseas to return to China and

contribute their knowledge to the development of the country (Z. Wang, 2007).

Over the past decades, the top Chinese leaders have made a concerted effort to improve
the quality of human capital in the country. In 1998 President Jiang Zemin argued that
“China should establish a few world-class universities” (Zhou & Jiang, 2003, p. 34). In
2001, Premier Zhu Rongji told the World Forum on the Chinese Economy that China’s
future emphasis on economic reform would no longer stress attracting financial capital
but instead concentrate on attracting human resources and technology from abroad (R.
Zhu, 2001). President Hu Jintao (2011) regarded rencai [talent] as the most important
strategic resource for the nation’s development and he called on the whole Chinese
society to “adhere to the major principle of respect for work, knowledge, talent, and
creation” (p. 2). Li Yuanchao, Director of the Department of Organisation, remarked

that “the introduction of talented, senior people from overseas is an urgent task to
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establish an innovative, national personnel system, and more and more positions in China
need skilled people with international training and background” (‘State plan’ 2011, p. 4).
Chinese Premier Wen Jiabao recently stated that the country would carry out more open
policies to attract overseas talent: “We will increase spending on talent projects and
launch a series of initiatives to offer talent-favourable policies in households, medical
care and the education of children” (H. Wang, 2011a, p. 7). Specifically, the national
plan also seeks to attract overseas Chinese and foreign academics and professionals
working at the world’s best institutions or as entrepreneurs who are able to make
breakthroughs in key technologies, develop high-tech industries and lead new research

areas.

It is apparent that the “war for talent” in China reaches the highest levels (Yee, 2006).
The Chinese government has begun to realise the seriousness of the brain drain and the
need for talented scientists and professionals, especially at the high level. The majority
of Chinese students and scholars who have studied at overseas institutions opt to settle
down in their host countries and only a small proportion has returned (Yee, 2006). Thus,
since the mid-1990s, China has adopted various measures to reverse the “brain drain”
trend. Major programmes put in place aimed aggressively at attracting the permanent
return of foreign educated students include the “One Hundred Talent Programme” at the
Chinese Academy of Sciences (CAS, 1994), the “National Science Funds for Outstanding
Young Scholars Programme” at the National Natural Science Foundation of China (NSFC,
1994), and the “Thousand Talents Plan” at the Ministry of Personnel (MOP, 1995), the
“Chunhui Programme” (1996) and the “Cheung Kong Scholar Programme” at the
Ministry of Education (MOE, 1998). These programmes were launched to recruit senior
academics from around the world.  Top targets have been those born in China who have
reached professor or associated professor level (Catcheside, 2011). There have been
notable successes including Yigong Shi who left Princeton to join Tsinghua in Beijing as
Dean of the School of Life Science, Ding Hong who left Boston where he was a professor
of physics, and Yi Rao, Adjunct Professor in Ken and Ruth Davee Department of
Neurology, Northwestern University Feinberg School of Medicine, is now Dean of the
School of Life Science, Beijing University. The Chinese government admitted that in
spite of an increasingly larger number of foreign-educated returnees, “many of the early
returnees are not among the best and brightest”, and “some of the returnees who have

been labelled as overseas talent are in fact not top in their fields, and that many brilliant
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people still never consider returning as an alternative” (‘State plan’ 2011, p. 6). The

brain drain has become a brutal reality.

In the mid-1990s when China’s economy started to take off and international companies
started to move to China, most of those who returned were treated as a special class of
the privileged and were often regarded as “sea turtles” (haiguil, or “coming from
overseas”), which was distinguishingly different from “land tortoise” (tubie), referring to
those locally educated professionals. Some students, scholars and professionals have
taken advantage of rapid economic growth and potential job opportunities associated with
the growth and have responded positively to the preferential policies of the Chinese
government toward them. Many returnees land high profile and high income jobs and
become key players in their professions.  The lucky few can command sky-high salaries.
Pay packages for top-level managers in China are comparable to those of their
counterparts in Western countries, easily running into hundreds of thousands of dollars.
For examples, some top Chinese universities “are engaged in a multimillion pound
shopping spree to tempt senior academics from the UK and the USA to take posts” by
“offering a salary of between $US100,000 and $200,000 a year” for business management
research professors. This doubles the salary they could expect for a similar position in
the UK and the USA (Catcheside, 2011, p. 3). In 2011, the Royal Society published a
report predicting that the number of scientific research papers published by academics at
Chinese universities would outstrip those from the US within two years (Catcheside, 2011)
although the quality is still lower than the USA and the UK.

The explosion in student number in China is also creating a huge demand for academics
who can teach, especially in the popular subjects of science and business. There is
evidence that Chinese institutions are extending their recruitment drive far beyond the
academic elite which was the object of the Thousand Talents Programme. The
programme hopes to lure 400 overseas academics every year, under the age of 40, in the
fields of natural science and physics to research and teach. They will be given a living
subsidy of around £50,000 and research grants of up to £300,000 over three years
(Catcheside, 2011). With such favourable policies, as of August 2011 a total of 6,200

overseas scholars and experts applied to join the “Thousand Talents Plan”; 1,510 were

'Haigui (#F)39 ), a homonym for “sea turtle” (#f), meaning “returnees from overseas” in Mandarin. It provides a
powerful metaphor: sea turtles are born on land, spend most of their lives at sea, but come back home to lay eggs
and start a new generation.
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selected and now enjoy the benefits of the “Thousand Talents Plan” (State plan seeks to
attract talent and halt brain drain, 2011). In 2013 alone, 861 overseas talents were
selected by “Thousand Talents Plan” and a total of 4180 talents had been chosen by the
plan. The Chinese government offers a one-off tax-free bonus of 1 million yuan
($US154, 600) to all successful applicants to make up for the low salaries they receive
upon return to China (Sheng & Zhao, 2014).

The government’s ideological, political and economic imperatives have attracted many
foreign-educated Chinese to come back to China.  Chinese returnees have played a very
important role in China’s modernisation and development and they have made great
contribution to globalise China (Rosen & Zweig, 2005; H. Wang, 2012). According to
Wang (2011b), Chinese returnees dominated China’s academic and R & D sectors and
78% of university presidents in China were returnees; 72% of directors in China who in
charge of state and provincial key research centres and labs were returned Chinese; 81%
of academicians of Chinese Science Academy were returnees; and 54% of the staff at the
Chinese Engineering Academy were Chinese returnees.

