Japanese Journal of Administrative Science
Volume 29, No.2 - 3, 2016, 115-138
FEEATENE 5 29 &5 2 - 375, 2016, 115-138

VVIRID L

Symposium
PURT TN

Selected papers from the Association of
Japanese Business Studies (AJBS) *

EextzEs)

RRHAE 1 N B

Georg-August University Gottingen Fabian Jintae Froese

Japan Advanced Institute of Science and Technology Vesa Matti Peltokorpi

Hitotsubashi University Patricia Tish Robinson

BIO ZNCTIEREIC2 D £ L0 THD S
TWwiz72& 4, g, BREfTERSATHE
AT Y B 2 R o> TR ) F T RIRKF
OBITERLET,
ZOTYRY Y AL [JAAS-AJBS ERE:
WESH Y v RI T L] L) ZEIBFNTED
9. BETHR S FROEB LA L T
CEwv) HOHT, Erbsa L oot
PUETIE WL W) BREIZES S, 4,
W AT EN R #2%2 4& & Association of Japanese
Business Studies (AJBS) &\ 9 2 ODFED
Kitw HgE L2y VR L% ET S L
JTEWHED F L7z AJBSIZOWTIRERIRL,
BEEONEEDS THEPZSWE T,
fHAICRY VRV T LADAT V2 — Vi T
7z L FE 3, IS Association of Japanese
Business Studies DHIEZE TV H o LeWET
BERHAKEONFZLA LY, AJBS @ TR
fxwZ&EFEFd, TNRHAFHETITVWET,
KIZ, AMlE AJBS KEOHH» HHFE5ER L v
AMIZHLT3IHDOEEBIBELTBY L
T, BHER-oTHBY £9 AIJBSFFRARET#E
ICEREINTTSIrHEAZLOE LS,
LEYT—Yarz L TwiiEZsEd,
ZZTAJBS #f{FEL THHITHFR 7274

TR ATEIR A 1T MAERREIZB T A
PURTYT A (2014411 A8 H) oitEE —#5
ELZDDOTH S,

KBcR= B 1T i A

3HDFELEFIZ TN LE T, B
HKEL TN DD, FAvDry T4 07
YRENB VWS 5 L2 \E L7z, Fabian Jintae
Froese 564 C¥. 2 HDFEIE, JbRedin
BHEHM R ERREDL LWL s Lo g L7z,
Vesa Peltokorpi %64ET9, 3 ABHIZHFEL T
W EETON, —MERFDICS (B
HIEIEZERE) 225w h o Lo wE L7z, Tish
Robinson J6ET4o 2D 3 & DA D S 20
Y ORFETIHEL T2 E £,

WIBIZRDIE) 52D 3 DDFEIZOVT
fEHZ HARGE TR 2 ATV, T ORIZT A A D
varyEIETNEEEWnI) b THED
TwEovntBuniy, &) LA LIBE
LET,

ZTNTIIRAZ, HIZRETVWHo LewnEy
N6, AJBS OfFr%& BRIV W2 L F
3o

1. Association of Japanese Business
Studies (AJBS) DB

FREXZE TTREE
A BHSA, TAIEHIE, 2245THMCH

T F L7z, BREHREDTNTY ., »wAH W
B TS £ LT, FIZ 2011 40 & WEF

-115-



T URT T L

(20134F) D6 HETCZDOHFEOEMLTEZRD
HTCWZWTBY E Lz, SHIARRTLE
5, HE&E® Gary Knight 264 CRkEY « 5
Ay MREE) BTTITBEZEL T, BREELTN
ELIAHRDTTY, HWIILAKRHIZT A A
PHERLNRVIZD, AR ITRA ST
W EET,

AJBS &, Association of Japanese Business
Studies, HAFETE 21X [HAL I A5
e S IR 2y N N/ AR AR S W VAL
1987 S & <, —HEEHTO T & > h ¥ DCIZ
T, RULBHFORLGREET W LE LT
PEIZ30 L, HROE Y XA - BRI
FLL7:, BRod s ERFRTT,

FALEREOZ L 1E, RO IKHFELETFTwEY
AT, RYVNVRZTREFEOT +— MV -
27 — )V (Wharton School) 12T, DY
SR ZHEFPTHIE N RSN T, ERY
L7 fioTBY £9,

SEHIE, SBAEIL 100 BT, LT LD
REBFERTIRDY THA 72721, @RI,
B 213 1996 4F I AT B CHEIB RS & L7
B, BT EEBRAETZA R EDBFMEVE LT
WE L72A, ZOREZFEIZ 400 A< b At iR
POLERBICBETVWLLEEFE L, 20
%, HARORFZOWHEE #ET 5 L) ICxEHK
WA xRN, AIBSIZE > TH—Fl], ik
LWEHI»S D F L7z L2L, &REHY, &
WEI LIGD TV E T, FFICHAEANOEFH
RNWZEE, 7273 -0 v EEOH
TR DA AJBS IZEEEA TV 5
LI TETVET,

BEROZE2GIRYEY T3 L&, BIFEBE
L7z ESREOLSEFIREA, b4 )
A RFLEBIZ TRFFEDVERIGE L, &
MO AHIETHARNDIENEETL 72,

# 3fCH A E D George Graen 640 B4 i
X, BRETEBHEFEOBRIEILITHEL2E
BwFEF, V== v THHROEETDH ),
“Leader Member Exchange (LMX)" ® 2 »

O ATEIRIE S 20 B 2 - 3

7 b RN %Y B L7 AR EEE T
3o

Znh s 6 I, BETHEEEEOR)
REETH B - BHMed: (BhERFSAE
HIZ) BT ENFE L7 BIFEHL LT
1996 SEE D AR KA T, M4 D A
GREEFMEE LD, GHIEEWCIZEE
9~ Tish Robinson JGEAY4IED AJBS O &
LTCIERW 277w Twnzo b, b K
ATBYFET.

