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Abstract 

CROSS-CULTURAL OBSTACLES FACING 

AMERICAN BUSINESSES IN CHINA 

 

Laura Lan Zhou 

Under the Supervision of Kory Wein, PhD 

 

Because of the close relationship between China and America, more American businesses 

are entering the Chinese market. However, many American business people are suffering a 

culture shock and cannot apply their business strategy smoothly in China. This literature review 

examines the cross-cultural difference between Chinese and American businesses, and suggests 

how American business people can overcome these obstacles when doing business in China. 
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Chapter I Introduction 
 

With the globalization of the world, China plays a tremendous role in the international 

market. Many countries have looked to China as a way to recover from their recessions. Without 

doubt, America interacts with China the most, despite the vast difference between Eastern and 

Western culture. For over 2,000 years, Chinese civilization has had two main schools of thought, 

Confucianism and Taoism, and both still remain influential despite the effects of industrialism 

and Western culture. According to research, power distance, uncertainty avoidance, and high-

low context language backgrounds are the three factors that make American business people the 

most cautious about setting foot in the Chinese market. 

          In business settings that focus on Chinese and Americans working together, cross-cultural 

communication, including the use of the English and Chinese language, can be a challenge.  

 

Statement of the Problem 

 

The problem can be expressed as a question: What cross-cultural obstacles do American 

businesses face when doing business in China? 

 

Definition of Terms 

Power distance: A cultural index created by Dutch sociologist Deer Hofestede. According to 

Clugston, Howell and Dorfman (2000), the power distance indicates the extent to which an 

individual accepts the unequal distribution of power in an institution or organization. 

 

Uncertainty avoidance: A cultural index developed by Dutch sociologist Deert Hofestede. 
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According to the theory of Hofestede (1980), the uncertainty avoidance indicates the extent to 

which people feel threatened by uncertain and ambiguous situations and seek to avoid them.   

 

High & Low context: Terms presented by the anthropologist Edward T. Hall in his 1976 book 

Beyond Culture. In high context cultures, there is possible extra meaning beyond conversations. 

The same high context communication style stays in the same group, who shares similar 

experience, habits and expectations. In low context cultures, the meaning is usually presented in 

conversations. The same high context communication style stays in the same group, who shares 

similar experience, habits and expectations. 

 

Purpose of the Study 

The purpose of the study is to provide a review of the literature that focuses on cross-

cultural business interaction between Chinese and American business people, and to identify and 

explain the obstacles in doing business in China.  

        

Significance of the Study 

There is a steady increase in the number of American businesses entering the Chinese 

market. However, many American business people suffer from culture shock and cannot apply 

their business strategy smoothly in China. Therefore, it is important that American business 

people understand culture difference and the use of Chinese language when doing business in 

China. 
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Delimitations of Study 

The research will be conducted in and through the library at the South-Central University 

for Nationalities and the Karrmann Library at the University of Wisconsin-Platteville. Primary 

searches will be conducted via the Internet through EBSCO host with ERIC and Wilson, 

Academic Search Elite and Google/Google Scholar as the primary sources. Key search topics 

included “Cross-Culture,” “Business,” “Management,” “Chinese-American culture,” and 

“difference between use of Chinese language and English language in business management.” 

 

Methodology 

 A review of the literature relating to the difference between Chinese business culture and 

American business culture will be conducted, as well as a review of the literature relating to the 

obstacles American businesses face in China. The findings will be summarized from the recent, 

relevant studies and recommendations will be made. 
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Chapter II Review of Literature 

In order to survive and compete in the modern global economy, countries need to do 

business with each other. When doing business, language and culture play strong roles in 

determining success and failure. Many Westerners seek investors and collaboration with Chinese 

companies and manufactures; however, they have difficulty in understanding the differences in 

business models and aspects of forming healthy partnerships. Different values will arise from 

different cultures which will guide behavior and decision making. “Cultural differences are not 

to stereotype nationalities or revert to old labels or pigeonholes. Earnestly seeking to understand 

different cultural points of view will help prevent serious lapses in communication as well as 

inadvertent missteps” (deForest, 2010, p. 11). Therefore, having an open mind about cultural 

difference will really make a difference in cross-cultural business. 

