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Abstract 

 

Setting up and operating a company outside one's native country is a particular 

challenge, as it requires a focus on cross-cultural issues in addition to a range of 

economic, political, and legal considerations. Such cross-cultural work environments 

pose a particular challenge for the organizations, especially in terms of job 

satisfaction, commitment and employee retention and motivation. Based on an in-

depth case study, this study aims to investigate cross-cultural interactions between 

Thai and Chinese people, who work in Thailand in Thai-registered companies 

founded and managed by Chinese people; in particular it investigates how cultural 

differences in working practices affect job satisfaction and commitment. It found that 

in the context of such cross-cultural organizations, cultural differences may not 

directly affect job satisfaction and commitment, but may aggravate existing 

organizational problems if cultural differences are not resolved. This study not only 

offers detailed empirical illustrations of cross-cultural differences across working 

practices in Asia that have been broadly conceptualized in the wider cross-cultural 

literature, but also points to practical suggestion of dealing with differences in day-to-

day work settings. 

 

Key Word: Cross-Culture, Chinese Working Culture, Thailand Working Culture, Job 

Satisfaction and Commitment. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1 Background of the Research and Problem Statement  

 

With an increase of globalization over the last decades, many enterprises have turned 

their attention to overseas market and set up companies outside their own countries 

(Yajun Xie, 2013). Establishing company in another country requires not only 

economic, political, and, legal considerations, but also needs a focus on organizational 

issues such as potential culture conflict problem between employees and managing 

their diverse cultural backgrounds. International companies tend to encounter 

different culture and management practices, which may cause conflict of different 

ideology and behaviour. People‘s perspectives and behaviour is influenced by deep 

rooted culture (Schein 2010) and cannot easily change, especially if there lack of 

effective communication, and cultural awareness (LiLiFang, 2011). 

 

Generally, culture will influence people‘s ways of thinking and behavior during their 

life and is a part of human life. Organizational culture, in particular, is the way things 

are done in an organization (Deal and Kennedy, 2000). It can be defined as the 

common practices, attitudes, behaviors, belief, and values that prevail between 

individuals in an organization and gives a sense of continuity (Schein, 2010). Ambos 

and Schlegelmilch (2008) argue that different types of organization are supported by 

their corresponding cultures and their performance will be affected by such cultural 

differences that have an impact on workplace practices. Judge et al. (2001) noted that 

job satisfaction is one of the most important predictors of organizational outcomes, 
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which includes job performance. Similarly, Spector (1997) summarized that job 

satisfaction is a core organizational issues, affecting organizational commitment, 

absence, turnover, motivation and organizational culture.  

 

Bellin and Pham (2007) argue that a positive work culture has a direct relationship 

upon the success of the organization. On the one hand, a diversity of cultures presents 

a challenge to the multinational organizations; on the other hand, it can also present 

new opportunities. If organizations can achieve some form of cultural integration of 

the diverse elements within their own corporate culture, they may have a more 

competitive advantage in the global market. It may promote the development of the 

company and allow for a greater level of job satisfaction and workplace commitment. 

Habib et al. (2014) argue that employee‘s commitments and intentions will be 

affected by organization culture having an effect upon enthusiasm and motivation of 

the workforce. 

 

While research on the link between job satisfaction and organizational culture is 

relatively well established, less is known about job satisfaction and cross-cultural 

organizations or interactions. This is further complicated by the fact that majority of 

existing research on cross-cultural interactions in management and organization 

studies tends to involve a North American or Western European perspective that 

focuses on the stark differences between the ―East and West‖ or more precisely the 

global North and the global South (e.g. Luthans, 1993; Wasti, 1998; Oyserman et al., 

2002; Liu and Borg, Spector, 2004; Ybema and Byun, 2009; Jackson, 2001; Smith, 

Peterson, and Wang, 1996; Dorfman and Howell, 1988; Robert et al., 2000; Palich, 

Hom and Griffeth, 1995; Hui and Yee, 1999 et al.). 
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This thesis aims to address this by investigating cross-cultural differences in attitudes, 

beliefs and working practices and how they may affect job satisfaction and 

commitment in two Chinese companies registered in Thailand. 

 

1.2 Significance of the Study 

 

From 1987 to 2012, Chinese enterprises investment in Thailand totally 347 projects 

and covered all areas of business, valued 102.434 billion baht. In just five years, 

China's total investment in Thailand grew from 0.78% in 2007 to 5.29% in 2012 

(Mengying Li, 2014). Sompop (2009) showed that from 2000 to 2008, China 

investment in Thailand was nearly 160 projects. As table 1 shows business 

relationships between China and Thailand are rapid developing, with more and more 

international companies being established in Thailand. 

Table. 1 2008-2014 China Investment Projects in Thailand                             Unit: Million 

 2008 2009 2010 2011 2012 2013 2014 

No. of Projects 27 15 28 36 38 30 40 

Total Investment 3,473.8 7,008.7 17,311.5 16,922.1 7,901.1 4,990.8 38,247 

Source: Borad of Investment, Thailand 

 

This study was significant for two main reasons. First, as we know, setting up such a 

business outside one's own cultural sphere, can create many serious challenge to staff 

and the organization. Thus, it is very important to conduct a study to investigate the 

link between cross-cultural workplace interactions and job satisfaction/organizational 

commitment. This study will make keys contributions in two analytical fields: first it 

will show how cultural differences manifest themselves in day-to-day organizational 

practices at work and secondly it will show how these differences affect job 
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satisfaction and organization commitment to some extent and thereby can present a 

managerial concern, especially in terms of human resource management.  

 

Secondly, there is limited research has been conducted to study the cross-cultural 

issues among Eastern countries, and this study will be done on the basis of two case 

studies that investigate two registered Thai company operating in Thailand which 

were founded and are run by Chinese people. The observed and analyzed cultural 

differences that have occurred in these empirical sites due to ongoing cross-cultural 

interactions will be juxtaposed to existing conceptual ideas such as Hofstede (1997), 

Schein (2010) and others and furthermore will provide the basis for the investigation 

of the effect on job satisfaction and workplace commitment. 

 

1.3 Research Objective(s) 

 

1.3.1 To investigate differences of attitudes, beliefs, and organizational practices in 

terms of working culture of Chinese and Thai employees.  

 

1.3.2 To analyze how the above differences affect organizational culture in these Thai 

companies founded and run by Chinese people, especially how it affects employees in 

terms of their job satisfaction and commitment. 

 

1.4 Research Question(s) 

 

The research questions can be summarized as the following： 
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1.4.1 What are the differences of attitudes, beliefs, and practices in terms of working 

culture of Chinese and Thai employees? 

 

1.4.2 How do these differences affect organizational culture in these Thai 

companies founded and run by Chinese people, especially how it affects 

employees in terms of their job satisfaction and commitment? 

 

1.5 Expected Benefits and Research Limitations 

 

This thesis is based on two empirical case studies that investigate the differences of 

attitudes, beliefs, and practices in terms of working culture of Chinese and Thai 

employees and how them affect the job satisfaction and commitment. From the 

research it is useful to provide a set of knowledge, skills for the Human Resource 

Management that how to operate in cross-cultural organizations in Thailand and 

elsewhere in Southeast Asia. This information can help organizations to better 

understand the impact of cultural differences on human resource management, and to 

use it to customize the human resources under cross cultural context, and enable 

individuals can effectively and successfully work in a cross-cultural environment. 

Also, the results of this study will make a significant contribution to the cross-culture 

study and will provide reference points for subsequent cross-cultural research in East 

and Southeast Asia. 

 

There are limitations to this thesis. Due to the limited resources and time only two 

companies located in Bangkok in two specific industrial sectors were investigated. It 

is impossible to generalize across the whole industry sectors in Thailand. Similarly, 
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the group of Thai and Chinese people is primarily confined to urban metropolitan 

Thais and Chinese of Southern Chinese or Taiwanese origins. 

 

1.6 Operational Definitions 

 

Chinese and Thai people: in general, we distinguish between people in terms of 

nationality and for practical purposes by passport/ national ID cards as a proxy 

measure. If a person holds a Chinese passport (i.e. PRC, ROC, HK SAR, Macau 

SAR), we regard them as Chinese. If a person holds a Thai passport or Thai ID card, 

we regard them as Thai. In the case of dual nationality, e.g. a ROC passport holder 

who has obtained Thai citizenship through naturalization a special distinction will be 

made (see next point). 

 

Level of cross-cultural exposure: we will record the level of exposure to cultures 

that are different to their native culture. Especially if the person has ever lived in a 

different culture/ country and for how long and if there are special circumstances such 

as marriage to a ―foreigner‖ or obtaining another nationality. In terms of Thai 

nationals who are of ―Thai-Chinese‖ descent, we will also record how many 

generations ago their forebears were born in China. 

 

Thai company: a company that is founded and operating in Thailand, according to 

Thai law usually requiring at least 51% ownership by Thai nationals. This is 

regardless of nationality of the executive, management, and staff working in the 

company. 
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Cross-cultural organizations: organizations that have a significant level of staff with 

different cultural backgrounds, especially people with different nationalities. 

 

Job satisfaction: is generally considered as the feeling or attitude of employee about 

their work that may change by the different factors, to a great extent it is depends on 

the differences between their indeed obtained and their expected to get. In this study, 

the job satisfaction is the own perception of interviewees, it is their own subjective 

reporting of it relation to the in-depth interviews. 

 

Organizational commitment: is usually regard as a kind of emotional attachment to 

the organization, which may show through to identify the goals and value of 

organization, willing to work hard for the organization and have a strong desire to 

stay in the organization. It has the influence on work attitude and performance. In this 

study, the organizational commitment is the own perception of interviewees, it is their 

own subjective reporting of it relation to the in-depth interviews. 
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CHAPTER 2 

 

LITERATURE REVIEW 

 

This chapter will review the existing theory about the main issue of this research. 

First, an overview of the classic literatures about job satisfaction and organizational 

commitment will be provided. Next, make a short explanation to organizational 

culture and show the relationship between organizational culture and job satisfaction, 

organizational commitment. This is follow by the cross-culture studies with job 

satisfaction and organizational commitment. Last, we will review the working culture 

of China and Thailand, respectively. 

 

2.1 Overview of Job Satisfaction/Organizational Commitment Classic 

Literatures 

 

Porter, Lawler and Hackman (1975) summarized job satisfaction as a kind of feeling 

or attitude about people‘s work role. They believed that all kind of job satisfaction 

was depending on the comparison of the expected which is hope to get by employees 

and the actual which is employees really obtain. Oshagbemi (2000) shared the same 

idea about job satisfaction as a kind of emotional response to a specific work by each 

individual. It showed employees‘ affection about the different between each person 

indeed obtained and look forward to receive. 

 

Job satisfaction is an important indicator in human recourses management, 

significantly affecting the physical and psychological well-being of employees. 

Hwang and Chi (2005) suggested that satisfied employees may be more motivated 
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and the job satisfaction of employee is also a part of their life satisfaction. In a more 

in-depth understanding of job satisfaction, a number of factors are assigned to 

different studies. Herzberg (1966) put forward the Two-Factor Theory to explain the 

factors that may influence not only satisfaction but also dissatisfaction, and provides 

support for the modern research of job satisfaction. The two factors including, 

motivation factors, which is directly related to the job satisfaction and major conduce 

to job satisfaction, and hygiene factors, which has a direct impact on job 

dissatisfaction.  

 

In addition, Weiss et al.‘s (1967) argued that job satisfaction relates to range of 

intrinsic and extrinsic factors. Accordingly, intrinsic satisfaction is the feeling people 

have about the work tasks itself; it may come from the emotional achievement, self-

realization, and identification of tasks, during the actual execution of the job. Whereas 

extrinsic satisfaction is independent of the work itself; instead it is influenced by the 

factors surrounding the work, such as the recognition of colleagues, the rewards, 

compensation, and opportunities for development by the superior or the organization. 

 

Gu and Siu (2009) studied the job satisfaction in the hotel industry; they argued that 

enterprise efficiency is affected by job satisfaction, such as employee productivity and 

employee turnover, which is also the main reason for the increasing interest in 

research work of job satisfaction. If managers can adequately understand the degree 

of employees‘ satisfaction, they can make the appropriate arrangements for 

employees to achieve higher productivity. Tutuncu and Kozak (2007) referred to the 

relationship between employees and managers have affected on employee 
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productivity. If a mutual understanding relationship among them, it will motivate 

employees to improve work efficiency.  

 

Mishra (2010) shared the similar ideas that there is a proportional relationship 

between job satisfaction and production efficiency, performance, attendance rate. 

With the higher job satisfaction, the work efficiency of employees will be higher, and 

more active to improve the performance and more positive attendance. The influence 

degree of job satisfaction on the work efficiency and performance for the high level 

employees is larger, however, for the effect of attendance is more for lower level 

employees. On the contrary, dissatisfied with the work has a negative influence on 

working efficiency, performance and attendance. In this situation, employees are 

more inclined to have reservations about their ability to work, and they are work 

without interest and attention. And if there is a required that ask them to work 

disinterestedly they would rather leave the job. Their organization loyalty is low, and 

more often published the criticism and dissatisfaction of organization, which suffered 

an enormous hit to organizational image. This is why companies require managers to 

enhance awareness of employee satisfaction, and try to make employees satisfaction 

keep in a positive level. Also, to achieve the goal of favorable organization 

performance, enterprise should satisfy employees with higher production capacity and 

efficiency (Hwang & Chi, 2005), and to get the objective of ideal output by 

employees, enterprise should satisfy employees with the safety of workplace and 

work (Ritter & Anker, 2002). 
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Gu and Siu (2009) according to the results of a survey of job satisfaction initiated by 

Society for Human Resource Management (Frincke, 2007), mentioned that the degree 

of job satisfaction is inversely proportional to turnover intention, the higher job 

satisfaction the less turnover intention, and benefits and compensation are two equally 

important factors affecting job satisfaction. Besides, maintain a good relationship and 

communication with employees, and appropriate recognition of their work, which also 

has important influence on employee satisfaction. The results of survey specially 

emphasized that communication and praise are two indispensable factors on manage 

job satisfaction, they have an important significance to make employees clear identity 

and relieve the work pressure, allow employees to get support and encouragement 

from each one, then can keep high level of employee satisfaction. Also, Gagnon and 

Judd‘s (2004) studied in the wood production employees shows how the relationship 

between the supervisors and supervisees significantly influences work results, jobs 

satisfaction and organizational commitment. It shows that a good relationship 

between subordinates and supervisors result a higher level of job satisfaction and 

organizational commitment. 

 

Porter et al (1974) argued that organizational commitment is a concept that is 

different from job satisfaction, as it covers more contents while job satisfaction is only 

related to the reaction of the participants to the work itself; thus organizational 

commitment is considered to be more stable and comprehensive. However, 

organizational commitment and job satisfaction as the key factor that to determine the 

company performance has been the concern of many scholars (Riketta, 2002). 
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According to Armstrong (1996), organizational commitment is the individual's 

identification of organizational value and objectives, a representation of the 

attachment to organization, and a willingness to work hard for organization. Meyer 

and Allen (1991) proposed a three-component model of organizational commitment, 

which include affective commitment, continuance commitment and normative 

commitment. Under affective commitment, individuals whom are consider their 

affection for the job, so that have a strong dependence on the organization, thus they 

want to stay in the company; under continuance commitment. Individuals whom are 

aware of the cost of leaving the organization, so they need to stay in the company; 

under normative commitment, individuals whom recognize their responsibility to the 

organization, thus they ought to stay in the company. 

 

Shore and Tetrick (1991) explained that the employer's commitment to employees 

greatly affects the employee commitment to the company, due to employee will 

regard it as reference for making corresponding returns. By contrast, Bernardin (2007) 

claimed that various tangible financial benefits and rewards between employer and 

employee will have an impact on employee commitment. Newman and Sheikh (2012) 

stated a similar idea, both intrinsic and extrinsic financial rewards, as well as social 

returns are important factors to improve employee commitment. While Wyatt (1999) 

indicated that organization can through two aspects to improve their commitment, 

which are human resource practices and trust. 

 

Yang (2003) studied the effect of different organizational structures on employee 

commitment in different hierarchy. She concluded that the level of employee 
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commitment depends on the structure of organization, in the bureaucratic 

organization, the higher level employee will have a higher organizational 

commitment. Conversely, in the organization of high performance work, the workers' 

organizational commitment is higher than the managers. However, Osterman (1996) 

argued that the reduction of organizational commitment of managerial employees was 

primarily because after structural transition the special treatment they enjoyed in the 

organization to be assigned to the workers, which will reduce their importance in the 

organization. 

 

Research shows the benefits of high level of organizational commitment, for example, 

Tett and Meyer (1993) indicated that employees with a high commitment are less 

likely to leave the organization, and may have a higher job involvement (Meyer et al, 

2002) and will do their efforts to achieve organizational goals (Meyer and Allen, 

1997). Also they tend to be more efficient in their work (Cooper & Viswesvaran, 

2005) and tend to play the role of good organization members (Meyer et al., 2002). 

From the above literature review, we can learn from the findings of the previous 

studies and understand the factors that related to job satisfaction and organizational 

commitment, a summary as follow, 
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Table. 2 Summary of Studies of Job Satisfaction 

Researcher (Year)       Research Topic                              Research Findings 

Oshagbemi (2000)            Gender Differences in the Job                 Gender does not directly affect the job  
                                          Satisfaction of University Teachers         satisfaction of university teachers. 

Hwang & Chi (2005)        Relationships among Internal                 The result showed a significant correlation  

                                          Marketing Employee Satisfaction           among internal marketing, employee job 

                                          and International Hotel Performance:     satisfaction and performance of international 

                                          An Empirical Study                                 hotels. 

