
 
 

 

 

 

 
 

Fakultät für 
Wirtschaft 

Bachelorarbeit 

 

Bachelorstudiengang 

International Management 

 

 

Vlora Isufi 

Complexity in German-Chinese-Japanese 

Business Teams: An Explorative Study of  

Theory and Practice 

 

Prüfer: Dr. Prof. Schönfelder 

Thema erhalten am: 09.07.2018 

Abgabe der Arbeit: 27.09.2018 
 

 

Name: Vlora Isufi 
 
Matrikelnummer: 
946957 
 
Anschrift: 
An der Steige 3 
66280 Sulzbach 
 
 
Email: 
vlora.isufi@gmx.de 



 

 

 

 

 

 

 

 

 

 

 

 

This thesis is dedicated with gratitude and appreciation to my mentor  

who always encouraged me to be myself and taught me to never 

 give up even in the most challenging moments of my studies. 

I thank you wholeheartedly, U.T. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

I 

 

Table of Contents 

Table of Contents ................................................................................................................... I 

List of Abbreviations ............................................................................................................. IV 

List of Figures ........................................................................................................................ V 

List of Tables ......................................................................................................................... V 

1. Introduction ..................................................................................................................... 1 

1.1 Relevance of the Thesis and Problem Identification ..................................................... 1 

1.2 Purpose of the Thesis and Problem Statement ............................................................ 3 

1.3 Structure of the Thesis and Methodical Procedure ....................................................... 3 

1.4 Delimitations of the Thesis ........................................................................................... 4 

2. Cultural Dimensions ........................................................................................................ 5 

2.1 Perspectives of Culture ................................................................................................ 5 

2.2 Multiculturalism, Interculturalism und Transculturality .................................................10 

2.3 Studies with Cross-National Comparison and their Models .........................................10 

2.3.1 Hofstede’s Dimensions of Culture .........................................................................12 

2.3.2 Project GLOBE: Validated Cultural Dimensions ....................................................14 

2.3.3 Trompenaars and Hampden-Turner’s Dimensions of Culture ...............................16 

2.3.4 Hall’s Dimensions of Culture .................................................................................18 

2.4 Critical Review of Cross-Cultural Models ....................................................................20 

3. Cross-Cultural Teamwork ..............................................................................................22 

3.1 Definition of Team .......................................................................................................22 

3.2 Cross-Cultural Teams .................................................................................................24 

3.3 Globally Distributed Virtual Work Teams .....................................................................25 

3.4 Studies Regarding Intercultural Teamwork ..................................................................26 

3.4.1 Effectiveness of Culturally Homogenous and Heterogeneous Teams ...................27 

3.4.2 Impact of Cultural Diversity on Business Teams ...................................................28 

3.4.3 Challenges of Globally Distributed Virtual Work Teams ........................................29 

3.4.4 Decisive Factors of Cross-Cultural Teams ............................................................29 

3.5 Benefits and Drawbacks of Cross-Cultural Teams ......................................................30 

3.5.1 Decreased Group Conformity vs. Decreased Group Cohesion .............................31 

3.5.2 Enhanced Know-How vs. Hampered Decision-Making .........................................31 

3.5.3 Increased Team Effectiveness vs. Decreased Team Effectiveness ......................32 

3.5.4 Improved Interaction vs. Impaired Interaction .......................................................33 

3.5.5 Heterogeneous F2F Teams vs. Heterogeneous GDVWTs ...................................34 

3.6 Success and Failure Factors of Cross-Cultural Teams................................................35 

3.6.1 Ethnorelativism vs. Ethnocentrism ........................................................................35 

3.6.2 Team Identity vs. Team Development ..................................................................37 



 

II 

 

3.6.3 Harmonious Interaction vs. Conflictual Interaction ................................................39 

3.7 Summary of Decisive Factors of Cross-Cultural Teams ..............................................39 

4. Decisive Factors of German-Chinese-Japanese Business Teams .............................41 

4.1 German Business Behaviour within Cross-Cultural-Teams .........................................41 

4.1.1 Integration into Cultural Dimensions .....................................................................41 

4.1.2 Behavioural Team Characteristics ........................................................................42 

4.2 Chinese Business Behaviour within Cross-Cultural-Teams .........................................45 

4.2.1 Integration into Cultural Dimensions .....................................................................45 

4.2.2 Behavioural Team Characteristics ........................................................................46 

4.3 Japanese Business Behaviour within Cross-Cultural-Teams.......................................48 

4.3.1 Integration into Cultural Dimensions .....................................................................49 

4.3.2 Behavioural Team Characteristics ........................................................................50 

4.4 Benefits and Drawbacks of German-Chinese-Japanese Business Teams ..................52 

4.4.1 Power Distribution: Rational Fabric vs. Hierarchical Elitism vs. Hybrid 

Hierarchisation ..............................................................................................................52 

4.4.2 Identity: Strong Individualism vs. Traditional Groupism vs. Dualistic Identity .........53 

4.4.4 Spheres of life: Clear Separation vs. Diffuse Blend vs. Conveyed Familyism .......54 

4.4.5 Ethics: Corporate Correctness vs. Ritualised Corruption vs. Benevolent 

Paternalism ...................................................................................................................54 

4.4.6 Communication: German Bluntness vs. Chinese Smile vs. Two-Faced Japanese 54 

4.4.7 Planning and Scheduling: Rigidity vs. Flexibility vs. Strategy ................................55 

4.4.8 Motivation: Self-Actualisation vs. Egoistic Materialism vs. Humane Orientation ....55 

4.4.9 Labour Quality: German Perfectionism vs. “90% is Okay” vs. Quality Indoctrination
 ......................................................................................................................................55 

4.4.10 Negotiation: Hard Ball vs. Chess Player vs. Sumo Wrestler ...............................56 

4.4.11 Decisions: Logical Problem-Solving vs. Emerging Solutions vs. Collective 

Reflections ....................................................................................................................56 

4.5 Success and Failure Factors of German-Chinese-Japanese Business Teams ...........56 

4.6 Summary of the Decisive Factors of German-Chinese-Japanese Business Teams ....57 

5. Methodology of Qualitative Research ...........................................................................58 

5.1 Research Purpose and Research Design ...................................................................58 

5.2 Data Collection Method ...............................................................................................58 

5.3 Description of Sample .................................................................................................60 

5.4 Data Analysis ..............................................................................................................61 

5.5 Validity, Reliability and Source Criticism .....................................................................63 

6. Juxtaposition of Theory and Practice ...........................................................................64 

6.1 Preliminary Annotations ..............................................................................................64 

6.2 Presentations of Main Findings and Integration into Literature ....................................65 

6.2.1 Importance of German-Chinese Collaboration ......................................................65 



 

III 

 

6.2.2 German, Chinese and Japanese Business Behaviour ..........................................66 

6.2.3 Drawbacks and Problem Factors of GCJBTs ........................................................68 

6.2.4 Benefits and Success Factors of GCJBTs ............................................................75 

6.2.5 Strategies for the Enhancement of German-Chinese-Japanese Teamwork ..........77 

6.3 Comparison of Theoretical and Empirical Results .......................................................80 

7. Conclusion ......................................................................................................................81 

7.1 Limitations of Present Findings and Recommendations for Future Research ..............81 

7.2 Concluding Thought ....................................................................................................82 

References .......................................................................................................................... VI 

Appendix ......................................................................................................................... XVIII 

Interview Guide ............................................................................................................. XVIII 

Interview Questions (German Perspective) ..................................................................... XIX 

Interview Questions (Chinese/ Japanese Perspective) .................................................... XX 

Interview 1: Christine Pflüger ......................................................................................... XXII 

Interview 2: Marco Ernst .............................................................................................. XXIX 

Interview 3: Hao Xu..................................................................................................... XXXV 

Interview 4: Nicolas Brabeck ........................................................................................... XLI 

Interview 5: Stefan Pellech............................................................................................ XLIX 

Interview 6: Stella Jin ........................................................................................................LII 

Interview 7: Tobias Steinig ............................................................................................. LXV 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

IV 

 

List of Abbreviations 

Abbreviation 1: M&A   Mergers & Acquisitions 

Abbreviation 2: MNC  Multinational Corporation 

Abbreviation 3: GDVWT Globally Distributed Virtual Work Team 

Abbreviation 4: PRC  People’s Republic of China 

Abbreviation 5: GCJBT  German-Chinese-Japanese Business Team 

Abbreviation 6: PDI  High/ Low Power Distance 

Abbreviation 7: IDV  Individualism/ Collectivism 

Abbreviation 8: MAS   Masculinity/ Femininity 

Abbreviation 9: UAI  High/ Low Uncertainty Avoidance 

Abbreviation 10: LTO  Long-/ Short-Term Orientation 

Abbreviation 11: IVR  Indulgence/ Restraint 

Abbreviation 12: GLOBE Global Leadership and Organisational Behaviour Effectiveness 

Abbreviation 13: ICT  Information Communication Technology 

Abbreviation 14: CMCS  Computer Mediated Communication Systems 

Abbreviation 15: F2F  Face to Face 

Abbreviation 16: ICEDR  International Consortium for Executive Development Research 

Abbreviation 17: DMIS  Developmental Model of Intercultural Sensitivity 

Abbreviation 18: MES SE MAN Energy Solutions SE 

Abbreviation 19: KUKA  Kuka AG 

Abbreviation 20: QCA  Qualitative Content Analysis 

Abbreviation 21: GT  Grounded Theory 

Abbreviation 22: OJT  On-the-Job Training 

 

 

 

 

 

 

 

 

 

 



 

V 

 

List of Figures 

Figure 1: Structure of the Thesis and Methodical Procedure (Own Depiction) 

Figure 2: Hofstede’s Onion Diagram (Own Depiction, Source: Hofstede et al., 2010, p. 8) 

Figure 3: Cross-Cultural Models (Own Depiction, Source: Rothlauf, 2015, p. 32) 

Figure 4: GLOBE’s Geographic Clusters (Own Depiction, Source: Festing et al., 2011, p. 102) 

Figure 5: Bennett’s DMIS (Own Depiction, Source: Bennett, 2003, p. 158) 

Figure 6: Tuckman’s Stages of Group Development (Own Depiction, Source: Cramer, 2007, p. 84) 

Figure 7: Multinational Team Development Model (Source: Smith and Noakes, 1996, p. 448) 

Figure 8: Overview of Decisive Factors of Cross-Cultural Teams (Own Depiction) 

Figure 9: Overview of Decisive Factors of GCJBTs (Own Depiction) 

 

List of Tables 

Table 1: Categorisation of Cultural Dimensions (Own Depiction, Source: Cramer, 2007, p. 24) 

Table 2: Comparison of Cultural Models (Own Description, Source: Cramer, 2007, p. 37) 

Table 3: Comparison of Cross-Cultural Studies (Own Depiction) 

Table 4: Germany’s Results 1 (Own Depiction, Source: Hofstede Insights, 2018) 

Table 5: Germany’s Results 2 (Own Depiction, Source: Brodbeck, 2016) 

Table 6: Germany’s Results 3 (Own Depiction, Source: Trompenaars and Hampden-Turner, 2012) 

Table 7: Germany Results 4 (Own Depiction, Source: Hall, 1990) 

Table 8: Chinese Results 1 (Own Depiction, Source: Hofstede Insights, 2018) 

Table 9: Chinese Results 2 (Own Depiction, Source: Brodbeck, 2016) 

Table 10: Chinese Results 3 (Own Depiction, Source: Trompenaars and Hampden-Turner, 2012) 

Table 11: Chinese Results 4 (Own Depiction, Source: Hall, 1990) 

Table 12: Japanese Results 1 (Own Depiction, Source: Hofstede Insights, 2018) 

Table 13: Japanese Results 2 (Own Depiction, Source: Brodbeck, 2016) 

Table 14: Japanese Results 3 (Own Depiction, Source: Trompenaars and Hampden-Turner, 2012) 

Table 15: Japanese Results 4 (Own Depiction, Source: Hall, 1990) 

Table 16: Overview of Interview Participants from MES SE (Own Depiction) 

Table 17: Overview of Interview Participants from KUKA (Own Depiction) 

Table 18: Overview of Participants’ Characteristics (Own Depiction) 

Table 19: Theoretical Assumptions of GCJBTs (Own Depiction) 

Table 20: Empirical Results of GCJBTs (Own Depiction) 



 

1 

 

1. Introduction  

1.1 Relevance of the Thesis and Problem Identification 

„To ask if transnational teams exist is unnecessary: to understand their operating processes 
and structural conditions is of the utmost importance“ (Earley and Mosakowski, 2000, p. 47)  

 

Intercultural Management has become a key word and success factor in today’s global 

economy. Entrepreneurial cross-border activities, however, have already existed in ancient 

times where Egyptians, Phoenicians and Greeks traded with merchants from different 

cultural environments (Herbrand, 2000, p. 1). Today, there are external forces stimulating 

global trade and encouraging the integration of international business (Rothlauf, 2015, p. 11). 

Accordingly, companies get involved in Mergers and Acquisitions (M&A), Joint Ventures, 

Strategic Alliances, International Partnerships or become Multinational Corporations (MNCs) 

by establishing subsidiaries in foreign surroundings (Köppel, 2007, p. 2).  

Indeed, globalisation has led to intensified international interactions and forces now not only 

transnational labour mobility but also an escalating level of team creation. Two significant 

trends that shape the business environment of the 21st century (Cramer, 2007, p. 1). Cross-

cultural teams consisting of international assignees (expatriates) who work in complex, 

dynamic, intercultural and demanding environments are the result of such phenomena 

(Schwartz, 2008, p. 5). For strategic purposes and cost saving considerations, new forms of 

multinational teams occur and are labelled as “Globally Distributed Virtual Work Teams” 

(GDVWT) (Rau, 2013, p. 185). Multicultural teams, irrespective of their form (physical or 

virtual), are considered as a potential pot offering a great set of diversified capabilities, 

perspectives, notions, procedures, methods and experiences to choose from. Thus, culturally 

heterogeneous teams are believed to identify complex problems through a variety of means 

and solve them with innovative, creative and manifold solutions (Folter, 2014, p. 7).  

Nevertheless, international projects fail (Schwartz, 2008, p. 5; Herbrand, 2000, p. 3; Cramer, 

2007, p. 1) and the success of cross-national collaboration is not necessarily linked to 

financial resources, strategic aspects or in-depth expertise. According to Apfelthaler only 

30% of MNCs fail due to technical, financial and strategic difficulties while 70% of them are 

predicated on intercultural problems (Apfelthaler, 1999, p. 13). In the absence of essential 

empirical evidence, companies miss the opportunity to recognise culture as a decisive factor 

within cross-cultural teams (Herbrand, 2000, pp. 5–6). The ignorance of such a parameter 

can cause severe outcomes (Rothlauf, 2015, p. 10). 

In fact, expatriates tackling their challenging mission on international assignments are put in 

a position prone to friction and misunderstandings emanating from differences in culture, 
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values, patterns of behaviour and interpretation, customs and ways of thinking (Boedeker, 

2012, p. 9). This confluence of challenges incorporate communication barriers, difficulties 

with accents and fluency, trust issues, dilemmas concerning hierarchisation and power 

distribution, and altercations for decision-making (Brett et al., 2006, p. 86; Folter, 2014, p. 5). 

This often results in increasingly intense and interpersonal conflicts creating ineffective 

teamwork, frustrating or hostile working environments, causes high rates of absenteeism and 

peaks at harming relationships with team members in the host country at a high personal and 

professional cost (Brett et al., 2006, p. 86; Fisher and Härtel, 2003, p. 4). 

Surviving in today’s international business arena, however, means being able to compete on 

a global scale by possessing a “competitive advantage of culture” (Hoecklin, 1995, pp. 15–

21).  

Competition, in turn, has risen since emerging nations have become active players in global 

trade, doing business between themselves (i.e. on a south-south level) or on a south-north 

level (i.e. developing and developed economies) (Raghunātha and Rose, 2016, pp. 1–2). 

The People's Republic of China (PRC), further referred to as China, for instance has become 

a highly attractive market for MNCs to enter. After decades of drastic structural changes, 

China eventually took the initiative to cooperate with the Western world through its “Open 

Door Policy” (Schulz, 2004, p. 42) and “Special Economic Zones” (Rothlauf, 2012, p. 457). 

Today, it has the fastest-growing economy, accompanied by a high population density and 

correspondingly a huge customer potential, paving the path for even higher profit 

expectations, larger market shares and greater yields. Governmental investment incentives, 

tax reliefs and customs arrangements are additionally attracting foreign corporations (Schulz, 

2004, pp. 35–45). German companies have also a special interest in getting the foot in the 

door since China’s highest imports are on machinery, aircraft, iron and steel products or 

other metals, electronic equipment, pharmaceuticals and chemicals for agriculture, synthetics 

and plastics, rubber or wheat (Rothlauf, 2012, pp. 459–461). Years of isolation, though, 

prevented scholars to carry out studies on Chinese business behaviour (Schulz, 2004, p. 17).  

Similarly, Japan remained insular for centuries before it opened up towards Westernisation 

and international commerce (Rothlauf, 2012, p. 415). Now it prospers with its “ever-growing 

economy, sophisticated market, innovation hub, business-friendly infrastructure as well as 

comfortable living environment“, simultaneously constituting a promising market for MNCs 

(Japan External Trade Organiaztion, 2017).  

In the view of the growing importance, further research on the field of multicultural teams, by 

taking into account the cultural component, are attracting widespread interest, particularly in 

in China and Japan (Podsiadlowski, 2002, 16,18; Lang, 1998, pp. 8–10). 



 

3 

 

Existing accounts, however, have failed to investigate German-Chinese-Japanese Business 

Teams (GCJBT) in its narrowest sense. The few research projects found were only fractions 

of German-Chinese and German-Japanese collaboration. Taking both into consideration, 

that is, the increasing significance of Chinese and Japanese markets as well as the lack of 

appropriate studies, it is of academic interest to dive into a deeper scientific discussion and 

offer valuable insights into the complex field of GCJBTs. 

 

1.2 Purpose of the Thesis and Problem Statement 

According to the problem identification above, the paper seeks to first address the complexity 

of GCJBTs by theoretically and empirically discussing its benefits and drawbacks as well as 

its success and failure factors and then to blueprint international HR best practices from the 

theoretical and empirical research results. This aims at providing solution possibilities that 

ensure the functioning of GCJBTs. 

The ensuing research questions will guide the author throughout the thesis:  

RQ1: What are the benefits and drawbacks of GCJBTs? 

RQ2: How can conflicts be prevented and synergies be created? 

 

1.3 Structure of the Thesis and Methodical Procedure 

The subsequent figure intends to illustrate the complex methodical procedure of the author 

and the structure of this thesis. A precise explanation is given on the next page. 

 

Figure 1: Structure of the Thesis and Methodical Procedure (Own Depiction) 
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The thesis consists of five components and seven chapters. The introduction (chapter one) 

will shed light on the problem at hand, present the necessity for the investigation, articulate 

the research interest of the author and explain the methodical procedure for this work. In the 

second part, the theoretical section of this paper, cross-cultural research projects (chapter 

two) and teamwork studies (chapter three) will be discussed in-depth in order to derive the 

benefits and drawbacks as well as the underlying success and failure factors of GCJBTs 

(chapter four), simultaneously contributing to the vacuum that exists in literature. A qualitative 

research in chapter five (empirical part) examines and assesses the validity of the theoretical 

results that were already elaborated in chapter four. In chapter six, the research findings will 

be presented and international HR best practice propositions will be suggested, answering 

the second research question of this paper (implications). Limitations of the present study 

and recommendations for future research will be delineated in chapter seven. The thesis will 

be completed by a final thought of the author (conclusion). 

 

1.4 Delimitations of the Thesis 

This paper strives to holistically and thoroughly answer the research questions delineated in 

1.2, nevertheless, it is narrowed down to the offer of universal yet highly practical solutions. 

Restricted research resources prevented the author from conducting an extensive empirical 

research offering ample information on perhaps unknown problem areas and failure factors 

of GCJBTs and corresponding approaches for solutions. Theoretical and empirical findings, 

however, produced valuable and reliable information, allowing the elaboration of international 

HR best practice propositions, which in turn, serve as a basis for German organisations 

strongly interested and engaged in the enhancement of German-Chinese, German-Japanese 

as well as German-Chinese-Japanese collaboration and teamwork.  
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2. Cultural Dimensions 

The second chapter consists of four parts. The first one provides a general overview of the 

term culture and throws light on its German, Chinese and Japanese understanding. For a 

clearer distinction, multiculturalism, interculturalism and transculturality will be defined. As a 

final step of this chapter, cross-cultural studies, including their models and cultural 

dimensions, will be presented and compared to one another in order to assess their validity 

and to express criticism. 

2.1 Perspectives of Culture 

“The single greatest barrier to business success is the one erected by culture” 
 (Rothlauf, 2015, p. 32, acc. to Hall and Hall)   

 

A primary concern of “culture” is its own definition. One observer has already drawn attention 

to the paradox in literature: Some scholars define culture in-depth while others argue for its 

ultimate indefinability (Schulz, 2004, p. 21). Evidently, the term is incoherent and polysemous 

(Bolten, 2014, p. 86). On these logical grounds, no consensus has appeared for a universal 

definition of culture (Thomas, 2003, p. 34). 

Accordingly, the author of this thesis attempts to provide a global view of culture and its 

interpretation. A semantic approach should be applied and Western and Asian 

understandings of the term are taken into account since they reflect centuries-old traditions 

of the respective cultures and deeply rooted thought patterns of its people. This will be 

accompanied by the definitions of other researchers, especially discussing economic 

implications, before a standard and valid meaning of the term is given. 

Etymologically, the term culture derives from Latin noun “cultura” referring to the entirety of 

intellectual, literary and artistic achievements (Engelen and Tholen, 2014, p. 17). This, in 

turn, originates from Latin verb “colere” which signifies “to till the soil, to inhabit or to care for” 

(Brodbeck et al., 2016, p. 35), also understood as the human response to nature 

(Trompenaars and Hampden-Turner, 2012, p. 31). The meaning can also be traced back to 

the noun “cultus”, deviated from “cult”, indicating worship (Cramer, 2007, p. 9). Alternatively, 

it can be translated as “cultivation” or “refinement of the mind” (Keller, 1982, p. 113; Arnold, 

1869). 

German “Kultur” is in accordance with the latter meaning and refers to high-culture, that is, 

the cultural heritage of human excellence such as aesthetics, fine art, theatre, opera, high 

fashion, haute cuisine and academic institutions that are held in the greatest esteem by the 

aristocratic, literate and cultivated class of society. The German notion of culture also cycles 

back to the initial sense of “cultura” (Keller, 1982, p. 113).  

Comparably, it is of utmost importance to shortly explain the Chinese and Japanese system 

of notation to grasp Asian perspectives of culture. Sino languages understand to interpret a 
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single or a combination of characters as a sole word. Following this logic, a composition of 

characters provokes an equivocal meaning of any term. This also applies to the Chinese and 

Japanese equivalent of German “Kultur”, which consists of two characters. Each character 

carries a separate meaning while together they constitute a new interpretation. Both words 

illustrate the identical spelling and stress the different pronunciation. 

The Chinese “wenhua” hints at English and French definitions using culture and cultivation 

as synonyms. This notion also ties to German conceptions. Nevertheless, there exist minor, 

but essential differences. In China, culture manifests itself on a deep, profound level and 

affects every aspect of an individual’s personal, social, societal and political life whilst 

Germans place its emphasis on “bourgeois traditionalism” (Sun, 2006, pp. 25–35).  

The Japanese word for culture is “bunk” with its first character meaning “writing” or 

“civilisation” and its second one “transformation” or “change” (Koivisto, 1993, p. 15; Henshall, 

1988, p. 19). The common view of both, Chinese and Japanese language, portrays culture 

as a collective whole, shared and socially transmitted by its members, typically through 

learning (Lang, 1998, p. 4). 

Scientifically, culture forms a central component of several sciences such as cultural 

sociology, cultural management, cultural psychology and cultural anthropology (Sun, 2006, p. 

23). 

In cultural anthropology, an ethnographical delineation was first given by Tylor who described 

culture as a “complex whole which includes knowledge, belief, art, morals, law, custom, and 

any other capabilities and habits acquired by a man as a member of society“ (Tylor, 1871, p. 

1). It specifies the habituality, practiced by the majoritarian members of a collective (Festing 

et al., 2011, p. 67).  

Herskovits affirms Tylor by further compressing his definition as to the “man-made part of the 

environment,” (Herskovits, 1965, p. 305) alluding to artificial achievements, widely accepted 

as the products of human hands (Brodbeck et al., 2016, p. 36).  

Kroeber and Kluckhohn managed to compile and group in their literature review, 

approximately 164 different definitions of culture, eventually giving the subsequent résumé: 

“Culture consists of patterns, explicit and implicit, of and for behavior acquired and 
transmitted by symbols, constituting the distinctive achievement of human groups, 
including their embodiments in artifacts; the essential core of culture consists of 
traditional (i.e. historically derived and selected) ideas and especially their attached 
value; culture systems may, on the one hand, be considered as products of action, on 
the other as conditioning elements of further action” (Kroeber and Kluckhohn, 1963, 

p. 357). 

 

This interpretation has come into considerations as one of the most comprehensive and 

widely accepted definitions (Rohn, 2006, p. 21).  
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Scientists have also drawn a distinction between descriptive and explicative models. Culture 

from a descriptive point of view, attempts to capture the empirical perceptible material 

objects and apparent behaviours of individuals while explicative concepts question peoples’ 

collective deep-seated fundamental convictions and internalised patterns of thought. 

Explicative findings can be inferred from descriptive research (Heinen and Frank, 1997, p. 

55; Kluckhohn and Kelly, 1945, pp. 84–106). Respectively, such concepts are named 

“percepta” and “concepta” (Osgood, 1951, pp. 210–214).  

Thus, this paper centres its exploration on the latter and strives to present adequate 

definitions. 

From a cultural-comparative sociological-psychological perspective, Thomas considers 

culture as a universal orientation system of a group, which influences the perception, thinking 

and acting of its members, subsumed under the term “Cultural Standards.” Thomas’ 

orientation system also frames the area of applicability for its correspondent rules and 

delimits the boundaries for group membership (Thomas, 2003, pp. 436–437).  

Put in highly simplified terms, culture describes modes of thinking, feeling and acting. 

Hofstede, a prominent figure of cross-cultural studies, refers to such patterns and defines 

culture with the help of a computer analogy as the “collective programming of the mind which 

distinguishes the members of one group or category of people from others” (Hofstede et al., 

2010, p. 6), shortly referred to as “mental programs” or “the software of the mind” (Hofstede 

et al., 2010, p. 5). While a variety of terminologies have been proposed, Hofstede’s most-

cited definition of culture, being also in line with the construct of “concepta”, will be used 

throughout this paper.  

In this context, Hofstede clearly states that human minds are not programmed as computers, 

but rather uses programming as a tool to explain the complex structures of culture. He further 

admits that mental programs are only fractionally dictating a person’s behaviour and 

therefore assumes that people can react in ways unusual to their nature when they are 

confronted with a certain situation. Based on this assumption, culture is not a genetic imprint 

or an inherited assemblage of genes, but rather socially learned in the most perceptive 

period of an individual: early childhood. Here the programming starts.  

Since the social environment in which one grows up and learns from its members determines 

a person’s mental programs, it is a collective phenomenon, establishing predictability of 

behaviour, which is an accumulation of experiences collected throughout a person’s lifetime. 

Once the mental programs are set, it is difficult to delete the information. Nonetheless, this is 

required when a person enters an alien environment. To that effect, a person must unlearn 

its initial behaviour in order to learn the new one. Unlearning, however, requires more effort 
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than learning. In intercultural interactions, the phenomenon of unlearning is of exceptional 

interest since diverging data converge, forcing the elimination of hardly acquired information, 

and finally clash due to the inability to apply yet not learned behaviour. Consequently, 

culturally triggered disputes arise (Hofstede et al., 2010, pp. 4–7). 

An individual is required to go through three levels of mental programming: human nature, 

culture and personality. Human nature is the universal basis for the mental programming of a 

person and serves that person’s fundamental psychological functioning. It enables people, 

regardless of their culture, to express feelings like fear, anger, love, joy, sadness and shame 

or to socialise with other human beings, to analyse the environment and to exchange 

viewpoints about the observations made. Culture is the collective programming of the mind 

and describes how humans express feelings, socialise or analyse their surroundings. The 

personality of a person constitutes the third part of mental programming. It equips a person 

with a mixed set of unique genes and fractions of behaviour learned through the process of 

collective programming (Hofstede and Hofstede, 2011, pp. 5–6). 

In this regard, academic cohort has attempted to master the complexity of culture by 

providing cultural concepts. Prime authors of such methods are Hall, Schein and Hofstede. 

Hall’s Iceberg Theory delineates culture as an iceberg consisting of a visible and an invisible 

part. The observable tip is just a mere reflection of the invisible component. It includes 

aspects like music, art, architecture, language, food, clothing, greetings, gestures and overt 

behaviour. The hidden ice lump is the rationale behind it and comprises worldviews, religious 

convictions, norms for relationships, approaches to rules, ways of communication and modes 

of thinking (Rothlauf, 2015, p. 26; Eggenhofer-Rehart et al., 2002, pp. 117–118). 

Schein’s Three Levels of Culture further refine the Iceberg Theory. Basic assumptions (level 

one), norms and standards (level two) as well as artefacts and symbols (level three) form the 

core elements. Basic assumptions are engrained and undoubted problem-solving 

techniques, developed by humans as a reaction to environmental stimuli that define 

perception and acting. Norms and standards provide a body of rules and regulations on how 

to behave. They include moral concepts and behaviour standards, translated into 

prescriptions (maxims, unwritten codes of conduct) as well as proscriptions (punishments, 

sanctions). Artefacts and symbols such as art, technology, behavioural patterns, clothing and 

language, construct the explicit manifestation of culture and communicate the underlying and 

elusive levels to new members (Schein, 1985, pp. 13–21; Brodbeck et al., 2016, pp. 42–43; 

Hawkins, 1997). 

Schein’s model reveals resemblances with Hofstede’s Onion Diagram. As opposed to 

Schein, Hofstede uses the metaphor of an onion to illustrate the multi-layered character of 
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culture and notes that cultural differences manifest themselves by multiple means, i.e. the 

skins of an onion (symbols, heroes, rituals and values) that can be peeled off, thus 

allegorising the driving forces of human orientation and conception. Values constitute the 

deepest and contrastingly, symbols the most superficial level. Practices are the 

superstructure of the first three layers and picture a grey area which is visible to an outer 

audience, but naturally disappears when those outsiders essay to decipher the meaning of 

the external features. Only internal members of a culture are able to understand the explicit 

and more importantly the implicit meaning of the first three levels. 

 

In detail, symbols can be words, gestures, images and objects conveying a certain meaning, 

noticed and acknowledged by the insiders of a culture. Heroes are historic or coeval, real or 

invented persons who act as carriers of culture and serve as paragons for behaviour. Rituals 

are repetitive occurrences, interpreted as an expression of collective action, being socially 

crucial, though, technically redundant. They especially affect language and communication in 

daily discourse (Hofstede and Hofstede, 2011, pp. 8–10). “Values are broad tendencies to 

prefer certain states of affaires over others.” More precisely, they represent emotions and 

dictate what is “evil/ good […] forbidden/ permitted […] moral/ immoral, abnormal/ normal 

and paradoxical/ logical” (Hofstede et al., 2010, p. 9). 

Hall, Schein and Hofstede, base their cultural concepts on the fundamental principle of value 

orientation, introduced by Kluckhohn and Strodtbeck. Through their lenses, it is values that 

define what kind of behaviour is (not) accepted within a society (Cramer, 2007, pp. 16–17). 

 

 

Symbols

Hereos

Rituals

Values

Figure 2: Hofstede’s Onion Diagram (Own Depiction, Source: Hofstede et al., 2010, p .8) 
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2.2 Multiculturalism, Interculturalism und Transculturality 

Modern cultures are no longer hermetically sealed entities, but rather multi-, inter- or 

transcultural complexes. Explanatory approaches of such cultural constructs go back to 

Herder’s perception of cultural relativism. Herder postulates that each nation grounds on 

social homogenisation, ethnicity and intercultural separatism and portrays itself as a self-

contained entity (Herder, 1967; Welsch, 2012). Nevertheless, his concept has been criticised 

by a number of scientists and is said to ignore subliminal, racial tensions which are conveyed 

with it (Domenig and Altorfer, 2015, p. 172; Welsch, 1997). Much to the researchers’ chagrin, 

Herder’s concept proves universal applicability, even if only for multicultural and intercultural 

social wholes (Welsch, 1997, pp. 69–71). 

Mistakenly, these two constitutions are frequently utilised as synonyms, but are clearly 

distinct from another (Bolten, 2012, p. 22; Welsch, 2012, p. 32). 

Multiculturalism derives from Latin “multus” meaning “many” (Bolten, 2012, p. 22). In this 

sense, it is a social system which consists of many coexisting cultures (Ang-Stein, 2015, p. 

106). Domenig views multiculturalism as the peaceful concurrence of multiple cultures 

(Domenig and Altorfer, 2015, p. 172). In contrast, Welsch does not refer to harmonious 

coexistence but rather points out the underlying problems of societal entities as such and 

unwillingly confirms Herder’s basic premise of homogenous, autonomous globes that repel 

each other as soon as they interact (Welsch, 1997, pp. 69–71).  

Interculturalism originates from Latin “inter” indicating “between.” It describes the process 

and emphasises the dynamic of interactions between members of different backgrounds 

(Bolten, 2012, p. 22). Ang-Stein defines interculturalism as the clash of two or more cultures 

and eminently stresses their mutual influence (Ang-Stein, 2015, p. 106). Agreeing with Ang-

Stein, Domenig attributes a negative connotation to it and highlights possible points of friction 

(Domenig and Altorfer, 2015, p. 172). 

Transculturality forms a state of complex hybridisation since different cultures become 

strongly interconnected and inseparably entangled with each other. The construct shapes 

state-of-the-art nations and fuels their internal diversity (Welsch, 2012, p. 28). In this 

connection, scholars state that Herder’s model fails to show practicality (Domenig and 

Altorfer, 2015, p. 172; Welsch, 1997, p. 71). 

 

2.3 Studies with Cross-National Comparison and their Models 

Cross-cultural studies, strictly speaking studies with cross-national comparison (Rippl and 

Seipel, 2015, pp. 20–21) seek to compare and analyse systematically culture as an 

influencing factor on human behaviour. Combining social, cultural and psychological 

phenomena, studies in the respective field aim at questioning the universality of human 
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characteristics, group-specific attributes and an individual’s uniqueness (Podsiadlowski, 

2002, pp. 40–41). 

In an organisational context, Adler defines cross-cultural management as the study of human 

business behaviour across cultures and enumerates precisely the discipline’s tasks as 

follows: 

• Description and Comparison of employee’s organisational behaviour in different countries 

and cultures; 

• Attempt to obtain a deeper understanding of intercultural encounters between 

employees; customers, distributors and further partners of alliances from different 

countries and cultures; 

• Attempt to enhance such cross-cultural interactions (Adler, 1993, p. 10). 

Cross-cultural psychology is the systematic comparison of human psychological functioning 

and their resulting behavioural differences that might or might not emanate from cultural 

distinctions. In this regard, it tests the validity of universal and culture-specific hypotheses 

and theories with the aim to identify underlying principles of psycho-cultural processes 

(Thomas, 2003, pp. 31–34).  

Central to the discipline of cross-cultural studies, management and psychology is the 

concept of country culture dimensions (Podsiadlowski, 2002, p. 40). For reasons of 

expediency, nationality serves as a feasible criterion (Rohn, 2006, pp. 20–25). Hence, a 

multitude of researchers has developed clusters in order to enable cross-national 

comparison and explain their differences (Folter, 2014, p. 34). In the view of the extensive 

literature, the author of this paper does not target at providing a holistic overview, but rather 

presents the best-known cultural concepts: 

 

Figure 3: Cross-Cultural Models (Own Depiction, Source: Rothlauf, 2015, p. 32) 

The approach follows the idea to classify and group German, Chinese and Japanese 

business behaviour on different levels within cross-cultural teams as to find similarities and 

differences between them, to identify possible areas of conflict and potential for synergies 

and thus derive measures and recommendations for action, easing the collaboration of 

GCJBTs. 

Comparison of 
Cultural Models

6-Dimension 
Model of Hofstede

9-Dimension 
Model of Project 

GLOBE

7-Dimension 
Model of 

Trompenaars & 
Hampden-Turner

4-Dimension 
Model of Hall
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2.3.1 Hofstede’s Dimensions of Culture 

Geert Hofstede has conducted the most elaborate and renowned study within studies of 

cross-national comparison, enjoying the highest degree of recognition (Engelen and Tholen, 

2014, p. 31). 

As a former employee of International Business Machines (IBM), an American MCN, 

Hofstede collected data between 1967 and 1973 from approximately 117,000 employees in 

72 different countries with questionnaires including 100 standardised questions translated 

into 20 different languages. Hofstede published his results in his most-cited book “Culture’s 

Consequences” in 1980. The focus of his research project lied on the most stable factor 

within organisations, that is, employee values and their differences between countries 

(Hofstede, 2011, p. 41). 

The Chinese Value Survey, a follow-up study in 1987 by Michael Bond who included 

Confucius teachings and values, led to the replenishment of a fifth dimension (Gülow, 2014, 

p. 51). Altogether, four fields of conflict were identified, resulting in five cultural dimensions. 

“A dimension is an aspect of culture that can be measured relative to other cultures” 

(Hofstede et al., 2010, p. 31). As a by-product, the last dimension was developed and 

subjoined to Hofstede model in 2010 as the World Value Survey produced revelatory data 

(Rothlauf, 2012, p. 43). In total, Hofstede’s model consists of six dimensions: High/ Low 

Power Distance (PDI), Individualism/ Collectivism (IDV), Masculinity/ Femininity (MAS), High/ 

Low Uncertainty Avoidance (UAI), Long-/ Short-Term Orientation (LTO) and Indulgence/ 

Restraint (IVR). Each country is characterised by a score between 0 and 120 on each of the 

six dimensions, enabling the classification of countries and their cross-national comparison. 

Such indexing, however, does not provide results of absolute truth, but rather pictures 

polarised findings (Engelen and Tholen, 2014, p. 31). In the following, Hofstede’s 6-

Dimension-Model will be presented, focusing on aspects relevant to workplaces.  

Power Distance: Hofstede’s first dimension is a measure for the “emotional distance” 

between an inferior (I) and superior (S) that bear relation to each other (Hofstede et al., 2010, 

p. 55, acc. to Mulder, 1976). It further describes the magnitude to which less powerful 

members of a social system expect and accept inequality in power distribution (Weidmann, 

1995, p. 44). This distance “is accepted by both, [I and S], supported by their social 

environment [and] to a considerable extent determined by their national culture” (Hofstede, 

2011, p. 83). In high PDI cultures, subordinates obey highly respected authorities and their 

autocratic leadership styles, agree on heteronomy and inequalities in payment. The opposite 

is observed in small-power-distance countries where decentralised power structures, flat 

hierarchies and consultative decision-making procedures are preferred. Differing values on 

power distribution explain the emanation of conflicts, even on a peer-level, i.e. cross-cultural 

teams (Engelen and Tholen, 2014, pp. 32–34). 
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Individualism/ Collectivism: IDV gauges the degree to which an individual is integrated into 

a group (Weidmann, 1995, p. 47). This forms a person’s identity and mindset (Engelen and 

Tholen, 2014, p. 34). In individualistic cultures, personal goals and achievement prevail over 

the interest of the group and priority is given to self-fulfilment and autonomy (I-identity) 

(Triandis, 2001, p. 909). Collectivistic countries place importance on the in-group (we-

identity) where loyalty is expected in exchange for protection, particularistic structures and 

nepotism are favoured, reputation is essentially important, and loss of face is feared 

(Herbrand, 2000, pp. 29–30). 

Masculinity/ Femininity: Hofstede’s third dimension reflects masculine and feminine values 

in people’s behaviour and scrutinises the distribution of traditional social sex roles in cultures 

(Hofstede and Hofstede, 2011, p. 152; Engelen and Tholen, 2014, p. 37). Masculine (ego-

driven) societies draw a clear-cut distinction between emotional gender roles: Men are 

associated with assertiveness, strength, competition and material success. Women are 

believed to put more weight on a proper work-life-balance, employment security and friendly 

working environments. In feminine (relationship-oriented) cultures, gender roles overlap and 

feminine values such as modesty, tenderness and quality of life are shared by both parties 

(Hofstede et al., 2010; Engelen and Tholen, 2014, pp. 37–39; Kutschker and Schmid, 2011, 

pp. 725–726). 

Uncertainty Avoidance: UAI depicts a culture’s tolerance towards ambiguity and thus its 

level of uncertainty avoidance. It should not be confused with risk aversion but rather 

understood as a state of uneasiness towards the unpredictable future (Hofstede et al., 2010). 

Societies with a high UAI apply rules, regulations and precautionary measures to reduce the 

degree of uncertainty, creating a secure and stable environment. In low UAI countries, 

people exhibit contemplative behaviour, are more likely to take risks, accept unpredictability 

and tend to be more open towards change (Engelen and Tholen, 2014, p. 40; Herbrand, 

2000, pp. 31–32; Weidmann, 1995, pp. 47–50). 

Long-/ Short-Term Orientation: The LTO-index aims to assess cultures’ moral concepts 

and significantly correlates with economic growth (Hofstede and Bond, 1988, p. 17; 

Weidmann, 1995, p. 50). It further delineates “the degree to which a society has a pragmatic 

future-oriented basic attitude in contrast to a dogmatic presented-oriented attitude 

perspective” (Rothlauf, 2015, p. 39). LTO-countries focus more on perseverance, persistence 

and thrift to guarantee future success. Societies with a STO mentality place great value on 

steadiness, respect for tradition and social commitments. Firms in the latter category try to 

achieve temporary goals such as profit maximisation on a short-term basis, i.e. within the 

current or ensuing year (Gülow, 2014, p. 52; Engelen and Tholen, 2014, p. 42). 

Indulgence/ Restraint: IVR is the gauge of happiness in societies. Indulgent cultures “allow 

relatively free gratification of natural human desires related to enjoying life and having fun” 



 

14 

 

and permit its members to control their own lives. Besides, personal well-being, bliss, leisure 

and freedom are of top priority. In restraint countries, people tend to believe “that such 

gratification needs to be curbed and regulated by strict norms.” Joys are less likely to be 

fulfilled since life is dictated and ruled by external factors (Hofstede et al., 2010, p. 281).  

 

2.3.2 Project GLOBE: Validated Cultural Dimensions 

Project GLOBE (Global Leadership and Organisational Behaviour Effectiveness), conceived 

in 1991 by Robert J. House, an expert on cross-cultural leadership and professor of the 

Wharton School of the University of Pennsylvania, is a rich source of information, exploring 

how cultural values affect organisational practices and leadership attributes (Brodbeck et al., 

2016, pp. 62–63).  

An international team of more than 160 researchers from 62 different countries with House 

as the principle investigator of the study, challenged and reappraised the constructs of 

Hofstede’s cultural dimensions. Between 1993 and 2003, they collected data through 

quantitative research methods and received answers from 17.000 middle managers of 951 

organisations in the industries of telecommunication, financial services and food processing 

(Emrich, 2011, pp. 47–48; Engelen and Tholen, 2014, pp. 71–72). The findings were used to 

carry out an actual-performance comparison about employee values and behaviour (Festing 

et al., 2011, p. 98). 

The investigation identified nine cultural competencies. Three dimensions (PDI, UAI, LTO) 

were adopted to the GLOBE study from Hofstede, four other orientations have been 

extracted from Hofstede’s original conceptions MAS and IDV. Merely two dimensions have 

been added newly to the GLOBE continuum (Cramer, 2007, p. 31). They will be presented 

shortly hereafter. 

Power Distance: The first orientation is the extent to which a culture accepts authority, 

power differences, and status privileges within a society or an organisation (Engelen and 

Tholen, 2014, p. 72). People in cultures with high or low power distance behave as explained 

in Hostede’s model.    

Uncertainty Avoidance: Project GLOBE defines its second dimension as people’s tendency 

to enforce social norms, procedures and bureaucratic practices to alleviate uncertain 

situations that are felt and perceived as threatening (Engelen and Tholen, 2014, p. 74). Since 

it is identical to Hofstede’s orientation, further explanations are excluded (Kutschker and 

Schmid, 2011, p. 748).   

Future Orientation: This cultural dimension shows resemblance to Hofstede’s LTO concept 

(Engelen and Tholen, 2014, p. 81). It portrays an individual’s involvement in future-oriented 

behaviours, including planning, investing and delaying gratification. Future-oriented countries 

lay stress on long-term success, thriftiness and “deferred gratification patterns.” In an 
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organisational context, employees appreciate visionary leaders and rely on their intrinsic 

motivation in daily business. In cultures with short-term orientation, the exact opposite is 

ascertained (Brodbeck et al., 2016, pp. 98–99).  

Gender Egalitarianism: The GLOBE study also refers to gender role differences in societies 

(Festing et al., 2011, p. 99). In cultures with high gender egalitarianism, there exists less 

occupational sex segregation, men and women possess similar levels of education and 

women are much more included in decision-making processes as well as represented in 

positions of authority. Gender inequality dominates in countries with low gender 

egalitarianism (Brodbeck et al., 2016, pp. 103–104).  

Assertiveness: This cultural concept relates to the degree to which individuals are assertive, 

confrontational and aggressive in their relationships. Characteristics of high assertive 

cultures are equal to masculine values and vice versa to feminine values such as 

demonstrated in Hofstede’s MAS dimension (Kutschker and Schmid, 2011, p. 754).  

Institutional Collectivism: This variation of the IDV dimension shifts the centre of 

discussion on institutional and societal collectives and their propensity to stimulate and 

reward collective activities. Attention is specifically drawn to societal structures and economic 

systems that guide behaviour (Engelen and Tholen, 2014, p. 75). Low levels of institutional 

collectivism are an indication for maximizing the interests of individuals while attaining group 

objectives is more of an evidence in countries where a collective’s interest prevails 

(Brodbeck et al., 2016, p. 117).  

In-group Collectivism: The second type of IDV focuses like institutional collectivism on the 

community, though, it is based on family cohesion, not institutions (Engelen and Tholen, 

2014, pp. 75–76). It therefore describes the extent to which people enunciate their pride, 

loyalty and belonging to their inner group. People act respectively in cultures (Kutschker and 

Schmid, 2011, pp. 751–752). 

Performance Orientation: This cultural orientation concentrates on society’s role to 

embolden and reward group members for their exceptional achievements and performance 

improvement (Kutschker and Schmid, 2011, p. 757). In high performance cultures, 

individuals are tuned to and highly acknowledged for their maximum performance. Low 

performance countries carry more weight on social relationships, loyalty, cohesiveness and 

group harmony (Engelen and Tholen, 2014, pp. 83–84). 

Humane Orientation: This dimension of project GLOBE impugns whether a society 

underpins and promotes fair, altruistic and friendly behaviour among its members (Engelen 

and Tholen, 2014, p. 85). In cultures with a low level of humane orientation, hedonistic 

values, self-interest, power and material success are the driving forces of peoples’ actions. In 

humane countries, people are primarily motivated by a need for affiliation and urged to be 
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sensitive to racial discrimination, strengthening collective thinking and cohabitation 

(Brodbeck et al., 2016, p. 126).  

Countries with similar dimensional orientations have been grouped together into convenient 

geographic clusters. The subsequent diagram portrays the results: 

 

Figure 4: GLOBE's Geographic Clusters (Own Depiction, Source: Festing et al., 2011, p. 102) 

2.3.3 Trompenaars and Hampden-Turner’s Dimensions of Culture 

Likewise Hofsteeed, Fons Trompenaars, a Dutch management consultant, undertook a 

research project to capture cultural phenomena. In contrast to Hofstede, Trompenaars 

surveyed not a single, but a number of corporations such as BSN, Heineken, Philips, Volvo, 

Royal Dutch/Shell and Eastman Kodak in a period of ten years, using written interview 

techniques. This longitudinal study produced answers to 15,000 questionnaires, each with 57 

questions, from 47 countries. His deliverables were then first released in 1993 and later 

extended by another major inquiry which he published in “Riding the Waves of Culture: 

Understanding Culture in Global Business” with Charles Hampden-Turner, a British 

management researcher, as a co-author (Kutschker and Schmid, 2011, pp. 734–736; 

Hodgetts and Luthans, 1997, p. 111; Gülow, 2014, p. 53). 

Cultural differences as a product of contradicting value systems manifest themselves through 

dilemmas. There exist three types of challenges people are faced with: human relations, time 

management and attitudes towards the environment. In this sense, culture provides answers 

on how to solve problems in vexatious situations and consequently guides behaviour. Since 

cultural plights are in high need of reconciliation, a basic bipolar seven-dimensional model 

has been proposed by Trompenaars and Hampden-Turner, resembling Hofstede’s cultural 

dimensions (Trompenaars and Woolliams, 2003, pp. 28–33; Hodgetts and Luthans, 1997, p. 

112). 
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Before the value orientations are discussed in succession, they will be categorised according 

to their nature: 

Type of dilemma Dimensions 
Relationship • Universalism/ Particularism 

• Individualism/ Communitarianism 

• Neutral/ Emotional 

• Specific/ Diffuse 

• Achievement/ Ascription 
Time • Sequential/ Synchronic 
Environment • Internal Control/ External Control 

 

Table 1: Categorisation of Cultural Dimensions (Own Depiction, Source: Cramer, 2007, p. 24) 

Universalism/ Particularism: The first dimension serves a “strong source of moral 

reference” and questions the applicability of cyclopaedic rules (Trompenaars and Woolliams, 

2003, p. 33; Gülow, 2014, pp. 53–54). In universalist cultures, legislation applies regardless 

of any circumstances. Conversely, more importance is placed on relationships, trust and 

personal backgrounds in particularistic countries (Kutschker and Schmid, 2011, p. 738). In 

business, this can lead to legal contracts adjustments or to an unfamiliar execution of 

business deals (Hodgetts and Luthans, 1997, pp. 112–113). 

Individualism/ Communitarianism: Analogous to Hofstede’s dimension, Trompenaars and 

Hampden-Turner also contest whether people perceive themselves as individuals or as a 

part of a group. In individualistic countries, the interest of the individual takes precedence 

over the interest of the group and vice versa in communitarian cultures (Kutschker and 

Schmid, 2011, p. 739). In cultures with a high degree of individualism, decisions are reached 

by a representative, i.e. a single person, whereas in communitarian countries, it is a 

committee, that is, a body of at least two or more people, that takes key decisions for the 

team, division or business (Hodgetts and Luthans, 1997, p. 114). 

Neutral/ Emotional: The third dimension of Trompenaars/Hampden-Turner sheds light on 

the aspect of human sentiments and its relational orientation (Rothlauf, 2015, p. 45). In 

neutral countries, temper is controlled, and countenance is kept. People in expressive 

cultures do not act stoically like those with “disciplined-behaviour”, but rather give free rein to 

their emotions and thus are considered to display “impulsive behaviour” in great opposition to 

their rational counterparts. This also applies to job functions where accountants tend to be 

very prosaic and marketing people more affective (Kutschker and Schmid, 2011, p. 739; 

Trompenaars and Woolliams, 2003). 