Traditionally, Western countries pass values through religious teachings and practices. In 

America, parents usually teach their children the same life lessons and morals that they grew up 

with. One goal of the education system is to reinforce these teachings and principles and teach 

respect and acceptance towards other people and their unique culture. In the world, there are 

generally accepted stereotypes of what an average American looks and acts like: during a 2013 

statistical comparison, about 82% of the total US population was classified as a “generally 

[White] middle class population, having high motivational value priorities for self-direction, 

universalism and benevolence, with lowest priorities for power and achievement” (M. J. Gift, P. 

Gift & Zheng, 2013, p. 3). Those American common values are products of the society. 

According to Doran and Littrell (2012), “People in all cultures have shared perceptions about the 
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behavior and belief traits of the typical member of their own and of typical members of other 

cultures.” They also stated, “Conceptions of culture as a shared meaning system suggest that one 

can make meaningful and relatively accurate judgments about one’s own culture” (p. 261). 

Furthermore, “members of a culture both reflect its values and can individually modify the 

values developing and constructing the social world, composed of ecologies of economics, 

government and affiliate groups” (Doran & Littrell, 2012, p. 262). Therefore, culture is a 

reflection of people, and people are affected by culture.  

According to Mujtaba, Han and Cao (2013), because United States has a population of 

around 310 million citizens, so it is experiencing challenges in regard to diversity in the 

workplace and beyond (p. 54). The high diversity of culture brings difficulties to American 

managers, who “tend to be purpose-driven and usually set high standards to exceed their 

objectives. Furthermore, they look reality in the eye and face the facts, while planning 

strategically to move forward” (Mujitaba, Han & Cao, 2013, p. 55). For example, they will give 

their employees very clear goals and also gives them a lot freedom as well as long as they get 

things done. “The vitality of an enterprise is maintained by its culture, and a strong corporate 

culture helps the enterprise’s personnel to overcome frustration and challenge” (Shieh, I. M. 

Wang, & F. J. Wang, 2009, p. 17).  

Smith, Peterson, and Wang (1996) examined managers in China and the US. They found 

that Western managers rely more on their own experiences and training, whereas Chinese 

managers rely more on rules and procedures; however, Chinese managers will refer to their 

personal experience and training when handling uncertain and unpredictable circumstances (p. 
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115). Managerial style is not the only thing that differs. “The United States is a typical 

individualistic country, which reflects the super ordination of individual goals over group goals 

and a strong need for control and autonomy” (C. Liu, Spector, Y. Liu, & Shi, 2011, p. 23).  This 

is evidenced in American managers’ focus on strong leadership planning to control the situation 

and having their employees follow their example and values (p. 118).  

According to deForest (2010), there is also difficulties between Spanish speaking employees 

and their American industry employers. Many U.S. born Hispanics are sought for supervising 

positions because they are believed to be excellent candidates to manage and understand foreign 

born Hispanics; however, there still exists cultural and language gaps (p. 11-12). “In recent 

years, a number of empirical studies have found that ethical leadership has positive implications 

for both employees and organizations” (Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. 

W., Kwan, H. K., & Peng, C. Y. 2011. 436). Still there exists a gap of education and wealth. 

“There is inequality in any society [; some] people are bigger, stronger, or smarter than others. 

Further, some people have more power than others: they are more able to determine the behavior 

of others than vice versa” (Hofstede, G. H., & Minkov, M. 2010. 54). 

The theories of Psycho-Social integration show the relationship between the manager and 

others by expressing the inner workings of attitudes and beliefs of the manager role. The 

framework itself is constructed of three levels beginning with the Differentiated Self. This most 

inner level of the ring pattern describes how the manager connects and perceives different 

viewpoints from others; for example, their clients, co-workers, and superiors. They are linked to 

these individuals yet are distinctive and must meaningfully focus on these other viewpoints. The 

http://containing/
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first ring is the manager's own experience and training influenced by those that surround him or 

her but ultimately it is his or her own decision and choice. The second ring of the circle is called 

the internal representations of sources of meaning. This is taking stronger influence and identity 

with others especially for more complicated and complex decision making. The decision is still 

the managers; however, now more people will be affected so he or she must take them into 

consideration. The final level of the framework ring is named direct interactions with 

concretized sources of meaning.  This level deals with actual interaction between different 

people and the manager’s ability to effectively use information and rules to accomplish goals. 

Interaction with others will lead to discovery of their own opinions and needs, thus giving the 

manager direct resources for information gathering and decision making (Smith, Peterson, & 

Wang, 1996). 