Weiss et al. (1967)            Manual for the Minnesota                       Job satisfaction relates to range of intrinsic  

                                          Satisfaction Questionnaire                      factors   and extrinsic factors  

Herzberg (1966)                Work and the Nature of Man                  Identification two major factor that influence  

                                                                                                           job satisfaction, which are motivation and 

                                                                                                           hygiene factor. 

Gu & Siu (2009)               Drivers of Job Satisfaction as                  Job satisfaction is significantly related to job 

                                          Related to Work Performance                 performance. Training opportunities, salaries   

                                          in Macao Casino Hotels                          and welfares, as well as the supports of  

                                                                                                           colleagues and superiors are the importance  

                                                                                                           drivers of job satisfaction.                                                                                   

Tutuncu &Kozak               An Investigation of Factors                    The factors of work itself, supervision, and          

(2007)                                Affecting Job Satisfaction                       promotion determines job satisfaction. 

Mishra (2010)                   Organisational Behaviour                        With the higher job satisfaction, the higher  

                                          and Corporate Development                    work efficiency, and more active performance  

                                                                                                           and positive attendance. 

Ritter & Anker                  Good jobs, Bad jobs: Workers‘               The safety of work and workplace has closely 

(2002)                               Evaluations in Five Countries                  associated with job satisfaction of worker, and  

the higher education the higher job satisfaction.  

 

 

 

Table. 3 Summary of Studies of Organizational Commitment 

Researcher (Year)       Research Topic                               Research Findings 

Shore & Tetrick                 A Construct Validity Study of the          Employer‘s commitment will affect employee‘s  

(1991)                                Survey of Perceived Organizational       commitment. 

                                           Support  

Bernardin (2007)               Human Resource Management:             Tangible financial rewards or benefits will affect 

                                           An Experiential Approach                     employee commitment. 

Newman & Sheikh            Organizational Commitment                  Extrinsic, intrinsic and social rewards as the 

(2012)                                in Chinese Small and Medium-Sized     important factors to improve employee   

                                           Enterprises: the Role of Extrinsic,         commitment. 

                                           Intrinsic and Social Reward 

Wyatt (1999)                      Work USA 2000: Employee                  Human resource practices and trust can 

                                           Commitment and the Bottom Line.       improve employees‘ commitment. 

Yang (2003)                        A Contextual Analysis of                      In different organizational structure, the  

                                            Organizational Commitment.                level of position have an influence on 

                                                                                           organizational commitment. 
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2.2 Organizational Culture and Job Satisfaction/ Organizational Commitment 

 

Organizational culture simply describes the way things are done in an organization 

(Deal and Kennedy, 2000). It can be defined as the common practices, attitudes, 

behaviors, belief, and values that prevail between individuals in an organization 

(Schein, 2010). Organizational culture gives a continuing sense of what an 

organization is all about; it is a system of publicly and collectively accepted meanings 

that operates for a given group at a given time: ‗This system of terms, forms, 

categories, and images interprets a people‘s own situation to themselves. (Pettigrew, 

1979). 

 

In early period, some scholars had already indicated that organizational culture has 

influence on job satisfaction, commitment and motivation of employee, like Deal and 

Kennedy (1982), Holmes and Marsden (1996), Schneider and Snyder (1975), 

Hellriegel and Slocum (1974), Kerego and Mthupha (1997).  

 

Lund (2003) carried out a research of the influence of organizational culture types on 

the job satisfaction of the marketing staff of American company and summarized that 

the level of job satisfaction is different among different types of organizational 

culture. There are four types of organizational culture, they are clan, adhocracy, 

hierarchy, or market, of which, clan and adhocracy cause the highest levels of job 

satisfaction. Clan culture emphasizes cohesive power, promoting mentor relationships 

and human resource development. 
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Sheridan (1992) showed that in a people-oriented organizational culture which 

emphasizes respect for people, equal treatment and tolerance, there is a higher rate of 

employee retention, job satisfaction and organizational commitment. Chang and Lee 

(2007) found that the more the employees understand the organizational culture, the 

higher their job satisfaction.  

 

McKinnon et al. (2003) learned that in the organization, cultural values, such as 

respect for people, innovation and stability, as well as enterprising spirit, have a 

strong linkage between organizational commitment, job satisfaction and information 

sharing, through the study of a diversified manufacturing companies in Taiwan. Also, 

according to Moynihan and Pandey (2007) that in the organizational culture with a 

positive relationship between colleagues and effective interpersonal communication 

can improve the job satisfaction.  

 

Abraham et al., (1997) reflected that in the culture of innovation and supportive，

employees are often encouraged and supported by their supervisor and colleagues. 

Also, organization encourages them to provide their own new ideas and suggestions, 

and supports them to participate in decision-making. In such organization atmosphere, 

employee's job satisfaction will be increasing. With the same opinion, Silverthorne 

(2004) said that supportive culture can provide the greatest degree of job satisfaction, 

followed by innovative culture, and in the bureaucratic culture the level of job 

satisfaction are the least. In the study of Odom et al. (1990) also have indicated that 

organization commitment, job satisfaction and team work cohesion are less possible 
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link to the bureaucratic culture, but have a close relationship with supportive and 

innovation culture. 

 

Robbins (1996) pointed out that if the consistent degree of individual demand and 

culture is higher, then the job satisfaction is higher, which presents a positive 

correlation. For instance, the individuals have strong autonomy and high achievement 

motivation will be satisfied with the organizational culture which are slacking 

management and emphasizing achievement reward. 

 

In the research of Huang and Wu (2000) showed that in the public institutions under 

the organizational culture with the dimension of results oriented, professional 

characteristics, strict control and management and practical affairs have a significant 

impact on aggressive commitment and job satisfaction. Oppositely, the closed systems 

make a negative impact on aggressive commitment and job satisfaction. 

 

Mullins (2010) showed a survey which is initiated by the Chartered Management 

Institute; the results indicated that value and organizational culture is an important 

influence element of motivation, and has a direct relationship with managers seriously 

affect to job satisfaction. 

 

There is a strong connection between organization culture and commitment. If it is a 

negative organizational culture will result in the lack of employee commitment 

(Silverthorne, 2004). 
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2.3 Cross-Cultural Studies and Job satisfaction/Organizational commitment 

 

There are a lot of studies are pointed out that the multinational companies pay more 

attention to cultural differences, in order to make sure the effectiveness of the 

company human resource management (Luthans, 1993; Wasti, 1998). Culture is not 

isolated form, but in a very wide range of various kinds of beliefs and social values 

that share with each other. This is also the reason that many managers are concerned 

with the influence of culture on the employee behavior for developing a more 

effective and focused strategic plan (Oyserman et al, 2002).  

 

Berry (1997) carried out a conceptual framework of acculturation and adaptation. He 

mentioned that for cultural groups and individuals in societies with significant cross-

cultural interaction, there are both issues of cultural maintenance (of own culture) and 

cultural contact and participation (with other cultures). When these two issues are 

considered simultaneously, there will be four cultural adaptation strategies: i.e. 

assimilation, separation, integration, marginalization. Firstly, assimilation, under this 

strategy the individuals do not want to maintain their cultural identity, while seeking 

to interact with other cultures. Secondly, separation, which is means the members of 

society attach great importance to maintaining their original culture and at the same 

time want to avoid interaction with other cultures. Thirdly, integration, which shows 

that to a certain extent the members of the society retain the original culture, and hope 

to participate in other groups as an integral part. Lastly, marginalization, is talking 

about that whether to maintain their own culture or to have a relation with other 

culture, they all show the little interest. 
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Chaidaroon (2005) revealed that it is very necessary to own the ability to 

communicate with other people who has different culture to ensure efficient work. 

And Liu and Borg, Spector (2004) point out that with the same language and closely 

cultural backgrounds, the sense of job satisfaction are basically the same. However, 

the similarity will decrease as the increasing cultural differences. Also Erez & Earley 

(1993) found that companies reward preference and implementation under the 

influence of corporate culture values. And job and pay satisfaction have seriously 

influenced by culture. (Diener & Oishi &Lucas, 2003). 

 

Many cultural researches are based on the cultural studies by Hofstede and said that 

every culture, value systems have the corresponding management methods (Newman 

and Nollen, 1996).  

 

Jackson (2001) studied the manager‘s ethical decision-making under different 

national culture which is reflected in two cultural dimensions that individualism, 

collectivism and uncertainty avoidance. It is showing that managers in country with 

high individualism and low uncertainty avoidance are more value the relationship 

with external stakeholders, instead of the managers in country under other cultural 

dimensions.  

 

Smith, Peterson, and Wang (1996) conducted a study to investigate managers in three 

different countries and concluded that when Western managers deal with problems, 

they are more likely according to their own experience; While Chinese managers 
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more prefer to follow the rule and procedures. It is because of the difference of 

national cultural values.  

 

Dorfman and Howell (1988) referred some opinions from other scholars that under 

different cultural dimensions would cause different satisfaction and commitment. Like 

Robert et al. (2000) explored the influence of individualism/collectivism and power 

distance on linkage between empowerment, continuous improvement and job 

satisfaction across four different countries which are America, Mexico, Poland, and 

India and showed that there is a positive correlation between continuous improvement 

and job satisfaction in four countries, while only India present a negative correlation 

between empowerment and job satisfaction and other countries are positively 

correlated. There is another research by Palich, Hom and Griffeth (1995) showed the 

relationship between cultural dimensions and employee commitment by using the 

sample from European and Canadian subsidiaries which belongs to an international 

company in the United States, and getting a negative relation with individualism, 

uncertainty avoidance, and a positive relation with masculinity. In different cultures, 

team work and the nature of work have different influence on job satisfaction. 

Collectivistic cultures believe that working in a group with harmonious atmosphere 

would get higher satisfaction, but the individualists take the opposite view (Hui & 

Yee, 1999).  

 

Kirkman and Shapiro (2001) conducted a study of the influence of cultural values on 

job satisfaction among 461 self-managing teams in four different countries and found 

that the level of collectivism culture is positively related to the level of job 
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satisfaction. Andreas et al. (2014) explained that teamwork has a strong impact on job 

satisfaction in the collectivism culture compared to individualism culture, due to 

collectivistic culture are more emphasis on working as a group. Organizations in the 

context of collective culture not only can consider teamwork as a way to complete the 

job, but also by allowing employees to feel a contribution to the organizations to 

improve their job satisfaction. However, both these studies were conducted in the 

Eastern and western countries, hence, within the particular national cultural context of 

that country. 

 

2.4 Cultural Studies View of Chinese and Thai Working Culture 

 

Burusratanaphand (1995) argued that the relationship between Chinese in Thailand 

and Thai people is complex. Historically the Chinese in Thailand were commercially 

important, but were always regarded as outsiders. The different identity constructions 

derive from cultural or socio-ethical factors, as well as from the political and socio-

economic context of Thai society in which Chinese found themselves. Traditionally 

the close relationship between Thai elites and Chinese businesses in Thailand was 

primarily pragmatic and was not based on long-term cultural assimilation. 

 

According to Pye (1972), Chinese culture is diverse, including Confucianism, Taoism 

and Buddhism. However, there is no doubt that Confucianism is the most influential 

culture, is the core and essence of Chinese culture, and also is the norm of Chinese 

interpersonal behavior. Ch'en (1986) added that Confucianism explains the behavior 

of each individual in the group, and illustrates the interaction of human relationships 

in the organization, which emphasizes the five virtues: benevolence, righteousness, 
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propriety, wisdom, and loyalty. In addition, Hofstede (1991) from the four positive 

Confucian values, which is persistence, thrift, has the sense of shame, and ordering 

relationships by status and observing this order, learnt and summarized his fifth 

culture dimension ―long-term orientation‖, which is refers to a positive, dynamic, and 

future oriented culture. In particular, the value of persistence and thrift can be seen 

more oriented towards the future. On the other hand, Song (2015) indicated that 

profound impact on Thai people's life and culture, including organizational culture. 

Thailand is a well-known Buddhist country. Buddhist culture accordingly has a 

profound impact on Thai people's life and culture, including organizational culture. 

Lewis (2006) argued that Buddhist beliefs and the independent spirit of Thai people 

created a form of ―smart diplomacy‖; these notions however also traditionally 

discourages competition and value unity, where initiating change is often meet with 

reluctance or reservation. In general, Thai people's attitude towards authority tends to 

be pragmatic and flexible. Discussion of issues is usually welcomed, but decision 

making and allocating blame tends to follow hierarchical principles. 

 

Under the basic concept of universal equality in the theory of Confucianism, the 

nature of trust in Chinese organization lies on sincerity. Sincerely treat the job ask for 

that take part in and dedicate to the job, and also should get the mutual trust with 

others (Chao, 1990). Similarly, the Thai Buddhist view of karma where good results 

in good, and evil in evil, implies that Thai people attach great importance to the 

construction of the integrity of the enterprise image (Song, 2015). 
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Kao and Ng (1988) noted that getting to know power and authority is an effective way 

to understand the style and characteristics of leadership in Chinese enterprises. 

Generally, power and authority are regarded as a whole and rarely separation. 

Nevertheless, the authority is more reflected in the impact of the formal system 

degree, and power tends to be influenced more dispersive and personalized, thus, 

there are two significant factors cover by power: first, the personal charisma and 

excellent quality of leader which make them to gain respect; second, is the leader‘s 

leadership, which is related to whether he can make subordinates obey his order. On 

the other hand, other people's resources are also a factor affecting the power, in other 

words, is that you can by intervening in the behavior of others to influence power. 

Yet, power should be viewed from a more positive point, which includes three 

important parts, which are the ability of stimulation, permeation and instigation. That 

is to say that based on the leader's own charm and moral virtue, requires to combine 

all the method and the effective ability of the leader to attract the feelings of followers 

(Silin, 1976). In both employee participation and information sharing are relatively 

lacking in Chinese corporations, which comes from a high power distance society 

environment. In this kind of environment, the effort and participation of subordinate 

would not be regarded. For employees who are working in the Chinese enterprise are 

unaccustomed to active participation, they are not willing to take responsibility, also 

does not take the initiative in work, are more inclined to wait for the order of superior 

(Chow, Huang and Liu, 2008).  

 

At the same time, Thai organizational culture is a typical vertical collectivism, which 

is called the authority ranking culture. This vertical ranking is very common in 



  
 

33 

company relations that each company will have a center of authority. In most of 

traditional Thai corporation, the relationship between managers and employees just 

follow the ranking rules, managers give the order and employees receive without 

query, even though there is a mistake. But this situation is rarely seen in the 

international enterprise and large-scale enterprise which is running in Thailand. 

Actually, in the relation between superior and subordinate, both of them have the 

duties, and Thai employees want to be respected (Gannon, 2001). Usually, the 

decision of superiors will not change by subordinates, because superiors will not care 

about the opinions of subordinates (Holmes & Tangtongtavy, 1995). 

 

Influenced by the Confucian theory, there is a network that has been maintained for a 

long period in Chinese work environment which called ―Guanxi‖. In the development 

of socialization, they think it is very important, which by adopting appropriate way to 

put a person's position into the ―Guanxi‖ network. They prefer to be an 

interdependent self, which is associated with the role in the workplace (Markus, 

Kitayama, 1991). Redding (1993) mentioned that in organization, hierarchical 

decision-making, such as recruitment, reward, and evaluation, is usually based on 

emotional relationships rather than outcomes and efficiency of work, which is means 

that to a certain extent, ―who you know‖ is as significance as ―what you can do‖, or 

even more important.  

 

However, in Thailand, the relationship establishment often depends on the motivation 

of the individual, such as the responsibility and obligation, a perception of affiliation. 
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The stronger motivation can cause higher closely and more stable relationship 

(Mulder, 1994). 

 

In Chinese organization, face represents a person's dignity, reputation and status, loss 

of face may cause damage to the reputation of the company, therefore there is a fear 

of loss face in Chinese corporate culture (Redding & Ng, 1982). Ho (1976) pointed 

out that ―face‖ is a typical concept of Chinese organizational culture. Under the 

concept of ―face‖ the individual should not emphasis on self-oriented, need to have a 

sensitivity of face-keeping. If the individual, no matter by himself or people who has a 

working relationship with him, does not meet the basic requirements that correspond 

to his position in organization, that he will lose face. In Thailand, when a problem 

occurs, they will try to choose the way that as possible as to protect face, and avoid a 

confrontation in public (Komin, 1990). Another argument is that Thai people think 

that only when the emotional and physical can be keep in a stable condition, can fully 

get the inner freedom. Hence, they take the harmony of work environment seriously 

enough. Generally, Thai people will try their best to avoid conflicts with colleagues. 

Showing the emotion of anger is not conducive to workplace harmony and will be 

marked as a people that not good at thinking can only using violence to deal with the 

problem. Instead, look at things calmly would be regarded as a virtue, which is 

respected. Thus, there is a culture known as ―Kreng Jai‖ which are popularized in 

Thai organization (Nongluck & Fredric, 1999).   

 

Even though, there are some differences between them. Frederic (1975) conducted a 

study to investigate the white-collar workers of Chinese and Thai and found that 
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Chinese male workers pay more attention to harmonious relationship with colleagues 

compared to wages and promotion opportunity. Their satisfaction is only weakly 

related to income and advancement. They have neither material nor ambition; 

however, Thai male workers present a completely different situation that they attach 

great importance to self-improvement. And they are more willing to raise the salary 

rather than increase the position or responsibilities which as a long-term orientation. 