Specific/ Diffuse: This cultural orientation deals with the level of engagement in 

relationships and the amalgamation of private and professional lives. It is also viewed as the 

“consternation” dimension since people express their dismay in particular situations 

(Kutschker and Schmid, 2011, p. 739; Gülow, 2014, p. 55). In specific countries, the public 
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and private zones are separated while in cultures with high diffusivity, both areas are one 

and the same space (Trompenaars and Hampden-Turner, 2012). Hence, communication is 

direct in specific countries and indirect in diffuse ones. If specific and diffuse realms overlap, 

making the private zone public, there is a great potential for losing one’s face, producing 

great areas of conflict (Trompenaars and Woolliams, 2003, pp. 66–67). 

Achievement/ Ascription: In reference to Hofstede’s dimension of Power Distance (Gülow, 

2014, p. 55), the dimension of Trompenaars/Hampden-Turner similarly concerns the issue of 

status and questions whether it is accorded to a person’s doing or to their being (Kutschker 

and Schmid, 2011, p. 739; Trompenaars and Hampden-Turner, 2012). Achievement cultures 

attribute high status to people who perform outstandingly and contrastingly, ascribed cultures 

give it to people due to their age, gender, religion or social connections. In case of an 

interaction between representatives of countries differing in this respect, an achievement 

culture should send senior, high-ranked and influential officials (envoys) while its opposed 

pole would ideally represented by high-performance, analysts, consultants and experts 

(Hodgetts and Luthans, 1997, p. 114).    

Sequential/ Synchronic: Like Hall, Trompenaars/Hampden-Turner incorporate temporal 

aspects into their concept (Kutschker and Schmid, 2011, p. 740). There exist three 

subcomponents of time: Firstly, time management is viewed as being sequential (succeeding 

in order) or circular/ synchronic (passing in parallel). Secondly, time is an orientation (past, 

present or future) for cultures. Thirdly, it refers the completion of tasks (Trompenaars and 

Hampden-Turner, 2012). 

Internal/ External control: The last dimension pictures the relation between human 

existence and nature, also referring to the idea of fate (Kutschker and Schmid, 2011, p. 740; 

Gülow, 2014, pp. 56–57). Some cultures believe to be in control of external outcomes (inner-

directed) and often play “hard ball” in negotiations. In outer-directed countries, people depict 

themselves as being dominated by nature and appreciate it when their negotiating partners 

show persistence, good manners and build up a relationship (Trompenaars and Woolliams, 

2003; Hodgetts and Luthans, 1997, p. 119). 

 

2.3.4 Hall’s Dimensions of Culture 

Cultural anthropologist Edward T. Hall devoted his life to focus on intercultural 

communication and its concomitant misunderstandings. Based on his motivation, he travelled 

throughout Asia Europe and the Middle East and conducted field studies. In the analysis of 

his investigations, he constructed four cultural concepts, named Context Orientation, 

Proxemics, Chronemics and Information Circulation. In collaboration with his wife Mildred, he 

presented them successively in his volumes “The Silent Language”, “The Hidden 
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Dimension”, “Beyond Culture” and “The Dance of Life” during 1959 and 1993 (Engelen/ 

Tholen, p.25, Kutschker/Schmid, p.710-711).  

Context Orientation: “Contexting” is an information-handling technique the brain uses in 

order to prevent the breakdown of information-processing systems, challenged by huge 

volumes of information. Context carries parts of a meaning and since language is an 

abstraction of an event, less information is needed while still allowing the complete meaning 

of the message to be decoded (Hall, 1976). Hall differentiates cultures according to their use 

of context (Rothlauf, 2015, p. 32). In low context cultures, no or less context is required since 

communication is explicit, frank and direct. The concept of “contexting” applies to high 

context countries. Background information, non-verbal communication and indirect 

enunciation are used to transmit a message implicitly. The dimension of context orientation 

explains possible misunderstandings and communication problems in multicultural teams 

(Folter, 2014, p. 40).  

Proxemics: The second dimension of Hall describes how people communicate with space 

(Kutschker and Schmid, 2011, pp. 710–711). People maintain four invisible distances around 

themselves, that cannot be entered without permission. There is an intimate, personal, social 

and a public bubble with the intimate space being the hardest to permeate while the public 

bubble is for encounters with unknown people. Each zone determines the level of intimacy 

and the use of haptics in daily discourse (Engelen and Tholen, 2014, pp. 26–28). This 

orientation provides insights into the proximity and trust level of multicultural teams (Folter, 

2014, pp. 42–43).    

Chronemics: This orientation is the understanding of time and its use in daily 

communication. It reveals how people view the business or the person they are doing 

business with (Folter, 2014, pp. 40–42). Hall differentiates monochronic and polychronic time 

conceptions (Rothlauf, 2015, p. 35). In monochronic cultures, time is linear and a precious 

resource. On this account, time schedules are set, tasks prioritised and completed 

sequentially so that deadlines can be kept. Planning and punctuality play a crucial role while 

interruptions during conferences are more the subject of impolite behaviour (Engelen and 

Tholen, 2014, p. 29). In a polychronic time system, time is used to build up social 

relationships. Because time is circular, people attend multiple events, execute tasks 

simultaneously and are more likely accept plan changes or the last-minute cancellation of 

meetings (Schneider and Hirt, 2009, pp. 93–94). Chronemics helps to understand how teams 

organise and coordinate themselves (Folter, 2014, p. 42). 

Information Circulation: Hall’s last continuum measures time differences in the coding and 

decoding of messages (Schneider and Hirt, 2009, p. 91). The information ought to be 

transmitted determines the velocity of information transfer (Kutschker and Schmid, 2011, p. 
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716). Some cultures decrypt messages faster than others. Those that belong to the first 

category, tend to be low context wherefore messages can be decoded faster. In cultures of 

slow speed information circulation, implicit messages are mainly used, requiring 

interpretation. People in such cultures are also considered as slow messages because it 

takes time to get to know them and solidify a personal relationship with them. Conflicting 

information circulation orientations explain intercultural communication problems within 

cross-cultural teams (Folter, 2014, p. 43). 

Low context, great distances, monochronic time understanding and quick information flow go 

hand in hand and reversely do the continuum’s polar components. 

 

2.4 Critical Review of Cross-Cultural Models  

The following table provides an overview of all cultural models and dimensions in question. It 

further aims at easing the comparison between them and revealing the concepts’ significant 

resemblances. Hofstede’s model is considered as a starting point. 

Hofstede GLOBE Trompenaars & 
Hampden-Turner 

Hall 

Individualism/ 
Collectivism 

Institutional 
Collectivism/ In-
Group Collectivism 

Individualism/ 
Collectivism 

 

High/ Low Power 
Distance 

High/ Low Power 
Distance 

Achievement/ 
Ascription 

 

High/ Low 
Uncertainty 
Avoidance 

High/ Low 
Uncertainty 
Avoidance 

Universalism/ 
Particularism 

 

Masculinity/ 
Femininity 

Gender 
Egalitarianism/   
Assertiveness 

  

Long- and Short-
term Orientation 
 

Performance 
Orientation/ Future 
Orientation 

Sequential/ 
Synchronic Time 
 

Mono- /Polychronic 
Time 

Indulgence/ 
Restraint 

   

 Humane Orientation   
  Internal/ External 

Control 
 

  Specific/ Diffuse 
Context 

High/ Low Context 

   High/ Low 
Territoriality 

  Neutral/ Emotional 
Expression 

 

 

Table 2: Comparison of Cultural Models (Own Depiction, Source: Cramer, 2007, p.37) 
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Hofstede’s model is extensively utilised as a paradigm in publications covering topics of 

cross-national research, relations and comparison. For this reason, Hofstede’s study is held 

in high esteem by his devotees (Sondergaard, 1994, p. 453). Notwithstanding, it does not 

elude criticism (Kutschker and Schmid, 2011, p. 732; Rothlauf, 2015, p. 40). The equation of 

nations to cultures has been highly critiqued since there exist multicultural societies such as 

Switzerland and its trilingual character or the linguistic melting pot, India. Furthermore, it 

does not incorporate cultures relating to more than one country such as the Armenian or 

Chinese culture (Blom and Meier, 2002, p. 56). In the eyes of many critiques, the study has 

been shaped by Western thinking, omitting cultural aspects relevant to other cultures 

(Engelen and Tholen, 2014, p. 47). The strongest point of criticism, however, has been laid 

upon the fact that the data was obtained only by the IBM group, a marketing-sales-population 

intensively dominated by a strong corporate culture (MCSweeney, 2002, p. 95). 

Project GLOBE is a highly sophisticated study, attempting to compensate the drawbacks of 

Hofstede’s examination (Kutschker and Schmid, 2011, p. 763). Even Hofstede himself 

acknowledged and praised the great works of House and his international team (Hofstede, 

2006, pp. 882–883). Despite the excellence of GLOBE, Hofstede’s cultural concept is 

predominant in literature and research (Engelen and Brettel, 2011, p. 518). Criticism is also 

expressed and primarily directed at the research sample, that is, middle managers with 

similar educational levels and international experiences, possessing a high intercultural 

awareness (Kutschker and Schmid, 2011, p. 762). Additionally, it is assumed that executives 

belong to higher social classes, indicating a bias for performance orientation (Engelen and 

Tholen, 2014, p. 89; Kutschker and Schmid, 2011, p. 762). Beyond that, GLOBE does not 

succeed in preventing an ethnocentric bias. However international the team of investigators 

carrying out the study was, it cannot denied that they had similar educational and intellectual 

background (Hofstede, 2006, p. 884). 

Trompenaars and Hampden-Turner’s dimensional model is also highly valued by scholars 

due to their questioning techniques, wherefrom conclusions can be drawn about individuals’ 

behaviour (Engelen and Tholen, 2014, p. 70). Nonetheless, the concept was the subject of 

intense criticism (Kutschker and Schmid, 2011, p. 742). The findings are believed to be 

distorted due to the choice of interviewees (Rothlauf, 2015, p. 48). Moreover, it is assumed 

that the orientations are the result of a literature research rather than an investigation. 

Besides, there is just a short description of the project’s methodology, which is deemed to be 

insufficient (Kutschker and Schmid, 2011, p. 742). 

Hall’s cultural concept, particularly context orientation and chronemics, has also gained high 

importance in literature. It is said to have “the second most frequent cultural dimensions” 

after those of Hofstede (Engelen and Brettel, 2011, p. 518). However, it has also been 
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criticised like Hofstede, Project GLOBE and Trompenaars/ Hampden-Turner. First and 

foremost, it is argued that the model does not cover all cultural differences, but rather 

constitute general orientations that do not allow a deduction of human behaviour. Secondly, 

there is mutual influence of the dimensions and thirdly, empirical validation is missing 

(Kutschker and Schmid, 2011, p. 717). 

3. Cross-Cultural Teamwork 

Chapter three discusses the concept of teams in an organisational setting, placing stress 

upon cross-cultural and virtual work teams. The core of this section is a presentation of 

intercultural teamwork studies. To that effect, benefits and drawbacks as well as success and 

failure factors of these teams will be carved out. This will be concluded by a résumé of all 

relevant factors. 

 

3.1 Definition of Team 

“To create and sustain global teams is the business challenge of the twenty-first century” 

(Hofner Saphiere, 1996, p. 227, acc. to O'Hara and Johansen, 1994)  

 

In organisational sciences of a selected bibliography of articles, journals and books, the term 

“team” lacks a clear-cut distinction from other related terminologies (Forster, 1978, pp. 13–

14). Logically, confusion and diffusivity are widespread, and researchers agree that the 

concept is utilised in an inflationary manner (Schneider and Knebel, 2003, pp. 13–15; Antoni, 

1996, p. 7). Volumes are more than extensively covered with examples, showing the 

inadequate usage of the term (Neumann, 1974, pp. 14–17). Hence, authors often speak of 

“alibi teams” or “pseudo-teams” (Schneider and Knebel, 2003, pp. 13–15), highlighting the 

wrongly interpreted character and the great range of broad and narrow interpretations 

(Katzenbach and Smith, 2005, p. 164).  

In the framework of broad definitions, there is a discrepancy in opinions among academics 

who  treat “teams”, “groups” and “workgroups” as synonyms (Antoni, 2004, p. 381; Guzzo, 

1996, p. 7; Cohen and Bailey, 1997, p. 241; Podsiadlowski, 2004, p. 89) and those who 

believe that the mentioned word concepts need to be distinguished and cannot be portrayed 

as tantamount (Schneider and Knebel, 2003, pp. 13–15; Gemünden and Högl, 1998, p. 281; 

Maugain, 2003, p. 30). In a narrow sense, specific variables are outlined. Due to the wide 

spectrum of understandings, various types and forms of teams do exist. 

 

Given the prevalence of fuzzy and incomplete definitions, the author will point out precisely 

the features that design teams in lieu of providing a single definition. This should also 

contribute to the author’s deliberateness to fight back the platitude that prevails in literature. 

To contrast similar perceptions, the notions of groups and workgroups will be discussed.  
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A “team” is a “social entity” integrated in a larger social system, e.g. organisations 

(Gemünden and Högl, 1998, p. 281). This social unit must fulfil further premises to be 

considered a team:  

1. A team is small group of individuals, that is, not more than 10-15 members (Maugain, 

2003, p. 29), who cooperate and coordinate jointly their effort to collectively solve highly 

complex and comprehensive problems that cannot be solved by a single person or 

otherwise. Thus, a team is an institutionalised work group that exists for a limited period 

of time (Höhn, 1970, p. 226; Neumann, 1974, p. 13; Lepper, 1972, p. 142). 

2. Teams are given the freedom to work independently from others and interdependently 

with each other in regular interaction without intermediaries (Gemünden and Högl, 1998, 

p. 281; Davis, 1967, p. 381). 

3. Team members perform on subtasks (Mellerowicz, 1976, p. 304) and through this, 

attempt to obtain a common goal wherefore they possess a shared responsibility (Cohen 

and Bailey, 1997, p. 241) and are rewarded accordingly (Marschak, 1955, p. 128). 

4. There are no hierarchies within teams (Laux, 1970, p. 13), though a leader is elected to 

act as a moderator to the inside and as a representative of the team to the outside 

(Schneider and Knebel, 2003, p. 17). 

5. Generally, teams are a conglomerate of interdisciplinary (cross-functional) specialists 

who possess complementary competencies (Katzenbach and Smith, 2006, p. 21), 

allowing them to make full use of their great set of assets to elaborate innovative and 

creative solutions (Gemünden and Högl, 1998, pp. 277–280). Correspondingly, they are 

labelled “think tanks” (Schneider and Knebel, 2003, p. 10). 

6. A special attribute of teams is the feeling of unity and the cooperative attitude among 

team members, the so-called “team spirit” (Davis, 1967, p. 381) or respectively named 

“team cohesion.” (Jacoby, 2003, p. 1). 

 

In comparison to the term team, Sherif defines a “group” as “a social unit consisting of a 

number of individuals who stand in status and role relationships to one another that are 

stabilized in some degree at a given time and who possess a set of values or norm 

regulating their behaviour, at least in matters of consequence to the group” (Forster, 1978, p. 

4, acc. Sherif and Sherif, 1986). But “groups do not become teams simply because that is 

what someone calls them.” They must undergo a transition as to arrive at the level of a team 

(Katzenbach and Smith, 2005, p. 164). This is the reason why certain characteristics, i.e. 

cohesion, modes of working, team spirit and relations, are echoed stronger in teams than in 

groups (Forster, 1978, p. 17; Antoni, 2004, p. 381). From this perspective, it is reasonable to 

assume that “all teams are groups […] but not all groups are teams” (Guzzo, 1996, p. 9). 
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In this sense, teams constitute a special form of workgroups. A “workgroup” is characterised 

by a task which needs to be completed (Antoni, 1996, p. 8). This workgroup becomes a team 

when the members work together for the purpose of solving a task: “teamwork” (Forster, 

1978, p. 20). West confines informal workgroups without a “formal organizational identity or 

function”, and formal ones with a strong identity and function (West, 1996, XXVI). “Semi-

autonomous” (Antoni, 1996, pp. 14–15), “task-oriented” (Forster, 1978, p. 14) and “team-

oriented workgroups” (Schneider and Knebel, 2003, p. 15) are the most common forms of 

formal workgroups. For reasons of simplicity and the fact that the different types of 

workgroups possess a high degree of shared dynamics, the terms team, group and 

workgroup are utilised interchangeably in this thesis, although more frequently, the author 

will refer to teams. 

 

3.2 Cross-Cultural Teams 

Team diversity comes in different forms and occurs on different characteristics, including 

race, gender, nationality, profession, ethnicity, age and culture (Adler and Gundersen, 2008, 

p. 132). Over the past two decades most research in the respective field has systemised 

such qualities, subsuming them under demographic (race, gender, nationality, ethnicity, age), 

organisational (profession, tenure, functional area) and cultural diversity (effect of ethnicity 

and nationality). 

This is not least due to the fact that strong interdependencies between the traits in question 

do exist and consequently, the differing schemas overlap (Podsiadlowski, 2002, p. 126). 

Scholars often oppose demographic and organisational heterogeneity and commingle the 

cultural aspect with one of the other two categories (Pelled et al., 1999, p. 1; Ely and 

Thomas, 2001, p. 230; Hambrick et al., 1996, p. 662). Although differently labelled, Milliken 

and Martins draw a similar distinction between observable and the more underlying, readily 

detectable, non-observable attributes of diversity. Visible features include race, ethnicity, age 

and gender whereas education, technical abilities, functional area, organisational tenure, 

socioeconomic and occupational background, personality traits or values are a part of 

invisible ones (Milliken and Martins, 1996, pp. 403–404).  

Since this paper attempts to investigate multicultural cooperation within intercultural business 

encounters, giving special emphasis to Sino-European teams, a closer look is taken on 

cultural diversity. Accordingly, “cross-cultural teams” will be elucidated. Appropriate terms, 

i.e. multiculturalism and interculturalism, have already been limned in 2.2. 

In this connection, Adler distinguishes four types of teams: homogeneous, token, bicultural 

and multicultural teams. Multicultural team formations incorporate the last three mentioned 

kinds. Homogeneous teams are therefore free of any cultural amalgamation, meaning that 

members share backgrounds that are the same or at least familiar. Token-teams, on the 
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other hand, do possess one member that has a dissimilar background. This specific 

individual might perceive, construe and assess situations and incidents differently than the 

rest of the team (Adler and Gundersen, 2008, p. 132). In such teams, the risk of a cultural 

imbalance exists with one culture dominating the other one. Kühne denominates this effect 

as “prevailing homogeneity” (Kühne, 2011, p. 45). A bicultural team is cultural dyad. Team 

members are encouraged to view the world through the lenses of their opponents as to 

understand their behaviour and exchange perspectives, promoting internal integration 

(Schwartz, 2008, p. 10). In multicultural teams, at least three or more ethnic groups are 

represented (Adler and Gundersen, 2008, pp. 132–133; Rothlauf, 2015, p. 201; Jäkel, 2008, 

p. 1; Puck, 2009, p. 20). Along similar lines, a multitude of expressions have emerged to 

describe the last-mentioned type of teams, e.g. cross-cultural, intercultural, culturally or 

ethnically diverse or heterogeneous, mixed national, multinational, transnational, global 

teams (Smith and Noakes, 1996, p. 485; Earley and Gibson, 2002, p. 16; Kühne, 2011, pp. 

45–46; Watson et al., 1993, p. 590; Snell et al., 1998, p. 147; Earley and Mosakowski, 2000, 

p. 26; Hofner Saphiere, 1996, p. 227). 

 

3.3 Globally Distributed Virtual Work Teams 

Cultural diversity is also strongly reflected in GDVWTs who are faced with greater and more 

demanding challenges, which is mainly due to the physical separation of their members and 

the usage of electronic communication tools, than the traditional workforce (Rau, 2013, p. 

186; Köppel, 2007, p. 27). Geographically distributed work teams have appeared as a by-

product of globalisation, forcing the entanglement of production routes and the junction of 

value creation chains, simultaneously creating dynamic and volatile business environments. 

Hence, GDVWTs are purposely installed to meet the challenging requirements of modern-

day multi-sited, virtually operating organisations that are compelled to quickly respond to 

customer needs, pressured by tremendous competitive constraints and tight cost 

considerations, and provoked by recent technological enhancements (Köppel, 2007, pp. 25–

26; Suchan and Hayzak, 2001, pp. 174–176; Cascio, 2000, pp. 81–82; Weinkauf and 

Woywode, 2004, pp. 393–395).  

By combining skills, competencies, expertise, forces and resources of sophisticated 

workforce, and leveraging their flexibility, agility, productivity and creativity within complex, 

international, large-scale projects, exacting and intricate tasks can be completed. 

Sustainable competitive advantages such as high profits, improved customer services and 

environmental benefits, which ensure survival in the international business landscape, should 

be guaranteed through the completion of such tasks (Grunwald, 2001, p. 35; Suchan and 

Hayzak, 2001, pp. 174–175). 
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Throughout the project assignment Computer Mediated Communication Systems (CMCS) 

and Information Communication Technologies (ICT) (Rau, 2013, p. 185) are utilised to 

“overcome boundaries of time and space” (Montoya-Weiss et al., 2001, p. 1251). 

Taking all mentioned aspects into account, virtual work teams are thus defined as a temporal 

ad hoc aggregate of geographically dispersed and culturally distinct professional specialists 

that follow the organisational mandate of working interdependently and pursing common 

goals, often within global projects as to obtain strategic objectives on a macrolevel. 

Communication, interaction and decision-making are conducted with the help of state-of-the-

art, asynchronous, technologies. After having successfully completed the assignment, the 

team disbands (Köppel, 2007, pp. 26–27; Herczeg et al., 2000, p. 11; Townsend et al., 1998, 

p. 17; DeSanctis and Monge, 1998; Weinkauf and Woywode, 2004, pp. 393–395; Maznevski 

and Chudoba, 2000, p. 473; Montoya-Weiss et al., 2001, p. 1251). 

On these grounds, several terminologies of virtual teams have appeared (Köppel, 2007, p. 

27). The most common labels are “dispersed teams” (Polzer et al., 2006, pp. 679–680), 

“computer assisted teams” (Hollingshead and McGrath, 1995, p. 47) and as a reasoned 

consequence “project teams” (Kühne, 2011, p. 45). Although a number of technical terms 

exist, researchers agree on two significant features, i.e. “dispersion” and “media usage” 

(Köppel, 2007, p. 27). These two elements, however, are believed, to create tensions within 

GDVWTs. An in-depth discussion of team conflicts follows in 3.5. 

 

3.4 Studies Regarding Intercultural Teamwork 

Since Sino-European cooperation is at the heart of the author’s understanding, 

corresponding literature ought to be perused. Yet, no research project was identified that 

pooled German, Chinese and Japanese participants into a single team. Studies, including at 

least one of the mentioned nationalities, could only be located within teams that incorporated 

other ethnicities. As a result, cross-cultural studies are taken into the author’s literature 

review. Even if the author is aware that the cross-cultural studies may not be representative 

for GCJBTs. Even so, they will be considered as a valuable source in identifying decisive 

factors of German-Chinese-Japanese teamwork. As recommended by Tranfield et al., a 

scoping study was put into practice to glean literature. By entering a combination of specific 

terms, e.g. cross-cultural/ intercultural/ multicultural/ ethnically diverse/ culturally 

heterogeneous work groups/ teams/ teamwork/ team performance/ team effectiveness, 

cultural diversity/ heterogeneity, into electronic data bases (Gateway Bayern, Business 

Source Elite, Sage Journals, Springer Link, Science Direct, and ProQuest, etc.), a plethora of 

relevant studies were detected (Tranfield et al., 2003).  
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However, only a culled number of articles will be presented. The subsequent table therefore 

illustrates results obtained from a selective search of literature.  

The first category includes articles measuring the team effectiveness of culturally 

homogeneous and heterogeneous teams, the second one comprises research projects 

gauging the impact of cultural diversity on teams, the third section contains works illustrating 

the challenges of virtual work teams and the last denomination focuses on success- and 

failure factors of multicultural teams. The first two categories show high areas of similarity. 

Year Category 1 
 

Category 2 
 

Category 3 
 

Category 4 
 

1991 McLeod/ Lobel/ 
Cox 

   

1992  Kirchmeyer/ 
Cohen 

  

1996 Thomas/ Ravlin/ 
Wallace 

  Hofner/Saphiere 

1997  Elron   
1998    Snell/ Snow/ 

Davison/ Hambrick 
2002 Watson/ Johnson/ 

Zgourides 
   

2003    Fisher/ Härtel 
2004   Weinkauf/ 

Woywode, Köppel 
 

2006   Staples/ Zhao  
2016  Sorooshian/ 

Tolgambayeva 
  

 
Table 3: Comparison of Cross-Cultural Studies (Own Depiction) 

 

The studies will be presented chronologically, following the order of the categories.  

 

3.4.1 Effectiveness of Culturally Homogenous and Heterogeneous Teams 

McLeod, Lobel and Cox (1991) tested their hypothesis on whether cultural heterogeneity (i.e. 

collectivistic vs. individualistic behaviour), would produce expected behavioural outcomes 

(i.e. high vs. low cooperation).  Subjects were 136 (under)graduate students divided in 17 

ethnically diverse groups and 16 all-one-culture groups. A two-party Prisoner’s Dilemma was 

employed and presented to the probands in a single session. The hypothesis in question was 

affirmed by the results (McLeod et al., 1991). 

Thomas, Ravlin and Wallace (1996) shed light on cultural differences and their impact on 

work group processes and outcomes by emphasising three intermediate mechanisms: 

sociocultural, group and individual influences. The research population consisted of 51 

international students enrolled in a Japanese university. Groups of three or four members 

were assigned by instructor wherefore five culturally homogeneous and eight culturally 

heterogeneous teams were formed. Before the simulation in which students performed on 
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five tasks, they were required to complete a pencil and paper survey, canvassing the 

psychological constructs that are closely related to the participants’ cultural backgrounds and 

beliefs about group processes. Observations made it possible to identify a positive 

correlation between the cultural heterogeneity and work group effectiveness. Deliverables 

were derived from the fact that culturally diverse teams performed superiorly to culturally 

homogeneous teams (Thomas et al., 1996).  

Watson, Johnson and Zgourides (2002) studied the effect that cultural diversity would have 

on learning team leadership, group process, and team performance. The sample (N = 828, 

156 five-or-six-person teams) produced 75 culturally diverse and 90 non-diverse learning 

teams, solely composed of international management students, that were observed during a 

period of 4-month period. Watson and colleagues showed that the leadership factor for 

culturally diverse teams was interpersonal leadership activities, while task leadership was 

important for one-culture teams. In the late stages of the study, culturally divergent teams 

performed better than their competitors (Watson et al., 2002). 

 

3.4.2 Impact of Cultural Diversity on Business Teams 

In a laboratory exercise, Kirchmeyer and Cohen (1992) analysed whether constructive 

conflict could enhance the quality of decision-making in cross-cultural groups. Besides, they 

observed the behaviour of ethnic minorities and non-minorities within multicultural teams. 

Using a mixed sample male and female undergraduate business students who formed 45 

four-person work groups, the researchers undertook their enquiry in experimental sessions 

where participants were presented with a business case inducing decision-making practices. 

After having dealt with the challenges, students were asked to fill a post exercise 

questionnaire, measuring the presence on constructive conflict. Findings confirmed the 

hypothesis of constructive conflict (Kirchmeyer and Cohen, 1992). Moreover, it was found 

that an ascending level of constructive conflict was positively correlated to the performance 

of minorities who performed “at rates either the same as or greater than those of non-

minorities” (Kirchmeyer and Cohen, 1992, p. 153). 

In the late 1990s, Elron (1997) examined how social and cognitive cultural heterogeneity 

would affect team and organisational performances. Top management teams (TMT) in 

subsidiaries of MNCs were the target population of the survey-grounded, cross-sectional 

research design. Elron gathered data by sending out surveys to the TMTs. The findings 

provided support for the importance of cultural diversity for the functioning of TMTs and their 

subsidiaries (Elron, 1997). 

In a more recent study by Sorooshian and Tolgambayeva (2016), interdependencies 

between cultural diversity and team performance were examined. A non-probability sampling 

technique was applied, and a set of 150 online questionnaires was distributed to university 
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students. The overall findings suggest that there is no direct impact of cultural heterogeneity 

on team performance. Thus, intermediate outcomes of the investigation were under scrutiny. 

The teams experienced high levels of creativity, but also of process loss and conflict, 

primarily caused by low social integration. Surprisingly, mixed national teams experienced 

higher satisfaction than searchers assumed (Sorooshian et al., 2016). 

 

3.4.3 Challenges of Globally Distributed Virtual Work Teams 

Weinkauf and Woywode (2004) surveyed the success factors of culturally heterogeneous 

virtual work teams. The sample included 47 virtual teams from 39 corporations, operating in 

different branches (e.g. automotive, management consultancy, software, consumer good 

industry, etc.). The investigators made use of quantitative research tools (standardised 

questionnaires) and qualitative instruments (interviews), providing valuable results. The 

competency to deal with technologies, language skills, intrinsic motivation and the support 

from the Top Management are considered as the most important parameters (Weinkauf and 

Woywode, 2004). 

Köppel (2004) drew on an extensive range of resources to examine cross-cultural teams and 

their potential for conflicts and synergies. The explorer scrutinised 34 work groups that can 

be broken down into 13 face-to-face (F2F), 13 virtual and 8 mixed teams. In total, she 

interviewed 31 subjects in a period of 4 months during 2004, grouping the results in three 

parts: intercultural conflicts (misunderstandings, stereotyping, ethnocentrism), intercultural 

synergies (motivation, creativity, better ability to solve problems) and virtual conflicts 

(communication difficulties, team development, formation of subgroups) (Köppel, 2007). 

.Comparably, Staples and Zhao (2006), measured whether there is a difference in 

effectiveness between culturally homogeneous and heterogeneous teams and whether this 

cultural effect has a stronger impact on F2F or virtual teams. An experimental methodology 

was employed using audioconference (telephone conferencing) and synchronous chat 

systems, to investigate this factor. Overall, 79 teams representing 380 participants were the 

basis for the research. The deliverables indicated that culturally heterogeneous teams were 

more likely to face conflicts than homogeneous ones. Surprisingly, virtual heterogeneous 

teams outperformed heterogeneous F2F teams. As a side-effect, it was ascertained that 

collaborative technologies were beneficial to culturally diverse team compositions (Staples 

and Zhao, 2006). 

 

3.4.4 Decisive Factors of Cross-Cultural Teams 

Hofner Saphiere (1996) performed an extensive research project, analysing the productivity 

of communication of multinational business teams within MNCs. A variety of methods were 

employed, including two written enquiries, the analysis of team meetings as well as of team 
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members’ communication tools (letters, reports, fax, electronic mail). 56 business managers, 

being represented in 12 global teams, have been selected, investigated and their behaviour 

observed, for the detection of key variables enhancing team productivity. Based on this, the 

researcher attempted to construct a profile of productive international business teams. 

Results revealed that teams were more productive when they communicated in informal, 

social ways (Hofner Saphiere, 1996). Hofner Saphiere explains that these communication 

forms increased the trust within the cross-cultural teams, enabling them to “disagree […] with 

one another, critically analysing issues in meetings and focusing on task in a positive manner 

in writing; act [...] as cultural interpreters and mediators; and unanimously desire […] to work 

together” (Hofner Saphiere, 1996, p. 227). 

Snell, Snow, Davison and Hambrick (1998) carried out a two-year study, sponsored by the 

International Consortium for Executive Development Research (ICEDR), using techniques 

such as in-depth interviews, a questionnaire survey and a demonstration project to analyse 

34 transnational teams from 23 multinational firms located across the United States, Europe 

and Asia. The focus of this worldwide three-phase research project was laid upon human 

resource practices (strategies policies and programs) as to enhance the development and 

effectiveness of mixed national teams. Results authenticated this assumption (Snell et al., 

1998). 

Fisher and Härtel (2003) utilised iterative research techniques such as in-depth interviews 

and focus groups to collect data over a period of six months to identify the determinants of 

effective expatriate performance and the cross-cultural competences of Western and Asian 

managers, academics and consultants working together in oversea projects. It turned out 

that managers’ linguistic abilities, intercultural experiences and attitudes towards task 

execution were the most decisive factors (Fisher and Härtel, 2003). 

 

3.5 Benefits and Drawbacks of Cross-Cultural Teams 

In the light of the of the extensive literature analysis, benefits and drawbacks of cross-cultural 

teams could be identified. All these aspects are strongly interlinked and connected and 

cannot be regarded as separate expressions (Boedeker, 2012, p. 42). Despite this, the 

author has attempted to pair team-based cross-cultural phenomena and illustrate them. Five 

headings were formulated and will be first listed and then presented hereafter: 

• Decreased Group Conformity vs. Decreased Group Cohesion 

• Enhanced Know-How vs. Hampered Decision-Making 

• Increased Team Effectiveness vs. Decreased Team Effectiveness  

• Improved Interaction vs. Impaired Interaction  

• Heterogeneous F2F Teams vs. Heterogeneous GDVWTs 
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3.5.1 Decreased Group Conformity vs. Decreased Group Cohesion 

In 1950s, social psychologist, Salomon Asch, conducted a series of psychological 

experiments examining group members’ willingness to go along with prevalent social 

standards or attitudes. In a manipulated experimental setting, probands were asked to 

answer to a line judgement task. Asch tested whether subjects were eager to conform to 

group responses, even when those answers were evidently false and thus ascertained two 

reasons for conformity: 1. human need to be accepted by one’s group (normative influence) 

and 2. human believe that accurate information can be obtained by group rather than 

individual thinking (informational influence) (Asch, 1951, pp. 177–190). Stanley Schachter, 

social psychologist, recognised in his experiment of conformity pressures that a non-

conformist, i.e. deviant that does not follow group norms, is portrayed as a threat to the 

group. Communication is utilised by the members to express their rejection towards the 

outlier (Schachter, 1951, pp. 190–207). These dynamics tie in to the notion of “group 

thinking” (Dauenheimer et al., 2015, p. 82; Janis, 1972, p. 9). In culturally divergent teams, 

these dynamics are believed to be decreasing due to the cultural heterogeneity (Adler, 1993, 

p. 133). On the downside, group cohesion within multinational teams turns out to be 

decreasing as well. This assumption is derived from several sources. Hofner Saphiere 

provide empirical evidence that informal ways of communicating cause an increase in the 

level of trust within transnational teams (Hofner Saphiere, 1996, p. 227). Given a situation of 

“prevailing heterogeneity” (Kühne, 2011, p. 45), “intracultural communication”, that is, the 

intensified communication of the prevailing cultural group, is more likely to take place and to 

build trust within that group. This induces the emergence of “subgroups” (Adler, 1993, p. 

130). An “us-versus-them mentality” and frequently occurring personnel changes also 

contribute essentially to the creation of subgroups. These effects foster negative 

stereotyping, polarisation, anxiety and strongly damage a group’s cohesiveness (Earley and 

Mosakowski, 2000, p. 35; Staples and Zhao, 2006, p. 402; Held, 2015, p. 189; Rohn, 2006, 

p. 98). Jackson and colleagues proved that cultural diversity influences social integration, 

and if not handled effectively, it will obstruct group cohesiveness (Jackson et al., 1991, p. 

677). 

 

3.5.2 Enhanced Know-How vs. Hampered Decision-Making 

Multicultural teams are a “pool of resources” (Köppel, 2007, p. 220; Ely and Thomas, 2001, 

p. 240)) and ergo a “competitive advantage” in the global arena of trade (McLeod et al., 

1996, p. 248). In fact, cultural heterogeneity gives rise to work experiences, knowledge, 

information and skills, which can inform alternative perspectives about critical work-related 

challenges and how best to overcome them (Milliken and Martins, 1996, pp. 402–403; 

Hambrick et al., 1996, p. 662; Podsiadlowski, 2002, p. 117; Cramer, 2007, p. 102). A solid 
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foundation of knowledge of one’s domestic background enlarges the team’s repertoire of 

expertise and improves their strategy when responding to local environments (Lagerström 

and Andersson, 2003, p. 84; Held, 2015, p. 186). Evidently, installing cross-cultural teams in 

the context of a broader strategic framework will help to realise “knowledge creation and 

sharing” (Lagerström and Andersson, 2003, p. 93). A great set of cultural proficiencies, being 

merged in transnational teams, will contribute to better understand global clients and build up 

professional relationships with them (Ely and Thomas, 2001, p. 257). Nevertheless, the 

exchange of ideas within teams is only possible if team members experience a trustful and 

open-minded atmosphere (Köppel, 2007, pp. 221–222). A conglomerate of notions and 

perspectives such as in ethnically diverse teams evokes multifaceted, high-quality solutions, 

which fuel creativity and innovation (Sorooshian et al., 2016, p. 304; Puck, 2009, p. 13; 

Podsiadlowski, 2002, p. 117; Hambrick et al., 1996, p. 662; Ancona and Caldwell, 1992, p. 

321). On these logical grounds, it is safe to say that cross-national studies offer an empirical 

demonstration of increased know-how.  

But too many cooks can spoil the broth. Although the multicultural cooking pot contains a 

great variety of aptitudes, capabilities and knowledge, it can, based on the culturally 

divergent team composition, hamper decision-making (Brett et al., 2006, p. 88; Oetzel, 1998, 

p. 152; Adler, 1993, p. 130). A possible explanation could be an individual’s introspection: 

Humans either perceive themselves as individuals or as an integral part of a social group (cf. 

Hofstede’s and GLOBE’s cultural dimensions in 2.3.1 and 2.3.2). Empirical works of Mcleod 

et al. suggest that cultures sharing collectivistic behavioural roots are more likely to 

cooperate than countries shaped by individualistic traditions (McLeod et al., 1991, pp. 839–

843). In a reality of conflicting behaviours, consensus is then hardly reached. Besides, it is 

ethnic minorities that “contribute considerably less to decisions than non-minorities” based on 

the level of social integration (Kirchmeyer and Cohen, 1992, p. 153).  

 

3.5.3 Increased Team Effectiveness vs. Decreased Team Effectiveness 

The controversy about empirical evidence for cultural diversity on team effectiveness has 

raged unabated for over two decades and continues to be a much-disputed subject within the 

scientific community. It further leaves a research vacuum that strives to be closed. On the 

one hand, there exists support for the positive effect of cultural heterogeneity on team 

effectiveness, resulting from the enhanced know-how (Watson et al., 2002, p. 14; Adler, 

1993, p. 133; McLeod et al., 1996, pp. 257–261; Thomas et al., 1996, p. 24). On the other 

hand, it is argued that cultural diversity constrains team processes, performance and 

effectiveness, creating conflictual work dynamics and emotionally charged disputes (Staples 

and Zhao, 2006, p. 389; Watson et al., 1993, pp. 598–599; van der Zee et al., 2004, p. 298). 

This is consistent with previous findings. Surprisingly, a considerable number of scholars 

found out that mixed national teams were able to overcome severe process losses in the 
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long run (Thomas, 1999, pp. 252–254; Sorooshian et al., 2016, pp. 305–306), to make more 

rapid improvements and to outperform their all-one-culture competition by drawing possible 

problematic output and producing solution alternatives to accomplish the maximum of their 

performance potential (Watson et al., 1993, pp. 598–599; Podsiadlowski, 2002, p. 259; 

Earley and Mosakowski, 2000, p. 36). 

 

3.5.4 Improved Interaction vs. Impaired Interaction 

Social interaction involves the subfield of intergroup communication and relation orientations. 

This realm “attempts to disentangle the ways in which human message exchange is 

influenced by, and itself affects, relations between social groups […], considers how social 

interaction is changed when the interlocutors belong to (or perceive themselves as belonging 

to) specific social groups [and particularly explains how] intergroup relations are forged, 

perpetuated, and modified in real-life everyday social communication” (Harwood, 2018, p. 1). 

Teamwork success is thus strongly determined by communication and the conveyance of 

information (Jäkel, 2008, p. 102; Henderson, 2005, p. 66). In multilingual teams, the 

likelihood for communication errors, harming relationships, reducing trust and negatively 

impacting the working atmosphere, is higher than in groups where all the team members 

stem from the same linguistic area (Iles and Hayers, 1997; DiStefano and Maznevski, 2000; 

Chevrier, 2000; Lagerström and Andersson, 2003; Schweiger et al., 2003; van der Zee et al., 

2004; Held and Schreiter, 2015). Language deficits, alien patterns of speaking and unfamiliar 

metacommunicative routines set communication barriers, disrupt discourse, create irritation, 

elicit embarrassment, induce deep frustration and unleash anxiety. This also applies when 

the lingua franca used to do business is English. Translation difficulties, accents, a lack of 

fluency and the unusual use of language make the status and competencies of non-English 

speakers question by mother-tongue speakers who, on the contrary, utilise colloquial 

language and local idioms (Boedeker, 2012, p. 298; Brett et al., 2006, pp. 86–87; Ettorre, 

2000, pp. 398–399; Adler, 1993, p. 130; Henderson, 2005, pp. 75–77). Otherness and 

dissimilarities generate subgroups (Earley and Mosakowski, 2000, p. 35), and “team 

members […] discourage the dissimilar team member[s’] contributions through their verbal 

and nonverbal behaviors” withdrawing them from discussion and putting them in a position of 

passivity and introversion, making interpersonal as well as intercultural conflicts arise 

(Panipucci, 2003, 1-2; Schachter, 1951, pp. 190–207).  

But conflicts are not necessarily dark clouds. They can be the fertile soil of innovation, 

creativity and therefore of better decision-making (McLeod et al., 1991, pp. 827–829; Watson 

et al., 1993, 599-560; Podsiadlowski, 2004, p. 93)). An open culture of conflict and criticism 

within mixed national teams will also help to establish an ongoing process of corrective 

feedback structures, that, when they wove into the fabric of quotidian work, will lead to team 
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success (Otten, 2005, p. 96; Deschamps and Devos, 1993, p. 27; Smith and Berg, 1997, p. 

9; Cramer, 2007, p. 228). Negative emotions, as described above, do not have a detrimental 

effect on cross-cultural interaction per se, since they can expedite intercultural learning 

(Bartel-Radic, 2006, p. 668). Collectivistic-driven cultures strongly encourage cooperation 

influencing interaction positively (McLeod et al., 1991, pp. 827–839). Building long-term 

relations in the early stages of team building will contribute additionally to effectiveness of 

team interactions (Otten, 2005, p. 92; Cramer, 2007, pp. 227–228; Zeutschel, 1999, p. 469). 

 

3.5.5 Heterogeneous F2F Teams vs. Heterogeneous GDVWTs 

Culturally diverse F2F teams have been the centre of discussion in the last four subsections. 

Their advantages and disadvantages have been discussed precisely and are now used to 

draw comparisons to heterogeneous virtual work teams. GDVWTs differ from traditional 

cross-cultural teams in the sense that they need to face geographic dispersion and technical 

instrumentalism as explained in 3.3. In this connection, digital communication is argued to be 

the key challenge of GDVWTs (DeSanctis and Monge, 1998; Hightower and Sayeed, 1996). 

Since they almost exclusively rely on CMCS, being primarily “lean, low in social presence, 

and low in interactivity” (Hightower and Sayeed, 1996, p. 451; Montoya-Weiss et al., 2001, p. 

1251), verbal and non-verbal cues, including the conveyance of context information (cf. 2.3.4 

Hall’s dimension of high and low context), are left out and cultural misconceptions are more 

likely to occur (Köppel, 2007, pp. 135–136; Weinkauf and Woywode, 2004, pp. 405–406). 

Virtual teams struggle to find common ground and more importantly to communicate 

effectively due to the scarcity in high-quality media equipment, the high susceptibility to error 

of telecommunications, the managers’ incompetency to properly work with technical devices, 

the selection of technologies and their cultural attachment, as well as differing times zones 

(Köppel, 2007, p. 244; Weinkauf and Woywode, 2004, p. 406). Apart from that, virtual work 

teams are challenged by difficulties in coordination, trust, and team cohesion, demanding 

them to temporally ameliorate cooperation to guarantee interaction, flow of information and 

synchronisation of activities (Paul et al., 2016; Köppel, 2007, pp. 132–135). Opposing views 

are held by Staples and colleagues who claim that heterogeneous GDVWTs perform better 

and cope less conflict than F2F teams. This notion is supported by the fact that reductive 

capabilities in collaborative technologies diminish conflict (Staples and Zhao, 2006, 439-402). 
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3.6 Success and Failure Factors of Cross-Cultural Teams 

The detection of success and failure factors of cross-cultural teamwork requires a 

presentation of theoretical initiatives offering explanations that will contribute to accruement 

of team benefits and drawbacks. Theoretical principles, subsumed under general terms and 

enumerated below, will be further discussed and outlined in the following:  

• Ethnorelativism vs. Ethnocentrism 

• Team Identity vs. Team Development 

• Harmonious Interaction vs. Conflictual Interaction 

 

3.6.1 Ethnorelativism vs. Ethnocentrism 

In social sciences, the term “ethnocentrism” describes an individual’s biased cognition, 

moving one’s own cultural values, norms, standards and worldviews from the periphery to 

centre of all reality and imposing them on “others [who] are scaled and rated with reference 

to it" (Sumner, 1906, p. 13). Based on a deviated judgmental irrationality and social stimuli, 

individuals construe their social reality, that is highly subjective. This wrongly interpreted 

reality shapes a person’s behaviour in the social world. Ethnocentric behaviours ground upon 

group boundaries that are constructed by various characteristics such as linguistic, physical 

or religious idiosyncrasies. Accordingly, people are distinguished between in-groups and out-

groups. In this context, the in-group is viewed as virtuous and superior whereas the out-

group is contemptible and inferior. Simply, ethnocentrism is in-group favouritism, based on 

out-group hostility (i.e. xenophobia). Therefore, cultural differentiation helps to define an 

ethnicity’s identity, but it carries a false narrative and puts forward discriminatory and racist 

attitudes (Svejda-Hirsch, 2006, p. 18; Hammond and Axelrod, 2006, pp. 926–927). Thus, it is 

of heightened concern and of utmost priority to overcome ethnocentrism by adopting a more 

ethnorelative mindset. Ethnorelativism, or alternatively termed cultural relativism, “challenges 

[people’s] belief in the objectivity and universality of moral truth” (Rachels, 2012, p. 371) and 

assumes that moral judgements are culture-bound (Tilley, 2001, 5). The imputed logic is that 

an ethnorelative attitude will foster cross-cultural collaboration (Stiller, 2017). Scholars 

devoted their works to the subject of cultural relativism, reflected in the concepts of the 

“multicultural man” (Adler, 1977), “maturity” (Heath, 1977), “mediating person” (Bochner, 

1977), “intercultural competence” (Fisher and Härtel, 2003; Meyer, 2004), “intercultural 

chameleon” (Earley and Peterson, 2004) or “cultural sensitivity” (Bennett, 1986). Bennett and 

his Developmental Model of Intercultural Sensitivity (DMIS) is exemplary in the sense that it 

captures an individual’s transitioning process from ethnocentric to an ethnorelative 

disposition. This is the reason for briefly introducing the model within this thesis. Bennett’s 

scale also internalises the explicative character (concepta) that was said to be the focal point 

of this paper when identifying the underlying cognitive orientations that drive people to action 
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Denial Defense Minimisation Acceptance Adaption Integration

Development of Cultural Sensitivity by     Intercultural Experiences 

in the face of cultural differences (cf. 2.1 Kluckhohn/ Kelly, Osgood, Hall, Schein and 

Hofstede). DMIS is a six-stage continuum consisting of ethnocentric parts (the first three 

ones) and ethnorelative components (the last three ones), pictured in the figure below:  

 

 

 

 

Figure 5: Bennett’s DMIS (Own Depiction, Source: Bennett, 2003, p. 158) 

 

Each step reflects increasingly complex cognitive structures of cultural differences, 

expressed in terms of attitudes and behaviour, that enable the sophisticated experience of 

other cultures.  

The first three steps include the worldviews of so-called “difference-avoiders.” 

Denial: In the first stage of DMIS, an individual denies cultural difference by proclaiming 

one’s own culture as the only true source of moral reference, by intentionally maintaining 

physical circumstances (isolation) and by creating social barriers (separation). 

Defense: Here the cultural difference is experienced as a threat and one’s own cultural 

morals are considered as good ones. The interplay of negative stereotyping (denigration) 

and positive self-evaluation (superiority) are a part of the self-defence mechanism (reversal). 

Minimisation: People at minimisation will acknowledge cultural differences under the guise 

of cultural similarities, trivializing or romanticizing them and perceiving one’s culture as 

universal. 

The last three stages represent worldviews of “difference-seekers.” 

Acceptance: This is the turning point within the DMIS. People at this stage perceive cultures 

as co-existing, accept and more importantly respect cultural difference in behaviour and 

value.  

Adaption: The acceptance of cultural differences in behaviour and thought patterns 

simplifies the process of adapting them to one’s own cultural repertoire for intercultural 

communication. 

Integration: In the final stage of the DMIS, a person has integrated the experiences of 

cultural differences within one’s own identity. This person now carries a “marginal” rather 

than a central self-perception and is able to make shifts in culture and apply ethnorelative 

behaviour.  

Ethnorelative Stages Ethnocentric Stages 
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By climbing up the six-stage scale, a person becomes rich in experiences of the underlying 

cognitive orientations related to cultural differences and develops a sense of cultural 

sensitivity (Bennett, 1986, pp. 179–196, 1993, pp. 21–66; Bennett, 2003, pp. 157–167). 

 

3.6.2 Team Identity vs. Team Development 

The Team identity or similar constructs (we-identity, team culture, team cohesion, team spirit, 

team trust and various others) (Cramer, 2007, p. 86; Puck, Jonas F., Cerhak, Michael P., 

2005, p. 35; Otten, 2005, p. 93; Jäkel, 2008, pp. 68–78) are “unconscious forces inherent in 

team structure[s] and process[es]” (Shambaugh and Kanter, 1969, p. 936). Team structures 

and processes on the other hand, are mechanisms that evolve in team development 

phenomena (Rosenstiel and Nerdinger, 2011, pp. 283–284). Psychology professor, Bruce 

Tuckman carried out a study into the field of group dynamics resulting in a four-stage theory, 

portrayed below and stating that every team must undergo four stages of development 

(forming, storming, norming, performing) before resolving itself (adjourning). In 1977, the fifth 

phase was subjoined (Tuckman and Jensen, 1977, p. 419).  