1.3 The Chinese overseas students

The history of Chinese students studying in foreign countries can be traced back to more
than one hundred years. The first Chinese foreign-educated returned student, Rong
Wong (Yung Wing), initiated the study-abroad movement in China during the Qing
Dynasty (1636-1912) and in 1872, the Qing Dynasty “made the milestone decision” (C.
Li, 2005b, p. 71) to send 30 school-aged students to study in the US. Since then,
hundreds of thousands of Chinese students went abroad to study and came back to China.
Different generations of returnees? (five generations according to Zhang, Wang and Alon,
2011) have made huge contribution to the modernisation of Chinese technology,
education and science (J. Song, 2003; H. Wang, 2005). The trend of study abroad has
reached the highest since 1978 because of China’s reform and opening-up policy (H.

2 Zhang, Wang and Alon (2011) divided haigui into five generations, each with its own mission,
commitments and responsibilities:

1872-1900: Learning from the West

1900-1927: Ending the feudal past

1927-1949: Founding the People’s Republic of China

1949-1978: Building the new China

1978—present: Opening up and globalising China
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Wang, 2005). Between 1978 and the end of 2010, more than 1.9 million Chinese went
abroad for study and research and more than 632,000 Chinese, or 33% of them returned
home (G. Wang, 2011; Zhang, 2011). Today Chinese students study in more than 100
countries and regions in the world with the United States being the most favourite
destination (H. Wang, 2011a). By the end of 2009, over 1.62 million Chinese students
and scholars had studied overseas, which is an average annual growth rate of 25.8 % since
1978 (H. Wang, 2011b). In 2010 alone, 284,700 Chinese were enrolled in foreign
educational institutions, and 134,800 returned to China after graduation (National Bureau
of Statistics of China, 2011). In 2013, 413,900 Chinese students applied to study in
foreign countries, and the total number reached over 3.05 million since 1978 (National
Bureau of Statistics of China, 2014). China has become the largest student source
country in the world (National Bureau of Statistics of China, 2014). With the increasing
number of students going overseas to study, the number of foreign-educated Chinese
returnees also has increased dramatically. From 1978 to 2010, more than 632,000
Chinese students returned to China. In 2000, 9,121 overseas Chinese students returned,
but the number doubled to 20,152 in 2003, and then doubled again in 2006 to 42,000.
From 2004 to 2006, the return rate increased at 20 % every year (Gu, 2009). In 2009
the number of returnees reached 108,000, a sharp increase of 56.2% over the previous
year (MOE, 2009). In 2010, the number reached as high as 134,800 (G. Wang, 2011).
In 2013, the number of returnees reached over 300,000 (H. Wang & Miao, 2013). The
number of Chinese students intending to study in the West has been on the increase for
many years and the trend will continue, and so will the number of returned students. The
current wave of returnees is undoubtedly the largest foreign-study movement in Chinese
history, and it will continue to gain momentum, partly because a rapidly emerging
Chinese middle class can afford to send their children abroad and partly because the state
is steadily increasing funding for postgraduate education abroad (C. Li, 2010). All these
Chinese returnees have played a crucial role in China’s economic, scientific and
technological development (H. Wang, 2011b) and they have become “part of China’s soft
power” (Bail & Shen, 2008, p. 28) by bringing positive effects to the image of China (Bail
& Shen, 2008). With the number of returnees increasing sharply, the u-turn in the flow
of Chinese brains has created an era of “returning times” in China (H. Wang, 2005; M.
Yang & Tan, 2007).
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1.4 Chinese higher education development

The structure of China’s higher education has evolved through three stages of
development: (1) following the European model in the first half of the twentieth century,
(2) adopting the Soviet model of a centrally planned scheme until the 1980s, and (3)
following a largely market-oriented model since then (Levin & Xu, 2006, cited in Yi,
2011). Since the early 1980s, China’s higher education has undergone great changes
and has been greatly influenced by Chinese economic development. The market-
orientated economic reform has had important impact on China’s higher education
development (Ngok, 2007, 2008). Further, to make education better serve economic
development and China’ modernisation, education reforms have been carried out since
the mid-1990s, which has been characterised by two major changes, decentralisation and
marketization (Ngok, 2007, 2008). By adopting the policy of decentralisation and
marketing, more schooling types became available to cater to the differential demands of
a large population (Ding, 2004; Yi, 2011) and more and more diverse agencies have been
encouraged to provide educational service (Ngok, 2008). It also means that many
number of national universities are no longer under the direct administration of the central
government of national ministries (Yi, 2011). The other change of the reform was to
restructure the administration of higher education to remedy low education and research
efficiency in Chinese higher education (Levin & Xu, 2006). One of the education
reform consequences is the expansion of the Chinese higher education on the one hand,
and the developing of world-class universities on the other. In December 1998, the
Ministry of Education issued a document entitled Action Plan to Vitalise Education in the
21 Century.  Since then, China’s higher education began to step into the period of mass
higher education. The number of students in China’s higher education has been
increasing dramatically (Ngok, 2008). This change has also become one of the reason
that Chinese government recruits foreign-educated returnees to work in the Chinese

higher education.

With the persistent rapid economic growth and the expansion of high education scale, the
Chinese leadership is eager to earn international reputation in the area of higher education
by developing some key Chinese universities into world-class universities (Ngok, 2007,
2008; Vi, 2011). New projects, new assessment methods and other initiatives were
introduced into building world-class universities. In 1996, China implemented a



Chapter 1 Mapping the study

national programme named 211 Project. This project is aimed to achieve remarkable
improvements in teaching, research, administration and efficiency in 100 institutions of
higher education and in certain key disciplinary areas in the twenty-first century. This
project aims to improve the overall quality of Chinese education. In 1998, China
embarked upon 985 Project.  This project targets at a few top universities in China with
huge extra money from the central government to help these universities to become
world-class universities and to make them globally competitive (Levin & Xu, 2006; W.
Song & Liao, 2004). The Chinese government’s strong commitment to transforming a
few top Chinese universities into the world-class league reflects China’s ambition to
develop a higher education system compatible with its growing economic power and its
grand strategy of peaceful rise in the globalisation era (Ngok, 2008).