Smith, Peterson, and Wang (1996) state that relationships between the US, China, and UK 

“introduce problems of negotiating and maintaining intercultural relationships, problems which 

are only partially informed by studies comparing the respective cultures” (P. 119). “The past 

decade, there have been several business scandals involving conduct which could be described as 

best as unethical and at worst as outright illegal” (M. J. Gift, P. Gift & Zheng, 2013, p. 335). 

This led to the main question for discussion in Cross-Cultural Perceptions of Business Ethics: 

‘‘Do businesspeople tend to have sound perceptions of the ethical profiles of their counterparts in 

another country/culture?’’ (p. 336). 

M. J. Gift, P. Gift and Zheng (2013) attempted to answer this question and others, in 

particular “Do business ethical profiles differ across U.S. and Chinese cultures and are 



 
 

8 
 

perceptions of the ethical profiles of counterparts in the other culture consistent with their actual 

profiles?” (p. 340). Their results suggest that one’s perception and willingness to do business 

internationally is impacted by his or her own ethics, the ethical values of the client, 

misunderstandings, and ability to align with the other party in multicultural business partnerships 

and relationships. According to M. J. Gift, P. Gift, and Zheng (2013), each engagement has 

potential for success through understanding each other’s ethical profiles, thus minimizing 

misconceptions or failure in being unwilling or unable to apply appropriate social structures and 

behaviors; furthermore, learning what to do and what not to do is an investment in a business 

person’s own time and future financial and social success (p. 340). “Ethical differences are 

important to understand, but it is not necessary for parties to have identical ethical profiles in 

order to conduct business [; however, it] may affect both the likelihood of engaging in a business 

deal and the resources used to facilitate, monitor, and police the arrangement” (M. J. Gift, P. Gift 

& Zheng, 2013, p. 340).        

This is a cross-cultural obstacle.  Because of different routines and working models, the 

Chinese are considered less creative and don’t have opportunities to self-discover answers to 

real-life problems. Currently, the majority of Chinese employees are introduced how to use a 

machine and are expected to follow instructions without asking questions or finding better 

methods for manufacturing and development. A similar phenomenon was discovered by deForest 

(2010) when foreign born Hispanics working for American companies intuitively followed 

directions from upper management without asking questions, believing the employer was to be 

trusted and never questioned. The supervisor would carry with him or her the authority of the 
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owner or boss, contrary to the notion that the supervisor had his or her own agenda or ideas how 

the company should be run.  It is important in Latin culture for the leader to possess a strong 

character to inspire others to follow and respect him or her (p. 12). “Yet, despite the increasingly 

multinational nature of the workplace, there have been few studies of the cross-cultural 

differences in the ethics of leadership” (Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. 

W., Kwan, H. K., & Peng, C. Y, 2011, p.435). 

Americans like to be different by creating new strategies and ways of accomplishing goals. 

This leads American supervisors to believe Chinese employees are lazy. “Supervisors have been 

identified as potential sources of interpersonal conflict at work” (C. Liu, Spector, Y. Liu, & Shi, 

2011, p. 23). According to Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. W., Kwan, 

H. K., & Peng, C. Y (2011), it is the responsibility of the supervisor to consider different 

perspectives of what characteristics and qualities make a good leader; however, this needs to be a 

process involving both the supervisor and his or her colleagues. The process of becoming a 

leader is one of refinement and choices on how to become more moral and accountable for one’s 

own power of authority and duty toward serving others. The more moral a leader is the more 

productive and encouraged those around him or her will be (p. 436).    

Supervisors in a different culture face challenges: they have to switch back and forth 

between cross-cultural management. “The rapidly increasing number of foreign-born Hispanics 

in American industry has created a critical need for bilingual supervisors who not only speak 

Spanish but know how to manage a diverse workforce. One stumbling block to promoting good 

foreign-born Hispanic workers into supervision has been the lack of English fluency” (deForest, 
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M. E., 2010). deforest (2010) goes on to describe other cultural differences besides language, 

including the managerial styles of authority and mindset of rank and boss. These challenges can 

prevent proper communication and understanding between the employer and employee; 

especially between a native born Hispanic hired to bridge the cultural gap (p. 12). When people 

discuss those common cross-cultural issues, there are three definitions that explain the reason: 

power difference, uncertainty avoidance, and high and low context. Power difference, according 

to Clugston, Howell and Dorfman (2000), is the extent to which an individual accepts the 

unequal distribution of power in an institution or organization. 

