


serves as a method of triangulation which will assist in drawing more robust conclusions
(Scandura T & Williams 2000) in line with the proposed hypotheses of this research.

In order to ensure problems associated with random sampling were avoided, purposive
sampling was selected. To ensure the even representation of PRC and Singaporean managers, ten

managers were chosen from the PRC, and ten from Singapore.

3.7.2 Profile of Interviewees

The profile of interviewees had to be carefully selected in order for the research to achieve its
fullest potential. For this to occur, it was important to ensure that these managers belonged to
SMEs, since this was the size of business that was deemed one of the most important factors for
this study, given that these managers would be likely to have greater influence over their business
decisions on account of the smaller size of these firms.

The interviewees also needed to have a reasonable level of exposure to traditional Chinese
values through their upbringing and professional development. The interviewees were selected
according to advice provided by industry contacts within the PRC (Fujian province) and
Singapore respectively. The interviewees comprised a good blend of managers who are
considered novices in comparison with those who have been in the market for more than ten
years.

While the interview would be conducted in English generally, participants were allowed to
provide feedback in Mandarin should they deemed necessary. All participants are able to
comprehend English without any concerns. The major benefit of this approach is that the
managers would be able to clearly articulate their thoughts, whereas this might not have been so
easy if the interviews were entirely conducted in English. After the completion of the interview,
the data that was spoken in Chinese would be translated/ written into English so as to ease the
reporting process. All of the interviewees did not wish to be named in this research, especially
given the sensitive nature of the topic under investigation. Responses will therefore be presented
in codified form for ease of reference.

There was however no requirement on the educational level of the managers, as it was
deemed that managers of construction firms in Asian context are generally lesser educated in
comparison with other industries managers (Ralson et al. 2010).

To sum up, a pilot interview will take place in May 2010 with one of the Singaporean and
Chinese managers and, if very minimal changes were found to be necessary, the data collected
from this interview would be deemed acceptable for the broader study. The remaining interviews

would therefore take place in June 2010.Given that that the interviews were being conducted with
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very busy senior managers, a minimum time of forty-five minutes and a maximum of
appropriately one hour would be allotted to the interview process, even though most qualitative
interviews would be expected to run for somewhat longer. To speed up the process and ensure
that all questions were covered, the interviews were conducted in English with minimal usage of
the Mandarin language where deemed necessary, with the interviewer being a native speaker of

the language. In the next section, ethical considerations will be looked at.

3.8 Ethical Considerations

One of the important issues that need to be discussed before this chapter can be finalised is
the ethical considerations. The importance of ethical considerations needs to be carefully looked
at, given that there is no single conclusive definition of what ethics is about. It is still of the
utmost importance that the ‘key’ principles of ethics are to be borne in mind; these obviously
include honesty, openness of intent, fairness, true and complete disclosure of any proceedings and
the guarantee of non-violation of individual privacy, ensuring that all documents pertaining to the
research conducted are dealt with sensitively. Finally, the informed consent of the individual to
contribute towards this research is also a key requirement of this research (Kavanaugh et al.
2001).

Obviously the intention of this study is to gather information purely for research purposes and
none of the data is to be used for any other purposes. Researchers have to be fully aware of and
respect the anonymity and confidentiality of the participants’ details and profiles. In a research, it
is normal for three parties to be involved to ensure that all appropriate procedures followed
(Zhuang 2007), but in this research only two parties would be directly involved: obviously the
researcher and the respondents. Therefore the issue of being influenced by a third party or
sponsoring client does not exist.

Lastly, as the research was conducted as part of a doctoral thesis, the prior approval of the
university was absolutely necessary. Therefore, an ethics approval number was pre-obtained
before any formal research could be conducted. The issuance of an ethics number ensures that
the researcher has complied with Researcher’s responsibilities (section 5, 1983), Storage of data
(section 9 and Informed consent (section 7, 1992). The next section will look at the limitations of

this methodology before concluding the chapter.

3.9 Limitations of Research/ Conclusion

Every research without doubt has its limitations; this research is no exception and has the

following limitations. Given that there are limited funds and time at our disposal, it is deemed that
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a sample size of twenty participants would be optimal. However, if the sample could have been
bigger the accuracy level would be much higher.

The research is important for providing a platform for future research in understanding the
existence of traditional Chinese values and their future given that PRC has been developing at a
rapid pace and is quickly becoming an economic powerhouse. However, there are limitations
with the selection of PRC as a country. Heavier emphasis had to be placed on understanding
traditional Chinese values, given that the respondents in subject are Chinese, and this leaves a gap
in our understanding of Western values for this research. Therefore the understanding of Western
values from the answers of the participants may not be really relevant or may be inaccurate to a
certain extent given their limited exposure.

This research also provides researchers with an understanding of the values in Singapore for
future research into attempting to disclose the reason for Singapore's extraordinary success,
something that is acknowledged worldwide. Another limitation occurs here as Singaporean and
PRC might possibly share very similar values and possibly similar views too, given that both
categories of respondents are Chinese; therefore the results of the research may not be entirely
‘pleasing’ in the sense that less useful data might be generated.

The limitation of the research technique is of another concern. As semi-structured interviews
are often time-consuming, it is of concern that the interviews conducted may not be completed in
time given the heavy schedule of the participants. There is a low possibility of the interview
getting off topic given that an interview session is an exchange of the participants' experiences.

In conclusion, this chapter has provided details for the selection of the technique to be
employed along with all the various techniques available. It is deemed that the interview
technique with the usage of case study would be appropriate given the complexity of the research.

The next chapter will look at the findings of the interviews.
4. Findings
The previous chapter research methodology looks at the methodology that is being applied for

this research. In this chapter, the information that has been collected through interview will be

presented in order to understand the trends, citing the various quotations of the interviewees.

4.1 Participant Background and Firm Structure

All the interviewees were male, something which was not unexpected given that senior
management positions in East Asian companies are predominantly held by males (Lindolf &

Taylor 2002; Myers & Newman 2007). This could prove a limitation of the research given that it
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is possible that more women will become involved in senior company positions in the future
(Myers & Newman 2007). At this point of time, the interviewee group represents a sample of
what one is likely to find among construction industry SMEs in East Asia. The table below

presents the participant background information (see Figure 4.1).

Participant Code Position Years of Exp in role No. of Employees* Qualifications
A (SG) MD 10 20+ Degree
B (SG) MD 15 26 Degree
C (SG) MD 18 6 Degree
D (SG) MD 20 8 Degree
E (SG) MD 7 5 Masters
F (SG) D 3 5 Degree
G (SG) D 1 4 Degree
H (SG) D 20+ 20+ Diploma
1 (SG) D 10 30+ Degree
J(SG) D 5 6 Degree
K (CN) C 15 30+ Degree
L (CN) C 20+ 30+ No formal
M (CN) C 20+ 9 Degree
N (CN) C 20+ 16 Masters
O (CN) C 10 15 Diploma
P(CN) C 8 5 Degree
Q(CN) [ 11 13 Degree
R (CN) MD 3 10 Degree
S (CN) MD 7 5 Masters
T (CN) MD 1 4 Degree

Figure 4.1: Participant background information, Source: Self-created, dated 1-7-2010
Key: position: MD: managing director; D: director; C: chairman; country: CN: China; SG: Singapore
* These are full-time employees working directly for the office; the figure does not include part-time or
casual workers, or those employed on a temporary, project-specific basis. Managing director and director

generally have similar job scopes.

4.1.1 Participants’ Educational Qualifications

Participants came from a diverse background, with one interviewee having no formal
gualifications, while three had obtained a Masters degree. With regard to Singapore, seven
interviewees had graduated from a local university, with participant E having obtained a Masters
degree, while the remaining three graduated from overseas institutions, participant F graduated

from the United Kingdom, and participants C and G from Australia. Participant F confided that
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his reason for going overseas to the United Kingdom was to undergo a different experience and
he claims it was indeed a different experience, which he said had broadened his horizons. With
regard to China, seven held tertiary qualifications from local institutions, with participants Q and
T holding qualifications from Australia, while one had no tertiary qualification. Participants Q
and T explained that their reason for going overseas was that their parents wanted them to have
exposure to the Western culture so as to understand how Westerns ‘do things’ in general. It is
noted from the interviews that most of the participants graduated from relatively prestigious
universities, which included: Singapore National University, National Technological University
Singapore, Xiamen University, Tsinghua University, Zhongshan (Sun Yat-San) University,
University of Technology Sydney, and Fudan University. Therefore it would be right to say that
the interviewees in general came from good backgrounds and probably strong academic
backgrounds. In total, twelve of the twenty participants came from a business degree background,
three from engineering, one from human resource management, one from accounting, one from

social science and two with a background in design.

4.1.2 Participants’ Position within Organisation

The positions described were various, with 8 describing themselves as “managing director”, 7
as “chairman”, and 5 simply as “director”, although all of the interviewees were, in reality, the
chief decision-maker. All interviewees had a stake in the ownership of the firm, with 10
interviewees stating that they were in a partnership, these partnerships were either with friends,
business associates or other family members. Four of these were from Singapore and were
involved with fellow Singaporeans, while six were from China. Of these six, two were involved
in a partnership with foreign interests, these being Singaporean and Malaysian. None of the firms
was owned in any respect by Western interests. During the course of the interview, participant S
confided that it was tough having a partnership as one individual cannot take control fully of the
company affairs; ironically his company was itself a partnership and this has caused him much
frustration. Participant E, who was also in a partnership, had a different view from participant S
as he thought that a partnership might be a good idea at times when funds are limited. One of the
participants who did not want to be identified at all, suggested that family business (where the
business is shared among family members) were the most difficult to deal with as every family

member seems to be the decision-maker and wants a say in the running of the company.

4.1.3 Participant Employment History
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Although some respondents were unable to give a precise figure with regard tothe length of
their association with the company, the average figure, to use a conservative estimate (i.e.,
ignoring the “+” given by some respondents) are in the vicinity of 11 years. It is easy to identify
from the table above that more than eighty percent of the interviewees had five years ormore
experience in their current position. Similarly, it was noted that eighty percent of participants had
fifteen or more years of experience in the construction industry. All interviewees have worked in
their own countries (the country the individual participants are native of), although seven
respondents from Singapore stated that they had worked for other firms beforehand. Two
respondents from China had also worked for other firms. Participants A, G and O thought the
experience gained while working for others would be invaluable in giving an individual a better
foothold to survive in the tight industry, where there are already massive amounts of construction
SMEs located in China and Singapore (China Democratic National Construction Association
2008; Singapore Construction Contractors Limited 2009). While this result would be surprising
for Western interviewees, a much lower level of job mobility is characteristic of workers in East

Asia (Keller 2004),who do not tend to ‘job-hop’ around as many Westerners do.