ZNH 5 7T H® Tom Roehl S5 (7 = A
y vy kR Bd%) T9 o Tom Roehl
SeAlx, AIBS OFRMEE WA LS HIZESL T
FES LVWEBE T shTwEd, Lize
B L BT R oG Aise s o H AL
%, Tom Roehl J&E1E AJBS O CiE L I2%
KEZTRIEWEEE L,

(A7) —=v0) AV EF LT, F 1014
HoSE, HFBEPCREORKITHE (LITAR)
JeAE, Raik TRETEFRE] OFFlREE
TRICL o> TWZ20nTB 4, THMD
MY, EESRRE OS5 E TR I E A R TR
T3,

B (13LH) oaRiEEEEHL BT
72 Gary Knight 564, Fl4s K13 James Hagen
Sed CREINA T A RY), MBHLHE
25, FOESE (BIERRRY), 2L TR
B LA, AH, RIEIEITHERNEL
Fabian Froese 6tk (F'y 74 Y7 v KEE) 8
THAEERTVET,

ZNDOENTIIWIT R Vw0R, TOBTA
T3 42, 2014 4£ @ Conference Chair, Z Mk
DAFTA RTTALETITED, FRRED
BEC6 HIZ, BF s oy —N—THfEsh
F L7z, Thattisnzonn, S04 -7
FAF—-OBEOAETT, 2015 F1E, BTE
72N T HOT, Ynids, #HATBEET
F &L, 2 BIIKF O Carol Reade SE4E,
WelehS Chair # ¥ 52 &> THBY 3,

T, TZTAJBSOEREE* TN L

-116 -



Selected papers from the Association of Japanese Business Studies (A]BS)

FLLY. HB1IT, AJBSIHIEE, FIH (6~
7TH) CEBFERRKEEZHNTEDY 9, f
L LTlE, AJBSHHEHOERAS T HESES &
A TR K E OS] & B BT THVTW 5 5T
Tdo EFMIZE, REOEBRLE D A RAFR

Academy of International Business (AIB) &
Vv, EREEOSFICBNT, R TRLHE
WDH b LIMET, HEREZHEL TS
NF9, BT, 201241 F7 2> > DC,
013 4FEDRA A% 7T =), ZL T 2014 FEDN
v —oN—& FERICBIR T TR S
TBYFEFTOT, COTE 2T UEEL
CHEWET,

200, EEMBTE OREHEND Y F
o BARRIZIE, 4 F) ADOKFHTETH S
Palgrave Macmillan #: & 24 1L €, S50
RlICE o THBERGBA LT —EAZRM LT
WE g,

120, REOREFHTH LIS 5 Best
Paper Award D AR — 2% > TWiz72w
THY F9. AJBS O EFRAER KT IL A,
150 205 60 fF CHVOTFIEFE RN T 1 7T
2ZEINT T, FOThTRIELREEZ L F
LT, ®EFHmiL (Best Paper) 1 HA%EIENL
9. ZHHAIIE, BHROEMICEERSF
TEEMPEONF 3, FIZ45 4 O Best Paper
Award D ZEH X, 4 HZ 212w 5 Vesa
Peltokorpi 6T AKH Z DR TIERNZ
CHBEDBZOZERLTTOT, COITERW
272 E e v E g,

Zhr 5 9 121%, Palgrave Macmillan
A3 FEAT S B E O FMTEE, Asian Business
and Management (ABM) O3 EH~OHFRE Y
BEFt L AJBSHHEZORITTY. THEHOH b
Zuvip & B FE 3%, ABM i, SSCI (Social
Sciences Citation Index) ZHEFHSI N TV 5
EERA SRR OEN Y v —F T,

BB ORBESICOVWTA L IHIA L F 9
&, 7, AJBS OEFRAFERKSE TOFEKR
DHENSENT S DAY, FHi O A FEAFE R R

EERE D OHEE 2 &% b L AERiRCE LT
BERIEN T T 2O’ BHiL & -o72mLo
FHI, BEFNOTY M) —OBEBEMIEL
7tk HBEZOTHRE2BATT. bBHAHA,
Zzo@EBc—2l FoiFrkoonsZ e
HY ETA, BRI AJBS KA THATEEZ L
TW3OT, WFEOAH 7T LA LD ITHKEIC
BHRoOF v AIEE T3,

ZOMDEBY — YR & L TIEEmgES D
P H ) T3, ZIIRELTTA, Bz
ERKEOFNZTL - a7 7T AL LTH
FWERERITORZ bIN - A= T L%
BiET24E0H) 5,

F72, A=V YT )AL - H—LRALEH
DERICL > CTEELERICR D £9. AJBS
ICHBEHTL L, HEMIZAIBSOX—1) »
TYAMIBERSNETOT, Bz IXREHSS
RIS OBEIEH: EAEIWICESNTE
QI

ST, 2015 4 @ AJBS-AIB Conference (%,
4y FoNyHFa—LThfsntd, AJBS
1Z6H25~20HD2HM, Zhht AIB I
FOHD 2T ~30 HE W) A7 Y 2 — )L THk
SNE T, AIBS OFEEmMLOMOT Y 1%, #l
FERR2 AT A (7 2016 4E LA 12 B
IZEE) TToT, FLEELEMAD) T,
BFEITE, WLTNAR— X — DI R BN 7
DETH, LHEHANT 7 FOERETLE
LEd. 2HRDEXEFZENPSDI XY M H1E
ENFETOT, o TIHEE - ZHiEN1272
FIUEH ) Ao e B F 3, B2 S,
AJBS ©7 = 7 C IHERR W22 Ed ) A7
CHLFETS

Fhps, THIE20154E4 Y FREOHE
D—DN b B ATTIFED, BEITE
BEga b MECENL Yy v a v x, HOgkE
MIEMMENL EVH) ZETTOT, FU0FDH
50139 FEHLTWAZTED Y 2572 nv
BwnFE g,

[AZ7 1) — > EIZ Gary Knight REOHEE L

-117-



T URT T L

[N HO—=VTEFIFITTAL ] vk
LA EnT -] £72, Gary T3 /4
(%) Gary bZHHLTBN T4, TUE-
T, N A= VZTBIMW 7272 ug e Bn
9,
THEWH D 3L ) TEFE L,

RO LHbHhHL)TZInFE Lz, ¥0OC2
HE5NDIBEZEZ TR0 EBnE
R

2. AUBS REICKDIFFRFEE

MO Z2hTid, MEERICIV)ZvE By
T3, ARV E T30, Fabian
Froese JGE T3, ¥ 4 hViE ‘Discrimination
and turnover of expatriate academics in Asia’
THo CIMHLEFETITHRE L T2 E T
¥

M Discrimination and turnover of expatri-
ate academics in Asia

Georg-August University Gottingen

Fabian Jintae Froese

Fabian Froese Thank you very much To-
moki and Norihiko for the great introduction
through the association and also for having
us here. It’s a great honor and great pleasure
to be here with you and to share some of our
And 1 think as probably

expressed earlier, we very much welcome you

research findings.

next year—next year’s June AJBS conference
in Bangalore.

Today, I would like to give a talk on the pa-
per that I presented in a slightly different ver-
sion earlier this year. This is a very different

and much revised version that I would like to
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present here.

My name is Fabian Froese. I am from the
University of Gottingen in Germany and cur-
rently I am on sabbatical in Kobe University,
so I am not so far away.

My talk is as the title says about ‘Discrimi-
nation and Turnover of Expatriate Academics.
I don’t know if I should share this piece of in-
formation. I used to be a foreign professor and
expatriate manager myself. However, I didn’t
experience so much discrimination and turn-
over and the many bad things that could hap-
pen to you. But while living abroad in many
different countries, in Korea, Japan, Singapore,
Shanghai and so forth, this topic came up. Peo-
ple leave the country, and they leave the job
because they felt being discriminated against.