In addition, Chinese female workers also care about their own advancement, but they 

are more expect to be able to challenge higher positions, and they will be 

dissatisfaction if they remain in the same state for a long time; while Thai female 

workers less concerned about promotion, they would like to choose a job that they are 

interesting and can get the intrinsic rewards from the job. As Skinner (1957) stated 

that Chinese are more initiative, have ambition, and material, also they are good at 

dealing with the interpersonal relationship. By contraries Thai people are considered 

to be passive, believe in destiny, lack of material pursuit, and they are not accustomed 

to social. Burusratanaphand (1995) however, questions Skinner's view of Thai work 

culture and argues that Thai people's approach to doing business is characterized by 

being practical and having a certain instrumentalness. 

 

A seminal cross-cultural study by Hofstede (2005) points out that there are four main 

cultural differences between China and Thailand. Firstly, long-term orientation, which 

is to cultivate virtue for future returns. China is a very long-term orientated culture, 

Chinese have a high sense of future focus, as they emphasized making plans for the 

future and encourage efforts to prepare everything for the future. While Thailand be a 

lower importance on long-term orientation tends to result in a focus that is more on 
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the immediate presence and the moment life. Secondly, masculinity cultures that 

emphasize a preference for material rewards for achievement, self-confidence, 

success, and competitiveness. However, the analysis showed that Chinese culture 

clearly displays a tendency toward masculinity, whereas Thai culture more towards 

femininity. Thirdly, uncertainty avoidance, as an indicator which shows the extent of 

the threat of uncertainty factors that brings to the members of a culture in the society. 

He concluded that China has a low score on uncertainty avoidance; there is a relative 

truth, nothing is absolute. Therefore, adherence to rules and regulation is more 

flexible, by being pragmatic depending on life situations. However, Thailand shows a 

higher tendency to avoid uncertainty. Finally, power distance, which shows the degree 

of inequality in the society. Both China and Thailand have a relatively high score on 

power distance, but the score of China is slightly higher than Thailand. This means 

that in both two countries exist in the unequal distribution of power, and the degree of 

inequality is more obvious in China.  
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CHAPTER 3 

 

METHODOLOGY 

 

This chapter will introduce the methodology of this research, including, first, the 

research method, it is show that a case study was adopted in this study. Next, are 

introduce the research tools that used in this study, which was in-depth interviews. 

Follow by are the research design, which was talk about the details of research 

process, interview questions and interview objectives. Finally, show the analysis 

method of this research. 

 

3.1 Research Methodology 

 

The objective of this study was to investigate cross-culture issues and how they affect 

job satisfaction and organizational commitment within two Thai companies that were 

founded and are managed by Chinese people. This investigation is an in-depth 

analysis that is based on forms of ―thick description‖ (Geertz, 1973) or detailed 

description (Law, 2004); it aimed to show the specific context of organizational 

interactions, especially in terms of cross-cultural problems, from an inside perspective 

in self-explanatory ways. As such this research is not aiming to give a ―General 

Theory‖, but hopes to provide a detailed study of specific cases, which through 

understanding a wider range of concepts that have emerged in the current academic 

discussions of management and organizational studies (Epifanova & Hild, 2015). 
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Although cross-cultural studies use a wide range of methods based on a range of 

methodological assumptions (Javalgi et al. 2011), studies that explore the specifics of 

human experiences and organizational situations are usually well-suited for 

combining novel aspects on established problems. Such a contribution is the focus on 

cross-cultural interactions in conjunction with human resources and organizational 

behavior issues, such as job satisfactions and commitment. The case study methods, 

like many other ―quantitative‖ approaches will be fitting to provide detailed empirical 

description of high explanatory power. Although as already indicated such 

explanations are not universal, they aim to provided valuable insight in to current 

practices and also allow us to reflect on the current state management and 

organization theory. 

 

3.1.1 Case Study Approach 

The case study approach is a method to understand single dynamic settings, which can 

be a single or multiple case, often using a form of multiple level analysis (Yin, 1984). 

Gerring (2004) has defined case studies as a method that observes a special place in a 

specific time, and by doing so can incrementally provide the basis of future cases. 

Gulsecen and Kubat (2006) considered case studies are a powerful, because they can 

explore and analyze complex issues in structured and rigorous ways. They usually 

follow a research pattern of description, analysis and interpretation (Yin, 1989). 

Therefore, researchers can work closely with and understand the participants in 

organization and obtain detailed description of situations, scenarios, opinions and 

changes that occur in the real world of business and commerce (Baxter & Jack, 2008; 

Crabtree & Miller, 1999). 
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Yin (2013) argued that case studies are most suitable when an assessment is 

conducted to study the phenomena that occur under ―natural‖ conditions, or to 

determine what happened and why it happened. While Moll (2012) suggested case 

studies are particularly suited for a developing a deeper understanding of social or 

organizational processes.  

 

The case studies can be time consuming and laborious; they often involve many 

stages. Yin (2009) for example lists them as follows: 

1. Plan, to determine whether the research issues are suitable for case study. 

2. Design, to determine the unit and type of research case, and its related theory. 

3. Prepare, to develop the skills of researcher and be familiar with the range of 

the research. 

4. Collect, to apply a variety of sources of data, and establish a database. 

5. Analyze, to make a comprehensive analysis of the data based on the 

correlative theory. 

6. Share, to transfer the most authentic conclusions to each potential readers. 

 

3.2 Research Tools 

 

This case study deployed in-depth interviews, which were mainly two common types 

of research interviews: informal conversational interviews and standardized, non-

scheduled, open-ended question-based interviews. 
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In-depth interview is an interview technique that allowed interviewer and interviewee 

to have a one to one in-depth interview. The researcher asked each question and based 

on the answers of each question to explore more detail information. (Zikmund et al. 

2013). Fontana and Frey (1994) described the in-depth interview as a face to face 

communication and idea exchange. No matter in what form, the objective of interview 

is to get inside to explore more perspective of participator (Patton, 1990). Carson et al 

(2001) said that there are many variations of in-depth interviews. Interviews can be 

seen as informal communication that aims to explore other people‘s views on the 

issue of research. In this process, the interviewee may present a special perspective 

which not only reflects the set issue of research, but also for the phenomenon of 

routine work and organizational practices of those interviewed. Because of in-depth 

interview by using the open-ended and exploratory investigation, researchers have a 

chance to get abundant information about what commonly happens in originations 

(Daniels & Cannice, 2004). Similarly, Pedhazur and Schmelkin (1991) suggested that 

in-depth interviews provide a good way to let the interviewees to make a pointed 

answer and allows the interviewer to immediately and interactively deal with the false 

or ambiguous information, which is rarely possible with questionnaires. In other 

word, it is hard to parry a question for interviewees due to this kind of face to face 

communication, but during the process, the research can according to the different 

situation illustrate a complex problem, or remove the unrelated questions, also they 

can according to the answer of interviewee to dig more valuable information.  

 

Gall, Gall and Borg (2003) described that informal conversational interview produce 

questions under the more natural circumstances as part of fieldwork observations or 
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ethnographic encounters. Creswell (2007) summarized informal interviews, as an 

impromptu interview method, means questions emerge during the interview process. 

The views of scholars on informal conversational interviews can be divided into two 

parties. On the one side, argued that informal conversational interview can make the 

nature of the interview more flexible since there is no limitation of structure. On the 

other side, thought that it lacks of stability and reliability, because the interview 

questions always change, it is hard to record the information. To be successful in an 

informal conversational interview, there are two very important elements of 

researchers‘ questions, which are flexibility and uniqueness (Turner, 2010). Overall 

informal conversations are usually deployed at initial phases of a research project 

preceding more scheduled and structured conversations, or in a long-tern and 

persistent mode of inquiry such an ethnography. 

 

For standardized open-ended interviews, interviewers usually ask carefully designed 

open-ended questions. It aims to prevent researchers from taking the personal 

perspective into study (Gall, Gall, & Borg, 2003). Turner (2010) argued that 

standardized open-ended interviews provides a chance for interviewees to adequately 

express a particular idea as they want; however, it makes the extraction of similar idea 

or the coding of the interview information more difficult to researchers. While 

providing the rich data, it also increases the complexity of the process of data 

screening, integration and encoding.  

 

The interview is not only conducive to cross-cultural investigation or inquiry in an 

unfamiliar place where possible due to cultural issue hindered the participator to 
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respond the questions, but also it is very helpful to some condition when the set 

questions are not related to the specific context, because in some cultures certain 

questions may not suitable (Usunier, 1998). For the interviewers to get the inerrant 

information is important, but at the same time cannot ignore creating a good 

atmosphere and developing trust relationship between interviewees, it will help to 

open interviewee‘s mind and share more information. In the interview, open and 

comfortable atmosphere have a great influence on the distribution of power between 

interviewers and interviewees. However, this is difficult especially if there is a 

cultural gap between the interviewers and interviewees that may also reduce mutual 

trust. Consequently, all researchers must be able to adapt to and realize the 

environment impact on the research process (Marschan et al, 2004). 

 

3.3 Research Design 

 

3.3.1 Research process 

The research was carried out by two phase, for phase I is to explore the key topic or 

direction of interview, in this part conducted by the informal conversational 

interviews, and then in phase II refined the key topics or direction into specific 

questions, for this part used standardized open-ended interviews. The informal 

interviews of phase I took place between September and December, 2016. The data of 

standardized open-ended interviews was collected between December, 2016 and 

February, 2017. 
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The two phase, as Figure.1: 

 

 

 

 

 

Figure. 1 Research Phase 

 

3.3.2 Interview questions 

In addition to informal conversational interviews, this research deployed standardized, 

non-scheduled, open-ended question-based interviews. This allowed the in-depth 

exploration the chosen topic of job satisfaction/ organizational commitment in cross-

cultural settings, while remaining open to other relevant organizational and 

managerial issues.  

 

The general topics aimed to establish the interviews background and experiences, as 

show in table 4. The specific topics aimed to cover the information about the 

organizational issues in the cross-cultural context, as shown in table 5. The specific 

topics were developed informal based on the informal conversions conducted in phase 

I and in light of the undertaken literature review. 

Table. 4 General Topics 

General Topics 

1. Personal Information (Nationality, age, gender) 

2. Work Experiences (Work company and Time)  

3. Job Role/Responsibilities 

4. Cross-Cultural Experiences 

5. Time for Stay in Thailand (Only for Chinese) 

 

 

 
Phase I 
Explorative Conversation 

 

Phase II 
Specific Questions 

Data Analysis 
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Table. 5 Specific Topics 

Specific Topics 

1. Organizational Communication   

2. Team Effectives  

3. Work Style  

4. Way of Thinking or Doing Things 

5. Role of Rule  

6. Mentality and Accountability  

7. Task Assignments 

8. Time Management 

9. Interactions and Work relationship 

10. Satisfaction 

 

3.3.3 Overview of Empirical Fieldwork Site 

In order to obtain efficient information to understand the workplace cultural 

differences between Chinese and Thai people and to explore the relationship between 

workplace cultural differences and job satisfaction and commitment within the cross-

cultural organizations, this research conducted the in-depth interviews in two Thai 

companies that founded and managed by Chinese people. 

 

JCIG Company is a real estate development company, which was founded by two 

Chinese brothers in 2013, and now the head office is based in Bangkok. This 

company is mainly engaged in apartment building and selling, so far the company has 

total of three projects, are Free Island, City Sunday Korat and City Sunday Bowin. 

Their target market is mainly focus on Thai people and the people who want to invest 

in real estate in Thailand. And the employees and managers in office are around 50 

persons, forty percent are Chinese, and the remaining sixty percent are Thai people. 

Recently, there are five people resign. The organizational chart of the company as 

show in Figure.2: 
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Figure. 2 The Organizational Chart of JCIG Company. 

CSYSJ Company is an organization in the single-family housing construction 

company industry located in Thailand, and established by the Chinese in 2014. There 

are about 40 employees in the company, and about one fifth are Chinese, and the Thai 

employees around 32 people. Their main businesses are contracting office buildings 

construction. The organizational chart of the company as show in Figure.3: 

Figure. 3 The Organizational Chart of CSYSJ Company. 
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3.3.4 Research Participants 

The research participants of this study were the Chinese and Thai people who were 

working in the two Thai companies that found and managed by Chinese. For 

successfully to conduct the interview, the researchers carried out the practical 

observation in two object companies, and established friendly relationship with the 

respondents. 

 

In order to get the comprehensive information, the interviewer covered different 

levels of organization, including top management, middle management and basic 

level staff.  

Table. 6 Research Participants Level of JCIG Company 

JCIG Company 

 Chinese Thai People 

Top Management 7 7 

Middle Management 5 2 

Basic Level Staff 3 11 

 

Table. 7 Research Participants Level of CSYSJ Company 

CSYSJ Company 

 Chinese Thai People 

Top Management 2 4 

Middle Management 2 2 

Basic Level Staff 2 8 

 

Interviewees were classified as Chinese and Thai people, depending on their identity 

documents. The Chinese some of them come from mainland China, and some of them 

come from Taiwan, they may hold the different passports or documents. For Chinese 
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from mainland China, they hold the ―People‘s Republic of China Passport‖  (中华人

民共和国护照) or ―People‘s Republic of China Resident Identification Card‖(中华人

民共和国居民身份证), and for Chinese that come from Taiwan, they hold the 

―Republic of China, Taiwan Passport‖ (中華民國護照 ) or ―Republic of China 

Identity Card‖(中华民国国民身份证). Thai people are the people who hold the 

―Thailand Passport‖ (ประเทศไทยหนังสอืเดนิทาง) or Thai National ID Card (บัตร

ประจ าตัวประชาชน). There are total 15 Chinese and 20 Thai people in JCIG Company 

participated in the interviews, and 6 Chinese and 14 Thai people in CSYSJ Company 

participated in the interviews. 

 

Each interviewee was questioned about their cultural background, especially whether 

they identify as "Thai-Chinese". Only one Thai person stated Chinese background, as 

her grandfather was Chinese born. All other interviewees stated their families are 

either Chinese or Thai respectively. 

 

Each interviewee also was asked to provide the based personal information, such as 

age, job position, and work experience, also stay time in Thailand (for Chinese), and 

to briefly introduce their job responsibilities and their work process. This information 

helped to understand the nature of the work and communication between the 

interviewees. Each interview took about between forty minutes to one hour. The 

interviews were recorded and parts of them were transcribed. Moreover, pseudonyms 

were used to replace their real names to ensure the confidentiality and anonymity of 

the interviewees. 

The based personal information of participants as follow,  
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Table. 8 Interview Participants‘ Personal Information.  

Participants Nationality Age Gender Position Company 
Length of 

Work in 
Company 

Live or Work 

in Other 
Countries 

 Years in 

Thailand(Only 
For Chinese) 

Anna Thai 41 Female  
  Customer Service 

Department Leader 
JCIG 4 Years - 

 

Alice Thai 38 Female 
 Customer service 
department Staff  

JCIG 1 Years - 
 

Bill Chinese 48 Male 
Project Design Department 

Manager 
JCIG 3 Years - 3 Years 

Betty Thai 38 Female Financial Department Staff JCIG 3 Years - 
 

Bob Thai 35 Male 
Construction Department 
Staff   

JCIG 4 Years - 
 

Belle Chinese 25 Female Sale Department Assistant  JCIG 2 Years - 5 Years 

Calvin Chinese 41 Male Sale Department Manager JCIG 4 Years - 4 Years 

Carol Chinese 48 Female 
Administration Department 

Manager 
CSYSJ 2 Years - 2 Years 

Dora Thai 35 Female Financial Department Staff CSYSJ 1 Years - 
 

David Chinese 47 Male  CEO Assistant CSYSJ 2 Years - 2 Years 

Emily Thai 49 Female 
Administration Department 
Manager 

JCIG 3 Years - 
 

Helen Chiense 28 Female Design Department Staff JCIG 4 Years - 4 Years 

Jo Thai 25 Female 
 Adminstration Department 

Staff 
JCIG 9 Months - 

 

John Thai 41 Male  Project Department Director CSYSJ 1 Years - 
 

Kelly Thai 46 Female 
 Purchase Department 

Manager 
CSYSJ 2 Years - 

 

Leo Chinese 54 Male Design Department Manager JCIG 4 Years Canada 4 Years 

Linda Thai  26 Female 
Huamn Resource 

Department Staff   
CSYSJ 1 Years - 

 

Lucy Chinese 26 Female 
 Construction Department 
Assistant 

JCIG 2 Years - 3 Years 

Molly Thai 45 Female 
 Financial Department 

Manager  
CSYSJ 2 Years - 

 

Michael Chinese 29 Male CEO Assistant  JCIG 1.5 Years U.S.A 2 Years 

Mary Thai 27 Female Purchase Department Staff JCIG 2 Years - 
 

Mike Thai 31 Male 
Hydropower Department 

Assistant 
JCIG 4 Years - 

 

Mark Thai 33 Male Design Department Staff JCIG 1 Years - 
 

Nicky Thai 27 Female 
Project Department 

Draftsman 
CSYSJ 2 Years - 

 

Nat Thai 47 Male 
 Human Resourse 

Department  Manager 
JCIG 7 Months - 

 

Pancy Thai 25 Female Purchase Department Staff  CSYSJ 1.5 Years - 
 

Patti Thai 29 Female 
Secretary Department 
Manager  

JCIG 4 Years - 
 

Patsy Thai 29 Female  Secretary Department Staff JCIG 4 Years - 
 

Philip Thai 31 Male Safety Supervisor CSYSJ 2 Years - 
 

Ray Chinese 30 Male Furniture Department Leader JCIG 2 Years - 2 Years 

Sara Thai 29 Female 
Adminstration Department  

Staff  
CSYSJ 6 Months - 

 

Tony Chinese 29 Male 
Project Department 
Translator 

CSYSJ 2 Years - 15 Years 

Tom Chinese 48 Male 
Project M&E Department 

Manager 
CSYSJ 2 Years - 2 Years 

Vincent Thai  38 Male 
Customer Service 

Department  Staff   
JCIG 2 Years - 

 

William Chinese 39 Male 
 Construction Department 
Manager  

JCIG 4 Years - 4 Years 
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3.4 Thematic Analysis of data  

 

According to Agar (1980), researchers should give the narratives of interviewee 

themes, in order to better understand and explain these patterns. Boyatzis (1988) 

suggests that there are two level to determine the themes, which is semantic or 

explicit level and latent or interpretative level. Patton (1990) added that in the 

semantic level, the themes are defined in the explicit or superficial sense of data, and 

the information that goes beyond respondents' responses is not explored by 

researchers. In this level, the data analysis is a description process that simply 

organizes the data to show the patterns and summarizes. 