4.1.4 Company Specialisation

Ideally, one would wish to understand the sort of projects the interviewees' companies
specialised in to understand the market that the companies work in. From Singapore, two
companies identified that they were in the business of doing virtually any sort of projects that are
available in the market. One said that they are specialised in government projects, three in
subcontracting projects from big contractors, two undertook work in private housing sector and
the last two companies from Singapore revealed that they were in the business of doing small-
scale commercial offices. Participant E shed some light on the reason for working mainly on
private housing projects when he stated that payment and flexibility issues are the main ‘plus
point’. He said that their company have always been paid on time by clients as they would not
commence work without payment and that overhead costs were not burdensome given that they
would hire more or less staff depending on the number of projects on hand. As for the PRC
counterparts, four said that they were doing ‘any’ sorts of projects while another three said that
they specialised in doing government projects. Participants L and M added that the rationale
behind undertaking government projects was that they would offer their companies a much
needed reputation. Participant M went further, commenting that the government would be able to
pay for their services unlike private projects, where the clients have defaulted on payment

previously. Another two firms said that they were in the business of building private housing
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while the remaining one said that they perform mainly commercial office projects. It was
interesting to note that no companies fell into the category of subcontracting projects from big
contractors, in contrast with their Singaporean counterparts and this could be due to the fact that
China in general does not have a practice of subcontracting projects. Statistics have shown that in
China most of the subcontracting projects go to the subsidiaries of the larger companies (Li et al.
2003).

4.1.5 Company Size

The firms in which the interviewees worked could all be fairly characterised as SMEs, with
the largest number of full-time staff cited as “30+”. This aligns with the standard definition of
SME, which is that the firm should have no more than 250 employees (European Commission
Enterprise and Industry, 2005). A conservative estimate of the average number of full-time
employees across the group stands at 13. With respect to Singapore, one of the firms stated that it
specialised in government projects, three were involved in sub-contracting work, two working in
the private housing sector, two were involved in building small-scale commercial offices and the
remaining two stated that they were involved in a variety of projects. With regard to China, three
firms also specialised in government projects, four were involved in a mixture of projects, two

worked in the private housing sector, and one built commercial offices.

4.2 Traditional Chinese Values

Having looking at the participants' background information and the company profile, the logical

next step is to look at traditional Chinese values.

4.2.1 Participants’ Traditional Chinese Values
Singaporean interviewees in general have identified “honesty” (Lao Shi), “integrity” (Zheng
Zhi), “uprightness” (Zheng Yi), “family bonds” (Jia Ting Guan), “friendship” (You Qing),

“innovation” (Chuang Xin) and “wisdom” (Zhi Hui) as values that they regard as being especially
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important to them. “Honesty” and “integrity” were the most frequently cited values among this
cohort. Previous work done by Lee (2001) and Yasar & Rejesus (2005) has shown the relation to
these values, as these were the main values promoted by Buddhism, Confucianism and Taoism.
Their Chinese counterparts mentioned Guan Xi, “honesty” (Lao Shi), “integrity” (Zheng Zhi),
“family bonds” (Jia Ting Guan), “empowerment” (Yu Shou Jun), “credibility” (Cheng Xin),
“optimism” (Le Guan), “persistency” (Jian Chi) and “filial piety” (Xiao Dao) as their personal
core values. Seven Chinese respondents mentioned “filial piety” as an important value, as one
might expect (Wong & Adams 2002). The reference to “Guan Xi”, using this specific phrase, as a
value is somewhat difficult to reconcile with the other values identified, but, in this context, can
be regarded as the importance placed on forming and maintaining personal relationships with
members of their broader networks. The majority of the values mentioned are easily reconcilable
with what might be expected from those of a Chinese cultural heritage, with only “innovation”,
“empowerment’ and, perhaps, “optimism” being somewhat unexpected. Most of other authors'
works have mainly shown a relationship to the term ‘Guan Xi’ but not the few above-mentioned
values (Alston 1989; Lee & Wong 2001; Luo 1997; lyer 2001; Tjaco 2003). When the PRC
managers were asked for their thoughts on the term ‘Guan Xi’, participant L responded that he
felt that 'Guan Xi' referred to an established relationship that one party has with another while
participant M thought of ‘Guan Xi’ has an exclusive bond between individuals. While the two

had different definitions of ‘Guan Xi’, but in essence their meaning was similar.

4.2.2 Origins of Values

The respondents were then asked about the main origin of their values, something which
resulted in a diversity of responses. Three Singaporean managers stated that they picked up their
values from teachers in school, while two mentioned that it was from a respected senior
individual, two from parents, one from a business mentor, and the last two Singaporean managers
mentioned that it was from a mixture of sources. It was not surprising to see that Singaporean
managers have chosen teachers as the main source of influences for their values given that in the
earlier days, teachers were given much authority by schools and parents to educate the children as
the parents were busy working outside. This was a norm in the past especially with the older
Chinese generations. This could be understood from what participant C has revealed, when he
said that he had the fondest memory of his primary school teacher as the teacher had taught him
many things in life. Participant D had an interesting story in relation to where he got his values
from: he related that they came from his father's friend and a gardener. When asked about why

the gardener was on the list, he said that the gardener used to work for their family and once by
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chance he had the opportunity to speak with the gardener. The gardener then told a story of how
moulding a child’s future is similar to growing a pot plant and mentioned the hard work that
participant D’s parents had to put into moulding him. D said that it was a wake-up call for him
and he eventually became friends with the gardener despite the culture and age difference. The
Chinese managers on the other hand identified culture (four), teachers (two), parents (three), and
one could not cite any particular influence. Upon further probing, participant L shared that it was
the ‘Great’ Cultural Revolution that helped to shape his values and he further said that it was
probably one of the darkest periods in Chinese history given that so much ‘culture’ was
destroyed. It was from that incident that he learnt that culture does play a massive role in shaping
and forming proper and positive values; he claims that the younger PRC generation are the best
‘sample’ products of the Cultural Revolution while the generation today have many undesirable
values. Participants M, N and S shared similar views with participant L. As can clearly be seen,
the main difference between the two cohorts was the citing of “culture” as the main formative
agent behind their values, but this is not necessarily unexpected given that Chinese culture, in
general, has been heavily influenced by the Maoist school of thought, which emphasised

collectivity as one of the core aspects of Chinese culture (Soon 2003).

4.2.3 Influence of Personal Values on Business

With regard to the values that influence the business decisions of the interviewees,
Singaporeans generally agreed that their personal values played an important role, with three
stating that they would be more likely to do business with a close friend, while another three
stated that it is difficult to put a finger on precisely which personal values influenced their
business conduct. One interviewee said he would only do business with those whom he perceived
to share his value of honesty (Lao Shi). One cited a case where he decided to make a business
decision in favour of a certain party mainly on account of his strong relationship with his own
family. Another replied in a more pragmatic fashion and stated that he was mainly concerned
about whether the other parties valued innovation. The final Singaporean interviewee stated that
he was not particularly interested in whether the persons with whom he conducted business
agreeed closely with his personal values, though he favoured those who displayed analytical
abilities. With respect to the Chinese interviewees, four stated that a mixed of values come into
play when they are making business decisions. Three were mainly interested in the background of
those with whom they conducted business, with an emphasis on whether their values aligned with
their own. Another said more or less the same thing, but noted the importance of the person’s

outlook in life (Ren Sheng Guan), while another mentioned persistency (Jian Chi) and the
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person’s resilience (Hui Fu Li) in the face of adversity. One, in explanation of his preferred value
of “empowerment” (Shou Quan) used the example of a case where he had to go overseas and left
his second-in-command to deal with an important contract. Another participant R described an
incident where he wanted to hire a new accountant. After speaking to the potential candidate, he
deemed the candidate to be unsuitable on paper and in person based on his assessment criteria due
to that fact the candidate ‘liked’ job-hopping. Another participant, O, shared an interesting story
of when he once did business with a person who was in bankruptcy. The reason he gave for
‘giving’ the individual a chance to work with him was that the person was persistent in achieving
what he wanted despite having gone through so many failures: this value he says is one that he

values most.

4.2.4 Company Core Values/ Mission/ Vision Statements

The interviewees were also asked whether their firms had any stated core values. All ten
participants from Singapore stated that their organisations did not have a list of core values, but
the management values would be their values. Three of the interviewees stated that their company
did have a mission statement, while another stated that they had both a mission and vision
statement, while the remaining three had neither. Of these three, two stated that mission or vision
statements were not necessary given the small size of their company, while the other felt that the
most important thing was that all employees knew what they are doing. Participant B and |
claimed that their company was working on a suitable vision statement for their respective
organisations. All ten interviewees from China also stated that their firm did not have a publicly
articulated statement regarding their core values. One company, however, did have a mission
statement, while three had both a mission and a vision statement. Of those that had neither, three
felt that there was simply no need; one felt that the only important thing was for staff to
understand their job and perform it properly, and the remaining two admitted that they had not
thought about mission or vision statement at all. Participant C claimed that he used Chinese

painting as the guiding principle in business.
4.3 Thoughts on Western values
After understanding the traditional Chinese values, the logical next step is to look at their

thoughts on Western values, so that a comparison can be made between the two in later stages.

4.3.1 Values change over the years
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Interviewees were asked whether they felt that Western values had had an impact on how
business was being conducted within their respective localities. All ten interviewees from
Singapore stated that the values had changed considerably over the years, especially given that
Singapore is well recognised as a “world city”. Of this group, nine firmly contended that, despite
the influx of Western values to some extent, traditional Chinese values were still in everyday use,
while one stated that these values had subsided to a considerable degree and that this was not
really something to be too alarmed about since it is important to look to the future and embrace
change. Participant H said that his company still practices certain operating procedures and styles
relating to values and these have been brought down from his grandfather’s generation. He
however did not reveal what sort of procedures and practice he was referring to, citing them as
confidential. The interviewees from China responded in a similar fashion to their Singaporean
counterparts. Five responded that traditional Chinese values were very much in existence, three
stated that they were in existence but, because China is now increasingly playing a role on the
world stage, it would take many years to observe if the traditional values would remain intact.
The other two felt that traditional values were still extremely important and that they would

remain so because “China is China”.

4.3.2 Resilience of Traditional Chinese Values

It was deemed particularly important to explore the specific ways in which traditional
Chinese values had been affected in recent times, with specific reference to managerial practices
in the local construction industry. From Singapore, three interviewees felt that whatever changes
have taken place would have been minor because, in their own experience, they had not
encountered any instance where business was being conducted in a fashion that did not conform
with their expectations of traditional Singaporean practices. Three mentioned that changes have
occurred gradually, as one might expect with a society that has been increasingly exposed to
external influences; one of this group, in any case, did not feel it appropriate to classify these
changes as being either positive or negative. Another interviewee, however, claimed that the
changes have been dramatic, especially given that he has been working in the industry for over
twenty years. That said, he was not particularly concerned with this state of affairs since everyone
has their own style of doing business and, as a result, one must accommodate these differences.
Another claimed that traditional values were virtually non-existent in the business world, but did
not feel that this was much of a concern since it is better to look to the future than dwell on the
past. Two of the Singaporean interviewees had no firm opinion on the matter. Collectively, all the

interviewees were not greatly concerned about the issue raised. In contrast, the interviewees from
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China maintained much stronger views about the status of traditional Chinese values. Seven
respondents were quite unhappy with recent changes and explained that traditional Chinese
values had fallen into abeyance as managers adopted western-style vales. In particular, there was
a great concern that the traditional value of “filial piety” (Xiao Dao) had been abandoned and that
Western values were going to cause great problems in China, and indeed disrupt business.
Participant L cites that it was in the 1980s that the shift towards western managerial values was
first noted, as universities in PRC adopted and learnt from the West during that period and started
implementing Western-related theories into their programs. On the other hand, two managers
were relatively happy with recent changes and felt that these changes, in any case, were simply an
indication of China opening up as an internationally-oriented trading nation. The final
interviewee from China said that changes had occurred, but he had no particular comment about
the situation.