And so I embarked on a research project
looking through these aspects from an aca-
demic point of view. My research is among
the first to do so. I wanted to address basic
questions. First, does discrimination lead to
increased turnover among expatriate academ-
ics? And second, what factors can reduce the
negative effect of discrimination?

I'll give a very brief introduction on who
expatriate academics are, with some of their
characteristics. Some of you are familiar with
International human resource management in
general, or expatriate management specifically.
And some of you have experienced yourselves
studying and working abroad and are part of
a category of expatriates.

Some people call these types of people self-
Initiated expatriates because they go on their
own volition, and are very different from cor-
porate expatriates. Corporate expatriates are
usually sent by the companies such as Sony,
for instance, sending a Japanese manager to
the US, and then providing all kinds of ben-
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efits: housing, company cars, and all kinds of
services which is quite a contrast between
expatriate academics, and also self-initiated ex-
patriates, who have to find everything on their
own and they do not receive huge compensa-
tion packages.

I have heard that foreign professors in Ja-
pan will get the same salary as a Japanese
professor, so there are no extra benefits. So,
as a foreign academic or as self-initiated expa-
triates, you need to adjust to local conditions,
and that could be somewhat stressful and
challenging.

I will give a brief literature overview, but
today I would more like to focus on our em-
pirical findings. In our studies we combine dif-
ferent aspects, different streams of research.
One is the literature stream on expatriation,
and the other one is on discrimination and
gender.

Previously, there has been no combination of
these areas. Both in themselves are very es-
tablished fields of research. As for expatriate
research, there was a recent review article by
Ingmar Bjorkman. He found that expatriation
is a dominant research topic in international
human resource management and also inter-
national business. What has very often been a
focus within this line of research is cross-cul-
tural adjustment; meaning, to what extent can
you adjust to living and working and also in-
teracting with locals in a foreign environment.
Take the example, as a Japanese you go to
Germany, to my country. Can you eat German
sausage? Can you drink German beer? Most
of you would say, yes, I can. Maybe, we’ll see
tonight during the dinner session. Yeah, but
it’s not always easy. It can be very different.

In practice, everything is very different

from what you are used to and to what extent

people can adjust and want to and are satisfied
with that situation. And this cross-cultural ad-
justment then in turn is related to all kinds of
consequences such as job satisfaction, their job
performance and so forth; this has been very
much established in the expatriation literature.
Related to discrimination might be justice, jus-
tice at work or fairness. It’s not exactly the
same but there is some relation to it. There is
also an impact on turnover, which is the focus
of my study here.

The dominant theory is very often, I would
say, stress theory. Because living and working
abroad can be a lot of fun, but also it can be a
lot of stress. And also, stress related theories
have been very important in this line of re-
search.

Some other theories include conservation
of resources. This theory is concerned about
how you can utilize, keep your resources, your
mental health and so forth. And the other one
is cognitive dissonance, meaning it is a com-
pletely different environment. And it might
be very difficult than what you are used to
and there’s a dissonance in these aspects and
how that can be related to all these kinds of
outcomes.

Then on the other side, discrimination is not
really a common topic in business research. I
think what we hear in our association today
and tomorrow, there might be no paper on
discrimination. However, it is a very impor-
tant topic in psychology and sociology and
also public health literature, and to a lesser
extent also has been adopted by management
research. But I am not aware of any studies
connected to expatriation research, and that’s
what we do.

If you only look at the typical discrimination

literature, what we see and read a lot is about
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discrimination. There is a negative influence
in all kinds of aspects. It could be, for instance,
discrimination in the recruitment context,
meaning if you are a foreigner, in Japan it is
very difficult to find a job; or if you are Japa-
nese, finding a job in the US might be more
difficult compared to a local American manag-
er. Or as for performance appraisal and layoff
decisions, people who are from a different
country are usually disadvantaged. Such find-
ings have been consistently shown in many,
many studies. I think in Germany, in one inter-
esting study they submitted the same resume
and everything exactly the same but different
names. One name was Ali Bilgi, a very typi-
cal Turkish name, and the other one was Pe-
ter Muller, a very typical German name. And
if Peter Muller submitted 100 applications, he
gets maybe 80 invitations for a job interview.
If Ali submits exactly the same document, he
received 1 invitation for a job interview.

That’s an example of very pronounced, very
severe discrimination in job entry in Germany
but also many other countries. And this re-
flects discrimination and also leads to all kinds
of negative health and mental and physical
health aspects.

Inter-group theory, social exchange, and so-
cial identity are typical theories in this line of
research.

In our study, we use a different theoretical
approach, Relative Deprivation Theory. Have
you heard of this theory? It originated from
sociology. Discrimination and all these aspects
are also important aspects in sociology, so we
adopted a sociological theory. It has also been
used in management research to a lesser ex-
tent.

Some of the basic principles of this theory

are as the term relative deprivation theory
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already suggests, somehow you are missing
something, you are deprived, you are lacking
something, and particularly resources. If you
are in a foreign country, you do not possess
the same resources. You don’t have access to
information maybe because of language bar-
riers or all kinds of barriers that prevent you
to access available resources, information, all
kinds of things in general.

The particular aspect of this theory also is
subjective, it may not be the reality but it is
what is perceived by the person. So, maybe
the foreigner might perceive that he or she
doesn’t have the same chances, or opportuni-
ties, but the reality might be different. Maybe,
he or she has these chances, but thinks that
he/she is disadvantaged or being discriminat-
ed against.

The second aspect is relative. It’s not an
absolute, it’s not objective, it’s more subjec-
tive. It’s also relative compared to what you
expect: your expectations versus what you
perceive to receive, and how you evaluate
that.

Another aspect that has been used in this
theory is the comparative aspect, compared to
others. For instance, I don’t get this but my
friend gets it, so I am relatively disadvantaged
compared to my peer, to my colleague, and so
forth.

And the consequences are very negative.
There have been quite a few studies in so-
ciology, in psychology and also recently in
management. If you are dissatisfied, maybe
you show negative behavior, commit crimes,
engage in social movements, and leave your
organization, which is very closely related to
my topic here.

So I am now trying to put this all into a

model. Look, that’s the model that I came up
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with. If you are being discriminated against,
you are dissatisfied and would like to quit your
job. And then on the very end we have actual
turnover behavior. People leave the company
or also the country and that is measured two
years later. And then we have these moder-
ating variables I will talk about it later.

Hypothesis 1, the link between discrimina-
tion and turnover intention, I think, is very
obvious. If you are being discriminated against
you want to leave. Also in the first picture I
showed you, if you are an outsider and you
are disadvantaged, why would you stay, and
would you rather leave this situation that is
not desirable to you.