 

Similar to Braun and Clarke (2006), the interview data was analyzed according to the 

following steps:  

First, familiarization with the data, by repeatedly listened to the recordings of all 

interviews. This ensured that the researcher had a better understanding of each 

interviewee‘s narratives. All audio recordings were transcribed in summary form and 

then translated into English. This was followed by codding and classifying allowing a 

more effective analysis. The gathered codes were organized into the potential themes, 

reviewed and defined the themes. Finally, the analysis was undertaken on the basis on 

the themes in light of the research questions. 
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CHAPTER 4 

 

ANALYSIS 

 

This chapter will analyze the interview conducted with Chinese and Thai people 

working in cross-cultural organizations. There are three sections in this chapter which 

are developed according to the research findings. Section one will discusses the 

differences of culture between Chinese and Thai people, through the aspects of time 

and task commitment, the focus points of work, rule flexibility and the sense of 

hierarchy; this aims to reflect differences between two cultures. Section two will talk 

about communication issues that tends make the cultural differences further affecting 

the interaction between Chinese and Thai people in their daily work. Section three 

will show the response of interviewees to cultural differences, how they deal with 

those cultural differences, and their job satisfaction and commitment would be 

impacted by those differences. 

 

4.1 Cultural Differences 

 

This section points out the perception of the interviewees about cultural differences 

between Chinese and Thai people in the workplace. Accordingly, most of respondents 

believe that there are differences between Chinese and Thai people, which are 

frequently mentioned shown as the following four topics: 
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Table. 9 Cultural Differences Topics Frequency Ratio 

Topics Frequency 

Sense of Time and Task Commitment 98% 

Work Focus 82% 

Rule Flexibility 69% 

Organizational Hierarchies 62% 

 

Firstly, there are 98% respondents have mentioned the differences between Chinese 

and Thai people about the sense of time and task commitment, which by showing how 

both Chinese and Thai people treat their time and work mission. Secondly, 82% 

people have talk about the differences of focus point of work, what are the key points 

of both Chinese and Thai people in their work. Thirdly, 69% people thought Chinese 

and Thai people have different thinking about the rules and rule adherence. Finally, 

nearly 62% people realized that the relationship between the superiors and the 

subordinates are different in Chinese and Thai people.  

 

4.1.1 Sense of Time and Task Commitment  

During the interview, a theme repeatedly emerged which points to a difference in the 

concept of time between Chinese and Thai people. Many interviewees expressed time 

concept is the attitude towards time, and how to plan the time. Chinese interviewees 

said Thai colleagues generally lacked what they called a ―concept of time‖. For 

Chinese, Thais were seen as unable to work within a set time schedule, or according 

to the request of others in accordance with the corresponding time to perform the 

work that should be done. As expressed by many Chinese interviewees, the degree of 

punctuality of Thai people is relatively low: 
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      When I was working with Thai people I felt that they do not have a strong sense of 

time management, whether it is about the “go out date” or to complete the work 

within the time schedule… I always need to plan the time ahead of the time schedule, 

in case the Thai people are out of time. (Chinese Assistant of Sale Department, Ms. 

Belle)  

      Every time when I need to arrange work for them, I will set aside more time for 

myself and make their time a little more urgent, which is means if I actually have five 

days, but I will ask them to finish it in three days, and if they cannot on time I still 

have more two days to adjust. (Chinese Assistant of CEO, Mr. David) 

      In fact, there are a lot of problems that can be resolved quickly, but most Thai 

employees tend to procrastinate. It also reflects that their sense of time is very poor; 

they are not good at time management, if there is no supervision. They always put off 

until the last second. It is impossible for them to finish in advance. (Chinese Manager 

of Project Design Department, Mr. Bill) 

 

By contrast, Thai interviewees responded that Chinese are disciplined and good at 

time and task management. They will always follow the schedule to deal with the 

given task allocation. 

      Chinese always can finish the work within the prescribed period of time; there is 

no need to supervise them. They usually will have their own plan to implement the 

work. For example, I need each department to provide the lists of personnel position 

with their respective department, and if the department assistant is Chinese, I only 

need to wait for the due date and they will submit to me consciously, without the 
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situation that I have to go pushing them. (Thai Staff of Administration Department, 

Ms. Jo) 

 

In addition, some Thai interviewees seemed to suggest that the Chinese‘s 

management of time and tasks schedules can also be regarded as concern and focus on 

the future. A stronger focus on the future makes Chinese arrange their own time more 

effectively and encourage efforts to prepare for the future, while being more aware of 

which job is more urgent and need to be completed first. Thus, they will be more 

focused on the goal, and be more persistence and perseverance in order to achieve the 

goal. For this reason, the Chinese were seen as have a higher commitment to work 

and more likely to do their own work according to a plan in time, and good at time 

and task management. 

      In fact, Chinese are much more diligent and active than Thai people, they are 

accustomed to make the work can be completed as soon as possible. After Chinese get 

a job, they will try their best to finish the job first, and if there are still have time, they 

will continue to finish the next job. They will not wait until the deadline and to do it, 

which is quite different with Thai people. (Thai Draftsman of Project Department, Ms. 

Nicky) 

      Chinese can manage their tasks very well. If required to complete a set of building 

drawings within a given period of time, I am sure they will plan and complete it on 

time, perhaps before the given deadline, because they already make good preparation 

and try to follow their work schedule. (Thai Director of Project Department, Mr. John) 
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In contrast, for many Chinese interviewees, Thai people seems have a relatively vague 

concept of future planning, they rarely care about what the future can be, just want to 

do everything to make sure that they are happy and comfortable about the present 

condition. Also, they only walk step calculate step which is means when they do the 

work they are going to do without knowing the next step, just required to complete the 

current task. Therefore, there everything will be done, but not take it so serious, just 

with a slow pace. 

      Thai people think there is no need because of the urgency of the work and to cause 

their troubles and make them uncomfortable. They consider their comfort is the most 

important thing, If the work is not completed today just continue working tomorrow, 

do not have to let them burden too much. (Chinese Manager of Sale Department, Mr. 

Calvin) 

      I think Thailand is a very romantic nation, but they are really very loose in many 

aspects, and almost do not have concept of management, they are very casual. For 

example, if they get a work, they will not make the plan, e.g. how to start it or what is 

the step of job, just very casual to do the work, and the requirements of the quality of 

the work is not high, as long as finish. (Chinese Manager of Design Department, Mr. 

Leo) 

      Thai people like lazy. When Thai people face a lot of work, they will be lazy first. 

In other word, Thai people fight with work do not as Chinese. Thai people like to be 

late and delayed, the deadline of the work pass already but the work still not finish. 

When they get the job, they will think that there is only a little time, it is less possible 

to finish the job within the limited time. Thus, they will do it but take more time, just 
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similar with that Thai people always be late but they will come. (Thai Staff of 

Customer Service Department, Ms. Alice) 

 

4.1.2 Work Focus 

Another cultural difference between Chinese and Thai emerged in the interviews in 

terms of a focus of work. According to the interviews, the work focus defined a 

culture, because it will be influenced by a culture that obviously and generally be 

recognized in each ethnic groups. For Thai people, Chinese pay more attention to 

results, competition, and success in their work, they emphasis on the sense of 

accomplishment of get the results, due to they may live in an environment that more 

emphasize competition. For Chinese, from a highly competitive society, if they can be 

the first to achieve the goal and get the results among the people, then they will be 

considered successful.  

      I feel that Chinese people prefer fast-paced work, and want to get the results 

quickly in what way can be, do not pay attention to the process only focus on get the 

results as quick as possible. For instance, as a general rule, in the process of 

purchase, before send any document out, we should keep one copy to make sure that 

in the future if there are problems they want to recheck it and they can find the 

evidence easily. However, Chinese want to purchase with the fastest speed, so every 

document after finished will send out directly, not keep the copy one, therefore I 

always have trouble with find the evidence if there has a problem. (Thai Staff of 

Purchase Department, Ms. Pancy) 
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The differences seem to stem from the fact that Thai people appear to consider 

success in terms of the quality and reaching of group consensus. This is reflected in 

the care for feelings and needs of others; they not only focus on getting the results, but 

also care about the process doing the work. Thai seem to people believe that if only 

one person can do a task and understand it, it might not mean to be successful, as they 

tend to seek consensus among all relevant people. 

Thai people pay attention to details of the work, because their way of thinking is 

usually very cautious. For instance, when preparing a financial document in the 

department, I saw Chinese only write down what the cost is without any other 

information. While Thai people will write down everything clearly, what is the cost 

and use for what, when to use, and who used, in order to make sure that when 

transfer to the next person, they will easily understand after have a look. (Thai Staff 

of Financial Department, Ms. Betty) 

 

In addition, other information provided by many Thai interviewees demonstrates that 

the different emphasis on work between Chinese and Thai people seems to relate to 

Chinese culture emphasis more on competition and success, while Thai people are 

usually concerned about keeping a good relationship with each other and take care 

about their immediate others.  

      Thai people may feel Chinese are hard-working and Chinese competition is 

fierce; they always silently to make the competition, even when they are friends. The 

Chinese work division is very clear; there is no compromise. This part is your work 

and this part is his work, you do your part and he does his part; they will finish the 
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work separate. But if Thai people we will do together and help each other. (Thai 

Manager of Secretary Department, Ms. Patti) 

 

However, Thai people appear to consider taking care of the face for others is very 

important. It is necessary to maintain harmony to keep face of each other, because 

they think that if someone losses face, it will lead to the embarrassment and 

disconnection between them and others. They prefer to choose a more indirect and 

polite way to tell the mistake, to create a harmonious atmosphere in the workplace. 

Thai people attach great importance to face. In China it’s normal for a supervisor 

to blame his subordinates in public, but it seems impossible in Thailand. When my 

senior was assigned to work in Thailand… in first month, three Thai employees quit 

their job because of my senior’s questions. My senior was puzzled how these Thai 

employs reacted when he directly asked them in front of others why they had not sent 

the documents on time…. in China a clear work objective is important, you cannot 

just leave without finishing the job. So when he saw this, he just asked them 

instinctively… they felt very humiliated to be asked such questions in front of other 

people. (Chinese Assistant of CEO, Mr. Michael) 

 

4.1.3 Rule Flexibility 

All interviews indicated rules at work are an essential tool for regulating behavior, 

managing actions, controlling processes, and planning arrangements. However the 

meaning of complying with rules somehow differs for Chinese and Thai people. 

Chinese also have set up a lot of rules to regulate ambiguous situations, but they are 

willing to change or adapt rules when there are special circumstances. Some Chinese 
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interviewee expressed that it is important be able to find the most appropriate way to 

adapt different circumstances. This is means Chinese tend not only simply comply 

with rules, but sometimes can also take an alternative path to achieve the goals.  

      The thinking of Chinese is very flexible; they are used to taking shortcuts. Such as, 

there are several roads to go to the destination, Chinese will always try to look for the 

most convenient, with the least time, and the shortest path, but Thai people choose to 

take the main or conventional road, not the shortcut. (Chinese Manager of 

Hydropower Department, Mr. Tom) 

 

Many Chinese interviewees were overwhelmed by the amount formal procedures in 

the routine day-to-day work. By contrast Thai interviewees point out that follow the 

rules and procedures ensures less risk of possibly going wrong in the work and 

maximizes the extent of avoiding mistakes. 

      Thai people are afraid to take risks and do not want to make the trouble for 

themselves. The simplest thing to them is to follow the rules. For example, if there is 

need to make any payment, it should be passed through by many levels, and get the 

approval of all levels. (Thai Manager of Administration Department, Ms. Emily) 

 

4.1.4 Organizational Hierarchies 

The interviewees indicate that there is a hierarchy issues for not only Chinese but also 

Thai people, as the degree of hierarchy are different in Chinese and Thai cultures. For 

many Thai people, Chinese pay attention to the system of from top to bottom, whether 

it is in terms of angle of thinking and communication, or face saving. In this kind of 

organizational culture with an obvious hierarchy, the members in the organization will 
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have a clear sense of level. Superiors will regard their level as higher and more 

powerful in comparison to others. They appear to think by themselves without taking 

the advice from lower positions. They are seen to reserve right to decide for 

themselves while the task of subordinates is to obey this arrangement. 

      Chinese manager are used to do everything according to their own way of 

thinking and behavior. For example, my manager always required Thai workers to 

use the construction way of China, which is thought to be more easy and convenient 

by the manager. However, the situation in Thailand is not totally same as China, thus 

maybe some of Chinese methods cannot work in Thailand. But even though I have 

explained, the manager still insists to do it according to his ideas. (Thai Assistant of 

Hydropower Department, Mr. Mike) 

      And Chinese manager always believe in themselves more than others, most of 

them give priority to their own ideas, they are rarely listen to the advice of other 

peoples. Even there have a good idea to suggest to them, but they still chose to take 

their own way. They consider their idea is the best, they more believe in themselves 

and more confident with their own way of working than us, due to their working 

experience, their work position, their responsibility and their ability. (Thai Leader of 

Customer Service Department, Ms. Anna) 

 

Compared with the top-down system of Chinese, Thai people said they are more 

supportive of working in an open and equal environment, they believe a more equal 

two-way communication is more effective in solving problems. Of course there is also 

hierarchy, but it seems more appropriate to describe their relationship with seniors 
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and juniors, rather than superiors and subordinates. The Thai manager usually 

welcome subordinates to discuss and react with them, if there are any problems. 

      In Thailand the boundary of levels is vague, but is not means there are no levels to 

distinguish; just the relationship between superiors and subordinates are more like 

seniors and juniors. In here all the problems can be brought out to discuss together, 

the subordinates can directly to communicate and report the situation with superiors. 

If there are any problems we just discuss together, because there is no clear distance 

between us and superiors, so we dare to ask questions to the superiors. (Thai Staff of 

construction design department, Ms. Nicky) 

 

This section has analyzed cultural differences between Chinese and Thai people in the 

workplace, in terms of time management and commitment to the task, the work focus, 

and rule flexibility, as well as the organizational hierarchies. It is apparent that people 

of the two cultures have different ideas in these four aspects. Thai people like to focus 

on the present when they are doing the work, they are not used to prepare in advance. 

Thus, their concept of time and commitment to the task is not as strong as Chinese, 

where Chinese they prefer to prepare everything in advance for the future. Thai 

people pay more attention to the quality during the process of work, while Chinese 

people are more concerned about to successful get the results. Also, Thai people feel 

that follow the rules is a very important factor to ensure the smooth progress of the 

work, but the Chinese believe that can take different actions for different situations is 

the key to make the right decisions.  
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4.2 Communication Issues 

 

This section will analyze important factors that point out by the respondents which 

will further affect the impact of cultural differences between Chinese and Thai people, 

in terms of communication issues within a cross-cultural organization.  

Table. 10 Communication Issues Topics Frequency Ratio 

 

Issues Frequency 

Language Barriers 99% 

Cultural Context 67% 

Cooperative Communication Awareness 43% 

 

The most frequently communication problems cited by the respondents were language 

barriers, nearly 99% respondents points out that different languages were the main 

factor lead to communication misunderstandings. Also, 67% people believed that 

communication errors caused by the different understanding of cultural context were 

the other factor may affect the influence of cultural differences. Finally, 43% 

respondents found that the awareness of cooperative communication may also a factor 

that could make the influence of cultural differences.   

 

4.2.1 Language Problem  

Many interviewees illustrated that language is an important part of communication, 

but they also showed that mastering a language to communicate with others, will not 

free them from miscommunication. Chinese interviewees share the same views with 

Thai interviewees that even some of Chinese have mastered the Thai language skills, 
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but merely to some extent that it still reflects the tone of foreigners or that they still do 

not know the nuanced usage of certain words or phrases. 

      Generally, I will ask my assistant to translate the language, but I still cannot one 

hundred percent sure that is what I want to or expect to express. (Chinese Manager of 

Design department, Mr. Leo) 

I often have problems with the Chinese assistant of construction department, when 

I discuss the work with her. Sometimes she will use the impolite word to talk to me, 

for Thai people those words are so rude, it should not use in workplace. It makes me 

feel like she is blaming me, but I can also understand that probably because she is 

Chinese, so still cannot very fluently use Thai language like a Thai people, sometimes 

they will still choose the incorrect words. (Thai Staff of Purchase Department, Ms. 

Mary) 

 

4.2.2 Contextual Communication Errors 

Some interviewees stressed that language is not only a tool of communication, but 

also a carrier of culture. For them, communication cannot be simply defined as the 

understanding of the meaning of words; it is also for conveying feelings, culture, 

habits, and personality to each other. It is not only to communicate meaning, but also 

culture, feelings, experience, memory, etc. Many interviewees expressed a sense that 

communication problems relate to their cross-cultural interactions and felt that people 

who share the same cultural background can more readily convey meaning without 

long and detailed explanations.  