4.3.3 Management Values VS Staff Values

To determine whether there is a growing disjuncture between the value systems of Chinese
managers and their staff, given that age is often equivalent to seniority in East Asian businesses
(Tse et al. 1997), it is deemed important to ascertain any differences. The differences in values of
the management and staff values will increase chances for potential conflict. Of the Singaporean
cohort, two interviewees stated that there are differences, and that they are indeed significant;
however, these managers felt that this was not important provided that their employees performed
their jobs effectively. Of these two, one claimed that he empowers his workers, but that they are
too afraid to shoulder responsibility, while the other felt that his staff approached business matters
differently compared to him. He regarded this difference as a result of the way in which the
employees were brought up, and the different education that they went through. He further went
on to say that though he was a diploma holder, he belonged to the older generation who were
‘trained’ to be able to ‘take’ risks, whereas most of the university graduates today are leading too
protected a lifestyle, which in the end affects their capability to shoulder responsibility. The
second participant, B, mentioned another of the differences in which he said that one of his staff
likes to take ‘shortcuts’ a lot when performing job tasks (e.g. not following the proper procedure
to provide quotations to clients), which he personally finds is against his own belief in doing
things in an orderly fashion. However, so far the work has been done properly and therefore he
has no complaints about it. Four Singaporeans felt that there were differences, but that they were
not major. They pointed out that the differences were “attitudes towards life”, “insufficient

respect for the elderly”, “different style of management”, and a “difference style of problem
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solving”. Two Singaporean managers felt that there were many similarities between their values
and those of their staff. Minor differences cited related to closing business deals, although they
appreciated that the outcome of the transaction was the same, and how customers were handled.
Another manager stated that he was not sure whether there were any differences, but conceded
that this could simply be the result of him hiring employees with values similar to his own. The
final Singaporean manager did not see any real difference. Of the PRC managers, eight held that
their staff’s values aligned with their own, but mainly because they would not hire people with
different values. Another of the cohort felt that it was inevitable that some staff members would
hold different values, but thought it unreasonable to expect that everyone would have the same
views. That said, he thought that the majority of his staff held more or less similar values,
although dealing with customers was a major area of difference. He claimed that younger
employees were not as client-focused as him, perhaps because they had no ownership stake in the
business. Another participant, R, liked the way one of his staff members greeted and
communicated with clients as it was the same way that he did and therefore he mentioned that he
thought very highly of her. The final PRC manager stated that his company consisted of people
holding a variety of values, but this was unlikely to result in conflict within the firm. He felt that
“attitude towards life” was a particular difference and that this was possibility the result of
“education” and “upbringing”. In no case did a manager state that the incursion of Western values

was a cause of conflict between management and employees within his firm.

4.4 VValue conflict between traditional and Western values

To gain a better insight into the way in which Chinese managers viewed their Western
counterparts, a series of questions designed to tease out potential perceptions of difference were

asked.

4.4.1 Participants’ thoughts on Western Values
When asked about the values that they associated with Western managers, the Singaporean

cohort suggested “honesty” (Lao Shi), “equality” (Ping Deng), “empowerment” (Shou Quan),
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“quality service” (Pin Zhi Fu Wu), “individuality” (Ge Xin) and “teamwork” (Qun Dui Jing
Sheng). Their PRC counterparts mentioned “empathy” (Tong Qing Xin), “honesty” (Lao Shi),
“equality” (Ping Deng), “respect” (Zun Zhong), “discipline” (Ji lv) and “self-motivation” (Zi Wo
Ji Li). One participant from PRC casually remarked that his perception of what western values are
may not be entirely right given that he had limited exposure to western culture. He further said
that the answers given may be different five years down the road. The above statement could
indicate that the rest of the PRC managers are seeing Western managers through their own eyes
and possibly making ‘Western’ values seem more Chinese than they really are, and yet it is a
matter of fact that PRC has a relatively short history of contact with the West compared with
Singaporean, therefore making the Singaporean managers' views possibly more valid than the
PRC managers.

4.4.2 Participants' thoughts on Western Values pertaining to Business

The group provided further comment on Western values as they pertain to business. Six of the
Singaporean interviewees thought that Western values were actually quite useful when blended
with traditional Chinese values. Furthermore, they felt that Western values were somewhat
specific to their own cultural origins, but could possibly apply, in some cases, outside a
predominantly Western cultural context. Two of these managers thought that Chinese values were
more suited to doing business than Westerns values, but did not really say on what basis Western
values were deficient. Another Singaporean manager made the surprising statement that Western
values were, in fact, adopted from “Chinese classics”. The final member of this cohort regarded
Western values as useful, and, furthermore, felt that they were not really culturally specific, so
that they could indeed have a place in East Asian business contexts. Of the PRC managers, five
thought that Western values were in some way derived from Chinese values, a statement
reflecting an observation made by one of the Singaporean managers. Two thought that Chinese
and Western values would work well in business if blended together appropriately. One of the
two cited himself as a case study given that he was brought up in a relatively traditional Chinese
family, went to Australia to pursue his studies at the age of sixteen and was exposed to Western
culture for approximately seven years. After seeing both sets of values in action, he arrived at the
conclusion that a combination of both would work best and he felt that there were certain
similarities between the two sets in any case. Another two PRC managers felt that the influence
of Western values in their own business environment could not be denied given the increased
presence of Western firms in their area. Instead, of regarding this as a problem, they felt that

adopting or integrating some of these new values could be useful. The final respondent wondered
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whether Western values would be appropriate in Chinese business settings, but added that
Western values were probably better in a globalised setting compared to their traditional Chinese
equivalents. Overall, all the PRC interviewees felt that Western values pertaining to business

were not culturally specific.

4.4.3 Impact of Western Values on Participants Firm

After this higher-level discussion, the interviewees were asked about the potential impact of
Western values on their own organisations. Of the Singaporean cohort, eight managers thought
that Western values would blend relatively well with their own ways of doing business. They
even stated that it was difficult to think of an instance where a Western-style value would be
incompatible with their own values, although they recognised that a value would be ideal. One of
the participants, C, further said that the values of honesty and integrity were similar concepts in
both Western and Traditional Chinese Values. He thereby claimed this shows that two sets of
values were compatible to a certain extent. The other two Singaporeans felt that they would prefer
to stick mainly with traditional Chinese values as they currently practised them. Of the PRC
cohort, five managers, given that they thought that Western values originated in Chinese ways of
thinking, did not feel that there were any real issues here, and that they would be able to work
comfortably with those purporting to hold Western values. Four of the group held the view that
Western values would be generally compatible with their own, but they were concerned about the
Western focus on “doing things ethically”. They feel that, if too much attention was placed on
ethical conduct when doing business in China, it would be difficult to achieve anything. One of
the participants, Q cited a case where a company (ABC) had already decided to award a certain
project to a particular company (XYZ); the manager of company ABC however in return wanted
some incentives from the manager of XYZ for giving the contract to them. The price was a night
out at the restaurant and night club. If too many ethical concerns had been placed here on either
or both of the managers, the deal would possibly have been called off. Participant Q concluded
that this sort of scenario was the norm and it was therefore important that a balancing act be
practised in China, especially in the construction industry. This matches with what the earlier
literature review suggested: that the construction industry in general is plagued by many ethical
problems/ issues. The final interviewee was concerned that Western values were not really in line
with his own traditional Chinese values. He mentioned the simple case of “empowerment”
because he would not dare to take the risk of giving his staff too much decision-making authority.

This contrasts with the Western management value of giving employees a good deal of latitude.
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Hypothesis One
A) Ethnic Chinese in Singapore and China are still characterised by adherence to traditional
Chinese value systems to some extent. Therefore it is consistent to expect to see these traits in

Singaporean and Chinese managers.

5.1.1 Similarities and Differences in traditional Chinese values of Singapore and PRC

From the above findings, one can not dispute that the existence of traditional Chinese values
is still strong in Singapore and PRC. The managers of both countries are still in general broadly
practising the traditional Chinese values, the most commonly noted among both countries
managers being honesty (Lao Shi) and integrity (Zheng Zhi). Differences between the traditional
Chinese value systems in both countries' managers were also noted as per the findings and the
two main themes identified, with Singaporean managers mentioning innovation (Chuang Xin) and
friendship (You Qing) as their traditional Chinese values while PRC managers identified filial
piety (Xiao Dao) and empowerment (Yu Shou Quan) as their key values; this (empowerment) was
something out of the box and was unexpected as traditional Chinese values advocate deference to
the structure of hierarchy. It is apparent that while similarities do occur among typical Chinese
managers (which include both countries), different cultures and exposures have lead them to have
different traditional Chinese value systems.

It is clear from the above that traditional Chinese values are different even among PRC and
Singaporean Chinese managers. This is in contrast with the research work done by other authors
(Bian & Ang 1997; Pearson & Entrekin 1998) where they have described PRC and Singapore as

having similar values.

5.1.2 Existence and future of traditional Chinese Values

The research confirms that traditional Chinese values are still in existence. It is however
interesting to note that all Singaporean managers have stated that their values have changed over
the years and the reason that they have given is that Singapore is a world city. This however
should not be the case given that Singapore has been exposed to the Western values since 1819

when it was a colony of England.
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These values may however change over time especially in the case of China where the market
has just recently opened up and Western values are increasing becoming ‘standard’ business
values worldwide. There is a good chance that future generations of PRC managers will
eventually change if PRC becomes a first-world country. Five PRC managers have in their
interviews suggested traditional Chinese values are becoming non-existent, which is an indication
that globalisation is taking place at a rapid pace. Western values have come into the picture
‘strongly’ and this is coheres with Fevre (2000) and Evans (1992) work. Therefore, the possibility
of Western values ‘overtaking’ traditional Chinese values within PRC is high and would match
the suggestions of Fevre (2000) and Evans (1992).

5.1.3 Value of Guan Xi

Some light has also been shed upon the significance of Guan Xi in this research, as many
participants have answered Guan Xi as a ‘value’ that is of significant to them, especially in the
case of PRC managers. This is in line with the research findings of other authors (Xiao & Smith
2006; Morgan & Smircich 1980) who have mentioned the importance of Guan Xi. However, it is
noted that more PRC managers identified Guan Xi as a value as compared to their Singaporean
counterparts, a possible indication of Guan Xi being a more PRC-Chinese theme. Given that this
research and previous work done have confirmed the importance of Guan Xi within Chinese
communities especially in PRC, it is important for any parties interested in conducting business
with Chinese partners, especially within PRC, to be aware of this critical factor which may

determine the success of failure of their company.

5.1.4 Origins of Values

When participants were questioned on where they picked up their values from, some provided
the surprising answer that they had learnt from teachers, whereas this has not usually been
documented in previous research done. It could imply or suggest that previous research work may
possibly have not been sufficiently thorough, and that there would be a future area for research in
the field of values to better understand the business behaviours of managers. Culture was a main
source of influence on values for PRC managers which was understandable given that most of the
PRC participants were of the generation that went through the Cultural Revolution. This agrees
with those authors (Reisman 1990; Jung 1999) who have listed culture as an important influence

for the origin of personal values.
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Culture is identified as something that shapes their values more by PRC managers than by
Singaporeans. Singaporean managers have identified more individual influences such as teachers,

respected individual and parents.