1.5 The need for research — problem identification

In today’s increasingly globalised world, cross-border communication has become a very
common phenomena in everyday life (Szkudlarek, 2010). Much literature has focused
on issues of individuals’ cross-cultural adaptation and many handbooks and cross—
cultural management manuals have been published concerning the issues of cross-cultural
adaptation strategies (Szkudlarek, 2010). Even though there are a growing number of
articles and books on re-entry difficulties, the understanding of re-entry phenomenon has
still remained unclear (Szkudlarek, 2010) and there is limited data to support the
theoretical hypothesis that no one is exempt from reverse culture shock (Gaw, 2000).
Furthermore, most research on the re-entry experience of international students has come

out of a Western-based perspective (Butcher, 2002).

With the number of Chinese returnees increasing rapidly, problems concerning returnees
(haigui) have become more and more salient. Many haigui find it difficult to make
connections and to adjust to a China that has changed dramatically since they left
(Wheeler, 2012). There is a misperception that those who were born in China and later
received foreign higher education would not anticipate any problems in cultural
adaptation and re-integration when they return to work in the Chinese socio-cultural
contexts because of the perceived cultural closeness (Selmer, 2002; Selmer & Shiu, 1999).
Such a misperception fails to recognise that culture plays a primary role in shaping

people’s knowledge, behaviour, psychology and social relationships (Neuliep, 2015).
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These returnees bring with them technological knowledge and expertise. What they
have acquired from foreign countries is heavily embedded in values, beliefs and
expectations which are formed, shaped and consolidated during their sojourn in the host
countries.  Cultural clashes are inevitable in the process of knowledge sharing and
transfer from one cultural context to another. Much emerging evidence shows that
overseas Chinese expatriates may experience special difficulties in China (Selmer & Shiu,
1999). Challenges which arise upon returning home are largely unexpected and re-
adaptation to home culture often takes much longer time than adjustment to a foreign
culture (Adler, 1981; J. N. Martin, 1984; M. M. Wang, 1997). Chinese returnees do
experience difficulty integrating into workplace back home because of such factors as
guanxi, interpersonal conflicts (Cao, 2008; Gu, 2009) and a lack of understanding of the
complexity of the workplace culture (Gross & Connor, 2007). Returnees have to face
many challenges such as abiding by the local rules of academic games, involving in non-
academic affairs such as administrative duties and media relations and trying to strike a
balance between internationalisation versus localisation within limited resources (Xu,
2009). They also have to deal with feelings of isolation and resentment from local
colleagues thus being shut out of local network (Wheeler, 2012). Further, more and
more returnees (haigui) start to feel that the preferential treatments that the government
gave them has created tension between returnees and local colleagues, which promotes
envy and competition instead of cooperation between returnees and locals (Rosen &
Zweig, 2005; Zhang, 2011). In fact, domestic scholars reject communicating with
returnees because of their worry and competition for resources. Domestic scholars fear
that sharing their work with others would risk their new ideas being taken away or inviting
criticism of their research, which would lead to challenges to their face (Rosen & Zweig,
2005). Tension arises especially between young returnees and the established or senior
domestic scholars (Yi, 2011).

When foreign-educated Chinese return to work in Chinese universities, many experience
various levels of reverse culture shock and face enormous visible and invisible challenges
(Feng & Feng, 2009). Li and Xu’s (2004) survey found that returnees had to face
problems such as the unbalanced distribution of workplace, an unequal academic
balance between natural science and social science (natural science usually gets more
research resource) and university’s teaching staff employment (inbreed employment

rules), namely giving priority to graduates who graduated from the universities in
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recruiting. Cheng, Lou, and Gao (2000) also mentioned similar problems that returnees
had to face. According to their study, many returnees were not satisfied with their living
situations. They had to face many problems in their work as well as in their life. These

problems are mainly focused on the following aspects:

e ltisdifficult to start the research because of lack of research funds.

*  Basic living needs cannot be met because of low salary and unaffordable housing.

e It is hard to handle the complex interpersonal relationships “guanxi”. Many
returnees had not anticipated the complexity of redeveloping personal
relationships before returning.

e It is hard to improve one’s academic ability because one cannot get access to the
latest information and research in Western countries.

e There is a lot of non-academic distraction to academic research.

The university authorities and locally trained teachers also lodged their complaints about
returnees (Gu, 2009). Now local people perceive returnees differently comparing to
decades ago (Gu, 2009). The halo surrounding returnees was beginning to disappear
and the enthusiasm towards them has cooled off (Gu, 2009; He, 2003). They no longer
were seen as elites as before and the public began to rationally assess the value of these
returnees (Gu, 2009). Their foreign education, ideology and behaviour were said to be
largely divorced from China’s cultural and socio-cultural realities and management
practice (He, 2003). There is a huge discrepancy between how returnees view
themselves and how others view returnees (Shao & Truex, 2012). Dissonance between
returnees and local communities often occurs with mismatched expectations and
perceptions. It seems that there existed a vast gap between the perceptions of the
returnees and those of the local management and the public, including locally trained
teachers and senior returnees (He, 2003; Shao & Truex, 2012). It is important to
consider why and where these problems exist and how they can be solved.  In addition,
it is also important to consider what might authorities and returnees do to reduce the
dissonance to decrease the damaging effects on the good intentions of the Chinese
authorities and returnees. It was these problems that motivated me (the researcher) to
investigate the fundamental issues from a more scholarly perspective and look for some

possible solutions to these problems as the central theme of this thesis.
There is much literature on returnees’ significant contribution to the development and
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transformation of China and their introduction of Western ideology, science and
technology to this country (Rosen & Zweig, 2005; H. Wang, 2005, 2011a, 2011b; David
Zweig, 2006; D. Zweig, Chen, & Rosen, 2004). There is still some other literature on
returnees’ level of satisfaction, job employment issues, and returnees’ impact and
influences on Chinese economy, education, politics and military (C. Chen & Yan, 2000a,
2000b; Gill, 2010; Guo, 1998; C. Li, 2004b, 2005a, 2005b). However, some other
important issues are under-researched, such as foreign-educated scholars’ cultural identity,
Chinese returnees’ reverse cultural shock, role conceptualisation and perceptions, cultural
compatibility and organisational fit, the effects of organisational culture on returnees,
communication conduits in organisations that affect communication effectiveness, and
how socio-cultural challenges are resolved and how the communication process in
returnees’ cultural adaptation and reintegration is managed. Research into these issues
faced by Chinese returnees will assist in more fully understanding of returnees and will
help them adapt to the Chinese culture properly by helping them re-adjust to Chinese
cultures, giving them proper guidelines and re-adaptation suggestions, thus to enable
them apply what they have learned in Western countries in the workplace. This study
will investigate these issues from cross-cultural perspectives. The output of this
research will benefit both Chinese universities and foreign educated Chinese returnees,
as well as Chinese overseas students who might return to China in the future.  Of course,
it will also benefit individuals who are interested in cross-cultural communication and

management.