      When I work with Chinese, we do not need to talk, just have a look on each other 

and we will know what the other wants. But when I work with Thai people, even 
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though we have talk to each other, but sometimes we still cannot understand each 

other. So when working with the Thai people, I have to explain very clearly, like what 

do I want, what should they do, to make sure that they can exactly know what I mean. 

(Chinese Manager of Project M&E Department, Mr. Tom) 

      Sometimes when I communicate with Chinese, they only partly understand what I 

mean. Once, I wanted to express that the customer had asked how much he would 

need to pay to change the small refrigerator to the big refrigerator, but the Chinese 

assistant only thought the customer want to change the small refrigerator to the big 

one. When I asked the Chinese assistant if she understood and she confirmed. But I’m 

not sure she really got this… It can be very confusing... (Thai Staff of Customer 

Service Department, Ms. Alice) 

 

Finally, some interviewees expressed that miscommunication occurs because of 

people cannot evaluate to what extent each party understands the context of the 

communication. Often one party assumed that they understood the other party but 

misunderstood because they assumed the meaning of the given information on the 

basis of their own experience, without being aware of social or cultural context. 

 

The manager of the Human Resource Department, Mr. Nat, recalled that a Chinese 

employee had asked two Thai colleagues to purchase some stationary, including 

ballpoint pens for the office. It was not explicitly specified, but assumed that they 

would buy ballpoint pens with smooth ink and fine nib. However, to the surprise of 

the Chinese, they returned with generic pens that did not meet the expectation of the 

Chinese staff. The interviewee felt that something was lacking in the communication 
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between these people, but was not able to express the reason for this apparent 

communication dilemma. In this analysis it is speculated that this is a context-related 

communicative problem, an example of a lack of shared day-to-day, routine cultural 

practices. 

 

To explain this further, Chinese writing is based on logographs and hence much more 

drawing-like, whereas Thai writing based on an alphabetic script is less drawing-like. 

It is precisely this implicitly assumed cultural knowledge, or the lack of it, that shapes 

people‘s actions and behavior. This arguably is the reason why people see in their 

mind, on one hand a sophisticated writing instrument for ―drawing‖ complex 

logographs, or on the other and a simple aid of jotting down strings of letters, when 

they talk about a ―pen‖ regardless whether it is uttered in Chinese or Thai.  

 

4.2.3 Cooperative Communication Awareness 

Many Thai interviewees indicated that cooperative communication is an important 

part for working in the Thai organization, because it allows members to have all-

round knowledge and understanding of each other and their work. They felt that 

Chinese people are not good at communication and cooperation with others resulting 

in many organizational problems: 

      Chinese before do anything they will have a plan, but they do not communicate it 

to others... This problem is also reflected in the management system of this company. 

In the company where I worked before that was managed by Thai people, we had 

meetings every week, to communicate with each department and find the problem of 

each department, then to solve them together. These weekly meetings helped to reduce 
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a lot of problems at an early stage... However, in this company… there is no regular 

communication between each department, so problems often dealt with when it gets 

very serious. (Thai Leader of Customer Service Department, Ms. Anna) 

 

This section has shown the communication problems within the Chinese-Thai cross-

cultural organizations, will affect cross-cultural interactions in organization. It is can 

be said that a shared language is seen as essential for mutual understanding. However, 

if people are not familiar with the cultural background behind the language, even a 

shared language will still have the chance to make communication errors. To some 

extent these language communication problems can be reduced by active cooperative 

communication.  

 

4.3 Cross-Cultural Interactions 

 

This section includes two parts. First, it will analyze how Chinese and Thai people 

deal with their cultural differences when interacting in a cross-cultural environment 

and what action they would take to adapt to another cultural context. In this part, 

nearly 79% people argued that their attitudes towards cultural differences would 

change over time. Second, it shows the linkage between workplace cultural 

differences and job satisfaction and commitment of respondents.  

 

4.3.1 Dealing with Differences 

There were usually two main directions of action taken by both Chinese and Thai 

interviewees during their daily interactions at work: first, deny and resist; second, 

understand and adjust. On many instances, in the beginning both Chinese and Thai 
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people tended to show resistance to unfamiliar settings or ideas from outside their 

own world. They were used to take their original way which using in the familiar 

areas in the past to face the new things. The following response can clearly indicate 

that for both Chinese and Thai people they would not make a concession to their own 

culture, the two parties seemed to consider their own culture as the most appropriate. 

Most Thai employees held that since the Chinese came to Thailand, they should do or 

be in accordance with the culture of Thailand. However, many Chinese mangers 

argued that their ways of doing presents an opportunity for Thai staff to learn 

something what they described as advanced or better. 

      I think many Chinese still don’t have a good understanding of the nature of Thai 

people. Like style of work and the life style… what Thai people really like… [and] 

need… but this is Thailand, they need to learn something new. (Thai Staff of Human 

Resource Department, Ms. Linda) 

      I feel it’s a bit hard to work with Chinese. They always want to change us to use 

the way that apply in China, which may be entirely different to Thailand…. it’s not 

suitable for Thailand. (Thai Staff of Design Department, Mr. Mark) 

If Thai people have a set of methods, they will always use the methods, and even 

when there is a better way to do it, they are not willing to try. We have brought a lot 

of advanced tools from China and let them try to use, but they still choose to use their 

original ways. It is not difficult to understand that most of them are reluctant to 

accept new things. (Chinese Manager of Construction Department, Mr. William) 

 

Nonetheless, some of interviewees suggested that after a long time work together, 

they were aware that there are cultural differences between Chinese and Thai and they 
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willing to adjust trying to adapt the other people‘s way of doing. For some 

interviewees understanding of and adjustment to a different culture is seen as some 

form of compromise that can result in new ways, rather than a stark choice between 

their and the other party‘s culture or way of doing. 

      When I learned about the characteristics of Thai employees, I can only make the 

adjustments by myself, such as setting a more detailed plan, to ensure that the Thai 

people can move on according to the plan. (Chinese Manager of Construction 

Department, Mr. William) 

      I always prefer that we respect each other's culture and seek a balanced way for 

both of us, to get better work results. But sometimes it is hard to find the balance 

point, because sometimes even if I make a concession, Thai people still cannot meet 

the standards that I setting. In the end, I have to find another way to make up for the 

rest. (Chinese Manager of Design Department, Mr. Leo) 

 

Besides, also have some respondents explain that in such a complicated cultural 

environment, they have to adjust and change themselves, in order to be able to 

foothold in such an environment, not to be eliminated. Although they were may not 

voluntary, they had to require themselves to do it. 

      In my opinion, most of Chinese are look down on Thai people; they think that our 

efficiency is low and we are lazy…. They have no confidence in our abilities. 

Therefore, I have to change myself, to change my way of working and way of 

speaking, to find a way that everyone can accept… instead of taking the way of not 

caring about other people. If I go to work in China, I will adapt the way of Chinese, in 

the same way. This is Thailand; you come here to work, you have to change somehow, 
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allow yourself to adapt to the way of working in Thailand. (Thai Manager of 

Secretary Department, Ms. Patti) 

 

However, some interviewees argue that cultural differences will make them be 

influenced and change unconsciously. Also, while Chinese and Thai people are 

running these cultural differences, it seems also a process of complementing the 

deficiencies of each other. Thus, when these deficiencies are remedied, it may be a 

positive influence on the existing problems, which is means that minimized the 

influence of the existing problems by making up for deficiencies, to some extent, job 

satisfaction may also be increased. 

      For Thai people, work is work, life is life. They will separate these two parts very 

clear; they will not bring the work pressure to life. So when I work with them I have 

learnt how to be relax after work, do not always appear in tight working state as in 

China. (Chinese Staff of Design Department, Ms. Helen) 

      I believe that most of Thai colleagues who have been working with the Chinese 

people when the company just set up can begin to understand that the differences 

between Chinese and Thai people and be able to adjust themselves to suit for these 

differences. If they have worked for a long time in this company, and then go to other 

companies, they can clearly feel the difference between working with Chinese and 

Thai people. And really improve their work efficiency; the idea will become more 

mature, compared with those Thai people who have not worked with Chinese. (Thai 

Staff of Construction Department, Mr. Bob) 

 



  
 

69 

4.3.2 Job Satisfaction and Commitment 

On the one hand, whether Chinese or Thai people, when they were asked whether 

cultural differences will affect their job satisfaction and commitment, most of them 

directly indicated that there is no relationship between the two factors. It seems that 

the workplace cultural differences would not affect the job satisfaction and 

commitment. On the other hand, when they face with the different way of working or 

way of thinking, they complained that why the other people are not doing accordingly 

what do they do in their countries. It is contradictory that people do not think these 

cultural differences will affect the job satisfaction and commitment, but they hope that 

there is no difference, and everything can be done in their own way.  

      No matter how you are in China before, but now you are in Thailand, you should 

try to learn and adapt to the way of Thailand… In fact, I think these differences will 

not affect me. (Thai Staff of Purchase Department, Ms. Mary) 

 

In this situation, it should be actually considering as there have a linkage between 

workplace cultural differences and job satisfaction and commitment. Even the 

respondents did not directly explain, but from their responds of cultural differences, it 

can clearly feel their feelings of these differences. 

 

Also, it seems that the impact of cultural differences on job satisfaction and 

commitment is a gradual process. It appears that work cultural differences that 

manifest themselves in cross-cultural problems indirectly affect to job satisfaction and 

commitment by potentially making the existing organizational problems more 

difficult if they are not resolved. Many interviewees felt that ongoing organizational 
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problems are intensified or compounded by cross-cultural mishaps, especially if 

cultural differences reduce the ability to analyses and solve routine or common 

problems. The solving of such normal problems seems to require more effort and 

determination. 

      Although we may have some disagreements due to cultural differences… when 

these problems arise, it really increases the difficulty of our work… but it is not that it 

cannot be fixed; it just needs more communication and exchange opinions with each 

other. (Chinese Translator of Project Department, Mr. Tony) 

      Everyone will be more or less different… not the same parents and background... 

For example, if the content of communication appeared ambiguity, it is unnecessary 

to dispute with others…. Sometimes we only need to change the mentality a little bit 

so that contradictions can be resolved. There is nothing that cannot be solved, but it 

depends whether we are willing to accept change. (Thai Leader of Purchase 

Department, Ms. Kelly) 

 

Furthermore, some of interviewees indicated that after a long time in a cross-cultural 

environment, with increasingly close contact with each other, they have a 

corresponding understanding of each other, whether in the cultural background, or in 

their life habits, way of thinking and so on. In these situations, both Chinese and Thai 

people felt they have somehow integrated into each other's culture and became part of 

a new culture. Some interviewees stated they have become more aware of their own 

job role, and began to emphasize with other to better coordinate and cooperate their 

work. Some of these long-terms employees suggested that cultural differences have a 

relatively weak effect on everyday work issues, as they try to integrate into their new 
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culture; this seemingly reduces adverse impacts on their overall job satisfaction and 

commitment. 

      After I understood cultural differences… understood what they were thinking. I 

figured out what my own role, what my duty, and how can I work with them. I can 

adjust myself to fit these problems…. many Thai people may wonder why Chinese 

must work fast, but after you go to China, you will be well aware of the competition in 

China is very exciting, and the pace of life is fast... (Thai Staff of Secretary 

Department, Ms. Patsy) 

      After gradually gaining an understanding of Thailand, we know how to adjust 

ourselves. Since we have chosen to work in Thailand… we have to get into their 

culture and learn to how to integrate into Thailand… combining the Chinese and Thai 

ways together to avoid the contradiction, so that both sides will not be uncomfortable 

by the differences. (Chinese Manager of Construction Department, Mr. William) 

 

Finally, some respondents also expressed that their job satisfaction depending on a 

comprehensive consideration of all factors.  

I integrated various factors to consider, the reason why I still choose to work in 

Thailand is because I love Thailand, I love the weather here, and the convenient 

living condition...Of course, the income is also a very important consideration. 

(Chinese Manager of Design Department, Mr. Leo) 

I like working here. First, the reward of my job is good. Second, my colleagues 

are kindness, we just like a big family, even some of Chinese, but they try to 

understand Thai culture and understand Thai people, when I need a help they will 
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help me like help the Chinese people. (Thai Staff of Customer Service Department, 

Ms. Alice) 

 

This section has shown that when members of a cross-cultural organization deal with 

cultural differences, at first they may show denies and rejection, and over time they 

gradually understand and adjust. Furthermore, it is found that in the cross-cultural 

organizations, the cultural differences are not the direct factor to affect job satisfaction 

and commitment, but it will deepen the existing problems in the organization. 

However, there still need to use an extra effort to reduce the influence of cultural 

differences, and otherwise the deepening organizational problem will ultimately affect 

job satisfaction and commitment. 
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CHAPTER 5 

 

DISCUSSIONS AND RECOMMENDATIONS 

 

This chapter will further discuss and compare the empirical analysis as outlined in 

chapter 4 with the existing literature shown in chapter 2. It moreover will put forward 

some recommendation feasible suggestions. 

 

5.1 Discussions 

 

This section will discuss the differences of workplace culture between Chinese and 

Thai firstly, with a focus on comparing the four cultural differences in the workplaces 

between Chinese and Thai that be analyzed in this study to the four cultural dimension 

of Hofstede. Then follow by the discussion between the empirical analysis of the 

relationship between workplace cultural differences and job satisfaction and 

commitment with the previous literature. 

 

5.1.1 Differences in Workplace Cultures between Chinese and Thai 

In the JCIG and CSYSJ companies, Chinese employees generally found the approach 

of their Thai colleagues to time and task management difficult. Many Chinese thought 

that the concept of punctuality of Thai people is relatively weak and the awareness of 

task management is not strong. By contrast, both Chinese and Thai people point out 

that Chinese people have a clearer idea about their time management and always can 

fulfill their tasks in a given time. The literature indicates that this may relate to 

differences in long-term orientation between Chinese and Thai cultures. According to 
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Hofstede (2005), long-term orientation which is to cultivate virtue for future returns. 

In more long-term orientation cultures, people are not only pursuing immediate 

results, but are also good at perseverance with a long-term focus. Based on Hofstede‘s 

empirical data, China is a very long-term orientated culture. The empirical analysis of 

this thesis indicate a similar picture, with the Chinese have a high sense of future 

focus, as they emphasized making plans for the future and encourage efforts to 

prepare everything for the future.  

 

Overall Chinese employees were more willing to persevere and work for a long time 

to achieve the goal; this may relate to Confucian ideas and values which is 

emphasized persistence and has been prominent in Chinese tradition. While a lower 

importance on long-term orientation tends to result in a focus that is more on the 

immediate presence and the moment life. Hofstede shows that Thailand is much more 

oriented like this, where people are more in pursuit of stable condition as they are 

more accustomed to value the immediacy of the moment. Buddhist ideas prominent in 

Thai culture routinely stress this, i.e.: ―Do not dwell on the past; do not dream of the 

future; focus your mind on the present‖. This has shaped Thailand's cultural values, 

which are geared more toward the present, referring to focus on the current and live in 

the present. The underlying logics of Confucianism and Buddhism are diverging 

logics that shape day-to-day work practices in very different ways.  

 

The empirical analysis in this thesis has shown that emphasis on competitiveness and 

the idea of success are different for Thai and Chinese employees. These findings 

mirror the characteristics of a masculinity culture as highlighted by Hofstede (2005). 
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It shows that masculinity cultures emphasize a preference for material rewards for 

achievement, self-confidence, success, and competitiveness. However, the analysis 

showed that Chinese culture clearly displays a tendency in Hofstede‘s data toward 

masculinity, whereas Thai culture more towards femininity. In general, as Deal and 

Prince (2007), Kirmanen and Salanova (2010) argue success, wealth, and 

transcendence are considered to be priority, and in order to achieve the goal to 

actively fight is acceptable under the masculinity environment. At the work and 

elsewhere, people pay attention to competition and the ability to make decisions 

without hesitation. By contrary, in a more femininity type of culture interpersonal 

relationships and family, harmony and humility is more valued. The interview 

analysis presented that Thai employees tended to generally value the care, the feelings 

and needs of others more than Chinese employees. Overall they showed less desire for 

success and paid more attention to the quality of their work and workplace 

relationships. For them a sign of success is the quality of life, a reasonable work life 

balance, while not standing head and shoulders above others but be in unity and 

harmony with their immediate others.  

 

The interviews in both companies have shown that Chinese employees tended to be 

more flexible than their Thai colleagues in all aspect of compliance with the rules and 

regulations. Thais generally tried to ensure that all kinds of rules are followed so that 

the members would not affect by some uncertain factors, was well as to reduce the 

risk of damage to the interests of the organization. Even though Chinese followed 

rules, but they more prefer to make adjustments based on the actual situation, rather 

than mechanistically follow them. The different attitudes to the rules between Chinese 
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and Thai people relate to cultural dimension of uncertainty avoidance. Hofstede 

(2005) defined uncertainty avoidance as an indicator which shows the extent of the 

threat of uncertainty factors that brings to the members of a culture in the society. He 

concluded that China has a low score on uncertainty avoidance; there is a relative 

truth, nothing is absolute. Therefore, adherence to rules and regulation is more 

flexible, by being pragmatic depending on life situations. However, Thailand shows a 

higher tendency to avoid uncertainty. In this cultural context, the strict rules or 

regulations are adopted to reduce the uncertainty. The ultimate goal is to be able to 

take control all situations to eliminate or avoid unexpected risks. Due to the 

characteristics of the high degree of uncertainty avoidance, change is not easy to be 

accepted, and can be considered dangerous. As Gudykinst, Ting-Toomey and Nishida 

(1996) mentioned in cultures with a high uncertainty avoidance index there is 

generally desire for the protection of regulations and the laws. When trading here with 

a small risk, but the new idea is to be rejected due to people are not familiar with it. In 

societies where the uncertainty avoidance index is low, the risk and change can be 

accepted when trading, and the flexible employees can be appreciated.  