5.1.5 Values impacting on Core Business Values

It has been discovered that though individuals have personal values, these may or may not
necessary be reflected directly in the running of the organisation. This statement is made given
that both countries' managers have stated that they generally do not have a set of core values that
they follow or at least they did not realise that they were in fact influenced by their own personal
values. However, when dealing with personnel, the managers often fall back on their values by
judging people based on what is most significant to them. This is a contradiction of their values.

It is however pertinent to note that Western values may affect whether a company has a vision
and mission statements given that most of the Singaporean managers have revealed that they have
mission and/ or vision statements or were working on a suitable one. It is observed that Western
managed companies generally have a mission and vision statement. This is in contrast with PRC
managers' answers, where the majority of the companies do not have a vision or mission
statement and see no purpose for one in the first place given that their ‘shorter’ period of Western
influence. Nevertheless, it would be necessary to conduct further research in this field to prove
the validity of this statement; previous research has not provided much information in this area.
The above indicates that values do indeed have a role to play in an individual's business
decisions.

It is also apparent that based on the research conducted both countries' managers tend to blend
their personal values into the company business values. The Chinese have an old saying, which
goes “what you believe in is what your company believes in”, obviously this would only be
applicable if the person was in a management or managerial position. There is in fact a clear
difference between the two lots of personal and company business values, and that what you
personally believe in should be not mixed up with what the company practises. Traditional
Chinese managers would not do businesses with someone that goes against their personal values,
while western managers would use profit and benefits as judgement criteria to do business.
Therefore the Chinese maybe considered irrational. As traditional Chinese often separate their

values they could be deemed as irrational managers.

5.1.6 Value of Contacts
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Subsequently, interviewees were asked about the value of contacts. The value of contacts in
general is very much a Chinese relationship management technique. This could be considered as
a traditional Chinese value in its own right as Chinese values contacts as the key to success and
the fact that contacts form a key aspect of Guan Xi. All interviewed managers answered in
uniform fashion that contacts were absolutely necessary and personal relationships were often a
deciding factor in businesses; this is in contrast with what Westerners preach and practise, where
they would conduct with anyone keep in mind that the company interest is of top priority, and this
statement could be backed up by previous research work done by Grossman et al. (2006). The
uniform answers given by the managers indicate the strong presence of traditional Chinese values
in both countries. Others authors like Xiao & Smith (2006) have suggested that Guan Xi is a
personal relationship that an individual has with another individual; judging from this statement it
would be not totally wrong to say that contacts are possibly part of the definition of Guan Xi.

The issue here is if the value of contacts would still be of such importance in China given that
PRC is undergoing globalisation whether the value of contacts would spread to other countries of
the world, including the West ,where the Chinese are found doing business . Future research

work could be conducted in this area.

5.1.7 Concept of Gift-giving

It could be further noted from the responses given by both countries’ managers that giving a
small gift or present seems to be not unethical, and to them it would seem normal. This is
traditionally a sort of Chinese practice and could possibly indicate that traditional Chinese values
are still very much in existence. Chinese have typical habits of giving gifts as a kind gesture
(Xiao & Smith 2006). Despite managers claiming that values are changing, this would be an ideal
and strong reflection of the resilience of traditional Chinese values given that this practice is not
something advocated by Western managers. It would be interesting to see how this ‘value’ or
culture of giving gifts may change.

Though there is a boundary as to how expensive gifts/ treats can be in accordance with
different countries' regulations, it is often not followed in line with the required law. This could
be an area that businesses, in particular the construction industry, are lacking control in, as
research work done by Helpman (2006) and Toor & Ofori (2008) has indicated that this possibly
constitutes bribery. Future research could be done in understanding whether it is indeed bribery

and the various methods to improve the situation.
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5.1.8 Summary of First Section

It is clear that traditional Chinese values are still much in existence given the practices in
place, especially when the practices of having contacts and giving gifts are still strong. The
research has revealed the interesting facts that teachers are a factor of influence on an individual's
values and that values do influence business decisions to a certain extent. Similarities and
differences do occur within Chinese managers of different national backgrounds.

According to the literature review, traditional Chinese values are indeed more prevalent in
PRC than in Singapore. However, it is clear that the hypothesis that has been set out earlier on is
proven to be valid and applicable in today's Chinese business world. The value of contacts and
ethical conduct in the construction industry were identified to be areas for potential further

research.

5.2 Dominance of Western Values
Hypothesis Two

B) Western values are increasingly becoming the ‘standard’ business values throughout the

world as a result of globalisation. As a result, there is likely to be pressure on Chinese managers
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to understand, work with or even adopt Western management values in their own business

conduct.

5.2.1 Acknowledgement of dominance of Western values

Western values are becoming more and more of a norm as countries change from developing
to developed countries. Both countries' managers have directly or indirectly acknowledged this
through the interviews; it could be observed that while some managers are aware of this they are
in denial of it given their responses to the interview. It could also be a silent acknowledgement of
western values becoming standard business values or the fact that there is this notion that there is
not much difference between Western and traditional Chinese values, as the PRC managers
thought western values originated from traditional Chinese ones. The documentation of previous
research done (Funke 1995; Luo 1997; Weber et al. 1996) has tallied with this research result
confirming the dominance of Western values; however there are still some authors (Lee 1996;
O’Meara 2003; Peng & Leong 2001) that put forward the proposition that traditional Chinese
values predominate over Western values. There are also mixed responses given by PRC managers
as some argue that ‘China will remain China’ while others think that the changing values of the
managers in their country reflect the fact that a shift towards Western values is taking place. It
would therefore be interesting to conduct possible research in this area to affirm the dominance of
Western values.

Before moving on, it also important to note that similarly to the generalisation about
traditional Chinese values, there is a lot generalisation/ misunderstanding going on with previous
authors’ work, where some would possibly consider the Western values in Australia and United

States to be similar. This clearly might not be the case.

5.2.2 Resilience of traditional Chinese Values

One of the areas of concern here is whether Western managers would be able to ‘change’ the
values in PRC (in particular) and other Asian countries from traditional Chinese to Western ones.
However, the reverse might occur, where the Western managers have to learn to adopt traditional
Chinese values to do business in PRC and other Asian countries. This is especially the case when
Chinese managers today are heading overseas in pursuit of greener pastures elsewhere (especially
in Western countries); whether they would learn to adopt western values or ‘enforce’ their own

set of values overseas remains a major question to be tested.
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Previous works were not credible or relevant enough to be used as reference sources (Chen
2004; Groenewald 2004; Branstetter et al. 2006) to confirm whether traditional Chinese values
will possibly be ‘wiped out’ or continue to exist despite the dominance of Western values. Further
research work in understanding the resilience of traditional Chinese values when faced with
Western values should be looked into thoroughly with possible particular focus on PRC managers

working/ doing business in Western countries.

5.2.3 Western Values - A better option?

It would also be interesting to observe if a switch from traditional Chinese values to Western
values within PRC would make the country's ethical standards better, given that Western values
for a long period of time have been known to promote a high ethical standard. The current
situation in PRC as documented by various authors (Earley 1989; Lee 1996; Walker 2005) along
with the participants’ comments have shown that there are indeed many problems in today's PRC
construction industry. However, as one participant mentioned, implementing Western values, in
particular ethical values, would not necessarily be beneficial for PRC given that China is China
and that PRC is unique and distinct from Western countries. The validity of Western values for
application within PRC comes into question here and this suggests that further research ought to
be conducted to attempt to see if Western values are indeed ‘universal standard’ business values
applicable and adaptable for all countries.

It is apparent that Western values are more prevalent in Singapore than in PRC based on the
responses given by the participants. This could be a result of the longer history of exposure to the
West since Singapore was a colony of England since 1819. The adoption of the Western values in
Singapore today is often blended with traditional Chinese values, so it could be said that a
balancing point has been found. Singapore generally has a low corruption rate with certain
traditional Chinese practices still in place. This is possibly an ideal situation and therefore it raises
the question of whether the absolute pursuit of Western values would be necessary or whether a
“fusion’ of both sets of values would be preferable. Further studies should be conducted on
countries where both sets of values may be widespread; the results would be very useful for

understanding whether pursuing Western values alone is desirable.

5.2.4 Origins of Western values
The result of Western values dominance would be typically something expected and it has

been previously documented in works (Child and Rodrigues 2005; Hermanns 2004; Castellani et
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al. 2008), given that the West has for a long time had strong economic standing worldwide. It is
refreshing to gathering comments from certain participants that their beliefs are that Western
values could have possibly originated from traditional Chinese values. It is noted that none of the
Singaporean managers thought that Western values originated from traditional Chinese values,
which could possibly be due to their longer exposure to Western values, whereas the PRC had

only had ‘serious’ exposure to them since the 1980s.

5.2.5 Rate of adoption of Western Values

Western values are still coming strongly and quickly into countries all over the world as
globalisation continues to occur at a rapid rate. Based on the participants’ answers, it is noted that
changes in values were noted to be ‘slow’ and less significant in Singapore while in PRC they
were fast with some PRC managers complaining that the traditional values are becoming non-
existent. The main reason could possibly be because Singapore has been an English colony for a
long time while PRC economic reforms only started in the late 1980s, when the first opportunity
of the exposure to Western values took place.

Previous research ( Child and Rodrigues 2005; Hermanns 2004; Castellani et al. 2008) has
mainly suggested the dominance of Western values and looked at traditional Chinese values but
did not look at the rate at which Western values were ‘approaching’ PRC, Singapore and other

countries. This research has shed some light on this area.

5.2.6 Western Values in Singapore and PRC

Traditional Chinese values are much concerned with harmony, which some authors (Chen
and Hunter 1994; Guba & Lincoln 1994; Heap & Roth 1973) have highlighted, while Western
values are concerned with a more ‘hard-nosed’ approach, to get things done. Based on the
research conducted, it could be noted from their responses that the PRC managers in general are
practising ‘harmony’ in their business dealings/ employee relations while the Singaporean
managers are more focused on dynamicism with personal values.

It could suggestion that it is an ideal reflection of the more developed nature of Singaporean
society and probably extensive exposure to western values/ education in comparison with PRC's
recent short-term exposure to Western values/ culture. The validity of this could be confirmed by
conducting further research in particular into how PRC managers conduct business -

understanding the whole business procedure from the start to the end.
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5.2.7 Summary of Second Section

In short, there is no doubt that Western values are dominant worldwide today. The hypothesis
that has been set out in accordance with previous research work done has once again been proven
to be valid, based on the responses from this research. More research however should carried out
in PRC regarding the rate of adoption of Western values to understand its impact on PRC and
whether traditional Chinese values will have a ‘position/ stand’ worldwide in the future, given
that traditional Chinese values are still predominant in Chinese ethnic groups and that the Chinese

are still furiously migrating overseas.

5.3 Western Values VS Traditional Chinese Values

Hypothesis Three
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C) Western values, in general, are in conflict with traditional Chinese value systems, thereby
leading to the potential for dysfunction to occur when Chinese and Western managers are doing

business.

5.3.1 Compatibility of Western and traditional Chinese values

In the interview, both countries' managers have stated that they do feel that Western and
traditional Chinese values are generally compatible, while some PRC managers have even stated
their belief that Western values have originated from traditional Chinese values. This is especially
the case with PRC managers, where the lack of Western interaction has resulted in the dominance
of traditional Chinese values, and combined with their deeply-rooted influence in that aspect has
caused PRC managers to think that Western values originated from the East. This could indicate
that the rest of the PRC managers were viewing Western managers through their own eyes,
possibly making ‘Western’ values seem more Chinese than they really are. Given that PRC
managers have had less contact with the West compared with their Singaporean counterparts, the
views of the latter might be regarded as better informed.This reflects the fact that they could not
have fully comprehended the differences between both sets of values, or otherwise it could really
mean that previous research (Adler 2002; Chen 2001; Goosaert 2003; Ehsan 2009; Chang &
Rosenzweig 2001;lsrael et al. 2001; Lund 2005; Navaretti & Castellani 2004) depicting the
conflicts between both sets of values might not have been accurate.