Then hypothesis 2, 3 and 4 are about the
moderating effects. These concern boundary
conditions, why discrimination has more or
less negative effects on turnover intention and
eventually turnover.

So, the first one, H2a would be on cultural
distance. Remember, relative deprivation
theory is about expectations, subject to feel-
ings, and so forth. What we think, or what
I thought is discrimination generally is the
more you are being discriminated against, you
would like to leave the situation, you would
like to leave the company.

However, there’s a difference if you think
about the country you are in. In a country
that is very different from your own country,
probably you have the expectation that it is
different, and you might be more ready to ac-
cept differences and also that you might be
discriminated against. But if the country is
very similar, then you will not expect discrimi-
nation, you might expect you will be treated
similarly.

To give an example, you are Japanese, you

go to the US, it is culturally a very different

country. Maybe you are in some situation that
is not so favorable. You might be discriminat-
ed against, but then you will say, okay, it’s the
US, it’s a very different country. But then you
compare to South Korea. About Korea and Ja-
pan many people say they are relatively simi-
lar cultures. Of course, maybe you might not
always agree, but compared to the US, and
then you do not have the expectation you will
be discriminated against because you look a
little similar, black hair and so forth. And you
are still discriminated against, and then you
will be more upset and frustrated being dis-
criminated against because maybe you don’t
think there is a need for such discrimination.

The second one, hypothesis 3, is a boundary
condition of organizational support, so now
looking at the organization level, discrimina-
tion has a negative effect. If your organiza-
tion supports you, that will reduce the effect
of discrimination. To give you a very simple
example, in Japan it is very difficult to rent
an apartment for Japanese, but particularly
for foreigners. Finding a guarantor is for a
foreigner not easy to establish. And if you
have one, it’s still a lot of hassle. Also I had
difficulty finding my own apartment in Tokyo
when I used to live there many years ago. But
I know from my friend from Nigeria, he could
not rent an apartment. No one would allow
him because he is from Africa.

However, in that situation, if your company
organization supports you, they will help you
to find an apartment and so forth, so you
might be less affected by discrimination; and
if you are, there is someone who helps you in
such situation so that’s less stressful for the
expatriate.

And the next boundary condition is cross-

cultural adjustment. Here again is the mis-

-121-



T URT T L

match of expectations and what you have
perceived and the reality. So, the point is
here, if you are very well adjusted to living in
a foreign country, then maybe you will also
expect discrimination will be less because you
are adjusted and then also there is no need for
discrimination. Maybe you speak the language
or you know how things are done but still you
face discrimination, in which case you get up-
set.

Imagine you’ve been living as a foreigner in
Japan for 10 years and still being treated as
a foreigner and discriminated against, which
makes you really mad. That is one possible
explanation. And all these effects in turn af-
fect the actual turnover behavior by internal
dissatisfaction.

Very briefly about the methods. We sur-
veyed 434 professors in Japan, Korea, China,
and Singapore, mostly from South Korea and
Singapore. I think 110 respondents from Ja-
pan, foreign professors and only I think eight
or so from China because we conducted it in
2009 or 2010. There were not many foreign
professors in China but now we have many.
It’s very recent.

However, Japan has a much longer history
of foreign professors. We have a response rate
of 20% roughly. The average respondent is 44
years old, 81% male and has been living for
around six years in the host country.

Then we did all kinds of statistics to vali-
date our scales and test our hypotheses. To
investigate turnover we collected data two
years later, so it’s a longitudinal study. We
look at the actual turnover process and also
considered the usual control variables such as
age, gender, country and contracting/perma-
nent status. For obvious reasons, if you are a

contract worker, then you might be more dis-
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criminated against, and so disadvantaged com-
pared to full-time prominent faculty members.

Discrimination was measured by a scale
by Noh and Kaspar, from the physical health
literature. The scale includes items such as
being handled roughly, name calling, treated
rudely, treated unfairly, threatened and so
forth. Can you guess in which countries do
foreign professors receive the most discrimi-
nation?

Here are the results. Japan is number one in
this ranking. It’s probably not a ranking you
want to win. Korea is same level. There is no
significant difference. But there are significant
differences compared to China or Singapore.
Maybe not a complete surprise considering
that both Japan and Korea are very homog-
enous societies, and there is very little history
of migration and so forth.

As for cross-cultural adjustment across
these three to four countries, you can also
see differences. In Japan, they have perceived
discrimination, at the same time they are rela-
tively well adjusted, high on work adjustment,
general adjustment, and interaction adjust-
ment, meaning they were very well adjusted.

And turnover, so how many people actu-
ally leave within 2 years? In Japan, it’s close
to 15%, in Korea it’s an astonishing 25% in 2
years, so it’s lots of turnover. In China, it’s
very high but we only have I think 8 people,
so 2 out of 8, that’s not very representative.
And Singapore has a very low turnover rate.

And then coming to the results, everything
confirmed as we suggested, that discrimina-
tion leads to more turnover intention which
eventually leads then to the actual turnover of
people. And coming back to the previous slide,
in the case of Korea, China, and Singapore

when the foreign professors leave the universi-
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ty, this means leaving the country. In the case
of Japan, mostly also it means 70% leave the
country; but still many people want to leave
the organization but stay in Japan. Overall,
very often leaving the company means leaving
the country.

And these were all the interaction plots as
we predicted. I have some slides prepared for
those findings. One would be here on organi-
zational support. You can see here low versus
high discrimination and then the organization-
al support. It’s a little difficult to understand.
But what we can see here—turn our attention
to that axis, and the red one—if the foreign
professor does not receive support, then more
discrimination leads to more turnover inten-
tion. However, if you look at the dotted line,
it implies there is no change, low or high
discrimination, more or less, so it implies that
organizational support can buffer, can reduce
or actually cancels the negative effects of dis-
crimination.

We have a similar problem with cultural
distance, same axis, only now replaced by low
cultural distance. And then we can see a low
cultural distance meaning if you believe the
country is relatively similar to you, you are re-
ally affected by discrimination. Discrimination
gets at you more. You get really frustrated by
this.

If living in a very different country, if you are
being discriminated against more, it doesn’t
affect you so much. Here the logic is it is a
very foreign, very strange country, so things
are different including also I might be dis-
criminated against. That’s expected. And
the last thing that I actually thought looking
among the different facets of low work adjust-

ment was a statistically significant interaction

with work discrimination may be also because
our dependent variable is turnover intention
which is very closely related to work, what
you experience at work and work in general.

And here we see again, as expected, here
we have - if low work adjustment doesn’t
make so much difference, but here on the job
you are very much satisfled and adjusted and
if you then experience discrimination, that
then results in increased turnover intentions.
At the same time, we have to acknowledge, if
you have low work adjustment you just have
a higher likelihood of turnover intention.