 

 

 

Figure 6: Tuckman’s Stages of Group Development (Own Depiction) 

 

Tuckman’s deliverables further suggest that dependence structures, intra-group conflict, 

group cohesiveness and functional role relatedness are indispensable when building a team 

identity (Tuckman and Jensen, 1977, pp. 419–420). A trial by van der Zee et al. argues that a 

high level of team identification positively affects the well-being and commitment of team 

members. The effect increases, especially on well-being, when the dynamic of cultural 

heterogeneity is added (van der Zee et al., 2004, p. 293). Hence, well-functioning intra-group 

structures and processes determine the success of cross-cultural teams (Podsiadlowski, 

1998, p. 204). Integrating the aspect of cultural diversity and grounding on Tuckman’s 

formulation, Smith and Noakes designed a multi-layered model in 1996, the “Multinational 

Team Development Model” (Smith and Noakes, 1996). The researchers noted that the 

cultural component strongly influences the way in which teams solve problems. It is 

composed of four quadrants. The upper right one incorporates Tuckman’s four formation 

levels; however, they are named differently as to mirror themes and integrate the aspects of 

cross-national collaboration. The upper left section provides information about the integration 

level of the team members. The team outcomes are in the bottom left while key processes 

Forming
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are in the bottom right quadrant. An adequate illustration is given below as well as short 

descriptions of the different formation stages (Smith and Noakes, 1996, p. 488; Cramer, 

2007, pp. 87–88; Kühne, 2011, pp. 49–52). 

 

Figure 7: Multinational Team Development Model (Smith and Noakes, 1996, p. 488) 

 

Phase 1 - Establishing Fit: In the first phase, teams have little information about their team 

members and are thus concerned with language-related issues, stereotyped expectation and 

culture shock. Besides, teams deal with the dilemma of focusing on tasks or relationships.  

Phase 2 -Tasks and Procedures: After having established themselves, teams experience 

the necessity for clarity and structures. Systems that guide them toward accomplishment 

such as meetings, the conduct of meetings and differing time orientations are the subject of 

this phase. 

Phase 3 - Associations between Individuals: In stage three, the establishment of trust 

leads to the formation sub-groups based on national similarities. Ethnocentric (cf. subsection 

before) behaviour appears on the surface and facilitates the occurrence of cross-cultural 

conflicts.  

Phase 4 - Participative Safety: In the ultimate phase of the Team Development Model, 

mixed national teams are considered as a strength rather than a weakness since they have 
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overcome problems in the recent phases. Reduced groupthink (cf. Janis in 3.5.1) is one of 

the major benefits (Smith and Noakes, 1996, pp. 488–497).  

The theories of groupthink and group conformity by Janis, Asch and Schachter work well with 

the model of Smith and Noakes in the way that they identify key determinants and 

requirements for intra-group functioning. When the component of cultural heterogeneity 

comes into play, the complexity of the processes and the likelihood for errors rises. In other 

words, managers from different cultural areas come together and attempt to form a team. 

Here, the dynamics of teams and inner group functioning collide with aspects of cultural 

heterogeneity. Empirical evidence for the negative effects of cultural diversity on team 

development processes as well as team identity have been outlined in the previous chapter 

3.5 (Earley and Mosakowski, 2000, p. 30; Jäkel, 2008, p. 75; van der Zee et al., 2004, p. 

293; Folter, 2014, p. 120). 

 

3.6.3 Harmonious Interaction vs. Conflictual Interaction 

Aspects of intercultural interaction such as communication, conflict, emotion, cooperation 

and relationship building, have been extensively covered in chapter 3.5. Consequently, the 

author has decided to forgo the juxtaposition of further factors that are positive or negative. 

However, it is important to point out that harmonious interaction is considerably 

overweighting the effects of conflictual interaction (Podsiadlowski, 2004, p. 95; Held, 2015, p. 

191). 

 

3.7 Summary of Decisive Factors of Cross-Cultural Teams 

Overall, the studies on multinational teams provide evidence of the general hypothesis: 

Cross-cultural teams are a “double-edged sword” (Hambrick et al., 1996, p. 662). 

Multicultural teams are thus rather effective or ineffective when compared to monocultural 

teams. Effectiveness is reached when these teams make full use of their strengths and move 

them towards synergy effects, but when they are unable to overcome difficulties of 

integration and coordination or suffer from team conflicts, cultural hybrid teams turn out to be 

ineffective. Hence, cultural heterogeneity can bear positive or negative potential (Adler, 1993, 

pp. 134–135). Positive potential is achieved when transnational teams acknowledge, accept 

and learn how to productively use their cultural differences to their advantage. It turns into its 

opposite when team members are not consciously aware of the underlying forces that drive 

their action and perception and start to assess their colleagues from an ethnocentric 

perspective (Moosmüller, 1997, p. 284; Bennett, 2003, p. 159). Following this logic, it 

reasonable to state that benefits and drawbacks are potential effects of the success and 

failure factors of culturally mixed teams. Nevertheless, both word pairings cannot be 

portrayed separately, but rather as interconnected. The same applies to the failure factors of 
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culturally heterogeneous teams. Comparably, success factors are the subject of more recent 

studies (Boedeker, 2012, 42,47,77). 

The following figure summarises all decisive factors of culturally mixed teams. 

 

 
 

Figure 8: Overview of Decisive Factors of Cross-Cultural Teams (Own Depiction) 

 

These results will be used to identify the corresponding factors of GCJBTs since there exist 

no enquiries fusing all three mentioned ethnicities. An in-depth debate follows in the 

subsequent chapter. 
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4. Decisive Factors of German-Chinese-Japanese Business Teams 

Chapter four synthesises the preceding two chapters by first integrating German, Chinese 

and Japanese cultures into cultural dimensions, and secondly, by depicting cultural concepts, 

directing behaviour in everyday interactions within business teams. In conclusion, the author 

will elaborate benefits and drawbacks as well as success and failure factors of GCJBTs.  

 

4.1 German Business Behaviour within Cross-Cultural-Teams 

”Fünf Minuten vor der Zeit, ist des Deutschen Pünktlichkeit.” 
“Five minutes ahead of time, is the German punctuality.” 

- German Saying (Nachweise International, 2018). 

 

4.1.1 Integration into Cultural Dimensions  

Before the socio-cultural background of Germans will be discussed in-depth, a categorisation 

into cultural dimensions (as presented in 2.3) will be conducted. 

 

Hofstede’s Dimensions of Culture 

Cultural Dimension Score of Germany (from 0 to 120) 

High/ Low Power Distance (PDI) 35 

Individualism/ Collectivism (IDV) 67 

Masculinity/ Femininity (MAS) 66 

High/ Low Uncertainty Avoidance (UAI) 65 

Long-/ Short-Term Orientation (LTO) 83 

Indulgence/ Restraint (IVR) 40 

 

Table 4: German Results 1 (Own Depiction, Source: (Hofstede Insights), 2018) 

Project GLOBE’s Validated Cultural Dimensions 

Cultural Dimensions Score of Germany (from 0 to 7) 

 Cultural Practices Cultural Values 

 West East West East 

Power Distance 5,25 5,54 2,54 2,69 

Uncertainty Avoidance 3,32 3,94 5,22 5,16 

Future Orientation 4,85 5,23 4,27 3,52 

Gender Egalitarianism 4,89 4,90 3,10 3,06 

Assertiveness 3,09 3,23 4,55 4,73 

Institutional Collectivism 4,82 4,68 3,79 3,56 

In-group Collectivism 5,18 5,22 4,02 4,52 

Performance Orientation 6,01 6,09 4,25 4,09 

Humane Orientation 5,46 5,44 3,18 3,40 

Geographic Cluster Germanic Europe 

 

Table 5: German Results 2 (Own Depiction, Source: Brodbeck, 2016) 
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Trompenaars and Hampden-Turner’s Dimensions of Culture 

Cultural Dimension Score of Germany (from low to high) 

 Low Middle High 

Universalism/ Particularism   x 

Individualism/ Communitarianism  x  

Neutral/ Emotional  x  

Specific/ Diffuse   x 

Achievement/ Ascription   x 

Sequential/ Synchronic   x 

Internal/ External Control  x  

 

Table 6: German Results 3 (Own Depiction, Source: Trompenaars and Hampden-Turner, 2012) 

 

Hall’s Dimensions of Culture 

Cultural Dimension Categorisation of Germany 

Context Orientation Low Context 

Proxemics Large Private Space 

Chronemics Monochronic 

Information Circulation Fast Information Circulation 

 

Table 7: German Results 4 (Own Depiction, Source: Hall and Hall, 1990) 

4.1.2 Behavioural Team Characteristics  

The German identity evolved mainly through historical and political dilemmas and conquests 

(e.g. Charlemagne’s Empire, Luther’s Reformation, World War I and II, etc.), comprising the 

development of religious orientations (Protestantism as a form of Christianity), philosophical 

enlightenments (e.g. Kant, Nietzsche, etc.) as well as societal ideologies (e.g. Communism, 

Antisemitism, etc.). German features, arisen from a rich history and subsumed under cultural 

standards, tie into team dynamics such as interaction, project handling and identity matters 

(Hall and Hall, 1990; Schroll-Machl, 2016, pp. 37–42). The most salient ideas will be covered 

hereafter. 

 

Traditional Individualism: Germans portray themselves as individualists and therefore keep 

an “emotional distance” from others. This emotional independence starts to be developed in 

infancy. Early on, Germans learn to pursue their personal interests and desires, to make 

individual decisions, to voice their opinions, to become critical thinkers, to take care of their 

affairs and themselves, and by implication, to take responsibility for their life and create “a 

minimum of autonomy.” Coherently, Germans need to become self-sufficient, self-disciplined 
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and very strong willed individuals. The inability, however, to become a self-contained person 

is interpreted as weakness in German society (Schroll-Machl, 2016, pp. 198–208). 

 

Rationalism and Objectivism: German thought patterns are primarily based on rationalism 

and logic, both originated from “Kant’s principle reasoning and Weber’s theory on superiority” 

(Lang, 1998, p. 46). In relation to objectivism, that is, a viewpoint of absolute truth, remaining 

unaffected of feelings, interpretations, notions, opinions or biases, Germans normally appear 

to be reasonable, analytic, impartial, sober, unemotional, discreet and straightforward and to 

a certain degree also boring and dull, at least to foreigners. Their logic nature navigates their 

entire life: When they do business they are professional, fact-based, goal- and detail-oriented 

which is also reflected in their communication (Schroll-Machl, 2016, pp. 45–61; Hall and Hall, 

1990). German tongue is perceived as clear, explicit, frank and honest and although, 

Germans do not aim at hurting people around them by simply being objective or rational, 

they occasionally do since their verbal expression is interpreted as harsh, insensitive, critical, 

confrontational and humourless, especially in conflict situations, discussions, negotiations 

and conversations about performance appraisal (Schroll-Machl, 2016, pp. 170–185). 

 

Obsession with Rules and Love for Order: Germans detest problems, mistakes and risks, 

or anything unpredictable, which might obstruct them from having clear vision of the future or 

gives them the feeling of uncontrollability. As to prophylactically minimise potential harm or 

damage, they implement a bunch of rules, laws, regulations, bureaucratic procedures and 

decrees, and unquestionably rely on formalities, ordinances, norms and pre-tested systems. 

Despite other cultures, Germans have a “strict adherence” to pre- and proscriptions. Due to 

their obsessive need for clarity and control, they repeatedly and firmly remember co-workers, 

neighbours, friends and even family members of the applicable laws, implied rules and social 

duties and obligations. Conformity pressures are regulating such behavioural characteristics. 

This also goes hand in hand with Germans’ orderliness and planning. Since Germans feel a 

desire to eliminate any form of deflexion, disruption or ambiguity, they prepare, pre-plan and 

pre-organise activities, not only in advance, but also in detail. Once a plan is set, they obey it 

step by step (Schroll-Machl, 2016, pp. 71–76; Hall and Hall, 1990, pp. 43–44). “Improvisation 

is [only] used as an emergency measure to compensate for poor planning or unseen 

difficulties” (Schroll-Machl, 2016, p. 75). 

 

Time Planning and Precise Scheduling: German’s inner drive for orderliness and structure, 

coupled with German rationality and goal-orientation, forces them to plan. Planning, though, 

requires timing. In point of fact, time is the linchpin of German culture or more properly “one 

of the principle ways of organizing life” (Hall and Hall, 1990, p. 35). On these grounds, 
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Germans view time, particularly in reference to target attainment, as a resource that can be 

used or wasted. Thus, time management is of vital importance for Germans. Germans plan 

far ahead and, as consequence of a high uncertainty avoidance inclination, for the long-term, 

by pedantically and precisely drawing up diaries and schedules, setting up appointments, 

and meetings, assigning tasks and activities to certain time units and periods, where they 

concentrate on completing them successively and punctually, by taking “time buffers” into 

account as to prevent possible unplanned incidents, and by all means strictly adhering to 

their pre-set, structured action-chains. With this in mind, it becomes obvious that promptness 

and punctuality are of absolute significance to Germans while disturbances, interruptions and 

delays form a violation of their precise scheduling. Although everything is perfectly planned, 

Germans always adjust their plans in the chase of the optimum and hence “are permanently 

in crisis management and repair mode” (Schroll-Machl, 2016, pp. 121–137).    

 

Separation of Private and Professional Spheres: Making distinct divisions between one’s 

private and public life is typical for the German culture. Within this scale, a rigid line between 

other spheres is drawn: rational/ emotional, role/ and person, formal/ informal. At a German’s 

workplace, work is of absolute priority, everything else is left behind. This implies colleagues, 

emotions or anything that distracts them from working. Germans are thus task-focused, goal-

oriented, objective, formal as well as highly competitive. Their role at work requires them to 

be professional, to have a detailed knowledge about both, their area of responsibility, giving 

them authority, and their profession. Emotions are hardly ever displayed at the workplace, 

unless, circumstances drive them to do so and in such cases, exclusively negative feelings 

such as annoyance, disappointment, dissatisfaction, anger or impatience are expressed. In 

situations where Germans fail to prove their competency, qualification and mastery of work-

related issues, melancholic feelings are not shared openly with work fellows, but are rather 

discussed with those at home. Their private life, indeed, is devoted to their relationships, e.g. 

family and friends. Relaxation and indulgence also play an important role in a German’s free 

time, since they try to maintain a balanced lifestyle and then go back to work to perform 

efficiently (Schroll-Machl, 2016, pp. 140–150; Hall and Hall, 1990, pp. 52–54). 

 

Negotiation and Decisions-making: Negotiation, which often takes place within teams, is a 

nerve-wracking process when Germans are involved who are strongly “determined to get the 

best possible deal” (Hall and Hall, 1990, p. 69). Owing to their rationality, they are logical, 

analytical and slow-paced, particularly when consensus needs to be reached. During their 

discussions Germans are formal, earnest, stubborn, reserved, persistent and ready to take 

advantage of their opponents when they show hesitancy, impatience or uncontrollability. A 

written approval and acceptance of the final decision may take some time (Hall and Hall, 
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1990, pp. 68–69). Decision-making is likewise negotiation an elongated process, marked by 

compartmentalisation and information flow blockade. Agreement will be reached within 

departments and is costly in terms of time (Hall and Hall, 1990, pp. 57–60). 

 

4.2 Chinese Business Behaviour within Cross-Cultural-Teams 

“众人拾柴火焰高” 
“Many hands make light work.” 

- Chinese saying (Chinasage, 2018). 

 

4.2.1 Integration into Cultural Dimensions  

In order to derive Chinese socio-cultural conceptions, allowing a systematic comparison of 

cultures, China will be grouped into cultural dimensions, which were discussed 2.3. 

 

Hofstede’s Dimensions of Culture 

Cultural Dimension Score of China (from 0 to 120) 

High/ Low Power Distance (PDI) 80 

Individualism/ Collectivism (IDV) 20 

Masculinity/ Femininity (MAS) 66 

High/ Low Uncertainty Avoidance (UAI) 30 

Long-/ Short-Term Orientation (LTO) 87 

Indulgence/ Restraint (IVR) 24 

 

Table 8: Chinese Results 1 (Own Depiction, Source: Hofstede Insights, 2018) 

 

Project GLOBE’s Validated Cultural Dimensions 

Cultural Dimensions Score of China (from 0 to 7) 

 Cultural Practices Cultural Values 

Power Distance 3,10 5,04 

Uncertainty Avoidance 5,28 4,94 

Future Orientation 4,73 3,75 

Gender Egalitarianism 4,68 3,05 

Assertiveness 5,44 3,76 

Institutional Collectivism 4,56 4,77 

In-group Collectivism 5,09 5,80 

Performance Orientation 5,57 4,45 

Humane Orientation 5,32 3,36 

Geographic Cluster Confucian Asia 

 

Table 9: Chinese Results 2 (Own Depiction, Source: Brodbeck, 2016) 
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Trompenaars and Hampden-Turner’s Dimensions of Culture 

Cultural Dimension Score of China (from low to high) 

 Low Middle High 

Universalism/ Particularism x   

Individualism/ Communitarianism x   

Neutral/ Emotional x   

Specific/ Diffuse x   

Achievement/ Ascription x   

Sequential/ Synchronic x   

Internal/ External Control x   

 

Table 10: Chinese Results 3 (Own Depiction, Source: Trompenaars and Hampden-Turner, 2012) 

Hall’s Dimensions of Culture 

Cultural Dimension Categorisation of China 

Context Orientation High Context 

Proxemics Small Private Space 

Chronemics Polychromic 

Information Circulation Slow Information Circulation 

 

Table 11: Chinese Results 4 (Own Depiction, Source: Hall, 1990) 

 

4.2.2 Behavioural Team Characteristics 

Doing business in China is strongly influenced by religious beliefs (Confucianism, Taoism 

and Buddhism), affected by historical and political events (tenure of Mao, accession to the 

WTO, etc.) and reinforced by culture-driven factors (cf. precedent chapter). More practically, 

they are all present in daily work and form behavioural pattern that emerge in team activities. 

These patterns are translated into concepts that all refer to team-related features such as 

cohesion, interaction and decision-making (cf. chapter 3.5). They will be presented hereafter. 

 

Working Unit (Danwei): “Chinese work units (danwei) resemble the large-scale bureaucratic 

organizations that employ most people in economically developed societies. […] People are 

either born into their units […] or are assigned to them” (DeGlopper, 1998, p. 120). Danwei, 

in a more concrete form, is thus an enclosed, corporate, collective, enduring, multifunctional 

and autarkic entity exercising power over a person’s private and professional life (Dittmer 

and Xiaobo, 1996; Seligman, 1999, p. 49). Positively, the danwei is viewed as a form of 

social protection for employees. Negative side-effects of the danwei incorporate a lowered 

public spirit for danwei-outsiders, uncooperative behaviour, thoughtlessness, conformity 

pressures, denunciation, supressed individuality, nepotism and corruption (Albrecht, 1997, 

pp. 41–50). 
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Harmonious Interaction or Conflict Avoidance (He): “He” is Chinese for “harmony, peace, 

benevolence, unity or courtesy” (Gülow, 2014, p. 152). “Chinese people hold a deep-rooted 

desire to pursue ‘harmony’ when cultivating one’s self, handling interpersonal matters, and 

confronting the universe and nature” (Huang, 2016, p. 3). The pursuit of harmony, or conflict 

avoidance, is one of the core values of Chinese culture, resulting from Ying-Yang principles 

and bubbling up in interactions (Huang and Chu, 2013; Cheng, 1977). Since interaction is 

mainly based on communication (cf. subchapter 3.5.4), it is of special interest to review to 

notion of “keqi hua” (Micholka-Metsch and Metsch, 2015, pp. 69–70). “Keqi” is a polysemous 

word, which consists of two characters with “ke” meaning “guest” and “qi” describing “the way 

of doing something“, ergo “the behaviour of a guest” or, as a result of the Chinese notation 

system, “polite, courteous, tactful, humble.“ In contrast, “hua” simply translates as 

“language.” Coupling the characters, “keqi hua” means “polite language”, highlighting the 

importance of verbal expression, use of vocabulary and the aptitude to diplomatically 

communicate touchy topics in daily encounters (Lin-Huber, 2006, p. 82). Harmony orientation 

also comprises the ideas of “guanxi, mianzi and lian” (Chen, 2002). 

 

Social Networking (Guanxi): In the rise of China’s economic importance and societal 

change, the indigenous concept of “guanxi” has made its way into scientific discourse. It is 

further regarded as an indispensable tool as to survive in the Chinese world of work and to 

successfully collaborate in the long-term (Fan, 2002, p. 544; Huang et al., 2012, p. 63; Gu et 

al., 2008, p. 12; Luo, 2008, p. 189; Jing, 2006, p. 55). It literally means “connections” (Chang, 

2011, p. 315) or “relations” (Weiß, 2018, p. 105), however, either of the translations 

sufficiently mirror the wide cultural implication that goes with it. In its broadest sense, guanxi 

delineates the rudimental dynamics of establishing personal relationships and cultivating 

influential social networks across the board, e.g. in the family, at school or at work, etc. 

(Plafker, 2008, p. 97; Chung, 2000, pp. 104–107). This implies the amalgamation of private 

and professional lives and the “social obligation and the solicitation of special favours” 

(Chang, 2011, p. 315). Mutual enrichment, reciprocal trust, syndetic loyalty and a strong 

sense of empathy as well as group affiliation construct the basis of particularistic ties that are 

developed within purposive guanxi networks (Fargel, 2011, pp. 125–129). The exchange of 

favours can provide a great set of capital tools to access (in)tangible resources, but not 

necessarily “commercial” ones (Micholka-Metsch and Metsch, 2015, p. 63). Since all aspects 

mentioned are at stake, much more time and patience are needed to establish guanxi than 

general social networks (Fu and Kamenou, 2011, p. 3279). Guanxi is also understood as an 

informal norm of the Danwei (Rothlauf, 2012, p. 471). 
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Losing, Giving and Saving Face (Mainzi and Lian): Various conceptions of “face” have 

been introduced by academics into the field of social science, especially in management 

practice and organisational behaviour (Goffman, 1955; Haugh and Hinze, 2003). The 

indigenous Chinese figurative terminologies “mainzi” and “lian”, however, are the most 

common ones, and although they both mean face, they do not hold similar connotations 

(Weidemann, 2001). Idiomatically, mianzi stands for “prestige, dignity, status” and refers to a 

person’s “reputation” that is achieved through “personal effort or clever maneuvering” (Hu, 

1944, p. 45). Lian, on the other hand, is a “gradation” of mianzi (Plafker, 2008, p. 95). In 

social contexts, it is the “respect” of the collective, which is given to an individual, showing 

moral integrity and fulfilling social obligations in the community in spite of any hardships that 

this person is obliged to confront throughout his or her life. Nevertheless, it is the loss of face 

that carries potential for conflict and severe outcomes in close collaboration (Merkin, 2018, 

pp. 21–24). Losing mianzi, however, is not as disastrous as losing lian. Once lian is lost, it 

cannot be restored again (Cheng, 1986, p. 335). For minor issues, that is the loss of mianzi, 

face preservation (giving and saving face) can be a successful strategy (Dong and Lee, 

2007). Face redress limns the lengths in which a person actively strives “to have one’s 

autonomy prerogatives respected […] [and] one’s presented image approved by at least 

some important others” (Leichty and Applegate, 1991, p. 453). 

 

Negotiation and Decision-making: Discussions within teams aiming at the achievement of 

trustworthy and promising results are often experienced as a challenge by foreigners. In fact, 

the Chinese negotiation style is characterised by peculiarities: (1) interpersonal networks and 

trust weight more than official contracts; (2) a home-court-advantage is used as a tactic to 

navigate the process; (3) letters of intent are general principles obtained in the early stages 

of discussion; (4) government officials have the final word; (5) all for nothing strategy: teams 

that cannot decide; (6) flip-flopping attitudes (7) price is everything; (8) manipulation (Tian, 

2016, pp. 186–193). Decision-making is likewise negotiation culture-bound and determined 

by hierarchy and authority, therefore it is “strictly top-down, and nothing much is 

accomplished without support from the higher echelons” (Seligman, 1999, p. 51). Hence, 

employees coming from the lower levels of the organisational pedestal do not act proactively 

when it comes to decisions, but rather accept them undoubtedly. Both, negotiation and 

decision-making are considered to be very time-consuming (Rothlauf, 2012, pp. 496–497). 

 

4.3 Japanese Business Behaviour within Cross-Cultural-Teams  

“出る釘は打たれる”   
“The nail that sticks out gets hammered down.”   

- Japanese saying (JapanDict, 2016). 
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4.3.1 Integration into Cultural Dimensions  

After having clustered Japan into cultural dimensions such as limned in 2.3, an elaboration of 

indigenous concepts, highlighting areas of conflict and synergy between nations, will follow. 

 
Hofstede’s Dimensions of Culture 

Cultural Dimension Score of Japan (from 0 to 120) 

High/ Low Power Distance (PDI) 54 

Individualism/ Collectivism (IDV) 46 

Masculinity/ Femininity (MAS) 95 

High/ Low Uncertainty Avoidance (UAI) 92 

Long-/ Short-Term Orientation (LTO) 88 

Indulgence/ Restraint (IVR) 42 

 

Table 12: Japanese Results 1 (Own Depiction, Source: Hofstede Insights, 2018) 

Project GLOBE’s Validated Cultural Dimensions 

Cultural Dimensions Score of Japan (from 0 to 7) 

 Cultural Practices Cultural Values 

Power Distance 2,86 5,11 

Uncertainty Avoidance 4,33 4,07 

Future Orientation 5,25 4,29 

Gender Egalitarianism 4,33 3,19 

Assertiveness 5,56 3,59 

Institutional Collectivism 3,99 5,19 

In-group Collectivism 5,26 4,63 

Performance Orientation 5,17 4,45 

Humane Orientation 5,41 4,30 

Geographic Cluster Confucian Asia 

 

Table 13: Japanese Results 2 (Own Depiction, Source: Brodbeck, 2016) 

Trompenaars and Hampden-Turner’s Dimensions of Culture 

Cultural Dimension Categorisation of Japan 

 Low Middle High 

Universalism/ Particularism  x  

Individualism/ Communitarianism x   

Neutral/ Emotional   x 

Specific/ Diffuse  x  

Achievement/ Ascription  x  

Sequential/ Synchronic  x  

Internal/ External Control x   

 

Table 14: Japanese Results 3 (Own Depiction, Source: Trompenaars and Hampden-Turner, 

2012) 
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Hall’s Dimensions of Culture 

Cultural Dimension Score of Japan (from low to high) 

Context Orientation High Context 

Proxemics Small Private Space 

Chronemics Polychromic 

Information Circulation Slow Information Circulation 

 

Table 15: Japanese Results 4 (Own Depiction, Source: Hall, 1990) 

4.3.2 Behavioural Team Characteristics 

Religious and nature-oriented philosophies (Confucianism, Zen-Buddhism and Shintoism) as 

well as historical and political occurrences (Samurai period, Meiji or Tokugawa era, Reforms, 

etc.) have shaped the cultural identity of Japanese. Such characteristics impact the dualistic 

business behaviour of Japanese so intensively, that the dynamics and processes of teams 

like for example cohesiveness, effectiveness, negotiation among other aspects, are affected 

(Zotz, 2009). Subsequently, a presentation of such culture-bound notions will be given.  

 

Corporate Collectivism (Uchi-No): Japanese organisations are often referred to as “a piece 

of granite” (Lin, 1936, p. 177), mirroring the strong cohesiveness of Japanese groups. In this 

sense, a frequently used terminology for companies is “uchi-no”, which signifies “my home.” 

Metaphorically speaking, firms play the role of a family with the employees (kohai) being the 

children, proving their commitment by servicing their organisation for lifetime (shushin koyo) 

in exchange for benevolent treatment (e.g. nenko, i.e. promotion seniority) from their parents, 

the employer (Schödel, 2005, p. 104; Lang, 1998, pp. 59–62).  

 

Harmony and Competition (Kimochi, On, Giri and Ninjo): In Japanese culture, emphasis 

is placed upon harmony preservation (Koivisto, 1993, p. 43). Thus, Japanese endeavour to 

create “kimochi”, roughly corresponding to a “trustful atmosphere”, in every facet of their life. 

In a literal sense, kimochi means “emotion” and if that emotion cannot be established, 

interaction will not function. Another integral value of harmony maintenance is the balance of 

“on” (debt/ obligation) and “giri” (obligation/ duty). In a more practical sense, it conforms to 

the English version of “tit for tat” and follows the principles of the Western “taking and giving” 

notion (Lee, 2010, p. 118). “Ninjo”, equating to “heart/ love”, perpetually conflicts with on and 

giri and constitutes the more emotional component of Japanese rationality (Yabuuchi, 2004, 

p. 266). Such dualistic patterns have penetrated Japanese culture immensely. Competition, 

as the end of this scale, is an example. Japanese will always find themselves in situations of 

constant comparison and rivalry. Such behavioural characteristic arises from their school and 

university systems and traditions. Japanese’ obsession with perfectionism, the attainment of 
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unrealistic objectives, the pursuit of ideals and high performance standards, will drive them 

unbelievable actions, but if they are not capable of doing so, their self-esteem and worth will 

suffer. Here the constructs of “menboku, haji and seppuku” apply (Lee, 2010, pp. 22–23). 

 

Facing Face (Menboku, Mentsu, Taimen and Kao): In the Japanese language, a multitude 

of idiomatic expressions signify face, that is, “menboku, mentsu, taimen and kao” (Yabuuchi, 

2004, p. 263). Japanese understanding of face indicates honour, dignity, status or influence, 

alluding to a person’s reputation. If that face is threatened to be damaged, social credibility is 

questioned (Koivisto, 1993, p. 44). In contrast to Chinese mianzi, it is the “interface between 

inner pressure and outer pressure” which drives Japanese behaviour. Inner pressure relates 

to a person’s positive self-perception, while outer pressure constitutes a person’s obligation 

to contribute society, proving one’s eligibility (Yabuuchi, 2004, p. 272). Consequences of face 

loss include feelings of “haji” or “seppuku” (Kemlo, 2014). An antidote for losing one’s face is 

“haragei”, meaning “communication”, accompanied by two basic principles: “Honne”, which is 

a person’s true, but secret opinion, and “tatemea”, the expressed attitude, a person uses as 

a “facade” to shield him- or herself from confrontation (Koivisto, 1993, p. 44). 

 

Shame and Exculpation (Haji and Seppuku): Japan is often characterised as a culture of 

shame (Benedict, 1946), which is termed as a “psychic channel[…] for processing stress into 

self-punishment” (Lebra, 1983, p. 192). The Japanese equivalent of shame is “haji”, a core 

element of Japanese culture that regulates social behaviour in daily life. When Japanese feel 

haji, they believe to be exposed, embarrassed and humiliated in the public eye, despite the 

fact that they have seriously done something wrong or not. It is the exposure of vulnerability 

(Lebra, 1983, p. 194) and the self-concession of not having “live[d] up to the internalised 

ideal image of oneself” (Kemlo, 2014). A typical escape from haji is “seppuku”, translated as 

“bully-cutting” (Kemlo, 2014). It is an expression of apology for the shame and dishonour a 

person has brought to him- or herself or his or her inner group (Lee, 2010, p. 28). Concretely, 

it is defined by Fusé as the “ritual suicide by disembowelment, vulgarized in the West as 

hara-kiri.” He further refers to “aesthetics of death” to explain the term and argues that 

understanding seppuku will help to understand the deeply-rooted moral values of Japanese 

(Fusé, 1980, p. 57). Seppuku practices can either be voluntary (jijin) or forced (tsumebara) 

and each of them can be further divided into subgroups. The most important one among all 

subtypes is “menboku” which, as above explained, means “face” or proving one’s innocence 

(Fusé, 1980, pp. 59–61), which is still in use in modern-day business (Lee, 2010, pp. 25–27). 

 

Negotiation and Decision-making (Ringi and Nemawashi): According to Lee, negotiating 

with Japanese is like a Sumo wrestling since Japanese business men stay attentive, observe 
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their counterparts, identify weaknesses and attack them at the right time (Lee, 2010, p. 119). 

When it comes to decisions, Confucius tradition, collectivism, pressures of face protection, a 

desire for balance and the principle of long-term employment as well as seniority come into 

play. Consequently, decisions-making is a highly complex, but also cumbersome and slow 

process, affecting everybody involved. To be in line with social standards, decisions can be 

reached only by a sophisticated and rigid system (ringi) including participative actions, i.e. 

approval and consensus (ringi-seido) that are enforced through “formal decision-applications” 

(ringi-sho) (Koivisto, 1993, pp. 45–54). Frontline and middle managers are pulled into 

informal discussions to contribute to corporate key decisions by pushing forward a concrete 

idea on how to realise them, which cycles through teams, sections, departments and 

divisions with eventually arriving at the top level (nemawashi). At every stage, group heads 

certify the pre-decisions with their “hanko” (personal seal) instead of putting a written 

signature on the ringi-sho document (Lang, 1998, pp. 62–64; Schödel, 2005, pp. 112–115; 

Fetters, 1995). 

 

4.4 Benefits and Drawbacks of German-Chinese-Japanese Business Teams 

Since there exist no studies researching on GCJBTs or only fractions of German-Chinese, 

German-Japanese or Chinese-Japanese collaboration, the previous two chapters need to be 

synthesised as to elaborate advantages and disadvantages of GCJBTs.  

As a first step, socio-cultural concepts ought to be constructed. These were derived in the 

precedent subchapters for each of the three cultures (cf. 4.1.2, 4.2.2, 4.3.2) as a melange of 

both, cultural aspects (chapter 2) and team issues (chapter 3).  

These constructs bubble up in day-to-day German-Chinese-Japanese teamwork. The clash 

of these conceptions construes benefits and drawbacks of GCJBTs. A detailed presentation 

of these threats and opportunities will be given in the subsequent. 

 

4.4.1 Power Distribution: Rational Fabric vs. Hierarchical Elitism vs. Hybrid Hierarchisation 

Hierarchisation and power distribution, coupled with information dissemination and biased by  

PDI, Achievement/ Ascription and Information Circulation, are pivotal in teams. Organigrams 

are utilised by Germans to portray the formal structures that define the relationships, relative 

ranks, roles and responsibility areas of each employee. Within this rational fabric, it is usual 

to face competition and information blockage. The unequal status differences that prevail in 

Chinese firms also condition a poor information distribution and weak communication. Since 

“information is power” Chinese “keep tight control of their know-how” (Lang, 1998, p. 95), 

restricting the knowledge transfer to subordinates. At the opposite pole, Japanese hierarchy 

is hybridised, i.e. steep hierarchical structures are constructed for the outside world whereas 
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inside “activities are carried out on small functional units […] to create effective [...] teams”, 

fostering the generation of flat hierarchies. Within the bottom-up information flow, knowledge-

sharing is guaranteed. Special to Japanese power relations is the kohai-sepai-relationship as 

explained in 4.3.1. Authorities exercising power are respected similarly across cultures, their 

instructions and commands, however, are blindly adhered by the Chinese and Japanese, but 

questioned by the Germans (Lang, 1998; Schulz, 2004; Schödel, 2005). Evidently, conflictive 

hierarchical structures provoke a decline in know-how and detain decision-making. Authority 

adherence might be also troublesome for teamwork, which is discussed in 4.4.6. 

 

4.4.2 Identity: Strong Individualism vs. Traditional Groupism vs. Dualistic Identity  

A well-developed team identity can evolve into a managerial problem when it intertwines with 

IDV, Institutional/ In-Group Collectivism), Universalism/ Particularism and Specific/ Diffuse. 

Germans define themselves as individuals (cf. 4.1.1), but are willing to partly subordinate the 

collective for the good of all. Chinese also exist in some sort of grey zone, adapting more and 

more an individualistic character in the midst of their traditional groupism (e.g. danwei). Along 

blurred lines, the Japanese have positioned themselves on the spectrum. Although Japanese 

are normally perceived as collectivists, they surprisingly carry an I-identity within themselves. 

Correspondingly, they identify themselves by the relations that they bear to others, mirroring 

the dualistic character of their culture. This is corroborated by the kohai-sepai and the giri-on 

phenomenon that they still cultivate. In spite of these diffuse self-perceptions, it is safe to say 

that Germans remain individualistic and Chinese as well as Japanese collectivistic (Lang, 

1998; Schulz, 2004; Schödel, 2005). Contrary introspections can increment group conformity 

pressures and decrease group cohesion. 

 

4.4.3 Responsibility: Sole Liability vs. Responsibility Avoidance vs. Shared Accountability 

Other key factors of teamwork are autonomy and responsibility, strongly influenced by PDI, 

IDV, Institutional/ In-Group Collectivism as well as Internal/ External Control. While Germans 

perceive themselves as individuals, taking responsibility for their own actions and faux-pas, 

Chinese have internalised a strong aversion towards accountability, unleashed by the fear for 

public denunciation such as face loss and by harsh social sanctions. Japanese, on the other 

hand, disperse responsibility and put minor punishments into effect, still “fully aware of their 

individual accountability for all activities of the group” (Lang, 1998, p. 145). Differing values in 

responsibility might destruct group cohesion and disrupt teamwork (Gülow, 2014, pp. 261–

262; Lang, 1998, pp. 145–147).    
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4.4.4 Spheres of life: Clear Separation vs. Diffuse Blend vs. Conveyed Familyism  

Perspectives on privacy differ from each other as cultures do. This applies to GCJBTs where 

the underlying ramifications of cultural phenomena, i.e. Universalism/ Particularism, Specific/ 

Diffuse, Individualism/ Collectivism and Proxemics, come into force. Germans’ deeply-seated 

sense for territorialism and personal intimacy is intruded by the Chinese weakly cultivated 

deference for personal space. On a larger scale, private as well as professional lives overlap, 

intensively avoided by Germans and naturally practiced by Chinese (Gülow, 2014, p. 265). 

Japanese do not mingle private and professional spheres of life per se, but rather convey the 

construct of the “family” to the company (cf. Uchi-No) as demonstrated in 4.3.2. As a mix of 

both, Japanese notion of corporate collectivism might be an acceptable compromise for all 

parties. A lack of respect and understanding for the attitudes of the other (ethnocentric mind-

set), however, might decrease a team’s cohesiveness (Lang, 1998; Hall and Hall, 1990). 

 

4.4.5 Ethics: Corporate Correctness vs. Ritualised Corruption vs. Benevolent Paternalism  

Ethical behaviour becomes a vague concept when it wanders around cultures. Universalism/ 

Particularism, Specific/ Diffuse and Humane Orientation are the cultural standards that take 

effect in the corporate compliance discourse. Chinese guanxi is thus a much-disputed theme. 

Under the banner of “ritualized corruption” it conflicts with German jurisdiction, principles of 

fairness, moral values and ethical correctness (Gülow, 2014, p. 271; Schulz, 2004, p. 61). 

Despite the relation-orientation of the Japanese (cf. “uchi-no” in 4.3.2), it is not comparable to 

guanxi (Lang, 1998; Schödel, 2005). The abyss that opens up between all cultures can also 

be detrimental to a team’s identity and cohesion. 

 

4.4.6 Communication: German Bluntness vs. Chinese Smile vs. Two-Faced Japanese  

Communication is the focal point of a well-functioning and properly-operating team, but when 

it runs into cultural dimensions (i.e. Context Orientation, Information Circulation, Chronemics, 

Sequential/ Synchronic, Proxemics, PDI, IDV, Institutional/ In-Group Collectivism, Specific/ 

Diffuse and Neutral/ Emotional), it is more likely to escalate into severe disputes, threatening 

teamwork. Driven by harmony preservation, Chinese and Japanese try by all means to avoid 

public criticism, direct confrontation as well as a loss of face, but rather focus on consensus-

reaching. Chinese utilise “indirect language, middlemen, face saving ploys and pragmatism” 

(Lang, 1998, p. 113) whereas Japanese turn on their “tatemea” (cf. 4.3.2) in order to assure 

interpersonal courtesy. An open communication though can also be restricted by hierarchy, 

demanding for indubitable respect from subordinates, regardless of authorities’ actions and 

opinions. Germans “are not attuned to such a high degree of interpersonal sensitivity” (Lang, 

1998, p. 116), they use logic, rationality and directness (cf. 4.1.2) when communicating (Hall 

and Hall, 1990; Lang, 1998; Thomas and Schenk, 1998; Schödel, 2005; Lin-Huber, 2006; 
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Gülow, 2014). Such antagonistic communications styles can jeopardise and damage 

interaction.  

 

4.4.7 Planning and Scheduling: Rigidity vs. Flexibility vs. Strategy 

Time is a fuzzy concept that manifests itself in a person’s attitude of risk aversion. UAI, LTO, 

Sequential/ Synchronic and Chronemics are the cultural standards that become operative in 

this matter. In business administration, Germans vigorously measure time, make estimates 

at an early stage, set tough deadlines and implement corrective measures in case their long-

term planning has not functioned as intended. Likewise Germans, Japanese also shift their 

focus on strategic business planning, meeting long-term obligations and avoiding ambiguity. 

In contrast to both, Chinese have “relaxed perception of time as an infinite source” (Lang, 

1998, p. 104) leading to the three highly valued Ps: politeness, patience and perseverance. 

The lack of a long-term perspective creates deficiencies in the planning skills of the Chinese 

employees. A short-term vision though, can be used as a flexible problem-solving technique 

to quickly respond to emergent issues and crises (Lang, 1998; Gülow, 2014). A combination 

of long-term and short-term procedures can heighten a team’s effectiveness. 

 

4.4.8 Motivation: Self-Actualisation vs. Egoistic Materialism vs. Humane Orientation 

Motivation is the driving force of human action, off and on the job. Cultural concepts affecting 

motivation are PDI, IDV, Achievement/ Ascription, Performance and Humane Orientation. 

Excellent performance of Germans is triggered “by individual freedom, responsibility, career 

opportunities and corporate climate” (Lang, 1998, p. 108) whereas Chinese appreciate more 

materialistic rewards and personal wealth. In recent years, however, Chinese have adopted 

a more European incentive system; including promotions promising power, job opportunities 

in the higher echelons of the firm guaranteeing status, privilege and tiles or job satisfaction, a 

positive company reputation and personal freedom within one’s area of responsibility (Lang, 

1998, p. 109). Unlike both, Japanese are more humane-oriented, placing value on good work 

relations within team fellows (Lang, 1998, p. 147). Poor leadership and wrongly implemented 

motivational incentives can evoke rivalry, decreasing a team’s effectiveness. 

 

4.4.9 Labour Quality: German Perfectionism vs. “90% is Okay” vs. Quality Indoctrination 

The school and university systems, installed in the respective countries, have shaped today’s 

workforce, leading to an educational gap when compared to another. Germans often pursue 

academic careers and Japanese are excellently-trained, but the “pedagogic deficiencies and 

irrationalities of China’s educational system” have left the Chinese population lowly-educated 

(Lang, 1998, p. 153). In organisations, Germans are high-performers and Japanese develop 

through job rotations and on-the-job training (OJT) into generalists, contrasting Chinese who 
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remain “isolated specialists”, evoked by rigid labour divisions and narrow job definitions. This 

is also echoed in the labour quality that all three culture groups provide. German’s inclination 

for precision, exactitude and perfectionism resembles Japanese’ strong desire for quality. In 

contradiction to both, Chinese rather preserve a “90% is okay” attitude, harming teamwork 

and lowering know-how and effectiveness (Hall and Hall, 1990; Lang, 1998; Schödel, 2005). 

 

4.4.10 Negotiation: Hard Ball vs. Chess Player vs. Sumo Wrestler 

The forces of PDI, IDV (or alternatively Institutional/ In-Group Collectivism) and UAI influence 

the fashion of how GCJBTs discuss and negotiate urgent subjects. Extreme discrepancies 

between the cultures concerned (Hall and Hall, 1990; Koivisto, 1993; Lang, 1998; Selmer, 

1998; Tian, 2016) have been covered extensively earlier (4.1.2, 4.2.2 and 4.3.2). Further 

implications are therefore excluded. Differences, though, might block the generation of new 

knowledge and hamper decision-making. 

 

4.4.11 Decisions: Logical Problem-Solving vs. Emerging Solutions vs. Collective Reflections 

A cultural gap in decision-making, promoted by the cultural dimensions UAI, PDI and IDV (or 

Institutional/ In-Group Collectivism), is more likely to cause intercultural problems for GCJBTs 

than any other category presented. The ingrained thought patterns seem to be too strong to 

be broken down. Rational, logical thinking and analytical and processional approaches of the 

Germans clash with Chinese synthetic thinking, which appears to be convoluted, arbitrary 

and opportunistic, also conflicting with Japanese bottom-up consensus-building. Conflictual 

ideas might diminish a team’s effectiveness. Nevertheless, there is the potential for synergy 

effects between Japanese and Germans due to their similar approaches (Lang, 1998). 

 

4.5 Success and Failure Factors of German-Chinese-Japanese Business Teams 

Success and failure factors of GCJBTs are derived from the disparities and commonalities 

that exist between all three culture groups (cf. 4.4). In order to avoid repetition, the author will 

shortly enumerate the most important factors. 

 

1. Strong hierarchical structures 

2. Strong innate collectivism 

3. Strong social sanctions 

4. Melange of personal and professional  

5. Gaunxi networks 

6. A loss of face  

7. A long-term perspective and short-term vision 

8. Heterogenous motivational drivers within a team 
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Benefits

cf. Cross-cultural teams

Drawbacks

cf. Cross-cultural teams

9.  “90% is okay” work attitude 

10. Strong differences in negotiation styles 

11. Top-down decision-making 

 

4.6 Summary of the Decisive Factors of German-Chinese-Japanese Business Teams 

The author has comprehensively outlined the decisive factors of GCJBTs in the prior 

chapters. Thus, a short summary of all factors are given in the figure below:  

 

 

 

 

 

Figure 9: Overview of Decisive Factors of GCJBTs (Own Depiction 

 

In order to verify the results presented, to draw comparisons from them to the practical reality 

and to blueprint an international HR best practice scenario, a qualitative research will be 

conducted. The methodology for this study will be explained in the following. 

 

 

Success Factors

Flat hierarchies

Moderate collectivism

Responsibility awareness

Melange of personal and 

professional lives

Unchi-no mentality

Concept of guanxi

Long- / short-term vision

Motivational drivers

Work ethics

Rationalism/ Analysis

Bottom-up consensus-

building

Failure Factors

Steep hierarchisation

Unquestioned authorities

Strong collectivism and 

individualism

Harsh social santions

Melange of personal and 

professional lives

Concept of guanxi

Concept of face 

Heterogeneous motivators

"90% is okay" attitude

Top-down decision-making
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5. Methodology of Qualitative Research  

In chapter five, the author will particularise the methodology used to collect information about 

German, Chinese and Japanese business behaviour within teams. Therefore, an explanation 

of the research purpose, design, sample, data collection as well as analysis will be provided. 

A critical review of the author’s scientific approach will be presented in the last subsection. 

5.1 Research Purpose and Research Design 

The selection of a research design for an investigational study ought to be determined by the 

research questions themselves (Flick, 2018, p. 41). Considering the advice of Flick, a closer 

look is taken on the research questions the author has formulated in chapter 1: 

RQ1: What are the benefits and drawbacks of German-Chinese-Japanese Business Teams? 

RQ2: How can conflicts be prevented and synergies be created?  

In order to answer open research questions in the absence of well-established theories, a 

qualitative research design with an explorative character is recommended by scholars. Such 

conduction will help to generate new knowledge about the phenomena in question (Döring 

and Bortz, 2016, p. 192). 

Accordingly, the author strives to assemble data from first-hand experiences of expatriates 

and local managers operating in China or Japan. This should also be regarded as an attempt 

to produce empirical material that contributes to literature inquiring GCJBTs.  

Theoretical considerations that were derived for GCJBTs (cf. chapter 4) and research results 

emerging from the qualitative research (cf. chapter 6) will run in parallel, showing a possible 

discrepancy in theory and practice.   

Following this objective and reflecting the author’s complex conduct in the theoretical section 

of this paper (synthesis of chapter 2 and 3 as to create chapter 4), a sophisticated strategy is 

required combining qualitative deductive and inductive research procedures. The “Qualitative 

Content Analysis” (QCA) by Mayring and “Grounded Theory” (GT) by Glaser and Strauss or 

Strauss and Corbin have gained momentum in social research and hence will be applied in 

this paper (cf. 5.4). Such methodological proceeding will compensate the limitations that both 

research strategies bear (Köppel, 2007, p. 186). 

5.2 Data Collection Method 

Data for the author’s thesis was collected between June and July in 2018. As a collection 

technique, semi-structured expert interviews, following an interview guide, were employed. In 

the scientific debate about expert interviews, the term “expert”, however, remains somehow 

ambiguous (Meuser and Nagel, 2009, p. 18). In order to arrive at well-founded and valuable 
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definition of the expression, a constructive approach with a method-relational focus is applied 

(Bogner and Menz, 2009, p. 49). In this perspective, an “expert” is somebody who serves as 

a reliable source of information. Through profound education as well as prolonged practice, 

the expert has gained intensive experiences and now is in possession of exclusive, detailed 

and specialised knowledge in a particular well-distinguished domain or specific study field 

that goes beyond the know-how of the average person (Wassermann, 2015, pp. 51–53; 

Bergmann, 1985, p. 309). The expert becomes “a [relevant] construct of the researcher’s 

interest” when his or her store knowledge of a certain subject intersects with the scientist’s 

research (Bogner and Menz, 2009, p. 49). 

In combination to that, an interview can be viewed as a scientific technique to elicit valid and 

reliable information from one or more trustful informants (interviewees) by asking purposeful, 

concise and unambiguous questions (interviewer). Within the conversation, the interviewer 

tries to explore the perspectives of the interviewee(s) on a particular phenomenon, informing 

varieties about the nature of reality and simultaneously giving answer to the main research 

questions of the interviewer (Saunders et al., 2016, p. 388). In methodology handbooks, 

there exist three formats of interviews: structured, semi-structured and unstructured. 

Structured interviews include a rigorous set of pre-determined and standardised questions, 

which are asked to the participant in order to obtain answers that are pre-decoded. This type 

of interview is mostly used in scientific papers with a quantitative research design. 

Unstructured interviews are non-directive and informal conversations without a pre-arranged 

questionnaire, but a clear topic. Since the interviewee is given the frame to narrate personal 

experiences, it is an in-depth form of data collection for qualitative research projects.  

Semi-structured interviews configure a hybrid construct of the previous two interview formats. 

The interview schedule enables the coverage of imperative themes, grouped by an interview 

guide, and key questions, but remains open to discussion and the exploration of additional 

aspects, relevant to the research subject. Given the prevalence of particular events, the flow 

of conversation may vary from interviewee to interviewee. To capture the deviant topics and 

questions, audio-recording or note-taking is necessary (Saunders et al., 2016, pp. 390–392). 

If an expert as defined above serves as an interviewee within the survey methodology, the 

interview is considered as an expert interview (Gläser and Laudel, 2010, p. 12). In empirical 

social research, semi-structured expert interviews are accorded with prominence by virtue of 

their exploratory character (Saunders et al., 2016, p. 394; Littig, 2009, p. 101). 

Results of the author’s paper are reported from such interview types. An interview guide was 

constructed, categorizing questions and structuring the conversation, as proposed by Kaiser 
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(Kaiser, 2014). Slight adjustments in the interview guide were made depending on whether 

candidates were German, Chinese or Japanese (cf. appendix).  

At large, seven interviews were carried out. Three of them were executed by Business for 

Skype, two were conducted by phone and two other interviews were performed face-to-face.  

5.3 Description of Sample 

The gather exclusive information from experts, the author has contacted two chief companies 

headquartered in Augsburg, Germany, i.e. MAN Energy Solutions SE (MES SE) and Kuka 

AG (KUKA). In total, 15 persons were approached from which seven managers responded. 