 

It seems that the hierarchy problem of China is more distinct than Thailand. For 

Chinese, there is a clearer boundary between the subordinates and superiors, and the 

subordinates are expected to absolute obedience to their superior, also people are not 

allowed to do things beyond their status. However, Thai people also have the 

distinction between superior and subordinate, but for Thai superior show their 

guidance rather than command, and the subordinate always show their loyalty and 

respect to the superior; it is more inclined to be a family-like style management. 
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Hofstede (2005) points out that power distance shows the degree of inequality in the 

society. He shows that both China and Thailand have a relatively high score on power 

distance, but the score of China is slightly higher than Thailand. This means that in 

both two countries exist in the unequal distribution of power, and the degree of 

inequality is more obvious in China. Similarly, Gudykinst and Ting-Toomey et al 

(1996) summarized that in such a cultural environment which has clearer status of the 

classification, the relationship between superior and subordinates less possible be 

close and may be even worse. Important tasks are not directly assigned to 

subordinates, they are always waiting for the explicit instructions of superiors. The 

clear hierarchy make the power more concentrated at the upper levels, just like the 

relationship between Chinese subordinates and superiors in this study. Otherwise, 

under the cultural environment with low power distance, a harmonious relationship 

between superiors and subordinates was valued, and this culture really more 

emphasizes equality, democracy and freedom, which exactly reflects the interaction 

between the Thai subordinates and superiors in the study. 

 

5.1.2 Workplace Cultural Differences and Job Satisfaction and Commitment 

As shown in the analysis of this study, there are two main types of changes occurring 

during cross-cultural interaction between Chinese and Thai employees in both 

companies: First, deny and resistance; second, understanding and adjustment. Berry 

(1997) on acculturation and adaptation, argues that for cultural groups and individuals 

in societies with significant cross-cultural interaction, there are both issues of cultural 

maintenance (of own culture) and cultural contact and participation (with other 

cultures). For Berry this results four adaptation strategies: i.e. assimilation, separation, 
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integration, marginalization. The interviews conducted for this thesis has shown that 

both Chinese and Thai people who face the cross cultural problems has mainly 

showed the signs of two adaptation strategies, which is separation and integration. 

Most of them in the beginning showed signs of separation, by attaching great 

importance to maintaining their original culture and at the same time want to avoid 

interaction with other cultures. This corresponds to the action of denial and resistance 

by both Chinese and Thai as they always stood to their local culture, while regarding 

it as the better choice, than the other cultures. However, most employees show signs 

of integration after having work at their company for some time, they not only wanted 

to retain their original culture, but also hoped to participate in other cultures as an 

integral part. It indicated that they understood more about cultural differences and 

tried to adjust to the action taken by the Chinese or Thai people in the company. 

When facing others culture, they gradually became more willing to understand and 

tried to change and integrate, rather than continue to deny or resist.  

 

In other words, both Chinese and Thai people when facing cultural differences seem 

to deploy two adaptation strategies over time. Some of them, especially in the 

beginning resist and deny the other culture; this similar to the conception of 

separation as seen in the psychological literature.  Whereas others, especially those 

worked in their company for a longer time, were more willing to understand, adjust, 

and eventually integrate. 

 

Overall, it seems that those who adopted an integration strategy have a more positive 

attitude when facing work problems relating to cultural differences and seem to solve 
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such problems more easily. By contrast, people inclined towards a separation, as they 

continue to resist integration or assimilation, seem to respond less positive to cultural 

differences and the cross-cultural problems. Therefore, the impact of the unresolved 

cultural differences will magnify existing organizational or human resource problems.  

Cultural differences as established throughout the interviews seem to manifest in 

specific work and organization aspects, such as individual responsibilities, job 

content, and interpersonal interactions and relations. These factors in turn as has been 

shown in the analysis, affect job satisfaction and workplace commitment. For 

example, in the interviews, it was said that the more flexible way of Chinese 

managers to distribute the job responsibilities cannot be accepted by Thai employees 

and would make them unhappy. 

 

The literature on job satisfaction precisely supports this point. Bonache (2005) argued 

that job satisfaction as an emotional response, needs to be understood as a 

comprehensive consideration of all work-related factors. Accordingly, cultural 

differences may affect various work aspects thereby having an impact on the overall 

job satisfaction. Gagnon and Judd‘s (2004) study in the wood production employees 

shows how the relationship between the supervisors and supervisees significantly 

influences work results, jobs satisfaction and organizational commitment. It is to say 

that in general subordinates who had a good relationship with supervisors and other 

employees tend to have higher levels of job satisfaction and organizational 

commitment. Nevertheless, this thesis‘s analysis found the relationship between 

employees and their supervisor may be affected by different culture. Thai employees 

were culturally accustomed to a lower power distance, while Chinese supervisors 
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were more routinely practicing a higher power distance and not giving the opportunity 

to Thai employees to express their opinions. Consequently, this distance between 

supervisors and supervisees affected the job satisfaction. In other words, cultural 

differences are not directly affecting on job satisfaction, but produce work 

environments and interpersonal scenarios that shape people‘ s job satisfaction and 

work commitment. 

 

However, it is also important to point out that not all factors affecting jobs satisfaction 

are related to cultural differences or cross-cultural problems. Most Chinese and Thai 

employees suggested that factors such as income, other benefits, career progression 

and suitability, structural environment, and the sense of accomplishment may also 

influence on their job satisfaction. Seminal texts such as Weiss et al.‘s (1967) argue 

that satisfaction relates to range of intrinsic and extrinsic factors. Accordingly, 

intrinsic satisfaction is the feeling people have about the work tasks itself; it may 

come from the emotional achievement, self-realization, and identification of tasks, 

during the actual execution of the job. Whereas extrinsic satisfaction is independent of 

the work itself; instead it is influenced by the factors surrounding the work, such as 

the recognition of colleagues, the rewards, compensation, and opportunities for 

development by the superior or the organization. While both Thai and Chinese 

employees felt that cross-cultural issues are important aspects in terms of satisfaction 

or dissatisfaction, they seem to suggest that other organizational and personal factors 

may also have an effect on satisfaction or dissatisfaction. 
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5.2 Recommendations 

 

In this section will focus on the issues that the indirect impact of cultural differences 

to job satisfaction and commitment, to put forward some feasible suggestions, and 

provides some reference to other Chinese-Thai cross-cultural organizations. At the 

same time, make a summary of this study and provide some suggestions for future 

research. 

 

5.2.1 Recommendations for Chinese-Thai Cross-Cultural Organizations 

Employees or managers who work in a cross-cultural organization, they are required 

strong wills and abilities to overcome cultural differences, and cope with each cross-

cultural situations and unfamiliar working conditions. 

 

First, and most importantly, when organizations are interested in moving to another 

country, whether it is a Chinese company to Thailand or a Thai company coming to 

China, it is important for organizations to organize a language training for employees 

and managers in advance. If there is no language foundation, it is very difficult to 

communicate, live or work in abroad. In addition, the organizations should also need 

to organize employees and managers to conduct a culture learning and let employees 

can understand the culture of another country, which include life and work style, the 

way of communication and action, and work values and so on, in order to reduce the 

culture shock. And it is also significant to let employees and managers know that do 

not make a comparison with another culture, because in terms of culture, there is no 

good or bad, and nothing is wrong, they are just different. Thus it is very useful to 

seek common ground while putting aside differences, and to find a mutually 
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acceptable share point for these employees and managers in the cross cultural 

organizations. 

 

Second, in the face of cultural differences, each cultural member should accept these 

differences with an open mind, do not only think about how to change others culture 

or working style to suit self-preferences. For example, Chinese managers who under a 

high power distance cultural society, but they need to try to adjust themselves and 

lower their status. Although they are leaders, they have decision-making power, it 

does not mean they clearly know all situation of Thailand, can develop each beneficial 

strategy to the company. Therefore, they should respect the opinions of Thai 

employees, open communication with employees, and always open their mind to hear 

the voices of other people. 

 

Last but not least, although the analysis of this study show that the cultural differences 

do not directly affect job satisfaction and commitment, but it needs to be clear that to 

a certain extent, cultural differences can aggravate existing normal problems, and then 

the existing normal problems will further affect job satisfaction and commitment. 

Therefore, employees and management should have some understanding that the 

existing normal problems of getting on in a new culture can seem more difficult if 

there have other organizational problems. So the cross-cultural organizations still 

should pay attention to the issues of cultural differences. Also, Human resource 

professionals can use the findings of this research as a guidance during the 

recruitment process, to select a more suitable person who are more capable to work in 

the Chinese-Thai cross-cultural organization. It is means do not only consider the 
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candidate's educational background, professional ability and other conventional 

conditions, but also need to understand their culture exposure background, such as 

whether to have experience working abroad, or whether have cross cultural 

experience before.  

 

5.2.2 Recommendations for Further Study  

This research during the process of study the effects of cultural differences on job 

satisfaction and commitment, it is from a broad perspective to discuss the influence of 

cultural differences as a whole, but is not show the influence of each detail factors of 

cultural differences. Considering the extent of effect of each factor may different, 

future research can conduct a more detailed research on the influence of each factor of 

cultural differences on job satisfaction and commitment, in light of the specific 

cultural differences between China and Thailand that found in this study, such as 

would the differences of Chinese long-term orientation and Thai short-term 

orientation have an influence on job satisfaction and commitment. 

 

Although this study got the result that the cultural differences will not directly affect 

the job satisfaction and commitment, but would through other factors indirectly affect 

the job satisfaction and commitment. However, due to the limitation of time and 

resource, this study did not carry out the specific study of other factors. Therefore, the 

future research can be further explored what are the specific other factors that may be 

affected by cultural differences and then make an influence on job satisfaction and 

commitment based on this study. 
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Moreover, this study was conducted by interviews method, although this method 

allowed for more in-depth information mining. However, in the actual interview 

process, some respondents may take into account their own interests, and they will 

retain and not fully share their own true feelings to interviewers. This may lead to 

biased research results. Thus, for the future research, the researcher can consider to 

use the "story telling" approach to induce interviews. In this way, the respondents will 

more possibly and naturally share their own stories, rather than simply boring 

interviews.  

 

This study was one of the few in-depth studies to explore the relationship between 

cultural differences and job satisfaction and commitment. It provides comprehensive 

information, including specific cultural differences between China and Thailand, and 

job satisfaction and commitment in the two actual Chinese-Thai cross-cultural 

organizations. The findings of this study could be beneficial as guidelines for 

understanding the significant cultural differences between China and Thailand, in 

terms of the sense of time and task commitment (long-term orientation and short-term 

orientation), the focus point of work (masculinity and femininity), rule flexibility 

(uncertainty avoidance), hierarchal concept (power distance). Also, it presented an 

overview that in the Chinese-Thai cross-cultural organizations, cultural differences 

will not affect job satisfaction and commitment directly, but these cultural differences 

may deepen the existing problems in the organizations, and the affected problems are 

the main direct factors that impact job satisfaction and commitment. It could be a 

valuable reference for the companies that are about to become the Chinese-Thai cross-

cultural organizations make a better prepare.
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APPENDICES 1 

This appendix will show both Chinese original transcript and English summary 

translation of the interview of this thesis, due to there is so much information and 

limited time that the researcher has not transcribed all the recordings, but part of 

information. 

 

1. Sale Department Assistant, Ms. Belle 

Chinese original transcript: 

我是中国人，今年 25 岁，现任职销售部主管助理。我在泰国五年（三年学习，

两年工作），除了泰国没有其他出国工作生活的经验。我有一定的泰语听说读

写的能力。 

在公司主要的工作职责是销售，翻译，听从主管的工作安排，然后下分给泰国

人，检查每天泰国人的固定工作是否完成, 处理顾客问题。如果顾客是中国人，

我会直接负责处理，但如果顾客是泰国人我会转交给泰国人，由泰国人解决后

再汇报给主管。 

我觉得泰国人的时间观念比较差，无论是出去约会或按要求的时间内完成工作,

所以我总是需要将计划的时间提前，以防泰国人是没时间。 

与泰国人工作时，他们的想法与中国人不一样，泰国尊重长辈的观念很强（年

纪上的长辈），比较听从长辈的话，年纪大经验多，所以和我们想的不一样。

中国人虽然也尊重长辈，但是他们会选择性的听从，有不对的地方他们会指

出。 
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泰国人工作职责划分比较清楚，不是他们分内的事他们不会理睬，比如有一份

文件下发下来，如果不是属于部门的文件他们不会主动去寻找文件的主人，他

们看了如果是不关他们的事他们就会放在一边不予理会。 

总的来说，我觉得还是和中国人一起工作比较放松，毕竟是同一个国家的人，

文化习俗，生活习惯等各方面都一样，但是和泰国在一起的时候要多注意别国

的禁忌。 

 

English summary translation: 

 I‘m Chinese,25 years old, and take assistant of sale department. I have been in 

Thailand 5 years (study 3 years and work 2years). I have never been to other countries 

to study or work except Thailand. I have a good skill in Thai language include 

writing, reading, speaking, and listening.  

 

My mainly responsible is sale the house, obey supervisor's work arrangement and 

translate language for manager，assigned the work to the Thai people, and make sure 

that Thai people have completed their daily work, also in charge of the problem from 

customer. If the customers are Chinese she will contact directly and solve the problem 

but if are Thai people, there will have Thai custom service to solve the problem and 

after she know the situation and report to the manager. 

 

when I working with Thai people I feel that Thai people do not have a strong sense of 

time management, whether it is about going out on a date or to ask to complete the 
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work within the time schedule, so I always need to plan the time ahead of the time 

schedule, in case the Thai peoples are out of time.  

 

And I feel that the ideas of Thai people and Chinese people are not the same, the 

concept of respect for elders in Thailand is very strong, they are very obedient to their 

elders even though there is wrong, due to they believe that the elders have more 

experience so they generally do not question the elders. For Chinese, although they 

respect their elders, but not all follow the word of elders, they will tell the pros and 

cons before making the decision.  

 

Also, Thai people always separate the responsibility very clear, because they are 

afraid of trouble, if you want them to help you to do something that is not their job, 

they will feel very troublesome. I clearly remembered once, there is a no signature 

document, and do not know which department belong to, all of Thai people put aside 

the document after they have a look and make sure that is not belong to them, but no 

one wants to find the owner of the document, in the end she takes the document to 

find its owner.  

 

In a word, I think working with Chinese people are more relaxed cause that has the 

same behavior and custom, but when work with other country‘s people you should 

pay attention to their taboos, should be more careful.  

 

2. Purchase Department Staff, Ms. Pancy 

English summary translation: 
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I‘m Thai people, 25 years old, and take the purchase department staff. I have never 

been to other countries to study or work, travel. I do not know Chinese language.  

 

My mainly responsibility is purchase according to the needs of each department. Each 

department if they need to buy anything, they have to go through the purchase 

department, and send the document of purchase require to tell the detail information 

about the product to the purchase department, then purchase department will find the 

supplier and compare price, provide at least three suppliers to each department, for 

them to choose, after they choose purchase department will make the document of 

purchase order.  

 

 In the procurement process, I will communicate with Chinese, but is lucky that these 

Chinese people that I contact with can speak Thai language, so there is few difficult to 

communicate with them, however compared with directly communicate with Thai 

people, there is still have some obstacles to communicate with Chinese, cause talk to 

Chinese sometimes need to explain more deeper like find the pictures or use google 

translate in case of they do not understand, but for Thai people do not need to do like 

this. 

 

When I work with Chinese, I feels that Chinese people prefer fast-paced work, and 

want to get the results quickly in what way can be, do not pay attention to the process 

only focus on get the results as quick as possible. But Thai people would like to 

follow the process step by step. For example, after decide to purchase, I need to write 

the document of payment application and attach purchase require and purchase order 
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send to financial department to request funds. Generally, for Thai people, all the 

document that before send it out they should keep one copy to make sure that in the 

future if there are problems they want to recheck it and they can find the evidence 

easily. However, Chinese want to purchase with the fastest speed, so every document 

after finished will send out directly, not keep the copy one, so I always have trouble 

with find the evidence if there has a problem. And this situation not only in purchase 

department, all of department have the same problem which is quickly to send out the 

document but not keep the copy one. If in the company that do everything step by step 

everything can be found easily.  

 

I am not used to the manager of other departments to assign work to me, because this 

situation is unlikely happen in Thai company. In Thai company, if there have work 

need my help, they generally will ask my manager first, and after get the approval 

from my manager, and then was assigned the work to me by my manager. The 

manager of other department would not ignore my manager and assign the work to me 

directly, this is a respect for my manager, which is the culture of Thailand. 

