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Thhi pncticum exornitles the iathience of Chinese ailMIiI cburcteristics on the 

ovsr-rll9uccess and SurMval of a smaü -le of businesses mder Chmese 

managemmt m the City of Wmnipeg. Rcsults oftbis pncticum have implications 

for busiuess deve1apma1t plmiiiog and oommmiiy c«nomic 

dcvelopment plimiiag witbm the Manitoba context. 

ResPLs suggest that three Codbcisn ideologies, s p d d y  ' c o n f o ~ ,  '&ce' 

and 'collcdivity' are key fàctors m omin buthesses unda Chinese management 

m Wimipeg. These aihunl cha.racteristics influence business plsnning and 

decision-making in thm ways: i) they contfibute to common and sbared values 

among Chmese employers rnd employees; n) they establish a basis for mutuai 

understanding and compbce with routine and neccssny ta&; and m) they 

coiimbute to stable wotkmg rehtionsbips and organisational behaviour. 

The resuits of tbis pncticum suggest that community economic developmmt 

shouid consider the mhrence of culhue m dmeiopment stntegies targeted at 

specific business cornmiinities Simüarly, public policy planners m governent 

agcncies d as Manitoba uidusüy Tomhm and Tnde Department who are 

cmcemed with ChPiese business immigrants could rlso dwelop cuitural 

assistance poliaes for buSmes development m Wianipeg, or other proMnciai 

centres. 
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1.1 Background 

Ove the pst two decades thae hm bean a steady stream of immigration of 

Camese people to Western in- . .  c o d e s  spCh as the Uded States, 

Canada, Anstda, New Zeahd, ad the United Kingdom Avdable statistics 

(Business Wed,  199150) indicate that fw immigrants in the category of 

"business immigrants", Canada nmrino the foremost deshaticm. More t h  

ii0,ûûO inmn'gronts iiom Hong Koag bave settled in Canada since 1984. A 

record 29,000 Chàiese inmigrnits arrived m 1990 and Business Week predicts 

200,000 more by 1997 when China resumes wvereignty over Hong Kong. 

lmmigrmts under the business immigntion categozy contribute thea energies 

and îbuces to the economic deve1opment o f  Canada. 'Ibis infiwc of Chinese 

business irmnignmts has lead the Csnrdirn govanmcnt to introduce business 

asgstance programs. In 1985, the Merai govemment annomceci the 

mtroduction of the first of such pmgnms d e d  the "Business Start Progmm" 

(Manitoba hdustry and Tomkm, 1991). This program v i ~ ~  htended to foster 

entreprend acbnnry among business immignuts. Specifiolny, the pupose of 

the program was stated as fbiiows: 

To pmmote the suaers ofnew business startup by ensuring that aitnpreneurs 
ha= nilly researched their idsu by man< d a  canpreh~ll~ive business plan, 
by dering business training and coiniselling and by pmvidhg access to fiinding 
througb a ban pfantee  ( Manitoba Industry, Tcade and Tourism 1985: 1). 



hi spite of the variety of the busmess assiStrnce program o f f i  by the 

PtoVmce of hirnitoba to encourage eatnpreneurjal a- amcmg business 

immigrants, many CbPese entrepreaeurs in W i i e g  have encotmtered 

~ C U h i e s  in snccedblly d g  up th& d buSmesses. For exomple, a shidy 

by thc W i e g  Chinese Commmiry (1992) revealed that the City of Wmnipeg 

is comidend by many Chmese immignnts ody as a "stepping stone". 

Subsequedy, more thm haif of the Chmese business mmigmnts tend to move 

out to other dies  such as Vancouver and Toronto. 

Ahhough the outflow of Chinese entrepreneurs has been attributed to the 

economic recession in Wimiipeg and the city's geographicai location, it m y  nlso 

be the nsult of hadequate support for wouîd be or prospective entrepreneurs. 

G i v a  the role of entrepreneur and the private sector m job creation and 

economio development, iî is important to examine the fictors that infiuence 

succcssail smaii business dmlopmat m Wmnipeg. AccorâinBLy, the purpose of 

thh shidy is to explore the idhténce of Chinese cuitumi characteristics on the 

development of Chiaese d bushieses m Wmaipeg. 



Traditiody., o ~ t i o n a i  s&ciivenfss, or perfbnmnce, lus been acplained m 

terms of soimd mawgcrùl pmctices aad dcvdopmc~t of appropriate 

orgMiPItionai structures (Whidey, 1990). Perhips id luend by this technicd 

orientation to o ~ t i o n a l  pdonnance, the Canadian business assistance 

programi for immigrants has aiphashl  on the development and mtegotion of 

technid aspects and mmrgement pràlcip1es However, there is a growhg 

tecognition in the management and intemationai business l i tahne  that cuhwrl 

characteristics of a nation do Muence management pnctices and paformaaces 

(Ho&ede, 1980; Redding, 1990; Ogbor, 1990). 

Therefore, given the importance of smrll business development m Wmnp>eg5s 

eamomy, it is important to understand the role of cuiture in the dwdopment of 

snill businesses m an Mgration centre iike W i e g .  The City of Winnipeg's 

1990 Ta& Force identifid economic developmnt as the Ci's highest policy 

priody. In parcicular, job creation was COIlSidered a 'must'. The Ta& Force 

Report showeâ that growth in the C i i s  smaiî business -or, between 1984 

and 1988, had resuited m the creation o f  24,000 jobs. These additional jobs 

represented an 8.5 percent mcrerse (Ta* Force Report, 1990: 5). Therefore, it 

is important for m e  and business ddopment p h a s  to idcntify ways 

to encourage anaii business success in W i i e g  and to mcrease job 

oppommities. Winnipeg is a multi-cuhural society. The City of W ï e g  is no 

longer a society dommated by one cnhurol group. Accordmg to the 1991 

Canadian C-s (Strtistics Canadq 1991), the Province of Mmitoba 



comprised five major ethnic -S. ïhe Cbmese popalnion represented 7.7 

p c r m  of Manitoba's popdation and was the fiftb West group. 'Ibis suggcst 

public poky  plamiers and eoonomic dtve1opment plrnners need to consider a 

broader jndkuhd look at the Ciîy m tams o f  development needs and 

mtaests of these various c u b a i  coairnimities Hop-, the nsuits of this 

practicum wiü identify çome aiEhirrl characteristics importrnt to p W g  for 

the m e s e  business comumity. 

The ht objective of this practicum is to consider if there is a reiationsbip 

between Cbmese cultural characteristics and the s u c c e d  development of 

Chinese smail business. 

The sccond objective is to examine ifselected camuol characteristics positiveiy 

afEect smaiî business development and so m wbat mamer. 

Similarîy, the third objective is to examine if thne selected cdturai 

characteristics negativeiy idluence business opentions and if= m wbat mamer. 

1.3 O v e ~ e w  of Racticum Orginisrtioa 

Chapter Two is a review of iiterature deaihg with the underfymg belief systems 

and v h e s  that govem Chinese ailtufal behaviour. D provides links in the 

relationship b ~ e e n  Chinese culture and Chinese busineu management. 



Chapta Thne descnies the methdology used in th& study and presents the 

n a i i i s  of interviews with key idbnmnts h m  the Wiinipcg Chinese busiaess 

coamirmiry. Iii Chapter Four, kdiags of the stady will be disouaPcd Focus wüi 

be a disusion on implications of Chmese cukinl chruacteristics on W i i e g  

Chinese business management F i ,  Chapter Fiive presents the 

recommendations for f t w e  comnnmity eccmomic development. 



CEMïUC TWO: CULTURAL DIMENSIONS OF CHINESE 

BUSINESS ORGANISATiONS 

2.1 The Rob of CPltwt in Businma Pdormciirct 

hi reocot ycrrs, the supaior ewnomic performance of East Asim corntries 

compared to the West bis aroused the mterest of scholrrs such as Hontede 

(1980), Khan (1979) and Redding (1990), wbo eYnmined the role of culture m 

d business success. For example, W d d  Bank Data ( HofStede & Bond, 

19885) shows Smgapore had rn average annuai growth rate of 7.6 pacmt  over 

the past 20-year period; Tpiwln 7 percent; South Kosma 6.6 percent; Hong 

Kong 6.1 percent; and Japan 4.7 percent. These rates are considerabiy higher 

than the growth rates m developed nations, mcluding Austnûb (3.5 percent), 

Btitain (1.6 percent), Canada (2.4 percent), and United States (1.75 percent) 

over the same period of time. 

Reddmg and Wong (1986) attriiute the business success of East Asrn coutries 

such as Jqan  and Smgapore to a common cpihiril henirge. Khan (1979) 

proposes the ‘Test-Coafiician hypotliesis", to expiain the positive ewnomîc 

perfotmpoce of East AsiPn countnes. There is a considerable litarttue on the 

fàctors contri'butiug to d business fàjiure and success m North America. 

These hidies are, in pprs the remit of the high fidure rate of d businesses in 

Noah Amaica. Timmons (1985) repoits thu 40 percent of ail new businesses 

CIü withm the îirst year and ody 10 percent sunrive beyond ten yem. Similady, 



FuvoIdm (1992) hds  tbit m 1990, 11,024 smrll bnsinesses declared 

bmlrmptcy m Cana& and 13,000 m 1991. hi wcr 90 peicgt ofouch cases, the 

Givea tbrt Westem management theorists are of the view tbrt business tidures 

cau be avoided through soimd mnaagetllglt practices, it is important to 

undemtmd the cuituni concepts of Westem management tbit leads to '6sound 

managanent pmctice". 

2.2 Factots Contributhg to SmaR B~riDas Succcss and Faüure 

Factors wntributing to d buSmess success ot fidure can be coiisïdered Usmg 

two approaches: prescriptive and descriptive ( Ghoéi, Teo & Low; 1993). Each 

approach is çummuised as foiiows 

The presaiptive approach focuses on business fàctors that contribute to the 

success of an entrepreneur. The key mgredient identifid m the iiterature is 

management slâU It suggests that any siiccessfùi emtreprcneur must acquire 

mpnagd skills and techniques that enable hodher to deai witb problems in 

evay phase of the business cycle. In particular, management &Us m the areas 

of p h i @ ,  fjnancing, accomtmg, marketing and personnel are considered 

important (Chrnnud and English, 1989; Tinmnon, 1985; Fuvolden, 1992). 