1.6 The research questions of the study

Based on the issues discussed above, the study is to investigate the reentry experience of
returnees at the Chinese universities in Yunnan Province, China. It aims to investigate
the nature of their reentry experiences and how they manage the process of re-adaptation
into the home culture by examining the academic, social, cultural, psychological and
political challenges they faced in their cultural re-adaptation interviews. The study also
aims to identify and examine how foreign-educated returnees view their roles in Chinese
universities and how university senior officials and non-foreign-educated colleagues view
these roles, including their attitudes and perceptions towards returnees. The ultimate
purpose of this study is to find out what difficulties and challenges these returnees face

when they return to work in Chinese academic communities and how Chinese universities
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can make use of returnees’ social and cultural capitals. Thus, the overarching research

questions for this proposed research project are:

1. What are the overall experiences of foreign-educated returnees as they re-adapt to
their home country’s universities in Yunnan Province, China?

2. How do returnees manage the process of re-adaptation into their universities?

3. How do non-returnees and administrators view foreign-educated returnees’ roles in

and contributions to the universities?
1.7 Rationale for the study

The researcher’s opportunity to study in New Zealand provided a unique experience to
conduct this research. From February 2008 to February 2009, the researcher had an
opportunity to study for one year as a Visiting Scholar at University of Canterbury, New
Zealand. Upon returning to China, the researcher also met some reentry problems and
reverse cultural shock, such as the feeling of distance from the family, the crowdedness
of the cities, and the unhygienic habits of Chinese people. The researcher felt critical
about the things around her.  These personal cultural experiences at universities in both
countries motivated the researcher to look deep into the cultural challenges encountered
by foreign-educated returnees. The same experiences will help the researcher to
understand returnees more deeply, because the stories and responses are in many cases
deeply personal and also largely similar to each other (Butcher, 2002). The perspective

of an “insider” not an “outsider” will definitely make the research more persuasive.

1.8 Overview of the study

By providing the situational contexts and needs for the study, Chapter 1 identifies the
research problems for the current study and outlines the rationale for it.

Chapter 2 provides the theoretical framework and a review of previous work relevant to
the current study. It first discusses the theoretical background from two aspects: the
structuration theory and cultural identity change theory. Then the chapter reviews the
experiences of Chinese returnee scholars at Chinese higher education.  This includes the
roles and contributions of returnees at Chinese universities, the expectations of

universities and returnees and the expectation disparities between these two parties. The
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organisational culture of Chinese universities and the reverse cultural shock of returnees
are also discussed in this chapter. This chapter also identifies the research gap in the

literature, thus establishing research domain for the current study.

Chapter 3 presents the research design of this study. By providing the pragmatic world
view of the study, this chapter first explains and justifies why a mixed research method is
adopted in the study. Then it further argues why and how an embedded design of
qualitative method and quantitative method is most suitable for the study, and why the
three groups of participants were selected for the research. The chapter also discusses
the actual data collection procedure, method and data analysis process. The validity of

the study and ethical issues are also presented in the chapter.

Chapter 4 presents the findings of the study from the perspective of non-returnees and
administrators. It also summarises the recruitment policies of the universities. It first
outlines the recruitment policies, followed by the views and attitudes of non-returnees
and administrators towards returnees in terms of returnee’s roles in and contributions to

the universities.

Chapter 5 is also a finding chapter. It provides the reentry issues for returnees. The
chapter first summarises the reasons of returnees for returning from three aspects: family
connection, career development consideration, and the cultural reasons. This chapter
then reports the challenges and difficulties returnees encountered when they returned to
their home country’s academic communities. The chapter focuses on reporting the
reentry issues of returnees from three aspects: the academic challenges faced by
returnees, the bureaucratic issues of reentry and the cultural re-adaptation experiences of

returnees.

Chapter 6 discusses the findings in relation to the existing literature. It explores and
explains the reasons why returnees had limited influence on Chinese universities and how
Chinese universities constrained returnees’ strengths and advantages from the
structuration theory. It also discusses how cultural identity change influenced returnees’
reentry experience from the perspective of cultural identity change theory. Based on the
discussion, the chapter then presents the implications of the study both for Chinese

universities and returnees.

Chapter 7 concludes the thesis by outlining the major findings of the study. Then the
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contribution of the study is presented in the chapter with respect to two aspects: the
theoretical contributions and the practical contributions. The research limitations and

future research directions are discussed at the end of the chapter.
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CHAPTER 2 LITERATURE REVIEW
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2.1 Overview of the chapter

This chapter begins by outlining the theoretical framework for the current study,
particularly the structuration theory and cultural identity change model that have been
applied to explain the dynamic reentry experiences of foreign-educated Chinese students
returning to work in Chinese higher education in Section 2.2.  Chinese higher education
has unique characteristics of academic organisational management. Giddens’
structuration theory assists understanding the reentry experiences of returnees from the
perspective of social systems, whereas the cultural identity model assists explaining the
returnees’ cultural re-adaptation behaviours and activities from the perspective of reverse
cultural shock. Following the theoretical framework, the chapter provides a basic
review of reentry adaptation and reverse cultural shock concerning the issues of reentry

from a wider context in Section 2.3.