Now, I will come to my summary and theo-
retical implications, as I tried to explain, and
tried to integrate these different streams of re-
search. Here’s what we did, we looked at dis-
crimination in its context. Discrimination is a
new variable and as the findings have shown,
it’s a very important variable that explains
why foreign professors leave the country. As
we can see it explains expatriate turnover
above and beyond cross-cultural adjustment.

Relative deprivation period seems to be
a good explanation for the direct effects of
discrimination on turnover intention and turn-
over and the different boundary conditions. I
think it’s also very important to understand
under what circumstances discrimination is
determined more or less. And that also leads
then to some implications, what organizations
or what people, expatriates can do to reduce
discrimination and the negative effects of it.

Motivation doesn’t mean you will prepare
and support self initated expatriates so that
discrimination is not so detrimental to them.
People considering moving abroad, might not
want to go or move to countries where dis-
crimination is very prevalent or at least be

prepared that they might be discriminated
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against or disadvantaged when compared to
others. I think with that I would like to close

my presentation. Thank you.

O L LAHOESADIE) THHEZEMA
HE, &, FEBETTCWLZITESTTLLED
o

Female Questioner So maybe this is such
an interesting topic and I think everybody in
the room because we are an active audience
where we are interested. Some of the things
that came to my mind were I wonder if the
institutional structure of the country has any
effect. So, for example, in the United States
you must be in a tenure track and then after
some amount of years maybe you could get
tenure, whereas in other countries when they
hire you, you have tenure and because the
cost is so high it sounds like when you leave
the organization you actually leave the coun-
try, it is such big thing, isn’t it?

So, I was just curious if you have any obser-
vations. And the other thing I thought was in
terms of discrimination, I actually think there
is kind of a ranking in the countries like you
gave the example of the Nigerian. I think
he might be more discriminated in Asia than
somebody who is white like me. Do you know
what I mean?

I am wondering if there might be some dif-
ferences between I feel very warmly received.
You gave the story of renting an apartment.
So anyway, I just thought you are branching
into something that is very, very interesting.
It touches all academics. And maybe you are
starting a new field because it touches on this
issue of discrimination, which hence more
people cross borders, it’s very interesting.

So, those are my two issues, the institutional
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effect and also is there kind of ranking experi-
ence in terms of—do you know what I mean,
like either by the name or country—

Fabian Froese Thank you very much for
your question. First point, institutional differ-
ences. I think there is also the background
of academics in these different countries. And
I think about Japan, I don’t need to tell you
what the situation is. For foreigners also, may-
be let me tell you some background of this
sample. In Japan many of the foreign profes-
sors who participated were tenured. We ex-
cluded instructors and English teachers; they
are almost always on special contracts. Many
professors in the different disciplines are ten-
ured or similar situation. I think the majority
were tenured or had permanent contracts.

The turnover rate is relatively high and
while staying in the same country maybe they
find a job at a better or different university.

In Korea it’s different. There, the majority
are on contracts, 2-year, 3-year, 5 years, and
the minority are tenured. There are very few
tenured professors in Korea, but there’s quite
a substantial amount of tenure track people
these days. In many Korean universities, par-
ticularly top schools, you only get tenured if
you are full professor. Associate professor
and assistant professor are all tenure track.
Singapore has a very rigid tenure track sys-
tem, similarly to the US. You get 6 years, 7
years then either you make it, you get tenure
or they kick you out. It’s a very competitive
model, also, they pay good salaries, so there
are quite some regional differences.

We did include contract for those reasons
as one variable and there’s probably more we
could add to increase our insights in terms of
institutional differences. It’s not the focus of

our study, but we need to at least control, and
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find if there are more explanations that could
add knowledge.

The second question is different types of

foreigners. We included some very touchy
questions. We included ‘what is your race’.
Americans were aghast, how can you ask
such a question?
Female Questioner No, I think we have to.
Fabian Froese Yes, we did. But many
people did not respond to that question. They
did not like this question. Some even com-
mented, why do you ask about my race? We
also asked about the nationality and the same
about the spouse. Again, some complained
why do you care about that? That is none
of your business. So, some refused and some
filled out.

We tried to go into it, there are some issues
related to that. But in our sample we have
very few black foreign professors in Asia, I
mean also black people in general, so we can-
not really analyze it. Also, very few Hispanics.
So, the majority of our professors in Asia are
Asians, Chinese in particular, but also Koreans
in China or Japan we have many of them, and
then also many Americans and many Ger-
mans.

Female Questioner Many Germans.
Fabian Froese Maybe biased because I
invited people to respond to this survey and
then I know some, but still many Europeans—
and there are differences. We have conducted
interviews I think with 30, 40, 50 professors.
And there is a difference as well. If you are a
white Caucasian professor, particularly in all
these Aslan countries, you face discrimination,
at the same time advantages.

If you are from Africa, if you are from
Southeast Asia, usually you only face dis-

crimination, but no advantages. Alright, these

are very interesting dynamics that would be
worthwhile to look further into it.

Female Questioner It would be really in-
teresting.

Fabian Froese Okay, thank you.

B[ Thank you very much. #it & ¥ L T,
Vesa Peltokorpi ZetEICFE L TW272 & 9,
% 4 M Vix Language and reverse knowledge
transfer in multinational corporations:
Interactive effects of communication media
richness and headquarters commitment” T,
CONR= 3=, BIEEBADBDHYFL2LH
12, AJBS D44 @ Best Paper # 2 H L L
72o TIHALLIBEVWWALET,

M Language and reverse knowledge
transfer in multinational corporations:
Interactive effects of communication
media richness and headquarters
commitment

Japan Advanced Institute of Science and
Technology Vesa Matti Peltokorpi
Vesa Peltokorpi My name is Vesa Pelto-
korpi and I'm working as an Associate Profes-
sor for Japan Advanced Institute of Science
and Technology. My presentation is about
language in reverse knowledge transfer. Even
though the language is one of the most es-
sential things when we talk about the knowl-
edge transfer, the topic has been overlooked
over the years. But I have been quite active
actually in this field. One of the papers that

I published in 2007 was about language. And

recently, actually the interest in language in

MNCs and international cooperation is increas-

ing quite a lot. There was a special issue in

the International Journal of Business Studies

published this year and I was fortunate to get
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my paper accepted and published in that jour-
nal as well.

The interesting thing is that in countries
where the local people on the average have
low language proficiency in the MNC official
or unofficial language, you will find out that
surprisingly many people who are working for
their foreign subsidiaries are unable to speak
the corporate language.

So, what the contributions in this study I
am having, I am linking language to several
things. One is I am linking the language profi-
ciency to the means, the media that the people
are using to transfer knowledge to the MNC
operations. And I will explain that more in
detalil later.

The other one is I am looking at the mo-
tivational aspect, which neither has been ac-
counted in previous studies. What I expect
and what the studies are showing is that the
more motivated, the more committed the em-
ployees are in the MNC operations, the more
motivated they are to transfer knowledge to
the MNC operations.