Consequently, the target population of this research incorporates a mix of seven informants 

working for MES SE or KUKA, but who are currently employed abroad, i.e. China or Japan, 

in the corporations’ subsidiaries. The subsequent tables provide an overview of the sample 

and the interviews undertaken:  

Company Name MAN Energy Solutions SE 

Corporate Website https://www.corporate.man.eu/de/index.html 

Head Office Augsburg 

Interviewee No° Interviewee 1 Interviewee 2 Interviewee 3 Interviewee 4 

Contact Person Christine 

Pflueger 

Marco Ernst Hao Xu Nicolas 
Brabeck 

Function of Contact 

Person 

HR Business 

Partner 

Head of 
Engineering 

Head of 
Licencing 

General 
Manager 

Reference Country China China/ Japan 

Date of Interview June 29, 2018 July 5, 2018 July 7, 2018 July 27, 2018  

Record of Interview Yes 

Length of Interview 32:37 26:29 30:35 46:02 

Language of Interview English 

 

Table 16: Overview of Interview Participants from MES SE (Own Depiction) 

Company Name KUKA AG 

Corporate Website https://www.kuka.com/de-de 

Head Office Augsburg 

Interviewee No° Interviewee 5 Interviewee 6 Interviewee 7 

Contact Person Stefan Pellech Stella Jin Tobias Steinig 

Function of Contact 

Person 

Strategy Manager 

Asia 

Project Assistant to 

the CEO and PR 

Manager 

Global Vice 

President Digital 

Operations 

Country Reference China China/ Japan 

Date of Interview July 4, 2018 July 11, 2018 July 20, 2018 

Record of Interview No Yes 

Length of Interview 32:43 01:14:21 01:11:04 

Language of Interview English 

 

Table 17: Overview of Interview Participants from KUKA (Own Depiction) 
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Six out of the seven expatriates are sent on long-term global assignments (interviewees 2 to 

6), while only a single person is hired as a local employee in the subsidiary (Pflüger). Hence, 

they form an integral part of a German-Chinese or German-Japanese team for fixed period of 

time (interviewees 2 to 7) or for indefinite duration (Pflüger). For the sake of convenience, the 

author has constructed a table to enable a fast perception of the participants’ characteristics: 

Interviewee Number Gender Age Nationality Position 

Pflüger Female 43 German Frontline level 

Ernst Male 41 German Middle level 

Xu Male 37 German/ Chinese Frontline level 

Brabeck Male 42 German Frontline level 

Pellech Male 33 Austrian Middle level 

Jin Female 30 Chinese Frontline level 

Steinig Male 33 German Top level 

 

Table 18: Overview of Participants’ Characteristics (Own Depiction) 

Even though the focus of this paper is on German, Chinese and Japanese nationalities, one 

expert is Austrian. Notwithstanding, the expatriate has worked in Germany for a considerable 

amount of time, adapting local behaviour. Apart from that, Austria inhabits the same cultural 

cluster as Germany, proven by the GLOBE Study (Festing et al., 2011, p. 102), and thus it is 

reasonable to incorporate the interviewee within the research population. 

Moreover, the author is aware of the imbalanced representation of country references, albeit, 

it is legit to utilise the sample for the study since all informants are experts, disclosing specific 

information, enough to provide an acceptable result (Flick, 2018, pp. 52–53). 

5.4 Data Analysis 

Before the interviews were conducted and more importantly audio-recorded as suggested by 

researchers (Pflüger, 2013; Döring and Bortz, 2016), participants were asked for permission. 

Table 16 and 17 give information about the interviews being taped and the ones being 

documented by note-taking. Furthermore, the author has guaranteed all informants to treat 

the material with confidentiality and discretion. By implication, access to the research results 

is solely granted to the interviewees and the first as well as second moderator of this thesis. 

For the analysis of the research findings, the author will apply the principles of both, the QCA 

and GT (cf. 5.1), which will presented in the following. 

The Qualitative Content Analysis of Mayring is a research instrument to systematically parse 

and interpret communicative texts such as transcripts of observations, protocols of interviews 

and video recordings among others. Through abstraction, empirical information is condensed 

without eliminating essential content. To that effect, a corpus of extracted data is produced, 
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representing the initial material. In this context, a systematic, concrete, rule-bound procedural 

model of analysis in category form is contrived in advance, following theoretical stringency. In 

this respect, the explorer transcripts the taped communication, paraphrases the material, and 

defines clear coding rules under which prototypical text passages are assigned to deductive 

categories. Within the coding agenda, paraphrases are generalised and references are made 

to academic discourse. Coextensive paraphrases, on the other hand, are eliminated. Before 

interpreting the rich juice of the scientific investigation, formative and summative checks are 

undertaken (Mayring, 2015). 

The Grounded Theory is comprehensive research programme, developed by Barney Glaser 

and Anselm Strauss (1967), later revised by Strauss and Juliet Corbin (1998), focusing on 

theory development through the methodic collection and comparative analysis of qualitative 

data. At the outset, no research question is drafted; instead the researcher starts gathering 

evidence. In this connection, more value is placed upon the analysis of empirical material 

rather than the process of assembling it. While proceeding inductively, the explorer looks for 

repeated items that will be tagged with codes. After substantive coding, codes of similar 

content are grouped into concepts, and then further summarised into categories when they 

constitute tendencies. Through constant comparison and making memos, categories are 

generated around a central theme and integrated into a theoretical framework. From there, 

empirical material is solidified chiefly through reduction, theoretically generalised due to their 

internal relations and formulated (Glaser and Strauss, 1967; Strauss and Corbin, 2015).  

Both research approaches, however, cannot evade criticism. The methodological procedural 

model of Mayring appears to be too rigid to be utilised for the analysis of qualitative material, 

also restricting the exploration of further and significant issues (Köppel, 2007, p. 185). With 

respect to Glaser, Strauss and Corbin, it is the naïve assumption of the GT that researchers 

criticise. To believe that there is no tendency in research, whatsoever, seems to be surreal. 

Although there is no explicit research question phrased, there is a basic, scientific interest. A 

preference for a research topic and the selection of questions are indicators for the existence 

of such academic curiosity (Meinefeld, 2017, p. 269; Charmaz, 2002, p. 683). 

Köppel suggests mixing the practices as to eliminate their detriments (Köppel, 2007, p. 186). 

Above all, it is the research topic of this thesis itself that urges the author to apply a melange 

of both strategies. All in all, the author will design a deductive category system and follow the 

steps of the QCA. During the revision however, the author will search for pattern through 

comparison, inductively creating categories (GT), and link them to the categories of the QCA. 

After having connected the data to theories, the compressed material can be interpreted 

(QCA) and new knowledge can be generated on GCJBTs (GT). 
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5.5 Validity, Reliability and Source Criticism  

Increasing and ensuring validity, reliability and accuracy as well as controlling bias for results 

is of heightened concern for the author. Recommendations by scholars were thus acted on.   

The data collection method chosen by the author is thus considered as appropriate to gather 

dependable and credible information (Saunders et al., 2016, p. 388; Meuser and Nagel, 

2009, p. 31). For the semi-structured interviews, the author has conceptualised an interview 

guide to guarantee the coverage of particular themes and the exploration of further important 

topics, to avouch comparability and to ease the process of interviewing experts. During the 

process itself, open questions were asked to give ample room for outlooks, reflections and 

discussion, uncovering the truths about the subject in question and avoiding manipulation by 

the author (Kaiser, 2014; Balzert et al., 2011; Bogner and Menz, 2009). Additionally, special 

emphasis was given to the choice of interview subjects. All informants were selected on the 

basis of a clear expert definition, mining the quality of findings (Gläser and Laudel, 2009).  

The methodology of the qualitative research does not remain without sources of error. First, it 

ought to be admitted that qualitative data requires subjective interpretation by the researcher, 

setting biases for deliverables and lowering overall objectivity (Balzert et al., 2011). Besides, 

it is highly time-consuming and immensely effortful to contact the right firms, recruit adequate 

informants (experts) and to plan, schedule, structure and conduct interviews within a given 

period of time (Pfadenhauer, 2009; Balzert et al., 2011). If an acceptable number of interview 

subjects is acquired, the elicitation of valuable material still remains challenging. This is due 

the fact that the researcher is dependent interviewees’ willingness to share information 

(Döring and Bortz, 2016, p. 363). Tight schedules or the “unstructured exploration of certain 

themes might be possible explanations for such a participation bias (Saunders et al., 2016, p. 

397). Beyond that, quality issues might exacerbate the interpretation of the data and provoke 

a distortion of results (Gläser and Laudel, 2009). 

Within the interviews, other unintended effects may occur. Open research questions, such as 

chosen here, might guide the interviewee in a false direction (Kaiser, 2014, p. 136). Other 

than that, an interviewer-related error might emerge from comments made, tone used or non-

verbal cues exerted during the conversation (Döring and Bortz, 2016, p. 360; Saunders et al., 

2016, p. 397). Telephone interviews, though, might suffer from friction, misunderstandings or 

face other difficulties by virtue of the missing non-verbal communication (Christmann, 2009). 

“[In conclusion, it should be noted that] concerns may also arise from cultural differences 

between the interviewer and intended interviewees” (Saunders et al., 2016, p. 397). 
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6. Juxtaposition of Theory and Practice 

In response to the qualitative research in chapter five, results are discussed in chapter six. 

Opening remarks by the author will provide an overview of the deliverables, the presentation 

and integration of research findings into relevant literature will draw comparisons between 

theory and practice and elaborate international HR best practice propositions. A concluding 

summary is offered at the end of this chapter.  

 

6.1 Preliminary Annotations 

Throughout the analysis of the empirical material, the author became aware of participants’ 

inflationary usage of the terminologies drawbacks, disadvantages, challenges and problem 

factors and respectively benefits, advantages, opportunities and success factors. This leads 

to the assumption that the terms are far more interconnected then assumed by the author. 

Therefore, all expressions of each category will be interchangeably used in the following 

discussion.  

Strong evidence for the congruence of theoretical assumptions and empirical findings was 

found within German business behaviour.  

More contradictory results were reported on Chinese business behaviour. This inconsistency 

may be due to the multi-layered, complex character of the country itself and its underlying 

cultural differences, e.g. Beijing is different from Hong Kong with respect to language, food, 

etc. (Pellech, 2018). 

In addition, it should be noted that “the world is changing… and in a very fast way… [thus, 

Chinese] people could be very different from ten years before” (Jin, 2018). A shift in 

perspectives among Chinese from a traditional point of view to a more modern perception of 

the world was also ascertained by the research subjects (Xu, 2018) and is in accordance 

with generational views (Steinig, 2018). 

The informative value of empirical data on Japanese business behaviour remains disputable 

since information was mainly gathered from one interviewee. This negative effect might be 

compensated by the fact that people cannot be generalised (Brabeck, 2018). 

Notwithstanding, it ought to be admitted that broad recurrent themes emerged throughout the 

interview dataset, characterising cultural groups. Taking these two aspects into account, it 

can be claimed that both, broad cultural tendencies in behaviour as well as individualistic 

comportment, do exist. 

Within this thesis, culture-bound behavioural patterns, which might emerge within GCJBTs, 

will be outlined in the subsequent chapters. 
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6.2 Presentations of Main Findings and Integration into Literature 

Using the QCA by Mayring and the GT by Glaser, Strauss and Corbin, the author has carried 

out an extensive analysis.  

The seven interviews have been transcribed and are attached as annex of this thesis. The 

monograph itself is not included in the appendix, however, access was granted by the author 

to the moderator of this thesis as to ensure the verifiability of the acquired and parsed data.  

The review of the empirical information has produced 21 categories. Textual parallels within 

the interviews were summarised and condensed. As a result, five headings were formulated. 

These closely linked ideas will be exemplified hereafter.  

 

6.2.1 Importance of German-Chinese Collaboration 

Overall, the interviews indicate that both China and Japan are fast-evolving markets, creating 

profitable opportunities for foreign organisations (Ernst, 2018; Brabeck, 2018). China is of 

particular interest for German entrepreneurs since it is an unsaturated market for Automation 

(Steinig, 2018). The necessity to compete in the global village of business forces companies 

to enter alliances in the form of M&A or to set up subsidiaries in China and Japan (Brabeck, 

2018; Jin, 2018).  

This, in turn, demands the physical exchange of qualified workforce and hence provokes an 

impingement of cultures (Ernst, 2018; Brabeck, 2018). Experts, often acting as an 

intermediary, are required to fulfil the specifications of demanding job positions and ease the 

collaboration between the cultures as well as headquarters and subsidiaries (Brabeck, 2018; 

Jin, 2018). 

All managers interviewed were keen on taking challenging and exciting job opportunities in 

China and Japan, but only five had a personal interest in experiencing a new culture as such 

(Pflüger, 2018; Ernst, 2018; Xu, 2018; Pellech, 2018; Steinig, 2018). Merely two out of the 

seven managers indicated that their deployment in Japan and Germany is solely business-

related (Brabeck, 2018; Jin, 2018). 

The present findings are consistent with the theoretical assumptions demonstrated in 1.1. 

This specifically applies to the growing significance of culture and the vital role of China and 

Japan in international business, which is confirmed by Xu as follows:  

“The understanding of cultures and the understanding of the mentality… plays a 
major role in daily business, so that’s why I think your thesis is actually… absolutely 
makes sense and is very interesting” (Xu, 2018). 
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6.2.2 German, Chinese and Japanese Business Behaviour 

An initial objective of this thesis and research study was to identify whether cultural elements 

in behaviour of Germans, Chinese and Japanese exist that might conflict with one another 

within teamwork. 

During the interview review, two interesting positions surfaced. Participant five points out that 

people are similar across the globe regardless of cultural differences (Pellech, 2018) while 

participant four calls into question the generalisation of people (Brabeck, 2018).  

Irrespective of these two findings, it ought to be noted that together the interviews offer 

compelling evidence for the existence of behavioural attributes. 

Germans are perceived by Chinese as being polite, friendly and caring (Jin, 2018). German 

correctness, strong moral values and their sense for fairness seems to be one of the most 

dominant features paired with their logic and rationale thought patterns, prevailing in 

decision-making (Jin, 2018; Steinig, 2018). Another significant trait of Germans is their 

directness and straightforwardness when voicing their differing opinions. In an exaggerated 

form, this is interpreted as arrogance (Xu, 2018). Germans’ working styles are characterised 

as structured, but also rigid (Pflüger, 2013; Ernst, 2018; Xu, 2018). Another observation was 

made by a couple of managers proving that Germans separate their private and professional 

lives (Jin, 2018; Steinig, 2018). In this connection, clear links are established between theory 

and practice. The correspondent sources are cited in chapter 4.1.1 and 4.1.2.   

With respect to Chinese, the most remarkable statement was made by Steinig:  

“So, I would say the first surprise for me was that there are more or less two groups, 
yeah. The one, one group is more open to the Western style, yeah… tries, tries to get 
themselves to this position, yeah and try to, to, forget about the Chinese way of, of 
living and working, yeah, and the other group is quite traditional, yeah… more or less 
ignoring the Western style and expecting also the Western people to get the Chinese 
style done, yeah… so there was the first surprise” (Steinig, 2018). 

 

The separation of traditional and modern Chinese may explain the conflicting results referring 

to hierarchy and discussion. While the majority of managers underline the steep hierarchical 

structures of Chinese firms and teams (Pflüger, 2013; Xu, 2018; Pellech, 2018; Steinig, 

2018), there are two interviewees with opposing views (Ernst, 2018; Jin, 2018), which was 

explained by expatriate six as follows: “It was very hierarchy before, but nowadays… 

because the big influence from like the new IT companies, they are very flat structure” (Jin, 

2018). Beyond that, it is worth mentioning that Ernst contradicts himself during the course of 

his interview when inquiring him about the Chinese feedback culture. The subsequent two 

statements prove the inconsistency in statements:  
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“They live from having this open-minded and open discussion and that is something… 
that is really […] positive in a way that everything is allowed to mention… so you can 
find easy solutions if everyone is allowed to say their opinion” (Ernst, 2018). 

 

“I think you know that in this culture, especially in China, it’s not so popular to really 
criticize and be often open” (Ernst, 2018). 

 

This insight questions the explanatory power of the data collected and requires that a note of 

considerable caution should be sounded when interpreting the material.  

Chinese communication style was described as extremely high-context (Pflüger, 2018; 

Pellech, 2018). Nevertheless, it was also mentioned that differences in communication 

between younger and older generations exist (Jin, 2018). Further, the concept of Chinese 

“mianz and lian” was addressed (Ernst, 2018). Above that, Chinese tend to be very friendly, 

helpful and curious about foreign lifestyles and backgrounds (Pflüger, 2018) as well as 

patient, calm and relaxed, especially regarding time (Ernst, 2018). Interviewees also attested 

that Chinese are highly team-oriented, flexible and very quick to respond to unexpected 

changes and volatile environments. In high-pressure surroundings and conflict situations, 

they attempt to keep harmony and think in terms of their collective (Pflüger, 2013; Ernst, 

2018; Brabeck, 2018; Pellech, 2018). In order to strengthen their team identity, Chinese mix 

private and professional lives (e.g. visit a sick relative of an employee in the hospital) and 

cultivate trustful relationships, also referring to “guanxi” (Xu, 2018; Pellech, 2018). In contrast 

to that, it was also reported that Chinese working styles lack accuracy and professionalism 

(Pellech, 2018).  

In the face of minor deviations, the findings broadly lend support the results in the theoretical 

section of this paper (cf. 4.2.1, 4.2.2, 4.5) about Chinese business behaviour.  

In spite of manager four’s statement at the outset of this subchapter (Brabeck, 2018), it can 

be acknowledged that particular features are distinctive for Japanese. The most striking traits 

are the high-context language, flat hierarchies, perfectionism, exactitude and a strong sense 

for detail and quality (Brabeck, 2018). Expatriate seven remembered from his global 

assignment that the socio-psychological effects of “saving face” are far more dominant in 

Japan than in China (Steinig, 2018). With that being said, similarities can be drawn between 

literature and empiricism (Lang, 1998; Schödel, 2005).  

With a few exceptions, it must be admitted that the larger portion of the theoretical findings 

about Japanese (cf. 4.3.1, 4.3.2, 4.4), could not be endorsed by the present research study 

on account of the limited number of participants (Brabeck, 2018; Steinig, 2018). 
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6.2.3 Drawbacks and Problem Factors of GCJBTs 

Cultural differences can provoke the emergence of problems and hamper German-Chinese-

Japanese teamwork. Throughout the analysis of the empirical data, the author recognised 

repetitive answers which were summarised. These similar responses will be illustrated in the 

following. 

Ethnocentrism: “My Way is The Right Way” 

Ingrained thought patterns, limited experiences in the target countries, stereotypical thinking, 

wrong expectations and a lack of flexibility, open-mindedness, understanding, acceptance 

and respect for the other culture induce a clash of cultures (Pflüger, 2018; Pellech, 2018; Jin, 

2018; Steinig, 2018). 

This attitude is best limned by Pflüger and Brabeck: 

“A lot of people come here kind of… ‘self-righteous’… they are just so convinced that 
their standpoint is correct, that their way is the best way” (Pflüger, 2018). 

“I think the… the main difficult is that I’m German and the employees are Japanese… 
so let’s… by definition… difficult to find… acceptance, I, I think, this is again nothing… 
typical Japanese… it, it would be the same in Germany, for sure… so if a Japanese… 
head of department… would come to Germany without speaking German, without 
knowing German culture very well, he would have difficulties to be accepted by 
German employees” (Brabeck, 2018). 

 
The biggest drawback of German-Chinese teams is the therefore the ethnocentric mind-set 

of expatriates. Interviewees report that people do not show interest, do not try to understand 

and appreciate the foreign culture, but rather denigrate it and impose their management style 

on already developed concepts in the local subsidiary (Pflüger, 2018). Assuming that people 

from different cultural groups will act like people from one’s own cultural cluster when 

assigning tasks to them is not only a misconception, but also evokes misunderstandings as 

well as miscommunication (Steinig, 2018).  

The inability and reluctance of expatriates and locals to adapt and to adjust oneself to a new 

culture similarly generates emotionally charged disputes and is a true drawback of German-

Chinese-Japanese teamwork (Ernst, 2018; Pellech, 2018). 

If a team suffers from severe conflicts and needs to work for a longer period of time, then the 

team needs to disband. This is substantiated by the following quote: 

“There is no chance to do it the other way around, yeah, if you tried to bring them 
together and if you even, if you explained to them, why it happened and what was the 
root cause, both sides, yeah, everyone on his own and then together maybe again 
and they don’t agree on it, then you have to change… you have to change the team 
approach, yeah” (Steinig, 2018). 
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The detrimental effects of ethnocentrism delineated in 3.6.1 by a few authors (Svejda-Hirsch, 

2006, p. 18; Hammond and Axelrod, 2006, pp. 926–927) are more far-reaching within 

GCJBTs than initially assumed. 

 

Power Distribution: Leader Position vs. Hierarchical Elitism vs. Age Differences 

German teams are flat-structured, fostering the exchange of ideas, employees’ creativity and 

the origination of innovations. This is attained by sharing work and operating independently 

before coming together, discussing pre-results and finally elaborating the best propositions. 

This is due to Germans’ individualistic working style, proactivity and rationality (Pflüger, 2018; 

Ernst, 2018; Xu, 2018; Jin, 2018). 

What is surprising within the interview dataset is that higher positions are mainly occupied by 

Germans within both, German-Chinese as well as German-Japanese teams (Brabeck, 2018; 

Steinig, 2018).  

In China, teams normally consist of five, seven or ten people and all team members are on 

the same level and report to the same boss. Roles are divided by expertise or topics such as 

recruiting, payroll, engineering, sales, etc. (Pflüger, 2018; Jin, 2018). Strong hierarchical 

structures are prevailing and instructions from superiors are blindly adhered by all means. 

Authority and respect are automatically accorded to the superior (or older people as well as 

foreigners) without questions. Parties, superior and subordinates, are aware of the roles and 

expect everybody to act accordingly (Ernst, 2018; Steinig, 2018), proven be the ensuing 

quote: 

“I mean she expects respect for her being the boss… so this is one thing for me that 
is different” (Pflüger, 2018). 

 
Based on the hierarchical structures and collectivism, Chinese are not proactive. They rather 

expect guidance from their team leader. Management is done by delegation where the leader 

of the team assigns tasks to the employees. Then, Chinese are cooperative and are able to 

work efficiently. “People in China [generally] expect more hands-on, more help from others” 

such as quoted in 4.2 (Xu, 2018). 

In Japan, team structures are simple: The managing director serves as the higher authority, 

followed by the team leader who is also a part of the other team members, seated below.  

Roles are divided by expertise (technical engineering, sales, administration, etc.) such as in 

Chinese teams. Age differences between superior and subordinates, however, play a crucial 

role within Japanese companies and create obstacles in teamwork (Brabeck, 2018). 
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As a consequence, German proactivity and individuality clash with Chinese blind faith in 

authorities and Japanese respect for aged managers. These findings favourably correlate to 

the theoretical problem factors and drawbacks of GCJBTs, elaborated in chapter 4.4.1. 

 

Spheres of life: Clear Separation vs. Diffuse Blend vs. Rare Intersection 

In response to questions 3.2 and 3.3, plenty of responses were provided by the managers 

being in line with prior research results, which were the centre of discussion in 4.4.4 (Hall 

and Hall, 1990; Lang, 1998; Gülow, 2014). 

Consequently, German managers separate their private and work life (Jin, 2018; Steinig, 

2018) and keep private contact with their Chinese colleagues at a minimum, especially within 

greater power distances, e.g. vice president and employees in the lower levels (Ernst, 2018; 

Steinig, 2018).  

Besides, manager one argued that Germans and Chinese have different lifestyles and are 

salaried on the basis of unequal remuneration schemes, making it difficult to find appropriate 

activities without placing each other in dilemma. Another observation by Pflüger is that 

Chinese place their family over all other social units in their life. After that, there are the 

closest friends who are important. Relationships and networks are already established and 

thus it is difficult for expatriates to become a part of their inner circle (Pflüger, 2018).  

Nevertheless, private contact between Germans and Chinese increased over time, blending 

private and professional lives into another and creating “guanxi” networks (Xu, 2018; Pellech, 

2018).  

Typical occasions for private appointments were shopping, watching TV, barbecue, cooking 

sessions and dinner. The working relation of German-Chinese teams was positively affected 

by the private appointments since friendships evolved and trust developed (Pflüger, 2018; 

Jin, 2018; Steinig, 2018), also affirmed by Jin: 

“I think, because you cannot really separate private life and work, so this kind of 
private life can improve the trust within the colleagues” (Jin, 2018). 

 

In Japan, private rendezvous within organisations are rare, although invitations are regularly 

offered. When work fellows manage to plan private meetings, they meet for dinner, making 

employees aware of the working situation of the firm (Brabeck, 2018). 

 

Communication: German Bluntness vs. False Feedback vs. Japanese Indirectness 

On the basis of German’s democratic values, employees are encouraged and motivated to 

ask questions and to discuss topics in-depth and are keen on contributing to the final result 
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by disclosing their opinions, otherwise, they are dissatisfied (Jin, 2018). When they 

communicate, they are low context (Pflüger, 2018; Pellech, 2018). This could be understood 

as an offense by high context cultures (Xu, 2018). 

There are two groups of people within Chinese organisations, the traditional Chinese (i.e. 

older generation) and the more modern Chinese (younger generation). There is a difference 

in communication styles between both groups (Steinig, 2018). In the traditional group, 

Chinese are very hierarchy-oriented, high context and controlled by their fear for public 

denunciation, known as “loss of face” (Ernst, 2018; Xu, 2018). Therefore, Chinese 

employees accept the decisions from their superiors and do not question them. This is also 

why they would not share their true opinion and why there is no open discussion and 

feedback culture. Within group meetings where the superior is attendant, however, they 

question the work of colleagues which can be understood wrongly by German colleagues 

(Pflüger, 2018; Ernst, 2018; Pellech, 2018; Steinig, 2018). 

Two managers shared their thoughts on differing communication styles in the following way: 

 “Yeah, so, I will give you two insights, yeah. First one of the traditional group, yeah, 
so… when, when you talk to these people, yeah, and you ask them for their opinion, 
yeah, you will get your own opinion back, yeah, not their opinion, but you will get your 
opinion, yeah” (Steinig, 2018). 

 

“So, a lot of times… even if I share a project with my colleagues before and then I 
present it in a meeting and then my boss asks a couple of tough questions, then they 
would all jump on ‘Yeah, and that is also a question I have… I see the problem there!’ 
They didn’t tell me before. So, I think it’s very hard… giving feedback is very hard for 
them… and then I was of course totally surprised because I thought I already 
discussed the whole topic with them, right?” (Pflüger, 2018).  

 

The In the modern group, the communication can be lower in context, but true opinions are 

not necessarily expressed, verified by Steinig: 

“For, for the more open-minded guys, yeah, for sure, you can be a little bit more 
aggressive, a little bit more direct to them and ask them the real question, yeah, but 
nevertheless, you will not get the answer” (Steinig, 2018).  

 

The Japanese communication style resembles the Chinese way of communicating and is 

very indirect (Brabeck, 2018). 

When communication styles of Germans, Chinese and Japanese come across, the likelihood 

for cultural pitfalls, irritation and friction rises. These results are in complete agreement with 

previous works, which were discussed in 3.5.4 (Hall and Hall, 1990; Lang, 1998; Thomas 

and Schenk, 1998; Schödel, 2005; Lin-Huber, 2006; Gülow, 2014). 
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Language deficits, translation errors and accents will also disrupt discourse and elicit 

frustration to the detriment of team members, experienced by Pflüger: 

“I got in quite some situations where I am just irritated, not really… I don’t mean really 
judgemental or negative… just that I know they were trying to tell me something, but I 
was just not getting it and the other way around also” (Pflüger, 2018). 

 

The author’s research was additionally successful in stressing the importance of language 

proficiencies and deficiencies in the English language, precisely covered in 3.5.4 (Boedeker, 

2012, p. 298; Brett et al., 2006, pp. 86–87; Ettorre, 2000, pp. 398–399; Henderson, 2005, pp. 

75–77). 

 

Negotiation: Hard Ball vs. Chess Player vs. Sumo Wrestler 

In German organisations, the negotiation process follows a clear structure, including an in-

depth discussion of critical work-related subjects and the elaboration of a solution, ultimately 

followed by a celebration. Within the negotiation process, Germans use logic and rationality 

to justify their arguments (Xu, 2018; Jin, 2018; Steinig, 2018).  

In China, there is in general a negotiation, but not necessarily a result. Chinese will celebrate 

first before reaching an agreement. Within this informal environment, a more open dialogue 

takes place, but Chinese attempt to make the best possible deal and avoid ending up in a 

weak position by using language to their advantage as well as flip-flopping attitudes. Chinese 

will also put their counterparts’ patience to the test in order to succeed. Hence, it is important 

to remain calm and not to disclose company secrets since Chinese will take advantage of 

that (Xu, 2018; Jin, 2018; Steinig, 2018).  

The ensuing two quotes reflect these observations: 

“In China, this will never happen, yeah, there will be an official negotiation which will 
end in a situation that nothing is negotiated, yeah, and then you have to go to 
celebration, you have to go to drink something with them, you have to go, yeah, to 
make some entertainment, whatever, yeah and then, at the very end, then there will 
be the real result available” (Steinig, 2018).  

 

“I think, you can talk about hours and days about negotiation, because negotiating in 
China is very tough as well, but you can learn a lot” (Xu, 2018). 

 

The research data does not provide any information about the negotiation style of Japanese. 

The empirical results of this research on German as well as Chinese negotiation styles are in 

conviction with theoretical assumptions explained in 4.1.2, 4.2.2, 4.3.2 and 4.4.11.  
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Decisions: Logical Problem-Solving vs. Emerging Solutions vs. Decision-Avoidance 

In German organisations, employees can make decisions by themselves within their scope of 

responsibility. Their decisions, however, need to be aligned with their authority. This is based 

on mutual trust between the employee and the superior. Large-scale decisions are discussed 

in-depth in teams (Brabeck, 2018; Jin, 2018). 

Chinese decision-making is a prolonged process and highly time-consuming, demanding a 

considerable number of employees to inform alternative perspectives on business-related 

problems and to discuss them exhaustively. Chinese consult colleagues before delivering 

results, especially when they operate in an area where they believe to possess weaknesses. 

Through such conduction, Chinese attempt to share responsibility. When well-thought-out 

solutions are found, they are passed down from the higher echelons to the executive body of 

the company. Because Chinese are hierarchy-oriented and fear to take full responsibility for 

their actions, they undoubtedly accept top-down decisions and avoid individual decision-

making (Pflüger, 2018; Brabeck, 2018; Pellech, 2018; Jin, 2018). 

The subsequent statements corroborate the complexity of Chinese decision-making: 

“As you know, the Asian culture or the Chinese culture, people refrain from making 
decisions by one individual, so they would rather like to, make decisions in a team or 
in a group” (Brabeck, 2018). 

  

“You cannot force them really to take decisions. So, you have to understand that 
decisions are made by talking a lot, discussing a lot, so it’s not, you know, you start a 
meeting and you say “Ok, after one hour, I need a decision!” This will not work. So, 
it’s always, you know, I go back to my… to other colleagues and we talk and talk and 
talk… what is fine, but it’s not really getting fast decisions […]as I mentioned earlier in 
China, everything is well-discussed and a lot of people are involved” (Ernst, 2018). 

 

References of German and Chinese decision-making to precedent studies can be made and 

were presented earlier (cf. 4.1.2, 4.2.2, 4.3.2 and 4.4.11). 

Unlike the explanations in literature, Japanese do not apply the ringi and nemawashi strategy 

bur rather refrain from reaching decisions. Notwithstanding, solutions must be approved by 

the superior, restricting a manager’s room for manoeuvre (Brabeck, 2018).  

Conflictual approaches in decision-making are detrimental to GCJBTs. 

 

Government: Decisive Power 

The government in China regulates the whole market and has sole power over a company’s 

success (protection, approval to build a factory on certain land, determination of tax rates, 
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etc.). This is considered as a major drawback of German-Chinese collaboration by expatriate 

seven (Steinig, 2018). 

 

Globally Distributed Virtual Work Teams: “Off or On?” 

Over half of those surveyed admitted that they have been in a virtual team. The most utilised 

technical devices for communication are a Computer or a Laptop (7x), telephone (3x), email 

(3x), Skype for Business (3x), video as well as teleconferences (2x), WebEx (1x), SAP (1x), 

Orange Net (1x) and WeChat (3x) especially when communicating with Chinese (Ernst, 

2018; Brabeck, 2018; Pellech, 2018; Jin, 2018; Steinig, 2018). 

“WeChat” is a multi-functional messaging application and is the most frequently used tool for 

online communication in China, enabling the quick exchange of short and concise messages 

with essential content. Additionally, it accelerates the flow of information and simplifies online 

interaction as stated by one of the seven managers: “Everyone is used to WeChat and if you 

want to get an answer within, let’s say, some minutes, then you just use WeChat… because 

every Chinese is using WeChat”, subjoining that “WeChat is nice to start the discussion” for 

delicate subjects (Ernst, 2018). 

Besides, it allows the melange of private and professional lives (Jin, 2018). Although the 

Chinese language is very indirect (Pellech, 2018), it seems that the Chinese need for 

interpersonal connections overrides their high context orientation (Jin, 2018). Germans, on 

the other hand, are less likely to use WeChat due to its informality (Pellech, 2018). 

Four out of five interviewees claim that virtual communication is more challenging than face-

to-face interaction. This finding supports the results of previous trials investigating GDVWTs, 

outlined in 3.5.5 (Hightower and Sayeed, 1996; DeSanctis and Monge, 1998; Köppel, 2007; 

Rau, 2013). Correspondingly, one expatriate argues the opposite. This matches the study of 

Staples and Zhao (Staples and Zhao, 2006, 439-402). Indeed, the ratio of affirmation and 

negation is in agreement with deliverables illustrated in 3.5.5. 

Digital communication was also perceived as convenient, fast and cost-effective (Pellech, 

2018; Jin, 2018), but it can also lay the foundation for misunderstandings and friction owing 

to the absence of cultural context and non-verbal cues (Pellech, 2018). In fact, studies 

confirm the adverse effects of digitalisation in business environments (Weinkauf and 

Woywode, 2004, pp. 405–406; Köppel, 2007, pp. 135–136). Cultural heterogeneity has a 

major influence on GDVWTs. The more distinct the cultural differences are, the higher the 

likelihood for communication errors (Brabeck, 2018). 

The effect of cultural diversity on virtual teamwork will be depleted when interlocutors meet at 

least one time in person. Furthermore, state-of-the-art technologies often refuse to function 
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properly and hence disrupt the course of video negotiations, conferences, reunions, etc. A 

solution to this problem are F2F encounters. This, in turn, causes scheduling difficulties for 

expatriates and incurs tremendous costs for organisations in consequence of the geographic 

dispersion that team members are forced to overcome (Steinig, 2018) as observed in the 

study of Montoya-Weiss and et al. (Montoya-Weiss et al., 2001, p. 1251). 

Yet, F2F communication is believed to be “the best way” of interaction (Jin, 2018). Non-

verbal gestures, facial expressions, emotions and para-verbal signals help to transmit a 

message clearly, avoiding irritation, frustration and conflicts (Brabeck, 2018). 

Whether to use personal meetings or online communication instruments is dependent on the 

content that necessitates to be shared. Facts are low context and thus can be communicated 

via digital means. When the degree of complexity and the error-proneness of tasks rises (e.g. 

projects), emotional involvement is indispensable (e.g. appraisal interview, negotiations, etc.) 

or social networks (e.g. guanxi) demand to be developed, F2F communication is pertinent 

(Steinig, 2018).  

 

6.2.4 Benefits and Success Factors of GCJBTs 

By and large, deliverables from the interviews accord with research results of cross-cultural 

teams and the theories of GCJBTs regarding benefits and success factors. 

 

Teamwork and Intermediaries: Enhanced Know-How and Increased Effectiveness 

Of the seven subjects, three respondents noted that “teamwork” is the absolute advantage of 

GCJBTs (Pflüger, 2018; Xu, 2018; Brabeck, 2018).  

The majority of those who responded to the question of benefits and success factors felt that 

in the modern-day global arena of commerce, it is crucial to maintain international business 

activities and cultivate partnerships across cultures in order to be successful. Consequently, 

demographic, organisational and cultural heterogeneity are believed to close the educational 

gap of locals, to increase the knowhow of team members, to enable a knowledge transfer, to 

analyse complex problems from different angles and hence to provide high-quality solutions 

rather than one-sided compromises (Pflüger, 2018; Ernst, 2018; Brabeck, 2018; Pellech, 

2018; Jin, 2018; Steinig, 2018). These findings also mirror previous research results on 

cultural hybrid teams ( (Milliken and Martins, 1996, pp. 402–403; Hambrick et al., 1996, p. 

662; Podsiadlowski, 2002, p. 117; Watson et al., 1993, p. 599). 

Interviewees were asked to suggest further advantages of GCJBTs and agreed on their role 

as “bridges”, fulfilling both, requirements of headquarters and demands of local markets and 
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customers (Brabeck, 2018; Jin, 2018). Again parallels were found in literature (Lagerström 

and Andersson, 2003, p. 84; Held, 2015, p. 186).  

 

Cultural Differences: “A Pool of Recourses” 

Another common view among the participants was that different cultures need to understand 

and learn from each other as to make use of their cultural peculiarities. One interviewee even 

commented “I think, the difference make the advantages“ (Jin, 2018). When forces are 

combined, international projects can be rolled out and critical moments can be overcome 

(Xu, 2018; Brabeck, 2018; Pellech, 2018) 

On this account, a closer look is taken on cultural characteristics of Germans and Chinese 

such as in 4.4. Traits related to Japanese were not prominent in the interview data.  

The most valued German qualities are organisation, planning and scheduling skills, analytical 

problem-solving techniques including creativity, rational decision-making, open-mindedness, 

process orientation and individuality in terms of opinions (Jin, 2018; Steinig, 2018), affirming 

prior investigations of researchers (Hall and Hall, 1990; Gülow, 2014; Schroll-Machl, 2016). 

German straightforwardness and frankness is partly appreciated by Chinese (Xu, 2018; Jin, 

2018). 

Whilst a minority mentioned authority obedience (Steinig, 2018), all the other Germans 

agreed on Chinese flexibility, rapidity, entrepreneurship, competitiveness from a leadership 

perspective and collectivism from the view of a team member, problem-solving approaches, 

engagement and courtesy as the main success factors (Pflüger, 2018; Flick et al., 2017; 

Ernst, 2018; Xu, 2018; Pellech, 2018).  

Japanese success factors are accuracy, precision, detail- and quality indoctrination. Manager 

four positively perceives these cultural idiosyncrasies (Brabeck, 2018). This finding is in 

consistency with the research results of Lang and Schödel, being presented in 4.4.9 (Lang, 

1998; Schödel, 2005). 

 

Cultural Relativism: Intercultural Sensitivity and Competences 

Most importantly, there are similarities between the attitudes expressed by the study subjects 

in this thesis (Pflüger, 2018; Pellech, 2018; Jin, 2018; Steinig, 2018) and studies highlighting 

the importance of intercultural sensitivity for the functioning of GCJBTs (Stiller, 2017). 
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6.2.5 Strategies for the Enhancement of German-Chinese-Japanese Teamwork 

Within the interview review, the author has mainly applied the GT for the generation of new 

knowledge, allowing the elaboration of strategies improving the teamwork of GCJBTs. These 

solution possibilities ought to be considered as international HR best practice propositions.  

By the end of each interview, a multitude of notions was elicited in response to the second 

research question of this bachelor thesis, paraphrased by the author within the interviews in 

the following way: “What do you think can be done in order to enhance the German-Chinese/ 

German-Japanese cooperation?” 

Two expatriates, both having different cultural backgrounds, suggested the implementation of 

a coherent exchange programme including the subsequent aspects: 

On a macro level, support should be provided by the government (e.g. in China) to both, the 

headquarter company and the subsidiary. This does not apply to Germany since there are no 

strong ties between the state and the economy such as in China. Insights on the legislative 

framework and the role of the government in Japan were not provided and suggestions by 

the author are thus excluded.  

The leadership team, i.e. the management, should be equally mixed and construe a hybrid 

identity. This newly formed identity should be communicated throughout the whole company 

and further transferred on a micro level. Expatriate programmes should therefore not only 

include middle or top level managers, but also ought to encourage the younger employees of 

a firm such as mew talents, trainees, etc. (Jin, 2018; Steinig, 2018).  

Almost two-thirds of the managers (three interviewees) approved that a reciprocal exchange 

between the cooperating cultures and expatriates ought to take place (Pflüger, 2018; 

Brabeck, 2018; Jin, 2018). The imputed logic is that Germans should be sent on global 

assignments to China and Japan, Chinese to Germany and Japan and Japanese to 

Germany and China for a period of approximately three to five years (Brabeck, 2018). 

Pflüger explains her suggestion by stating the following: 

“I think the best thing would be to have the exchange both ways, not just send 
assignees to China and then you know, they always leave there after two or three 
years, also the Chinese, you can see, they think like ‘Oh, another boss…  because 
they don’t trust us locals that we get the job done here’… I mean of course they think 
that…“ (Pflüger, 2018). 

 

According to the quote of participant one, it becomes obvious that biases within teamwork 

partly exist and that locals in the subsidiaries feel depreciated by the lack of trust that their 

German colleagues show them.  
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The proposed strategy, however, ought to build trustful long-term relationships in order to 

equip managers from each culture with a better understanding of the business activities in all 

three regions and bridge the gap between headquarter operations and subsidiaries in the 

foreign markets. This observation is strongly correlated to the benefits and success factors 

earlier presented in 6.2.4. 

The theme of “trust” repeatedly occurred in the discussion within German-Chinese and 

German-Japanese teamwork (Pflüger, 2018; Brabeck, 2018; Jin, 2018; Steinig, 2018). In 

order to establish trust, it is crucial to debilitate false narratives, stereotypical thinking as well 

as prejudices and to develop a nihilistic view about the target countries (Steinig, 2018; 

Pellech, 2018). Then teams can concentrate on their strengths (Jin, 2018). This could be 

achieved through intercultural trainings. 

One manager believes that an intercultural training is helpful for untrained expatriates before 

going on a global assignment to receive basic, theoretical information (Ernst, 2018). When a 

person is experienced internationally, then an intercultural training is not necessary, argues 

manager seven (Steinig, 2018). If a pre-assignment training is offered by the firm, it should 

be conducted by people who are from the target countries (Ernst, 2018). As a premise 

mutual interest from all sides should exist (Jin, 2018). 

Such trainings help to gain a first impression, but they do not substitute the physical contact 

with foreign cultures and its people because they are unable to carry and convey the cultural 

implication of real-life experiences (Pflüger, 2018; Ernst, 2018). 

Expatriates should also invest time in learning the language of the target countries since it 

gives a valuable insight into the respective cultures (Pflüger, 2018; Pellech, 2018). 

Before and on the global assignment, much more attention should be drawn to the team 

leader, managing cultural differences and ensuring efficient teamwork. 

Before forming a GCJBT, it is important as a team leader to speak to all cultural groups as to 

make them aware of cultural differences and the underlying rules sets. In case of conflictual 

situations, the team leader is required to function as a mediator, to listen and to talk to the 

team members in single sessions and to resolve problems. According to the research results, 

this does not conflict with the Chinese and Japanese sense of collectivism (Pellech, 2018; 

Steinig, 2018). 

This needs to be repeated until understanding is developed from both sides. This takes a lot 

of time and energy, but the goal is to avoid an escalation and enhance teamwork. When 

acceptance is established, trainers can be employed helping expatriates and locals to obtain 

an ethnorelative perspective (Pflüger, 2018; Ernst, 2018; Steinig, 2018). 



 

79 

 

Communication and open discussions foster teamwork and the emergence of new ideas and 

solutions to problems and reduced hierarchies help to cultivate trust, to develop a team spirit 

and form a team identity (Ernst, 2018; Xu, 2018). 

Exchanging ideas with colleagues and friends from the target country will help to adapt to the 

new environment and to change perspectives. This in turn, eases the process of integration. 

Trust can also be developed through regular private meetings, initiated by the team leader 

(Jin, 2018). 

The team leader must thus keep an ongoing communication line with both, headquarter and 

subsidiary, and ensure that all team members are on the same information level. Moreover, 

the team leader is required to define the tasks precisely, assign them to the employees, to 

communicate the tasks eloquently and to give feedback appropriately (Ernst, 2018; Xu, 

2018). 

Therefore, the team leader has to figure out who the right person is of receiving feedback in 

order to have an open dialogue, leading to a sustainable change in behaviour. Appraisal 

interviews should not be done in a group, but one by one. Moreover, it is necessary to use an 

indirect language, to remain calm and patient, to observe their behaviour and interpret the 

messages correctly (Pflüger, 2013; Ernst, 2018; Xu, 2018). 

Furthermore, the team leader must keep track on personnel developments and combine all 

positive behavioural aspects of Germans, Chinese and Japanese (Brabeck, 2018). 

Through real-life global assignments in the target countries within the exchange programme, 

managers can gain international experiences and accordingly develop intercultural sensitivity 

and competences (Pflüger, 2018). After having adapted an ethnorelative attitude (cf. 3.6.1), it 

is easy to switch from one culture to another, simplifying interaction (Pellech, 2018; Steinig, 

2018).  

After the exchange of workforce, virtual communication measures can be implemented as 

cost-saving arrangements (Brabeck, 2018). 

Although, international global assignments are highly cost-intensive, they can be a valuable 

investment, promise sustainable results for the company. 
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6.3 Comparison of Theoretical and Empirical Results  

The objective of this thesis was to identify the benefits and drawbacks of GCJBTs and to 

create synergies and avoid conflicts from them. Due to the void in literature, the author has 

extrapolated theoretical assumptions for GCJBTS from cross-cultural as well as teamwork 

studies. To test the validity of the theoretical assumptions and to infer international HR best 

practice propositions, a qualitative research was conducted.  

In the precedent subchapters, the author has then presented the research results and drawn 

parallels between literature and theory. The following tables portray this comparison: 

Importance of Culture in International 

Business 

Importance of Chinese and Japanese 

Markets 

Applicability of Cross-Cultural Studies Applicability of Teamwork Studies 

German Cultural Business 

Behaviour 

Chinese Cultural Business 

Behaviour 

Japanese Cultural Business 

Behaviour 

Theoretical Assumptions: Benefits and Drawbacks of GCJBTs 

Power 

Distribution 

Identity Responsibility Spheres of Life Ethics 

Communication Planning and 

Scheduling 

Motivation Labour Quality Negotiation and 

Decision-making 

 

Table 19: Theoretical Assumptions of GCJBTs (Own Depiction) 

 

Importance of Culture in International 

Business 

Importance of Chinese and Japanese 

Markets 

Applicability of Cross-Cultural Studies Applicability of Teamwork Studies 

German Cultural Business 

Behaviour 

Chinese Cultural Business 

Behaviour 

Japanese Cultural Business 

Behaviour 

Empirical Results: Benefits and Drawbacks of GCJBTs 

Power 

Distribution 

Ethnocentrism/ 

Government 

Negotiation and 

Decision-making 

Teamwork and 

Intermediaries 

Cultural 

Relativism 

Communication Spheres of Life Virtual 

Communication  

Cultural 

Differences 

Intercultural 

Sensivity 

 

Table 20: Empirical Results of GCJBTs (Own Depiction) 

 

The deliverables suggest for the enhancement of German-Chinese-Japanese teamwork to 

gain support from the government, to design a coherent, reciprocal exchange programme 

including the management and the managers in the lower levels of the company, to provide 

intercultural trainings and language courses as well as a competent team leader, guiding the 

GCJBT before and during the global assignment.   
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7. Conclusion 

On the grounds of the qualitative research results, comparisons between theory and practice 

were drawn and international HR best practice propositions were derived. These two aspects 

will now serve as a basis for the formulation of limitations and recommendations for future 

research in the field GCJBTs. The thesis will be concluded by a final thought of the author. 

 

7.1 Limitations of Present Findings and Recommendations for Future Research 

Investigations into the area of German-Chinese-Japanese teamwork are slowly on the rise 

and seem likely to confirm the research findings of the author. Nevertheless, it is of utmost 

importance to point out those existing sources are not pure studies on GCJBTs, but rather 

fractions of German-Chinese and German-Japanese collaboration, often in the context of a 

broader political and economic framework. Therefore, present findings constitute an attempt 

to contribute to a growing body of literature researching specifically on GCJBTs.  

The author’s work on GCJBTs does not remain without limitations, being outlined hereafter. 

Recommendations for future research are deduced from the limitations and will be similarly 

presented in the subsequent.  

The deliverables of this paper were extracted from a literature review and expert interviews. 

In the theoretical section of this thesis, the role of the company (e.g. management) and the 

team leader within GCJBTs was pushed to the periphery of discussion. The findings of the 

qualitative research, however, have stressed the significance of both factors. For a more 

holistic perspective and more all-embracing, objective outcomes, empirical research should 

be conducted on benefits and drawbacks, success and failure factors of GCJBTs as well as 

company activities and team leader functions, supporting GCJBTs. 

The most important limitation of this thesis lies in the research population. Although, a great 

number of research subjects were recruited for the investigation, only German-Chinese or 

German-Japanese, but no Chinese-Japanese or German-Chinese-Japanese teamwork was 

researched. GCJBTs should be explored as such as to provide a rich source of information.  

In addition, the qualitative research study of this thesis has failed to generate valuable and 

representative data on Japanese business behaviour. The majority of the theories hence 

remain unverified. As a consequence, research results should be interpreted with caution 

and socio-cultural conceptions of Japanese ought to be examined, especially in combination 

with German and Chinese indigenous concepts. 
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The research results have been the foundation for the elaboration of international HR best 

practices. Yet, the proposed strategies require to be put into practice, analysed, evaluated, 

corrected and adjusted if necessary. 

Moreover, the current thesis was unable to devise concrete, detailed, precise recommended 

course of actions due to the restricted scope of the thesis. In this connection, a multitude of 

questions remained unanswered such as for example the ensuing ones: 

• How should be intercultural trainings be designed for GCJBTs? 

• How can trustful relationships be built (apart from private meetings)? 

• How can behavioural characteristics of GCJBTs be combined? 

• What kind of person is the ideal team leader and what kind of qualifications, qualities, 

aptitudes, etc. are required for the management of GCJBTs? 

As a result, future works should be devoted to the development of concrete measures and 

actions for intercultural trainings, trustful relationship-building, combination of behavioural 

culture-bound features, etc. 

 

7.2 Concluding Thought 

The theoretical and empirical research findings of this thesis give answer to the two research 

questions formulated in chapter one. Deliverables revealed that cultural differences between 

Germans, Chinese and Japanese are large, but not necessarily unbridgeable. International 

HR best practice propositions were also derived from the qualitative research and suggest 

the construction of a conclusive exchange programme, enabling the development of long-

term trustful relationships and intercultural competences. An ethnorelative mind-set is one of 

the key success factors within the German-Chinese-Japanese cooperation because it allows 

a person to view the world from the perspective of his or her counterpart. 