The chapter then reviews the literature related to the experiences of Chinese returnees as
well as their cultural identity changes in Section 2.4.  Reviewing earlier studies provides
the necessary contextualisation and enables an understanding of the positioning of the
current study. The review of the literature indicates that when these students return to
their home country with their transformed cultural values, beliefs and expectations, they
have difficulties in re-adapting.  Disparities in expectations and misunderstandings seem
unavoidable for both returnees and local organisations. In China’s hierarchical society,
lack of understanding of the culture and its expectations can be problematic. This is
especially true for returnees, as they often have high expectations when returning to China
and their universities also have high expectations of them (Gu, 2009). When such
expectations from different parties are mismatched, the direct consequences can lead to
constraints on the efforts by returnees and universities and can make the water “choppy”
for returnees (Wheeler, 2012). Lack of understanding of the changed Chinese context
also influences the returnees’ life and work back in their home country. Therefore, these

returnees experience reverse cultural shock in the process of cultural reintegration.
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2.2 Theoretical frameworks of the study

2.2.1 Structuration theory

Structuration theory has become a dominant theory in social sciences since the 1980s,
when it was recognised as a richly grounded theory, and it has been increasingly adopted
to examine aspects of organisational communication (Pozzebon, 2004; Seyfarth, 2000).
It also has been used as an alternative approach to study numerous organisational
phenomena (Pozzebon & Pinsonneault, 2005) as well as human experiences (Conrad,
1993). This current research has adopted Giddens’ structuration theory as one of the
theoretical frameworks for investigating the re-entry process of foreign-educated
returnees working at Chinese universities from an organisational perspective. As
organisational institutes, the environments within them influence individuals’ behaviours
and activities, as each organisation sets up certain policies and rules to guide their
members’ daily interactions, practices and activities (Kim, 2005). An individual’s
cultural identity within the organisation is constructed by the organisation’s norms, values,
attitudes and cultural practices (Jameson, 2007). Therefore, structuration theory can

provide a comprehensive approach to the organisational issues of Chinese universities.

Structuration theory deals with the creation and maintenance of ideas and structure in
social interaction (Staber & Sydow, 2002). It provides a basic framework for
understanding the dynamic relationship between the activities of human “actors” and the
structuring of social systems by employing the concepts of duality of structure and
structuration (Macintosh & Scapens, 1990; Staber & Sydow, 2002). Giddens (1984)
believes that human actors’ activities shape, and are shaped by, the structure(s) of the
institution.  There is a dual relationship between them. That is to say, human actions
both produce and are mediated by the structure (Scott, Corman, & Cheney, 1998).
According to Giddens’ theory, all social interactions are situated in time and space.
Structure, which is produced out of time and space, is instantiated in social interactions
situated contextually. Contextuality is defined largely by locales, which become the
settings in which the routine activities of different individuals intersect (Giddens, 1984).
In these locales, routine activities are the predominant forms of day-to-day social life and
these locales both produce, and are produced by, the content of individuals’ interactions
(Scott et al., 1998).
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Structuration theory consists of three core concepts: structure, agency and duality of
structure. The following subsections will explain these concepts in detail and discuss

the way structuration theory has been applied in the current study.

2.2.1.1 Structure

Structure, according to Giddens (1984), refers to structuring properties that allow the
binding of discernibly similar social practices into social systems. These properties
enable social practices to exist across varying spans of time and space and give these
social practices a “systemic form” (Giddens, 1984, p. 17) and “they are available to agents
as blueprints for action in specific time-space” (Macintosh, 1994, p. 170). Structure,
Giddens argues, also refers to the recursively organised sets of rules and resources that
are “out of time and space, save in its instantiations and co-ordination as memory traces,
and is marked by an absence of the subject” (Giddens, 1984, p. 25).

In structuration theory, Giddens (1984) distinguishes between social systems and
structure.  For Giddens, social systems comprise discernibly similar social practices that
are reproduced across time and space through the actions of human individuals. Social
systems are not structure; rather, they exhibit structural properties that are both the
medium and the outcome of the practices. Social systems, in which structure is
recursively implicated, comprise the situated activities of human agents who draw upon
rules and resources in the diversity of action context. He defines structure(s) as the rules
and resources, or sets of transformation relations, organised as properties of social
systems; systems are the reproduced relations between actors or collectivities, organised
as regular social practices. Social systems refer to the surface patterns of interactions,
whereas structure is the virtual order of generative rules and resources available to
individuals that are capable of bringing about certain states of affairs (Bryant & Jary, 1991,
Scott et al., 1998).

Rules, according to Giddens (1984), “are procedures of action, aspects of praxis” (p. 21).
Such rules include codes of communication and norms of behaviour (M. L. Jones, 2007).
They can be formal or informal, explicit or implicit, and are the principles and ethics that
guide and affect individuals’ behaviour and social interaction (M. L. Jones, 2007).
Giddens (1984) also distinguishes between the rules of social life and formulated rules.

Rules of social life are those that are “techniques or generalizable procedures applied in
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the enactment/reproduction of social practices” (p. 21). Formulated rules are those that
“are given verbal expression cannons of law, bureaucratic rules, and rules of games and

so on” (Giddens, 1984, p. 21). Formulated rules are codified interpretations of rules.

The term “resources” refers to both the ability of people to use resources to influence
material objects and means, as well as nonmaterial capacities to harness the activities of
other human beings (Healey, 2006; M. L. Jones, 2007; Lyytinen & Ngwenyama, 1992).
That is, resources constitute allocative resources, which refers to “transformative capacity
generating command over objects, goods or material phenomena” and authoritative
resources, which refers to “transformative capacity generating commands over persons
or actors” (Giddens, 1984, p. 33). Both rules and resources attempt to mentor and

control actors’ behaviour and actions (M. L. Jones, 2007).
2.2.1.2 Agent and agency in structuration