The third contribution is that most of the
studies on language and MNC operations in-
cluding mine are qualitative studies, and there
is nothing wrong with qualitative studies. But
for this study, I am using a relatively large
dataset, more precisely from 660 MNC sub-
sidiaries in Japan. The model that I am talk-
ing more in detail next is shown here is the
moderated mediation model basically showing
that the more proficient the people are in the
corporate language, the more richer language
media, communication media they are using
and higher is the reverse knowledge transfer.
And as I mentioned, the headquarter commit-
ment is moderating the relationship between

communication media richness and reverse
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knowledge transfer.

So, now we have some literature showing
that the language is important thing in knowl-
edge transfer. There is some sort of articula-
tion and process. When you want to transfer
knowledge, you need to write down a certain
language or you need to speak it in a certain
language.

The obvious thing here is, no surprise, is
that the more the similar language you have
or the high proficiency in a certain language
you have, the higher is the reverse knowl-
edge transfer. Here, we have the studies also
showing the same thing. Qualitative studies
also show that the language differences have a
negative impact on knowledge transfer. It is
not very surprising at all.

So, based on this evidence, the first part of
this here is that the more proficient the em-
ployees are in corporate language, the more
positive the impact is on reverse knowledge
transfer.

The media richness theory, in principle the
theory is showing that the richer the media
is, the more able people are to transfer their
ideas to other people. So, when we look at the
MNC subsidiaries, more and more so there
are more and more different type of media
that people can use to transfer their ideas and
knowledge to overseas operations. And basi-
cally, when we look, there is some sort of hi-
erarchy of different media. The richest media
is the face-to-face interaction because you had
chances of immediate interaction and body
language and so forth. And the leanest media
could be letters and memos that are trans-
ferred from subsidiaries to other subsidiaries
or to headquarters.

There are some studies showing more so

actually the arguments, I know that many
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empirical studies are showing that the richer
media is more efficient and effective way to
transfer knowledge in the MNC operations.

In the earlier studies, the arguments were
that tacit knowledge is easier to transfer
through rich media and the explicit knowledge
through - well, basically the richer media is a
better way to transfer knowledge.

The other interesting action, there are a
couple of studies recently showing that linking
the language, the communication media. A
friend of mine Jakob Lauring from Denmark
saying that the language has an impact for
current media, they are using them and then
to study also for study the general business
showing that the lower the language proficien-
cy is, the people tend to use the leaner media.

It takes a longer time for them to construct
messages. They want to spend time in writ-
ing email messages or memos and to transfer
knowledge and by doing so maybe they are
not able to transfer as in a rich way as people
who are communicating through face-to-face
interactions.

So, basically the hypothesis that falls out is
that the media richness has a mediating effect
between language proficiency and knowledge
transfer. There is also some research drawing
from the social identity theories by saying that
the more committed people are to the com-
pany operations, the more they try to help the
operations to prosper and knowledge transfer
is one way to do that. So, the commitment
should have or hypothesis that should have
already impacted the media richness and pro-
cess of knowledge transfer.

The data for this study was collected in
Japan a couple of years ago and I considered
and I still consider Japan as an extremely in-

teresting research context for many reasons.

For this paper, I suggested that I have done a
lot of interview study or interviews in foreign
subsidiaries. And the one striking thing as I
mentioned before was that quite a few people
who actually work for foreign subsidiaries
in Japan are not able to speak English really
well. And that was the kind of striking thing
why these people are working actually for for-
eign subsidiaries is they are not able to speak
the company language, which is most often
English these days.

So the one thing, when we look at the
TOEFL scores, Japan is not doing really well.
When we look at actually a little bit more
detailed information TOEFL scores to verbal
part of TOEFL scores, in 2013, Japan and
the Ivory Coast had the lowest scores in the
world, which is not really doing a favor for Ja-
pan either.

But when we look at the other way around,
the many MNCs consider Japan as an ex-
tremely vital and interesting testing ground
for their products and services. And that’s
why they would like to get information and
knowledge from the local companies in Japan.

When we think about it—I am originally
from Finland. The Finnish, a little bit sad
story about Nokia. They established the R&D
center in Japan years back to gain knowledge
about the antenna technology that they con-
sidered Japanese companies to have. But, well
we don’t have any more Nokia mobile phones
and probably don’t have the R&D center ei-
ther.

But anyway, so how I collected the data, I
used a research company. It is very, very dif-
ficult to collect this large dataset by harassing
people in the foreign subsidiaries. I think it
will take like 12 years or so to do it. So, what

I did is that I contacted a Japanese research
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company and I made the surveys. I made the
screening criteria and so forth and I ended up
—the other thing about the screening criteria,
I thought that the middle managers would
have a rather thorough understanding what
is happening in the organizations and what is
happening in their units. And I also consid-
ered that maybe the middle managers roughly
working for their company more than 5 years
would have understanding how the things
work in there.

And I collected out basically five studies
that are advocating actually to look at the
middle managers rather than the top manag-
ers. Top managers tend to know more about
the policies that are happening within the or-
ganization rather than the practices. But the
practices can be different than the policies and
many times the managers don’t know what
kind of practices are actually happening at the
shop floor.

And T collected the data from different
functional departments because the studies
are showing that there are differences in the
language proficiency in different departments.
So with this screening criteria the research
company informed that they have 1300 plus
managers meeting this criterion. So, what I
did, I collected the data at different points in
time basically to decrease the common meth-
od bias.

So, the first survey was sent to those 1300
plus people and out of them 73% replied,
which I was quite surprised that the replying
percentage was so high. And then six months
later another survey was sent to those people
and I got 771 replies which was pretty good
as well.

I used established scales. The scale cor-

porate language proficiency comes from the

O ATEIRIE S 20 B 2 - 3

expat study I basically used.

Actually, from the same authors about the
earlier study comes the HQ commitment and
the reverse knowledge transfer comes from
Anderson & Anderson I think and one other
study. The outputs for the scales are pretty
good. What I did after that, I aggregated
basically the data and I used the aggregation
methods and that worked pretty well as well.

Now, I have—sorry, about this slide, a small
font. This paper actually has been resubmit-
ted and the reviewers have been harassing me
to include more control variables and they are
quite a few. I won’t go these through in detail
but I tried to look at all the angles, all kinds of
things which influence the reverse knowledge
transfer and so forth.

Luckily, the mediating hypotheses 1, 2, and
3 were supported. I used first the Barron
and Kenny approach to look at it. After that,
I used the Sobel and the Process Application
with bootstrapping and with that as well, the
hypothesis was supported.

The one additional, actually another thing
I did, one of the reviewers said that it would
be interesting to see how the media would be
linked with different type of knowledge. So,
I also created a scale from that looking for
different tacitness and that was actually sup-
ported as well. So the richer the media should
be more efficient for more tacit type of knowl-
edge as well. T hope that they are happy with
the findings as well.