If it is indeed true that potential conflicts do occur, it is important for both Chinese and
Western managers to understand what those differences or conflicts might be. The presence of
PRC and Western values in today's market cannot be denied, with PRC undergoing ‘more’
liberation one would expect PRC to have a bigger role to play in the market. The conflicts do not
occur at this stage given that PRC managers still have limited exposure to the West and it is
possible that potential conflicts might occur at a later stage. This could be significant when the
days come when PRC managers start to conduct business activities more extensively overseas
(outside of PRC) or when more Western managers begin to realise the importance of PRC market
and begin conducting business there. The ability for both parties to learn and adopt each other's

values is a key concern here.

5.3.2 Differences between both set of Values
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Buying gifts in accordance with traditional Chinese practices (Chinese value is that gift
buying is a form of nice gesture) would often be considered as normal or at worst a minor
unethical behaviour by general Chinese managers and including participants of this interview.
This is highly undesirable in terms of the Western mindset. This is one of the simplest differences
between both sets of values and yet could potentially lead to conflicts if either side's managers
fail to appreciate each other's culture.

According to some authors (Lakomski 1999; McGregor and Merriam 1995), Western values
could be said to value empowerment while traditional Chinese values look favourably upon
hierarchical status. Obviously the two sets of values are in stark contrast with each other and
therefore there is the potential for conflict to occur if the differences are not managed
appropriately. A Western-value-influenced employee could be disheartened (or have job
dissatisfaction) if he/ she were to be under a traditional Chinese-influenced manager, as he/she
could only ‘follow’ orders and not be entitled to make judgements/ decisions on their own
initiative. The same could be said for a traditional Chinese- influenced employee working under a
Western-influenced manager: the employee would be afraid to take charge/ responsibility when
the manager empowers him/ her given that in Chinese culture the employee would only have to
follow the manager’s instructions. In another scenario, a traditional Chinese employee working
under a young Western-influenced manager, where the Chinese employee believes that he or she
is more knowledgeable than his young superior (highly possible given that western firms today
are buying up Chinese firms in bid to compete in the PRC market). All three of these scenarios
could potentially lead to the loss of a good employee.

In PRC and many Chinese communities, the main priority is often being able to get business
done whether it is through ethical or unethical means. The opposite can be said for Western
managers, for whom ethical concerns come first (Soon 2003; Su & Littefield 2001). In fact, some
of the participants have expressed their concern over the Western focus on doing things ethically.
They said that business in PRC would possibly not be very successful if too much emphasis was

placed on respect for ethical behaviour.

5.3.3 Possible Misconception of Western Values

When managers were asked about what they thought Western values were, they provided a
list of values [the Singaporean cohort suggested “honesty” (Lao Shi), “equality” (Ping Deng),
“empowerment” (Shou Quan), “quality service” (Pin Zhi Fu Wu), “individuality” (Ge Xin) and
“teamwork” (Qun Dui Jing Sheng). Their PRC counterparts mentioned “empathy” (Tong Qing
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Xin), “honesty” (Lao Shi), “equality” (Ping Deng), “respect” (Zun Zhong), “discipline” (Ji Iv) and
“self-motivation” (Zi Wo Ji Li)] which they thought were Western values. However, according to
some authors (Kopnina 2005; Karami et al. 2006; Chesebro & Borisoff 2007), the list of values
provided by the managers does not seemto fit exactly into the framework of Western values. This
suggests that the managers interviewed did not fully understand what Western values were about
and therefore they could potentially have neglected the serious consequences of conflict. This
however provides room for debate and for further research to be carried out, given that current
interview (research) does not tally with what previous research has shown, and therefore further
verification is needed in this instance. It is however more likely that the current participants,
especially the PRC managers that their limited history of exposure with the West, have formed a
poor understanding of Western values. The values described by the interviewed managers as
‘Western’ do not match the literature review documentation (Gao & Kotey 2007; Pheng & Leong
2001), further confirming that there might indeed be incompatibility between the two sets of

values.

5.3.4 Balancing act between traditional Chinese and Western values

A balance should be sought to ensure that conflicts between traditional Chinese and Western
values do not occur because of the way managers carry out their ethical conduct. It has been
mentioned previously that the Chinese in general do not find any ethical issues with giving small
presents or gifts while this is not desirable according to Western managers. Therefore, caution
needs to be exercised here if western managers are to do business in PRC. Western managers
going to PRC might be faced with the problem of not giving gifts and offending people or giving
gifts and feeling uneasiness. The same reservations could be expressed for PRC managers
conducting business with Western managers.

With regard to the ‘fusion’ of traditional Chinese and Western values, managers have thought
that it would be possible. Previous research (Adler 2002; Chen 2001; Goosaert 2003; Ehsan 2009;
Chang & Rosenzweig 2001; Israel et al. 2001; Lund 2005; Navaretti & Castellani 2004) has
shown the conflicts/ potential conflicts but has not indicated the possibility of a ‘fusion’, which in
reality might be feasible. It could be said that most of the work done by previous authors was
only more concerned with identifying the ‘frictions’. However, given the limited knowledge in
this area at this stage, more research could be carried out to determine the validity of this
statement. Finding a balancing point between the two could prospectively bring about massive

economic benefits and reduce the risk of conflicts.
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5.3.5 Summary of Third Section

In conclusion, understanding and applying both traditional Chinese and Western values will
possibly work in the favour of the future generations, given that they will be able to possibly have
the best of the both worlds, understanding both traditional Chinese and Western values, which
will give them a edge over the current generation in terms of being able to do business in PRC
and in the West. In view of the conflicts/ potential conflicts (as from literature review) mentioned
above, it is certainly desirable to have a thorough understanding of both set of values and to
attempt to fuse them.

It is clear that in this instance, purely based on the feedback collected from the participants,
the two set of values are generally compatible. This repudiates the work done by previous
researchers (Adler 2002; Chen 2001; Goosaert 2003; Ehsan 2009; Chang & Rosenzweig 2001;
Israel et al. 2001; Lund 2005; Navaretti & Castellani 2004) who have indicated that potential
conflicts do occur. The hypothesis (potential conflict between traditional Chinese and Western
values) set out previously could therefore be invalid. However, it is recommended that more
research be done with managers that have adequate exposure to the West (e.g. study overseas,

working overseas, living overseas in the west) to re-confirm the validity of this statement.

5.4 Values in Construction Industry
Hypothesis Four
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D) The construction industry, from a global perspective, is characterised by high levels of
unethical conduct, thereby leading, inter alia, to adversarial behaviour, unacceptable safety
levels, and a lack of corporate social responsibility. Given that East Asia has traditionally been
characterised as corruption-prone, it is likely that these unethical practices will be prevalent in the

construction industry, which does not have a particularly good standing in the West in this regard.

5.4.1 Local Construction Industry's Ethical Standard

Most of the Singaporean managers have confirmed that they felt that the local construction
industry in general is in line with the required ethical standard. However, this is an area of major
concern for PRC managers as five PRC managers have no comments on the current market
situation while the rest have given negative feedback on it. With respect to the five PRC
managers who stated that they do not have any comments on the local industry but thought that it
was performing alright, from their statements it infers that they knew that the firms in general
were not too ethical and they probably found it hard to disclose their true opinion in this instance,
as many previous reports (Stone et al. 2002; Ralston et al. 2010; Su and L.itttlefield 2001) have
confirmed.

The construction industry in general has been classified as one of the most problematic
industries worldwide (Stone et al. 2002; Ralston et al. 2010; Su and Litttlefield 2001). A
relatively low level of unethical conduct in the construction industry could possibly indicate that
the other industries (in the same country) had reasonably high ethical standards, given that
construction industry itself in general suffers from a notorious reputation in the field of ethics.

This research therefore could be a good indication that Singapore in general could be
considered to be a country with a relatively low corruption rate and this is in agreement with what
other researchers have found (Hellriegel et al. 2001; Toor & Ofori 2008) while China in general
would probably be considered a country with a higher incidence of unethical behavior conduct,
given that the participants themselves did not comment much on the industry. However, it is of
concern that the picture painted of ethical standards in Singapore might not be such a rosy one, or
even that the PRC construction industry might not necessarily be plagued with so many problems:
it could be a case of misconception.

It is ideal if further research work is carried out by conducting interviews with government
and social bodies (e.g. Youth Society, Chinese Chamber of Commerce, Hokkien Associations and
etc...) to understand the current/ potential problems and their incidence in the construction

industry with respect to Singapore and PRC to obtain a better idea of the prevailing ethical
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standards. In conclusion, it is not necessarily fair to say that it is only PRC construction industry
that is faced with such ethical problems; other countries are likely to be facing similar problems

to PRC but these have gone unremarked.

5.4.2 Problems within Local Construction Industry in PRC and Singapore

It is interesting to note that two PRC participants felt that the local firms were complicit in
corruption with the local government, a practice that one would not be likely to see in developed
countries such as Singapore. No such comments was observed in responses provided by
Singaporean managers, an indication that confirms the findings of previous research (Hellriegel
2001; Toor & Ofori 2008) that developed countries are less likely to see corruption taking place
between local firms and government. This could further indicate that China is still undergoing
‘development’ and will possibly require further changes to adapt to the international market.

It would be useful to note that even in developed countries like Singapore, corruption or
unethical behavior still poses a problem, based on the responses provided by three Singaporean
managers. This possibly indicates that corruption or unethical behavior is bound to occur in any
country. It would not be wise to say that corruption does not occur in any country, it would more
prudent to say that the corruption rate would be lower or less likely to be observed in developed
countries and possibly more prevalent in developing nations.

Additional research work is recommended in countries (especially in developing countries) to
understand the validity of the participants’ comments on local firms' involvement in corruption
with government bodies. It would provide a platform for understanding if the corruption at

government level is more prevalent in developed countries as well.

5.4.3 Responsibility for promotion of Ethical Conduct

Both countries' managers also provided their views on who should be responsible for
promoting ethical conduct. They had similar opinions in this instance, where they thought the
government or government-related bodies should be responsible for it. This suggests that in order
for ethical conduct to ‘prosper’, government and its related agencies would possibly have the
most significant impact and therefore the government should take a more proactive role in
promoting it. In order to prove the validity of this statement, further research could be conducted
in this area to understand the corruption rate of an individual country in relation to the

government policies in place.
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No participants thought that they (their own company) should be even partly responsible for
the promotion of ethical behaviour. This could be an indication that no one was willing to take
charge or bear the responsibility for ethics promotion and that it is human nature to avoid such
things. The promotion of ethics would probably have limited success if ho one was willing to take
charge. Ethics promotion could possibly be more effective if it was carried out at grassroots level.

There is not much previous research covered in this aspect of who should be responsible for
ethics promotion. It might be of interest to conduct research to understand the companies’ view
on whether they (organisation management in particular) should be responsible for ethical
promotion themselves, given that promotion at grassroots level would possibly be most effective.