The term “agent” refers to the individual actors who are guided in their social interactions
by structures (Yuthas & Dillard, 1999). Although structures guide individual actors’
behaviour in contexts of co-presence, they are potentially alterable by agents in social
interactions (Busco, 2009). That is, “to be a human being is to be a purposive agent,
who both has reasons for his or her activities and is able, if asked, to elaborate discursively
upon these reasons” (Giddens, 1984, p. 3). To be an agent is to be able to “deploy a
range of causal power to make a difference to a pre-existing state of affairs or course of
events” (Giddens, 1984, p. 14). Giddens argues that agents cease to be such if they lose
the capability to act or to “exercise some sort of power” (p. 14). He notes that agency
refers to the intentions and capability of individuals to conduct, create, produce and
reproduce structures through enacting rules and resources.  So agents (actors) cannot be
simply conceptualised as social dupes who are governed by independent structures
(Busco, 2009; Macintosh & Scapens, 1990), “but rather as existential beings who
reflexively monitor their conduct and make choices in social settings” (Busco, 2009, p.
254). These reflexive abilities make social agents “not only able to monitor their
activities and those of others in the regularity of day-to-day conduct; they are also able to
‘monitor that monitoring’” (Giddens, 1984, p. 29). This reflexivity is replicative, in that
it facilitates unconsciously the production and reproduction of social structures (Busco,
2009).
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Agents know what they do and why they act, based on their implicit stocks of mutual
knowledge, which are not directly accessible to the consciousness of individual agents
(Macintosh & Scapens, 1990). This “knowledgeability” of individual agents is
expressed in their agency (Banks & Riley, 1993), which enables individuals to understand
their own behaviours and at the same time monitor their own and others’ actions and
activities (Giddens, 1984). Agents, according to Giddens, are also able to explain
(rationalise) the grounds of their actions if asked, even if they are not aware of the

consequences of them.
2.2.1.3 Duality of structure

Giddens employs the concept of duality of structure to explain the dynamic relationship
between human actors and the structure of social systems (Staber & Sydow, 2002).
Giddens (1984) explains duality of structure as follows: “... the structure properties of
social systems are both the medium and outcome of the practices they recursively
organise” (p. 25). That is, human action both produces and is mediated by structure
(Scott et al., 1998). This is the basic concept of structuration. In social interactions,
human agents produce and reproduce social structure according to certain sets of social
practices that are transformed across time and space (M. R. Jones & Karsten, 2008).
These processes are related to structure in that practices are embedded in the system
which, depending on how it is structured, either enables or constrains individuals’ action
(Staber & Sydow, 2002). Thus, according to Giddens (1984), “the moment of the
production of action is also one of reproduction in the contexts of the day-to-day

enactment of social life” (p. 26).

Giddens (1984) identifies three structural dimensions in analysing the duality of structure:

signification, domination and legitimation.
2.2.1.3.1 Signification

According to Giddens (1984), structures are rules and resources that facilitate and
constrain individuals’ actions during social interaction. The structure of signification
refers to semantic rules.  Such rules include beliefs, principles and values that guide and
direct individuals in their behaviours and ascribe meaning to their action (“This is how

we do it in this organisation”) (Staber & Sydow, 2002, p. 412) and thus inform individuals’
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understandings of the settings in the interaction, such as settings in a workplace (M. R.
Jones & Karsten, 2008). These rules are implied in the day-to-day interactions and are
tacit (Giddens, 1984). They help to explain how an organisation or individuals use
interpretive schemes to functionally communicate their own and others’ actions and share
mutual understandings and meaning through structural signification (Busco, 2009;
Hussain & Cornelius, 2009).

2.2.1.3.2 Domination

The structure of domination refers to the resources that may be brought to a situation of
interaction (Bryant & Jary, 1991; Giddens, 1984). It focuses on the distribution and the
exercise of power within an organisation, or who is responsible in the organisation (Staber
& Sydow, 2002). Giddens (1984) distinguishes between allocative and authoritative
resources in domination. As mentioned earlier, the term allocative resources refers to
the individual’s capability to control material resources (or economic capacity) and
authoritative resources refers to the control over people (or the ability to organise and
coordinate) (Giddens, 1984; Hussain & Cornelius, 2009).  According to Giddens (1984),
domination is a fundamental aspect of structure in that it explicitly affects the existence
of signification. Domination takes place when social individuals use their personal
influence, skills and expertise in a given setting, using the facilities and resources of
power at their disposal while at the same time conforming to existing codes of practice
and holding others accountable for particular activities (Hussain & Cornelius, 2009;
Macintosh & Scapens, 1990). Power, in this context, refers to the transformative
capacity of individuals (Bryant & Jary, 1991; Giddens, 1984; Hussain & Cornelius, 2009).
Some individuals have more power and by using it well, achieve domination. Those
who have more power and domination can influence others and gain their cooperation
(Hussain & Cornelius, 2009).

According to Giddens (1984), all social actors have some sort of power, since they have
at least some sort of resource at their disposal; otherwise they cease to be social agents.
However, in organisational settings, the organisations attempt to exercise their power and
achieve domination by using allocative and authoritative resources (Busco, 2009;
Halperin & Backhouse, 2007; Stein & Vandenbosch, 1996). Both allocative and
authoritative structures aim to achieve an organisation’s objectives through dominating

its members (Yuthas & Dillard, 1999) “in the wielding of power” (Rose & Scheepers,
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2001, p. 220).
2.2.1.3.3 Legitimation

The third dimension of structure, legitimation, reflects the norms, values and ethics that
guide individuals’ behaviour and make sense of their actions. It refers to how things
should be done in an organisation (Staber & Sydow, 2002). All organisations have
formal and informal norms, rules and principles that determine the acceptance of
individuals’ behaviours and actions (Halperin & Backhouse, 2007; Yuthas & Dillard,
1999). According to Giddens (1984), legitimation structures comprise all types of rules
that are drawn upon as norms in the evaluation of conduct, with social agents “reflexively
monitoring the flow of interaction with one another”, and thus normative elements of
rules are ‘“contingent claims” (Giddens, 1984, pp. 30-31). During this process,
legitimation structures such as policies, strategies, methodologies and objectives can be
produced and reproduced (Hussain & Cornelius, 2009). Individuals constantly refer to
the organisational way of working to ensure their actions fit into the framework, whereas
organisations’ rules (such as policies and guidelines) can be discussed and reframed to
better suit the organisation’s management, thus producing new legitimation structures
(Hussain & Cornelius, 2009). Both individuals and organisations seek to practise

reciprocal rights and obligations to ensure that legitimation exists (Busco, 2009).