Eirswdl (1989) linlrs ths mrni case of buSmess fiiha to management 

~ C O ~ ~ ~ C I I C ~  and mexperieoce. Wood (1989) amftms that hck of capka& 

ibncial caotml and acoounting hhmation, management slrin and eriperience; 

and the iubiaty to rcspond to changes, m the major fictofs in d business 

bihm. Chmirrd and English (1989) suggest that e n t r e p r e n d  success 

depcoâs won the fonowiag criteni: keepmg good records, maintahhg financial 

mmigcmcot, W g  experknce and miders&an&g of the market, seebg and 

using e x t d  adviscrs, and avoiding Mff problems Poiiock (1989) and 

Boikbim (1989) identiQ management sloiEls and the grthering of marketing 

mformation as vitai to entreprend success. ûaskiii (1989) identifies four 

key fidon for a s u c c e d  business: power, a business plm. a study of the 

competiiiotl md measurernent of paformmce. Mkaz (1989) a h  States thit 

plmamg is vital to a succe& bushess. Child (1986) h d s  that success.fÙi 

entrepreneurs are able to develop a common value systm withm thea 

oqphdon, ensure adequate capital, devclop a forrml business pian, monitor 

the business on in ongoing basis, nt& a marketing ~mtegy, and dekgate 

authody. 

The prescriptive approach h f o r e  suggests that succe& entrepreneurs 

possess a distinct capacity to d e  decisions, solve problems and to use 

resources effectiveiy and efficientty. They llso use scientSc management 

methods to achieve organisational efficiency. Scientific management uses 

'objective7 quantitative criteda m decision making rather than relying on 



managers experience or mtuition. The basic piemiSc ofscientific management is 

a beüg that o ~ t i o d  probiems MOW definable patteay and systematic 

bvesti@m Win unCover those pattem. Thdore, mathematics, logic and 

quantitative modekg are wideiy used m the process of pioblem s o h g  and 

decision making. 

Scientific management aiso mvohres speciilintion of labour. Classical 

matmgement theory originoted wiih Adam Smith (1776). nie specialization of 

labour memt the M o n  of a complex job mto simpler ta& thit one person or 

group couid carry out mdependently. Therefore, organisations tend to develop 

several hctional departments (such as finance, h m r  resouces, and 

matketiag) ta organise management units around s p d c  work activities. 

Classical economic management theory s~ggests a number of benents associated 

wah specialisatiou. Fnst, spearasltion helps mcrease produaMty. Second, 

gecialisrtion p d s  managers to efficiently supervise lnge number of 

employees. Third, specializption decreases tniamg rime. Fouah, specialization 

contributes to higher quality products rad services. F i ,  speciakation cm 

facilitate the achievemeat of bigher complex goals. 

In contrast to the pnscriptive approach, the descriptive ipproach focuses on 

mdividual characteristics as the key to the success of an entrepreneur. This 

approach suggests that the qurlity of management depends on the personality 

attriiutes of a leader. Ha1 (1989). for mstmce, identifies five personality 



attributs d c a i  to the success of a eiiill business venture. These are: i) drive; 

tecbnioll lmowiedge. Sihm (1983) states that a successhl entrepreneur needs: i) 

hart; ii) patience; m) diiw; iv) courage; v) the rbaay to co-opente; and vi) rn 

uuderstmding of levenge. 

J i  Gagan, CU) founda of United Consumer Chb (1987), believes that 

honesty and mtegrity are cruciai m buiidhg a succe& business. Smiilprly, 

Niehouse (1986) identifies the characteristics comanonly found unong 

s u d  smaii business entrepresmrs as: personai vision; an abüity to organise 

resources; creativity and mmition; a beiief m ideas as a source of motivation; 

action-orientecl; risk taking; impatience; restlessuess; independence and 

mdividmbm Sexton (1985) demibes an cnmprenemr as one who is tolemt of 

ambiguity, prefer autoaomy, enjoy ri&-taking, resist conformity and eady adapt 

to change. Chamard and Engüsh (1989) state that the characteristics of a 

successail entrepreneur inchide drive, energy, setf-confidence, goai setthg, 

sense of timing, risk-taking, ab- to deai with &hue, abiüty to deai with 

uncatahty, and a wüliugness to accept feedback 

The descriptive approach basically focuses on the leadership style of an 

enmpreueur. It postulates that t h e  are three important leadership attributes 

influencing entrepreneurial behaviour. One attriiute is an orientation toward 

effieness.  .'lhis suggests that an entrepreneurid octMLy is a pmcess 



irmohring r number of mterreked activities It finthex @lies that an 

amepraicur has certain leamed attitudes, or 6 p d c  beliefk, about activities and 

situations S u d  entrepmeurs ue flemib4 adaptive to change, good at 

d d h g  with human reiaticms and cornuninidg with 0th- m different 

The descriptive approach also emphasizes the importance of conceptuaüsation 

and abstract -thinkmg to mai i  business success- A successfirl entrepreneur does 

not mereiy follow the traditional method of business operationa, but explores the 

en.onment and formulates strategies to ensure that the organisation adapts to 

chrnging opportimities. Amibutes such as innovation, creatMty and risk talriiig 

are important in enablmg entrepreneurs to try new ways to improve productivity 

and pedomance. 

The thid emphasis of the descriptive approach is motivation to behave m an 

entreprend mamer. The basic assunption is that eveq individual is d r i v a  

to use his or ber entrepreneurial and orieatation to Satie needs For 

example, a nad for power may drive an mâividuai to find a position that alîows 

M e r  to be iduential m decision d g .  (McClelhd, 196 1) This need for 

achievemept undatines the success of most eutsepteneuriaï rctivdies. 

The prescriptive and descriptive approaches both provide management 

researchas with an exphnation of the impact of specific structurai arrangements 



1990; KWride, 1991) bave highaghtd the I0maiaions of the prcscriptive and 

descriptive roproaches for exphinhg d business succcss, Particuiarly, 

n s a r c h ' s  efforts to understand the growth of m t d o m î  business has 

rwedeà a mukiplicity of fictors (such as politjcs, extemai donment, unions, 

and culture) that signitiamtiy contribute to the growth and success of 

intexnationai 'Jrian business. 

2.3 Cultural Dimtasions of SmaU Busintsa Succcss 

Not until the late 1970s and euly 1980s did teseuchers become mtaested in the 

cross-ailhnil study of orgaukations (Ogbor, 1990). H8ving attempted to 

examine the implications of culhue on management pnctices and organisational 

structurey researchers found thit organisations did not fimction as a closed 

system, Rather, organisations were open systems constmtly Muenced by 

Culhire is useà and defineci by various fields of study. Anthmpologists, 

psychologists, hisiorinns and social scieatists d dehe cuhure differently. For 

example, anthropologists gen- view culture as a compiex system whicb 

embraces .El of a societfs 'folkwa~I. Sociai scientists denie cuîture as the resuit 

of human design and appüed tedmology through bistory (Wickhohn and Kelly, 

1945). S O U  anthropologisls, howeveq view human beings as having a social 



and bioiogicil heritage (MeadJ937). Thus, cahPn is bterpreted as a hentsge 

passing h m  gaieration to geaention. PsychoIo~s view culaire as social 

a d m t  or a problem sohing device that mvolves mutual Ieaming- 

Neverchtless, for a better understanding of the nlitioOSaq, between 

organisationai behaviow and culture, management researchers (Apfenike and 

Boddewyn, 1970) suggest tbat one sbwld adopt the %kaional approich". 

This approach views nilture as a set of ideas shnred by members of a group. 

Supportas of this approacb, such as Keeshg (1974). defines culture as an 

mdividuai's thsory of what M e r  fenows know or believe about the game 

behg ph* S w ,  Ho-ede (1980:25) sees ailhue as 'collective 

programtuhg of mind'. He deniies c h  as: 

the collective pmgammhg ofthe niud which distinguishes the manben of one 
human group h m  an ah=-... the Liseractive aggmpte ofcommon 
charaderistics that infiwnce a human group's tesponse to its environment. 

Two iniportant concepts are d e d d e d  in the ideational approach to culture. 

First, each nation or group has a subculture with unique charactaistics which 

make i~ distinct fiom other naticms or gcoups Second, cuittare is learned- 

Cuhural mheritmces are not geneticriiy transfiied; they are acquired tbrough 

humia sociai conditioning nom birth and the process continues throughout 

one's We. 



Thdore, in this study the term culture is dethecl as: a procas of co0eetive 

mentrl progtamming, in wtich it b part of humrn coiditionhg that it 

sharcr with 0th- memben of the same nation, regiou, or group, but mot 

with membcn of other nations, regbm, or groupa 

2.4 The Effcct of r National Culture on Busiacss 

Literatrae documenthg the effect of natiod c m h e  on oqnnirzational pnctice 

is numerous. By cornparhg Sapanese and French cJhny CroPer (19731, for 

example, identifies four basic elements tfut are vitai to the stabiliry of French 

organisations. niese elements are: i) impersonai rules; ii) high levels of 

centralisation; 5) the isoiation ofdi&nnt -ta; vi) the developwla of pardel 

powe~ reIatimships. Clark (1979) compares the diffèrences between French and 

British tobacco nmis He hds  that British tobacco companies are relatively 

more deceneoliscd thin the French wmplmies. hi addition, B W  fïnns have a 

les  rigid stratification system, and are l e s  reliant on impersonai d e s  As a 

result, British fhms seem to be more able to aâapt to environmental changes 

t&an French companies. 

Jarnieson (1980) compares structursl characteristics of managers m British 

compiws wità those m Amencan companies that operate in Britab- He hds  a 

signifiant digetence between the attitudes held by these managers. Americms 

have a relativeiy more open culture. Amencan companies focus primarily on 

human fàctors and tend to give more impoaance to the selection and apprPisal 



of miolgars. and to the training of sti& Ftwthellltl~xe, they made -ter use of 

managerial techiques By co~ltrast, British mauagers gonedy have a more 

closed cuiture. They emphasize human fidors l e s  md tead to give mon 

e m p h a b  to production- 

The mtematid management and busmess iitetature deanonstrates that there 

ue differences in organisational practices and performances iunong nations. 