5.4.4 What’s ethical? What’s not?

A lot of the practices regarded by the West as unethical are often found as mainstream
practices within the Chinese construction firms, especially in PRC. Gift-giving and buying meals
are good examples of the practices that are ‘vigorously’ practised by Chinese managers and these
could be noted in responses given by both PRC and Singaporean managers. Most of these
practices to them are normal or at worst slightly unethical. If Western managers do not appreciate
these values and do not learn to conduct business in the ‘supposed’ way in PRC they will likely
face failure. Conversely it could be said of traditional Chinese managers as they attempt to buy
meals/ gifts for Western managers, that Western managers could possibly feel insulted or
disgruntled by these actions. The term ‘common practices’ is possibly construed differently by
traditional Chinese and Western managers.

It is similar in the case of contacts, where both traditional Chinese and Western managers
would identify contacts as important; it is however important to note that there is a difference
between the interpretation to the value of contacts (between traditional Chinese and western
managers). The value of contacts would go further and deeper in a personal context in the case of
traditional Chinese managers in comparison with their Western counterparts; the traditional
Chinese believes that personal relationship is the key to a successful business relationship.

Therefore, it could be often observed that during Chinese businesses tenders, the best offer
does not necessary win the contract; other factors such personal relationship and trust could
possibly play a more critical role than monetary benefits. This may often be deemed to be
irrational in the eyes of the West, as Western managers would prefer to award contracts to the

best offer on the table.
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The context of contacts, in the eyes of the West, should generally remain at the business level
and not carry over into a personal level. When business relationships/ contacts are transferred into
a personal level, the Western managers would possibly consider that to be unethical, while it
would be normal in the context of traditional Chinese values. The Westerner advocates the notion
of rationality and is expected to make business decisions on the basis of purely objective criteria,
such as cost, timeliness and overall quality. On the other hand, a practitioner of traditional
Chinese values would factor in other criteria that might seem subjective or indeed irrational to his
or her Western counterpart. For instance, a client might prefer to award a contract to a firm on the
basis of existing personal relationships, even though the price offered by a competing firm might
be lower. While this bid might be the one accepted by a manager practising Western business
principle, it might imply too much risk for a Chinese manager (as documented in literature

review).

5.4.5 Summary of Fourth Section

Analysis has been done on the values in the construction industry with particular concern for
the ethics area. Most of the participants have thought that the responsibility for the promotion of
ethical conduct should lie in the hands of government or government-related bodies and none of
them were willing to take charge themselves. Previous researches have not revealed much with
regard to this aspect. The perception of what is ethical and what is not is different in the eyes of
traditional Chinese and Western managers. It is important to understand that unethical practices/
behaviour are practised worldwide; it is the degree to which they are tolerated or accepted that
varies.

The hypothesis which was drafted in accordance with the findings of the literature review has
matched with the findings of this research. The concern now is to attempt to look how the ethical
behaviour in the construction industry could be improved and by whom (with focus on grassroots
level). Developing a clearer understanding of the different perceptions between both sets of
values would also be essential for managers who wish to conduct businesses in either PRC or
Western-influenced countries. Finally, conducting ethical conduct is ostensibly regarded as good

conduct and is highly appreciated, but in reality this may not always be the case.

5.5 Major Themes

Having conducted the research and analysis, the following themes were identified:
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1. There is often a lot of generalisation on the part of various authors and this can be noted
in the above analysis section. The best value as determined by one individual may be different
from another person's perception.

2. Potential differences do occur even within traditional Chinese managers of different
background: Singapore and PRC.

3. Dominance of Western values is proven to be true as per previous research and current
interview results.

4. The resilience of traditional Chinese values is expected and will continue (confirms the
validity of the hypothesis), with Guan Xi a deciding value/factor of it.

5. Traditional Chinese and Western values are compatible as per the findings of this
research, refuting the findings of previous work that potential conflicts do exist between both sets
of values. Convergence between both sets of values would probably be ideal.

6. The definition of what is ethical and what is not is unclear, as it is subjective and depends
on individual judgment.

7. Ethical problems are prevalent in the construction industry, especially in the case of
developing countries such as PRC and would be lower in developed like Singapore; this however

does not mean that there are no ethical problems in developed countries.

5.6 Expectation and Results/ Learning
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The results are not exactly what one had expected, given that there were astonishing
responses such as the origins of Western values dating back to traditional Chinese values. It was
equally surprising that participants provided a list of traditional Chinese values that one would
have thought would be associated with the West. It was also interesting to note that a significant
proportion of the PRC counterparts had a degree and higher qualification, something that one
would not have expected. Finally, the managers' belief that there would not be potential conflict
between both sets of values was something astonishing given that most previous authors (as
shown above) have indicated the possibility for potential conflict.

However, it was to some extent expected from the results that one would see the existence of
traditional Chinese values even without conducting the literature review and this research. It was
somehow expected that core values, mission and vision statements were not found to be part of
the organisation. Last but not the least, the poor track record of the construction industry was
something expected, especially in the case of PRC which is a developing country and many of the
laws and regulations are still in the refining stage; this being said, this has no relevance to

Western or traditional Chinese values.

5.7 Implications for Future Research
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The below are some of the implications for future research that could be looked at. They are

as follows:

1. Though there is a boundary as to how expensive gifts/ treats can be in accordance with
different countries' regulations, it is often not followed in line with the required law. This could
be an area in which businesses, in particular the construction industry, are lacking control;
research work done by several authors (Tomiura 2007; Toor & Ofori 2008) has indicated that this
possibly amounts to bribery. Future research in understanding the fine line between bribery and
generosity, and the various methods to improve the situation, could be done.

2. The documentation of previous research (Bowen et al. 2007; Luo 1997; Weick 2007) has
tallied with this research result, confirming the dominance of Western values; however there are
still those (Lee 1996; Overmeyer 2003; Peng & Tan 1998) who put forward the view that
traditional Chinese values prevail over Western values. It would therefore be interesting to
conduct possible research in this area to affirm the dominance of Western values.

3. The validity of Western values for application within PRC comes into the picture here
and this suggests that further research ought to be conducted to attempt to see if Western values

are indeed ‘universal standard’ business values applicable and adaptable for all countries.

4. This is possibly an ideal situation and therefore it raises the question of whether the
absolute pursuit of Western values would be necessary or whether a ‘fusion’ of both sets of
values would be preferable. Further studies should be conducted on countries where both sets of
values are widespread, and the results would be invaluable for understanding whether pursuing

Western values alone would be advisable.

5. It is suggested that it is an ideal reflection of the more developed nature of Singaporean
society and probably its extensive exposure to western values/ education in comparison with
PRC's recent short-term exposure to Western values/ culture. The validity of this could be
confirmed by conducting further research with a particular focus on how PRC managers conduct

business - understanding the whole business procedure from start to finish.
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6. The findings have further revealed that PRC managers are uncomfortable with the influx
of the Western values and thus would mean that foreign managers aiming to do business in PRC
should be wary of ‘traditional Chinese values’ involved and be sensitive to them. There is

potential room for conflict and an area for research.

7. It would be instructive if further research work could be carried out by conducting
interviews with government and social bodies to understand the current/ potential problems and
their incidence in the construction industry with respect to Singapore and PRC, to obtain a better
idea of the prevailing ethical standards. Having said the above, it is not necessarily fair to say that
it is only PRC construction industry that is faced with such ethical problems; other countries are
likely to be facing similar problems to PRC but these have gone unremarked.

8. The hypothesis drafted in accordance with findings from literature review has matched
with the findings of this research. The concern now is to attempt to look at how the ethical
behaviour in the construction industry could be improved and by whom (with focus on grassroots
level). Developing a clearer understanding of the different perception between both sets of values
would also be invaluable for managers who wish to conduct businesses in either PRC or Western-

influenced countries.

9. ltisclear from the above analysis that traditional Chinese values are different even
among PRC and Singaporean Chinese managers. This is in contrast with the research work done
by most other authors (Bian & Ang 1997; Pearson & Entrekin 1998) who have considered PRC
and Singapore to be having similar values. It should serve as a warning for other authors in future

not to make such facile generalisations .
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5.8 Conclusion for Chapter Five Analysis

Chapter five has built on the findings of the previous chapter and provided more valuable
insight into what those data might have possibly indicated. Similarly to chapter four, participants
were not identified by name but rather by code in order to protect their confidentiality. Major
themes and expectations/ result learning were derived along with the four hypotheses which have
been commented on. Chapter Five which is the next episode would be the concluding chapter of

this research.
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6. Closure

This is the final chapter of the thesis. This chapter shall cover four main sections: Summary
of previous chapters, conclusion on hypotheses, implications for theories, policy and practices

before ending with the closure.

6.1 Summary of Previous Chapters

It is important that to understand what has been covered in each of the chapters and therefore
a summary has been given of each of the following chapters to give readers an overview of what

has been covered earlier on.

6.1.1 Chapter One Introduction

Chapter one started by explaining the importance of this research and giving a brief on what it
is looking at. The issues in today business world is being discussed in the same chapter with great
care to ensure that the discussion is relevant and related to the countries under scrutiny: PRC and
Singapore. Traditional Chinese and Western values are also looked into broadly, giving readers of
an overview of what these values mean. The relation between ethics and values is also briefly
discussed in this chapter, as the two have often been closely linked. The ethics standards of an
individual are mainly influenced by the values that the individual holds. After the discussion of
the relation between ethics and values, the ethical issues in today’s business world were looked at
to develop an understanding of what is going on today. The objectives of the study along with the
hypotheses were considered. This led to a deeper understanding of the importance and limitations

of the research, which is vital to ensure that the research is conducted successfully and smoothly.

6.1.2 Chapter Two Literature Review

Chapter Two focused on gathering information with respect to traditional Chinese and
Western values in the construction industry within PRC and Singapore. It sets a clear pathway for
formulating the hypotheses and the research methodology.

The first section of the chapter looked at the existence of traditional Chinese values, with the
discussion of what traditional Chinese values are all about coming first. The political
development of the PRC and its influence on traditional Chinese values were then looked at to
understand the impact of the political influence. Next Guan Xi was discussed thoroughly with the
definitions and various authors’ comments given. Given that there would certainly be differences

even between Singapore Chinese managers and PRC Chinese managers, the differences and
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similarities in values were looked at to prevent improper generalisation. Finally, in order to
understand the existence of traditional Chinese values, it was considered important to look at the
current Chinese practices in the market.

In the next section, the dominance of the Western values was looked at. Before that could be
done it was essential that the definition of Western values be correctly understood. This led to a
discussion of the current Western value practices that can be found in Chinese managers, along
with importance of the Western values being discussed. Although the dominance of Western
values cannot be in doubt, this section also looked at why traditional Chinese values should
continue to exist, with the conclusion summing up this section.

Traditional Chinese values VS Western values were the focus of chapter two. Having
previously looked at the differences between the traditional Chinese values of PRC and Singapore
managers, this section now looked at comparing and comparing the differences and
commonalities of both set of values. A table has been drawn up for simple reading and
understanding before the conclusion of this section.

Chapter two further looked at the values in the construction industry with the primary focus
on the current value issues with particular relation to the construction industry. Next the reason
why these values exist was discussed along with the development of the right code of ethics for
the industry. It is essential for the code of ethics to be discussed/ understood as mentioned in the
literature review; otherwise the industry would continue to have a poor reputation in the market.
At the end recommendations were made as to how the industry could be improved.