Although analytically separable, these three dimensions are inextricably linked (Giddens,
1984; Macintosh & Scapens, 1990). They show the blending of enablement and the
constraint of structuration theory, which represents the duality of structure in social
interaction (Bryant & Jary, 1991). Rules regarding beliefs, principles and values
(signification) inform and direct individuals’ actions in an organisation (M. R. Jones &
Karsten, 2008; Staber & Sydow, 2002). Individuals make sense of behaviour and events
through their interactions and communications with others, thus reproducing the rules
(Staber & Sydow, 2002). By using their facilities to mobilise available resources, an
organisation exercises power over individuals, thus turning power into domination
(Staber & Sydow, 2002; Yuthas & Dillard, 1999). By using norms to sanction
behaviours and actions, the rules of an organisation are followed and legitimacy is
conferred (Staber & Sydow, 2002; Willmott, 1981). Consequently, “the
institutionalisation of a socially constructed order may be achieved” (Busco, 2009, p. 251)

by relying on the structures and the related interaction of these three dimensions.

23



Chapter 2 Literature review

Structuration theory has been employed in a wide range of research studies and has been
used as a theoretical approach for examining and understanding organisational
communication (Scott et al., 1998).  Although structuration theory is viewed as a social
theory by Giddens, it can also be applied to understand social relations at the
organisational and inter-organisational level (Staber & Sydow, 2002). Structuration
theory offers a conceptual scheme for understanding the relationship between individual
actors and organisations and it helps to explain how organisational structures enable and

constrain individual actors’ behaviours in an organisation (Staber & Sydow, 2002).
2.2.2 Culture and cultural identity change theory

Students who study abroad become part of a new culture.  All individuals who immerse
in a different culture undergo cultural identity shifts because of the cross-cultural
transitions or cross-cultural adaptation. According to Adler (1981), because of this
cultural shift, re-adaptation or readjustment to one’s home culture is more difficult than
the adjustment to living in a different culture. To understand the process of the re-
adaptation experience further, the following section applies Sussman’s cultural identity

and cultural transition model to explain cultural identity and cultural identity change.
2.2.2.1 Culture and characteristics of culture

Culture, as defined by Fiske (2002), “is a socially transmitted or socially constructed
constellation consisting of such things as practices, competencies, ideas, schemas,
symbols, values, norms, institutions, goals, constitutive rules, artefacts and modifications
of the physical environment” (p. 85). Sussman (2000) believes that “culture
imperceptibly forms a mental framework through which individuals define their ontology,
motivate and select their behaviours, and judge and evaluate the actions of others™ (p.
356). She argues that when that culture is disassembled, it can be difficult for
individuals to find meaning for a while. Zapf (1991) points out that culture is like a
network of shared meanings that have been taken for granted as reality by those who
interact within the network. A community of people who share the same world view
“construct a common model or map of the world derived from their shared experiences”
(Zapf, 1991, p. 105) and “without such a model or map, people would experience the
world as totally chaotic and unpredictable” (Zapf, 1991, p. 106). When the familiar
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norms, symbols and values change, it can be difficult for the people in the community to
find the meaning of the culture. He further argues that culture also includes a conceptual
style. The style “reflects more a manner of organising things, of putting things in a
certain way, of looking at the world in a distinct fashion” (Price-Williams, 1980, p. 157,
cited in Zapf, 1991).

Hofstede, Hofstede and Minkov (2010) define culture as the “mental programmes” or the
“software of the mind” (G. H. Hofstede et al., 2010, p. 5) of a person. According to
them, every person carries within them their own patterns of thinking, feeling and
potential acting, which are learned throughout the person’s lifetime. Much of the culture
is acquired in the person’s early childhood. They also argue that before the person is
able to learn something different, he or she must unlearn the patterns that have become
established within their mind, and the unlearning is more difficult than learning for the
first time. A person has a basic ability to deviate from these old programmes and to
react to them in ways that are new, creative, destructive or unexpected (G. H. Hofstede et
al., 2010). This cultural identity comes from a person’s life experiences and the source
of the mental programmes lie within the social environments in which he or she grew up
and had his or her life experiences (G. H. Hofstede et al., 2010). Culture is always a
collective phenomenon, shared with the other people who live within it, and is composed
of the written and unwritten rules of the “social game” (G. H. Hofstede et al., 2010).
People do things according to the “schemas, symbols, values, norms, and beliefs” (Fiske,

2002, p. 85) that their group of people already carry with them.

Cultural identity may not be explicitly recognised until an individual comes into contact
with people from other cultures (Sussman, 2011; Zapf, 1991), because a person may not
consciously be aware of the particular patterns of assumed meaning if they are interacting
only with others who share the same cultural background (Zapf, 1991). Zapf argues that
“It 1s through contact with persons who see the world differently that an individual can
become acutely aware of the cultural patterns he or she is using” (Zapf, 1991, p. 106).
Cultural acquiring is the unconscious process of getting symbols (such as language),
heroes (such as parents), rituals (such as dating) and most importantly, individual values
(G. H. Hofstede et al., 2010).  Once the culture is acquired, a person cannot escape it (G.
H. Hofstede et al., 2010).
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2.2.2.2 Chinese and Western cultural characters

Hofstede, Hofstede and Minkov propose five dimensions of national cultural identities.
Each country can be characterised by a score on each of the five dimensions and each
country can be pitched along these five dimensions to confirm its cultural type (Lu &
Francesco, 2010). Comparing the raw scores on these dimensions (as measured by their
model) for China with those for most Western countries (G. Hofstede & Minkov, 2010;
G. H. Hofstede et al., 2010), two main dimensions — collectivism/individualism and high
power distance/lower power distance — can be detected to portray the cultural divergence
between the Chinese and Westerners. “Collectivism/individualism” pertains to societies
in which the ties are between individuals and between the individual and the cohesive in-
groups (G. H. Hofstede et al., 2010).  In the individualistic society of Western countries,
ties between individuals are loose, whereas in the collectivist society of China, individuals
are integrated into strong, cohesive in-groups. “Power distance” defines the degree to
which individuals expect and accept inequality as normal and fair (G. H. Hofstede et al.,
2010). In the Chinese culture, individuals tend to accept inequality between people as
part of the hierarchical levels of the Chinese social structure (G. H. Hofstede et al., 2010).
Therefore, Chinese culture is characterised by collectivism and large power distance,
while Western countries are characterised by individualism and low power distance (G.
H. Hofstede et al., 2010).