Summarizing the ideas from the research did by Resick, C. J., Martin, G. S., Keating, M. A., 

Dickson, M. W., Kwan, H. K., and Peng, C. Y. (2011), American business models are normally 

highly independent, where employees are considered equal in different jobs and responsibilities. 

Consequently, the American factory worker has the opportunity to talk to the top boss for 

participation and team building. Staff and bosses are expected to always keep personal emotion 

and business separate so that no one is judged or looked down upon because of different 

backgrounds or position in the company. This is the correct method for other employees to 

follow; however, Chinese employers tend to mix personal emotions with work, which can lead to 

hurting the collective and overall production of the company. They like to instruct staff of power 

differences in rank with emotions and treat each member of the company differently according to 

the hierarchy.  

China is considered a large power distance country. According to research conducted by 

Hofstede and Minkov (2010), a large power distance situation is unequal and has basis in social 

http://containing/
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classes. The hierarchical system was created because of the difference in education and 

opportunities; furthermore, it led to all new class cultures where power centralized into a few 

highly motivated and educated individuals. Subordinates are expected to be told what to do 

following the structured hierarchies of gender, class, and generations. Salary systems show wide 

gaps between top and bottom in the organization according to national corporate culture. 

Workers are relatively uneducated, and manual work has much lower status than office work; 

moreover, these people were not born into the system but strongly influenced to join and follow 

orders. Superiors are entitled to privileges (private law) and contacts between superiors and 

subordinates are supposed to be initiated by the superiors only. This is what was taught and 

claimed to be the right way of the organizational culture.  The ideal boss, in the subordinate’s 

eyes, is a benevolent autocrat; ultimately, he or she would teach the proper attitude and behavior 

to his or her subordinates. 

A second important cultural dimension is uncertainty avoidance. According to the theory of 

Hofestede (1980), the uncertainty avoidance indicates the extent to which people feel threatened 

by uncertain and ambiguous situations and seek to avoid them. This is usually low in American 

and high in Asian countries. This relates to understanding and experience, both having good 

business practices and vision for the future. Liu, Spector, Liu, & Shi (2011) state, “An employee 

with a high level of perceived control may exert effort to constructively deal with environmental 

challenges whereas lack of such control is likely to result in counterproductive responses that 

might include doing nasty things to others that would induce conflict” (p.226). 
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According to Wu (2006), there are certain aspects for employees that are important for the 

day-to-day operations; furthermore, environmental changes will cause a rift in an employee’s 

values. Each step of a work-related culture is a process and needs to be demonstrated to the 

employee with great detail in order for him or her to have complete understanding and 

comprehension. Business professionals further their studies in order to learn how to better 

monitor and manage their fellow employees. “Because of the strong beliefs about assertiveness, 

autonomous and autocratic leadership styles were also endorsed by managers from Hong Kong. 

Leaders in Hong Kong are expected to solve problems by themselves without asking for help 

from others” (Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. W., Kwan, H. K., & 

Peng, C. Y, 2011). 

 Managers are required to make sure each step is being followed; if not, they can help make 

adjustments or give advice to the new training employee. “Earnestly seeking to understand 

different cultural points of view will help prevent serious lapses in communication as well as 

inadvertent missteps” (deForest, M.E., 2010). The company must understand the importance of 

posting and enforcing rules making sure each individual expresses and acts according to the 

organization’s mission and regulations. “The work ethic of persistence is highly recognized” 

(Wu, M. Y, 2006, p. 34). This can be accomplished by creating routines and standard operating 

procedures for every employee and overseeing manager. Finally all old and new instructions 

must be made accessible and clear for the employees; otherwise, the employee’s systems and 

processes will fail. “Of more importance, strong ties exist between the business communities of 
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these [employee-employer] societies” (Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. 

W., Kwan, H. K., & Peng, C. Y, 2011, 436).   

American business models normally state all the employees are considered equal with 

different jobs and responsibilities; however, factory works still have the opportunity to talk to the 

top boss. The staff feels like the boss doesn’t care about the more experienced staff. Staff and 

bosses are expected to always keep personal emotions and business separated so that no one is 

judged or looked down upon because of different backgrounds or position in the company.  

Chinese bosses use emotion and instruct staff of power differences in rank.  Each member of the 

company is be treated and viewed according to the hierarchical structure.  