Cuitumî hotors play a very sigeiscant role m contniuthg to these diffeterices. 

In recent yeus, management researcher HoBede (1980) developed a mode1 

whkb systematicaiiy relates mtematid dineremes to organisational practices 

(Lannaers and Hickson, 1979). B a d  on employee mterviews wiih multinationai 

organisations he developed a fimework for differeiltiathg chnracteristic 

national cultural dimensions. The four dimensions ideritifid and used by 

Hofistede are: power distance; uncertainty avoidmce; mdividiialj_an Icolleaivism; 

and mamhity If-. 

"Power distance" is used to masure the degree to whîch people accept 

inequiotY m power among mstitutions and people. 'Vncertainty avoidrnce7' 

measures the de- to which individails or societies attempt to avoid ambiguity 

and uncertainty. 'Individiialism" measures the degree to which people are 

expected to take c m  of themselves rnd/or individuais beiieve they are masters 

of theh own destiny ( the oppopte of Coflectivimi ). Fm*, 'Masculinity" 



maanes a~cssiveness and the degm to which people have a prefetence for 

ichîcvemmt, d e n e s s ,  and mtcrirl sacces ( the opposâte of fkmhidy ). 

For example, using Ho&ede's system, the United States scored high in 

iidivYhuüsm" and adopts the leadership theories b a s d  on the pnsumed needs 

of individupls, while Asian orgsnisntions wah hi@ ucollective'' ocores tend to 

put more empbssis on group mterests. Sninrarty, smployees m the counnies with 

Iow 'bpower distaoce" (such as D d  and Sweden) are more mcbed to 

patticipate m organisations than countries with hi& '9ower distancey' such as 

many third world counaies. Hofktede's re-ch is heîpfbi in characterismg how 

cultumi values Sects organisationai behaviour. 

2.5 Tbru Stlectd Characteristics of Chinest Culture 

The root of Chinese cuittue is m Confiicimkm Accordhg to Chao (1983), the 

power of Coafiiciaaism ües not m a religious seme but in a systern of politicai 

and ethical philosophy which continuaIiy provides a mord, intellectuai and social 

nexus for the Chmese. The aim of Confucianism acwrdmg to Lang (1968:9) is 

to mate an orderly society. As he notes: 

The Conîùcian's phüosaphy is an aaanpt to 6nd a fom of order for people 
which will be in accord with the order of the natural worid. By the cultivation 
of -or goadnss and by caupling it ta the exterior graœ throu@ the 
ancouagmait of social dgorum, society at large would come to exhibit the 
lond of balance d the best human bang 



The pnàominrnce of Confiiamism m Cbma crn be mced to its origin m the 

Han msty about 2000 years ago. h was the Emperot of the )lui dynasty 

Who set up a state \mivedy ta edacate selected officisls m the snidy of  

Confirciraism, From then on, CdCiriniSm was sanctioned by the Empmr as 

the philosopby of the -te. Confu&d~~ b a s i d y  suggests îhat the stabùity of 

a Society is baseâ on im@ reltionéiips between people. The Wu Lunu , 

Jsa bown as f i e  basic rehtionships, are rulerkubject, fâtherfson, elder 

brotbedyounger brotha, husûand/wife7 and elda fiend/younga &nd. A good 

and orderiy soc*ty Win be fonned Men these relationships are rnaintained with 

mutuai complementary obligations. 

'FamiIf m chmese traditions is the prErmuy social unit of s o d  organisation 

(ChaoJ983; LangJ968). ConfÙch thought focuses on f à d y  as the most 

important social mstitution, par@ because it is the natumi ground for morai 

training and a b  because it is the bridge between die m d ~ d u a l  and sociay. As 

Lang (1968:9) dates: 

ifthe individual was properiy brou& up, ïfhe was tau& to respect a 
authority within his famiiy, he would also respect Ï t  outsi& the family 
and be an obedient subject of the empire. 

In the Chinese nilhue, a person is not an mdividud, rather he is a member of a 

tiimüy. The member must leam to restrpia himself and to overcome his 

mdividuality for the harmony of the fPmihr. A nniily m the Chmese sense 

means blood-linled reiationships, it is aiso d e d  the "extendecl fàmily". An 



extended âmüy m China usurlly consists of par- the3 immairied childreu, 

tûeir niinid children, daughter-in-iaws, ~on-ia-iaws, and gnndchildren 

(BakerJ979). In other words, a h d y  is dcsaibcd as m extended h d y  when 

two or more related mik LmfoIks of the same bineage, th& spouses and 

oritiprjngs, Iiw m a singie homestead and are jointiy subject to a smgle head in 

this extended fiimilv, either the fither or the e1dest brother is the head ?he 

Chmese govemmmt -courages extended M e s  but oppresses fàmüy divisioa 

Flliiily division is ody dowed during the fither's We time if he agrees to k. 

The r e a n  for lceepmg a iarge b d y  is mainiy due to economic consideration. 

'Lhe Chinese beiieve that the more the nunily branches extend, the more 

powsrârl and resourceiùl the hnûy becomes. 

F e  authosity and gender relations m Chinese M e s  are traditiondy 

authorbian, and patriarchal m nature (Chao,1983). The Confbcian philosophy 

demands dormance to the basic social order of the W. The d e s  

goveming the sociaî structure of nmily are based on hierarchical power 

rehtiodips. Rank and order of an individuai m a r;iniihr is a fimction of 

generation, age and gmder (Chao, 1983; Yang, 1974). For example, younger 

brothers are required to respect the elder one. The elden, however, have to 

love and prote* theV younger s i g s  The same concept llro applies to the 

relationships between sisters. in this hiemrchy, d members of a senior 

generation enjoy a higher status thrn those of a junior generation. It is normal 



that O& people trLe precedeace over yomger ones, while younga people are 

requhd to be hahfiil and loyai to their superiors. 

Furthemore, d e  domination is a normal phenomenon in China. The d e  role 

îs to be the breadwimer and head of the nmily. By contras&, the chief h c t i o n  

of a womm m a f h d y  is to produce childm and be nithnil to ber husband. 

Mody,  women are expected to be obedient, thid, reticent and aàaptive to any 

situation and chustance. Chao (1983:23) d e s  tiuee mlss that direct the We 

of Cbinese women: "An unmatn'ed girl should obey h a  fàther and elder brother, 

a d e d  woman-her husband, a widow-her son". 

Confuciaaism gives the highest power to the fàther, husbmd and head of the 

fainily. The head of a fimily is aîways the eldest mile. If a d e d  son's fàther 

is not alive, the son wüi be the head of the The head ofnciates m ail 

ceremonies of rncestor worship, niarriage, and funerals. He holds the title to d 

t;imily proparties, mchidmg eUnmgs md swings of aii fimüy members. He ais0 

manges the marxiage ofhis chiidren and agns the &ge ContractS. 

Economic co-operation and wealth disttiiution mvohe Smüy m i t s  (Lang, 

1968). Famüy members u s d y  work together for the fiioüv business which is 

direct4 by the f h d y  heaâ, either fkther or granàfàther. An Unmamed son 

usuaily inherits the hmily business fiom his fithet and seldom leaves home for 

work. If the son leaves home for another business, he is required to send his 



eamings to his parents. in a weaithy Eirmily, the scm d a s  not paeticipate m his 

htheis business, but cm becomc m o5ciai or a Imdlod In tbis case, the son 

must contribute d of his eamiigs to the fimüy tmsury wbich is administemxi 

by the hmily head This system has becn d e d  "Chinese F e  Communisme' 

( b g  1968: 17). 

Another key concept of Conftciariism is 'YiliaI piety". la Conttcianism, fillll 

piety is considerd "the root of aii virhiee' (LangJ968: 10). Filiril piety begins 

with lwe and care fiom the fiither. Codbciaas beiieve tbat parents have a 

responsibility to love and care for their cbil&en before aijoying the love of tbeir 

ciiildren. Confucians tequire imresemd obedience and devotion f?om the son to 

his fither, the yoimger to the elder, and the subject to the Nkr. Therefore, 

chüdren are obliged to serve, support, and obey their parents. Tbese obiigations 

are expected not oniy fkom sons and daughters, but olso fiom grandcbildren, 

sons-m-law and daughtersk-hw. 

Coafucians also emphasis the inter-relationshrp between mdividuds, and an 

mdividual's nmüy with kin, and c h  (Mandai, 1984; Reddmg, 1986). The 

notion of c h  nfas to a grog of the same sumame, whose members are 

relrted to one another by descent fiom a conmon mceestor. The cian h c t i w s  

as an organisation that enhances the bargainhg power of a üneage M y  

through d y  and streagth. 'IbeoreticaRy, everyone with the same surname may 

be wnsidered to be descended f3om one ancestor, and thus belonging to the 



same cian. Iii reality? howcwr, clta cm aiso refèr to people wbo have theù 

roofs to tht ~ i m t  villrge. KinsmcD on the ocha hand, m divided mto three 

pups: &hefs relatives, mother's datives, and wift's datives. Accordhg to 

Mmdd (1984), khanen m y  weli look fbr help in times of need fiom other 

groqs with the same sumame They may dix to the comb'med strength as a 

c h ,  despite the Lck of rny f o d  ties betwaa themn 

In sunnnary? there are three key principles of Confùcian teachings Fust, 

Confiiotnism stresses the importance of the individuai wnformmg to the 

authority in a hienrcbical system. It stresses that the stabiiity of society is bised 

on un@ reiationships between people. Conseq~entiy~ these relationsbps are 

smictured hierarchiclny. S0oci.l order is secured tbrough each put)rs honouring 

of the requirernents m the role relstionsbip. Secondiy, Contlcianjsm also 

stresses group coIlectMty. ui pnticuiar9 the firnihr is considemi the prototype 

of aJl social organisations in which mdividuais mist leam to overcome th& 

individuality and maintain the bnmony of a h d y .  Thiràly, mdividuals exist for 

the bene& of the group and are m o d y  obliged not to engage m activities that 

will damage the good name of the group. 