In this sense, the author concludes her thesis with the following quote: 

“When you’re working together longer and also you have some friendship […] 
established […] then you feel there is no difference between different nationalities” 
(Jin, 2018). 
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Interview Guide 

Research 

Questions 

Structure Theme 1 

(Cultural Aspects) 

Theme 2 

(Teamwork) 

Question 

Number 

RQ 2 

 

Standard 

Questions 

Cultural Background Professional Background 1 

Pre-

Departure 

/ Level of Experience and 

Intercultural Competence 

2.1, 2.3, 

2.4 

Importance of Culture in 

Business 

Importance of GCJBTs 2.2 

Getting to 

Know 

/ Ethnocentrism 3.1 

RQ 1 Universalism/ 

Particularism, 

Sequential/ Synchronic or 

Mono-/ Polychronic Time, 

Specific/ Diffuse Context 

Team Development and 

Identity, Interaction (e.g. 

Communication, 

Relationship building) 

3.2, 3.3 

Critical 

Incidents 

High/ Low Power 

Distance, Masculinity/ 

Femininity or Gender 

Egalitarianism/ 

Assertiveness, 

Achievement/ Ascription 

Team Development and 

Identity, Group 

Conformity and Cohesion 

4.1.1 

High/ Low Context, 

Neutral/ Emotional 

Expression 

Interaction (e.g. 

Communication, Conflict, 

Emotion, Cooperation) 

4.1.2 

All Cultural Dimensions 

(cf. Chapter 2) 

Group Conformity/ Group 

Cohesion, Know-How/ 

Decision-Making, 

Effectiveness, Interaction 

(Communication, Conflict, 

Emotion, Cooperation, 

Relationship Building) 

 

4.1.3, 

4.1.4, 

4.1.5, 

4.1.6, 

4.1.7 

Sequential/ Synchronic or 

Mono-/ Polychronic Time, 

High/ Low Context, High/ 

Low Territoriality, Neutral/ 

Emotional Expression 

GDVWTs, Interaction 

(e.g. Communication, 

Conflict, Emotion) 

4.2.1, 

4.2.2, 

4.2.3 

RQ 1/2 Positive 

Outcomes 

All Cultural Dimensions 

(cf. Chapter 2) 

Ethnocentrism, Level of 

Experience and 

Intercultural Competence 

5.1, 5.2, 

5.3, 5.4, 

5.5 
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Interview Questions (German Perspective) 

1. Standard Questions 

Please introduce yourself by including the following information: 

• Name (voluntarily) 

• Gender 

• Age 

• Nationality 

• Function within the company (CFO, engineering advisor, etc.) 

• Position within the company (top management, middle management, etc.) 

• Short description of career path 

 

2. Pre-departure 

2.1 Before going on a global assignment in an Asian (Chinese/ Japanese) area, what kind of 

intercultural training did you receive? 

2.2 What were your motives for you going on a global assignment in the Asian (Chinese, 

Japanese) sphere of business?  

2.3 On how many global assignments have you been in the Asian area (China, Japan)? 

2.4 For how long (number of months/ years) have you been on your global assignment in the 

Asian area (China, Japan)? 

 

3. Getting to know 

3.1 What were your first impressions when dealing with Chinese/ Japanese workmates, 

particularly in the beginning of your assignment?  

3.2 What kind of private contacts did you have with your colleagues and what were the main 

occasions (e.g. sports activities, invitation for family dinner, etc.)? How was your working 

relation impacted by private contacts? 

3.3 After having spent some time in China/ Japan, what kind of behavioural changes of your 

colleagues did you observe and what was particularly different? 

 

4. Critical Incidents 

According to literature, Chinese/ Japanese and German working styles are very 

contradicting. Therefore, some questions… 

4.1 F2F Teams 

 

4.1.1 What were the roles within the team? What was your role within the team? What were 

the hierarchical structures within the team?  

4.1.2 How would you describe the Chinese/ Japanese communication style? How does it 

differ from German ways of communicating? 

4.1.3 How are projects handled in the Asian (Chinese/ Japanese) area (e.g. distribution of 

work, negotiation/ discussion/ exchange of ideas, decision-making, etc.)? How does it 

differ from the German style of handling projects? Please give examples. 

4.1.4 What kind of difficulties did you face when working with your Chinese/ Japanese 

colleagues? What were the main obstacles? How did you overcome them?  
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4.1.5 What kind of “severe” conflicts did you face? Please give examples! How did you 
solve them and who took the initiative (Germans/ Chinese/ Japanese OR group 

effort)? How was your working relation affected? What were the consequences for 

the team? 

4.1.6 Therefore, what are the major drawbacks of Sino-European Teams (e.g. cultural 

differences, different working styles, etc.)? 

4.1.7 What do you believe are the main problem factors of Sino-European Teams? 

 

 

4.2 Virtual Work Teams 

 

4.2.1 What mediums did you use to communicate (e-mail, skype for business, etc.) when 

working within a virtual work team? 

4.2.2 How did your choice of mediums affect your communication and your working 

relation? 

4.2.3 How do F2F and virtual differ? Which of the two team forms are more challenging? 

Please explain why. 

 

5. Positive Outcomes 

5.1 What did you learn about working in China/ Japan? Could you benefit from your 

experiences in future assignments? 

5.2 What kind of behavioural characteristics of your Asian workmates do you wish to 

possess? Please explain why!  

5.3 What are the main advantages of Sino-European Teams (e.g. better/ faster/ more 

creative problem-solving processes, etc.)? 

5.4 What do you believe are the main success factors of Sino-European Teams? 

5.5 What needs to be done in order enhance Sino-European collaboration?  

 

Interview Questions (Chinese/ Japanese Perspective) 

1. Standard Questions 

Please introduce yourself by including the following information: 

• Name (voluntarily) 

• Gender 

• Age 

• Nationality 

• Function within the company (CFO, engineering advisor, etc.) 

• Position within the company (top management, middle management, etc.) 

• Short description of career path 

 

 

2. Pre-departure 

2.1 Before going on a global assignment in a European (German) area, what kind of 

intercultural training did you receive? 

2.2 What were your motives for you going on a global assignment in the European (German) 

sphere of business?  

2.3 On how many global assignments have you been in the European (German) area? 
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2.4 For how long (number of months/ years) have you been on your global assignment in the 

European (German) area? 

 

Alternatively: If you have not been on a global assignment, but were working with German 

workmates within a team because they have been sent on a global assignment to China/ 

Japan, please consider the questions of number two (pre-departure) as obsolete and answer 

the following ones: 

2.1 Before forming a team with your German colleagues, what kind of intercultural training 

did you receive? 

2.2 What were your motives for working with German colleagues or was it pre-determined 

due to your position within your department/ company?  

2.3 How many times have you been in a Chinese/ Japanese-German team? 

2.4 For how long (number of months/ years) have you been working with Germans? 

 

3. Getting to know 

3.1 What were your first impressions when dealing with German workmates, particularly in 

the beginning of your assignment?  

Alternatively: What were your first impressions when dealing with German workmates, 

particularly in the beginning of your working relation?  

3.2 What kind of private contacts did you have with your colleagues and what were the main 

occasions (e.g. sports activities, invitation for family dinner, etc.)? How was your working 

relation impacted by private contacts? 

3.3 After having spent some time in Germany, what kind of behavioural changes of your 

colleagues did you observe and what was particularly different? 

Alternatively: After having worked with Germans for some time, what kind of behavioural 

changes of your colleagues did you observe and what was particularly different? 

 

4. Critical Incidents 

According to literature, Chinese/ Japanese and German working styles are very 

contradicting. Therefore, some questions… 

4.1 F2F Teams 

 

4.1.1 What were the roles within the team? What was your role within the team? What were 

the hierarchical structures within the team?  

4.1.2 How would you describe the German communication style? How does it differ from 

your way of communicating? 

4.1.3 How are projects handled in the European (German) area (e.g. distribution of work, 

negotiation/ discussion/ exchange of ideas, decision-making, etc.)? How does it differ 

from the Chinese/ Japanese style of handling projects? Please give examples. 

4.1.4 What kind of difficulties did you face when working with your German colleagues? 

What were the main obstacles? How did you overcome them?  

4.1.5 What kind of “severe” conflicts did you face? Please give examples! How did you 
solve them and who took the initiative (Germans/ Chinese/ Japanese OR group 

effort)? How was your working relation affected? What were the consequences for 

the team? 
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4.1.6 Therefore, what are the major drawbacks of Sino-European Teams (e.g. cultural 

differences, different working styles, etc.)? 

4.1.7 What do you believe are the main problem factors of Sino-European Teams? 

 

 

4.2 Virtual Work Teams 

 

4.2.1 What mediums did you use to communicate (e-mail, skype for business, etc.) when 

working within a virtual work team? 

4.2.2 How did your choice of mediums affect your communication and your working 

relation? 

4.2.3 How do F2F and virtual differ? Which of the two team forms are more challenging? 

Please explain why. 

 

5. Positive Outcomes 

5.1 What did you learn about working in Germany? Could you benefit from your experiences 

in future assignments? 

Alternatively: What did you learn about working with Germans? Could you benefit from 

your experiences in future your career? 

5.2 What kind of behavioural characteristics of your European workmates do you wish to 

possess? Please explain why!  

5.3 What are the main advantages of Sino-European Teams (e.g. better/ faster/ more 

creative problem-solving processes, etc.)? 

5.4 What do you believe are the main success factors of Sino-European Teams? 

5.5 What needs to be done in order enhance Sino-European collaboration?  

 

Interview 1: Christine Pflüger 

Time: 32:37, Date: June 29, 2018 

Isufi: Ok! Hello and Welcome. Thank you very much for your willingness in participating in this interview about Sino-European 

collaboration and teamwork. Before starting with the actual interview, I would like to inform you that I will record our interview. If 

that is ok for you of course. Is it ok? 

Pflüger: Yes, that’s fine. 

Isufi: Perfect! So after having had interviewed you, I will type everything down and send you a transcript if you require and if you 

want to have a look on the final paper, I can send you that as well. So, I would suggest to jump right into the questions and 

maybe for a starter you could introduce yourself, tell me your name (if you want to), your age, your nationality, the position and 

function you have within your company and maybe a short description of your career path and the motives or drivers for you to 

go to China and doing business there. And if you want me to repeat anything, don’t hesitate and tell me. 

Pflüger: Okay, fine, thank you! So, my name is Christine, I am obviously female. I am 43 years old and my function with MAN in 

China is… I am the specialist for competence management for the whole Asia Pacific Region. 

Isufi: Hmm, yes! 

Pflüger: I started here in Shanghai with MAN in January 2017 and when I started I was actually hired as a HR business partner 

for our Turbo Business and also as a specialist for policies and personnel development. And then… in the context of the new 

HR breaking model, that was rolled out in all four regions worldwide for MAN, I became the specialist for competence 

management. In my area of responsibility right now are all topics related recruiting, onboarding, training and development, talent 

development… all related topics to competence management.  
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Isufi: All right! 

Pflüger: Before I worked for MAN, I actually made like an international career, so before I lived in the United States for five 

years, before that in Switzerland, and before that in France, so I have quite some international experience already before I 

started with MAN. 

Isufi: Ok, I see! And why did you decide to go to China and to work there? Was it just because of… the company decided that 

for you or did you have a personal interest? 

Pflüger: Actually, in my case… my husband was sent to China for his position and I am following. I was not working for MAN 

before we came to China. I started my career with MAN in Shanghai… but… so for me… the reasons were actually all personal. 

Since I have already been living in other countries and I enjoyed every single experience very much, I was very keen on going 

to Asia, to finally have to chance to… you know, in the United States, of course every country is different but from a cultural 

standpoint, I would say that Asia is still like the biggest challenge or most challenging experience compared to the other 

countries I have been living in and working in before. 

Isufi: I can imagine! So, in total how many months have you been in China now? 

Pflüger: It’s one and half years now. 

Isufi: Ok, perfect. And you told me that you have been working in other countries, so you definitely have some sort of 

intercultural competence, but did you have any kind of cultural training before you going to China? Or was it just jumping into the 

water and trying out? 

Pflüger: [Laughs] Mostly, it was that… I think but… so I really started with some Chinese classes before I came here like more 

than a half year before I moved to China, and if you learn the Chinese language, it automatically is related to some cultural 

lessons or some… the language is showing a lot of the culture or… so I think I got some idea already but then of course once 

you get here, the reality is still... always jumping into the cold water experience. 

Isufi: I can imagine, definitely! To the communication aspect I will talk to… about that later. Maybe something about the 

beginning… what were your first impressions when you arrived there and started working with your Chinese colleagues.  

Pflüger: [Short pause] The first impression is that… I would say in general… people here in China are very, very friendly, very 

helpful, very open-minded… they are curious, very curious actually about other people, our lifestyle, our background… so very 

positive… very positive first impression. Also, a little irritation maybe… before I got used to their style of communication, before I 

experienced more and learned more… I got in quite some situations where I am just irritated, not really… I don’t mean really 

judgemental or negative… just that I know they were trying to tell me something, but I was just not getting it and the other way 

around also… so, I would call it irritation… before we found out the right way of communication. 

Isufi: Oh, wow! But did it change over the course of the time? Of course I think, it was bit better than or better generally, but did 

you observe any other changes about their behaviour… whether they were nice as well in the later stages of your collaboration?  

Pflüger: [Short pause] I think actually, it developed… only in a positive way like getting… [short pause] always getting better… 

from both sides… so… [hesitation] for the Chinese, relationship building is very, very important. I am sure you heard that before, 

so they are friendly, and they open… but they keep some private things maybe private until they really know you and until you 

also show them that you have the same values or that you value and respect them… so especially time is very important factor I 

think for growing closer together and China… because only with time you can build trust and relationship and relationship is one 

of the most important factors in Asian countries I think. 

Isufi: Ok! And when you were building these relationships, did you have also private contacts like for example going out to do 

sports together or have a, like in Germany, “Feierabendbier” or something like that?  

Pflüger: [Laughs, followed by short pause] I wish it would be more… I still think, I consider some of my colleagues really close 

friends and we of course are doing lunch-time together, we speak about private things, and sometimes we go out for lunch or 

we go shopping or when we were in business trips together, we spent some time together, and also not only talking about to 

work-related topics. In general, after work normally, we both go in separate directions, just home and the Chinese are very 

family-oriented, family comes first… so for them, it’s very, very important to spend time with their parents, with their own 
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children… and then friends only come after that and also when you come from outside to China, of course they have already 

their whole network, and their whole relationships here in China, so I think… it is even a harder effort to become a part of that. 

Isufi: Ok, I can see, but… 

Pflüger: And… 

Isufi: Yeah, continue! 

Pflüger: Yeah, there is one more reason, why it is sometimes not so easy… when you come to China as an assignee or an 

expat, actually in my case I am a local hire, but since my husband is an expat, I know this… the thing that you get the housing 

allowance, you live maybe in downtown Shanghai in a nice apartment, we go out into restaurants they cannot afford or they 

would not go… so spending time together, you have to find the right things to do without shocking each other… so, we were 

always very, very honoured when we were invited to Chinese households for dinner… it’s really completely different from 

anything you can imagine like being in a French household, or a Italian household, or in a German household. So…. I think you 

have to be very sensitive what you can show them about your own lifestyle and what you… maybe this is about what food we 

eat, how we drink alcohol, what we do and what we spend our money on… so the lifestyles… very, very different because they 

have their own very different salary level, very different… they live in a very different neighbourhood in Shanghai, so I think, it is 

a very sensitive topic, to really share your life, so it’s not so easy. 

Isufi: So, would you agree with me when I say that they are very curious, they want to get to know you, but you on the other 

side, have to pay attention, what you… what kind of information you are giving to that person although they are very interested? 

Pflüger: Yes, I would agree… for example… I can give you an example… when we moved inside of Shanghai from one 

apartment to the other, of course they were like Chinese that were mainly doing the packing and carrying of the boxes and then 

there is one person who speaks English to kind a oversee the whole thing and she was very, very curious and she wanted to 

learn about Germany, she has of course never left the country so far, but she would ask always all these questions like “What 

salary do you have? How much do you pay a rent?” Questions in Germany they are not very common. We would not share that 

with a lot of people. But here it’s very… every time you say something like “I flew to Germany last week!” - “What was the flight 

ticket?” - They talk about for example about money a lot more than we do, so… then I consider this very sensitive data or 

information [laughs], so these are things you… they are curious, and they mean good, but for me it’s impossible to reply 

because I feel uncomfortable. 

Isufi: I think… I believe that is a cultural thing, definitely! And over the time when you had more contact with them, even in the 

private area, I would say… does that affect kind of your working relations then? I believe so, and if yes, how? 

Pflüger: [short pause] I think that is not so different than anywhere else, once you become friends with your colleagues and 

there might be a difficult work situation or some time where you are the project leader and you need them to perform something 

or to get something done on time, it can get a little… difficult to find your role, but I think this is the same for every country, only 

that here… I don’t know whether will touch that topic later, but here, is a very strong hierarchy, right? It’s… People just follow 

what their boss tells them to do. But I am not a boss, I am colleague… 

Isufi: Pardon? 

Pflüger: I am not a boss, I am colleague… I am on the same level like my colleagues. 

Isufi: Ok, so are you working in a team then with your Chinese colleagues? Would you say that? 

Pflüger: Yes! We’re a team of five.  

Isufi: Ok, what are the roles within the team and would you or could you please describe the hierarchy levels or structures within 

the team. That would be nice. 

Pflüger: So, we all have one boss, we all have the same boss we are reporting to and so we are on the same level, but we have 

our different expertise… so mainly we are set up like one person is responsible for recruiting, one for person is for payroll and 

compensation and benefits topics, that’s because it is human resources, so we are separated by expertise and the… what is 

special about my role is that I am responsible for Asia Pacific, so also for colleagues in countries, they are not reported to me, 
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but I am involved in topics, including Indonesia, Malaysia, Japan, Taiwan, Singapore, Hon Kong, so… I have even more 

different cultural relationship or interaction then just yeah…  

Isufi: Ok, and do the hierarchies… so you said you are on the same level, but do you observe any hierarchical differences 

within the team? 

Pflüger: So, the first thing is that in the relationship to our boss… this is going strictly hierar… I mean she expects respect for 

her being the boss… so this is one thing for me that is different, especially coming from… that I have been living and working in 

the United States, you know, in the United States, everybody is using the first name, and even with the owner of the company, I 

could just walk into his office and said “I have a topic, do you have five minutes?” So here, it’s really… I was also used to from 

my former work experience that I can give my opinion… of course, you have to respect the boss, out of question, but I was 

always allowed to give my opinion… but here it is even sometimes stopped earlier… like… if there is no interest in listening… 

it’s just because the boss is the boss… and then between the colleagues, there is one point, that I would like to make… as a 

foreigner, we get a kind of an automatic respect here… they respect us just for being a foreigner, which is a very interesting 

point because I think you have to deserve this normally to be respected or to become an authority, but it’s very easy and it’s 

happens very automatically in Asia, that I become the go-to person for questions or once they know my strength, like of course 

as a German maybe to be… to work in a structured way or to follow some methodology or… they automatically come and seek 

advice, although they have maybe even more work experience, but it’s a natural thing, that they respect foreigners and that they 

come to us for advice. That’s my experience! 

Isufi: I see and when you’re working on projects with your colleagues, how did it work? How did for example, decision-making 

work, the distribution of work? You said earlier that it’s divided according to your expertise for example… did it… how did it 

evolve?  

Pflüger: So, of course, at the beginning I needed their help everywhere [laughs] because I was new to the organization, I was 

new in the country, I was new to the labour law in China, so I had so many questions and then how do we do things here… 

around here, but at the beginning I needed their help a lot and they had to be very patient with me. Then after a while… I think 

now they consult me a lot because they see that… especially when they get some projects or some tasks, they let me review it 

before they deliver it or things like that, so it’s really teamwork, but it’s also a little bit, they know that some of my strengths are 

maybe in an area where they are little bit weaker, and they use this, yeah. 

Isufi: And acknowledge this, I guess?  

Pflüger: Ahmm… [confirming]. 

Isufi: Ok… and is it difficult to make decisions…. when you have a certain project and you have a deadline and it gets really 

intense, I’d say? 

Pflüger: [Short pause] Mostly, I must admit, I am told what to do. So, my decision-making is limited. I can make decisions inside 

my projects’ scope, but a lot of times, I make sure that this is really aligned with the management or with my boss. So, a lot of 

the decisions… are made on a level above me, I would say. 

Isufi: Ok, so you’re just conducting what the prior decisions were basically? Ok… as we have talked earlier about 

communication… what is the communication style in China and what are the main differences to the German one? 

Pflüger: [Laughs, then short pause] So, in general communication is easy, they like to talk, it’s, it’s… they are not introverts or 

something like that…. [hesitation] I think the biggest difference is that… be… I mean it always sounds a little bit like prejudice 

or… but I have to speak in general engine generic terms, so I say we Germans [laugh], I think we normally have a very direct 

way of communication, right? Right to the point, I mean what I say and there is no hidden message and this is, we call it or in 

literature this is called I think low context communication and China is absolutely a high context communication, so, what they 

do, they have a lot of hidden messages, you have to read a lot between the lines, what they say… for example, when they 

mean “no” they say “maybe” [laughs]… so you really have to learn to get that… all these little… and then of course, we both 

don’t speak our native language together, right? I speak English, they speak English, their mother tongue is Chinese, my mother 

tongue is German, so we both have to communicate in a language that is not our own… so there is also of course… 

communication mistakes possible. But basically, mainly it is the point about that when I think I said something clearly, I would 

expect them to have understood, but it’s just not the case and sometimes, I think, they give me messages, I just don’t get it. 
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Yeah, so… for me it’s really reading between the lines, but you can get better at that… I recommend it… first you have to be 

aware of it… and also about when I think, it’s not only in oral communication, also with e-mails… I am big fan of e-mails, so I like 

to just send a summary with bullet points and “this is the outcome of the meeting” or “this is what I expect, can you please give 

me feedback, I five questions” and then I get no reply on and this not that they don’t want to work or… it’s just that this is not 

their… they don’t know how to answer that… it’s not their way… when I sit together with them and ask them the same 

questions, oh, I get all my answers… so it’s not only about how you communicate, it’s also maybe the written way, is not the 

best way, yeah. I am just an e-mailer, I think they are more like talker [laughs]… 

Isufi: I see… and about the non-verbal communication? What do you think are the main differences when you talk to them? 

Pflüger: [Short pause] I think… we can read their expressions well… I don’t see such a big difference. I think it’s very similar to 

us. Yeah! 

Isufi: Alright! I didn’t expect it honestly… 

Pflüger: I don’t think they’re trying to hide. For me, they have quite open faces. Bus this is maybe also because by now I know 

them so well.  

Isufi: Ok… alright. And during your time in China, did you come across any difficulties that even turned into major or severe 

conflicts?  

Pflüger: [Long pause] Hmm…. 

Isufi: Of course, you don’t have to give details, just, I mean, generally, where you really had to face severe challenges that 

could have mean… or that could have great backlash and consequences for the work? 

Pflüger: For me, It’s just more about my personal… [thinking] happiness at work. So, this “following instructions” is sometimes, 

just because there are instructions, this is sometimes not so easy for me to accept. Because I think I… we come from a cultural 

background where we like to argue or find a solution or a compromise, but just to follow instructions, is actually a little bit against 

my nature. So sometimes, I have some conflicts with my boss… because… I would like to argue… I don’t mean argue in a 

negative way, I would like to discuss and mention… like give my opinion. Sometimes, this not… it’s not expected. So, I think this 

is something where I have… and then I think I am little bit impatient… it’s not really big conflicts, but… in another… in a different 

cultural context, I think I would get to a different result or feel more satisfied afterwards to… also when we get… what I 

expected… yeah.  

Isufi: Ok, and when you had these conflicts with your boss, where you wouldn’t discuss about the results or how to… you want 

to continue? How did you solve them? Did you just accept what was told to you or… how did it work? 

Pflüger: A lot of times, actually, time helps. So, normally, there is maybe in this situation there is no solution… the best is so to 

leave the office, take the new task, and first accept it. And then I made the experience that a lot of times I came back and I’ve 

shown that I was trying to change directions with my projects, or to follow the new plea, the new suggestions, that then the 

communication was totally different… very appreciated… so a lot of times, it was just… maybe another day, maybe a better day 

or… and then I think also… once I have showed that I am absolutely willing to follow through… to follow the instructions, then it 

got easier to come back to a good level of communication… so a lot of times, it’s like one, two, three days later or the next time 

we talk about the same project, totally different feeling and totally different outcomes [laughs]… so I think, it’s really like both…. 

both parties being patient with other and giving other person some room to…  

Isufi: To work…  

Pflüger: Digest [laughs], yeah… 

Isufi: I see… so… 

Pflüger: And then, sorry, one more point… I just was thinking like feedback is… I mean this is the same context, right… for 

giving feedback, it’s also, this is really harder in the Asian culture, I would say… feedback is not something… 

Isufi: Welcomed? 
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Pflüger: I think… yeah, it’s not welcomed… it’s not easy for them to give. So, a lot of times… even if I share a project with my 

colleagues before and then I present it in a meeting and then my boss asks a couple of tough questions, then they would all 

jump on “Yeah, and that is also a question I have… I see the problem there!” They didn’t tell me before. So, I think it’s very 

hard… giving feedback is very hard for them… and then I was of course totally surprised because I thought I already discussed 

the whole topic with them, right?  

Isufi: Did you have kind of the feeling that they didn’t have your back then in that situation? 

Pflüger: I think, they don’t mean it that way… I mean of course, it feels that way but they do the same to each other.  

Isufi: It’s not an interpersonal thing, it’s just that it’s more a cultural thing then? 

Pflüger: [Short pause] Yeah, it’s not a personal topic. 

Isufi: Ok, I see! So, after having worked there and taking all the experiences that you have in mind, would you say are the main 

disadvantages and problem factors when working there? 

Pflüger: [Long pause] Hmm… 

Isufi: Even it there are small ones?  

Pflüger: [Short pause] 

Isufi: They don’t have to be problems as such, but maybe challenges. 

Pflüger: [Long pause] I think, I see a bigger challenge… for us as the foreigners here to adjust better… I think, what is actually 

more required is to adjust better to the culture we go to… I know, it’s sometimes not easy, but when I look for example some 

other assignees that we have here… I don’t know their personal reasons why they came and how much interest they have in 

China, but sometimes, I think they a lack of…. trying to understand or trying to appreciate the culture here or they just come with 

their German management style or a lot of times, they are managers, right? And the manage people… so they just come with 

their German management style and not trying to understand or appreciate what is going on here or how we work… or what the 

locals maybe have built up over years or… yeah, so I think, actually, the biggest challenge is, I think, on our side to adjust 

better.  

Isufi: Ok, and what do you believe are the main problem factors or failure factors? Maybe it could be communication… because 

it is so challenging… are there any others? 

Pflüger: [Short pause] I think, it’s communication and the other one is that a lot of people come here kind of…  “self-righteous” 

… they are just so convinced that their standpoint is correct, that their way is the best way… so think I little bit more flexibility, 

would be good and a little bit more open-mindedness about how to react to the other culture here… even in private life, I don’t 

appreciate it when we go out and hang out with other Europeans and they start talking like badmouthing or talking badly about 

the surrounding or the service in the restaurant… so something, so it’s just different… you know… it was also different in the 

United States… what is a good service in the United States would be also considered rude in Germany for example [laughs]… 

so, I think sometimes people are to… insisting on their own standpoint. 

Isufi: Tend to be a bit ethnocentric if that fits or if that makes sense? 

Pflüger: Yeah, yeah! 

Isufi: Good! Now, let’s take a look on the bright side… what have you learned during your work in China? 

Pflüger: [Long Pause] 

Isufi: Personally, right? In the working style… what would you say? 

Pflüger: [Short pause] I think what I’ve learned or what I would like to learn even more is their flexibility… I think that my working 

style has some advantages and maybe in other cultural contexts even more… but I think… I contribute with like being 

structured…. but what they are really great at is this flexibility… they react to changing situations like so smoothly and this is 

taking me a lot longer to actually adjust… and they are just like “Oh, something has changed, I jump on… and no problem…” 



 

XXVIII 

 

So, flexibility, I think, is their absolute strength. It’s a great, great… characteristic and they can move on from situations, it’s 

also… so my second point is maybe… it’s not that I’m, you know, like thinking at nights about problems at work or that I take 

things at home with me and think about them too long… I don’t mean that, what I mean is…. for example we have a conflict 

situation in the meeting with the whole team and then we have a coffee break and everybody starts chatting and drinking coffee 

and eating cookies and I still sit there and I’m like “WOW, what was going on before…” like it’s still… you know… it’s still with 

me… it’s still like the atmosphere and they just can move on, you know… and I also think, this is a great strength.. 

Isufi: Ok, they can easily switch… 

Pflüger: Yeah, they switch, they move on… and they have a big flexibility in reacting to new situations… 

Isufi: Ok, would you also say that they are also more solution-oriented? Because Germans for example they look more on the 

problem… 

Pflüger: [Short pause] No, I don’t think…. no, that’s I don’t think… they also [laughs] can dwell quite a bit on problems… they 

even get sometimes just… if something looks to big in front of them like a mountain, they cannot think of this as step by step 

approach, they just get shocked by the whole amount of work or something… so, I think they also…. I think… I would still say 

that in Germany people are more result-oriented or yeah… in their works. 

Isufi: Alright! Ok, and what do you think could be done in order to enhance this collaboration between Germans and Chinese 

workforce?  

Pflüger: [Short pause] I mean for a company, I think the best thing would be to have the exchange both ways, not just send 

assignees to China and then you know, they always leave there after two or three years, also the Chinese, you can see, they 

think like “Oh, another boss… because they don’t trust us locals that we get the job done here”… I mean of course they think 

that… this why I am actually really proud that I am a local hire and not an expat [laughs]… 

Isufi: Yeah definitely… 

Pflüger: It makes it easier sometimes to have the same conditions like…  

Isufi: Like the others… 

Pflüger: But I think I would be really great if a company is really interested in the long-term relationships and to also send 

Chinese people to Germany for two years maybe… yeah… and teach them company culture there and they can bring back the 

knowledge… so, I think… it should be both ways…  

Isufi: Alright, and what do you think are the main advantages of this collaboration or where do you see effects of synergy? 

Pflüger: [Short pause] I think even if it’s not a cultural, but diversity is always the best… if it’s diversity in male, female… 

whatever… different nationalities… but I think a diverse workforce is always the one that has the best results and the best 

outcome… because you have different strengths, different… 

Isufi: Perspectives and insights? 

Pflüger: Yeah… different age groups… whatever… so I think, it’s in general diversity… and then it’s just opening your mind… 

so now that I have been… I haven’t been living in Germany for so long, when I come back, I sometimes hear that the people 

that never left their home country, get a little narrow-minded and you know they just… they watch something at TV and then 

they give me a statement about it and I’m like “Yeah, I actually have lived in that country… it’s not really like that!” [laughs] So I 

feel like... it’s just open your mind just to other people, to other cultures… it’s just such a huge chance I would always embrace 

and say like living abroad is a huge… is the best you could do… 

Isufi: Ok, and what do you think are the success factors that help you to achieve the goals within the company when working 

together? 

Pflüger: [Short pause], I think maybe, it’s a little lower at the beginning because you first have to adjust or learn how… I mean 

with a team that I’ve known for five years and they are all Germans, maybe I would be faster with some results… but on the 
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other hand, maybe these results are a little more sustainable or more applicable to more different people because they have 

been… they are the result of real collaboration with some challenges… 

Isufi: Well, actually, there… that was the whole interview, to be honest… it was quicker than expected, but all my questions are 

actually gone. You’ve answered them extensively, to be honest and I am very happy that you did this interview. I have really 

great insights and I can see references to the literature and like discrepancies and I really want to thank you again for your 

participation. 

Interview 2: Marco Ernst 

Time: 26:29, Date: July 5, 2018 

Isufi: Ok! So, hello and welcome. First and foremost, thank you very much for your willingness in participating in this interview 

on Sino-European collaboration. Before starting with the interview, I would like to inform you that I will record our conversation. 

So, is that ok that for you?  

Ernst: Yes, it’s ok. 

Ernst: Ok, super! And after having interviewed you, I will type everything down and then send you a transcript if you require and 

if you want to have a look on the final paper, I can send that to you as well. Good! Then, I would suggest to jump right into the 

questions and maybe for a starter you could introduce yourself, tell me your name (only if you want to), then your age, your 

nationality, your function and position within the company, maybe you could give me also a short description of your career path 

by giving me or telling me the reasons for you going to China and doing business there. And if you want me to repeat anything, 

don’t hesitate, just tell me right away, alright? 

Ernst: Yeah, that’s not problem! 

Isufi: Perfect! 

Ernst: Yeah, so, my name is Marco Ernst, I’m 41 years old, I’m married, have two kids at the age of seven and ten. So, at the 

moment I am alone by myself here in Shanghai, for the first six months and my family will follow now in August, so that we stay 

in total two years together. I started at MAN nearly nine years ago as a calculation engineer for new sales and new equipment in 

Oberhausen and then I had several positions like head of calculation department, so approximately 30 employees and then I 

built up and ramp up a new department not only for Oberhausen, but it was also for Augsburg and Zurich and then finally, so 

that means at the beginning of January of this year, I started here in Shanghai for PrimeServ, so that means I changed from 

new sales and new equipment to aftersales and the reason was, you know, being closer to the customer, having more travel, 

having more visits, and doing, you know, taking the opportunity to change more in the region, to ramp up the engineering 

capabilities and yeah, to deal with a lot of people, a lot of different cultures.  

Isufi: Ok, alright. And so, is it your first time then in China or have you been earlier on a global assignment already in China?  

Ernst: That is the first assignment. I was working abroad, but only for, let’s say several months as an intern, but this is now the 

real first assignment. 

Isufi: Ok, so in total you gonna stay there two years? 

Ernst: It’s two and a half and then I have the option to extend for half a year, so that means, in total three years.  

Isufi: Alright! And before going to China, did you have any kind of intercultural training?  

Ernst: Yes, I had a training, but this was not in relation to this assignment. It was, I think, four years ago or five years ago and 

during an intern, during a… 

Isufi: Internship? 

Ernst: It was not an internship, it was a training we had because I had a lot of things to do with the sales department and 

therefore travelled to different countries and yeah, that was the reason for having such a training. 

Isufi: Ok, and do you think that you could benefit now from this training? 
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Ernst: Ummm… to be honest, I think, the best experience you get is when you are really in the country itself and… the training 

is very theoretically, it was really ok because it was a trainer from a different country, not from Germany, that is always positive, 

and like of course, this guy cannot cover every country and every culture, but it was a good starting point, let’s say like this. 

 Isufi: Ok, then let’s continue with the time in China, what were your first impressions when you arrived there and started 

working with your Chinese colleagues? 

Ernst: Yeah… first of all, it is a different working attitude, a different working behaviour, so it’s, I think… first you have to 

understand how this is really working, how the people act together, so it’s more like a teamwork, it’s not like… we have it in 

Germany where you have a boss who taking really responsibility and say “We do it like this or this!”, it’s more discussion and 

more doing it more as a team together.  

Isufi: Ok, and… did you then also have private contacts with your colleagues? Like for example, in Germany, we go on a 

“Feierabendbier” …but did you go for example doing sports or did something else and did that affect your working relation or 

your teamwork?  

Ernst: So, in general very positive, but there is not so much time left to do a lot of private appointments, but anyway, there are a 

lot of invitations, but it’s really hard to find a date, but I have to say that the relationship is really excellent, so that is fine, that is 

working. Yeah, and sometimes, we do it, but it’s not quite often, and it’s not on a regular basis. 

Isufi: Ok… but it has a positive impact on then when working together…? 

Ernst: Definitely, definitely, yes, yes! 

Isufi: Ok, alright! And after having then spent some time in China, did you experience any behavioural changes of your 

colleagues? Were they the same as at the beginning or what were your experiences?  

Ernst: I think, it’s a little bit closer… so you were closer together, you can speak a little bit more open-minded and even you… 

yeah, you allow some criticism, so that is always a little bit sensible, but you could speak quite often and that is positive impact! 

Isufi: Ok, and why would you say, it is very sensitive to speak out in this cultural area? 

Ernst: Because, I think you know that in this culture, especially in China, it’s not so popular to really criticize and be often open, 

that is something… I think you have to, you have to have a good approach to the people, and try to understand and figure out 

who is really capable for getting criticism and then you just start and talk… I think, you all… 

Isufi: But do you talk with them one by one or in a group? Because normally, China is a very collectivistic country, so that’s why 

I am asking myself how do you do it? 

Ernst: Normally, I just do it by lateral, so I take the opportunity to have to only talk to one guy and not in a group. 

Isufi: Ok, and do they appreciate that or is it more… hmm… maybe not to do? 

Ernst: It was a process, I think now, it’s ok. But it’s not possible to do it with everyone, so you have to build up a certain 

relationship to the people and then you can start to make this open dialogue. 

Isufi: Ok, and would you also say that this is linked… to, to… to the concept of saving face? 

Ernst: Yes, I think so, probably, yeah!  

Isufi: Ok, alright, ok! And earlier you said you’re working in a team, so would you mind telling me what your roles are in this 

team and how the roles evolved? Was it like a decision from the top or was it according to your expertise and are there any 

hierarchical differences and if yes, what are the differences? 

Ernst: No differences. We are all on the same level. It was indeed a decision from the top management because all these set-

ups we have, it’s not only for… for Asia Pacific, but also in the other regions, it’s fairly the same, so there are… distinct people 

working on one topic like engineering, that is my part, we have someone for sales with some projects and original development, 

and it’s always the same in the region, and therefore, we are all on the same level and I try to have a regular “jour fixe” with my 

counterparts in the other regions. 
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Isufi: Alright, and how does communication work within your team? Because normally, the… I would say or suggest the 

Chinese way of talking and communicating is very different to the German one. What are the differences from your perspective? 

Ernst: Yeah, so our team is only from experts, so we have no Chinese colleagues in our team, and we are also sitting in one 

room, so that makes communication pretty easy.  

Isufi: Ok, alright, so no problems here.  

Ernst: Yeah, that’s right, yeah. 

Isufi: Alright. And how is then the project handling in China? Is it like in Germany, so how does decision-making function? How 

does the distribution of work… function or those things…? Could you give me an insight? 

Ernst: Yeah, so personally and frankly speaking, so, I’m pretty structured in my way of organizing the daily work. And my 

experience was regarding project management that this is not “unstructured” but it’s very, you know, alwa… every day is 

something… something new and there is no real red line, but you can follow. So people… the responsibility is changed within 

the teams within weeks… that is something… it’s not so easy for me to handle… because normally you think you have one 

project leader and then you have a distinct number of people working in this project team, but this changes from time to time 

and this makes it a little bit complicated… yeah to always find the right persons to talk to… this is something earnest and this is 

really different compared to Germany on my opinion.  

Isufi: Ok, it’s so a volatile working atmosphere? 

Ernst: Yes… 

Isufi: And it’s difficult to adapt and to adjust? Ok, alright, I see… 

Ernst: And you always have to keep up and remind “Ok, let’s sit together and talk to each other, align each other, align with 

each other!” and even go to the headquarters, so to you know… so talk to even these people, so that we have all the same 

information level… this is not so popular here and the communication lines are different… so you not just do it like sitting 

together, but we have other or the Chinese people have other channels like “WeChat”, so they talk on a different platform. 

Isufi: For example?  

Ernst: Yeah, like “WeChat”… that’s the same that we have… 

Isufi: So, that’s the main platform then to use to Chinese… ok. And when you chat with them on a regular basis, is it difficult for 

you to interact or… with your Chinese colleagues?  

Ernst: No, that is ok. 

Isufi: Ok, and do you use English as a language or do you also speak some Chinese? 

Ernst: Some words, yeah, but I try to improve [laughs], it’s not so easy… 

Isufi: I can imagine! 

Ernst: But of course, everyone can speak English, so this is not a problem, so in this regard, communication is pretty easy.  

Isufi: Ok, alright! And now when looking back on all these aspects here, what do you think are the main disadvantages if there 

are any when working with Chinese workforce for example like group effectiveness, cohesion, coordination… what do you 

think?  

Ernst: So, the question is “if there are really disadvantages?” 

Isufi: Yeah and if yes, what are the disadvantages? 

Ernst: Puuhh… to be honest, at the moment I cannot see really disadvantages, it’s just you have to adapt your own behaviour, 

a little bit more to the Chinese behaviour because otherwise, if you just always… yeah that’s a confrontation and that doesn’t 
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work at the end… puuh, yeah, sometimes, it takes a little bit longer because it takes longer to get decisions… you have to 

discuss a lot… this might be a disadvantage, but it’s not that you… 

Isufi: Not necessarily…? 

Ernst: Yes! 

Isufi: Ok, but… you said the Chinese are very different, but how are they different because you said “I have to adapt to their 

style!” But what is different? 

Ernst: You cannot force them really to take decisions. So, you have to understand that decisions are made by talking a lot, 

discussing a lot, so it’s not, you know, you start a meeting and you say “Ok, after one hour, I need a decision!” This will not work. 

So, it’s always, you know, I go back to my… to other colleagues and we talk and talk and talk… what is fine, but it’s not rea lly 

getting fast decisions. 

Isufi: Ok, that takes time and are there also some decisions that just came…that come from the top and you just act then upon 

them? 

Ernst: Since my boss… yeah, since my boss is not a Chinese guy, so decision-making is as usual for me, but on the other 

hand, in China, sometimes you… there are decisions and you don’t really get to know what was going on, you don’t really 

understand the background, you just hear “Ok, there was a decision!” and then you say “Ok, let’s try to find out.. how does it 

come to this decision?” But… yes, if you talk a lot to the people and on a regular basis, then you get to know what’s going on… 

Isufi: Ok, and are they’re… more open or not? Because at the beginning you said something… how is it? 

Ernst: I think, it’s… it’s really, it’s fine. It took some weeks, then after this… when they know… when they understand how you 

work and how… and that you are open-minded to what the culture and the way they act and the way they work… this is 

appreciated by these Chinese people and then, I think, it’s easy to… 

Isufi: Work? 

Ernst: To open the door… yeah exactly! 

Isufi: And during your time, did you come ever across some conflicts really where you couldn’t find a compromise or couldn’t 

reach to a decision or something? And when I ask… 

Ernst: No, never! 

Isufi: Never? 

Ernst: No! 

Isufi: Ok! Wow! That’s really interesting!  

Ernst: But this is, this is… maybe, this is a little bit my way of dealing with conflicts, it’s not… escalating is ok, but I think, it’s 

always easy if you speak to the people, if you try to get into a dialogue, to find a solution. So, it’s not necessarily to really make a 

big escalation!  

Isufi: Ok, and so from your perspective do you think there are any like failure factors or problem factors at all when you say no, 

no… everything works fine? Do you believe there are any then? 

Ernst: Maybe… at the moment, I would say not in the that’s… 

Isufi: Everything’s fine? 

Ernst: Yeah, yeah… I think, it’s fine! 

Isufi: That’s really, really nice! So, earlier, you also said that, you use for example “WeChat” to communicate with your 

colleagues… Are there times where you just only rely on technical devices, but you cannot see your colleagues face-to-face…? 

Ernst: Yes, that’s quite often!  
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Isufi: Ok, and what mediums do you use apart from “WeChat”? 

Ernst: Only “WeChat” and then mail, that is the only thing and you know with “WeChat” you also have the function that you can 

talk to people like a phone call… those are things I normally use, but you know “WeChat” is really… everyone is used to 

“WeChat” and if you want to get an answer within, let’s say, some minutes, then you just use “WeChat”… because every 

Chinese is using “WeChat”…   

Isufi: Ok, is it like “WhatsApp” in a way? 

Ernst: Yes, only better! [laughs] 

Isufi: Only better! [laughs] That’s good, that’s good! Would you say communicating via technical devices is more difficult or… is 

the face-to-face communication and interaction better? 

Ernst: Normally, I would say face-to-face is better and this is also valid for China, but if the people are not really present, than 

“WhatsApp”, sorry “WeChat” is a really good alternative and this is… works because everyone is used to this. 

Isufi: Ok, but do you have many misunderstandings? Because normally in “WhatsApp” or “WeChat” you don’t have the non-

verbal communication there… it’s just direct and… 

Ernst: I think, it’s working pretty well because you… in “WeChat” you do not write hundred sentences, it’s just very short and 

pregnant, you just come to the point and get an answer, that is… that is ok… but of course, face-to-face is always the best. 

Isufi: Ok, and why would you say it is so important for the Chinese people to have this direct contact, I mean not via technical 

devices, but like face-to-face… because you said earlier, it is important work with them face-to-face… 

Ernst: Yeah, I think, they also appreciate that talking face-to-face is… is more easy to explain and to discuss more complex 

things… because in my position, it’s very important to talk really to… to really go into the details and therefore, you know, 

“WeChat” is nice to start the discussion, but if you really want to solve a problem, you have to take time, sit together… and talk 

about really, values figures, you know, facts…  

Isufi: Ok, so it’s not sufficient enough… it’s ok for a starter, but then... 

Ernst: Yes, exactly! 

Isufi: Ok, I see… good! perfect! Then, let’s look on the bright side. Did you learn something so far from your experiences?  

Ernst: Yes, so the one thing I learned is to be more very relaxed… because if you are in China and if you want to achieve 

something, then you have to be very patience… patient. And this is what I learned right from the beginning because 

everything… it doesn’t work… if you try to force people to do something for you and if you are not friendly enough, then it 

doesn’t work anyway… it doesn’t work… that is, you know…I learned to be very calm… 

Isufi: Ok, perfect! And would you say you could use that also in the future? Even if it’s not China, but in other experiences? 

Other… 

Ernst: Yes! 

Isufi: Ok… 

Ernst: Yes, because I have the experience that this always works out… if you’re friendly and take you time, and yeah, be 

patient… than it’s always better than be in hurry, rush people, that is… yeah… 

Isufi: Ok! You value them I would say… 

Ernst: Yes… I think that is a good way… 

Isufi: By giving them your time… I see, ok. And do you wish to have any behavioural characteristics of your Chinese colleagues 

that you want to have yourself? 
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Ernst: Yeah… I think the only… one of the things is… one major point that I really re-learned how teamwork is… is all about… 

these people are really doing it really doing it in a team and there is no… yeah, say like hierarchic… 

Isufi: Hierarchical structures? 

Ernst: Exactly! In a way that you say “Ok, if the people are sitting together, then it’s not allowed to be… to have an open 

discussion…” That’s not effect… they really… they live from having this open-minded and open discussion and that is 

something… that is really yeah… that is positive in a way that everything is allowed to mention… so you can find easy solutions 

if everyone is allowed to say their opinion… and to… and when it’s allowed to… we… to have the room for an open 

discussion… 

Isufi: Ok… and what do you think are the main advantages then when… within this collaboration between Germans and 

Chinese?  

Ernst: Get to, get, get into contact with these different cultures I think. This is important because we are partners in a company 

and this can only work if you understand how people think and how people act and how people yeah… work… that is a big 

advantage because normally if you were in Germany or in Europe and you deal with the Chinese people, it’s always, you know, 

you can only do it with a phone or with a “Lync”-call, but it’s not the same… so if you’re really here and work close together, this 

is… an advantage for the company because this is working in both directions… and the Chinese people also know and also 

learn better how we get our decisions, how we work in the company, how are our structures… 

Isufi: So ok, would you say for example, you have a higher… know-how because different perspectives come together and 

things like that… and different expertise and… 

Ernst: Yes, from a technical point of view, I would agree… that is… that doesn’t mean that the Chinese people are not good 

educated… I think, that is… everything is fine, but that is… regarding the product and regarding my role in this company, I know 

that we are really… yeah… ahead of what we develop in the last… in the last years… and that is exactly now the reason why 

we are here… to develop more the local people and to get our expertise into the region… into China for example… and to train 

these people… 

Isufi: Alright, I see, and what do you think are then the success factors? Like is it communication? Is it… earlier you said for 

example it’s patience, that you learned and could help you…what do you think Chinese people can learn from us and we from 

then?  

Ernst: Puuuh… it’s a… difficult!  

Isufi: It’s a tough question! [laughs] 

Ernst: Yeah that’s right! [laughs]… so, I think… yeah, it’s always… the question is if we talk about technical things, it’s pretty 

easy to get this technical acce… what’s is easy to talk about this because they have to learn, you know, how our machines work 

and how we design our machines… so from a technical perspective, this is pretty easy, because you can explain really with 

data… what is going on… and they can understand… and they can question… so that means that is… for me not a big issue 

because it’s a hard… we are talking about hard facts… it’s not… you know… 

Isufi: Yeah, I get it… and about like soft skills [coughs], excuse me, about of skills… like what do you think they can learn from 

us, like our structure for example, how we work and… we from them… what… like this also ties to the question earlier what 

would you wish to have from your colleagues or something like that… patience you said… or is it the way they act to their 

surrounding… things like that… not more the hard facts, but more the soft facts… 

Ernst: Yeah, I think, they could learn a little bit more being structured in a way that… everything should be well-documented, so, 

you know… so reporting is a big issue… and communication lines as well, so what is the leanest way to… to get a fast decision 

because as I mentioned earlier in China, everything is well-discussed and a lot of people are involved and in Germany you 

always try to figure out who is not the right person… and this is something maybe the Chinese people can learn… so, how can I 

get a decision without involving everyone, but to picking really out the decision makers and then sit together and then yeah… be 

more quicker in the way you move forward… 

Isufi: Ok, and what do you… 
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Ernst: This really something the Chines people can learn! 

Isufi: And what do you think what we can learn from them? 

Ernst: Hmm… patience!  

Isufi: Patience! [laughs] 

Ernst: Really! … yeah, yeah… because if you compare this, you know in Germany, everything here has a date… and if this 

date… if it’s due… and then everyone, you know, is getting angry and “what is going on?” and questioning… and here, “Ok, 

yeah, yeah… we’re late, ok, we know!”   

Isufi: We know? [laughs] We know, but it’s ok… [laughs] ok, I see. Well, they have a different time understanding than we have, 

I think, even if you’re… because you also said earlier that you try to get to know the people and it takes time, so time, I think, 

seems to be a very important factor there in China… 

Ernst: Yes, but it’s also triggered by our clients… our clients are yeah… it’s a… it’s different to Germany…or to Europe… in 

Europe you have your dates, you know, you have to stick to these dates… you have a project schedule for example, you have a 

fixed budget… and everything must work out… and here it’s more less, you know… it’s a little bit more flexible, especially 

regarding time… yeah, so “We have no budget today and, you know, its postponed!” this is yeah… 

Isufi: Ok, more… 

Ernst: Yeah, a little bit different… 

Isufi: Ok, again coming back to decision-making… you said, they have well-thought-out decisions when they take them… would 

you also say that they’re better than German decisions? 

Ernst: Hmmm… I don’t think so… it’s maybe a different way how to get there, but… for me its always important… to, to take the 

time which is really needed to get a proper decision and to explain afterwards how you came to this decision… in this is in both 

directions… that is fine… so, that is a different approach, a lot of people talk a bit longer maybe, but they discuss and talk and 

that is… better than making… I mean just one guy… taking decisions without asking anything… 

Isufi: Ok, good! Actually… that was the whole interview, to be honest… 

Ernst: Oh! 