Liu, Spector, Liu, & Shi (2011) found “low levels of job autonomy can be stressful to 

employees and has been linked to various forms of job strains, such as mental illness, emotional 

distress, job dissatisfaction, poor performance, absenteeism, turnover, and physical symptoms 

found that for managers who were more controlling, subordinates reported less satisfaction and 

more work pressure” (p. 223). American companies that perform well in the Chinese market are 

aware of the Chinese model and the uncertainty avoidance. In the Journal of Business Ethics, 

Resick, Martin, Keating, Dickson, Kwan, and Peng’s (2011) state that “the importance of ethical 

or moral leadership for effective leadership have emphasized leader character, integrity, ethical 

awareness, a collective orientation which promotes team or organizational interests over self-

serving interests” (p.436). So there need to be both high and low context dealing with culture and 

language.  
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Depending on the market and product, usually there will be a greater number of managers to 

control and facilitate the staff. Fast food chains and large shopping malls hire staff and teach 

them the regulations and rule through training and guided supervision. This is generally a 

successful business model for American companies who wish to do business in China.  

“By employing host country nationals (HCNs), a company can cultivate its own rapid market 

response” (Shieh, I. M. Wang, & F. J. Wang, 2009, p. 16). This happens because the company’s 

native employees will respond quicker to local market changes, making more profit as compared 

to foreign trained staff. Hiring locals will furthermore reduce the cost of training, which will 

allow for more time and effort to be placed on global strategies (Shieh, I. M. Wang, & F. J. 

Wang, 2009, p 16). According to deforest (2010), trainees don’t always take the initiative. They 

merely follow the supervisors’ orders and never seek to question upper management. The 

research follows the struggles of foreign born Hispanics working for American companies and 

their efforts to overcome previously believed social behaviors and norms. These include 

developing critical thinking and problem solving skills by collaborating with management 

instead of merely following one-way directions from them.  To do so, American supervisors are 

being trained to encourage this new mindset and attitude with their employees and teammates by 

being honest with them and getting input for the decision making process (p. 13).  

Being an ethical and moral leader or supervisor demands different qualities of personality 

and character. Resick, Martin, Keating, Dickson, Kwan and Peng (2011) found six main themes 

of ethical leadership across six societies. The first is Accountability and includes different laws 

and regulations. The second is Consideration and Respect for Others, focusing on dignity and 
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respect towards others helping. The third is Fairness and Non-Discriminatory Treatment, which 

has to do with making fair and unbiased decisions. The fourth, Character, involves one’s 

personal morality. The fifth category, Collective Orientation – Organization and Social, balances 

short and long-term planning. The sixth, Openness and Flexibility, addresses increasing 

communication (Resick, Martin, Keating, Dickson, Kwan and Peng, 2011, p. 442).  

They also identified six themes across the responses for unethical leadership, including Self 

Interest, Deception, Dishonesty, Lack of Accountability, Lack of Personal Values, Incivility, and 

Narrow Focus.  These themes describe a person who misuses his or her power by being corrupt 

and failing to follow laws and norms or lacking proper morals to consider anything other any 

profits and personal gain. These types of people often have hidden agendas, bully and exploit 

others all to save face and win-at-any-cost. Ultimately deception and manipulation are the tools 

this individual use to corrupt and beat out the competition; moreover, they blame others and their 

circumstances when things don’t turn out the way they expected (Resick, Martin, Keating, 

Dickson, Kwan and Peng, 2011).   

Companies in different countries need these themes to guide supervisors to make decisions 

on how to organize and facilitate their regional and national stores. “What’s needed to help 

foreign born [citizens] advance to supervisory positions is training that targets cultural 

impediments to successful job performance as well as promoting cultural strengths” (deForest, 

M. E., 2010, p. 11).  To successfully operate an international business with supervisors and 

employees from different countries, a person must understand the differences in attitude and 

tradition to create harmony and balance. “U.S.-style industrial supervisors ideally relate to their 
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employees as facilitators in getting the job done, employing two-way communication and 

interaction. Present-day American-style management training encourages supervisors not only to 

allow workers to have a say, but to recognize suggestions, answer questions and be informative” 

(deForest, M. E., 2010, p. 13). 

American businesses need to state their future intentions and have all the answers all the 

time; on the other hand, Chinese generally leave out details and don’t have answers to many 

questions asked. “Chinese emphasis on cultural dimensions such as In-Group Collectivism, 

Institutional Collectivism, Power Distance, and Humane Orientation”  (Resick, C. J., Martin, G. 