Chinese foreign-educated returnees, who have studied or worked in Western countries for
some years and have experienced different cultures, may carry with them changed cultural
identities due to their overseas experiences and they may have developed a new
intercultural personhood (Gaw, 2000; Gill, 2010; Kim, 2001, 2008). When they return
to China from individualistic, low power distance cultures to a collectivist, large power
distance culture, problems can appear (Gaw, 2000; Kim, 2008). For returnees, failing
to understand the Chinese culture again can result in difficulties in re-adapting to the
home country (Gill, 2010). Over the period spent in another culture, both the returnees
and the home country have greatly changed, giving rise to conflicts between their newly
assumed identity and their home cultural identity (Adler, 1981; Zapf, 1991). Returnees
may have to face a different home culture from the one that was once familiar to them.
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2.2.2.3 Sussman’s cultural identity change model

To understand the psychological adjustment process and cultural identity changes,
Sussman (2000, 2011) proposes the cultural identity change model containing three
fundamental elements: identity salience, sociocultural adaptation and self-concept-
cultural identity changes during cultural identity change process. She points out that
these features which interact within a larger cyclical framework of cultural transition to
predict consequences for the transition process made evident during repatriation. She
argues that during cultural transition, self-concept disturbances are unavoidable and these
self-concept disturbances and subsequent shifts in cultural identity are the critical
mediating factors in explaining and predicting psychological responses to the cross-

cultural transition process.
2.2.2.3.1 Cultural identity salience

Sussman (2000, 2011) claims that people have multiple beliefs about themselves; that is,
they have many self-schemas, including self, self-concept and cultural identity. Culture
is part of the self, but cultural identity is not explicitly recognised by individuals (Sussman,
2000). She points that a person’s sense of their cultural identity is “[like] [being] a fish
in water” (Sussman, 2000, p. 363), and individuals seldom recognise “the imprint of their
own culture and its ubiquitous nature” (Sussman, 2000, p. 363). She notes that it is
during a cultural transition that one’s cultural identity emerges and becomes salient.
Immersed in a new social environment, where behaviour and thinking are different from
one’s familiar cultural context, one’s awareness of the profound influence of his culture
on behaviour begins to grow. The cognition of cultural identity salience and out-group
membership appear to strengthen the identification with the home culture (Sussman, 2000,
2011).

2.2.2.3.2 Sociocultural adaptation

After the cultural salience phase, the model posits that the sojourners recognise the
discrepancy between their cultural selves and the new context they are facing. Realising
that one set of cultural cognitions and behaviours are no longer appropriate within the
new cultural context, individuals may modify their behaviours, cognitions or both, which
leads to an awareness of cultural identity. During this process, sojourners encounter a

continuum of adjustment choice, ranging from the maintaining of their own cultural self
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and behaviours to developing a new cultural self and new behaviours that fit into the host
culture; in other words, they “go native” (Sussman, 2000, p. 364). Three main factors
(task centrality, identity centrality and cultural flexibility) influence the degree of the
sociocultural adaptation process of individuals (Sussman, 2000). This period of
adjustment is one in which the sojourner makes the “person-environment fit” (Sussman,
2000, p. 364). These modifications mark the beginning of the pursuit of self-knowledge
(Higgins, 1996) and self-concept disturbances (Sussman, 2000, 2011).

2.2.2.3.3 Repatriation

As aresult of cultural adjustment, the changed identity of an individual’s self-concept and
their changes in cultural identity become salient on the commencement of repatriation.
In the host cultural context, sojourners adapt to their new cultures by changing their
behaviours and social thoughts and thus, their cultural identity is modified. On their
return, repatriates then evaluate their personal values, cognitive maps and behaviours
against the prevailing cultural norm in their home country (Sussman, 2000, 2011). They
may find that there is no longer a fit between their newly formed cultural identity and that
of their home culture and that the new cultural scripts are not appropriate when they are
back in their home country (Sussman, 2000). Sussman adds that most repatriates
experience the most severe level of stress at this point than at any other time during their
cultural transition. They may feel their affective response is overwhelmingly negative
cognitively, and behaviourally (Sussman, 2000, 2011). Repatriates may feel they are
“not fitting in” (Sussman, 2000, p. 365) with work life and family life. They may find
they are now members of a new out-group within the home country because their home

cultural identity no longer matches (Sussman, 2000, 2011).

Sussman (2000, 2011) states that as a result of the interaction of identity salience, the
adaptation process, the adjustment outcome and self-concept changes, four cultural
identity shifts might emerge: namely, subtractive, additive, affirmative or intercultural.
Both subtractive and additive shifts lead to repatriation experiences such as stress and
discomfort in interpersonal relationships. At the extreme, subtractive repatriates may
feel a lack of cultural identity or see themselves as a “marginal man” (Park, 1928, cited
in Sussman, 2000, p. 366). In contrast, additive repatriates might seek to interact with
people of their former host cultures (Sussman, 2000). An affirmative shift results in

sojourners becoming less adapted to their host country and tending to congregate together
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in that country. The affirmative sojourners’ home-culture identity is maintained and
strengthened throughout the transition cycle; thus, their cultural self-concept remains
highly stable and unambiguous. Consequently, their repatriation experience is low in
distress, as coming home may be a welcome relief.  An intercultural identity shift gives
repatriates a sense of being world citizens who can interact appropriately and effectively

in many countries or regions (Sussman, 2000).

In summary, the culture in which individuals are raised influences the way they are
socialised and it provides both a frame of reference for self-definition and a frame of
reference for ordering social relationships (Higgins, 1996; G. H. Hofstede et al., 2010).
Individuals’ cultural identity is influenced far more by their experiences than by their
genes (G. H. Hofstede et al., 2010). Individuals raised in different cultures bear with
them different cultural identities, such as different norms, ideas and beliefs. Cultures of
individualism and collectivism have direct effects on individuals because the culture
provides the norms and rules that guide the behaviours of individuals (G. H. Hofstede et
al., 2010; Koch & Koch, 2007). Cross-cultural contacts give individuals chances to
negotiate new social norms, develop language skills and respond to th