Litemtwe documeating the impact of Chmese cuhure on Chmese business 

enterprises is numerous, and suggests a strong correlation between 

Cotifiicianism d the gmwth of Chinese business. (Kirkbride, 199 1; Redding, 



1986; Hoaede, 1980) For example, Bond (1991:70) summasb the reasons 

the damnbam ofthe post-Cordiraan '8~0i~)mic miracle' are immeisely 
complen..Jt is possible to see any fiill explanatiau as induding eiemeitç fiom 
thme -ries of 'fit#', al1 thme la- bdng uitercaineasd within 
themsdves: 
1. Ecaiomic poliaes adopted in a country. 
2. Stmctud and institutional elemaiss whhin a CO-, such as the forrns 

ofm~emmea, of industrial omdai ,  and the l@ and d e r  infia- 
stnidures. 

3. C Jtural demsrts drawing fiom the -3 history, camed partiy by its 
religïaui, and evidea in b a l  values and ideais. 

Kbm (1979%) identines three k y  vahies and idcils which have sipnincant 

m&ience cm the growth of Chinese ôusiness ?bey are: 

1. Famüy socialkation to pmmotc sobriety, educatïai, sWs and 
diligence* 

2. Devatiaitogroup OverùidiVidlJal interestS. 
3. A respect for hierarchy and an acceptarice of the camplementary of 

reiatiais. 

Otha research project bas identifid a cluster o f  Chiner vaiues which are 

related to hig& levels of economic growth, termed 'Confûcian dynamism" 

(Bonà,1991:70). This 'dynamism' involves key theanes of persisteme and 

perseverance, ordering reiationships by status and having a sense of shame. 

The three key themes of Con£ùcianisn= (cokctivity, codormïty and Clce) have 

an effect on Chinese organisationai behpviour. Reddmg and Wong (1986) 

suggest that an understanding of the impact of Cbmese cuiture on Chinese 

organisations requires the examination of tbree main aspects of Chinese 



orBmipitions: organjsational stnichue, management processes, and 

psychoiogical profile of individuais wabiii Chinese orgmrsrtions 
. * . Redding rnd 

Wong (1986) dehe "orgaaisational stnidure7' as the pmem of relatiorüiup 

amcm8 units and mdividuais m m orgdsati00 *ch provides the skeletal 

fhmework fw the ofguhtion's structure and processes. The elements of 

orgatbtiod structure invaive such fictors appomtment of authority, roles, 

mm etc. 

''Managenient process", however, r e b  to activities such as leadership, decision - 

makimg, and the conamuiication methoàs through which organisation goais are 

achiwed. It focuses on the id& brought into organisation by the 

individuais wo&g in the orgmisltion. 

The fonowiug section examines how the thra selected Chmese cultunl 

chamctaistics of ''coiiectivelf', 6 L ~ n f ~ r m i t f '  and Huence the 

organisationai structure, management pmcess and mdMduai behaviour io 

Chinese anaIl business organisatio~s. 

2.5.1 CoiiecMty 

Chinese societies bave fiepuently been described as 6'coliectivist" ( Nevis, 1983; 

Lindsay and Dempsey 1985). The emphasis of Chinese c o i i e  is reidorced 

by the Chinese emphasis on the tiimily. The basic concept of collectivity is that 



an mdividd is not as an isolated eotity, but boiwd up with the sociaf networh 

whrh surround him(berer nie stress is not so mch upcm t&e mdividual and 

M e r  mtercsts, but on the iniiateiinice ofthe co~ectSvity md the amtmuation 

of huIiioaious rehtionships of mcaibas wâhei k Thdote, mdividds m a 

coilective society are urged to perceive themselvcs as part of a network of sociai 

dations, to sacrince th& personil mt- to adapt to the cofledive will, to 

contrai th& own motions, to avoiâ dontations, cornpetitions and to 

maintain inner h o n y  (Hsu 1949). hi such r coiiective society, coiîective 

needs are h y s  hvoured over individuai needs. The Ameiican concept of 

'6icüvidiiah',cm" appears to the Chinese as "seifidmess", m unnaturai attempt to 

Wlate the mdividuai nom the group and to piace personaï interests over those 

of the group. 

One of the implications of c o i l e ~ t ~ i ~ i ~  0 .  for Chinese business behaviow is that 

grouplhniiy interests are h y s  placed above individual mterests. Therefore, 

mdividuals are conditioned to contribute thar efEorts to the benefit of the group. 

As a resuiî, Chaiese organisations are p r ù n d y  fhdy businesses where famüy 

members and 'W dl work for the benefit of the cdective enterprise. A result 

of the teadency for f b d y  and company to ovalip is nepotism. Relatives are 

employeâ m key positions. Thae are relative@ frnv non-icin employed m top 

management positions. 

A number of advantages of the emphasis on group or coïîtaive orientation m 

Chinese business organisations have been suggested m the literature. Fist, as 



mdividurils are williiig to sadice th& p d  interests for the gopp mterests, 

they tend to acccpt everything that thair campanies decide md implement. As a 

ienih, Bond(1989) fin& that because the personai and corponte goals of key 

exeCrnnres h m  the f b d y  tend to ovsrirp, thcm is a very stmmg motivation to 

work withh a compmy. Pusey (1988) Jso reports tbat Chmese coHectivism. or 

hmli9m. motivates achievement- Specificiny, Pusey (1988:206) States: 

(ni the 0 t h  hancl, the disadvantages of Chmese extensive use of personai 

networks have aiso been identifid in the literatwe. Bond (1988) and Limüngan 

(1986)) have both found that the reiiance on personai networks in employee 

selection restxicts the pool of potentiai employees and may result in les 

quaiüied people being kd. The personai basis for eqloyec selection also 

d e s  it difücult for enployers to remove non-pdonning or mqitalified 'Ion' 

fiom their companies. 

Another implication of Chmese coileCtiMSti on Chinese business is that 

relstionsbips at ali  leveis of Chinese organisations tend to be modeiied on 

fPmüLI relitionships Fan (1985). for example, reports that m m o t  Chinese 

organisations activities ofmdividd and personal hes  are closely comected to 

the organisation. Organisations function as the parents of extended f-es 

responsiile both for business and soiving employee's pasonal problems. Fan 



(1995) explams that in moa Chmese organisations, grorip orientation is 

expresscd by "danwei" or Ctv~fk &, where the focpr is not oniy on wo&- 

rehted rctRrities but a b  on pmviding for the p d  WCfGbeing of employees 

This connedions ofpersonal lifP to work is rlso reported by Lockett (1988) and 

Hsa (1963). Ihy report that Cbiaese bpsmess people ahivays express great 

concern fbr th& Ion, or relatives, in tîme of n d  Chinese business owners Win 

help th& 'W by givi~g them money or jobs Ahhough power withm the 

Chinese nmily unit is unepual, those vuith wmith and powcr have obligations to 

Iess formate relatives, 

This apparent good wiU might scem to mate loylby and motivateci employees* 

However, on the contrazy, ofken the fàiiure of an employer to handle an 

employa's problems an cause the eniployee to question the tmstwortbiness of 

the comprny thus reducing the employee's loyaity toward the company. 

2.5.2 Codorniity 

Confiicimisn stresses the vaiue of codiowty, mghg mdividuals to confom to 

prescribeâ sociai structures and relationsbjps nid to appropriate fonns of socid 

behaviow. T b  This remforced by the "niles of propriety" which structure 

mteipers0m.l reiationships mto f i e  hiemchicai dualities mctuding: 'prime 

minister', 'fkther-son', 'husband-wife', 'older brother-younger brother', and 

'&or-fiend'-'younger-&end' (Lang, 1968). Eacb mdividuai in this hieradical 

structure is expected to adjust hhdherseif to these prescriied mterpersoaal 



relations. W i  Chiaese wiiectivjsm, the mdividd is eqected to wnfonn to 

predefined social sb~ctwes and rchtiodiips and to their appropriate foms of 

Evidence of the Coofiician notion of ~~ dtèdng Cbiaese manage-t 

behaMom hrs been nponed by numerous reseudezs. lhae .ppens to be 

gened acceptame of a larger pow~-distance uPs between Chinese employas 

md employees. Hofistede (1980) taund that the d t g n  for a nlrtivety large 

'power distmce' with subordinates is much higher m Chmese cultural 

behaviours than in 0th cubes. Cbiaese managers expect dkhctions between 

themsehres aad th& subordinates. Laaksonen's (1980) rrseuch m the People's 

Republic of China supports this higber power distance axk m Chinese 

orgauisatious relative to their European counterputs. 

Nevis (1983:19) states that the underiymg principle that govems Chinese 

management is "respect for age" The important of age md hierarchical position 

are cleariy shown by Bakex (1979:lS-16) who notes the importance of 

hierarchicai order within the organisation: 

theotetically ...... any one person should how precisely where he (or she) stands 
in the t k d y  by referring to this order. there is a waterbght chah of relatiauhips 
whichmakscieartowhomea&ows~respectand~aice. 

A feame of organisations that exhibit a large powa &tance characteristic is 

the centralisation of decision making to a single dominant owner, manager, 



fbunder or &th figure. Decision making is made sokiy by the owna of the 

business enterprise. Decisions m ahivrys made on the bat& of the ownds past 

experieaces and p d  mtwtions As a less standardisation of activities 

and f m  routine procedures are reqaircd T&ac is rlso m absence of sncilluy 

depsrtmcnts (such as rsseuch development, iabour relations, public relations, 

ruarket research) to suppoa orgaoisatid operations. A h  dut to the Wation 

of ooopason decisional making stmcture and the general absence of business 

technology, there is a tendaicy for Cbinese smaîi business to tocus on one main 

activity. 

Fan (1995) and Kirkbride (1992) report some advantages of hierarchicai 

structure and centralisation of power in Cbinese organisations. They h d  that 

the existence of hierarchy system produced a strong sense of order and 

relationship. It heips to govem how people &odd behave in relation to others 

m the organisation, Spdcaity, mâividuals are expected to pedonn assigned 

duties, practice filial submbsion, loyaky, decency, a d  reciprocd behaviour. 

Questionhg the predefhed social order is fohidden. 