Isufi: Yeah… 

Ernst: Ok… 

Isufi: It was quicker thank expected, but it’s fine, totally, you answered all of my questions and I am very happy, I got a great 

insight into what you do… and the cultural aspects there and I want to thank you again… like I said before if you want to have a 

look on the final paper, I can send it to you, also the transcript… it’s up to you. 

Ernst: Excellent! So, thank you very much for being so well-prepared! 

Isufi: You’re welcome, you’re welcome! 

Interview 3: Hao Xu 

Time: 30:35, Date: July 7, 2018 

Isufi: Good! Hello and Welcome. First and foremost, thank you very much for your willingness in participating in this interview 

about Sino-European collaboration. Before starting with the actual interview, I would like to inform you that I will record our 

conversation in order to use the material for my bachelor thesis. Is that ok that for you? 

Xu: Alright, first of all, you are very welcome and I am looking forward also to contributing to your bachelor thesis by elaborating 

on some aspects that I… I mean carry from my side as well as experienced in my curriculum.  
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Isufi: Perfect! And after having interviewed you, I will type everything down and will also send you a transcript if you require, and 

you can have also have a look on the final paper if you wish. And I would suggest to jump right into the questions and maybe for 

a starter you could introduce yourself, tell me your name (if you want to, that’s voluntarily), then your age, your nationality, your 

position and function within the company, and maybe you can give me a short description of your career path. 

Xu: Alright, so, some brief words on my person, my name is Xu Hao, so, actually I was born in Shanghai, in China, and I went to 

Germany when I was eight, so I was raised in Germany, and therefore I have a German CV and I both visited schools, in China 

and also in Germany, and completed the High School and Abitur, actually a-level in Germany, and studied business engineering 

in Germany and after graduation, I started actually but MDT or now MAN ES and Energy Solutions in Augsburg… right… and I 

started as a tender manager in the powerplant division business, took care of tendering and sales activities but focus on far 

East-Asia and since 2010, I have been working in the licence department and taking care of the licences in China, which is 

actually also my endeavour to working in this area… giving my personal and my cultural… intercultural background… as I both 

speak, Chinese, Mandarin and English as well as German, and that’s the reason why I liked to be engaged in this area, and I 

also… I think not only the language is important, but also the understanding of cultures and the understanding of the mentality… 

plays a major role in daily business, so that’s why I think your thesis is actually… absolutely makes sense and is very 

interesting. 

Isufi: Thank you very much! 

Xu: And concerning my current position, I am heading actually the licence business in China [incomprehensible] so I report 

directly to Mario Sasché and Jeffrey Ang in China, and my daily task consists of taking care of production support of all our 

licences in China which are spread out and spread over in China… and I am also in charge of promotion, meaning, we would 

like to form a strong brand awareness as well as awareness of our licence business by supporting our licences and to contact 

customers and show our presence in support.  

Isufi: Alright, good! Thank you very much! As you mentioned earlier, you have a cultural background, and you also mentioned 

that there was kind of the reason for you to going to China and doing business there, are there any other interests why you 

decided to go to China and do business there and work with other colleagues? 

Xu: Yeah, because I think, the business environment and also the economy in China is evolving or has been boosted so far, I 

mean, in the recent years… and I think, it’s totally different, in the way of doing business, comparing Germany to China, so in 

Germany… everything is very structured, everything is well-formed and has been maturelised, but in China, there are so many 

opportunities, and you can experience, and see many kinds of business ideas as well as the networks, and in China you need to 

rely on “guanxi”… “guanxi” is called actually something similar to network… the interpersonal relationship, and is very flexible, 

it’s not that rigid as compared to Germany, but I think this is something that… that really attracts me.  

Isufi: Ok, alright! That’s really interesting, I will ask you about this, a bit later again, so I have another question, did you… is this 

your first time you went then for business in China, or have you been on multiple assignments then?  

Xu: Not actually… actually I have been doing this since 2013, but on business travel… 

Isufi: Ok… ok… 

Xu: Actually, on business travel… because given specific circumstances and you know, our company that I don’t… I don’t want 

to liberate in this context, but since this year, I am officially assigned as a long-term assignee… yes! 

Isufi: So… but in total, also if you count the business trips earlier, how long have you been there? 

Xu: Since 2013… so in the period between 2013 and 2017, if you will and if you can I imagine I spend normally half and year in 

China, but not constitutively… but broken in different sections…  

Isufi: Ok, alright! But I think because of your cultural background, I’d say, you haven’t any cultural training or did have any?  

Xu: Not necessarily… [laughs] 

Isufi: It makes sense, it makes sense… I just wanted then to ask if there was as general training, but you didn’t participate…    
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Xu: Actually, the training that I had is actually on was on my own because, you know, I was born in China, then I moved to 

Germany, so everything was new for me…  and the way people, the way of behaviour, they way of thinking, was new for me… 

from my cultural aspect and there I also started to learn and to adapt… and once I am back, then I also need to adapt myself to 

the local Chinese way of behaviour and thinking, so this is also very interesting for me… 

Isufi: Ok, I see… then I would suggest to get to the nitty-gritty of teamwork I say, or collaboration… are you currently in a team? 

If yes, how many people are you? What are the roles? How did the roles evolve? According to the expertise… and are there any 

hierarchical differences within the team? If yes, then please explain which the differences are. 

Xu: Ok, so at the moment I am leading a team consisting of seven people. So, the management in China is rather than 

management by delegation, I would say. So, people… people are very cooperative and… but compared to Germany, you need 

to assign them specific tasks. In other words, you need to tell them what to do and this is actually also something that’s…. that 

results from cultural aspects because in China, the way of learning is more… I think you have read this in literature, people tend 

to… yeah learn things by heard and rather than doing any research, that’s why Chinese people are very in favour of looking 

around, we call it “reverse engineering.” They look at different products and try to… I would like to avoid the word phrasing 

“copy” but to… 

Isufi: But they break it down and look at it. 

Xu: Yes, exactly, yeah! So, the innovation is not far to the extent that can be compared to Silicon Valley or to European 

standard, but if you assign them task, they are able to do it in a very accurate manner. So, this actually… [hesitation] this is 

actually what I experience. So meaning, if you… you have to break down the task and have to have a very clear mind in specific 

tasks that you assign them and… yes, so this actually concerning to your question on teamwork. 

Isufi: And if you say you have to be very clear with them, I guess you have to have a clear communication. So, how do Chinese 

and German communication styles differ from another and do you see there any potential for misunderstandings and friction 

maybe?  

Xu: Yeah, this question actually refers to the cultural difference, for sure. I mean, it’s also very challenging, it’s also very 

challenging because… first of all, you would like to… once you assign or define a task, you can, you wanna have very clear 

results… as to your targets and as to your imagination, but the commu… the way of communication in the Western world, in 

Germany is very direct and this kind of directness could offend people… or could offend people under specific circumstances… 

so Chinese people are… they feel… they are very sensitive and would like to be… also to be praised and… so there is a 

difference, meaning, somehow, you have to transform, first of all, from the point of leadership, you need to think about different 

tasks with the expected outcomes and then you need to… you need to think about how to communicate… how to communicate 

the way… the way of processing it in a acceptable language and also in a acceptable sense. So that the people are able to 

understand it and also support you. 

Isufi: Within that, I have two more questions: You… do you have also a mixed team where you have Chinese and German 

people? Or is it just completely… 

Xu: I have one… I have one Belgium employee… 

Isufi: Ok, ok… but they also a have a more, I think, German way of communicating. How do you manage that when you 

communicate that…? Because… according to literature or something…  

Xu: To be very specific, I think for Chinese employees sometimes, you need to be hands-on, meaning… once you try delegate 

them a task… and if you feel that they don’t fully catch up the meaning, then you need to work with them for a while and you 

need to escort them and mentor them like that because as… as mentioned previously, the way of learning and the way of 

getting assignments done is totally different. I mean in Germany people rely on individual assignments, so they need to drive 

themselves to figure out the results whereas people in China expect more hands-on, more help from others. So, it’s about more 

the… I think the buzzword is “collectivism” yeah… whereas in the Western country and in the culture, people would like to act 

more in individual… individually… and they are addicted to figure out results by themselves. So, this is actually the major 

difference. So, back to your question concerning... the guy from Belgium, you can assign him tasks and then he will try to deliver 

by himself. 
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Isufi: Alright! And my second question… you also mentioned earlier that you have to be very sensitive when you communicate 

things, do you know why this is? Like from a cultural perspective…like why we need to be so cautious when we talk and try to 

give them information how to process things and complete tasks? 

Xu: I think, this is a cultural aspect, I think in China… or in China people are very afraid of making mistakes… at least, I mean… 

this is something which is related to another buzzword which is “mianz” which is “face” right? So, it’s about losing face… so, I 

actually, I know about theories… so I actually, I wrote a very similar thesis in my undergraduate… so people don’t wanna loose 

“mianz”… 

Isufi: One’s “face”… 

Xu: Yeah, “face”… so, it’s kind of… yeah, I think, it’s kind of “art” that you need to talk to them and make them aware of things, 

that could be done… done better without... without really offending them. So, this actually a very sophisticated way of 

communication… so not like... I mean like in Germany or in the Western world, you can reach out to those guys and say “Okay, 

could you do this and this and in that manner?” But in China, this will probably not work out because… everything is based on 

this interpersonal trust… if there is harmony, then people will support you more, but if this kind of harmony is destroyed, then it 

will take very long to set up again… 

Isufi: Yeah, I see, I see… and I can totally refer to that into literature, it’s wonderful to see that in practice and then, I have 

another question according to project handling. So, how does that work in China and how, let me say, how do you make 

decisions? How do you distribute tasks? And things like that, if you could give me an insight on that, that would be wonderful.  

Xu: Is your question related to project management in general? Or… because I didn’t catch your question… the meaning of the 

question… of that completely… 

Isufi: How project handling work in China basically? How do you make decisions for example? How does that work? How do 

you distribute task or how you negotiate things to reach a result for example? 

Xu: Ok, so, I actually recognize many key elements in your questions, so I would like to rather break them down and also 

phrases. So, probably, these buzzwords like, first of all decision-making as well as… you mentioned later on the… 

Isufi: Negotiating? 

Xu: Negotiating. Probably, they are not related to specific projects, but they are related to daily business. Right, so, 

concerning… as to decision-making, as you know, the Asian culture or the Chinese culture, people refrain from making 

decisions by one individual, so they would rather like to, make decisions in a team or in a group, so group work is very important 

and essential in China, and as to negotiation, yeah this…  I think, you can talk about hours and days about negotiation, because 

negotiating in China is very tough as well, but you can learn a lot, it’s kind of indirect, so to be very specific and short… people in 

a negotiation, people are very indirect and also quite how you say… a little bit restricted… limited because in China normally if 

you make the first words, you get a very weak position, so, it’s all about framing, it’s all about how to anger people, it’s all about 

how to vary yourselves, within the best… for sure, you have to set alternatives because for a negotiation, you have to set the 

best alternatives for the resulted outcomes and this is very important. 

Isufi: And during like for example the projects or daily work or anything else, did you have ever come across yourself or did you 

experience, I would say, major difficulties, or even severe conflicts because of cultural differences?  

Xu: You mean, between German people or Chinese people? 

Isufi: Yeah, German and Chinese. 

Xu: For me not, because I know both the cultures, so… but nevertheless, I’m not still perfect in them because from my… 

because you cannot transform your character and I have to admit, I still have the Chinese character and I also have difficult ies 

with very, I mean, with extremely direct behaviour or phrasing of some German people, but on the other hand, I know what they 

mean and I mean it does not offend or impact me that much as towards many Chinese people. So, to be specific, from my point 

is that, German people who seek job opportunities in Chinese culture, they have to learn from the culture, they need to practice 

the way of this sophisticated communication, as well as behaviour. This is something that is implemented in yourself, either you 

can do it or you can’t do it. So, actually people working in the States, in the US, probably they are not appropriate for China and 
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vice versa or there are also… but nevertheless, there are also people who can deal with both cultures, but as to my experience, 

people who have worked in the US, they are… they tend to be very difficult… tend to be challenging to work in a Chinese 

environment and I think the… yeah, I think, the understanding is very important. In China, you need to invest much time also in 

social network with the employees, you need to shape the mentality, and shape the, how to say to… you need to bind them… 

you have to win their hearts, meaning, if… 

Isufi: To get to know them really in the long term. 

Xu: Yeah, to get them on board, meaning if you… you can go for a drink after work in order to shape the collectivism and also to 

shape the common sense for fighting for the company, and to emphasize on the target and the goals you set and… I think the 

mentality and the team spirit is… really matters in this culture… and you also make… and you also have to make them to 

believe that you can’t deal with things on your own or alone… it’s actually teamwork and that you’re not only leading this team, 

but you’re also a part of this team... so this is actually the mentality that I have in my team and I try to avoid this high hierarchy… 

I mean, hierarchy is very… is very special in China because Chinese people, they feel this is hierarchy… they have very strong 

hierarchy feeling…but I try to avoid this kind of feeling, so…in every team, yes. 

Isufi: And with that in mind, do you believe that these are also disadvantages within like Chinese and German collaboration? 

That you… for example that the Germans are very direct… that they have to take a lot of time to win their hearts and things like 

that, what are your opinions on that?  

Xu: I think time is changing, I think in the beginning, there could be some sensitive… sensitive feelings, but I think today, 

nowadays, I mean, now in 2018 in many… there are so many German companies active… running their business in China… I 

think, being straightforward is also a very big advantage… by saying everything very clearly, upfront, upfront, by putting 

everything on the table, saying this is your performance, this is what I expect you and this is the outcome, I think, this is fair 

enough, also for Chinese people right now. Yeah, but I think the… I think the behaviour really matters… I think, so you have to 

distinguish… one is actually from business point of view, the other one is from a personal point of view… that you need to avoid 

this kind of conceited or… [hesitation] exaggerated behaviour… like… this kind of hierarchy because, you know, some German 

people, they… they are very… they are very strong… and they have a very… direct… attitude and probably this will cause kind 

of arrogant impression and this is something that… 

Isufi: Could be harmful in a way…? 

Xu: Yes, definitely, yes!  

Isufi: Do you also believe that these are the problem factors within this collaboration situation? 

Xu: Sure, sure! Definitely! I think, I think communication is very important in China because if you don’t communicate to people, 

then you don’t know… what people are thinking about and vice versa, so I think communication is very important and… and… 

as said… just, it’s just of great essence and important to shape… to shape this interpersonal trust and also interpersonal 

relationship over time. And in China, I mean, it’s… if you work in a Chinese company, people are going so far that they also dive 

into your family, meaning, if you… if some people or some relatives… is sick of an employee, then you also go to the hospital 

and visit their relatives, but this isn’t… this isn’t the normal way in Germany, right? So… 

Isufi: No, not at all.    

Xu: So, yeah, so this… there are two different understandings because… people in China… people like… being cared… so… 

Isufi: Being…? Pardon? 

Xu: Being cared! Being cared! 

Isufi: Being cared, yeah, nurtured, cared… 

Xu: So far to the extent, even including their family members and also yeah… 

Isufi: Then, when looking on the other side what do you think the advantages and the success factors of these collaborations as 

opposed to the disadvantages? 
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Xu: Do you mean… 

Isufi: What do you think, that both parties like Chinese and German can bring together and produce some perfect or closely 

perfect… cooperation… like for example the Germans can bring structure or directness and Chinese people maybe patience or 

something else… but do you… 

Xu: Chinese people… Chinese people work very hard! They… and normally they don’t… I mean, in the Western culture, people 

are straightforward, right? So, if you make overtime, then you ask about the consequences and outcome of overtime, and 

Chinese people… they doing… they’re very humble… if they like you, they… they work overtime without asking for anything… 

this is actually, if you win their trust, trust… there is much potential and this why you need to… I mean, I think both, German 

companies, in particular German companies need… also need to consider… and to motivate the people and to figure out what 

are important for the Chinese employees… because given their behaviour and also their character, they’re, they don’t tend to… 

or they… normally they don’t express what they are thinking, so this is a very difficult way for German entrepreneurs and also 

managers to understand what they’re actually looking for… right? so either… so you can figure out either you go with them after 

work for a social event, so the communication is very important, so… you need to, but back to your question, if you win… you 

win the trust and also relationship of your Chinese employees then, then… they work very hard and they’re very goal-oriented, 

they are very targeted and… yeah… and… but… and vice versa you also need to figure out what they want… 

Isufi: I see, I see… and maybe looking… that was, I’d say a perspective what Germans can do for example to enhance this 

collaboration, but what do you think could Chinese people do to… come towards us or to improve or enhance the collaboration? 

Xu: Chinese people, you mean how Chinese people could impact German culture to… 

Isufi: Yeah, but when working together, how they can win the hearts of the Germans for example?  

Xu: Yeah, I think the, the… probably the calmness, I mean and also the patience, the… the kind of collectivity… and also 

collectivism… people… I think people just stay calm and first, try to figure out their rationale… and then before you say 

something… because Chinese people, they are… normally they are very quiet… and so they constrain themselves quite a lot, 

not in the sense constraints, but they… they push them a little bit backwards… because don’t… they refrain from standing in the 

middle and the highlight… 

Isufi: Spotlight… 

Xu: Yeah, in the spotlight, but you know they’re so many high performers in Germany or in… in the Western countries… who try 

to… proof that they’re good, right? But Chinese people, they’re, I mean, they’re not stupid either, but they, first, they control 

themselves and just to make sure that what you are saying hit the target on or strike… this is actually something that really 

matters, so this is…actually, one problem that… that I also had in middle school, because you know in Germany you get grades 

for participation… 

Isufi: Oh, yeah, that’s true, that’s true. I remember myself. Yeah, that’s true. 

Xu: So, so… normally, as to my character, I didn’t participate that much in class… 

Isufi: Yes… 

Xu: Not because… that I didn’t know the answer, but I was not used to that… [laughs] 

Isufi: Ok, I see… 

Xu: So, that’s why… could have advantage, but also disadvantages, but I think in… as to my experience in management 

meetings, I think, this works out… I mean, you don’t need to participate all the time, but… but once you say something and you 

know that what you said is correct, then it’s fair enough…it’s all good. 

Isufi: Good! Thank you very much! There was… almost all my questions, I have just... two more last ones… do you ever been 

in a situation where you had to form kind of a virtual work team? Where you communicated only by technical devices and 

haven’t the face-to-face interactions with your colleagues or employees… 

Xu: You mean, to people that I’ve never seen before or that I have already met… 
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Isufi: Yeah, and you had to… for example had to handle a project only by using a computer or something like that… without 

seeing them in person… have you ever come a across such a situation?  

Xu: Not yet! 

Isufi: Not yet? Maybe in the future, who knows? 

Xu: Maybe in the future… 

Isufi: Then I will call you again and ask you! Great! [laughs]. Good, then actually… that was the whole interview, thank, thank 

you very much for your participation. You’ve given me great insights and I am very happy having done that interview with you 

and yeah… and if I… as I said before… if you want to have a look on the paper, I’m… I’m happy to send it to you. 

Xu: You are very welcome and, and… good look with your thesis. I don’t think, it’s not necessary that you send the paper, but I 

wish, I wish you all the best and good luck with that thesis and… 

Isufi: Thank you very much! 

Xu: Probably, you stay with that at MAN ES after the thesis then. 

Isufi: I hope so, too. I hope so, too. Good! 

Interview 4: Nicolas Brabeck 

Time: 46:02, Date: July 27, 2018 

Isufi: Ok! So, hello and welcome. First and foremost, thank you very much for your willingness in participating in this interview 

about German-Chinese-Japanese collaboration. Before starting with the actual interview, I would like to inform you that I will 

record our conversation. Is that ok for you? 

Brabeck: Yes! 

Isufi: Ok, perfect! And after having had interviewed you, I will type everything down and produce a transcript and send that to 

you if you require and if you have… if you wish to have a look on the final paper, I will send  that to you as well. And then, I 

would suggest to jump right into the questions. Maybe for a starter you could introduce yourself, tell me your name (that’s 

voluntary of course), then your age, nationality, function and position you have within your company and maybe you could give 

me a short description of your career path and by doing this, telling me the motives or the reasons for you to go to Japan and 

doing business there. And if you want me to repeat anything, don’t hesitate tell me. So, the word is yours. 

Brabeck: Ok, my name is Nicolas Brabeck, I’m 42 years old and I’m German… I… graduated as an aeronautic engineer at the 

University of Applied Sciences in Hamburg and worked four and half years as preparation engineer in Munich and I joined MAN 

in… 2007 mostly as a health engineers for new sales turbomachinery, then after five years I switched to aftersales division in 

Berlin as well as… to do… business development and then, I went to China as a… head of sales consulting for two and half 

years roughly before I moved to Japan, and when I moved to Japan now… almost two years ago… I switched from 

turbomachinery section I worked all the time before at MAN to… PrimeServ Diesel where I currently work as a general manager 

for PrimeServ Diesel in Japan.  

Isufi: Ok, alright and… yeah, continue! 

Brabeck: [Pause] Yeah, the motive why I did… this… [pause] it’s difficult. I just… basically came up as an opportunity which I… 

didn’t deny to take… so… as maybe… it’s a little bit different than for somehow for other… German colleagues working in 

Asia… so, for me… my background… so, I am married to… a lady from Venezuela… so I took care in the first period of MAN of 

Latin America… 

Isufi: Yes? 

Brabeck: And why I just ended up in China and Japan is… pretty much coincident, I would say.  

Isufi: Ok… 
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Brabeck: Of course, it has to do with MAN business which is highly focused, especially on the diesel side to Asia and… China 

and Japan. 

Isufi: Alright, and did you also have a personal interest in Japan itself or was it more a cooperate decision and opportunity for 

you to gain experiences in another country? 

Brabeck: [Pause] No… Japan… didn’t have to do anything with this… this was… [pause] brought up by my former boss…  

Isufi: Ok, ok. 

Brabeck: But I don’t know Japan, I never been to Japan actually before… I actually decided to go here… but it has nothing to 

do with personal interest, it was just a job offer… which came up… and the… was of course very interesting. 

Isufi: Ok, alright. So, if I understood you correctly, it is the first time you are in Japan and you’re around two years now in 

Japan? 

Brabeck: Yes. 

Isufi:  Ok and before that… you mentioned you were for example, in, in China… but even before that… what kind of intercultural 

training did you receive in preparation for your global assignments? 

Brabeck: [Pause] Nothing! 

Isufi: Ok, so… 

Brabeck: As a, as a company training I didn’t have any…  

Isufi: Specific? 

Brabeck: Intercultural training… no! 

Isufi: Ok, but you… but, you have been working in different crou… countries… and do you also believe that you somehow 

developed some sort of intercultural competence through that? 

Brabeck: [Pause] Now, I have worked outside Germany… only in this two and half years in China and two years in Japan now, 

so… 

Isufi: Ok, ok. 

Brabeck: This… did I… developed inter… 

Isufi: Intercultural competences? 

Brabeck: Intercultural competences? Yes, I would say of course, being now… four years outside of Germany… yes, I think… it 

is just natural that working with Asian colleagues, of course, has a… yeah, big change and impact in… how I work… how I see 

things, and how I work together… with… colleagues…  

Isufi: Ok and what do you say or what do you think, how did it help you? In, in which situations for example? 

Brabeck: [Pause]. 

Isufi: Tough questions, right? 

Brabeck: I… [pause] how did it help me? I’m… [pause] I’m not sure, but how did it help… 

Isufi: For example… 

Brabeck: For the company… I think, both… if, if you’re long-time or longer time or if you, especially if you live and work in 

foreign countries for longer time… of course… you… you… yeah… you adapt much more to the local habit and… the 

regulations and… the experiences and of course, it helps in the daily work... because obviously if you’re abroad mainly with 

local customers and colleagues. 
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Isufi: Ok, perfect. And then let’s have a look on the first time or when you arrived in Japan. What were you first impressions of 

your Japanese colleagues? 

Brabeck: [Pause] Yeah, this is a… [pause]. 

Isufi: Have they been reserved? 

Brabeck: It is a difficult question… 

Isufi: Pardon? 

Brabeck: Because… it, it is a difficult question because… I, I, I think, it’s… I don’t know what you’re aiming at… if it is to classify 

Japanese, the colleagues or people… then, it’s very difficult to say… my first impression was… very difficult…people were very 

[pause]…  

Isufi: Were they closed or reserved? 

Brabeck: Difficult to understand … yeah, yeah, this is… you cannot say in general… some, some were… it was very different… 

people were very different… but it was a very difficult situation but this has nothing to do with Japan…it was just a very difficult 

work environment which was  due to some reasons which have actually nothing, nothing to do with Japan, so… it will be a little 

bit difficult for me to answer… because it is not typical Japanese or it has nothing to do with Japan… it was just a coincident 

of… work situations. 

Isufi:  Ok, alright, I see… and in your private time… what kind of private contact did you have with your colleagues and what 

were the main occasions? Was it maybe sports or dinner or something like that and how did that affect your working relation? 

Brabeck: [Pause] Private contact? 

Isufi: If there was any of course. 

Brabeck: [Pause] Private contact very little, so to speak... and that… 

Isufi: Ok and a… 

Brabeck: Yeah…  

Isufi: And in… when, when it was really little and when, when you meet or when you met actually, what have you done 

together? Was it more a professional thing or was it more really off-the-job getting to know each other? 

Brabeck: [Pause] Off-the-job, I would say, again, very little… so mostly occasions were… inside the job or on business trips and 

then maybe… dinner occasions.  

Isufi: Ok and did that have an impact on your rela… working relation? Was it better or the same or…? 

Brabeck: [Pause] Yeah… of course, it helps, if you… sit together and talk… so that helps, of course, a lot… over the time to 

understand… the situation or the working situation or the working environment… inside the company. 

Isufi: Ok and after having then spent a longer time there, did you or what kind of behavioural characteristics did you observe 

from your Japanese colleagues if there were any? 

Brabeck: [Pause] What do you mean by behavioural characteristics? 

Isufi: Maybe it… at the beginning, it was… difficult to communicate and maybe in a later stage it as easier... or even more 

challenging… something like that for example. 

Brabeck: [Pause] Of course… the more you know each other, the easier is it to communicate, that’s… what you just said, so it 

helps of course… if you… the more time you spend… outside office or I would call it “together”…  and… it helps, of course,  to 

understand or I just said… to, to… yeah, understanding the, the situations of why are people behaving in certain ways… this… 

this is, this is clear… this, this is a gradual… development and a… of course, at the beginning… you don’t know anybody, they 
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don’t know you… and this gets… I, I would say the… status of relation to my colleagues here is quite, is still quite business 

related but… the trust has been built up over the last two years… quite… quite a lot… 

Isufi: Ok and you mentioned… earlier… that it, it helped you understand why people act in certain ways. What are these certain 

ways? Would you mind giving me some examples? 

Brabeck: [Pause] Yeah… this…. could be for example the willingness to cooperate… can be… [pause] the reaction on certain 

discussions, instructions…. [pause] Yeah… discussions especially… so just to understand why people are doing certain things 

in the daily work life…  

Isufi: Ok and then I would continue maybe with the collaboration itself or teamwork, I’d say. Are you in a team? And if you yes, 

would you mind giving me some insights on that, so what the roles are within the team and what the hierarchical structures are?  

Brabeck: [Pause] Now… or two years ago? 

Isufi: Now, now, of course, now. 

Brabeck: Ah… [pause]… yeah, of course, we are team… we are an aftersales team in Japan… so, which, I am leading… and… 

we have basically… technical engineers… so, field engineers, we have sales staff… and we have… office administration staff 

and… the hierarchical structure is at the moment… still… very simple… so, there… myself and then, of course, our manging 

director above me… and… then we have basically all staff on equal level… below myself. 

Isufi: Ok, perfect. Then, I would continue with communication… how would you say, how, or how would you describe the 

Japanese communication style and how does it differ from the German communication style?  

Brabeck: [Pause] Yeah, ok, Japanese communication style in general is… very indirect and… German communication style… 

is quite direct… this is… I think, reflected although I’m not speaking Japanese, but it is… it helped to be very reflective in the 

language itself… so… I think, direct order in Japanese language is…. much more difficult… or not existing partly… so, it is more 

up to the people to…. to do an interpretation of what the other communication partner wants to say… rather than direct 

communication… and the German communication usually is quite direct… so, I think, this is the big difference. 

Isufi: Alright… 

Brabeck: But of a lot of Japanese, especially in foreign companies or in companies which have foreign mother companies… 

they are quite used and aware of this effect. 

Isufi: Ok, so they have some sort of sensitivity towards the language issue, I’d say? 

Brabeck: [Pause] Yes. 

Isufi: Ok, and would you mind also give me an insight into how projects are handled by the Japanese, so how the… how work is 

distribu… distributed, then how, how discussions take place and how ideas are exchanged… and how decision-making is done? 

Brabeck: [Pause] Hmmm… [pause]… Ok, decision-making, I think, is not so much different in our company… than it is in 

Germany… so, there is usually a discussion… and a decision… followed by the discussion, of course, depending on 

hierarchy… this decision has been… accepted or made by the superior. 

Isufi: Ok… 

Brabeck: [Pause] The… the first part of the question was the style of communication or the style of working? 

Isufi: Yeah, the style of working and how work distribution functions for example… and discussion and exchange of ideas… is it 

very open… and with the decisions-making for example you said, it is done by the superior, the authority, but is it pre-given and 

you accept on it… or you develop a, a decision and then has to be accepted? 

Brabeck: No, no… this is, this is what I wanted to say... I think, it’s, it’s, I think in our company, it is basically, I would say the 

same like in Germany… maybe it has to do because  I’m the superior and I’m German… so I, I usually like to get the solution by 

the employees and then in very rare cases I would not accept or… overrule it after discussion but usually… we discuss and this 

discussion leads to a… a… anonymous decision… but not too much… [unspecific]… in our company as in… yeah… in, in 
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general, I would say in Japan… decision-making is a very difficult part for the Japanese… or more difficult than maybe in 

European companies… so, Japanese, tend to… like to not make decisions… or let a lot of time pass by before they make the 

decision… and I think, this is very… one of the key differences to Europe… [pause] but again, this is… in, in our company, a 

little bit different, because we are a European mother company and that’s why people are used to European… decision… and 

discussion, right... again, if I was a Japanese, then maybe this would be different… I’m, I’m, I don’t know. 

Isufi: Ok and... 

Brabeck: But to be very honest… I mean I had very interesting discussions and this is not the general, I mean, overall, 

generalization… is very, very difficult and I think, this is one for the major things, I have learned in my four years that of course 

you tend to say Japanese are like this and Chinese are like this and Germans are like this… but I have faced actually in Japan, 

people are very, very different… so I cannot say typical Japanese… in my office it is like this… people are very, very different… 

in Germany as well… and… but, I, I, I think, this was one of the major discussions I had with employees here that even they 

say, Japanese, are… very… they hesitate to make decisions and here after the discussion... I think, this is identified as a strong 

point our company being European mother company or having a European mother company that we… we can move much 

faster than Japanese competition because we can make... faster and clear decisions… and, of course, depending on the… on 

the… outcome of the decision, this is not always… easy for everybody to accept, but I think, this has nothing to do with 

Japanese culture, it has more to do with the decision itself, but generally in our office the decision then is accepted as well. 

Isufi: Ok, alright… very interesting. 

Brabeck: Or faster decision-making. 

Isufi: Very interesting… then, I have another… a bit, I would say tricky question… what kind of diffi… difficulties did you face 

when you work with your Japanese colle… colleagues and what were the main obstacles and how did you overcome them? So, 

as an example, was it communication or was it, was it the way people thought and couldn’t change their perspective… what do 

you think? 

Brabeck: [Pause] No… I, really, I don’t… don’t have experienced that this was so much a problem… what is a problem or was a 

problem… was much more then it is now, but still is… is… but maybe this is a very special or individual case as… my role, I’m 

not sure… I, I tend to… [pause]… yeah… maybe no… so, I think the… the main difficulty… is that I’m German and the 

employees are Japanese… so let’s… by definition… difficult to find… acceptance, I, I think, this is again nothing… typical 

Japanese… it, it would be the same in Germany, for sure… so if a Japanese… head of department… would come to Germany 

without speaking German, without knowing German culture very well, he would have difficulties to be accepted by German 

employees and especially… very specialized employees of higher age… and especially… if Japanese employee or head of 

department would be very… 40 years old and the employees 60 years old… but in Augsburg, this would be exactly the same… 

but I’m not sure, but, so I don’t know if it is a cultural thing, but this was indeed… for me… the most or the biggest difficulty… 

and compared… combined with the fact what I said before, that Japanese decision-making is… not an easy task and my boss is 

Japanese… I had a lot of situations where I could not move forward because… with decisions… which I had… which I think, I 

had to make… but, I could only do with my Japanese boss and he was hesitating. So, I think, there, as well, over the years… 

the trust be built up helped a lot and now… my decisions are being backed up or I, I usually confirm these decisions or important 

decisions for… not, not… on…. project base things… but on structural [unspecific]… with my Japanese boss.  

Isufi: Ok, and… did you also come across like severe conflicts and when I say that, I don’t want to know specific detailed… 

company or corporate details, that’s not what I’m looking for, what I wanna know is… what do you think are the factors… that, 

that made you not compromise for example… and that made decision-making really difficult. You said for example, it depended 

on your superior and that’s why it was so difficult, but are there any other factors? 

Brabeck: [Pause] Yeah, I, I think, it’s what I said before, so the situation… again… if you imagine… 40 year old boss coming 

into a mainly 50 to 60 year old specialized… or field of specialized employees… at a certain age above 50… this is not easy… 

but this has nothing to do again with Japanese culture, but this was the main… issue... indeed… of course, there was a lot of 

conflict… the conflict was… again… already there before I came…so it was a very special situation which again has nothing to 

do with Japanese culture, just with working environment… and that was my major… I had to change this and… change… this is 

then maybe really a Japanese thing again, that the change is not an easy thing in Japan… and we had to change a lot so… that 

was not easy. 
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Isufi: Ok, so they were a bit reluctant to, to the changes... that you wanted to introduce? 

Brabeck: If, if you, if you strike, if you strike the “bit” out of your sentence, then you are there. 

Isufi: Pardon? 

Brabeck: They were very reluctant, but not all. 

Isufi: Ok, ok, I see, I see, I see… and when, haven… when we take a look now, on all of what we’ve said and what you’ve 

said… what do you think are the main drawbacks or disadvantages of German-Japanese collaboration or teamwork? 

Brabeck: [Pause] I… sorry, can you explain… what, what, what you exactly mean? 

Isufi: What the disadvantages are… maybe the Germans for example are very structured and Jap… Japanese maybe are very 

flexible, I don’t know, is that maybe a, a challenge or disadvantage? There are maybe other things, there was… just, just an 

example for now. 

Brabeck: [Pause] Sorry, I’m still… the disadvantage… of our… collaboration, you mean or? 

Isufi: Exactly! 

Brabeck: Or the disadvantages of what? 

Isufi: Exactly, exactly!  

Brabeck: [Pause] Yeah… disadvantage… this is… it’s… 

Isufi: A bit strong? 

Brabeck: You noticed, I have followed this [laughs]… I think it’s the difficulty itself, so of course, we are Germans, we are a 

German company and we want to make business in Japan and that brings certain difficulties with it and one of course, is the 

cultural difference… and… so, yes, Japanese employees are… are… have different behaviours… than Germans, this is what 

we’ve discussed before… so, the direct approach and the indirect approach and discussions and decisions, but I mean… this is 

nothing what… what is… this is… the situation of the company, huh… I’m, just… I was sent to Japan to basically try to sort it 

out… and this is… I think, this has worked out, quite, quite well… but… mainly not because I came and I said we have to do like 

this, and this and this, but because I’m now… being used by the Japanese to build the bridge to Germany and I use my 

Japanese colleagues for the German colleagues to build a bridge to the costumer… so, I think, this is the idea and this is… this 

is working quite well… but this is a process… which is… which cannot be dictated, this is a matter of trust… so once… I trust my 

colleagues… and my colleagues trust me, we can do this… but if we don’t trust each other, we cannot do this and this is… most 

probably because it took two years... and we are only halfway there… I think, I another two years, then it will be even better, but 

I think, this is the trick of… of foreign people coming to a foreign country. 

Isufi: Alright, hmm, ok… 

Brabeck: And it was the same in China… in China it was easier because China is just a… in our company, it was a completely 

different situation, so a young team with young people, new business, everybody is open… then it helps of course, with the 

Chinese culture… they are more flexible, more fast, more eager to learn and to know… and Japanese are more… like Germans 

and even more extreme… they already know everything and they already have their… routines and they are of course… 

more… advanced aged employees, so it’s much more difficult but at the end of the day, I think, this is the trick of being 

successful abroad, to build up trust with the employees and once this is done, then business is picking up. 

Isufi: Perfect, I will to come, I will come to that a bit later… for now, I have another questions, question... you said you also 

worked for example in China, etc. Have you ever been in a virtual work team where you have communicated with colleagues 

only by using technical devices like for example Skype, telephone, but you have never seen each other face-to-face? 

Brabeck: [Pause] Ah… yes, yes. I have, yeah. 

Isufi: Ok, and what kind of mediums did you use to communicate? 
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Brabeck: [Pause] The telephone conferences and conference. 

Isufi: Hmmm… and apart from that… from that… email or any specific… 

Brabeck: Yeah, of course, email, yeah… but I mean... a real discussion more on video conference or teleconference… of 

course, yes, the email exchanges, but yeah… 

Isufi: Ok and how do you… oder… or… what do you think… how did your choice of mediums affect your communication and 

your working relation? For example the video conferences, how did that affect the communication and working relation? 

Brabeck: [Pause] I would not differentiate between virtual media… I would only differentiate between personal meeting and 

virtual communication… be it email, video conference or teleconference and this is again, this is especially in China and Japan, 

we are still not there, but it is the trick of being successful… at the end of the day we are all human beings and… communication 

by telephone… if you don’t know each other, or by email or by video conference… is extremely difficult, especially if you are not 

communicating with the… the same or similar cultural… or… people in the same cultural group… so, if I talk to… somebody 

from England… I… on the phone, which I don’t know… it is not easy, but it’s possible… if I talk to Chinese colleagues which I 

don’t know on the telephone… it’s almost impossible to make a good communication… whereas… once I know him and have 

been together with and worked together with and sat next to him for hours, days or weeks, it’s a completely different scenario. 

Isufi: Ok and would also agree with me when I say… that… online communication is more challenging than face-to-face 

communication or do you think they are on the same level? 

Brabeck: [Pause] No, for sure not on the same level… by far not… and again… [pause] It is… always easier to communicate in 

person… I think, once, once you know each other, then yes, virtual communication is possible, but without knowing or never 

having met, it is quite difficult and then again, if you come from… similar… cultural background or at least I used to simi lar 

cultural backgrounds… it is still maybe possible… I mean, we are at the moment are doing the same… I never met you, but we 

are talking… it is somehow working, hopefully. 

Isufi: Yes [laughs]. Yeah, it does, it does… 

Brabeck: If I would do the same with a Chinese colleague or Japanese colleague, I think, it would be much more difficult. 

Brabeck: Ok, and, and… why do… 

Brabeck: And, and… it has nothing to do with being Japanese, or Chinese, again, it has to do with knowing cultural 

backgrounds… so, for example, it would be very different with a Chinese colleague who has worked a long time in Germany or 

a Chinese colleague who has never been outside China. 

Isufi: Hmmm, ok, I see. Then, I would suggest to have a look on the bright side. You mentioned also earlier… that you have 

learned some things in, in Japan… would you mind repeating that and, and add also some other things? So, my question is 

basically: What have you learned so far and how can you benefit from that in your future assignments? 

Brabeck: [Pause] Yeah… it’s… yeah… what I just tell… I think, the most important thing I learned in China and Japan… 

actually, mostly in China… because here in Japan, it’s quite the same… is… that… you… you can only be successful… in our 

company environment where we have European headquarters mainly and… international business… you build the bridge 

between headquarter and our global organisation or IGC or however you wanna call it… and this you can only do…by building 

up trust… and this trust can only be build up if you have worked together… and a… maybe… discuss together in person… as a 

head… yeah, at a dinner or some other… social complex… and then, trust each other and… concentrate on… the strong points 

of each other… so, actually… it is the definition of a team… so, let’s… the German guy handle mainly or mainly help to handle 

the Germans… and let the local employee or colleague… mainly handle the local customers and suppliers and… and if you… of 

course, this is not… 100% strictly divided… but I think, they help is the… the main thing… so, if… of course, our local… 

colleagues… they… of course, they have to talk to our headquarter colleague, but sometimes… I can help a lot to build this 

bridge and the same for me, of course, I go to Japanese costumers, Chinese customers, but local employees can help me a lot 

to… to build this bridge. 

Isufi: And a… 
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Brabeck: This is, this, is… I would, I would say… the main thing I have learned that this really, really… is working… and it is… it 

is actually not… on the paper not so difficult, in reality not so easy…  

Isufi: I can imagine… 

Brabeck: To, to… to come to this point and build up this trust. 

Isufi: Ok, and what kind of behavioural charac… characteristics of your Japanese workmats… workmates, do you wish you, you 

would have yourself and why? 

Brabeck: [Pause] Japanese… are [dialling]…. correct in their way of working… so, if it is not 110%... if it is not 110% fixed and 

evaluated, then they will not do… but I think, this is something which… which, the very strong… strong point in their way of 

working… so, you just have to… look at… if you come to… to… China and you look at the… cablings on the walls and light and 

air conditioning and if you look at the same in Japan… then it is a very good… yeah… how you call it… a mirror of their working 

style… 

Isufi: Of their attitude?  

Brabeck: In China and in Japan… and the pictures beneath are very correct, on the other hand… Chinese flexibility is 

incredibly… they are not so correct in the way of how they work, but they are very fast and fast moving… so… I think, this is the 

strong point of the Chinese… of course, if you have both [laughs]… abilities that would be perfect… but maybe one… will not 

help the other… so if the Japanese would be faster, they would not be so accurate anymore and if the Chinese would be as 

accurate as the Japanese, they would not to be so fast... and so… 

Isufi: Ok, it’s difficult to bring that together, I guess? 

Brabeck: Exactly… but this is, this is actually, they… I would say… the character… characteristics… of the Japanese and 

Chinese, which I think is heir strong point. 

Isufi: Ok, then I have two last questions: The first of these two is: What are the main advantages and success factors then of 

German-Chinese collaboration and teamwork? Are the points that you made are the ones or are there any others? 

Brabeck: [Pause] Sorry, could you repeat what is the main… ? 

Isufi: Advantages and success fac… 

Brabeck: The main what? 

Isufi: Advantages, benefit, opportunity… of German-Chinese-Japanese collaboration and success factors? 

Brabeck: [Pause] I am not 100% sure if I understand, but the main advantage of course, is, due to our company business field, 

so again, we are a German or European, mainly European headquarters… with mainly international business… so… of 

course… it is an advantage if we can work together… and I think, the success factors is…. what I have explained before, if you, 

if you build these bridges… then, you can handle… headquarter… requirements… and… processes and structures… in 

combination with the… global customers… this is what we want… I mean, this is general business. 

Isufi: Alright, and then my, really final question: What do you think needs to be done to… improve or to enhance this 

collaboration that if functions better? 

Brabeck: [Pause] Yeah, yeah, I think, it’s, it’s necessary to… make this exchange, so that, I have always said, in China as well, 

it’s not necessarily, that European colleagues have to go abroad, it could be the other way around… it could be that the 

Japanese or especially a Chinese… I mean, if you look at the business sides of China, why not having a Chinese colleagues 

working for three to five years in Germany or in Copenhagen or in, in France, but you need this exchange, otherwise… your, 

your social media and your virtual media, what you have mentioned, of course, it’s inevitable… it’s, it’s… you must have this, 

and you must use it…but  it will only work, once you have the… physical exchange of workforce… and the… because again, we 

are back to the bridges of trust and this you can only do, if people physically work together… yeah, work together for a while, 

then they can build up this trust, I think, this is… this is… 
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Isufi: The main point? 

Brabeck: A long discussion always in our company, historically… because of course… it’s, it’s… investments, it’s costs… but… 

as long as we have this situation that we have European headquarters and… global customers… it should the must to do this 

exchange… and again, it can be from headquarter to outside or from outside to headquarter, I would say both ways are… are…  

Isufi: Highly valuable? 

Brabeck: Or preferable and I think… we should, we should, enforce… this exchange…. And the, then… of course, we can use 

virtual media… to… for 90% of our communication, but the basis… this 10% has to be build in physical… 

Isufi: Contact, experience... ? 

Brabeck: Contact or presence, yeah. 

Isufi: Ok, perfect. Then, I would like to thank you a lot for your contributions, and as I said earlier, if you want to have a look on 

the final paper, I’m happy to send it to you and that was it, there was the whole interview. 

Interview 5: Stefan Pellech 

Time: 32:43, Date: July 4, 2018 

Additional info:  

• No audio version due to the current political situation of KUKA 

• Requested from Mr. Pellech 

Isufi: Please introduce yourself and tell me your name (if you want to), your age, your nationality, the position and function you 

have within your company and please give me a short description of your career path and the motives for you to go to China.  

Pellech: 

• Name: Stefan Pellech 

• Gender: Male 

• Age: 33 

• Nationality: Austrian 

• Function within the company: Strategy Manager Asia (Leiter Strategie und Organisationsentwicklung für die KUKA Gruppe 

in Asien) 

• Position within the company: Responsible for strategy and corporate development 

• Short description of career path: 

- Studied Economics (studied also in Paris and Barcelona) 

- Worked and studied abroad (Spain, France, UEA, Austria, India, Uganda, China, etc.) 

- Worked in various industries (finance sector, consulting, mining, social enterprises, etc.)  

- Came to KUKA 7 years ago 

- 2004/ 2005: Completed two internships in Shanghai (Austrian Chamber of Commerce) 

Isufi: Before going on a global assignment in an Asian (Chinese/ Japanese) area, what kind of intercultural training did you 

receive? 

Pellech: 

• A one-week intercultural training took place 

• A “get-to-know-China” week 

• A “guide” on to proceed work in China 

• A “guide” on how to behave → what is appropriate behaviour in China 

• Methodologically very interesting 

Isufi: What were your motives for you going on a global assignment in the Asian (Chinese) sphere of business?  
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Pellech: 

• Work: Need from the company 

• Personal interest: loves Asia and China, strives to learn, looks for challenges in order to develop oneself and grow 

personally  

Isufi: Is this your first global assignment in the Asian area (China)? 

Pellech:  Not the first time. 

Isufi: On how many global assignments have you been in the Asian area China? 

Pellech: No answer.  

Isufi: For how long (number of months/ years) have you been on your global assignment in the Asian area (China)? 

Pellech: Three and half years. 

Isufi: What were your first impressions when dealing with Chinese workmates, particularly in the beginning of your assignment?  

Pellech:  

• First there is a difference between Chinese in a Chinese company and Chinese in a German company 

• More flexible, faster, different ways of doing things 

Isufi: What kind of private contacts did you have with your colleagues and what were the main occasions (e.g. sports activities, 

invitation for family dinner, etc.)? How was your working relation impacted by private contacts? 

Pellech: 

• At the beginning it was not as much as wished 

• But learning Chinese and Chinese culture (politics, philosophy, history) helped to get integrated (e.g. other German 

colleagues did not learn Chinese and struggled to get to know others and get integrated quicker) 

Isufi: After having spent some time in China, what kind of behavioural changes of your colleagues did you observe and what 

was particularly different? 

Pellech: 

• With increasing time, Chinese showed their appreciation/ esteem towards their German colleagues 

• Both sides (Chinese/ Germans) become more ethnorelative/ less ethnocentric 

Isufi: What were the roles within the team? What was your role within the team? What were the hierarchical structures within 

the team?  

Pellech:  

• Strong hierarchies  

• Self is in high position, therefore no problem 

• Difficulty: No open communication atmosphere 

Isufi: How would you describe the Chinese communication style? How does it differ from German ways of communicating? 

Pellech: 

• Business language is Chinese and English 

• Chinese language: very poetic, with loads of images/ idiomatic expressions, cultural context is needed 

• German language: very direct 

• Misunderstandings: not necessarily → you need to understand the culture, their history, their politics, philosophy and 

language  
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Isufi: How are projects handled in the Asian (Chinese) area (e.g. distribution of work, negotiation/ discussion/ exchange of 

ideas, decision-making, etc.)? How does it differ from the German style of handling projects? Please give examples. 

Pellech: 

• Comprehensive projects: projects are handled like in Germany 

• Local projects: You need a lot of permission by the German side → in China: Decision come from higher company levels 

→ then you just do things, you don’t need permission 

Isufi: What kind of difficulties did you face when working with your Chinese/ Japanese colleagues? What were the main 

obstacles? How did you overcome them?  

Pellech: Problematic: No open discussion culture, differing patterns of thought, when something does not go well, it will be kept 

quite (e.g. save face → but this also happens in Germany)  

Isufi: What kind of “severe” conflicts did you face? Please give examples! How did you solve them and who took the initiative 

(Germans/ Chinese/ Japanese OR group effort)?  

 

Pellech: 

• A number of conflicts occurred but these were conflicts of interest (business-related) 

• No conflicts in terms of organizational development 

• German side took initiative → Mediator role: conversations with single employees → did not affect Chinese collective 

character (this is highly reflected in culture and nationality, less in business) 

• Irrespective of culture, people open up when you listen and talk to them → therefore no big differences between Germans 

and Chinese 

Isufi: How was your working relation affected? What were the consequences for the team? 

Pellech: No answer. 

Isufi: Therefore, what are the major drawbacks of Sino-European Teams (e.g. cultural differences, different working styles, 

etc.)? 

Pellech: Ethnocentrism → there is a need to learn from others and appreciate their culture (from both sides) → although, there 

are cultural differences, people are not very different from another, but rather similar across the globe  

Isufi: What do you believe are the main problem factors of Sino-European Teams? 

Pellech: To think “one way is the right way” and to not adapt an ethnorelative perspective 

Isufi: What mediums did you use to communicate (e-mail, skype for business, etc.) when working within a virtual work team? 

Pellech: Mediums: Phone, Skype, WebEx (for presentations, etc.), computer/ laptop, WeChat (like WhatsApp → very informal) 

Isufi: How did your choice of mediums affect your communication and your working relation? 

Pellech:  

• Communication is easy and fast, makes things less complicated 

• It can also be challenging since no emotions are displayed, no context is given 

• Germans struggle to use WeChat because of the informality 

Isufi: How do F2F and virtual differ? Which of the two team forms are more challenging? Please explain why. 

Pellech: 

• No big differences between F2F and virtual work teams 
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• However, F2F teams are preferred in order to build relationships since this is very important in the Chinese area (cf. 

guanxi) 

Isufi: What did you learn about working in China? Could you benefit from your experiences in future assignments? 

Pellech: 

• Although, there are cultural differences, people are not very different from another, but rather similar across the globe 

(similar thoughts, desires, wishes, etc.) 

• Becoming ethnorelative 

• China is a multi-layered complex → there are cultural differences within the country (e.g. Beijing is not the same as Hong 

Kong, etc.) → different language, food, etc. 