S., Keating, M. A., Dickson, M. W., Kwan, H. K., & Peng, C. Y., 2011, p. 438). When doing 

sales, the Chinese will focus on the positive leaving out any negative or hurtful comments. “The 

laws in many countries have been conceived to serve this ideal of equality by treating everybody 

as equal regardless of status, wealth, or power, but there are few societies in which reality 

matches the ideal” (Hofstede, G. H., & Minkov, M., 2010, p. 54). They never talk about the bad 

details even if people ask about it. They are not trying to trick or lie to anyone; this is just high 

context language.  

It is the culture and oftentimes it is highly offensive to American ears. “Clearly, ethical 

leadership is important within both Western and Eastern societies. However, there have been few 

attempts to clarify the actions and attributes that define what it means to lead ethically across 

cultures” (Resick, C. J., Martin, G. S., Keating, M. A., Dickson, M. W., Kwan, H. K., & Peng, C. 

Y, 2011, p. 437). When confronted the Chinese feel stressed and uncomfortable; these 

differences in cultural understanding create times and situations of tension and strong emotions.  

http://containing/
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American company bosses lose partnerships and networking opportunities because they are 

impatient with Chinese clients. The high and low context language causes more confusion, 

creating unclear intentions and statements made by the Chinese clients. As stated by Hofstede, 

G. H., & Minkov, M. (2010), the goal of globalization is to study ethical and unethical examples 

of leadership in order to discover the meaning and underlying reasons for certain managerial 

styles; and, secondly, to uncover the similarities and differences behind the beliefs and ethics 

taught and practiced in international business and collaboration.  Managers and supervisors use 

their specific cultural language and experience to make decisions and lead others (p. 435). 
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Chapter III Conclusions and Recommendations 

In conclusion, cross-cultural communication is a process through which culture and 

language are translated through means of high and low context, power differences, and 

uncertainty avoidance. People of the same country and background understand their own 

countries traditions and practices; however, without instruction or experience they will misjudge 

and have misunderstandings of other people from different countries. To successfully overcome 

misunderstandings there needs to be more freedom of creativity and more positive experiences 

between the employers and employees of international ventures.  

When people do business, they communicate their ideas and methods for solving problems.  

In a business deal or partnership, problems and failures occur when this cultural gap cannot be 

bridged nor crossed by either side. When managers consider whether or not to develop a business 

relationship with those from a different culture, their decision may be affected by actual 

differences unethical profiles, but potentially even more so by their perceptions of equality in the 

counterpart culture. An American manager needs to recognize the low context language of his or 

her staff and give additional support and supervision to outweigh the uncertainty avoidance. This 

is help with the power difference where the Chinese will know their place and position in the 

company. To further earn the respect and loyalty of his or her staff, an American manager should 

learn the language and study the culture.  

Confucianism and Daoism greatly steer Chinese thinking and behavior; Chinese culture 

reflects the teachings and beliefs of harmony and peace. Chinese business people focus on the 

partnership more than the benefits and financial profits gained through the collaboration. Being 
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conservative, Chinese will take time considering who is trustworthy and other people’s 

intensions before making a deal or new capital venture. Chinese culture is considered much more 

high-contact when compared to the average American.  For a person not instructed in these 

practices their behaviors and business customs may seem lax or even disrespectful. These norms 

in China give American businessmen frustration and problems doing business because of the 

misunderstandings and cultural differences. 

To work for an American company, Chinese citizens often given flexible guidelines and 

schedules from their managers and bosses; however, Chinese management provides strict 

supervision and requires employees to report and show evidence of hard work. The Chinese 

employer knows how to find balance for their employees. The Confucianism philosophy is 

“medium,” never too strong or too weak. It is finding harmony and not focusing on absolute 

objectives and deadlines like Americans were taught and learned. Managers from America's 

leading Chinese employees often misunderstand, thinking the staff is lazy and not hard working. 

The misunderstandings about the definition and model of a hard worker can been seen in 

working hours of an American compared to that of someone from China. In China, the people 

work 8-10 hours each day; however, the rigor and intensity isn’t as strong as the American who 

is focused and self-motivated. The Chinese, because of its education and traditional teachings, 

are always passive, and do take initiative. People generally wait to be shown how to do 

something before trying something themselves. Everything needs to be described and 

demonstrated on how to be used. This is not considered lazy; rather, it is the proper and polite 

thing to do in China. Americans are more independent in that they seek solutions to problems 
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without being instructed to or told to. That is why very few Chinese companies are Fortune 500 

companies because they don’t want to be formally recognized nor pioneers in their particular 

field or discipline.  
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