Liaksonen's (1980), on the 0 t h  hanci, highligbts the negrtive side of 

centralisation m Chinese organisations. He fPuDd thit a high degree of 

centralisation restricts mdbiduais to speciiosed activities and ümits 

organisationai 9ze. The leadership style within Chmese companies is essentially 

directive and ruthoritarian. Reddmg and Casey (1976) provicie coalpPrisons of 

beliefi about maurgement behaviour wbich cleuly mdkate a distmcth, greater 



autocntic ipproach than tht t9iind in the West; especidly in the cmtexts of 

durhg Mumation wah suba-es and rllowing thcm to partiot>ate m 

d&&m nuLing. As Mycrs (1987) the didictic styk of IeadQabip 

rllows the highest authority in Cbinese oqpimio115 to wersee svay daril of 

business opentim wahia th& compdes. It llso reduces the occurrerrce of 

confkts by prohîbitmg ideas and employee's pIitticipation in the compsnies. 

This authoritatbe approach presumes that top decisicm d e r s  are bright, have 

ethicd mtegrity and Win use th& powp approprutely; m rcrlity, this may not be 

the case. Efuiis (1979) obsaves that on+person decisi011.making is vay Iimited 

mdcouîdruinthebusmess 'LbisisôecausethedecisionmiLa~uoeehis/her 

klings md mniition iastud of objective criteria for pcisonnc! sclection, 

promotion, and performance evahiation. Aaother problan of authorituùn 

leadership noted by Lockett (1988) is that it maka higaer leveî managas 

become qyickly ovdoaded with routme decisions and relrtiveiy minor disputes 

within the orgmisltion. 

F i ,  automtic leadership m business pmbibits employees participation and 

may resuit in the suppres9on of innovative ideas and creativity *ch is of 

considcd vahiable to the success of a business mterprise. 

2.5.3 Face 

Another key theme of Confûcianism is the concept of "fàce". The concept of 

&ce is ULUVerSiiny applicable, yet Hsu (1949) argues thrt "fice" is partiailuLy 



saîient for the Chinese. "Face" is san as an image of se& deliueated m tams of 

q p m d  im%d~. G O b  (1955313) k 8s: 

the positive value a pemn eBdvely daims for himself by the Iine d e s  
assume he has îakm duruig a partiailar contact Faœ is an image of self 
daüneated intenns o f a p p t ~ v e d ~ a l  attributes. 

"Fa&' is an important pm of Confùcian emphasis on hannonious rebtionships 

~ 3 h . b  a group. It is c o d e r e d  shamefbl to disturb gn,up or mterpetsonal 

bumony. Shameftbiess OCCUIS when an mdMWs behaviow deviates fkom 

the goup norms Therefore, m order to avoid shame, Chmese people fiame 

th& mterpersonai behaviour in view o f  social n o m  nther &an persona1 

standards. TBey confom to social and moral amdmls by perfermiing assigneci 

duties in accordance wàh their roles witbin a hieratchid order. 

The 'loss of fàce" is a senous situation. To be seen as 'loshg &cey is an 

embamssment to the individuai. To avoid this many Chinese businesses are 

rehictance to seek e x t e d  assistance or professional help. For example, Fm 

(1995) found h t  when there is coa&ict between the employer and employee, 

(sich as theft by employees) Chinese employers usuOny bande the problem 

through mtrrgroup mediation rather than an extemai legai system By doing so, 

the employer wiii presume that any k d  news about his company wiU not spread 

among the Chinese community, thereby 'saving hice' for the company. Redding 

(1986). smiüPrly observed that the Chinese are l e s  iikeiy to receive social 

welfàre offied by govenunental agencies, since recaving public w e b e  is 

coiisidned a & m e 6 1  behaviour. Therefore, Chinese bushessmen are more 



winmg to seek hanciai assistance fkom th& lrin or cian, ratber than fkm 

fiMncial eistitutions. 

SciisaMty to 'fice' enhances the stabiiity of both vertical and horizontai 

relationships. nie searcb for mtapersonal harmony produces a person 

psychobgiorlfy attuned to dsfmce, co~~~ptlnce, and cooperative~1ess wahii an 

organisation. On th. other hm4 avoidhg the los  of fice -es Chinese 

businesses rehictant to se& profdonal assistance. Consequently, 

pnocciipatim with nce saving crn reduce the development, competitiveness 

md viobility of a wmpany. 



3.1 Ii~troduction 

This ciupter eXItllllles the tok of Chinese cplaaJ. cbrtactezistics on the 

dt~sbpmentofchinesebusinesses m Wpiiip- Thae arethe sections mthis 

cbrptar. The first section provides the background of the met group of this 

onidy. Tht second section diseioaoes the methadology. me tbird section 

pfe~arts the &&gs of the mterviews. 

3.2 Dackground of &y Infamants 

The key inforrm~ts for tbis practicum are Chinese ùusiuessmen m Wmnipeg. 

Cbinese businessln~n came to W i e g  m fOUT major waves (Mandel 1984). 

The ibt w e  of CIiEiese immigrant oo~menced a the end of iast c e n q  and 

ended in the 1920s with the Memi gwemumt's Chiaese Exchi90n Act of 

1923. The eady Chiaese were @te homogeneous. Most of thcm were labours 

6om the same rural district in the Province of Giimgdong in Southem China. 

The second m v e  of Chinese immigration ocaarrd m the l%Os, when the 

Canadim govenimeat began to adopt a more obail immigntion poky to 

lllow âüikmt etbnic groups to enter the coulltzy. The seooird w e  of 

immigrauts was clitfnent &om those who had corn bdore them Those 

independent Chinese immigrants who carne in the 1960% and lata, were 

emicated and sopbisticated professionais fium urbm &es wich as Hong Kong 

and Smgapore. 



The third wrvo of Chinese immignms omw diamg the p o d  of 1979 to 1985. 

I b i s g o o p o f i m m g m t s w a s ~ ~ e e s o f C h m e s e ~ ~ M i e t n r m ,  

Ctmbodii and Laos. 'Lht major@ waa Lso edacrud md possessed M e  urban 

experiams than the previous wave of immigmtg Tht fi,& wave ofcbinese 

0 

nmmiigmts began m 1985 and continucd thughm the hilowhg decade. ?bis 

wrve mcluded a lPga number of immigmts Eom Hong Kong and msinlnuid 

China. They were attracted to Cam& ûugely due to the 1989 Student 

Demcracy Mwcmc~tt and the appmacb of the yerr 1997 when China wiîi 

resume sovereignty over Hong Kong. This group of immigrmts coasisted of 

mian- succedûl people who were iIso higldy &clte& Many of them 

were profésSo~I~  Who came through the "independent category" of 

inmiigdon policy. Am- this group was aîso a luge number of Chinese 

Who came through the Cauadian Business Immigration Progrm The 1991 

census (Strtistics CmrdaJ991) repozted that by etbaic ongin, then were 

11,145 Chinese m Winnipeg (5625 d e  and 5525 fernale)- TOM Chinese 

population in Manitoba is 30,000 and of this figure, approximateîy 10,000 are 

Iudo~Chmese. ( Wmnipeg Free Ress, Apd 22,92,p.B19). 

3.3 Metàodology 

Threc kcy thema of Coafiiciaaism (conformity, colldvity and Fice) have 

beea disouapcd eariier and wili be accd to examine the experieace of Chinese 

buSmesses in Wmnipeg. 'IBe use of these thme cbmctaiaics is based on the 

assumption that orch and every region, group or country has a set of  dominant 



vihw ozimtation. Secondiy7 cukud vdue is me of the most important fàaors 

p u p s  wWh &ct business miiugcmait_ *en these issumptions, the 

hypotbcses wat identifid f9r exaddm ushg 8 key ~~t 

Rypothcsis 1: 

la) CoJiddy Win k dected m the orgmisrtim of Cbinese 

kisinesm m W i e g .  

lb) Contbrmîty wiîi be put of organisationai bebaMour m Chmese 

businesses in Wmnq>eg. 

lc) Face Win be bohred in the orgmsrtioual beJmviopt of Chinese 

businesses in W-eg. 

Hypothesis 2: 

2a) Collec<Rrisr wili be an asset to the s u c c e d  operations of 

Cbinese buSmesses. 

2b) Cdormity wiû be an asset to the s u d  operations of Chinese 

bus'mtsses. 

20) Face wiü be m asset to the successful operations of Cbinese 

busiaesses. 

Hypothesis 3: 

3.) CollectiMIy w d i  be a iiabüay to the sucmssfùi operations of 



chiaese businesses. 

3b) C o d h d y  will be r bb& to the mccedd o p d m  of 

An cthiiogaphic reserrch appmach wrs seiected h r  this part of the pncticum 

This methad is commoniy used by mdaopologjsts to understaud a ailhirt h m  

the point of view of the group b&g studid. ?bis approach is designed to 

uncova and hterpret the mental maps wbich gnips ofpeople foilow m their 

d d y  kes The two major ttcbDiques useâ m ethnogrrphic research are 

obsavation and mtezviewing (Bats & Po&, 1990). A key mfoniiaat mterview 

approach wu, sdected for thc practicum sredy of Wmnipeg's Chinese business 

CO-. 

3 -3.1 IiittiYiew Questions Desge 

There wnt two rounds of interviews undertaken with thirty=fbe and seven key 

mformants mpectiveiy. Ioterview questions for the two rounds of mtdews 

were not the srme. Questions m the nrSt round of mtenriews were primUy 

mformal and open-ended. The mtention of the mtmiewer was to give key 

i a f o ~ t s  the fieeûom to express whit they thmL was important m their 

cuiturt. The second round of iuterviews wae condncteâ usPg more sblictured 

questions Eight out of twebe respondents mfùsed audio-tapmg of formal 

mtenriews. The mtcrview questions used are m AppendDr A 



3.3.2 Kay lnfoimmt Seîection 

lnfiomvDtP fPs this shudy were seiected fiom r directory compiied by the 

Wimipeg thdo-Chinese Aasacirition. bideai, a comprehaibe W o r y  of 

Chinese busiusce m s  not ea* fMm6 Tbem ue nM directories of Cbinese 

business bmigmts in WPnipeg. Iatst of thun are not intendecl for public 

use. Howtver, hdbcbinese Asmaatm directory ascd m tbis pncticum is 

intendab fw public use, and is considered by the Cbinme comnimay as 

nhtiveiy comptehensive and diable. 

hi selecting infi,rmmts for the fb mmd of mterviews, the foüowing four 

criteria were rised: 1) Cbinese origin, 2) recemt hmiption to Wmnipeg ( l e s  

than men yean), 3) eqerience in MU@ businesses m Wmnipeg, and 4) 

ownas of the wmpmy. The cntcrio for the second nnmd of mtemiews were 

slightly difheat h m  the pnvious one and mciuded the foflowing: 1) 

iaformgllts M g  fùifilled the npuàements of the nrst round of mtezview, 2) 

key ipfonnants mus& have SLUViVed in business for mon than five years, and 3) 

key idiormants had to be representatives of the Chmese business colllDnmay. 