Isufi: What kind of behavioural characteristics of your Asian workmates do you wish to possess? Please explain why!  

Pellech: Being flexible and learn things along the way and learn more Chinese 

Isufi: What are the main advantages of Sino-European Teams (e.g. better/ faster/ more creative problem-solving processes, 

etc.)? 

Pellech:  

• Combine German processes and structure with Chinese flexibility, rapidity and entrepreneurship  

• This will help especially in the beginning of projects and in bumpy moments 

Isufi: What do you believe are the main success factors of Sino-European Teams? 

Pellech: Cf. advantages 

Isufi: What needs to be done in order enhance Sino-European collaboration?  

Pellech:  

• Obtain a nihilistic view (including a country’s history, culture, philosophy, politics, etc.) 

Try to understand the other → a two-side effort 

Interview 6: Stella Jin 

Time: 01:14:21, Date: July 11, 2018 

Isufi: Good! First and foremost, thank you very much for your willingness in participating in this interview about Sino-European 

collaboration. Before starting with the actual interview, I would like to inform you that I will record the conversation. Is that ok that 

for you? 

Jin: It’s ok. 

Isufi: Perfect! Then I would suggest to jump right into the questions and maybe for a starter you could introduce yourself, tell me 

your name (that’s voluntarily), then your age, your nationality, your function and position within the company, and maybe you 

can give me a short description of your career path and by doing that maybe telling me the reasons for you coming to Germany 

and working here. And if you want me to repeat anything, don’t hesitate to tell me right away.  

Jin: Ok! Do you have to test it whether it works and should it be fine? [check of equipment].  

Isufi: Hmm! 

Jin: Oh, I just seem… ok! First of all, I would like to introduce myself and my name is “Jin Jun In.” Actually, here most of people 

call me Stella. It’s easy for the Western people to call me. I come from Shanghai, from China and I work with KUKA here. But 

before… two years before, I worked in Shanghai also in the KUKA Group. But two years before I got the opportunity and the 

company offered me this opportunity to working in our headquarter here in Augsburg to support our CEO for the business 

regarding China. So, my role here is project assistant to our CEO, but currently… from this year, I have additional role functions. 
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I support our corporate communications as the PR manager to supporting the communications topics for China. Yeah, that’s 

why I’m here. Anything else you would like to know? 

Isufi: Maybe you tell me a bit about your first impressions when you came here to Germany and you started working with your 

colleagues. 

Jin: Hmm! So, um, I think two years before, I didn’t have any hesitate to take this opportunity because I really would like to work 

abroad, it’s very interesting experience for me. So, at the very beginning, Germany is not too much surprising for me because I 

have stayed in the United States for half year, so it’s kind of I had experiences before, but one special thing is Augsburg is very 

peaceful, it’s very different from Shanghai. Shanghai is huge and a very busy crowded city and with… with 23 million people 

and… but here it is very peaceful and not too many people on the street, yeah. But it’s cool because I got the feeling stayin’ in 

Germany, I can have more time to really focus on my work and think more about… about my work and at the… also one more 

interesting thing for me is now I’m staying in Germany, I read more news here talking about China, I really can have a very 

different perspective to think about China, think about the business in China. So, this is very different from before and a lot of 

perspectives I have never thought before. 

Isufi: Alright, sounds very interestin… interesting! I will come to that later again. And before coming here what kind of 

intercultural training did you have? 

Jin: Hmm… I think, it’s not very specific in the cultural training, but… things we don’t really have too many foreigners working 

here as the long-term employee, so I’m kind of special for other employees. So, at the very beginning… my training is go… was 

got from all of my employees… they asked me all different kinds of questions about China, about the business in China, about 

what Chinese are thinking about this topic or that topic and I think I got a lot of opinions and experiences from my employees 

and also… luckily, I have one married close friend here as my colleague also and she had a lot of exchange… the ideas… and 

also the works with me. Yeah, I think because of the colleagues and also the friends and a… I integrated myself very fast here. 

Isufi: Ok, so, you in general, you didn’t have a specific training that was offered, but when you came here you quickly integrated 

because of the great reception I would say. Would you agree with that?  

Jin: Yeah, I agree with that, I didn’t… Actually, I think, last time, our company offered one multicultural workshop, kind of 

workshop in English for the employees, but unfortunately not too many people signed up for that, so it was cancelled… yeah. 

Isufi: Oh, ok, so it wasn’t giving the opportunity, I see… 

Jin: But on the contrary, I offered my employees several times for the… like a… kind of like Chinese course and I taught them… 

something about the Chinese language and the… also the cultural difference… yeah, I think for them, it’s quite important… so 

this is also the reason why I work here and because our company… maybe you heard from the news, it’s… acquired by one 

Chinese company, so 95%, around 95% shares belongs to the Chinese company, so for them it’s really important to understand 

the Chinese culture. 

Isufi: Because there going to work in the long-term together… 

Jin: Yeah, yes! Also now we have more and more corporations with the Chinese colleagues and also with Chinese shareholder. 

So, it’s, it’s very interesting, it’s challenging.  

Isufi: Yeah, I can imagine! I will come to that also later, maybe another question: You said that you integrated very quickly here 

because of your colleagues and friends, did you also have private contacts with your friends and colleagues here that affected 

your working relation and would you mind giving me an insight on that and would you mind telling me how your working relation 

changed… like this… 

Jin: I think for the colleagues here, I think… German people, I would say mostly they are very polite and very nice and they take 

care of me and although, I know for most of German people, they separate private life and working life… working, work… far 

away… but here things… I’m a foreigner, so somehow they take more care of me and ask me how am I and how was my 

weekend… something like that and also I have one roommate, I share an apartment with one German girl, so that helped me a 

lot… yeah, I know if I stay here, I would like to integrate myself fast here instead of always staying with Chinese… so this is a 

good method for me and also I learned German language because I haven’t learned German before, but my company strongly 
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support me with that and so our company did provide the German course for me and also for other foreign employees and… 

yeah, so I have started German for two years, although it’s not really good, but I really can speak German in my private life for 

my daily life and a… so, with the colleagues, they’re all nice and also for my private life, I joined one sports club here in 

Königsbrunn… Königsbrunn is not too far away from Augsburg and because I had one hobby, it’s called “candle”, it’s a 

Japanese martial art and a… so I practiced that like more than eight years before in China, so I would like to keep it… so luckily 

I found one club nearby, so I joined that club and I have training two times one week, so in my private life, I also have other 

friendship relations with sports.. 

Isufi: Contacts with the Germans that help you… 

Jin: Yeah sports, players… and yeah, mostly it’s like that. Also, I have some Chinese colleagues, they work… they work in 

KUKA and a… but most of them, they started before in Germany and then later they found a job in Germany also, so that’s why 

and a… that’s why their German is better than me [laughs]. 

Isufi: I wouldn’t say that! I wouldn’t say that! But another question, you’re doing all your private things, are there any colleagues 

that you do that with them? Are there any things that you do with them? 

Jin: Yeah, sometimes yes… and because I work in communi… in corporate communications and a… I have a lot of female 

colleagues, yeah mostly, our company, there are male employees, I would say, majority maybe, of course we have female 

employees, but… but one thing is very unique in our area and… we have more female employees than other places, so it’s very 

easy for me being very close with them and a… also for the private life sometimes, we organize like the… watching the TV 

together, like here people like to watch “Bachel…”… “Bachelor?” 

Isufi: Bachelorette? 

Jin: “Bachelorette” and they say “Ah, Stella, you should watch together with us and learn your German!” Yeah so… and also 

sometimes, we organize dinner together with the colleagues and a… hmm, they show me some German… cuisine and I show 

them sometimes Chinese cuisine like for example… like “hotpot” [laughs]. 

Isufi: Uuh, that’s sounds interesting!  

Jin: Yeah, because for Chinese people, food is very important! 

Isufi: …important! 

Jin: … and the eating habit is… is our major hobby [laugh s]. 

Isufi: [laughs] It’s a social thing, I think. That’s why it’s a very important. 

Jin: Yeah, for Chinese culture, yes, and also Japanese culture, I think. 

Isufi: Hmm, ok, and how did that affect your working relation with your colleagues? 

Jin: Hmm… I… I think, because you cannot really separate private life and work, so this kind of private life can improve the trust 

within the colleagues and so, yeah… and that they know more about me… because, I think at the very beginning, maybe some 

colleagues, they… they didn’t have a lot of contact and a lot of work with Chinese and that they feared a lot of Chinese are far 

from them and also they don’t know to behaviour in front of a Chinese and they would like to keep distance in order to make… in 

order to avoid making mistakes and a… but later they know “Aah, it’s…!” Because when you’re working together longer and also 

you have some friendship and a… established and then you feel there is no difference between different nationalities, we don’t 

really realize that “Oh, I’m a Chinese, they are Germans!” So, it’s no big difference, I think, yeah. 

Isufi: That sounds great! That’s wonderful… 

Jin: And a… for my team and a… they really would like to push me speak German, so we have early morning meetings and in 

that meeting, they only speak German, but sometimes they would stop and explain to me if it’s very important to me, otherwise, I 

just try to listen and a… practice my German… 

Isufi: A little bit? 
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Jin: Yeah… 

Isufi: This… that’s really wonderful. Then I have another question: You said you were earlier on… you have worked abroad in 

the US, but is this the first time then in Germany? 

Jin: Yeah, yes… before moving to Germany, I have never been to Germany, I have travelled through Europe, but most… only 

Italy… 

Isufi: Southern States? 

Jin: [laughs] Yeah… no, actually, I travelled in North Europe, I went to Italy, but later I went to Norway, yeah. But it’s only 

travelling, so at that time, I had very different impression about Germany… because people would say “Ah, European people 

are very…” hmm… how to say? “They’re not like warm… like Americans.” 

Isufi: Cold? 

Jin: Very cold and… 

Isufi: Reserved? 

Jin: Yeah, kind of… also depends on the countries and a… but when I start working here, I don’t really feel that. I feel Germans 

are like… if you go closer, they will really treat you like friends… it’s not like stop on the surface… yeah, so it’s different. 

Isufi: And in total how many years are you now in Germany? 

Jin: I have stayed in Germany like two years… two years… I start from May in 2016, so it’s really two years… I will stay two 

years longer, two years more and a… but in later in two years, I also have more work in China, so… I will stay like part of time in 

China and a… but most of the time in Germany still.  

Isufi: Ok, then thank you very much for the starter. Maybe now we continue with the nitty-gritty of teamwork.  

Jin: Ok! 

Isufi: Maybe you could give me an insight on your team, how many people you are, what your roles are, what you do and what 

the hierarchical structures are and if you want me to repeat anything, don’t hesitate to tell me. 

Jin: Ok, and a… I think for me it’s, yeah, it’s… [mumble in the background] I think for me it’s a little bit special because at the 

very beginning, my role is project assistant to our CEO, so that means I don’t have really… I don’t have the real team members 

because I am the project assistant for CEO… 

Isufi: For the CEO… 

Jin: For CEO… and a… so… but I have one special situation is because they put me also together with our communications 

team and a… and that time, I also support them a little bit, but not a lot and I also support our corporate strateg… for some also 

Chinese topics, and so I also support all kinds of… central functions… if they really need the support about China and a… so 

it’s, it’s difficult to tell like I… who are the team members and a… so it’s not like the routine team members, but sometimes we 

work together in some… small projects or some specific tasks, then I work as a team together with them… but now, I have… 

from this year and a… I have a very specific role as the… as the… how do you say? I take care of the Public Relation? Hmm…? 

Isufi: Department? Or section? 

Jin: It’s… it still belongs to corporate communications… 

Isufi: Corporate communications! 

Jin: But we have the… new structure, so one specific role to support the… public relation or the media relation with China… so I 

take, I take that role now… so, I really work also in the communications team… so, we have around… around ten… colleagues, 

it’s a lot, but some are incurrence… yeah… not too many… and a… yeah, it’s not too hierarchy…  I think, we have one head… 

Mrs. Stüber… and then other members… it’s not like super hierarchy structure… we are all flat structure and a… but different 

people take different topics… and some… sometimes, we have to common parts like me and when I receive some requests 
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from China… they say… “the CEO in China will have some presentations or they will take some interviews”… so we were 

prepared the briefing… the briefings for the CEO in China and a… so I have to work also together with my other colleagues in 

the team to say what kind of… how do you say… the knowledges… or the prepare, the briefings… they can share to me and 

also we work together to see any important points to prepare… for the China, for the specific topics…and a… yeah, it’s, it’s like 

that… it’s very open… relation… yeah. 

Isufi: Ok, and compared to China, how woul… where do you see the main differences, especially in hierarchy? 

Jin: Hmmm… I don’t have too many references from my… myself to say… because I always work in the foreign company… I 

don’t really worked in the Chinese… pure Chinese company… but somehow, I would say… I would not say like in KUKA we 

don’t have hierarchy structure… we do have kind of hierarchy structure… but… we are having changes and a… hmm… but you 

can see from the history of KUKA… or history from the German companies… it’s… it was very hierarchy in the before… it’s the 

same in China… it was very hierarchy before… but nowadays… because the big influence from like the new IT companies, they 

are very flat structure and very open and a… so it helped the employees to have innovations and creativeness and a… so, other 

companies see that the advantages of that… so… they know, it’s the time to have the changes and… so many companies have 

changed with them a lot… within the structure… for example our shareholder and I can see from their structure… it was very 

hierarchy before… the Chinese complain and…  but now it’s… they really push it… quite flat… it’s a huge company… it’s much, 

much bigger than KUKA, but… they are having the… transformation and a… yeah. Flat… and so… it helped the company to 

work efficiently.  

Isufi: On both sides then? 

Jin: Yeah! 

Isufi: Ok, I see, what would you say about communication? Where are the differences between Chinese way of communicating 

and German ways of communicating, especially when working… together?  

Jin: Hmmm… I think, it’s maybe I have to separate into two parts: It’s internal communications and external communications… 

for the internal communications, I think for our company, China side… it’s more like a branch of… a… not really… all face… it’s 

a branch company… so headquarter is here… so from this perspective… it’s a little bit hierarchy… because all the important 

information… are all come from Augsburg… so, like we distribute the information as the internal communications as to China… 

but of course, we would like to empower the China side… and also they do they internal communications… hmm… and a… but 

difference is here is more like… the… I think for the German culture or the country is more… is more… with the democracy and 

so it’s really care about everyone’s opinion although it’s difficult… but we would like to listen to different voice and to discuss and 

then think about the solution, but the disadvantage of it is quite slow sometimes… and… but in China, I think, somehow in the 

employees’ mind it’s… they accept the hierarchy way… so they just accept the information, accept the decisions… they don’t 

ask too much… it’s generally, I would say, the big difference for the internal communications. For the external communications, 

it’s more work regarding media…. relation… and to work with the journalists… and also to release the press release… and a… I 

think a… or have to mention that the… the media, the public media, the environment is very different in China and in 

Germany… here you… here we have free speech… and the journalists really can write what they think and a…. of course, 

somehow they would like to make a good relations with companies, they… but… because companies can help them to get more 

information and also benefit from the positive news and a… yeah. But in China, I think, the public media is not that a… free 

especially regarding to political topics and maybe you have heard in China like… google is blogged, Facebook is blogged, 

twitter… yeah, so, I would say the public media in China still have to… be developed and… and… [pause] but the… public 

media and work with companies, it’s fine… and a… they have their own way to work with that… also it’s… it’s… it’s not too 

difficult to manage the… the relation with the… with the journalists… hmmm… yeah, it’s, it’s like that… I… [laughs].  

Isufi: And on an eye-to-eye level like for example within your colleagues how… how does communication function? Is it easy? 

Or is it more challenging? Do you understand each other? Do you have communication problems? 

Jin: Hmm… I don’t think it’s too many problems to work with my colleagues because all of them speak good English and a… if 

they only speak German, it could be the big challenge for me… and a… but for this part, it’s fine and a… also for our work it’s… 

I think, for myself, I feel I am a student in our department so… it’s new for me because I started automation engineering in my 

university, so the… the communications work, it’s all new for me and so… I’ve… I… I think, I am a student, so I would like to 

learn from them… so, it’s fine… it’s fine… and… if I have the attitude like that and people would like to tell me, yeah… what’s 
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the difference and also I can share with them how experienced when I working in Germany and working in China for the media 

topics. 

Isufi: Ok, but… do you… normally according to literature for example… they say… Germans are very direct and… frank… and 

straight on… would you agree with that or do you think Chine… Chinese and Germans speak actually on the same level. What 

do you think? 

Jin: It’s difficult to say it generally… I think for the stereotype, it’s really like that… and… if you ask me before, I also would like 

to say that because it’s like the stereotype… and a… but it depends on the persons and a… so, I, I feel… maybe, it’s my 

understanding that’s… the elder generations… like over 40 or elder… and I think, they are like that… they are very direct and 

a… they… somehow, they… they would like to have everything prepared, everything ready… then they can say “We can do 

that!”… but in China, I think, it’s more flexible because the society is developing very fast… we cannot wait too many time to 

make one decision…. if you are too slow you are loose the market… so it’s always like that… so… they cannot wait everything 

is totally fine or they cannot wait… all different kinds of opinions and discussions... then… then… then it’s very slow decisions, 

it’s like that could be… but now I work more with the… generation like my age… I’m… I’m 30… and so, I also have a lot of 

colleagues… a….  

Isufi: At that age? 

Jin: At my age… or younger than me… I don’t think, it’s not really like that already… because they know more about this work… 

they have more open opinions, they can… also I’m surprised that many German colleagues, they all have different kinds of 

exchange experience… within the starting before… many of them have started abroad, even in Asia… like in Japan or in China 

and a… so… if they have experienced a little bit, then they would like to understand each other and they know “Aaah… it’s… 

oh, some… some has… so, it’s also ok!” because if you think about China, maybe… it’s… if it’s ten years before… China was 

not that strong in the world… the position is not that high or was not that high and… but nowadays of course, China is 

developing very fast… and maybe the voice of China could be louder and a… so… so, that means… people understand it’s not 

always Germany is the centre of the world, not all the other countries in Asia have to listen to Germany and a… so now it’s more 

like the two ways… of course, Germany has…. more advanced technologies and ideas and innovative ideas… and a… can 

be… can help Chins to develop… and also a lot of new ideas also can come from China and so, it’s like two ways… and when 

the work is two-ways, I think, it’s… it can be developed faster than before. 

Isufi: On both sides then? 

Jin: On both sides, yeah… I already can see this… it’s… should be like this… and also my colleagues, like my age… they 

understand this… yeah, especially when they… I think in KUKA, more and more colleagues, also they have the chance to work 

together with Chinese colleagues for our KUKA China or our shareholder… and a… of course, they have challenges and a…. 

also maybe sometimes misunderstanding… misunderstanding from language barrier or other things but… when you totally… 

experience it with… by yourself… and then, you can understand… you can try to understand why is like that… yeah.  

Isufi: And it helps you? 

Jin: Understand the reasons behind, otherwise you only… if you only think by… by this kind of stereotype, it doesn’t work. 

Isufi: Ok, and earlier you mentioned two… two very interesting things… one was that… you had kind of misunderstanding… 

would you mind giving me an example for that… that you did come across… 

Jin: Hmmm… you mean me? Myself? 

Isufi: Yeah, yeah… in your work, did you just misunderstood for… I don’t know which reasons, maybe you know which ones? 

And how you worked on that, that it finally worked out for you. 

Jin: Hmm… I… I think, one thing is quite interesting to mention is because I think… for myself… my experience is before when I 

work in Shanghai… and a… I’m most like I received tasks or orders from my supervisor and then I do it, I finish it… then, I think, 

it’s… the work should be like this… but when I worked in the headquarters here in Augsburg, I feel I cannot always sit in front of 

my desk and wait for that… here the working style is… we should be more proactive... and we should think in advance… what 

will happen and then tell our bosses and what I would like to do and a… it’s this kind of style… at the very beginning I didn’t 



 

LVIII 

 

know this… I didn’t realize I should do like this... I was always waiting and a… I really don’t know what to do and how to do it… 

and then I realized here… people it’s, it’s no matter what kind of level you are… I mean you are the head, or you are normal 

level employees… people organize the work by themselves and then plan the things maybe together with the supervisor… but 

it’s not like that hierarchy… you just wait for the tasks… I think, this was the misunderstanding and before… and a… also living 

in Germany, I realize, I have to plan all the things in advance like where I should go… and what kind of busses or lines I should 

take, otherwise… it’s not that convenient if I don’t plan in advance… and a… also the Germans mostly have very strict plans… 

that means… yeah, they can be flexible also, but… I think, it’s quite clear in their mind what they would like to do in one day and 

at what time… and... this is… I don’t… I didn’t really have when I was in Shanghai, I think, in Shanghai I was more flexible and 

a… for the work part is ok and for the private life I was more flexible and also somehow… we could be like for example like… at 

weekend when I had a appoint with my friends… I could be like fifteen minutes late for that… and… and for us… it’s very normal 

because of the traffic and yeah… it’s just like that… but here, I think, you really can be on time if you really plan the things… so, 

it’s different. 

Isufi: Yeah, I see and it’s so interesting to see it from your perspective because you only see yourself from… it’s normal. 

Jin: Yeah, this is the point, this is the point. Because a lot of things I think, it’s normal… then here… 

Isufi: For us! 

Jin: Then here it’s not normal… and a… a lot of things, Germans think it’s normal here, it’s all special for me… so sometimes 

when I… I tell… told them “You really do it like that?” or “You really think like that?”, they, they were surprised to me… they think 

it’s normal, they are always doing those things like that… but for me, it’s totally different…  it’s a lot of things… yeah like that 

working in and life part… 

Isufi: Then speaking of working, I would like to continue a bit with project handling and things like for example decision-making, 

you mentioned that also earlier that… here… it’s important to make decisions quicker for example… how would you say… what 

are the differences between China and, and… Germany in this area? How are decisions made… do think it’s faster here or 

there? and where do you see the difficulties? and how does that work within your team? 

Jin: I think it’s… it could be different in different companies… I think in our company the situation I told you like because here is 

the headquarter… so many big decisions should come from here and a… for this part, of course, somehow is hierarchy… and 

a… I think, in China side, they kind of accept these hierarchy thing… so, somehow I can hear the voice like “Ah, they are waiting 

for the decisions!” So, they don’t really push the decisions or they don’t take the responsibilities that… for the big decisions and 

so mostly, they wait for the decisions… so, here, it’s more… Germany… in Germany, I feel within the work… within my, my 

department, I think… I think, it’s not that hierarchy… maybe it could be different from our other departments… it could be very 

different, but in our department, it’s not that hierarch… mostly, I can make most, most of the decisions by myself… and 

altogether with my supervisor here and a… so, it’s quite fast… and I think, it’s because of the trust and that they… because… 

they say “Oh, I trust you, you can do that!” then I know what kind of the range I can make decisions… so, if they really for some 

kind of the scope, if they really empower me to do these things, then I can push the things fast, it’s good, but for the whole 

company like I mentioned for the big decisions, I think, our company, it’s not that fast and a… and also for the China side even 

slower because they wait for the decisions. 

Isufi: From here then and how do you feel when you say you get so much trust from them and, and they empower you… how 

you feel about that? 

Jin: Yeah, I feel about that and a… [pause]… 

Isufi: But how do you feel? Do feel happy? Or do you think, it shouldn’t be that way or? 

Jin: I think… 

Isufi: What do you wish? 

Jin: I think, the trust is very important because the trust can motivate the employees or the colleagues to do these things and 

a… I think, the motivation is very important, especially here in Germany because, anyway, the leaving standard here in 

Germany is very high, so people demand, people demand more things, not only from the salary… also from the… maybe the… 
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the trust from the colleagues and the… the benign feeling from them organization… these kind of things... so, I think, the trust is 

very important here and also I can feel it from many of my colleagues… they will direct tell me “Stella, I trust you, you can do 

that, no problem with that!” I really appreciate that… because then I don’t have to be, be hesitate to doing something… and a… 

it’s good… and a… but for China side, if… when I worked there in China, I think, maybe… with staying the department, also 

could be like that, but for the companies, I think… because it’s the branch company, so… if the communications between the 

branch company and the headquarter, it’s not, if it’s not that close…and a… they don’t really have the trust to each other that so 

much… and then things could be slow there… 

Isufi:  Ok! 

Jin: Yeah! 

Isufi:  I guess, it takes time to… 

Jin: Yeah and because for example if… the Chinese management in China, they feel… if they are guessing the decisions from 

the headquarters… or they have the fear to do the things because they have to take their responsibilities afterwards, maybe 

they won’t be hesitate to do so. 

Isufi: That’s why it takes so long then. 

Jin: Yeah! It’s my feeling, it could be like this. 

Isufi: And, you said that they… your colleagues trust you and said “Hey, you can do it on your own!” How would say… is it here 

more individualistic and, and in China more collectivistic and? 

Jin: I think here… because I take my company as the example… so here is headquarter… I think, we have very flexible working 

time… so I can plan the working hours by myself, maybe I come late today, I go back also late today and a.. to following 

depends on my meetings or my work and a… so it’s flexible and gim… so, so that’s why I can work individually and to plan my 

things… of course, I have common work with some colleagues or some projects, but it’s all fine… and also… here is not like… 

you, you work very, very, very, very hard means you are the best, it’s different… but in China somehow, in my companies the 

working culture is, you have to work very, very hard, even a lot of overtime in order to show you are a good employee… I think, 

it’s the misunderstanding… if you still can work efficiently and finish the work, I think it’s, it’s… it means…. you are good… not 

means you have to work more than others and a… yeah… but in China… we, we… most of the companies, not most, many 

companies… we don’t have flexible working hours and so… it will give the employees the feeling like “I have to stay in the… in 

the company for eight or nine hours and I’m waiting for the work, tasks, and I finish my work, then I go back and a…” So it’s kind 

of like this kind of feeling. 

Isufi: Ok, it’s, it seems to me… its’… in China it’s more quantity versus quality, I mean the work is still good, I’m not saying 

that… but… it’s measured by, by the time you’re staying... instead of here, if you can do things quicker on your own, then it 

seems to be better. Would you agree with that?  

Jin: Yeah, yeah, I would say generally it’s like that! 

Isufi: Ok, perfect! Then, you also mentioned… that you had kind of… misunderstandings for example… earlier with your 

colleagues with the… that you can do things on you own for example… do you, do you know what I mean? 

Jin: Yeah! 

Isufi:  Yeah, but what kind of conflicts really did you come across during your… your work or your time here with your 

colleagues. I don’t want to know the details, that’s not what I am looking for but what do you think are the factors that, you know, 

why you collided or why you didn’t find a compromise or couldn’t reach decisions together? Was it more on the topic itself or 

was it more cultural misunderstandings that leaded to that? 

Jin: Actually, I would like to say, I didn’t have conflicts with my colleagues or… yeah here… but I would like to explain this 

because I think, it’s… it’s the… it’s the culture difference and also my education background… I started most… all the time in 

China and within the Chine… Chinese education system… so the disadvantage of it is like we… we accept the more things and 

instead of… question the things, we don’t ask too much and a… 
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Isufi: Just one question before you keep on… explaining. Why do think is that? Why do you… are not that… like the Germans 

are very open and, you know, go… proactive you said earlier… 

Jin: Easily answered this question, is because the population in China is huge and a… also the education system is not 

developed like that high level as Germany and a… this is the main points and so that’s why for example if you have like 100 

students in one class and a… the teacher… doesn’t have the time to discuss all the things with each one and with really free, 

free environment… so the teacher, mostly they just finish their course, of course students can ask questions afterwards, but 

here I feel more like… I guess, you don’t have really a lot of student in one class, so you have more free environment… you can 

even stop your teacher and ask questions, no matter, you disagree with it or you don’t understand it, you can just be free to 

ask… but in China, it’s not implied… we cannot do this… unless the teacher say you can do this… but as… as my education 

before, it’s not implied so we only can asks questions afterwards and a… yeah… it make us not mo… not … motivate… not be 

motivated to ask more questions, to have different opinions, this is the key point… and we are not… educated to have… really 

different opinions… but Germans do… Germans are encouraged to have totally different opinions, it’s all fine… I think, this is 

the major part… so, nowadays, I can see from my work and a… the good part of me is I’m very open to accept the different 

opinions but the… the bad part of me is… I don’t really… very active to have different opinions… I also… I always would like to 

change myself to accept, to adapt to others… so, I think, sometimes, it’s good, but sometimes, it’s not so good… so that’s why I 

would like to say, I didn’t have really have a lot of conflicts with my colleagues because I’m always can accept them and adjust 

myself. 

Isufi: Ok, and do you think, that also stems from the fact that… Chinese are more collectivistic and try to keep a harmony within 

that? 

Jin: That’s true. I can, I can say from my personality and myself… my philosophy even it’s like that… I… I like the harmony 

environment and the… so, so, I… it’s also my, my status like this… but of course, for special cases, you can find other Chinese 

colleagues, maybe totally different from me and a… they really can… like argue with other colleagues with totally different 

ideas… it could, it could be changed… because nowadays the younger generation, the education system is also changing, so 

we, we don’t, we don’t have to think about Germans or Chinese always… in an older way because the world is changing… and 

in a very fast way… people could be very different form ten years before. 

Isufi: Yeah, that’s true. I see that as well. And now when you take all that into account I would say, what do you think are the 

main disadvantages when working together… and would do you think are the problem factors? 

Jin: You mean, I as a Chinese working with Germans? 

Isufi: Working with Germans… hmmm! 

Jin: Major conflicts? 

Isufi: No, what the disadvantages are… if there are any… maybe you have… another opinion on that… maybe you say “Hey, 

come on, there are no problems!” I don’t know. 

Jin: Disadvantages? [pause] I… because for me, my feeling is always like… it’s a great experience working and staying in 

Germany, so… I would treat all the disadvantages, it’s all coming from myself because my German is not perfect, it’s not good 

enough… yeah, it’s with meetings, it’s really difficult and my understanding of the German culture and working culture here it’s 

very limited because I only… so far… I only have… have had two years, it’s not really long… and a… these are all the 

disadvantages of myself because I see them from myself, I cannot say from others… and a… [pause] but maybe… but at the 

end, I think working in Germany it will all be advantages… but of course, I can see stu… the… some German colleagues or 

German… they, especially in Bavaria, or Augsburg they are very conservative and a… maybe they don’t care about working 

together with foreigners or Chinese, maybe, they feel they have fears about Chinese companies and also the… even Chinese 

because first of all, in China… as the stereotypes stands for the “Made in China” products, which means only quantity, less 

quality… and also a lot of Chinese companies nowadays doing the acquisitions here in Europe, they are afraid that the Chinese 

companies will steal the technology and that they will close the factories in Europe and a… these are all the… could be the 

conflicts… and within… within my company or even within the whole country and a…  so that’s why, I work here… and a… 

[pause]. I know... I’m more… I’m just one small part of my company… somehow I can feel I can… I can act like a bridge in-

between… even from very small part, I tell them something like my opinions about Chinese companies, I explained that in 
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China, we also would like to improve our “Made in China” products and also we… our government is already pushing that… and 

we have very clear, cleared…. policies for our country like “Made in China 20, 25!” and we would like to stand for high-quality 

products… so, you already can see the changes in China and a… before the online shopping… you always buy the cheap… 

with the things online with low quality… but it’s already changed… now I really can buy the... reasonable price things with good 

qualities from China… and also for the Germans, they also can see the difference… and also for the Chinese acquisitions 

things… take our company as the example, I think, things… the Chinese business, is highly developing and a… also we have 

more and more corporations with China side… they can see actually the Chinese shareholder… they are helping us to develop 

further… they are not like “I bought you, I would like to destroy you!” It’s not like this. 

Isufi: It’s more interactive… 

Jin: Yeah, so, so… we would like to be, we would like to become the… successful Sino-German… cooperation. 

Isufi: Cooperation! 

Jin: And so we have to show that and so that’s why, even I’m just a one very normal employee and as the Chinese working in 

Germany, I think, for this part, I’m very important and to… because when I talk with the employees like this or even we work 

together with something… they can more and more understand this, they will feel “Ah, it’s not really like that” because people 

will always think… with the fears because they have the stereotypes in their mind, they read the news before about the… some 

evil Chinese companies and they maybe, they had a bad experience with “Made in China” products before and a… but the 

things could be changed. 

Isufi: Ok, I have listed to you know and I picked now a few things. Would you say or would you agree with me when I say… an 

incom… incom… incompetency in language can hamper the collaboration? And stereo… stereotypical thinking and maybo… 

and maybe also ethnocentric behaviour or thinking… do you agree with that when I say that could be the problems that could 

hamper the collaboration? 

Jin: Yeah, yeah, yes, these are the main points, yeah. 

Isufi: Good, thank you very much. Maybe we look now on the bright side for a bit. What have you learned so far from this, this 

collaboration and what do you wish to have… that your colleagues have… like behaviour characteristics that… you would like to 

adapt to yourself? What do you think? 

Jin: I think it’s a lot of expects and a… for myself… as a Chinese… because as a Chinese, I cannot choose that and a… but 

things, I am a Chinese… I would like, I would… like Germans can like Chinese, like our country, so… how do you say? I would, 

because I think a lot of misunderstand or…. mistakes or problems can be solved, if you have further communications to 

understand each other, so… for my, for my company, I wish, my… many of my German colleagues… can have more 

opportunities… to have business trips or even with their private travel to China or to Asia, to have a look, to experience it by 

themselves and a… it’s… because it’s really most of my colleagues… if they really got the Chance to go to Shanghai for the 

business... they really said that it’s, it’s fantastic, “Shanghai is fantastic!” and it’s totally different from the imaged… so, you really 

can say something about something until you really experienced it and, so, I really wish… the Germans, the German colleagues 

can have the opportunity like that, but now it’s difficult because we have the cost down policy… yeah. 

Isufi: Then, it’s a bit difficult. 

Jin: Yeah, yeah and a… but somehow I believe so… I think, if we can... develop the better and I think, too many colleagues and 

have their portraits with the China side and a… I hope… I hope also China can develop the inner… healthier and eco way to 

develop our country with the high-quality products and a…. and also, nowadays more and more Chinese have, have the chance 

to travel abroad and also, I hope, our Chinese can have better behaviour abroad and to give to good impression to other 

foreigners… it’s quite important… yeah… because sometimes, I feel, I’m here, I am a Chinese… in a German Company, I feel, 

I… I stands for Chinese. 

Isufi: Hmm, you’re a representative! 

Jin: Yes, and a… so, I think, what I, what I taught my colleagues could be their first impression about China or about our 

Chinese company, so it’s quite important. 
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Isufi: For you to do that and… on an eye-to-eye level, what do you wish to have from your working… from your colleagues, like 

in the working style, like for example you said earlier… Chinese people are very flexible and are there any other things, that for 

example Germans have and you wish to have within your working style? 

Jin: Hmm [pause]… I think for the, for the working style… in China, I hope, because I hope, it can be also developed like 

Germany in the future… I think, people should have better awareness to organize their work by themselves and a… then they 

can have the feeling, they should do the things proactively instead of waiting and a… [pause] Yeah, and also, one point like I 

mentioned like… working, working very, very long time not means you’re a good employee, I think, I hope, this kind of mind-set 

can be changed in China… also with our Chinese colleagues not only means you’re always sitting in front of your desk and even 

reply to emails at midnight… not, not means you’re the good employee… yeah. 

Isufi: Ok what do you think can be done to enhance the cooperation? You said, you said earlier experience yourself, but other 

than that… what, what would you suggest to do in order to… improve the collaboration together? 

Jin: I think, I think… because for, for the expects… expats like me… or like other Germans… are transferred to China, I think, a 

very interesting thing I have to mention here is you can see years before, there’s, there were only German managers or… 

experts that are transferred from Germany to China and a… to tell the Chinese how to organize the company and everything, 

but now…. nowadays, you can see I’m here and we have more exchanges and a… I think, this kind a idea it’s very great, we 

don’t really have… we have to send someone like… for very long term or we don’t have to really send some high level, top level 

manager to China because it’s very expensive [laugh]. 

Isufi: Yeah, I can imagine! 

Jin: Bur I hope, we can give more chance to the…. lower level… 

Isufi: Employees? 

Isufi: Employees! 

Jin: Or young… younger generation to have like, I think in our company we have something like that like the exchange program, 

it’s, it’s like in the school but also in our company, we have that.  

Isufi: Within the company, that’s very interesting!  

Jin: The same function or department they exchange the employee for half year or several months and sometimes they each 

one stay in each one’s apartment, but it depends, yeah. Of course we have find a very reasonable solution for that, not to have 

very high cost for that, but this kind of exchange programs, I think it’s very nice for the employees and you, if, if you have the 

chance to working in China or stay several months or half year, then you are totally have… further and better understanding 

about the business over there… so, then everything not only in your imagination… if someone did like that and then… he or she 

can come back and tell other “Ah, actually, it’s like what, what, what…!” 

Isufi: This and… that’s very interesting; I’m very fascinated right now to be honest. No, it’s really cool… they can, they can 

enhance the cooperation and many companies should implant… implement that. 

Jin: Because before, I think only the, really the high level ones, they got chance… and the expats over there. 

Isufi: Yeah that’s true! 

Jin: But mostly they… they sit in the very high level position and a… I think, it’s very different, I think, the lower level ones… 

Isufi: Should also… 

Jin: Should also have this kind of experience! 

Isufi: Opportunity! Yeah, I see. And when you take all the… what we’ve have said… today into mind, what do you think are the 

major advantages and success factors when working together? 

Jin: [Pause] I thin,… the great part here is, you can see, Chinese and Germans from the personality or working styles could be 

very different, I think, the difference make the advantages… and a… because we can learn from each other and for example the 
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Chinese can learn from the Germans how they organize the work, how they make decisions and how they have… different or 

totally different opinions and a… also tell others directly… and also… Germans can learn from the Chinese also… and a... for 

example… like because I told you the Chi, many Chinese are very flexible, that means, they always very, they always have very 

flexible, different solutions… if you go this way, it cannot work, then we can just change that way and a… I think, also, it works 

very well in China… and a… you have more options and a… also Germans can learn from that… maybe sometimes, they will 

feel “Ah, great!” It’s yeah, so I don’t have to plan everything totally because the world is also changing, so I really have to have… 

flexible solutions… it’s yeah… also, other experts… I think, I think… also, this I can see from my German colleagues who stays 

in China and a… every time they had the business trip back here, they always tell me like “Stella, China is amazing, everything 

works very fast and every day is like new day…” and a… also the… because they have a lot of Chinese colleagues, they say 

Chinese colleagues, they treat foreigners really, really… really, really well! 

Isufi: As guests? 

Jin: As the guests and a, and a and I think, in China, somehow the private relation and the work it’s combined together…  

Isufi: Together and that’s why… 

Jin: More than here and a…. yeah… they have, they have this kind of this experience, even my colleague, I met him 

yesterday… and every time he said... “Ah, I miss Shanghai now! I would like to go back to Shanghai!” Yeah, because here, I 

think, the disadvantage here is because Germany is highly developed, so most of things… you will not see the changes within 

ten years or things… and a… but in Shanghai, you really can... in Shanghai or in China… you really can see the things are 

developing and a… also a lot of new idea… even they’re not mature, but they can be applied to the market immediately… it’s, 

it’s different… 

Isufi: Ok, then thank you very much, that was great, really, I’m fascinated. I have just have three, four last questions. You’re 

working… you said earlier you’re working kind of a bridge between China and Germany… have you been in a situation where 

you created virtual working team meaning that you communicated with people or you worked with people only by using technical 

devices, not seeing dim… seeing them face-to-face. Have you been in that kind of situation? 

Jin: Yeah, of course with many, many employees here I only communicate with emails with them. I don’t know the face, but… 

Isufi: I don’t know… no, I know what you mean; I don’t know what you mean…it’s not the face-to-face interaction. 

Jin: Yeah, yeah! Also… but sometimes, I can see the picture of them… because of the… our email system, they have kind of a 

picture… then it’s different. 

Isufi: Yeah, exactly, you have kind of a phone book, I think and then you can see them. What kind of mediums do you use apart 

from email? What do you use and how does that affect your working relation? 

Jin: Ah, this is interesting part… I think, within the KUAK here… we use, mostly we use emails, email system and also we have 

the skype… business skype… both of them work very well… and a, and a… but  additionally… here we also have the… some 

software from SAP… like the… business… what’s that… we have? [mumbles]… It’s, it’s sales force, sales force, but sales force 

more like business Facebook. 

Isufi: Oh, ok, I see! 

Jin: We post the things on that and a… share the things. 

Isufi: Oh, wow, I haven’t heard of that! 

Jin: Yeah, I think, SAP or sales force… 

Isufi: SAP or sales force, one of them is kind of working like Facebook where you can post things; I got an idea of that. 

Jin: Yeah, and also we have intranet, our orange net, our internal website and a… and a… but it’s more… we, we post official 

news, announcements… on that and a… but you can also from other… countries of our group, yeah… and a… it work like that 

and also when I communicate with the… colleagues here, I think, most of the colleagues prefer calling with the phone and 

emails… and a… for myself, I prefer emails instead of speaking… 
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Isufi: Oh, wow! 

Jin: Because my German is not so good [laughs] and a… and also my English is not perfect 

Isufi: But your English is fantastic! 

Jin: No… but in China, one special app is WeChat… 

 Isufi: WeChat, I heard of that! 

Jin: I think, it’s a lot of advantages, also disadvantages and a… disadvantages because it’s not safe totally, it’s one… public 

software… but the, the advantage is you can really communicate with the colleagues in your company or not in your company 

very fast… and somehow it’s the, it’s the new culture in China right now and a for example… if you have some project and a… 

then they just drag all the persons together into one group, then you work together then in that WeChat group. It’s… 

Isufi: It’s like, like WhatsApp! 

Jin: Yeah, WhatsApp, but I don’t think that the people really work with WhatsApp here. 

Isufi: No, no, it’s… no, no, no, no… that’s too informal, I think. 

Jin: Yeah, yeah… but in China somehow, it’s, it’s formal way and a…. because you can communicate fast and easy… easily… 

and a… and also some of my colleagues, they also… registered for the… WeChat account, my German colleagues in order to 

communicate with Chinese colleagues or especially… the, the people not from our company because they don’t have the same 

system to communicate… you only have email… it’s very slow… but with WeChat you can directly push the questions to others.  

Isufi: Yeah, I see and how does… how does that affect your working relation when you use mediums like WeChat and the 

internal Facebook for example? 

Jin: I, I think… it’s, it’s difficult to say which one is better, but here, I think, you can easily separate your private also the 

emotional things… from the… official and informal works and so… we just use the emails or business skype to communicate 

with colleagues… we don’t discuss private things by that, but WeChat, it’s difficult to separate it and a… so, you somehow, you 

can involve some private part into your WeChat chatting and a… but it fit to the Chinese culture, it’s like that in China, it  works 

like that, so I think, it’s difficult for Chinese to totally separate work and private life and a… I think, most people prefer that way… 

the better part here is, people… because WeChat, you don’t have the working hours… so people can send you the messages 

regard to work.  

Isufi: Even after work… 

Jin: After work! 

Isufi: Ok, I see and what do you think is more challenging, this virtual working or the face-to-face? 

Jin: Of course, if it’s possible, I think, face-to-face it’s always the best way, you have the… like, like…I invite you here to do the 

interview because I can tell you the things, you can also understand me more from my face and a… the communication is very 

conformable like this… and a… also with the colleagues when we work together and I think, it’s great and a… but of course, it’s 

difficult because the German colleagues and Chinese colleagues, they are far from each other, it’s very expensive to fly all the 

way… also it’s tiring… and a… but with this kind of virtual software… I think, it’s, it’s great and a… it’s a lot of advantages which 

maybe ten years before, the, the employees didn’t have, so it’s really fast and convenient… yeah.  

Isufi: So, it has its advantages and disadvantages, but if you look on both sides, you would prefer the face-too-face interaction 

then? 

Jin: [Pause] Depends! [laughs] Depends! But if it’s really my, my project and my topics, I really prefer face-to-face… otherwise 

it’s not necessary. 

Isufi: Ok, so… so when do you prefer then the virtual interaction? 
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Jin: Because when... if I would like to communicate things clearly… instead of too much talk and so, I will... I will prefer wri ting 

emails to list my points… and then… I just would like to see the result of that, so it’s not necessary to meet the colleagues face-

to-face, otherwise too much other talks.  

Isufi: And then again you have discussions, I think. 

Jin: Yeah, it’s not efficient! 

Isufi: Good, so, actually, that was the whole interview, Stella. Thank you; thank you very much, really, for your insights. I have a 

great impression… or a great view on the things now, because I could see how, how Chinese look on us Germans and thank 

you for that and if you would like to, I can send you the transcript of our conversation because I will type everything down…  

Jin: If you would like! 

Isufi: Yeah sure… I hope, I can, I hear everything correctly and write it down and if you want also to have a look on the final, I’m 

happy to send it to you. 

Interview 7: Tobias Steinig 

Time: 01:11:04, Date: July 20, 2018 

Isufi: Hello and Welcome! First and foremost, thank you very much for your willingness in participating in this interview about 

Sino-European collaboration. Before starting with the actual interview, I would like to inform you that I will record the 

conversation. Is that ok that for you? 

Steinig: For sure! 

Isufi: Ok, perfect! After having interviewed you, I will type everything down and I will produce a transcript and if you require, I 

can send that to you and if you want to have a look on the final paper, you can have a look on that as well. Good! Then I would 

suggest to jump right into the questions and maybe for a starter you could introduce yourself, tell me your name (that’s 

voluntarily of course), then your age, your nationality, your position and function within the company, then also you could give 

me a short description of your career path and by doing that and more importantly, give me the reasons for you to go and do 

business in China.  

Steinig: Ok! So, my name is Tobias Steinig, yeah, I’m 33 years old, coming from Germany but in the meantime living in 

Shanghai. I work a.… I have two positions in KUKA, first of all, I’m Global Vice President Digital Operations Centre, which 

means more or less running the whole IT operations across the globe. On the other hand, I’m Vice President Digital Lab and 

New Technologies, meaning making everything which is new technologies new market shares from an IT perspective bring it 

into the group and just test if we can use for reasons… before starting at KUKA in 2016, I’ve, I’ve worked at Deutsche Bahn, 

yeah, in a position as Chief Information Officer for Stuttgart 21, as well as program manager, executive program manager for 

some big projects and before that, I’ve worked at Siemens AG owning on the project business across the globe. Yeah… so 

three in past more or less. 

Isufi: How did you, how… what were your reasons for you to going China now and do business there? 

Steinig: Yeah for KUKA… I would say for KUKA itself, China is the biggest market, yeah, we expect the biggest market growth 

there, yeah, because as you know Automation and Robotics is our Core Competency, yeah, and here in Europe we have 

already finished  a lot of projects and all the Automotive and whatever stuff is more or less is already equipped from us, yeah 

and… but as everybody knows, yeah, most of the productions sites are in the meantime in China, yeah, so this is a market and 

a… yeah, I really like to, to, to go and to emerging markets. Therefore, this time I decided to go to China.  

Isufi: Ok, so it was kind of a personal decision also, not only a… a company decision that you decided to go there? Or was it…? 

Steinig: For sure, for sure it’s both, yeah. On the one hand it could, could also have been somebody else going there, yeah… 

but, but I like this international collaboration things, yeah, I like the different cultures and, and I’ve already experienced China in 

some previous jobs… not, not so… not so deeply, but at least a little bit, yeah, so… yeah. It was for me, my favourite to go 

there.  
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Isufi: Ok, are you on a long-time assignment there or what is the, the program around your position there? Are you local? 

Steinig: Yeah, as the starting point, it was for the first, I would say, maybe half year roughly, six to nine months, yeah, it was 

that I have had two contracts, yeah,  so I’ve had a local contract in China and also a contract here in Germany, yeah, with 

balance of, I think of it was 46 or something, yeah… but then, we changed it now in the meantime to a long assignment of two 

years, yeah… which allows me nevertheless to, to be there, how I much I want, want to be there, yeah, but at least 50 % of the 

time, yeah. 

Isufi: Ok and in total you have been in China now around… three years because you said two-years contract now and six to 

nine months or are the… 

Steinig: The two years contract is running, yeah, so I’m, I’m there since… the end of 2016, yeah, so one and half years roughly. 

Isufi: Ok and before going there, what kind of intercultural training did you have? 

Steinig: Nothing! 

Isufi: Nothing?  

Steinig: No! 

Isufi: Ok, but... ok. 

Steinig: I was already experienced, yeah, so for me it’s not a big deal, yeah. 

Isufi: Yeah, that’s why it was… ok, I can, I can see, I can see… but did you wish to have any cultural training or did you thought 

“Well…” 

Steinig: So, I would say, when I look back, yeah, to the very past when I started... such journeys, yeah, in Siemens for example, 

there I have had, I would say… roughly 50 to 100 employees there in China, yeah… there it would be… would have been very 

helpful, yeah… to, to, to go there, because to be prepared a little bit, yeah, about the cultures and the, let’s say, rules, yeah… 

which occur, which you don’t know about, yeah…  but after jumping into the cold water and experience all that without draining 

[laughs], yeah,  yeah… now it was easy for me, yeah… because if you have experience that already, then the training doesn’t 

make sense at all. 

Isufi: Then let’s have a look on your first times when you arrived there in China for KUKA of course, what were your first 

impressions of your Chinese colleagues? 

Steinig: So, I would say the first surprise for me was that there are more or less two groups, yeah. The one, one group is more 

open to the Western style, yeah… tries, tries to get themselves to this position, yeah and try to, to, forget about the Chinese way 

of, of living and working, yeah, and the other group is quite traditional, yeah… more or less ignoring the Western style and 

expecting also the Western people to get the Chinese style done, yeah… so there was the first surprise. Yeah, because 

normally when I started very early, ten years ago or something, yeah, then I only have experienced the traditional ones, yeah. 

So, have not been so many open, open people, yeah… that was the first surprise, yeah. And when we talk about the traditional 

ones, yeah, for sure, all these things like… very, very complicated hierarchies... and a 100% sticking to the words you say, 

yeah, and all the rules, which shows which level of empowerment you have, yeah… things like this… are the things, which are 

quite for Western people, quite complicated to understand, yeah. 

Isufi: I can imagine and was that also age-related? So, are… were the traditional group or camp older people? 

Steinig: No. 

Isufi: Or was it across the board? 

Steinig: In, in this time, it’s across the board and we don’t have so much old people in the IT there, yeah. I would say, it’s all 

between, all between 17 and maybe 41 or something, yeah; there is nobody older than this, yeah. So, therefore, there is no big 

difference, age-related, yeah, I guess. 
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Isufi: Ok, and did you have also private contracts with your collea… contracts… contacts, of course I mean, with your 

colleagues that had affected your working relationship in a positive or negative way? 

Steinig: Yeah, I would say, there is not so much private contact, yeah, because, yeah, I’m in a high quite position, which makes 

it very complicated to speak to them, yeah, yeah… because nevertheless also the Western, more Western people, yeah, or 

more open-minded people, yeah…. they cannot forget their culture, yeah, they’re open-minded as much as possible, but you 

know, they will never talk to the VP, yeah, so this is for sure, this is not so easy, so the majority of the people, yeah, will, will 

just… try to get in distance of me. But my direct report, yeah, for sure, I met them also at home, yeah, invite them to barbecue or 

to my home and so on, yeah, which makes it easier, for sure, because this is the part of the game, yeah. 