Chinese construction firms in the age of globalisation were the spotlight of this section. The
contribution of Chinese construction firms have first been discussed to understand the impact that
the firms have on the global scale. Obviously, as mentioned in the review, there are many issues
that one would have to note, and these have been pointed out in the section.

Next with the conclusion of the five sections comes the documentation of all the relevant and
important information. Four hypotheses have been developed with the gaps in the literature
review being identified. The gaps in literature review have identified what is sufficient and what
is insufficient in the works of previous authors. With that a conclusion has been given

summarizing Chapter Two.
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6.1.3 Chapter Three Research Methodology

This chapter sets out by identifying what qualitative and quantitative research methods are. A
list of the various definitions by various authors is given along with the various technigues that
could be employed within each methodology. Case studies, focus groups, grounded theory
research, phenomenology, ethnography and historical methods have been included as part of
qualitative research while the quantitative research have looked at descriptive methods (including
Co-relational and Cause comparative), experimental, longitudinal and surveys in general. The
methodology chosen was the interpretive paradigm with the usage of interview techniques, with
logical reasons why this technique was employed given in the same chapter. No software was
deemed necessary for the technique employed and this was discussed earlier in the chapter.
Finally, the choice of Singapore and PRC as cases was explained.

6.1.4 Chapter Four Findings

This is one of the most extensive chapters in the research, along with Chapter Five- analysis.
This chapter provides the direct documentation and citation of the various interview questions
and answers. The first section of this chapter looks at understanding the background of the
participants and their companies. The company ownership structure, participants' educational
background (whether overseas or local), employment history and company’s project
specialisation have all been considered here.

Next, some light was shed on the traditional values that would be deemed to be important to
the PRC and Singaporean managers. They were also asked to comment on the origins of these
values and this was documented in this section. The extent to which these values have influenced
their business was then looked at before moving on to the firms' lists of core values, mission and
vision statements, which it was noted that most of the PRC and Singaporean SMEs did not have.

The answers given in response to the questions on Western values were then discussed, and
most managers have acknowledged that western values are indeed dominant, while some have
maintained that traditional Chinese values continue to be found. They have also acknowledged
the various changes among the local business managers in the field of construction, while
commenting on the changes, with PRC managers claiming that they are not happy about them and
Singaporeans not having much of an issue with that. Next, the similarities and differences
between values of the management and the staff were noted, with managers generally claiming

that there were not many differences between their own values and those of their staff.
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Four hypotheses have been identified as set out in Chapter Two. Chapter Four presents
readers with an extensive explanation of the key findings and analysis of the interview. Finally, in
this chapter contributions to knowledge are identified along the recommendations for future
research.

Value conflict between traditional Chinese and Western values is looked at next. The
respondents first provided their thoughts on what sort of values Western managers would
advocate and these were duly recorded. Discussion was then made on Western values with regard
to management with culture being examined as well. Most of the Singaporean managers thought
that Western values in general would blend well with their values while most of the managers
thought that Western values originated from traditional Chinese values - an extraordinary answer
that one would not have expected.

The last section of this chapter looked at the local construction industry and its ethics. The
participants first shared their thoughts on the importance of contacts and it was documented that
most of them thought contacts were important for getting information, tips and advice,
collaboration, cheaper resources and working things out. Of the contacts discussed, the most
commonly mentioned include government officials, market players, industry regulators,
subcontractors, customers. Local firms' compliance with ethical conducts was discussed next,
with most Singaporean managers explaining that most local firms are in compliance while most
PRC managers had no comments or negative comments about this issue. Next, the core ethical
issues were determined in relation to the previous question; again Singaporean managers thought
there was not much of an issue while the PRC managers had poor comments on the industry, with
Guan Xi identified as the main issue. The careers of the participants were also reviewed when
they were asked to discuss the ethical issues that have challenged them during their careers, with
most Singaporean and PRC managers claiming that there was no major ethical issue crossing
their career path. Finally, the responsibility for improving the local construction industry was
discussed, with most of the responses reflecting the view that government, industry guidelines,
individual companies and training and the industry in general should be responsible for the

improvement of ethical standards.
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6.1.5 Chapter Five Analysis

This is the one of the most important chapters of the research with the essence of the research
being captured for analysis. Each of the sections of this chapter is broken into the four hypotheses
which were derived earlier on for easy discussion.

The first section looks at the existence of traditional Chinese values. It is clear from the
analysis that there are similarities and differences among PRC and Singaporean managers. The
existence of traditional Chinese values would possibly continue in the future. The importance of
Guan Xi has also been confirmed in this section along with the origin of values being discussed.
It is discovered that culture is something more identified by PRC managers than Singapore
managers, who identified individual factors as influences for their values. The values and how
they impact on the managers’ decisions have also been looked at with the conclusion that Chinese
managers are possibly irrational managers. The value of contacts and the concept of gift-giving
were also considered, with the scope of future research being discussed. From the analysis, the
bottom line on what is ethical and what is not are found to be subjective, varying according to
individual, country and culture. Finally, a summary of the analysis done in the section has been
given.

The dominance of Western values is confirmed in the second section and a number of
examples will be put forward support the case. The resilience of traditional Chinese values is
questioned in the analysis where authors’ works have proven to be insufficient or not credible,
and therefore further research in this area was recommended. After this the issue of whether
Western values would be a better choice was elucidated, with the conclusion that a fusion of both
set of values would be preferable. The origins and rate of adoption of Western values were next to
be discussed in this section, and the key conclusion reached in the analysis was that t adequate
work had not been done in relation to the rate of adoption in the PRC, Singapore and many other
countries. Further research work was therefore recommended. A summary was then provided to
understand what was covered in the section.

The comparison between Western and traditional Chinese values was the next topic. It was
concluded in this section that the hypothesis on the incompatibility of Western and traditional
Chinese values seems to be in conflict with the interview results. As mentioned, it could be
suggested that the interviewed managers had a poor understanding of the situation or that the
previous research work was not that accurate. The many differences and misconceptions between
both sets of values were also identified. The answers provided by the interviewed managers on

what Western values are do not match the literature review documentation, further confirming
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that there might be indeed incompatibility between both sets of values. Finally, there was a
discussion as to how to achieve a possible balancing act between Western and traditional Chinese
values, with reference to previous authors’ work.

Hypothesis Four was discussed in this section, and was proven to be valid hypothesis in
accordance with the \ interview results and literature reviews collected. Given that that there are
indeed many ethical problems within the local construction industry (in both PRC and
Singapore), this section was also dedicated to discussing the problems, and identified a need for
future research to be conducted in this area. Responsibility for promotion of ethical conduct is
seen to be denied at local company level by the managers, who thought that it should be lie with
the industry bodies or governments. Discussion was then attempted in the grey-zone area of what
is ethical and what is not, understanding that the perception of ethical or not ethical is very
subjective. Finally, a conclusion was given to finalise the section. Major themes were next
identified along with the expectations and results, before moving on to implications for future

research.

6.2 Conclusion on Hypotheses

Hypothesis One

E) Ethnic Chinese in Singapore and China are still characterised by adherence to traditional
Chinese value systems to some extent. Therefore it is consistent to expect to see these traits in
Singaporean and Chinese managers.

It is clear that traditional Chinese values are still much in existence given the practices in
place, especially when the practices of having contacts and giving gifts are still strongly in
evidence. The research has revealed interesting facts that teachers are a factor of influence on an
individual's values and these values do influence business decisions to a certain extent.
Similarities and differences do occur among Chinese managers of different backgrounds
(countries).

According to the literature review and common understanding, traditional Chinese values are
indeed more prevalent in PRC than in Singapore. However, it is clear that the hypothesis that has
been set out earlier is proven to be valid and applicable in today's Chinese business world. The
value of contacts and ethical conduct in the construction industry were identified as areas for

potential research.
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Hypothesis Two

F) Western values are increasing becoming the ‘standard’ business values throughout the
world as a result of globalisation. Therefore, there is likely to be pressure on Chinese managers to
understand, work with or even adopt Western management values in their own business conduct.

There is no doubt that Western values are in the ascendent throughout the world today. The
hypothesis that has been set out in accordance with previous research work done has been once
again proven to be valid according to the responses from this research. More research however
should carried out in PRC regarding the rate of adoption of Western values to understand its
impact on PRC and whether traditional Chinese values would have a ‘position’ worldwide in the
future given that traditional Chinese values are still predominant in Chinese ethnic groups and
the fact Chinese are still migrating overseas.

Hypothesis Three
G) Western values, in general, are in conflict with traditional Chinese value systems, thereby
leading to the potential for dysfunction to occur when Chinese and Western managers are
doing business.

The idea of Chinese and Western managers doing business may work in the favor of future
generations, given that they may be able to have the best of both worlds, understanding both
traditional Chinese and Western values, giving them an edge over the current generation in being
able to do business in PRC and in the West. In view of the conflicts/ potential conflicts (as from
literature review) mentioned, it is certainly best to have a thorough understanding of both set of
values and to attempt to fuse them.

It is clear in this instance, purely based on the feedback collected from the participants, that
the two set of values are generally compatible. This rejects the previous work done by a number
of authors (Adler 2002; Chen 2001; Goosaert 2003; Ehsan 2009; Chang & Rosenzweig
2001;lsrael et al. 2001; Lund 2005; Navaretti & Castellani 2004) who have indicated that
potential conflicts do occur. However, it is recommended that more research be done with
managers that have adequate exposure to the West (e.g. study overseas, working overseas, living

overseas in the west) to re-confirm the validity of this statement.

Hypothesis Four
H) The construction industry, from a global perspective, is characterised by high levels of

unethical conduct, thereby leading, inter alia, to adversarial behaviour, unacceptable
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safety levels, and a lack of corporate social responsibility. Given that East Asia has been

traditionally characterised as corruption-prone, it is likely that these unethical practices

will be prevalent in the construction industry, which does not have a particularly good
standing in the West in this regard.

Analysis has been done on the values in the construction industry with particular concern
for the ethics area. Most of the participants have thought that the responsibility of the
promotion of ethical conduct should lie with government or government-related bodies and
none of them were willing to take charge themselves. Previous research has not revealed
much with regard to this aspect. The perception of what is ethical and what is not is different
in the eyes of traditional Chinese and Western managers. It is important to understand that
unethical practices/ behavior are found worldwide; what variesis the degree to which they are
tolerated or accepted.

Having said the above, the hypothesis which was drafted in accordance with the findings of
the literature review has matched the findings of this research. The concern now is to attempt to
look how the ethical behaviour in the construction industry could be improved and by whom
(with focus on grassroots level). Developing a clearer understanding of the different perceptions
found in the two sets of values would also be invaluable for managers who wish to conduct
businesses in either PRC or Western-influenced countries. Finally, conducting ethical conduct is
ostensibly regarded as desirable and to be appreciated, but in reality this may not always be the

case.

6.3 Implications for Theories, Policy and Practices

This study has made several contributions to the body of knowledge in the field of traditional
Chinese and Western values, with particular focus on the PRC and Singaporean construction
industries. The scope of the research is unique in its own sense as the research looks at the
existence of traditional Chinese values, the dominance of Western values and whether the two
sets of values might be compatible.

While the existence of the traditional Chinese values has been clearly documented in the
literature review, it is unclear to what degree these traditional Chinese values have influenced
managers and to what role Guan Xi plays in that. The previous research done has also not

revealed much about whether traditional Chinese managers advocate themes such as mission and
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vision statement. By conducting this research, the above questions have been addressed, allowing
more scope for future research in this area.