 

3. CEO Assistant, Mr. Michael 

Chinese original transcript: 

我是中国台湾人，29岁，现任职董事长助理。我曾经在美国留学了 4年，认识

了我现在的泰国妻子。在来公司工作之前，我曾经四次来泰国旅游，我现在已

经在泰国待了 2 年，在公司工作一年半。我只能用泰语进行一些比较日常的对

话。 
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我主要的工作职责就是帮助董事长协调公司各部门之间的问题，并评估一些新

项目，提供项目的背景信息给董事长，帮助他做出决定。 

在我的印象中，泰国人民非常懒惰，但这也取决于该国的文化背景。我们经常

说中国人非常勤劳，很积枀，但是泰国人则会觉得中国人喜欢钱，他们总是工

作，为了达到目的，他们会用很多方法。然而，这两种观点是由于不同的文化

背景和双方不一样的个性。所以双方都认为他们是好的，但对于别人来说，就

会认为是你太活跃或太懒，这是文化差异的结果。因为差异，所以有对对方不

同的看法。我觉得泰国人很懒惰，他们追求金钱的欲望不强烈，不需要赚很多

钱，他们更享受生活，这可以反映在他们的文化创意有创造力，因为这些创意

非常要求悠闲的心情。相反，中国人总是忙于工作而中国人忙于工作。但也不

能一句话概括全部，我认为不能因为你是哪个国家的所以你必须这样，不能

说，因为你是中国人所以你主动或泰国人民你懒惰，也取决于个人，每个人是

不一样的。中国人也有懒惰的人泰国人也有积极的。当你和不同国家的人相处

时，你必须首先了解他们不同的工作方式、行为、偏好等等，然后才能了解不

同的人。但这是一个非常动态的过程，当我讨论工作需要与你合作时，我需要

考虑这些因素。 

还有，泰国人很善良，不会在后面耍花招，他们很重视舒适度。我的岳母曾经

说过，因为你对他们的薪水和命运的掌握能力比较少，一旦你有了很强硬的态

度让他们不舒服，他们就会选择离开。 
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English summary translation: 

I‘m Taiwanese of China, 29 years old, and take the assistant of CEO. I have studied in 

the United States for four years, and knew his Thai wife in the United States. Before 

he works in this company I have been travel in Thailand four times. Now, I have been 

in Thailand 2 years, and work in this company one and a half years. I only can make a 

little simple daily conversation in Thai language. 

 

My job is to help CEO to coordinate the problems between each department，and 

evaluate some new project which need to provide the background information of the 

project to CEO and help CEO to make a decision. 

 

In my impression, Thai peoples are very lazy, but this also depends on the country's 

cultural background. We always say that Chinese people are very hard-working and 

very motivated, but for the Thai people will feel that Chinese people love money, they 

always work, and in order to achieve the purpose to use a lot of means. However, both 

of these views will be due to different cultural backgrounds, and the personality of 

both sides are not the same, so that both sides feel that their part is good, but for 

others will think that you are too active, or too lazy, this is the result of cultural 

difference. Thus, I felt Thai people are lazy, they are not strong pursuit of money, do 

not have to make a lot of money, and they enjoy life, this can be reflected in their 

cultural creative. Because these creative things are very asked for leisurely and 

carefree mood. On the contrary, Chinese people are always busy working. But it 

cannot generalize that cannot because of which country you are so you must look like 

this, which is means cannot because you are Chinese so you are active or you are Thai 
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people so you are lazy. It is also depending on individual, each individual is not the 

same. Chinese people also have the lazy one and Thai people also have the active one. 

 

when you get along with people in different countries, you must first understand their 

different work style, behavior, preferences, etc., and then to understand the different 

individuals. But this is a very dynamic process, when I discuss the work and need to 

cooperate with you, I need to take these factors into account. 

 

Also, Thai people are very kindness, and will not tricks behind, and they attach great 

importance to intimacy, and my mother-in-law once said, because you are less power 

of their salary and fate, once you have a very tough attitude make them feel 

uncomfortable, they will choose to leave.  

 

4. Purchase Department Staff, Ms. Mary 

English summary translation: 

I‘m Thai people, 27 years old, and take purchase department staff. I have never been 

to other countries. I do not know Chinese language. My mainly responsibility is 

purchase according to the needs of each department. 

 

It is for sure will be different between Chinese and Thai people, not need to compare 

with non-Thai people, even the same Thai people, but in different regions is also 

different. Like Thai people in Bangkok and Thai people in my hometown, there still 

have difference. The pace of life in Bangkok is faster than in my hometown, in my 

hometown that everything will take it easy and slowly 
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I always have problems with Chinese who have regular contact with me in the work, I 

do not know it was because of different ways of thinking or what else. Every time I 

have already told that they need to follow the step to do, but in the end they do it 

according to their own way. For example, when you need to purchase something, 

first you need to make a purchase require and have the sign of department manager, 

and then purchase department will to find the supplier and when department agree 

with the price found by purchase department, then the purchase department will make 

a purchase order to buy it. But the Chinese always go to purchase the materials 

directly without make any document, and then supplier will take the invoice to the 

company ask for payment, but she did not know what the material is, who and when is 

going to buy, which caused great distress to her work. 

 

Also, in my opinion, there is a clear difference between Chinese and Thai 

management. I remember the CEO have talk about the rule of ask for leave in a 

meeting, he said that why Thai people like to think the company give them the power 

to ask for leave and them will enjoy to use this power, but when company need them 

to work overtime, they only want to get the overtime pay, however when they ask for 

leave company never want to buckle their money. For this problem, I do not know 

how Chinese people think, but for Thai people, working overtime is the company that 

hire employee overtime, so the cost company must need to pay. Employee have the 

right to ask for leave, they can choose use it or not, it not to say that if they use it 

company will deduct their money, since they do not use beyond the rights. In Thai 

company will not have these questions, if you have this right you can use it without 
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doubt, and if you paid more labor than others, you can get a return is for sure, they 

will not hope you to pay for free. This is a big and clear different between both kind 

of management. 

 

5. Design Department Manager, Mr. Leo 

Chinese original transcript: 

我是中国台湾人，54岁，现任职设计部主管。我在泰国待了 4年，在我来泰国

之前，我曾经在加拿大工作了一年。 

这并不难理解，因为我们有不同的成长和教育背景、价值观以及不同的文化，

这些都可能导致与泰国人的认知差距。 

我总觉得泰国是个比较浪漫的民族，但是他们确实是很松散，在很多方面都很

松散，几乎没有管理的概念，很随性。比如说他们要做什么工作，他不会规

划，不会想说我要先怎么弄，而是有时候是很随性的去进行这些事情，对工作

的品质要求不高，完成就行。 

在我看来，泰国因为地理环境、气候的关系，会造就他们几乎是慵懒的一个个

性。例如，以泰国的气候，对于种植农作物来说是非常简单的，再加上他们的

地形，几乎是平原占大部分，所以他们在取得食物的时候是非常容易的。中国

为什么常常征战，就是因为食物匮乏，在中国和台湾都没有办法吃饱的时候，

泰国人根本不知道什么叫吃不饱。当我 12 岁的时候，我就吃到了泰国米，是

因为我姐姐是公务员，所以有领补贴，发的米，在那个时候台湾人还很穷，但

是那个时候已经能吃到泰国来的米了，表示说泰国在那个时候米已经生产过剩
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了，已经可以出口出去了，因为这样，泰国人并不用担心食物缺乏问题，他们

的生活就会相对的比较闲适。 

另外，他们没有被卷入第一和第二次世界大战，所以养成他们就比较慵懒平和

的一个民族个性。当然，也因为这样，他们的教育也相对落后，所以他们的竞

争力也相对薄弱。在这种情况下，泰国人也一直没办法提升他们自己国家的竞

争力。为什么？因为他们主要靠观光和农业，而观光并不需要什么，只要景点

一直在，所以他们好像并没有什么可以作出提升的。 

我一直认为和台湾人共事会比较轻松，可能因为我们都是台湾人，所以我们的

认知都是一样的、受的教育也是一样的，所以相对比较简单一点。因为在泰

国，一方面语言的障碍，然后国情、做事的方式不一样，相对来说是比较困难

的。例如，对于工作的质量要求，在我们看来，如果对于这个等级的质量来说

是完全不符合要求的，但在泰国人眼里已经达到了没有缺点的要求，所以我们

在这种认知上有很大的差距。 

可以说在理解上和泰国人是非常不一样的。归根究底还是因为文化差异，一直

以来，我比较喜欢应该尊重对方的文化，再来寻求一个比较平衡的做事的方

法，以获得更好的工作成果。但有时很难找到平衡点，因为有时即使我作出让

步，泰国人民仍然不能达到我设置的标准。最后，我必须找到另一种方法来弥

补剩下的部分。 

目前的工作，我说的满意是很全面的，因为我喜欢泰国的居住的气候，生活各

方面的便利性，还有我自己的适应，工作上因为收入我也觉得还可以，各方面

我都觉得满意。 
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English summary translation: 

I‘m Taiwanese of China, 54 years old, and take the manager of design department. I 

have been in Thailand 4 years. Before I came to Thailand, I have been worked in 

Canada nearly one year. 

 

It is not difficult to understand that because we share different growth and educational 

background, values, as well as different culture, these can result in a cognitive gap 

with Thai people. 

 

I think Thailand is very romantic nation, but they are really very loose, in many 

aspects are very loose, almost no concept of management, they are very casual. For 

example, if they want to do a work, but they will not plan, e.g. how to start it or what 

is the step of job, just very casual to do these works, the requirements of the quality of 

the work is not high, as long as finish.  

 

In my opinion, because of the geographical environment and climate of Thailand will 

make their lazy character. For example, the climate in Thailand is very good for 

growing crops, and the crops are easy to grow, also their topography is mostly plain, 

so they can easily get the food. Why China is always go to war, because the lack of 

food, while China and Taiwan have not enough food to eat, but the Thai people do not 

know what is feeling of hungry. When I was 12 years old, I had been able to eat Thai 

rice, because my sister was a civil servant, and these rice was given as a subsidy to 

her. At that time, the Taiwanese were very poor, but I could eat the rice from 

Thailand, it is saying that the rice of Thailand was already in excess of production at 
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that time, so be able to export, due to this reason, I think Thai people do not need to 

worry about short of food, and their life will be comparatively leisurely.  

 

Also, Thailand has not been involved in the first and second world wars, so they 

develop a national character of lazy and peace. Of course, because their education 

also is lagging behind, so their competitiveness is relatively weak. In this case, it is 

hard for Thai people to enhance their own competitiveness. Why? because they are 

mainly relying on tourism and agriculture, and tourism does not need anything to 

support, as long as there are attractions, so there is nothing need them to improve.  

I think work with Taiwanese is easier, due to we have the same educational and 

cultural background, thus we have a similar understanding of the problem, but for 

Thai people first and the most we have a different language, then we have different 

national conditions and ways of doing things, so it is relatively difficult for us to work 

together. For example, the quality requirements of the work, in our view, if for this 

level is completely out of line with the requirements, but in the eyes of the Thai 

people have reached the requirements without shortcomings, so there is a big gap 

between us in this kind of cognition.  

 

It can be said that there is often a very different understanding, however, the cultural 

difference is the ultimate cause of these cognitive differences. All along, I prefer to 

respect each other's culture, and to seek a more balanced way for both, in order to get 

a better work result. But sometimes it is hard to find the balance point, because 

sometimes even if I make a concession, the Thai people still cannot meet the 
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standards that I setting. Finally, I have to find another way to make up for the rest 

part. whether it is to increase the manpower or to tempt by money.  

 

For my work, I say that satisfaction is very comprehensive, because I like the climate 

of Thailand, it is very suitable for living, and the life is very convenient, also I adapt 

to everything here, one more thing is the income of the work it can also be acceptable, 

I feel satisfied in each aspect. 

 

6. Project Department Draftsman, Ms. Nicky 

English summary translation: 

I‘m Thai people, 27 years old, and take the draftsman of project department. I have 

never been to other countries to study or work. I do not know Chinese.  

 

I'm more used to work in Thai way，because there are have clear plans, rules and 

regulations about work. When we work we can follow the plans, rules and regulations 

of the company, to ensure that all things can be in accordance with the plans. In this 

way, our work can be carried out in a systematic way, so that the work can be simpler, 

is more in line with the plan, and our work plan can be more correct, there will not be 

a random arrangement of work. Because there already has a good work plan, 

everything just need to follow the plan, our task is to do our best to carry out the work 

according to the plan, and to ensure the work can be carried out as plan. 

 

However, each country's education is not the same, so each country has a different 

way of working. Of course, working with Chinese more or less will be a bit different. 
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For example, work plan and construction plan of Chinese and Thais is very different. 

The construction and management plan of Chinese make it difficult to finish the 

project. Such as when we finally do the cleaning work, need to clean the corridor 

garbage. If is the Thai people, they would start to clean up from the top floor, to put 

the rubbish from the top to the lower, finally, once cleaning all the garbage on the 

ground floor. But Chinese has no this clean plans after end of the project, just clean 

where they want to clean, which according to the schedule of delivers houses, which 

house need to deliver to customers they will clean that floor first, sometimes starting 

from the lower floor, sometimes from the top floor, there are all disorderly 

arrangement. Thai people always will arrange the work to the most easily degree, to 

convenient themselves to work. 

 

Of course, the language is certainly a big problem when we work with foreigners, but 

if we can understand each other's ideas through communication, trust each other, rest 

assured that others to make decisions, also superiors trust subordinates, give 

opportunities to subordinates to put forward their own ideas and to make a decision, it 

would be easier to work together, on the contrary, if the superiors anyway would not 

hear or accept the advice of subordinates, would not give the opportunity to 

subordinates, whatever are according to their ideas to make the decisions and they are 

the one who make the decisions, the subordinates only need to obey their instructions, 

it would make us feel not good when work with them.  

 

It does not necessarily follow the ideas of us, but will at least give opportunities to us 

to put forward our own ideas, because sometimes may the advice of us not the best, 
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the superior might want a more appropriate method, or maybe to use a part of the 

ideas of the subordinates, it is can acceptable and understand, but not all the things are 

decided by the superior only, if that we will not have the opportunity to put forward 

our own ideas, to work with our own ideas, which will make us could not to increase 

our knowledge. We are designer, we will be hoping our ideas can be presented by our 

works, this can be called a designer. But if we are always according to the instructions 

of others to work, that we are just an ordinary drawing worker not designer. 

 

Chinese are always want to move the way of working in the China to Thailand, they 

want to make it work in Thailand like working in China, rather than try to adapt and 

cater to the way of Thailand. For example, the design of construction system, 

sometimes they will directly apply the design of Chinese architectural system in 

Thailand, such as hydropower system, however some may be same as in Thailand, but 

some are not the same, it cannot be applied mechanically. In this way, I feel it will be 

a little hard to work with them, also we won't get a good knowledge of working mode, 

we cannot learn from them, because our work in the different way, so the way we 

learn from them may not work in Thailand. 

 

7. Secretary Department Manager, Ms. Patti 

English summary translation: 

I‘m Thai people, 29 years old, and take the manager of secretary department. I have 

never been to other countries to study or work. I only can speak a little Chinese.  



  
 

121 

My work responsibility is help CEO to deal with all kinds of issues, like arrange the 

meeting schedule, check the document before send to CEO, also help manager of each 

department deal with the work problems. 

 

When I‘m study in university I has been studying with Chinese. I felt it is different to 

work with Chinese and Thai people. First, the way of working and the way of 

thinking for sure not the same, then whether it is the way of education, the way to 

start work, the way to ending work is not the same, culture and the way to division the 

work also is not the same.  

 

Chinese very hard-working, and Chinese competition is fierce, they always silently to 

make the competition, even they are friend. Thus Chinese work division is very clear, 

there is no compromise. This part is your work and this part is his work, you do your 

part and he does his part, they will finish the work separate.  But if Thai people we 

will do together and help each other. Chinese would like to finish the work with their 

own skills and knowledge, but not use the interpersonal relationship in the work. 

Opposite Thai people may use the interpersonal relationships to ask help from others, 

then next time if someone else need our help, we will help them also. But the Chinese 

I have study with always division the work clearly, this is your work they will not 

help You, you done by yourself. When it's time to hand in the homework, and then 

combine the homework together. Thai people consider that group work is a very 

interesting thing, they will feel great, now they are a group, they can work together. 

However, Chinese do not think like that, they will divide the work into many parts. 

When the time to hand in the homework, if the part you finish not as well as others 
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done, and there is obvious difference between good and bad work, in this way they 

will regard the bad work as yours, it is none of their business. But Thai people will 

not like this, we will help together, even this person study is not good, can do nothing, 

but we are in a group, we will help him, and we will not complain that you do more or 

do less. Thai people will not want to fierce competition, this is also the weakness of 

Thai people, because they will always help each other, so the weak can never grow. 

On the other hand, if like Chinese that the fierce competition will cause them not have 

the feeling of happiness during the job, because they are too persistent and serious 

competition.  

 

In Thailand there are a lot of regulations and rules in the company, Thai people do not 

only look at your work results and your ability, even if you work very well, your 

ability is very good, but your age is not reached, they may not allow you to become 

the leader, even if your ability are better than everyone else in the company, 

increasing your salary also is impossible, this is the job maturity rules of Thailand, it 

will not pay attention to your ability and your work result. For example, my ability is 

better than you, but you are working in this company for 10 years, and I have only 

been 2 years, even if we are the same age, but I still cannot be your supervisor. But if 

Chinese, they will value your ability and achievements, if you work well, you have 

the right to choose the positions, increase your salary, also can be a leader, your age 

will not be the most important factor. 

 

Sometimes Chinese people are too over strict and serious about the work, for the Thai 

people, there is no need to be so anxious and serious, for example, the manager of 
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construction department need to find the boss to ask the money to pay for supplier, 

but at that time the boss was having a meeting with the guests, and the manager said 

he was very hurry, he have to get the money right now. In fact, it also can pay it the 

second day, it is not really very hurry, just the manager nervous by himself. Because it 

is his own work, he has to make sure the part of his own work have been completed, 

thus ignoring other things. Chinese will always value their own things, while ignoring 

the impact on the surrounding people.  