Isufi: Yeah, it’s true, it’s true, so, it kind a evolves in a positive direction would you say that? Would you agree with me? 

Steinig: Yes, definitely! 

Isufi: Ok… after having then spent some time there, did you recognise some behaviours changes of your colleagues? 

Steinig: Yeah, definitely, definitely, yeah. I would say… it’s more proactive communication afterwards yeah. For sure and 

beforehand also when I asked them to give me some information about topics, they did, no problem… but they would never 

be…. proactively coming to my office and telling me about some problems, whatever… I need to experience myself and then 

ask them, then afterwards, as more private time you spend with them, as more you play their game, yeah, the more open they 

would be, yeah, yeah… for sure, there are some limits, yeah, but… yeah, you, you can definitely imagine that it… [disruption of 

recording] definitely, yeah. It is, it is all about respect and maybe, yeah, I would say, it’s, it’s the rules of the game, yeah, yeah… 

which, which are quite…. we can also see it in Germany sometimes, yeah, it’s depending on the company culture, yeah, there 

are companies, you can go to the CEO and talk to him, no problem, yeah, and there are companies, if you do so, you will be 

kicked out nearly, yeah… because he will ask you “What, what is going on, yeah? Why don’t you talk to your boss? He is down 

there and yeah…” So, it’s depending on company culture and also on private culture, yeah. 

Isufi: Do you mean with private culture, the, the local culture then in China? 

Steinig: Yeah, the culture you have in your, in your family, in whatever, in your group of people or… 

Isufi: Social environment?  

Steinig: Yeah, exactly! 

Isufi: Ok perfect, and earlier you mentioned, after meeting them also in private for example, the communication got better, 

would you mind giving me an insight into the communication style of Chinese and Germans and how that worked within your 

teams for example? 

Steinig: Yeah, so, I will give you two insights, yeah. First one of the traditional group, yeah, so… when, when you talk to these 

people, yeah, and you ask them for their opinion, yeah, you will get your own opinion back, yeah, not their opinion, but you will 

get your opinion, yeah. So if you then try to nail it down, I want you to say now “Should we go left or right?” yeah… they will not 

give you an answer at all, if you then try to make it easier and say “So should we go left?” Yeah, yeah, the answer will be “I’m 

not sure!” Yeah, so, they will not be happy to find out what reality is, yeah, so you need to… you need to be more calm, yeah, 

and not so aggressive, yeah you know… you have to talk around the things, yeah, yeah and, and watch carefully, how they 

react and how they do, yeah, and then you can interpret it to find out what is meant, yeah, that is the traditional, traditional guys, 

yeah. For, for the more open-minded guys, yeah, for sure, you can be a little bit more aggressive, a little bit more direct to them 

and ask them the real question, yeah, but nevertheless, you will not get the answer, yeah, but, yeah… after push, pushing the 

questions to them, yeah, you have to start to talk around it, yeah, so that they already know what is your goal and what you are 

going to try, yeah, and then you can talk around it, and then again around it, and then sometimes, or not sometimes, then 

somehow, yeah, they will switch and then come back to the question by themselve and telling you the answer, yeah, so this is 

the difference, yeah. So, the first guys, you should not, not even push the question because as soon as they know what you 

wanna try, they will protect their self, yeah. The other guys, you can do it, yeah, but the, it will take a little time, yeah, then they 

come back to this question and answer it, yeah. 
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Isufi: Ok, how do you perceive that, do you think it’s challenging, do you think it’s, it’s a disadvantage… or… and how you 

manage that? 

Steinig: It’s both; it’s an advantage and an… and a disadvantage, both in one, yeah. So, compared to Germany or the Western 

style, it’s European, yeah… the advantage is, if you, as the manager, knows what you wanna have, it’s very easy, you just have 

to tell it, yeah, and there will be no big discussion, yeah, you can say “I want you, everyone to go right, this, these days… and I 

want you all to accelerate!” Ok, they will do it, yeah, nobody will say “No! We have other ideas and why not left and blabla?” So, 

this is the advantage, yeah. The disadvantage is, if you don’t know the right way as a manager, yeah, and you need them to 

show you, yeah, or at least, to make you more sure if your way is the right one, then it’s quite complicated, because it costs a lot 

of energy and time to find out what they really think, yeah, and you know, the higher you are in the hierarchy, the more you need 

the people to tell you what the right way is, yeah. So, sometimes, it’s getting complicated, yeah, so, both in one. 

Isufi: Ok, perfect. I have a picture in my mind definitely and it… I can also make references to literature, that it’s amazing to see 

that in practice. Then another question, you are in a higher position, you are the Vice President of Digital Operations in China. 

Have you… however been in a team there… or how, how is everything structured within your position there?  

Steinig: What do you mean with structured? 

Isufi: Are you in a team for example or you… or are you the boss and everything is below you and you have to…. 

Steinig: Yeah, I’m the boss, yeah; everything is below me, far below me… yeah, yeah. 

Isufi: Ok, what would you say, what are the hierarchy structures in China then? Of course you mentioned some aspects there. 

Steinig: Yeah, so, so… there is me as a Global Vice President, then there comes the Regional Vice President, yeah, which is 

also a German guy, so, therefore it’s quite easy for me, yeah, and then there comes the directors, yeah, for the several 

functions, yeah, and under the directors, there comes the managers and  under the managers, there comes the people, yeah. 

So, that is the roughly structure, yeah… yeah, exactly. From directors to managers to people, this is mainly, I would say 90% 

Chinese people, yeah, but the higher positions right now are Germans, yeah. 

Isufi: Ok and do you recognise hierarchical structures when, when you work with your Chinese colleagues or what kind of 

hierarchical structures? 

Steinig: Yeah, there, there are… I would say, there are more or less two things, which I have in mind. The first is, they really 

have a deep sense for ORG-charts, yeah, so it’s not like Germany, yeah, where you can say “Yeah, ok, but I need to talk to him, 

because I know he knows the answer or my question.” Yeah, it’s all about… yeah, ok, is… am I able to talk to him, yeah, 

because he’s in the ORG charts two levels up and one level right, so how can I do it, yeah. There is a perfect example, yeah… 

for example, when… one day in my office my monitor didn’t work anyhow, yeah, so, I found out by myself that the cable is 

broken, so I needed a new one, yeah, so for me it’s very easy, I’m the IT boss, so I called the IT guys and said “Hey, yeah, I 

want you to bring a cable to me, yeah!” So, after five minutes, yeah, it was not the person I called to bring the cable, yeah, it was 

the Regional Vice President giving me the cable, yeah, and I said so “I didn’t call you! Why do you come?” and he said “Yeah 

you know, you called person one, he gave the cable to his manager, which gives the cable to his manager, which gives the 

cable to my manager, which gives the cable to me, so now, I’m here to give it to you!” Yeah, this is the Chinese way, yeah… 

stick to the, stick to the ORG-charts, stick to the hierarchy. This is one thing, the other thing is, they have also quite… only the 

traditional guys, yeah, but they have a quite… deep sense of… respect to older people, yeah… so, maybe… in the group of 

people, where all seems to be same level, the older one are more respected then the younger one, yeah… this is the second, 

kind of hierarchy which is not written down, but it is there somehow, yeah.  

Isufi: It exists, it exists.  

Steinig: These are the two, two things I can mention. 

Isufi: Ok, and did you recognise or experience similar things, when working with Chinese colleagues within projects for 

example, or within negotiations that you said “Hey, this is really, really different from the way I do things or I do business!”?  

Steinig: Yes, but this has nothing to do with the hierarchies, yeah. 
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Isufi: No, no, no, of course not. It’s just not related to that one, but maybe… 

Steinig: So, what, what is quite different is the style how you negotiate something, yeah. In Germany you would say “Okay, let’s 

come, let’s meet in the office!” Yeah, then you really try to hard negotiate something, yeah, vice versa, yeah, go one step ahead, 

then go one step back, blabla, yeah and if, if it is finished, you will finish it, no problem, yeah… then, you will say “Ok, now let’s 

celebrate it!” or something… or don’t celebrate it, but doesn’t matter. In China, this will never happen, yeah, there will be an 

official negotiation which will end in a situation that nothing is negotiated, yeah, and then you have to go to celebration, you 

have to go to drink something with them, you have to go, yeah, to make some entertainment, whatever, yeah and then, at the 

very end, then there will be the real result available, yeah… So, this is quite different to, to what we do here in Europe.  

Isufi: And how do you perceive that? Do you… again the same question as before with the communication. Do you think, 

that’s… it’s negative, it’s advantageous or… 

Steinig: [Pause] Also, same answer, there advantages and disadvantages in one, yeah. On the one hand, for sure, it’s, it’s a 

little bit more easy to, yeah, because… yeah,… it’s all based on private communication, you know, you can be then very open, 

nobody will, will take it and use it against you because it’s a private environment where you talk about it, yeah, but on the other 

hand, you need to be very careful, even in respect to compliance, yeah, even in respect to… not, not telling too much about 

company secrets and things like this, yeah. So both is difficult, yeah, so… On the other hand, the disadvantages, like I said, if 

you are in an open, in an office environment where you negotiate, you will never be… let’s say run in a trap where you talk to 

them to some private stuff about yourself which they can use, this will not happen. If you don’t drink with them, this could 

happen, so you need to be very careful, yeah. That’s, that’s one of the big differences, I would say.  

Isufi:  Ok and in literature for example, most studies…yeah, studies in general refer to, to Chinese cultures for example or 

Japanese cultures as very collectivistic and do you see there any differences when you work then with them? Do you think 

Chinese are really collectivistic, or not and what are your thoughts on that? 

Steinig: So, so what do you mean with collectivistic?  

Isufi: For example, we in Germany, we are very in, indig… individualistic, so, I get a task, I do it on myself, I am very 

autonomous, I do work a thing on my own and then get the result done and hand it in. And according to literature, Chinese 

people do it dif… differently, they, they…, it’s more like “Hands on, we do it together!” What kind of experience did… have you 

made? 

Steinig: Yeah… I would say, if, if you look for the group of traditional people, it’s like you said, yeah, there is the manager, he 

gets a task, yeah, and then the whole group will be involved, yeah, everybody being involved, yeah, everybody being part of the 

result, yeah,  something like this, yeah. If you look to the people which are more used to work with Western people, yeah, the 

open-minded people, there it already has changed a little bit, yeah, it’s more autonomous, “mehr” individual, also… taking the 

result as your individual result, yeah, and claiming then for yourself, that you have done it, yeah…. where the traditional group is 

more or less… also they never would come and claim for themself that’s their result and they wanna get promoted for it, yeah… 

they will, they will ever say, yeah… “This is our result” you know, and “My people did it!” Yeah, this is, yeah… there is a 

difference, but, it’s, it’s depending on how, how open or how much they’re already involved in the Western style of working, I 

would say. 

Isufi:  And where do you see for example the advantages in, in both, in the collectivistic style of working and individualistic style 

of working? And disadvantages, of course… 

Steinig: So, if, if, if, if you look to the collectivistic style, yeah, you will never find out, yeah, who are the keys players, yeah, who 

do I need to really watch on, yeah… need to keep within the company and... who maybe can leave without any impact, yeah, 

you will never find out because there, every result is from everybody, yeah, so you’re not able to see, what, what you should do, 

yeah, as a manager… on the other hand, yeah, it also does matter, yeah, if somebody is today a good performer, and tomorrow 

maybe he is not, yeah, because the group will compensate it, yeah… if you look to the other side, yeah,  in, in the more Western 

style… things, yeah, it is like… the manager often would do favours and saying “I know, if I give it to the good one, it will be 

done, so I just put all issues to him!” and the people, being, let’s say, lower performer, yeah, he even don’t need to work 

because he will not get any task any more, yeah… there is no group pressure on him, yeah, the only one who can pressure him 

is the boss, yeah, but the boss don’t want to pressure him, because he wants the result and not the, and not the work around 
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the result, so he just goes to the people he know they will do it, yeah. So… that means, there is a disadvantage as well, yeah, 

that you more or less divide the group, yeah, and then in the end only one person is working and the others, the manger knows 

they don’t work, but he will not do anything around it, yeah… this is the other way around in groups. The group will look and if 

you… every time him you don’t perform, they will pressure you, yeah. 

Isufi: And which one of them prefer and why? 

Steinig: It depends, yeah, it depends on the situations, yeah… so…. if, if it goes around, how can you, how can you bring very 

good team together, yeah, so, if it goes around my direct reports for example, yeah, for me, the individual style is better, 

because then I can see who is working how good, yeah, who has which skills, who has which… areas of disadvantages, etc. 

and I can act against it, yeah, and help to, to getting better, yeah… but… for sure, also the group approach, yeah… is good, 

so… in some cases, for example if you have a project, which is definitely, yeah, I would say, which needs more than one skill 

set, yeah… then it’s easier to say “This is a group project now and all of you have to do it!” yeah… so it depends on what you 

expect as a result, yeah, I would say, yeah. 

Isufi: Ok, perfect and during your time in China, and taking all what you’ve said until now into mind, have you come… or what 

kind of challenges, have you come across or when you put maybe… people from, from, the traditional camp and Germans 

together, that have worked together, what kind of challenges did they come across and how did they manage them? 

Steinig: Yeah, I would say… when, when I mentioned what, what happens around the people, yeah, if I combine, let’s say, 

guests from Germany to the traditional guys, yeah, so normally, what I do and what I have to do also, yeah, is at first speak to 

both groups, yeah, telling the traditional guys “Hey, there will come somebody from Germany!” Yeah, or from Spain, doesn’t 

matter, yeah, “But be aware, he’s not used to your rule set, yeah, so, don’t blame yourself and don’t blame the others in being 

strict, yeah… yeah,  because maybe he doesn’t know about it, yeah!” Also, I will talk to the other group, or to the guests, yeah, 

saying, “Hey, there some rules, yeah, you might not know everything, yeah, but don’t be… too disappointed if it doesn’t work the 

way you expected to work!” yeah, because he has the rules the other way around maybe and then, I just try to manage that 

there is no big escalation in it, yeah. So both sides, then normally are quite sensible, yeah, and try to find out which way to go, 

yeah and most of the time, it works out, yeah, most of the time. 

Isufi: Ok, and when it’s, and when it doesn’t work at one time… what happens? 

Steinig: Then, there is no conversation at all, yeah, so if they don’t know the drinking games and how to do it and who has to sit 

where and somebody sitting down and then a Chinese guy comes and says “Stand up, you cannot sit here, because you’re not 

embodied enough blabla…”  then it runs into a situation where we come to a road block, yeah, because on the one hand, the 

Chinese people think, they, they don’t respect… the guests don’t respect their culture and the guests think…. they, the Chinese 

people want to bother them, yeah and then, the reality is you cannot, you cannot fix it at all… yeah, yeah... you cannot fix it all, 

yeah, you… this needs a lot of time, yeah, so if they only visited China once, you can say “Ok, forget it about it, yeah!” This 

group cannot come together, yeah, that’s it, yeah. If it something where I say “Ok, it’s , it’s a team which has to work together for 

a year, yeah!”, then you have to put a lot of effort and energy in it, yeah, then you take both sides on their hand and bring them 

together, yeah, and repeating, repeating, repeating, yeah, explaining both sides, why happened and what, what was the result, 

what was the root cause and so on, yeah… it’s a lot of, a lot of, yeah, communication work then. 

Isufi: Ok, then, another question… what does that mean then in the long-term, if it’s maybe, a team that has to work for a longer 

period of time and they can’t find a comprise or they can’t really work together, what, what happens there? Could… would you 

mind giving me.… 

Steinig: Then you have to change the people! 

Isufi: Hmm… that’s it? 

Steinig: Yeah! 

Isufi: Oh, ok! 

Steinig: There is no chance to do it the other way around, yeah, if you tried to bring them together and if you even, if you 

explained to them, why it happened and what was the root cause, both sides, yeah, everyone on his own and then together 
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maybe again and they don’t agree on it, then you have to change… you have to change the team approach, yeah, you have to 

say “Ok, yeah, then you cannot work together, both will be separated, go to your old department back and then you will get a 

new team!”  

Isufi: Then I have two questions within that, first, why do think, people sometimes don’t wanna change or don’t wanna to 

acknowledge that the other people are different or that they don’t want to adapt, I’d say rather and… I just forget now the, the 

second one. Maybe you just give me an insight into that and it will come again. 

Steinig: Yeah, I think, there’s, I think it’s more, there are some reasons, yeah… it’s not only one reason, yeah, it could be, that 

they, that they think it’s, that they are angry, yeah. They are angry and it’s, it’s in their mind it’s a clash of cultures, yeah, and it’s 

about winning… yeah, yeah, and they think “Ok, so now we’re in China, and I’m Chinese and my… this company is now owned 

by Chinese, so he has to change!” and the German guys maybe think on the other hand “No, I will never change because if I 

change, then I have to do everything in Chinese, so I don’t do it!” Things like this, yeah or sometimes people even don’t 

understand what is expected, yeah, so even they noticed it doesn’t work well, yeah, and also they noticed that the boss said 

“You have to change this and that!” but they are not able to do, even if the ability is not, is not there, yeah… to, to… for example 

speak open, yeah… if you go to the Chinese and say “Just speak open, be transparent, no problem!” it will not be so easy 

sometimes, yeah, yeah, even if they want to, they cannot, yeah. The same like the Germans, if you say “Yeah, try to do not so 

much humour, try to be, yeah, more…” let’s say, yeah, “Try to be more hierarchy oriented, don’t bother them!” and so on, yeah, 

they will fall back sometimes, because they’re used to it, yeah… if both sides have not the capability to also… understand or at 

least, yeah, at least respect that the other one, maybe make some [incomprehensible], then it doesn’t work together. 

Isufi: And what do you think where this can stem from that they don’t wanna understand maybe or why they don’t understand? 

Steinig: It’s quite, it’s quite normal, it’s human, human being, yeah. Yeah, there are more change… everyone needs to change 

somehow in his life… some people get it done, some people not, yeah, every, everything… in every dimension it’s like this, 

yeah, so… some people don’t wanna be digitized, some people don’t wanna be… work with other cultures, some people don’t 

want to change their job, even they know, their job will be got lost, yeah, so it’s human being, yeah.  

Isufi: Would you also agree with me when I say, it, it stems from an ethnocentric perspective that I think, “My way is the right 

way and not yours!” ? 

Steinig: [Pause] Yes, could be a part, definitely, of the answer, yeah, but it’s also about, you know, changing something, means 

to use more energy, more time, everything on the same thing like before, doesn’t matter if, if I think it’s the right way to change, 

yeah, nevertheless, I have to do this work, yeah and have to bring more than just staying, yeah, and a… there are also 

sometimes, situations where the people say “Yeah, I know, it’s the right way and really I want to go there, yeah, but I’m not able 

to do more than what I do now, so no way to make it, yeah!” It happens; it happens, yeah, so different, different perspectives, 

yeah. 

Isufi: Ok, and then you also said before that’s my... that was my second question… then if, if then, if this collaboration doesn’t 

work, you have to change the people, but imagine you can’t do that because people maybe in this team have different expertise 

and they have to work together, do you have any ideas or strategies how to navigate that? 

Steinig: No. 

Isufi: Not yet… not have, have had happened yet? 

Steinig: Let’s say this way, if it really comes to the situation, that they don’t accept each other, because of cultural d ifferences, 

which are not able, even as a VP, not able to bridge, yeah, then you have to kick them out, there is now way around it. You can 

do whatever you want it will not work. KUKA tries sometimes, tried to… try to mitigate it with trainers and coaches and culture 

training and whatever, yeah, but I have never seen, that this was successful, yeah. 

Isufi: Ok, so, you don’t, you don’t believe in this? 

Steinig: I don’t believe in that. 

Isufi: You think the only solution is just “Kick them out”? [laughs] 
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Steinig:  Yeah, if , if you really, if, if you put them by their hand and if you explain them everything and if you try to make them 

aware that the other… or the other one’s point of view… yeah, yeah, and if they are able to understand, but they say “I 

understand, but don’t accept it at all!”, yeah,  then there is no way, yeah… if they don’t understand it, then you can go with 

trainings and you can try to manage it, but if they say “No, I don’t wanna have it because I’m Chinese and I will stay Chinese!” 

yeah, and the German says “I’m German and I stay German!” then, there is no way. 

Isufi: Yeah, if they are too reluctant, to, to do anything about that. 

Steinig: Yeah, then you only can kick out both sides and… this will also show all the others “Oh, now we need to be careful!” 

yeah, yeah. 

Isufi: Ok, that’s true… and maybe yourself, or the teams, that colla... like Germans and Chinese, that collaborated together… 

what kind of really severe conflicts, did they come across? And when I ask this, I don’t want to know company details or 

something, but I want more to, to know what, what the factors could be that they… 

Steinig: There is a lot, there is a lot of things, which is, I, I would book “unter” misunderstanding and miscommunication, yeah. 

So, managers saying something and then expecting that the people follow like a… German would follow, yeah… yeah, so for 

example, saying “I expect you to stay here until the problem solved!” yeah, which means… it’s not literally, yeah… you just 

wanna make him aware that you expect him to engage himself, yeah, so, if you do same with Chinese people, yeah, they will 

stick to it, yeah. If it takes three days, they will stay three days, yeah. Also maybe you don’t wanna have it like this because you 

know it’s bullshit, yeah, but, yeah, you know, this is misunderstandings, yeah, because… you treat them like, like you would 

treat somebody in your same culture, but you don’t think about what does it mean in their point of view, yeah. This is a lot of 

clashes, which happens out of this, yeah. Same like a, yeah… when it comes to, to “meridian increases” or…  

Isufi: Pardon? 

Steinig: “Meridian increase”, so salary increase for example, yeah, and things like this, yeah. In Germany it’s very individual 

based, yeah, you can manage each by each, yeah. In China, it’s more complicated, yeah… because they, they compare 

everything, yeah, yeah, who has the best chair, who has the best table, who has the best whatever, yeah, yeah, which is in 

Germany, it doesn’t matter, yeah… there, in Germany there are only the big things like who has the best car, who has the best 

office, that’s it, yeah, yeah, but they would never compare small things, yeah. 

Isufi: How then… I have question then for, for… the, the… Chinese camp, I’d say, that compare everything… how, how do you 

navigate that? Because I mean, if they, they compare themselves, I think, there is a lot of pressure, right, between them and 

they… there must be some impact on their behaviour and their work performance then…  

Steinig: You have to, you have to use it, yeah… so… 

Isufi: In what way? 

Steinig: If, if, if it is the game they choosed... for example to you say… in China, for example, it’s quite important, how many 

square feet your office has and a… if you have a table which is able to move up and down and if it is two meters or one meter 

eighty, yeah, and things like this, yeah… if you have an IPhone six or maybe eight or maybe ten, yeah. So, in Germany, it 

doesn’t matter so much, yeah, but in China you can use it to influence, yeah. So, if you wanna reward somebody, you just bring 

him a new desk, which ten centimetre longer, he will say “Yes, the boss saw, saw that I’m great!” yeah, things like this, yeah. If 

you wanna show somebody, that you expect him to bring more, yeah, just give him a smaller office, he will understand, you 

don’t need to talk to him, yeah, yeah, things like this. So, you can use the game also, yeah. For sure, it’s complicated, because 

you have to be careful, yeah… if, if you put him, let’s say… if, if, you give him a smaller office because there is only this one, he 

will feel that you are not okay with him, yeah, that you expect him to give more, maybe it’s not what you really think, yeah. So, 

you really have to be aware on the rule sets and then you can use it… you have to play the game with them, then it works, no 

problem. 

Isufi: Ok and then you said, you can reward them maybe for… with a bigger table or something, but what, what is… what are 

the reactions of the colleagues then, because, it normally and you said earlier also… 

Steinig: And they also see it… they also see it! 
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Isufi: Yeah, of course… 

Steinig: And say “Hey, ok, I have to be like him!” because he gets a bigger table, yeah, so they try to find out for them, for 

themselves, what is the root cause, why could it happen, why don’t I have something like this and then they try to adopt the 

good things, they think the good things, of the others, yeah, which leverages, yeah, but only if they really find the right thing, 

yeah [laughs]… so. 

Isufi: Ok, then again two questions, I hope, I don’t forget the second one again. The first one is… when, I mean… there is one 

person that’s maybe good and got a bigger table or a bigger office, whatever. Isn’t that in contrast, in contrast then to their 

collectivistic, like group identity, that they, they always say that “Ok, we’ve done that together!” and then, there is a person gets 

his own table. What, what happens there? 

Steinig: Yeah… on, on the one hand, yes, for sure. On the other hand… this makes it much more easy, yeah, for them, to 

identify, what might the root cause be… because if you do it in Germany like this, nobody knows about it. It could be the project 

why he was promoted, it could be how he is working, could be his culture, could be whatever, yeah. In China, there feeling is 

“Ok, we have all done the same work, so it could not be relying on the project result, because otherwise everybody would have 

this table!” yeah, and they really try to focus on… what is he doing… somehow on the other way like we do… because the 

working result is the same for everyone, yeah. So, this is also for sure, a problem, yeah, because you only can reward based on 

these things, yeah. You cannot go and say “Ok, he has… yeah, they have done a group project, I believe, he was the one doing 

it, so I promote him!” It’s not possible, yeah, because they, their feeling is “We all have done it!” yeah. So, you really can only do 

it for, for example, if you go in front of them and say “I expect you to work closely together with the international colleagues, 

yeah, I expect you all to prove your, your language and your culture openness, yeah, open-mindedness, yeah!” and then you 

can reward them on that because this can only be individual thing, yeah, and then take the one who did the best result and 

reward him, yeah, that’s possible, yeah, but not like in Germany,  where you say “Yeah, this this project manager really 

accomplished the project, yeah, so give him some, some reward, yeah!” This would complicated in China. 

Isufi: Ok and on what kind of basis do they reward people… I mean, maybe performance, but are there any other things... 

maybe age, prestige, that they gained... or?  

Steinig: No, nothing to do with age, yeah, so, so, what we do is... on one hand we have target agreement, yeah, where we have 

common targets for the group of people, yeah… say “This department has to accomplish these. If you get it, you will get such 

money!” yeah, things like this and then there is also, I would say, let’s say, five things which is for the group and one or two 

things which is for the individual like language, culture, yeah… more, more openness, more, yeah, more communication, 

whatever, yeah, can be, can be something like this, yeah, which also shows already what you get from a salary point of view, 

yeah, and then under the year you get these rewards like better share, better table, whatever, yeah, depending how good you 

are in the, in the in individual area, yeah, yeah, so, which means, if you wanna reward for projects for example, yeah, you would 

every time reward the whole group, saying “Ok, because you have done so good, yeah, I as VP, will go to dinner with you, all of 

you can come!”, yeah, yeah, something like this, yeah. 

Isufi: Ok, and you… we talked earlier also about conflicts and, and… have you ever also come across, the concept that is often 

mentioned in literature, the, the concept of losing face, maybe… have you ever experienced that? That, that somebody felt 

that… attacked, that they felt they had lost their face and now they’re exposed to everybody and everybody can see it? 

Steinig: Yes, yes, I, I would say, in our company, due to the fact, that everybody knows we are international company, yeah, the 

people are… already knows, yeah… that there will be facing this problem, yeah, because, they can see, that all the big 

managers are sitting in Western, yeah. So, they know, this will happen, yeah, but nevertheless, if it happens, yeah, you can see 

that it’s quite complicated for them to live with it, yeah… but it’s much easier than in Japan for example, yeah… if I work with a 

Japanese guys together, then it’s quite complicated, yeah, you have to be very careful, yeah, but in China, I would say, it’s, it’s, 

it’s… important, but, they can deal with it if it happens, yeah. 

 Isufi: Ok, and when you take that we’ve discussed now into mind, what do you believe are the disadvantages and what do 

think are the factors that lead to these disadvantages of this… of this German-Chinese collaboration? 

Steinig: Disadvantages is… the culture perspective, yeah…  

Isufi: In detail that means? 
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Steinig: It’s, it’s, I would say, that the German way, yeah, is very direct and the Chinese way is very indirect, so we’re both ends 

of the scale, yeah. 

Isufi: In communication or in…? 

Steinig: In communication, in, in facing problems, in whatever, yeah. So, we are far away, yeah… from each other, yeah… not 

even near geographically, also in culture, yeah. This is the big disadvantage for sure, yeah. Also big disadvantage when we 

come to business, not only culture, is how the government treats everything, yeah, so…  

Isufi: That means in detail? 

Steinig: In Germany, the government is unimportant, yeah, nobody is interested in government, yeah, yeah. It’s really 

unimportant, yeah, for your business, it doesn’t matter, yeah, because there is no chance to, to negotiate something with them, 

you cannot go to the major of Augsburg and “Yeah and I want you to get my tax back and I want you to give me some land!” 

and whatever, it’s not possible, yeah. 

Isufi: Yeah, that’s true! 

Steinig: So, in China, it’s the other way around, yeah, you have to do everything with them, yeah, and if you don’t know it, yeah, 

you will have big disadvantages, yeah, so the treatment of these single companies strictly depends on the, on the… I would 

say... on the network and the connections to these people, yeah, which is also far away, yeah, from, from doesn’t matter to is 

100% important, yeah, yeah. Things like this, are disadvantages because then for both sides, it’s quite complicated to bridge to 

the others, yeah. 

Isufi: And to find a common ground I believe? 

Steinig: Yeah, yeah, and whenever you mix, that is going to be complicated, yeah. If you take a Chinese, saying “Yeah, you will 

now our… be the manager of Augsburg”, would be very complicated, yeah. If you take somebody from Germany, saying “Now 

you’re manager of China!” yeah, very complicated, yeah. 

Isufi: Ok, and, and… you talked also about the government in China, you said that the disadvantages if, if you don’t find a 

comprise or if you can’t find common ground. What are the disadvantages then? What can happen to you? 

Steinig: When it comes to government? 

Isufi: Hmm! 

Steinig: Yeah… in, in China, it works like this, yeah, there is a plan, yeah, and for sure, you can also, stay alive as company, if 

you don’t have any connections to them, yeah, but you will be never fast-growing, yeah, because they influence the whole 

market environment, yeah, they influence everything, they influence the market per years, they influence… they protect you or 

don’t protect you, yeah, to be, to get land, you need them, to get the allowance to build a factory, you need them… even the tax, 

the tax rates, yeah… are influence by local government, yeah, so, if you don’t, if you don’t feel comfortable with them or they 

don’t feel comfortable with you, can happen, that they… you have to buy, buy the goods with 30% tax and everyone else can 

get it for free, yeah, and then you’re not compatible, yeah. 

Isufi: When, when you take that and you put it on a micro scale… did you also experience some things like that in the one-to-

one interaction… that you got treated better, because you know somebody better or things like that? 

Isufi: For sure!  

Isufi: For example would you mind giving me some? 

Steinig: Let me think about one which is not so compliance related… yeah. 

Isufi: [Laughs] Of course, you don’t have to give me any, really, details, just…  

Steinig: So… [long pause]… let me think about it! For example, if we wanna extend our, our factory, yeah, like we did last year, 

yeah… 
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Isufi: Yes! 

Steinig: You need to come up with a plan, yeah, how you will get the land because there is no free land… yeah… so, how to do 

it now, yeah… in Germany, you would say “Ok, let’s find somebody who sells it to you!” but in China nobody will deal with you, 

yeah. So, you have to go to government, yeah, the government will help you to find out, yeah, and then there is some way, 

yeah, that your neighbour, suddenly offers you to give the land to you, yeah. So, if you don’t have these connections, you 

cannot get the land, that’s it, for example, yeah and then you have to build the factory somewhere, 100 kilometres away, yeah, 

yeah, because, then there is free space, yeah… something like this, yeah. 

Isufi: And, and, what… what role takes connections within the Chinese culture? 

Steinig: I, I would say, interpersonal connections are the most important thing in China. 

Isufi: Hmm and why? 

Steinig: Yeah, be, because, as long as you don’t have these interpersonal connections, yeah, as long as it is official, yeah, you 

will never get the insights, yeah, you will never understand what they think, yeah… and they will… not help you, yeah, so they 

will listen carefully, they understand what you wanna have, yeah, but they don’t want you to have it, yeah and they will not let 

you know, even you will not be able to find out, yeah, why, yeah. And as long… as soon as, you have the interpersonal 

connection to them, yeah, there is way to find out why and as soon as you solve this one, there will be on your side. But it’s not 

like in Germany where you can say “We make an official meeting!” and they ask you “What is your problem?” and you say “My 

problem is, you know, KUKA had… do some… spendings on… (I don’t know) politics (or whatever, yeah, or on, or on), sports 

(or whatever, yeah)!” and you say “Ok, I will do it!” and then they say “Ok, fine!” Yeah, it’s not like in China, yeah, you can ask 

“What’s the problem?”, they will tell you some problems, yeah… but even if you don’t… even if you solve them… the problem is 

not away… because it’s not the real problem what they have told you, yeah. They will come new problems [laughs]. 

Isufi: Hmm, I see, but how do you build then kind… these kind of interpersonal connections with Chinese workforce? 

Steinig: Yeah, you have to show them, for example, you have to bring them to your home, yeah, you have to, to… try to get… 

spare time with them, yeah… say “So, let’s have dinner, yeah, forget about the job, what’s about the family, tell me!” and so on, 

yeah… things like this, yeah, which you normally don’t do in Germany, yeah [coughs]. That’s the only way to get connections 

with them. 

Isufi: Spend private time with them and forget… 

Steinig: Private time… “Forget about, about the company, let’s have some dinner, let’s go some barbecue, (let’s go whatever, 

yeah, yeah) let’s make a walk!” Yeah, it’s also ok, yeah… so that they getting more relaxed and open, yeah… then they have 

the feeling, they, they can talk to you. 

Isufi: And, how do you perceive that? Do you think, it has advantages? Disadvantages? 

Steinig: On the one hand, the advantage is… you know, you can easily manage to… for, for all the people, which you… are 

familiar with their behaviour, yeah… and, and you know to how, how to handle them… it’s  easy to, to get to a point, that is not 

so complicated, yeah… to get the negotiation result you want to have because… you will exactly know, what they wanna 

achieve, you exactly know where the border is, you kind a cross then, yeah… it’s easy to walk exactly to this border and stay 

there, yeah. On the other hand, in Germany, you know, its more fact based, yeah.  

Isufi: Yes, it’s true! 

Steinig: Which means, you ask them “What is the problem?” you will get the problem on your table, then you can solve it or not, 

it’s your problem, yeah, yeah. You can think about it, yeah, if you wanna do it or not, yeah, but you know about the problem at 

least, yeah. In China because of the fact that you, first have to become familiar with them, and at first, find the way, let’s say, 

find the way in their heart, yeah… if you don’t manage it… you will never get the problem, yeah. Also, it might be very small one, 

which you can easily solve, yeah… but if you don’t know about the problem… because you don’t manage to get the inter, inter… 

interconnection to them, then it’s complicated. Because… everybody knows, yeah, there are people, which are… “sympatisch” 

to you and some are not, yeah. If you meet somebody who is just not, then you’re in a mess. Because how to deal with him, 

yeah? Yeah, if he thinks you’re not “sympathisch”, then… [sound for problem] yeah, complicated, yeah. 
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Isufi: I can imagine, definitely! Then maybe we… take now a look on some diff, different things. Before we started this interview 

today, we wanted to, to do one earlier via skype and it didn’t work out because of the telecommunications. Do you also 

communicate then with colleagues across the grobe, across the globe, where you use only technical devices? And if yes, what 

kind of devices and how does that function? How does the communicate, the communication function? 

Steinig: So, so usually…. Yes, I do… yeah, for sure… because I have… employees’ direct reports in nearly every country on 

the globe, yeah, so… 

Isufi: That you have never even seen maybe or… at some time? 

Steinig: I‘ve seen all of them already, yeah, but, but nevertheless, yeah… maybe one... in three years, I will see them, yeah… 

so, it’s nearly zero, yeah… [laughs]. So, yeah, what, what I use, when I’m in China is, I use skype, yeah, based on Microsoft tab 

device, based on MPLS line in Germany, yeah… which is the most expensive way you can do, yeah… but it’s  the, also the 

most stable way, yeah, so when I’m in my office environment, yeah, it works perfectly fine… no problem at all, yeah, but it costs 

thousands a month, yeah. As soon as I, as I work from home or from, from the car or whatever, yeah… then it’s getting 

complicated, yeah… I can use skype as well, but Skype didn’t work then sometimes, yeah, due to government firewall and then, 

I try to use… WeChat, yeah… because that, that one works more often in a good way, yeah, but it depends on the content I 

wanna share, yeah, for sure… all the normal telephone lines… which also some days working perfectly fine and some days are 

crap, yeah, so, it depends, yeah… it’s all about, yeah, virtual meetings. 

Isufi: And, and… how is your communication affected within that… when you use for example WeChat or… the telephone 

doesn’t work for example and how do you solve that? 

Steinig: Like this time. 

Isufi: Like this time. You meet then in person, you try to… 

Steinig: I try to meet them in person, yeah, yeah, at least try or say “Sorry, today, it seems that there is no possibility to do it, 

yeah, let’s try tomorrow again!” or something like this, yeah and if it is important enough, I say “Ok, I will fly there!” yeah, if 

needed, yeah, or manage like this time, say “Ok, this… in two weeks I’m in Germany maybe we can meet there!” yeah. But I 

would say, most of the times, yeah… it, it… it worked somehow out… yeah, yeah… even… I can also say “Let’s do it tomorrow 

when I’m in office!” but, you know, in office, all the other meetings are already there, so I have to scramble a little bit… yeah, 

yeah. That’s the way I do it, yeah. 

Isufi: Ok, and what do you think is more challenging… like one-to-one interaction face-to-face or the… the, I’d say, virtual 

communication... and why? More importantly! 

Steinig: So, it, it depends on what you wanna do, yeah… if it goes about sharing facts with somebody else, yeah… you can do 

it with virtual medias, no problem, yeah… sometimes… it’s, it’s easy, yeah, to do it like this because you are then focused on the 

facts and you don’t see the people, yeah, so it doesn’t matter if they look lucky or not lucky in this case, yeah, and just get the 

facts of it, yeah. If it goes around things where you normally try to see the emotions of the others, the mimic and “gestic”, yeah, 

then it’s complicated… yeah… even if you switch on the camera, it’s not the same... yeah… yeah... it’s, I would say, maybe 80% 

of what you can feel and get when you sit in opposite of the people, yeah, yeah. For sure, you can see their smile or not… but 

you… there is something you cannot feel, yeah… you can, you cannot see and you have to feel it and this is not working 

virtually, yeah. So, it depends, I you have for example… if I have an… performance talk, yeah, I would ever do face-to-face, 

yeah. If I have a situation where an employee calls me and say he has private problems, yeah, I try to get it by face by face, 

yeah, face-to-face, yeah. If is it something like “Let’s talk about the facts and figures of this month!”, “Ok let’s do it virtual, yeah, 

no problem, yeah!” 

Isufi: Ok, so always con… content related? 

Steinig: Yeah, yeah, yeah! 

Isufi: Ok, when it gets personal, it gets emotional, somehow then you prefer then the face-to-face? 

Steinig: Yeah, it’s not only personal, emotional, it’s also… if it is negotiation, for example, yeah… for sure, you wanna get the 

most you can, yeah, which means, you have to, you have to get the feeling, how far can I push, yeah, it’s quite complicated… to 
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do it, yeah. If it is some skype, yeah and let’s say the camera is switched on, yeah… you can see what happens, but you cannot 

feel it, so I would say, it can happen that you cross a border, it also can happen that you stop quite far away from a border, 

yeah… and there would be 20% more possible, yeah… so, it depends… negotiation… perfets personal stuff and things like this, 

I try to do face-to-face, yeah and all the rest can go virtual. 

Isufi: Ok, perfect! Then, let’s talk, let’s take a look on the bright side, I’d say, what have you learned so far from your experience 

in China and working there? 

Steinig:  What have I learned… so, on the one hand, I would say I have learned, a lot about personal connections, yeah. Here 

in Germany, it will never happen, normally, yeah, that you go and say “Yeah, I invite my boss and all my colleagues to barbecue 

at home!” blabla… this happens not… not possible, yeah, even if you try, they would be very… they don’t know how to deal with 

it, at least. 

Isufi: It’s so weird, right? 

Steinig: Yeah, it’s weird, yeah. Your employees will ask “What? Why?”, your boss will say “What? Why?” [laughs], something 

like this, yeah. This is quite good, yeah… you can learn a lot about the people and how to deal with it, yeah. Also, what I really 

learned is how to work in an environment, in frame conditions you are not used to working, yeah, so how to deal with conflicts 

like, yeah, there are headquarters want you to do it like this, but local culture is to do it like that, yeah, how to bridge it, yeah… 

this is also something, which is, very useful, because this is not only between Germany and China, it’s also between Mexico and 

US and also between US and Finland and… all of this stuff, yeah, which is really good, if you can it… if you have imagined it 

once and experienced, than you can work in a lot of combinations, I would say, yeah. 

Isufi: Ok and is there something, that you wish, that you have, that your Chinese colleagues have and that you would like to 

learn from them? 

Steinig: [Pause] Yeah, some, sometimes, I would wish that it would be as easy as it seems to be for them… even to accept 

what happens, yeah. So, for example… if, if my boss says “Yeah, you have to do it like this!” yeah, the Chinese way would even 

to be accepted, yeah and say “Ok!” yeah, and they don’t feel bad in this, yeah, for them it’s normal, yeah… even if they know it’s 

not the right way, they will say “Oh, no problem!” yeah, “Let’s go this way!” yeah, yeah. For, for me this is quite complicated, 

yeah… I have a lot of  trouble with myself then, yeah, and I think, how to change it and how… what can I do to change his mind 

and so on, which, costs a lot of time and energy and whatever and sometimes… if I don’t, I’m not able to change his mind, yeah, 

then it’s quite complicated for me, yeah… 

Isufi: Of course. 

Steinig: To follow, yeah, but for Chinese people, it’s very easy, so, I would wish to have such a switch, then I can say “Ok, now I 

take the Chinese way!” yeah and that it doesn’t affect me then, yeah, I don’t need to, to think about it the whole day and things 

like this, yeah.  

Isufi: I’m, I’m not sure now, if I understood now correctly. Are you saying that you would like to, to switch from one cultural 

perspective to the other very easily? Is that what you say? And, and get in their position and function as they would do? Is that 

what you say? 

Steinig: Exactly! Yeah, exactly!  

Isufi: Ok, ok! 

Steinig: So, not for the whole time, but for interims, yeah. So, if a big problem comes, just to say “Ok, this time I will do the 

Chinese way, no problem!” yeah, yeah, but this is not possible for a German, so, yeah. 

Isufi: Ok, I see, and what do you think then are the advantages and, and the factors that lead to, to these advantages within the 

Germany and Chinese collaboration? 

Steinig: [Pause] I don’t get the question. 

Isufi: What do you, do you think are the advantages of the German and Chinese collaboration and what do you think are the 

factors that… or for example, that Germans can bring and Chinese can bring that make this work, very, very well? 
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Steinig: So, the advantage is, you know, whenever you have, both sides of the scale, yeah… 

Isufi: Yes! 

Steinig: It doesn’t matter which compiom… compromise you find, most of the time, it’s a good one, yeah, because if they are 

close together on the scale, and then you find a compromise, you are on the left or right side already, yeah. So, if you have both 

sides of the scale, you meet in the middle most of the times, yeah, which makes very good compromises, yeah. In case of 

communication for example, yeah, so Germans can learn a lot about communication of the Chinese people and Chinese can 

also learn a lot about communication with German people, yeah, and things like this, yeah… so… also to… if the German 

employees ask me “What, what is special about the Chinese?”, I say “They follow their boss!”, yeah. The say “What?”, I say 

“Yeah, they follow!” and for them it’s not complicated, yeah. They’re are not angry when they go home in the afternoon, yeah, 

because they say “The boss, he said it! That’s the way, let’s do it!” yeah. And the Germans maybe they say the same, but they 

don’t think the same, yeah. They say “Yeah, he’s the boss and he is… forces us to do it, but it’s the wrong way, yeah. Why 

should we do it like this? I don’t understand this one!” yeah and then they go home to their wives and children and talk to them 

and the whole day is about the problem, yeah and not about the solution, yeah, so Chinese people more think about the 

solution, because the problem is the problem of the boss, yeah. 

Steinig: And what do you think that both parties can bring to the table, maybe for example Germans can bring structure-ness 

and, and Chinese maybe patience or something like that… that, that bring up these advantages or that make the collaboration 

good? Take your time! 

Steinig: Yeah, yeah, let me think about it! 

Isufi: It’s tough, right? 

Steinig: The, the Germans, I would say, they can bring, definitely, the, I would say, the open-mindedness, yeah, and the 

creativity, yeah… how to deal with complex things… yeah… so… they, they, they find and they research new ways how you can 

solve something, yeah. Chinese people in the meantime, they don’t do it like this, yeah, they take already existing ways and if 

they don’t work, they expect the boss to find a new one, yeah. So, this is the advantage, the Germans can bring, yeah. The 

Chinese side, they can bring the… the… engagement, yeah, how, how much they engage in something, they can bring… the… 

the… yeah, yeah, stick, stick to methods, processes, and so an view, yeah… because they will immediately ask, yeah, “Why 

don’t you do it like the process said?” yeah, yeah, “Why don’t we go this way, you don’t know what happens, so stick on it!” 

yeah, yeah… so if you then bring them together, yeah, the creative people and the people sticking to the process, yeah… then it 

will be a good way, I guess, yeah. 

Isufi: It will work out. 

Steinig: It will work out, yeah. 

Isufi: But that raises a question, for me at least… the, the Chinese seem to stick to rules and stuff, I thought that’s more a 

German thing… 

Isufi: No, Germans never stick to rules…  

Isufi: Really? 

Steinig: Yes! 

Isufi: Wow, could you give me some example because... that’s very interesting...  because normally… 

Steinig: Go, go to the street… go to the street, every, it says drive maximum 50, everybody drives 60 to 70, yeah; it’s say stop 

at this sign, people don’t stop; it stays you are not allowed to park here, people park. 

Isufi: [laughs] I have never have seen that from this perspective ever, really, because in my mind, I’m like… 

Steinig: Germans never stick to rules, never! 

Isufi:  I stick to rules! 
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Steinig: No, you do not! 

Isufi: I don’t? [laughs] 

Steinig: 100%! The Germ, Germans are used to find their own way! 

Isufi: Wow! 

Steinig: They say and they look at the rules and say “Ok, I understand them, but this and this part, I don’t do!” yeah, like 

processes, yeah. Everybody knows how to deal with the process, but everybody tries to find his own way, yeah, yeah, nobody is 

interested in the process itself… they just check it as a… let’s say they, the German think the rules are the frames and… but it’s 

ok to step outside for a while and go inside again, yeah, and the Chinese don’t do it, they follow the rules. If it says 50, they 

drive 50; it says no parking here, then there is no parking, yeah.  

Isufi: They don’t park! Very interesting! That’s in total contrast to literature! 

Steinig: I know! 

Isufi: I know? That’s why I, I wanted to do some interviews to find out whether this is true or not. Good! Now my final question: 

What do you think can be done to enhance, to improve German and Chinese collaboration? 

Steinig: In our company or in general? 

Isufi: In general. Maybe you can, you can have a look on your company, you can have a general view on that, so it’s up to you! 

Steinig: So, I would say, the biggest enhancement would be… that… it should be allowed somehow, yeah, from an political 

side, from an… frame condition side, whatever, yeah, to be successful together, yeah. Currently, for example in China, this 

rule… jay… joint-venture rules and so on…tries to ensure that at the end China is the one who has the success, yeah, and 

Germany just helped out a little bit, yeah… it’s more or less the same in Germany, yeah. I have not seen any company in 

Germany saying, yeah, “Yes, we are half Chinese, yeah, and because of this, we are successful!” There are companies saying 

“Aaah, the Chinese bought us, that’s not good!” yeah, yeah, or they say “They bought us, now we’re successful, only because of 

the Chinese people!” yeah… but this being half and half… or being together successful, yeah, and enhancing both advantages, 

yeah… this is today… more or less not possible or even not “communicationable” yeah, yeah this is bad, yeah, because, this 

also multiplies on the people, yeah, because they believe what is written in newspaper, yeah, and things like this… and… this is 

bad… yeah… this is… this brings borders with it which normally should not exist, I would say. 

Isufi: And on a micro-level, what do you think, can be done… when, when you work face to face with them? 

Steinig: For example, if I look to our company, yeah, it’s quite not healthy, yeah… that you say “Ok, all the high level managers 

are Germans, because it’s easier to deal with it!” yeah. “They understand the headquarters, so let’s put everyone on top of the 

pyramid is a German!” yeah, which makes all the others feeling “Ok, it’s not a team, it’s German. It’s a German company, having 

all Germans in the key positions, yeah, and we are able to help them, but that’s all!” Normally, it should be like “Yeah, there are 

Chinese people, there are German people, there are US people in the high level, yeah, you know, yeah. They are as a team, 

international team, they can leverage!” and this is something which… normally… doesn’t work… yeah, it’s the same… the other 

way around it’s the same, yeah… if a Chinese company buys a German company and they will send somebody from China, say 

“Hey, you are the boss now, do it for us!” yeah, which is not working. 

Isufi: Ok, so do you wish there would be more integration and if yes, why? 

Steinig: I would not say integration, I would say, there should be more… more… I would say… better mixture… yeah… it 

should not be that a company, has to decide, or decide themself “We’re German company and everybody should be German! 

We are a Chinese company and everybody should be Chinese!” yeah. It should be naturally… yeah… and, and… for everybody 

very normal, yeah that the leadership team is mixed… high diversity… yeah… we all talk about high diversity downstairs to the 

employees “Yeah, get the womens in, get, yeah, get, get, get international people in, get this in, get older in, get younger in!” 

yeah, but on the management levels, there is no diversity, yeah, it’s all male people, yeah, yeah and they are Western or 

Chinese, yeah… there is no good mixture, yeah. 

Isufi: Why do think is that? 
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Steinig: I don’t know to be honest. 

Isufi: And how would you… I think, you would change it in the way that… you want to bring other people from other cultures in, I 

guess, because you said, to have a mixture, but… 

Isufi: Yes. If, if you wanna have diversity, you have to, you have to engage yourself in this, yeah, you have to put your own time, 

your own goals into this direction, yeah and then it can work out, yeah. For example, when I started in China, I think, we have 

had barely womans in the IT department, yeah, now we have 30% roughly, yeah. So, you really have to look on it… and to think 

about… will it enhance our company yes or no and if yes, you have to spent time on it, yeah… to make it happen because the 

others… which have build all these beforehand they will not change… you have to enforce them, otherwise it will not happen. 

Isufi: Ok, good, actually, that was the whole interview. 

Steinig: Okay. 

Isufi: Thank you very, very much for your time and for your insights… and I said, as I said earlier and the beginning of this 

interview, if you want to have a look on the final paper, I’m glad to send it to you, of course of the transcript as well, and that was 

it.  

Steinig: Perfect! Thank you very much! 

Isufi: Thank you! 
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