So, what are the contributions? We don’t
have too many studies even though the lan-
guage iIs very important, the employee’s lan-
guage proficiency is important. We don’t have
too many studies linking these two things.
And what I am doing here is that I am show-

ing with a large data set the host country
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national language proficiency is very impor-
tant. It has a positive impact on vigorous
knowledge transfer and I am not aware of any
previous studies that have linked these few
things.

The other interesting thing is also that I
found some support for the media richness
theory that how the knowledge is transferred
matters as well. So, the media impact was
also important.

And lastly I also looked at the HQ commit-
ment that has not received too much attention
in previous literature. So, basically what hap-
pens and what counts in MNCs and their sub-
sidiaries and when we look at the knowledge
flow, how motivated the people are to their
employees, employers, and to the MNCs they
work for.

So, how much they actually identify being
as a part of the global MNC operations, not
only as the local.

The practical implication is well, yeah, the
language matters and the foreign subsidiaries
should do something about it. Look at the lan-
guage thing more closely in recruitment, also
should offer more language training but also I
have to—the MNCs need to be or the subsid-
iaries need to be cautious about the language
as well in their recruitment decisions.

Me and Eero Vaara published a paper a
couple of years ago saying that sometimes
the recruiters in their foreign subsidiaries
overemphasize the language skills and tend
to overlook or not to pay as much attention
to functional skills, and that is a very, very
important thing. That later on actually, the
recruiters honestly told me that they were
wrong in their first recruitment decisions and
those people were good at talking but not re-

ally good at doing in subsidiaries.

The limitations, well, many times when we
publish or try to publish stuff in international
journals, context can be the limitation. But I
do believe that when we look at their coun-
tries, the operations in countries where local
employees have low proficiency in the compa-
ny, language you would probably find a similar
prominence.

A cross-section of data would be interest-
ing to do once you begin your studies here as
well. And then the last shortcoming is to use
the perception instruments but it would be
very hard or difficult to measure these things
in some other ways.

Not only the companies could provide some
sort of TOEFL scores if they have taken those
things into account, but many times they
don’t have that sort of archival data. So, I had
to use what I could use in my study. So, that

was my presentation. Thank you very much.

BEO b L, &¥oEsko € quick question
NHIE, 4, ZIHHTEITIRCPNTL &9
o HYFETH, 1T,

Female Questioner Excuse me for domi-
nating questions. You mentioned the use of
the TOEFL score and so I was curious, are
most of the headquarters in English-speaking
countries? I didn’t catch that point.

Vesa Peltokorpi

my revision I think it was the corporate lan-

Yeah, actually I have in

guage. I had a question and I think it was
98% of the MNCs, regardless where they are
based, have English as their corporate lan-
guage. So, that would probably not affect find-
ings too much.

Female Questioner I wasn’t thinking - I
just thought it’s quite interesting because if

English is the corporate language, the head-
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quarters might not. If it’s in Spain, their
corporate language might not be English and
then the Japanese subsidiary might also not
be in English and so it just shows how compli-
cated it is to convey knowledge, tacit knowl-
edge.

Vesa Peltokorpi  Yeah.

Female Questioner It’s really interesting.
I mean I was surprised.

Vesa Peltokorpi  Yeah, I mean, I think I
also did some analysis looking at the head-
quarter country and the language there but I
didn’t find any significant reason and I had a
very long list of our control ...

Female Questioner We saw.

Vesa Peltokorpi  Yeah, I didn’t want to add
more. And I wanted to please as much the
reviewers as I could. But yeah, I didn’t find.
Most of the companies have English as their
corporate language whether it’s official or un-
official. But when we look at for example the
German company, especially when we look at
the Dutch companies, most, if not all of them,
larger MNCs are using English as their corpo-

rate language, yeah.

B9 Thank you very much. ®ED 7L ¥~
T — a 13— HE K% Tish Robinson Jo4: T
Jo ¥4 Vit TReality of multi-institutional
construction: press and social perceptions of

corporate performance in Japan’ T3

M Reality of multi-institutional construc-
tion: press and social perceptions of
corporate performance in Japan

Hitotsubashi University
Patricia Tish Robinson
Tish Robinson Thank you Sekiguchi-Sensei

for inviting me. And Takeuchi-sensei, thank
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you for everything you do for AJBS. It’s very
nice to be here among friends.

Imagine that you are Japanese undergradu-
ate. You are entering your fourth year of uni-
versity and you are looking for a job. When
you are considering where to apply for a
job, what determines your impression of the
companies where you might apply? My own
experience of college graduate Japanese job
seekers is that job seekers are very thorough
and do quite a bit of research about companies
where they might work.

This research explores what shapes job ap-
plicants’ impressions of companies in Japan.
Which

shapes job applicants of companies more

The question driving this study is:

strongly? Is it their direct research on the
company or are there other factors that shape
their perceptions of a company? It is these
perceptions of companies that collectively
make up the ‘reality’ of the Japanese labor
market.

This particular study draws on two bodies
of literature. The first body of literature is
the sociology of knowledge literature which
argues that reality is a social construction.
Reality as a social construction proposes that
concepts like profit, money, reputation, etc. are
all created by people.

The second body of literature is institutional
theory, which argues, in part, that companies
are not purely economic entities, but also so-
cial entities that are embedded in society.

This study explores three competing hy-
potheses, as to what shapes the “reality” of
the firm in the eyes of the labor market.

First, from an economic perspective, market
perceptions of companies are based on its cor-
porate performance. So the first hypothesis is

that the labor market perceptions of Japanese
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college graduates entering the Japanese labor
force are related to the company’s financial
performance. As an “economic animal” look-
ing at employment in a company, a job appli-
cant would logically care about the company’s
financial performance because if the financial
performance is poor, the long-term prospects
of the company are probably not good.

Second, from a behavioral perspective, mar-
ket perceptions of companies are based on
company behavior. The second hypothesis is
that labor market perceptions are related to
the actual company’s actual behavior. So, if a
job applicant sees that a company is downsiz-
ing, they would likely not want to work there;
because if they see the company downsizing
other people, there is the potential that the
company might downsize them.

Third, institutional theorists would say
there are institutions that are not part of the
company which also shape market perceptions
of a company. Specifically, the third hypoth-
esis is that a company’s reputation in the eyes
of perspective employees is actually related
to the press reporting of the company rather
than to the company’s own downsizing behav-
ior.

Thus, the goal of this research was to com-
pare which shapes the reputation or market
“reality” of a company more strongly:

A. the company’s financial performance
B. the company’s actual downsizing behavior

C. the way the press reports on the company?

To assess the labor market perceptions of
companies in Japan, we used Recruit Rank-
ings, which ask college graduates which com-
panies they want to work for the most. Press
coverage of downsizing behavior reflected

all articles and headlines for those 14 years

between 1989 and 2003. Actual downsizing
behavior was gathered from the Thompson
database.