Next to be discussed was the dominance of Western values, where many previous authors
(Fossey., et al. 2002; Luo 1997; Kwan & Ofori 2001) have confirmed the authority that Western
values have stamped over the market today. It is however unclear to what extent these values or
changes are taking place as most authors (Child and Rodrigues 2005; Wei & Liu 2005; Driffield
& Pall 2008; Lowenthal & Leech 2009) have mainly confined themselves to suggesting the
dominance of Western values and looking at traditional Chinese values, but have not looked at
the rate at which Western values are ‘encroaching’ on PRC, Singapore and other countries. This
research therefore addresses the above by attempting to understand how strongly Western values
have come into Singapore and PRC, while providing a platform for later research.

There are indeed many potential possible conflicts between traditional Chinese and Western
values according to some authors (Adler 2002; Chen 2001; Goosaert 2003; Ehsan 2009; Chang &
Rosenzweig 2001;Israel et al. 2001; Lund 2005; Navaretti & Castellani 2004). This research has
challenged the validity of the statements made by those previous authors, given the responses
collected in the research; the participants in this instance may also however have a poor
understanding of the value system. It would therefore be beneficial that further research be
carried out to dispel these doubts and ensure that th contribution to knowledge made by this thesis
is correct.

Previous research has also not identified what authors thought traditional Chinese values
might be exactly, given that most of the previous research was mainly focused on elaborating the
sources of traditional Chinese values, which were derived from Buddhism, Taoism and
Confucianism. This research has addressed the above issue by gathering information on the
various traditional Chinese values.

A considerable body of research work (Adler 2002; Chen 2001; Goosaert 2003; Levy 2007;
Ehsan 2009; Chang & Rosenzweig 2001; Israel et al. 2001; Lund 2005; Navaretti & Castellani
2004, Eichegreen 2006; Daniere et al. 2002) has shown the conflicts/ potential conflicts but has
not indicated the possibility of a ‘fusion’, which in reality might be feasible. Therefore this
research has put a similar question to the interviewees in the hope of understanding such a fusion,
which they thought would be possible. It is desirable that further research in this area be
conducted, as the participants might have a potential misunderstanding of the values.

There still authors (Mays & Pope 1995; Groenewald 2004; Elizur et al. 1991) who debate

whether the traditional Chinese values would be better than Western values; they are however
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deemed not credible or relevant enough for confirmation. This research has determined that the
statement that Chinese values would be ideal might possibly be true, but the question is to what
extent. Therefore, it is recommended to use this research as a basis on which to conduct further
investigations to identify whether traditional Chinese or Western values might be better or
whether a ‘fusion’ of both might be the best option.

This research has found possible links between the usage of Western values and the ethical
standards within a community, as for a long time Western values have strongly promoted the
value of ethics. The above statement may be supported by the case of Singapore having a lower
corruption rate and a longer history of exposure to Western values, while PRC has a higher
corruption rate and a shorter history of exposure to Western values. This is something which has
not been previously compared by other authors.

An understanding of who is responsible for ethical promotion has also been established in this
research, along with the understanding that ethical standards draw a fine line between what is
ethical and what is not. Some practices that would be deemed as unethical in the eyes of Western
business may be logical and normal in the Chinese business context. Understanding this is a
priority, as one might end up offending individuals with inappropriate actions in inappropriate
situations. This is another significance of this research.

Most of the authors (Bian & Ang 1997; Pearson & Entrekin 1998) have stated that PRC and
Singaporean managers have similar values. However it is clear from the analysis above that
traditional Chinese values are different even among PRC and Singaporean Chinese managers.
This is in contrast with the research work done by most other authors, who have described PRC
and Singapore as having similar values. This would have created awareness for other authors in
future not to make such sweeping generalisations, making this one of the significant contribution
of the research. This could also lead to research in other countries that are influenced strongly by
Traditional Chinese values such as Vietnam, Myanmar, Indonesia, Thailand and even modern

Laos.

6.4 Closure

Chapter Six has commenced with a summary of each of the previous chapter covered.

Contributions along with key findings were then presented.
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Southern Cross University

Understanding the influence of traditional Chinese Values on the ethical behaviour of managers
in construction organisations in China and Singapore

INTERVIEW SCHEDULE

DATE: Interviewee:

Organisation:

INTRODUCTION

This project aims at understanding the influence of Traditional Chinese Values in ethical behavior
of managers in construction organisations in China and Singapore.

This project is for the partial fulfilment of the degree of Doctor of Business Administration at
Southern Cross University. The researcher is from Southern Cross University.

I would be interviewing people from the China & Singapore Construction Industry, they would
be generally management level personnel in order to obtain a more complete view.

Bases on what you and others say, this project will help to provide more understanding about the
way and which Western Business Values & ethics have impacted on Traditional Chinese ways of
doing business.

Each interview is confidential. Only members of the research team will have access to your
interview transcript, the transcript will be kept secure, and you will not be personally identified in
any project publications.

We are not particularly looking for particular responses, so please answer in any way that you
want to. We are asking everyone the same questions but we realise that you may not be in a
position to answer every question.

Also, please bear with me if | ask a question that you have already answered in a previous
response. It is important that | do not omit any of the set questions.

Do you have any questions before we proceed?

You have our contact details in the Participant Information Sheet so you can get in touch later if
you want to.
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Interview Schedule

Background

1. Could you please provide some detail about the ownership structure of your firm?

2. What is your role in the firm and how long you have held this position?

3. Could you please provide some basic information about your education?

e.g., local, in other countries, etc.

4. Could you please provide some basic detail about your previous employment history?

i.e., local, in other countries, etc.

5. What sort of construction projects does your company specialise in?

What sort of stakeholders do you deal with?
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Traditional Chinese Values
6. What values would you say are personally important to you?

Which of these values would you say is the most important?

7. Where do feel these values come from?

i.e., culture, parents, teachers, business mentors, etc.

8. To what extent do these values influence your business decisions or dealings?

Can you please give an example of your values in action?

9. Does your firm have a list of core values?
What are these values and how are they articulated?
Does your company have a mission or vision statement?

If you don’t have such a list, can you see any value in having one?
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Western Values

10. Do you feel that your personal values are still as prevalent in your local business context as
they used to be?

Could you please elaborate on your response?

11. In what way do you think the business values of managers in your area have changed over
the years?

Are you happy with this state of affairs, or is this a cause for concern? Why?

12. Do you see any differences between your values and those of your management staff?

If yes, what are the differences? And why do you think this is the case?

13. To what extent do you feel that Western values pertaining to business are prevalent in your
local context?

Is this situation a matter of concern for you?
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Value Conflict

14. From your knowledge and experience, what sorts of values are generally practised by
Western managers?

Which of these values would you say is the most important to Western managers?

15. What do you think about Western values as they pertain to management?

Are they culture specific to some extent?

16. To what extent are Western values compatible with you and your business practices?

Can you provide an example of why, or provide an example where Western values might
not be compatible with your own business practices?

Local Construction Industry and Ethics

17. To what extent do you feel that having contacts within the local construction industry is
important to success?

What other sort of contacts might be important?
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18. Do you feel that local construction firms cohere with what you regard as ethical conduct?

Why do you think this is the case?

19. What do you feel are the core ethical issues confronting the local business environment?

Why do you think this is the case?

20. Have you at any time in your construction career been confronted with an ethical conflict?

If so, please provide more detail.

21. How do you think ethical conduct in the local industry could be improved, and, if so, who
should be responsible?

e.g., training, workshops, industry guidelines, standards.

22. That’s the end of the set questions. Is there anything you'd like to add?

Thank you very much for your participation in this interview. Your responses will be treated with
the utmost confidentiality.
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HUMAN RESEARCH ETHICS COMMITTEE (HREC)

NOTIFICATION

To: Professor Surge Mukhi / Andrew Tan
Graduate College of Management
smukhi@scbit.edu.au , solidfinisher@yahoo.com.sg

From: Secretary, Human Research Ethics Committee

Division of Research, R. Block

Date: 25 May 2010

Project: Understanding the influence of traditional Chinese Values on the ethical behaviour of managers in
construction organisations in China and Singapore.

Approval Number

The Southern Cross University Human Research Ethics Committee has established, in accordance with the National
Statement on Ethical Conduct in Human Research — Section 5/Processes of Research Governance and Ethical
Review, a procedure for expedited review by a delegated authority.

Your ethics application was considered by the HRESC, Tweed/Gold Coast at the meeting on 12 May. Responses to the
HRECSC queries have been received and the application is now approved.

The approval is subject to the usual standard conditions of approval.

Standard Conditions in accordance with the National Statement on Ethical Conduct in Human Research (National
Statement) (NS).

1. Monitoring

NS 5.5.1-5.5.10
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Responsibility for ensuring that research is reliably monitored lies with the institution under which the research
is conducted. Mechanisms for monitoring can include:

(a) reports from researchers;

(b) reports from independent agencies (such as a data and safety monitoring board);
(c) review of adverse event reports;

(d) random inspections of research sites, data, or consent documentation; and

(e) interviews with research participants or other forms of feedback from them.

The following should be noted:

All ethics approvals are valid for 12 months unless specified otherwise. If research is continuing after
12 months, then the ethics approval MUST be renewed. Complete the Annual Report/Renewal form and send to the
Secretary of the HREC.

NS 5.5.5
Generally, the researcher/s provide a report every 12 months on the progress to date or outcome in the case of
completed research specifically including:
[ ]

he maintenance and security of the records.
ompliance with the approved proposal
ompliance with any conditions of approval.

ny changes of protocol to the research.

Note: Compliance to the reporting is mandatory to the approval of this research.

(¢ Specifically, that the researchers report immediately and notify the HREC, in writing, for approval of
any change in protocol. NS 5.5.3

(d) That a report is sent to HREC when the project has been completed.

(e) That the researchers report immediately any circumstance that might affect ethical acceptance of the
research protocol. NS 5.5.3

(f) That the researchers report immediately any serious adverse events/effects on participants. NS 5.5.3
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2. Research conducted overseas
NS 4.8.1-4.8.21
That, if research is conducted in a country other than Australia, all research protocols for that country are
followed ethically and with appropriate cultural sensitivity.

3. Complaints
NS 5.6.1-5.6.7
Institutions may receive complaints about researchers or the conduct of research, or about the conduct of a
Human Research Ethics Committee (HREC) or other review body.

Complaints may be made by participants, researchers, staff of institutions, or others. All complaints should be
handled promptly and sensitively.

Complaints about the ethical conduct of this research should be addressed in writing to the following:

Ethics Complaints Officer
HREC

Southern Cross University
PO Box 157

Lismore, NSW, 2480
Email: ethics.lismore@scu.edu.au

All complaints are investigated fully and according to due process under the National Statement on Ethical
Conduct in Human Research and this University. Any complaint you make will be treated in confidence and you
will be informed of the outcome.

All participants in research conducted by Southern Cross University should be advised of the above procedure
and be given a copy of the contact details for the Complaints Officer. They should also be aware of the ethics
approval number issued by the Human Research Ethics Committee.

Jacqueline Hudson Associate Professor Peter Miller
Acting, HREC Administration Acting Chair, HRESC
Ph: (02) 6626 9139 Ph: 07 5506 9311
E. ethics.lismore@scu.edu.au E. peter.miller@scu.edu.au

E. sue.kelly@scu.edu.au
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