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Transformations in Consciousness and Behavior of Chinese Former International
Students Seeking Continuous Employment at Japanese Companies:
Visualizing Conflicts and Solutions with the Trajectory Equifinality Approach (TEA)

ABE Yoko

The purpose of this study is to visualize how four Chinese nationals who had studied at Japanese
universities and were employed at Japanese companies transformed their consciousness and behavior to solve
workplace conflicts. In this study, we analyzed interview data using the TEA (Trajectory Equifinality Approach)
method and created an integrated TEM diagram. This revealed that the participants overcame initial conflicts
thanks to support from colleagues and supervisors, as well as personal know-how acquired before joining the
company. Participants’ resulting employment paths branched out from there, due to factors including corporate
attitudes and policies—for example, the ability to see the results of one’s work and receive a proper evaluation
of those results. Other factors included whether the company valued the employees’ feedback and
acknowledged the importance of their role as a foreign member of the company. Ultimately, those whose
companies met these conditions indicated a clear will to continue working at their respective companies. On the
other hand, those who had repeated conflicts did not express a clear intention to continue working at their
company.
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