Ushg the Directory, shctynvt out of one hundreâ and seventy Cbiaese 

Wgmnts  Wed were eligibie mformants for the nrst round of mteniews. Of 

these siidy-fie eiigiile aifomumts, thirty-fwe were wiüing to &are their 

expedences with the resesrcher during the bfbnnai mtdews. For the second 

nnmd of mterviews, tweaty out of tbety-fie mtibrmants i?om the first round of 



The relstivcly d samp1e size fw the secood rouad mtcniews was ruamied 

to be ùecause Chinese people ue geoeraiiy ductant to sbrrr iufbrmatiion with 

people dyr do not know. Accordmgiy, of  those sixty-iïve potentki iaformants 

wha qyaiüled for the fkst round of mteryiews, onîy tbirty-&e(or 54%) were 

willing to provide idionnation. S i ,  of dit twenty 9ifocmamts eligiile for 

thc second round of mterviews, O@ seven (or 35%) were wiPiag to participate. 

Key bfbzrrmtlts geacrPny erq,ressed the f#liog that they were more williag to 

sha th& feelings and opinions with paopk whom they &der trustworthy. 

They deked a tnistworthy perron as behg someone who had the same ahnic 

ongin, spoke the same language, and had maintained a close petsonal 

relationshjp. 

3.3.3 r,iaatPtiioosofthe Study 

There are two hbt ions  to this me. The iht  liniitution niates to the 

sample size being usetî m the mtdcw.  The sevm kcy Cbiaese business 

infôzmamts do provide a pi- of how Cbinese cuhue Ifnctmg the growth of 

W'mnipeg Chmese businesses. Th& genaosity m sharing th& personai feelPgs 

as weii as fictuai idormation are CdflSidered vaiuabie and signiûcant to the 



inibiaice of cufture on Chinese business developtll~nt Mmiy othcr opurlly 

bportamt &dors such as politics, tdmology, uni- extemai environment 

etc., which have baai CbllSidered by some reseucbers as aitical m contributhg 

to the growth of A9m business, were not d e d  CPlhne done is not 

mfEcimt to explain fÙ& the pdommce of Chmese businesses in the City but 

it is a fictor that is seldom studied. 

3.4 intcrview F'mdings 

From the iint round of interyiews, resuits indicate that new Chinese business 

immigrmts share common problems whea they bcgm their businesses in 

WimipKg. These mohidc homeackness, nnfimili.nhr with the local business 

envinmnicnt, the loss of fimiliu Chiaese business netwodrg rnd b b a s e d  

îinaucial adstauce. The fidiowing tables are the r e d s  h m  the second round 

of mterviews. To begin, a background m f o d o n  of the respondents wiil be 

preseated. Then, Born Tabk 1 to Table 18, the msdts fkom employer's point 

ofview are presented, whüe those fiom employees are presented in Tables 19 

and 20. 



Table 1 



Table 2 

Job Formaüty 

me srimpie ocgauîsatiotls appeus to hve no m t d  divisions hto 

deputmeots such as marketmg, personneî, accounting, customer services, 

probabiy because they are too d Five out of men mfoimmts replied that 

it is dWcuh to divide ta& mto d e r  puts m a simple organisational 

structure. Two out of the seven respondents suted thu they do not divide 

business mto various deputmcnts sàipîy because they are not fimilllr with a 



I n t d  pqcrwork proceduns are kept vcry simple in Chmese companies. 

Promotid Ietters, detpiled sU86ag records, records for d e t i u g  and d e s  

were cmddered unnecasary and compli~aed. AU idbrmauts fdt th& 

business structures were too smill to recpire such f b d  documentation. 

Intenial cornmimication m ail of the scvctl smpled organisations was totaliy 

vdal .  Table 3 suinmuises the rrailts of the lemda8ip and dexkion making 

styles Eoimd ammg the seveat Cbmese key mformant. 

Table 3 

mjor source of decision making 1 

buthoritative m leadhg the orpanisation 1 

P d  Intuition 
Owiiers wuho consider themsehres 

s for the pdikrence on m 
leadership styie of 

Moraiiy appropriate actions 
Do not wmt his ruthority being threaten 

2 
6 



As shown, power md aushority in Chinese o q p w h o m  
- 0  is wnceiitrated m the 

bmd ofbosmcss ownaa Fom out of scvca întbrmrias report tbrt the owiids 

prst expdnce is the priniuy pxinciple in making dcQsiaag Two out of men  

ippmdents rank p d  iatuïtiau as important to the Chinese deciaion 

mitin8 pmccss Edudm L d d c r c d  nWdy 1- iiaponmt (only one 

out of SGVQ rcspcmdea~ts). 

ïhe mjoriry of tbe infonnauts (six out of men) consider tLemseîves as 

authoritative managers and prefi this s%yîe of Idenhip.  For these employers, 

the authorstrtive style of leadership meam d b d y  gkhg d orders, making ell 

company decisions, and expecting totai obedience fiom subordinates. Thnt out 

of six of these respondents prefh this lothodative ayle beause they beüeve 

that oôeâience to svperiors is moraiiy appropriate m the Cbinese CultuTe. Two 

out of six of the mformants fcd tbrt thQ authoiay wÏil not be threatened if 

they are authontitive. One out of Sx oitermants replicd that the authoritative 

style of krdesship aspsts m establishmg a hierarchical orda which helps to 

govan individual behaviour witlim the compmy. 

hfbxmants were askcd the aâvantages and âisadvantages of autoctatic 

leader&@. Th& rrsponses are show m Tuble 4, as fbiîows, 



Table 4 

Employas identifid thme advantages of Chmese mtocntic leadership style or 

ooafbdty d u r e  to business operationa Three out of the six respondents 

comm~nfed that automtic leadership is errpediemt m sortmg out 

o ~ o n a i  problems Two out of six infdtniuits stated that m autocntic 

leader&@ styk provides a higher degrac of flexib%ty m chunging business 

requires substantiai data and idormation whicb deiays the decisicm making 

proctsg One of BK mformants nposted that autocratie leadership style heips 

to strmdardh work procedures and moi& d c t s ,  challenges or arguments 

Table 5 

W ~ i c n ~ e a  of Chinese Autoeratic Leadership 

1 Weaknesses of Autocratie 1 No. of 1 

Limitation of the scope of onamin- 1 
decisions 
Suppress initiation and creativity by 2 

Ihiee major disadvantages of centmikation of decigon mJtiag a rlso 

idaitifid For example, thne of the six mfotmams agceed that complete 



Aüttsp011dents.1poreponedtâat tbyhm~oncair inm~h 

i n t d  business operations Table 6 shows wirb d o m  infbrmants identifiai as 

key advisors m tbeo business opentions 

Table 6 

Key Advison in hsineaa Operatioas 

1 pcnons I NO. of 1 

I Son 

1 Total I 7 1 

Fimüy m d m s  appear to be essential in the mtemai management of the 

compmias mnpled. An respondents indicated that thry rely on close 

h d y  members fw assistance. Among fimiEy memôers, four of seven 

hfbrmants nnlr the spouse of the owna as the mst important person to 

assist in intemai management. Since f b d y  members provide the major 

support for Chinese businesses, the number of b i l y  kin workjng in Chinese 



busimesses wasthenext important question rsLedintie inteniew. Resuirs are 

aown m Table 7. 

- 1 Pcnou 1 No. of 1 

Total 28 

Rcspcmses indicated m Table 7 show thn nmily manbas dominate the hiring 

pncîices of Chinese wmpanies. Nimeteen out oftweaty-eight positions m the 

sample were idciitE6ed as belmghg to fmdy  members. The hiring of people 

Who are not reiated to the company owner is rare m Winnipeg's Cbinese d 

business conimmay. Idbmmts wae rskeâ to iden* hiiiily members himi 

for top positions m their company. R e d s  are presented in Table 8. 

TI blt 8 

Top Pooitioa Occupied by F i e  Membcn 

Employee Fi in Top 
Positions 
Ownefs uncle 
Owacis wife 
ûwncis husband 
Owner's soa 
O w n d s  unde 
Owner's wlte 
ûwnefs  schoolmate 

Rapaadcna 

1 
2 
3 
4 
5 
6 
7 

Tide 

Asst. Mauager 
Asst. Manager 
Ast. hhaper 
Assit. Manager 
Manager 
MIaagex 
Asst. manager 



ocaipy top mmrgemcxlt posit9a3s. sa oiit ofthe SCVm top po8tiocis in the 

scven Cbinese busmesses simpleci wers oocopied by the owner's fàmiîy 

nunbers or 'W. htbmants who indiorted thit they hiced relrtives and kh for 

top positions wcrr relred about the 'rok' rclrtives md kh unployees phyed m 

the wmpmy. Rasiilts are in Table 9. 

Table 9 

Significsnce of Famüy Meabers in Business Operitioa 

Fbctioa No. o f  

Job shnr;n 
Ehotimd SUD DO^^ 

AI1 mformants iden@ thrt spouses, fàthers and soas are particuiarly iniportimt. 