 

Chinese do not like planning, most of them are thinking and then to do it immediately, 

it is too pressure to work with Chinese. Their thinking running very quickly, and if 

they thinking about what they have to start it right now.  On the contrary, if Thai 

people want to accomplish anything, they will make the plan two or three months ago, 

and then follow the plan to make it step by step. Thai people are accustomed to follow 

the rules, even if there is an urgency they also need to follow the rules, but can give 

you a special case, and after finish the work you should explain all the details of the 

job, what the work is it? Why it is hurry? But in the process of completing the work, it 

should also follow the rules, cannot be violated. For example, the allowance of 

emergency business trip, according to the regulations of the company will be given 

1000 baht per day, even it is urgency but still cannot more than 1000 baht. But for the 

Chinese, if it is urgency that everything is possible, even it is out of the rules. 

 

Chinese are hard to control, like If I said that the boss was not in the room or the boss 

was meeting with guests, and told them cannot enter the room, but they would not 

hear, still go into the room. Sometimes Chinese people are too confident, they do not 

believe Thai people. In my opinion, I think most of Chinese are look down Thai 
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peoples, they think that Thai people working efficiency is low, and lazy, work ability 

not good as Chinese, thus they have no confidence in our abilities. Therefore, I have 

to find a way to change myself, change my ways of working and way of speaking, so 

that to make we all can accept, let everyone can accept and follow the way, instead of 

taking the way do not care about other people. If I go to work in China, I will take 

over the way of Chinese, in the same way, here is Thailand, you come to work here, 

you have to change yourself, allow yourself to adapt to the way of working in 

Thailand.   

 

This is the best way to prevent a problem cause by Chinese do not believe in the 

ability of the Thai people. As long as we can finish their work once, then they will 

believe that we have the ability, and in the future if we say something, they will 

believe that is true and can be trusted. Just like as rumors say the toilet in China are 

dirty, but when one day they went to there see by themselves, they may find it is not 

same as the legendary, thus the fixed impression will change, just as not every 

Chinese is diligent, and Thai people are lazy. We have to broaden our mind to feel 

about, do not be bound by certain ideas, in this way can reduce many problems that 

caused by two different cultures. 

 

8. Customer service department Staff, Ms. Alice 

English summary translation: 

I‘m Thai people, 38 years old, and take the employee of customer service department. 

I have no experience of studying and working abroad. I in charge of the customer 
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service, to answer the questions of customer, and sometimes will help the sales 

department to deal with the apartments selling problem.  

 

The difference between Chinese and Thai is personality. When Thai people 

distributed the work, they will be more modest, they do not give the order, but to ask 

for help. While Chinese more like to give the order to distributed the work, and if 

compare, I would more prefer to help the gentle Thai people. Sometimes if Chinese 

met something hurry and they will be very exciting. The voice sounds like to blame 

me and make me so uncomfortable. I would think now you are asking me to help you, 

but your word is like a command. So why I have to help you? This is the personality 

where the Chinese and Thai people are different. In the concept of Chinese is to order 

a job, and the Thai people is to help to finish the work. Thus the relationship between 

the superior and the subordinate for Thai people are more like brothers and friends, 

but for Chinese is really manager and staff. It is not to said the boundaries between 

the superior and the subordinate of Thai people are blurred, the level is clear, just 

work like brothers to help each other.  

 

In this way, to make us more willing to do the work, more want to get close with 

superiors and help them. As long as the superior has problem, we will help him, it is 

like to help brother and friend. But Chinese would not do like that, may be the same 

Chinese can accept the command working style, but not for Thai people. If the 

Chinese manager give an order to Thai people, Thai people will feel far away with the 

superior, not dare to close to the superior, and only complete part of the work 

assigned by the superiors, the excess part will not think about it. To complete the 
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work just because the pressure from the superior, they help Chinese superior are not 

same as to help Thai superior will try their best and think of the superior. For 

example, if the manager of hydropower department orders me to give the table of 

electrical appliances in the room to him, I will only print the table and give it to him. 

But if the Thai superiors asked me to help him to make the table of electrical 

appliances, then I will ask him only the table of electrical appliances is enough? Do 

him need more table of furniture or others?   

 

But the sense of responsibility, diligence and endurance of Chinese is stronger than 

Thai people. Thai people like lazy. When Thai people face a lot of work, they start to 

be lazy, which is means Thai people fight with work do not as Chinese. Thai people 

like to be late and delayed, the deadline of the work pass already but the work still not 

finish. Thai people used to rest, rest first and then work. But Chinese always on time, 

go to work on time and finish work on time. If Chinese received a job they will know 

when is deadline, for example, when you receive a job and ask you to finish it 

tomorrow. Your enthusiasm will tell you to seize the time to complete the work today 

and submit it tomorrow. But for Thai people, at the beginning they will be lazy. They 

would like to think that only a little time, is it possible to complete it? This is the Thai 

people. They will think they cannot do it first, but they would do it, just like Thai 

people always be late but they will come. And finally, if unable to hand over the work 

on time, they will give a lot of reasons, such as it is too much work, or less time to 

finish. For the Thai manager, they may will accept those excuses, but for Chinese, you 

should give an appropriate reason, they will not hear the excuse. For example, if you 

be late, and you explain to Thai manager that because of the traffic jam, this is 
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acceptable. But this explanation is not accepted by the Chinese, instead of giving an 

unavoidable reason, like have an accident on the way. 

 

Therefore, if Chinese could understand the Thai language and understand the way of 

working of Thai people, I would more like to work with Chinese, because I think that 

Chinese are more active and diligent than Thai people. Because Thai people are lazy 

that they want a leader to guide them to work, if all the lazy people work together, 

they will be lazier and the work will never be finished. But if I work with active 

people, they will urge me to finish the work quickly, which will make me become 

more active, and get a good result in my work like promotion or salary increase. This 

is also the reason why Thai people like to work with Foreigner, because Thai people 

think that foreigner are active, diligent and on time, when they work with foreigner 

they will get more work results which will result in value or salary increases, so that 

Thai people would like to choose work in foreign company, due to they consider 

foreigner are the active people and they good at make money, foreigner can find more 

money to invest in company, also in foreign company have good management.  

 

The advantage of management of Chinese is their plan, because they are good at 

thinking and creating, also the important point is they more active than Thai people. 

Although Thai people pay more attention to detail working, but their ideas of 

management are not as comprehensive and mature as Chinese, a simple analogy is 

like the staff in office and workers on building site, Thai people are more like the 

workers on the building site that with manual work more than brain work. Thai people 
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are very lazy, they like to follow the leader, let the leader guide them how to do it, and 

they do not have to think by themselves.  

 

The most important thing for me about the work is the reward, the reward of this job 

is it enough to support my daily life? If it can support, I will consider that can 

colleagues help each other? And can I get along with them？ The other things about 

the future, like position I will not very care about.  

 

9. Project M&E Department Manager, Mr. Tom 

Chinese original transcript:  

我是中国人，50 岁，现任职工程电气部门主管。我在泰国待了 4 年。我会说一

点泰语。我主要负责大楼内电气系统的控制，包括安装和质量监督和维护。 

泰国人的思维方式很死板，如果他们不知道他们就会说他们不知道，他们不会

通过自己思考找到解决方案，你必须指导他们如何解决这个问题，以及如何处

理这种情况。泰国人都是教科书式的工作，他们不知道如何取巧。中国人的思

维很跳跃，泰国人的想法则是一步一步地慢慢走。例如，有好几条路可以到达

目的地，泰国人肯定会选择主要道路，不走捷径，这是泰国人的想法，因此他

们工作缓慢，效率较低。因此，大多数外国人来到泰国工作，都是担任管理职

位，因为这似乎更适合外国人。 

例如，有一个挖地基的工作，这个项目的总工作量需要三个工人一起挖一天。

如果主管是泰国人，他们就只会安排三个工人工作一天，但如果主管是中国人,

他们会考虑只要一个工人工作一天，并支付他两倍工资，这样不仅可以为公司

节省劳动力资源还同时节约了费用。 
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对泰国人来说，他们不想做出改变，他们愿意根据原来的设定，也不会想去找

一个更好的方法，这是和中国完全不同。中国人总是希望能找到最合适的方法

来解决问题，因此他们总是保持思考和做出改变。 

另一方面，由于这个原因，泰国人心地善良，不会耍花招，他们是简单的人，

很容易与他们相处。也可能是他们是一个佛教的国家，他们相信善有善报，恶

有恶报，所以他们只是追求简单的生活，他们没有对金钱的强烈追求。为了赚

更多的钱，他们不会像中国人那样努力工作，他们只是想在工作后放松一下。

在泰国人的观念中，节日必须休息，没有工作。如果经理要求泰国人在周末或

假期加班，泰国人就会非常反对，即使给他们加班费用，他们更愿意在家休

息。相反，如果让中国人在周末或节假日加班，他们会很乐意，因为他们可以

挣更多的钱。在我看来，泰国人民眼中最理想的工作是: 高工资，少工作，离

家近。大多数泰国人都无法忍受苦难，有时候，如果工作需要付出更多的劳

动，或者付出一点努力，他们就不愿意去做。 

另外，他们的责任感也不强，他们喜欢推卸责任。当你指出他们错了的时候，

他们会为自己找很多借口辩护，但事实上，有时我们指出他们的错误只是希望

下次在同一个地方不要再犯错，而不是为了责怪他们。但他们不理解，他们认

为我们正在找他们的错误。 

当我和中国人一起工作的时候，我们不需要交谈，只是互相看看对方，我们就

会知道对方想要什么。但是当我和泰国人一起工作的时候，即使我们有交流，

但是有时我们仍然不能理解对。所以当我和泰国人一起工作时，我必须非常清

楚地解释我想要什么，他们应该做什么，等等。最终，这是由于语言的问题。 
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泰国人的工作效率很低，如果今天只剩下一点点工作，他们就会把它留到明

天，他们不会再多花一点额外的时间来完成今天的工作。因此，我通常会给他

们有限的时间，我不在乎他们用什么方法，但是他们必须在时间内完成工作。

通常情况下，他们会在最后一分钟把工作交给我，这样我就会缩短他们为自己

留出更多时间的时间。 

当然，它肯定会对工作的结果产生影响，特别是在与时间相关的工作上，如项

目请款，如果我们不能按时将项目预算提交给财务部门，这个月的项目资金就

不会得到批准，就需要等到下个月再申请，这将导致整个项目进度的延迟。因

此，与时间密切相关的工作必须严格要求按时完成。 

 

English summary translation: 

I‘m Chinese people, 50 years old, and take the manager of project department. I have 

been in Thailand 4 years. I can speak a little Thai language. I responsible for the 

control the electrical system in the building, including installation and quality 

supervision and maintenance. 

 

The way of thinking of Thai people are very rigid, they are completely inflexible, if 

there are something they do not know they just said they do not know, they would not 

find the solutions by thinking by themselves, you have to teach and guide them how 

to solve this problem and how to deal with this situation. Thai people doing 

everything base on the book, they do not know how to tricky, while thinking of 

Chinese is jumping, but Thai people‘s idea is to walk slowly that step by step. Such 

as, there are several roads to go to the destination, and Thai people must choose to 
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take the main road, do not take the pathway. This is the thinking of Thai people, thus 

they work slowly and inefficient, so most of the foreigners come to Thailand to work 

as the management positions, due to it seem more suitable for foreigners. 

 

For example, there is a foundation excavation work, the total amount of this project 

requires three workers to dig for one days. If the manager are Thai people, they will 

just arrange three workers to work for one days, but if the manager are Chinese, they 

will think about that just ask one worker to work for one days, and pay him two times 

salary, in this way can save labor resources and money for company at the same time.  

 

For Thai people, they do not want to make a change, they would like to according to 

the original setting to do, and will not to find a better way, which is totally different 

with Chinese, Chinese are always want to find the most appropriate way to solve 

problem, thus they always keep thinking and make a change. On the other hand, in 

this reason, Thai people are kindhearted, will not play tricks, they are the simple 

persons, are easily to get along with them. It also may be they are a Buddhist country, 

they believe good begets good, and evil leads to evil, so they are just pursuing a 

simple life, they do not have a strong pursuit of money. They will not work as hard as 

the Chinese in order to earn more money, they just want to relax after work. In the 

concept of the Thai people that the holiday must have a rest without work. If manager 

ask Thai people to work overtime on weekends or holidays, Thai people are very 

against it, even pay them overtime, they are more willing to rest at home. On the 

contrary, if ask Chinese to work overtime on weekends or holidays, they are willing 

to, because they can make more money. On my opinion, the ideal job in the eyes of 
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Thai people is that more money but little work and close to home. And most of Thai 

people cannot endure hardships, sometimes if the work needs to pay more labor or a 

little bit hard they will not want to do it.  

 

Also their sense of responsibility is not strong, they like to shirk responsibility. When 

you point out that they are wrong, they will find a lot of excuses for their own to 

defense, but in fact, sometimes we point out their mistakes just in order to hope them 

not fall in the same place next time, not really to blame them, but they do not 

understand, they think that we are catching their mistake.  

 

When I work with Chinese, we do not need to talk, just have a look on each other, we 

will know what do each other want. But when I work with Thai people, even though 

we have a talk but sometimes we still cannot understand each other, so when working 

with the Thai people, I have to explain very clearly like what do I want, what should 

they do or so on. Eventually, it is because of language problems. 

 

Thai people's work efficiency is very low, if there is only a little bit of work left 

today, they will keep it to tomorrow, they won't be willing to use a little extra time to 

finish it today. Thus, generally I will give them a limited time, I do not care what 

method they use, but they have to finish the work within the time. Normally, they will 

send the work to me at the last minute, so I will shorten the time for them to set aside 

more time for myself. 
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For sure It will certainly have an impact on the results of the work, especially in time 

related work, such as project payment request, if we cannot submit the project budget 

to the finance department on time, the project fund of this month will not be 

approved. It should wait until next month to apply again, which will cause the delay 

of the whole project progress. Therefore, the work which is closely related to time 

must be strictly required to complete on time. 

 

10. Customer Service Department Leader, Ms. Anna 

English summary translation: 

I‘m Thai people, 41 years old, and take the leader of customer service department. I 

have no experience of studying and working abroad.  

 

I am in the Customer Service Department, mainly responsible for customer service, I 

in charge of the customer service of all the customers who bought the apartment in 

our company. Simply speaking, customer service department is responsible for all the 

rest of work after the customer signed a contract to buy an apartment, like answer 

customer questions and solve customer problems, transfer apartment. 

 

I often need to communicate with Chinese, but fortunately, our company has 

translator, they can help me a lot. Because the people in the high position in our 

company, most of them are Chinese, when I talk with them I need the translator to 

help me.  
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Chinese always want to do everything according to their mind, but sometimes this 

idea is not fit to customer, like in order to save cost for company, the manager ask to 

change the high price electric appliance to the lower one. When this situation 

happened, I felt not good but I have to follow his idea, because his position is higher. I 

can put forward my opinion to him, like it is good or not good to do like this, if do 

like this what problem will happen. If I have made a suggestion, but he does not care, 

still act according to his own decision and ask us to do follow him, I would follow his 

idea. Because if there is feedback that will impact on company but not individual, so I 

do not mind, just when we communicate or explain with customer will be 

embarrassed, and sometimes we will be scolded by customers, but we have to accept. 

 

When Chinese discuss work like to speak loudly and give orders, but Thai people are 

more gentle when they ask others for help. For example, when Chinese ask others for 

help, they will order like you do this for me, and Thai people will ask could you help 

me do this? This is a big different of the way of speaking between Chinese and Thai 

people. If I can choose I would more like to help the people who speak gently.   

 

And Chinese people always believe in themselves more than others, most of them 

make their own ideas into the main, so they are rarely listen to other people's advice. 

Sometimes we had good ideas to suggest to them and asked them if they wanted to try 

it, but in the end they chose to take their own way, they though their method is the 

best, they more believe in themselves and more confident with their own way of 

working than us, due to their working experience, their work position, their 

responsibility and their ability. They thought from the perspective of the manager, 
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thus they tried their best to save for company, even ignore the feelings of customers, 

they felt that the company should be like this in order to save, but I‘m the person who 

between company and customer, and I‘m Thai people, I know this is kind of way may 

make Thai customer feel bad. However, they do not care, they put the company in the 

first place. 

 

Another problem I encountered when working with Chinese people was that Chinese 

only pay attention to their own work and only in accordance with their own way of 

doing things, not good at communicating with others. For example, when company 

held a press conference to announce the completion of new projects, the activity is 

arranged by a Chinese, but when she have done everything she did not tell anything 

about the arrangement of the activity to other person who would help hold this 

activity also, did not explain her plan. Her ideas only know by herself, thus when on 

the press conference, the other staff can only be arranged in accordance with their 

own ideas. After everything is nearly done, the Chinese just said that the arrange is 

not right, the reporter's seat is not in this area. If she has already arranged, why does 

not she to communicate with others, until all things are almost completed and jus to 

correct.  

 

Chinese before do anything they will have a plan, but they do not communicate with 

others, just keep in mind. While Thai people are each small details will communicate 

clearly, they have a meeting again and again to make sure everything is ready and 

clear before to take the action. Maybe the Chinese think they're great, they have the 

ability to complete the work. But the ability of one person is always limited. 
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Sometimes the advice of others may take care of the aspect that you did not take into 

account, through communicate you will know something that is beyond the range of 

your cognitive.  

 

This problem is also reflected in the management system of this company.  In the 

company where I worked before, we have meeting every week, to communicate with 

each department and find the problem of each department, then to solve them 

together. For example, for now the problem of sale department is due to the design 

department has not send the update drawing to the sales department, and after meeting 

the design department will know this issue and will send the update drawing to sale 

department directly. This weekly meeting will help to reduce a lot of problems, 

because the problem has been solved when it is not very serious. On the contrary, 

there is no periodic communication between each department of our company, so the 

problem is often deal with when it is very serious. 

 