In terms of the findings from this study, of
the three factors shaping labor market ‘real-
ity,” (financial performance, actual downsizing
behavior, or press articles about downsizing),
the strongest effect size was between down-
sizing and press coverage, and the relationship
was significant.

To illustrate the power of the press, let’s
conclude with a brief story about Pioneer and
its initial attempts at downsizing in the early
1990s. In 1993, articles came out in Nikkei
Shimbun that Pioneer was downsizing. The
public outcry was so strong, that, actually Pio-
neer reversed its decision to downsize. Later,
it turned out that Pioneer was not actually
firing people but just offering people an option
to take early retirement. This was front page
news in Nikkei Shimbun. How many people
do you think were offered early retirement?
The answer is 35 people. And there was so
much public outcry at the downsizing of 35
people, that the decision was reversed.

This an example of what a key role the
press plays in shaping how the labor market
perceives companies. The scope of this re-
search is the 20 years since the bubble burst,
from 1989 to 2013.

This paper contributes to institutional
theory by looking at the role of an institution
in creating market reality. The press shapes
reality in many realms. In 2011, we again saw
the role of the press in shaping our reality of
Tohoku Disaster, in that facts were largely
“filtered” through press coverage.

In terms of practical implications, American
reviewers were very surprised that more Jap-

anese firms do not employ professional public
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relations. In the United States and Europe,
a lot of companies use professional relations,
public relations companies to shape the image
of the company. So this might be something
for Japanese companies to consider in shaping
their image in the labor market.

Thank you.

B0 b L quick question BT &WF L7256,
WASTL & 9 Do
Male Questioner What’s the correlation
between actual downsizing and the press re-
ports about downsizing because you would
expect there would be high correlation?
Tish Robinson Actually, that’s a great,
great question. I can go back and look and
give you the exact correlation. Of course,
there is a correlation between the report-
ing and the downsizing but it’s almost as if
you are a famous company, you will receive
more press reporting about your downsizing
- famous, and let me define that in terms of if
you are a large Japanese company and an old
Japanese company you will have a more press
reporting about your downsizing than if you
are a newer or smaller company.

So, actually it’s a big penalty to be large and
downsized, right, because the press will catch

you. That’s a great question. That’s interest-

ing.
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Fabian Froese 1 couldn’t fully understand
what you said. First of all, thank you for your
questions and I think it’s related to cross-

culture adjustment. So, what we did in this
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paper, also what is very common. We looked
into the different aspects. One is work adjust-
ment, so how do you adjust to the working
conditions, and general adjustment is related
to the living situation. And the third one is
about the interaction with locals. So all these
dimensions are related to turnover intentions
and at the same time also work adjustment
moderates the relationship of discrimination
on turnover intention. So, first of all, I thought
that work adjustments is important for turn-
over intention because it’s the same domain. I
am not happy with my job or I cannot adjust
well, so it’s very closely related also to turn-
over intention.

BEE tH)Thrho, HMEETWE
ElovwoTyiihed, LlEL, —BRFO
Robinson 4B > Lo o720 L LR L Tw
HERHDOTTIFES, AMEIZE > TakiE)
DTELEVBHPEVI TN LT T,
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Male Speaker They should adapt them-
selves in Japanese institution including lan-
guage because a lot of people go to United
States to study or a job. We try to adapt our-
selves to that kind of things including culture,
language, and institutional pattern.

Tish Robinson A Bo Lo/l B0,
A2 adapt TRV E BV T, BRW7

O ATEIRIE S 20 B 2 - 3

LEd.

Fabian Froese 1 think I understand your
recommendation and I think that will in fact
help of course adjustment. At the same time,
if we look at it from a more broad perspective,
we are in this world of global war for talent.
We want the best people and so forth and
there are different routes how to obtain this
global talent.

The US is the magnet for all these smart
people and so forth and most people do speak
English. Some people then they have to ad-
just. Many of the people who are brought
from US schools, they have got their PhD
from US schools and so forth and then through
education they go into the labor market.

In case of Korea or China that is not the
case. You cannot expect from German or
American professor, if you want to teach in a
Chinese University you have to attend our uni-
versity, get a PhD degree from, I don’t know,
Peking University and then you move up. In
fact, it’s the opposite. Even Chinese people
or Singaporeans have supported only the U.S.
PhD.

That’s not the case in Japan. Japan follows
more the US approach. If you want to come
and work successfully in our country, you
need to localize, you need to adapt. And if in
a situation like the US or the UK, maybe you
can just offer this approach, come or don’t
come. I don’t know if Japan or Korea or also
Germany are in a situation that we say, oh,
we are such a great market. You may come
if you fully adjust. If you don’t adjust, you go
home, yeah, then we don’t need you.

That is I think also a major thinking that
Japanese, German, Korean companies and also
government policymakers need to be clear

about whether their situation they can take
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it or leave it or if they also allow more global
approaches, global integration, embracing
diversity. I am not in a situation to answer
this question but I think that’s a very general
question how to approach this issue. It is im-

portant.
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Moderator @ & & A C, corporate language
fluency 7* a possible way to communication (Z
DN T, Thrb,
transfer T34 ZIUEZ ) D TTIFED,
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AT AIRET D &) IS FEFEIME N, Z
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WTY D BMEST), st R Tk
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LKL TH, ICT &7 27 /78—, wWHA
BRBHELII S —varyT s /aY =8
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DTs
Vesa Peltokorpi

reverse knowledge

You can speak the lan-
guage and you may have knowledge, but if

you are not motivated to share it you will

probably not share it, and that’s the model I
am trying. That’s why I used the moderator.
So many times in earlier studies the people
there have been valuing my opinion and a bit
naive understanding that the people who have
knowledge share it without being motivated.
So the motivation aspect has been taken.

Japan for making technology intensive coop-
eration is and has been an important country
to gain knowledge and this has not changed.
But what I'm trying in this study with the
independent mediating and the moderating
host to capture is that if you don’t have the
language proficiency and if you don’t have the
motivation, probably the reverse knowledge
transfer doesn’t happen as efficiently as it
could.

Did I answer to your question?

Male Questioner I understand. I would
like to ask about whether it’s possible that
media richness compensates for the low flu-
ency of corporate language?

If you are good at using a lot of commu-

nication media, that might promote reverse
knowledge transfer even though you have not
proved it.
Vesa Peltokorpi That is a very good ques-
tion. And the qualitative study by Igner and
Maureen is showing that if you are good and
you spend more time in writing and revising
and editing the messages, you may develop
an efficient reverse knowledge transfer. My
study is showing a little bit different effects.
Very good question. Thank you.
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