These key persou are cruciai in f i e  mmigement roleg Tbey are COIlSidered 

vay c n i d  m heiping with dady tasks. E n r o t i d  support is ranked as the 

second major contribution fiom f b d y  niembers, Mmrging staff and providing 

tinaacid support ta owners rimL as the tbàd mjor contribution. Elderiy 

niatms, who are norminy esteemeü m Cbinese sockty, piay a stabibing foie 

wiîh respect to htemal cohesion. 

hi Table 10 and 1 1, the strmgths and weahiesses of colîectiveiy are shown- 

?bra out of the m e n  respondents stated that the extension oftheir personal 



business netwuoh helps deve1op wmmon goais pinbB an orpbt ion.  ?bne of 

S ~ n g h a  
Cornmon god is developed 
FmiiykinaremoreIoydto 

No. of Rcspowe~~ 
3 
3 

wmpany 
Helps to reduce transaction 

Table 11 

1 
WSt 

Total 7 

By contnst, four out of seven Safo~lll~ts cLimcd that reiiance on a personal 

netwoii: m emp10yment leah to iack of objeotivi*, whenjudging the abiiity and 

suitabûay of  a potentiaI cniployee. Two out of scvm respondents reported that 

they wouid have difl6cUay removing Lin and relatives fiom the company's 

employ should there be necessBllySSBllY Only one respondent mdicated that reîiance 

. Wukne8sa 
Lack of objective aiteria fa 
d g  mdividuai abiiity 
Di5mk of removing Lin or 
datives fiom a company 
Restrict brisinessi activîty in 
o n i y d s c a l e  
Total 

No. of Rmpoascs 
4 

2 

1 
- 

7 



- - 

~ovameat  immigration centre I 2 I 

Three out of the seven mformants report that they a q g h  busmess mformation 

fkom fiends and relatives. Two of m e n  of the Sonnants obtain mfomution 

fkom govemmmt immiigration centre, while one of thc respondents uses the 

Chmese communîty 
Bank 
Tobl - 

Chinese commmity. Only one infonnaot depends on b& for business 

1 
1 
7 

iafoi~~ticm. Table 13 presents the prefmed sources of assistance that 

infiormauts wwld seek for heip regardhg tbeir ailtanl adaptation ta 

Table 13 

Rdcrencea of Help Setking in Adipting to Wcitcrn Society 



The most p r e f d  sources of help wsn d e d  8s fbnows 1) nmily m e r s  

behg hcmoiired md reppectedby the person m n d  Kybfhmts were 

rsked about the pcnioo or oqamatum O .  that thy p d z d ,  and did not prefer, 

Table 14 and 15. 

Table 14 

Table 15 

Nat-Prcfmtd Sources of Financiai Amistance 

The most prefemd source of financial assistance is again, firom Eimüy members. 

Persans 
1 

, Chineseoommimity 
. DistantrcIaives 

Goverment 

This is foiiowed by close relritives, bmLs and nien& Besides fnmhr and kh, 

No. of 
Rt8pomm 

5 
4 

2 L 



Responses .Lro indiclte that the Chinese CO- itaaf is ranked as an 

iindesinb1e phce to aopuire tmancial heip. This is rLpo dpt to the motter of 

fice". bi Chinese Society, 1-g people kmw about personai hancial 

cripis is "loshg fice". The govamiicot's position as third 1 s t  desirable source 

of hanciil help is largely due to the Ianguagt buria thrt many Chinese 

business people fi& in seehg hclp n0m western govanmmt agaiQes 

The roïe of mentor is important in 1-g how to nm a brrSmess. Tbis is 

show11 m the responses of six out of seva of key Mormants. Among ali 

mentor figures, the fâther is dominant. 

Table 16 

Waya of L e m h g  Business 

Uncle 

, Person 
Mentor 

No. ofRapoucr . 
6 



1 Acbievement ofnet profit pctowth 1 5 1 

Resdts in Table 18 show that four out of seven of the mIormant s believe that a 

good aisto~-ciieut relation&@ and CO mmitment to one's wodchg comprny 

are the primPy fidors m smail business success Ibe rermining three 

tespcmdents believe that i siipportive and stroog k g - t  team are llso 

essential 

Table 18 

Key Factors in Bwiatra Succam 

I Keya for Buskcg SOCCCU No. of 
Rcspon~a 

, A Good Customer RelatiOlnhq) 
A Corrrmitted and Supportive . 

4 
3 

, MamgementTeam 
Total 7 

v 



Table 19 rad 20 are responses h m  intaMcws with employœ hfbrmmts~ 

Infomunts were asked about th& roks m wntdmthg to business success. 

Table 19 

The Role of Employees in Contributhg to S m d  haines8 Success 

Fom out ofthe 6ve respondents stated tba obedieace to soperior is crucial to 

Rolea of Individual 

in ope mi on tbrough complisnce to 

the success of the oompmy. They k W e  that coapdon is Q6mced when 

employees witoogly accept and obcy instnictions Born th& qeriors. They 

aiso indiate tbit employee complirnce and obedience wiil thdore heip the 

compmy to d e  better pronis which in tum beneas the employees 

Irifômmîs were aiso asked about th& p d m e â  styies of leadenhip. Table 

No. of 
Rcspoascs 

4 



20 sbows thrt nvt out of fie mdicated tblt they have r pref'aeace for a 

nrhmitairn rtylc ofhdcrsaiip. 

As show in Table 20, a good leader shonld be baievolent md COIiSidente anà, 

lmowledgeab1e of business t.slrs A dechive chafacter tms Jso identi6ed as m 

attribrrtc of r succesdiû leader. 



CEAPTER FOUR: IMP'LJCATIONS OF KEY INFUDRN]tANT 

RlESUtIS MIR ECONOMIC DEVEIA)PMElW POLICY AND 

4.1 ~tewiew Kiding 

Key h f b r m ~ f  intcMew reSOhS support the hypotheses (idmtiiied m the 

mdhodology d o n  of Chaptcr Tbrss) tM Cbincaa ciilaml ~ e n i s t i c s  

are p a  ofthe way that the Chmese business conmmdy operates in Wmnipeg. 

The thne main concepts of CooninrnraL O .  - ~ n w ,  md fi= 

are dl present m the organisational stnicture, mrnrgcment pioccss, and 

mâividual behaviour of the key infommts giirveys. 

4.2 Common Small Busina Characteristics Sopported By Key 

WormrnQ 

From the resubs of this mdy, coliediMSm is reflected in ChPiese 

organisations m various aspects. Coîîcctrvism 
. . has beea demonstnted as the 

b a h  fol a fimiliil basis for d business. 1Rimnmg a business is not an 

mâividuai matter but mvohes the fhûy as a wbole. Parental in&reaces m 

business in stsong. Most of the busmesses P the key mfommts sweyed 

were iinrohred m extensions of a business stuied by theu &thers. 

Respondsnts had been exposed to the ideas, concepts and sLills of d 

busi~ess since chiidhood because Chinese business owners have discussions 

on busiuess mi- widi th& iamilies and iovohre them fnna an eufy age. 



ThCfCfOre, when Chmiese people cmigrrte to Canada, they are mdy to appb 

operation as essentiai to 6ily business operations Rebce on one's own 

fbûy as the source of busiaess hefp is prefgred md hmniEy d e n  are 

aucial in duriig daiiy jobs. AU inforaunts agceed h t  fàmiiy members are 

d d d  essentiai because th& intimate relations with the owners enable 

them to &are jobs of the ownag such as the pqaration of drüy accomts 

rnd the evaiuation of workers pérfiormance which wuid not be h e d  with 

non- related employcss 

F e  members are iIso cruciai m providing e m o t i d  support to the 

Chmese managers/owners of snill business. As one mformaat sùd: 

li~ere had b fsw Ornes that 1 was disappointed fmn my business. It was 
the time that my business pastner ld t  me and the whole community looked 
down upon me. M y  my tDmily POU aiammgmi me and aciuaily h d p d  me to 
ga throt& the most difEdt tune. 1 think without the suppofi ( d d l y  
and praaically) fiom my family9 1 would never be able ta own my business 
and to maintain it far more than 10 years m Wh- 

Fun@ membars llso provide major 5ancial support to owners. For the 

Chiaese, running a business is a phte  (that is, amily) concem. Information 

such as the comprny performance, financiai matters and profitability, is 



members are COllSidered as the ody tnisced people to get invoîved in the 

business or pdcipate in discussions The inportancc of fiudy is 

ilhistntcd in the folowiag kcy bfbrmant rrsponscs: 

2) M y  s u ~ o r  is more or l e 9  baseci m the people. 1 provide a happy 
enviraiment. Ail the sta f fk t  are mder me, serve me and I look after them. 
There is an instance that one of my suborclinates came in and asked for one 
month dexîra haliâays. 1 nnlwd the first tm# because 1 th- he was 
asking it just for fim. Hawever, whar 1 d i s d  ttiat he was involved in 
serious hmüy pmblems in his home!iad, Chuia-, 1 let him gp because 1 think 1 
have the responsibility to taice goai are of his ne& and, 1 think in that 
situation he witl nat be able to perfinn weü with his task anyway. 

The management lirerature supports this q h a s i s  on hmiEy. Bond ( 1991) 

ciaims tben is sigdcant Werences between Eastem and Westem business 

organisations. He argues that d k e  the Western leaders, Chmese leaders tend 

to be more ruthoritarian. They do not spend their thne chriring meetings, 

deliverbg job ppecincations, and mstaiuing formil systems of contrai. 

Converseiy, Chinese managers spend much time Pi making deoigons donc, 

giving orders, participahg m sochi and f h i i y  gathering with workers and, 

dealhg with personai w e k e  concerns of the staE Bond (199198) states: 



The extensive use of p e r d  networks m Chmese business is b a d  P, the 

belieîthat close relatives are more tmsttid and loyal to the company thon 

0th- In business relations, trustwoabiness is e x p r d  in tams of " S m  

Yuag." Barton (1983:45) demibes the power of "Sun Yuog" as t&e foliows: 

in a commiinity almost totally oriented toward business transactions, Sun 
Ymg wu the mort important aspect d a  parsm's dratader and Mt mereiy a 
quaiityto b e c a u i ~ i n 8 ~ 0 n ~ c o n a i o . S u i Y u i g ~ n ~ d y t o  
~inthercnwrofgoodrorSBNicesladwith ~ a t e ~ r n a g a i n s t t h e  
pmnise d a  Aare qaymerit, or to 'credit rat&' which is an assessrnent 
made by a ladet of the nsk uivdved in erdending asda to a s p d c  
individuai; it h h e r  camed the candatim ofa persan's tdll reptation for 
tnrstworthiness and in this m w a s  a ~tntemcrd d a  p e r d s  social and 
psychologid charadaistics as weü as stridy a m a P c  diability. 



&&deristic of the Chinest businesses sampled, Accordmg to the key 

mIi,rmint responses a business owneis mtboüty should n m r  be chalienged, 

evai by the rrPiaiat manager. As one of the Srfdrmrnts explrinetk 

ûurworkers uruaiiy lodctowards the hi- oanoeofacdhonty. The boss 
can eviei amte a r d  and overnile the manager. nie lower level would listai 
totheboss htead ofthe ma~gwbecauseeveryoneknows thatthe pay 
diequeis~fiomthebossndthemanager~ E v l a i ~ t b e b o s ç m a y  
nat be riW. niere is an instance in which 1 (ownet) aice asked my &to 
work fmom the first &y &the n e i ~  year instead of the füüi. The manager asked 
the employees but d y  60 p a c a  agmd 1 was nat satisfied- 1 then asked my 
workers persaiallyy, and aimost 100 perœxt m. 

A second aspect of dormi ty  is that pddpation of employees m decision 

making is u s d y  not Onoweâ Employas seldom take suggestions or advice 

nom subordniates. For example, one key Monnant descn'bed a restaurant 

situation where a arstoma compLins thit a dish's seasoning is too hot. As a 

r e d t ,  the cook decides to change the type of seasonhg d o u t  conailtmg 

the owner of the restaurant. The cook later discussed the issue with the 

restaurant owner and proposed changhg the recipe. Howevq the owner 

fefùseâ to agree to the suggestion, even though the owna basicaily agreed 

with the cool's dethion. It was tejectcd because employees do participate m 

the proccss of decision making. As the re+ the owner set a d e  m the 

resiaurmt that my menu aiterations must be cleared with the owner m 



COOfgrmhy was rbo deniaasarted by key infommts rrspcmses to questions 

a b a t  o r p k a t i d  commanidon. Respopsts suggest that employers 

ddom coIllmiW.l.-rte with employccs on mattas of busmess, Employers 

assume th& employees h o w  wht is mqgid of them and how to M e  

probkms in accordance with the employer's wishes. l n f o d  rather than 

f o d  s t r u d ~ e s  for communication seems to dominate Chinese d 

busi~ess, Kcy mfonnmts expressed the beiiefthu formal commuaication is a 

Westem concept and not 8 Chinese management concept. h t e d  memos or 

notices h m  omets to deiiver mformation or mstnictio~ are not used m 

Chinese d bugtless. Wead, they are dehered through infocmal one to 

one commimicatious. As one of the respondeats glted: 

W e  as boPxs sei&m deliwr the ompany's mfonna$on to our subordinates 
ttnai$h srnvhus or (in a) f o d  way. Simply that it is not the Chinese 
pmdœ. Chinese iike to &are in a more pasanil wry. The more i m p o m  the 
mar~gsthattheboss woddüketoddiver,themorecagathattheawna 
s d  a private talk witb his subo-. nierâore, Chinese used to share 
omsatid i n f ; o d a n  dwhgtea times or fpmilygslhagigt instead of 
internai manos and ndces. 

Aithough autoontic leadership gams to be unwelcome in Western 

organisatims, it is co~mnody found withm Chinese organisations. As Bond 

(1991) States, in m y  cultwal system that give absolute ruthoriiy to those in 

power, Iüte tûe Chinese system expects cornplinace and 10- fcom those 



lothodiesi are m g .  One key mri,mant repcnted tbir whea he was s e ~ n  

ycus oM, he was punished by his teacher ôy not h g  a û o d  to eat hmch 

for a week Eveo thou& he ieponed tbis to bis parents, he was toid by them 

to accept the pimishmeit. in North Aiaericau society, such a pimlshment 

couid d in the teacher behg sued fôr cbiM abuse. In Chinese cuhure, 

however, obedience is considered m o d y  appmpnitq regardless of the kind 

of decisiofls or types of msCmctions f?om a superior. Thenfore, busiaess 

subotdinates expax to confom to authority and enployees in Chinese 

businesses are less iikely to giw opinions, take mdividuai initiatives, or deviste 

h m  mlcs d o u t  the apprwd of their superiors. 

The second reason why subordhates CdEIform to their superiors is becsuse 

subordinrites do not wrnt to take the risk of confrontkg their bosses. They 

redise that confi.ontations couid never bene& themseîves. As one of the 

mfocmants stated: 

1 know that 1 d d  never change my boss's mind. If I do so, the d y  
ccmsequaice wwld be either my dismissai or salary deducticm. 1 know 
whexe my pay disque ames fran; M o r e ,  1 WU neva diaüagp my boss. 



Key infimuant rqorises indiate thrt rihhough Chmese subordmates are 

ready to comform, they appcrr to have pzekences for whom they wül take 

mstrpctions h m  The prefémd superiors a those wbo have authoritarian 

leadership M e ,  abilities to mwisge, who are experts m the field are 

considemte and respecteci by others. 

'Face" was part of the hypotheses m Chapter 2 concemiug ailhinl 

chamcte&ics tbit 1&nr W i e g ' s  Chinese business wmmUnay. As 

indicated by icey mformant responses, to avoid loshg fice, Chinese business 

people Win hide tûe mianciai crises of tbeir oompmies to avoid m y  negative 

waiuations by people in the Chinese coamipiay. As one key informant 

reporte& 

1 etjoy hoving Dim-Sun with my f i 1 d s  everyday, where we are a group of 
new immigrants who crn share emqth@. 'IhuigP sudi as our fhiiies, out 
Livas in the naw &y, our gtanddnldren, owgovemment, our busuiesses etc. 
The d y  thing we wiU never talk abut are issues dated to the finances of 
our businesses. We di believe that t is a very mit ive  phenanma. Since your 
finamial status diredy affècts h w  people evaiuate you, as weiî as your 
oompany. 

Anotàer informant stated: 



Face swing is portjcululy important in Chmese society b u s e  m a stable 

Society with r hhmhical order (türt the Chinese commimity), the los  of fice 

aiiy have serious collsequences tOr m iiidivimul Accordiag to Bond (1991), 

in a stable SdCiety where int&sonal moniity was bigMy V e d ,  complyiDg 

wirb monl stmdds is essential to mahab one's status and prestige. If an 

mdividuril is judged by others as somcone who do not wmpiy with s o d  

noms, he or she hc be severeiy condemned as k t  d g  &ce" or 'io 

have no fice". Both tenns in Chinese tbrt the mdividuai bas laid aside 

aii ciaîms to behg a person. In this case, S a  Chmese owner bomws money 

outside his nmüy network, he is likeiy to be condemaed as 'bot wantkg fàce". 

In addition, an individual who has no 'hce' wül rlso H i  the image of the 

people with h m  he or she is associateci. Accordmg to Bond (1989), an 

mdiVidpll m Chinese society absorbs or refiects the giory, or shame, of the 

groups the mdividual belongs to. Therefôrey a Chinese owner who has been 

cmdemned as 'bot wanti~g &ce" win d i -  Mir the image of his company. 

The loss of mdividual 'fice' aad damage to the compmy's name has serious 

consequences for the growth of Cbinese s d  business. Chinese people win 



Opation. 

Key mfo~lbiants were adceci about the strengths and weaknesses of cultural 

chancteristics on th& business o ~ o l l s ,  The reqonses suggest that 

autogaic leadership provides owngs witû bata control ova their businesses, 

because it anows owners to be the fint one in th& wmpsnies to reaiise whrt 

is happening m their companies. As a reaiL, Chinese d business owners 

like to oversee evexy detaii o f  then bpénesses. Two Chinese phnscs 

fieqpently mentioued by infonnants wae: Wne eye watches over seven 

thmgs " ; and ''Hearts wirh caiculations''~ These phases d e d e  how Chinese 

business owners use th& saiscs and intuitions ta contr01 every detail of the 

business. 

Autoctatic leadaship not O* îàcüaates the control of a business, it also 

allows the owner to adjust murent business strategies m response to chmging 

situations. O v a  haü of the respondents repîy that policies mry not be as 

appropriate as strategies Pedups the d e  o f d  business that mspondeots 

wae invohred in bisses them t o d  strategis that cm be adjusteci 

constantiy and quicLty to accommodate new situations. 



~ c h u a d e r i s t i i o s , w h i & m c m e ~ e r & c r i i b c s c a i a s ~ ~  cm 

Ibo be ~seii as wrahiesses m mother contuâ. Key infommts suggest that 

relionct on paronil judgement om be bcndcirl in making qukk deçisionq 

but dots not heîp in developiag long tenn business atntegvd Anothet 

weakness of autoontic leaders& raponed by mtormuits is the lintitations of 

a single decision maker. For éxampie, ona m£o~ l~~ i l l t  told a story of the son of 

a Chinese business owner with an MBA who wanted to bring an awareness of 

a more mematic management styie to the fnm He instded the newest 

modd of computer to htlp the compmy in the procea~ of mventory control 

Iniiiiny,  hi^ fitber, the owner ofthe compmy, agned to try the new cornputer 

for one month. Afta a month, the Mer decided to abandon the use of the 

computer because he fSt that the new tool ws too unfinnliir to him and too 

compbted for him to use. HOWWCI, hter when the compmy expanded m 

size, hc lost hi8 abiüty to persona@ ccmtrol his immtory. 

Ihe tbird weshress of autocratie leadership is that ît discouz~iges subordinates 

fiom exercisjng th& creativity. For example, one Sonnant told of a d e s  



not a d l y  wdable to Wcstem bu&- F i  Chinese cmployees ahivays 

see themsehres as put  of th& companies md tlaey place coiponte goals over 

th& p d  goals. The situation of pasonil goab ov-ing with 
I 

corponte goais heips ta dwe1op colllll~n understrndmgs of the motives of m 

enterprise. Moreover, cocoascnais about business priorities and objectives CUL 

also kad to the elimination of tension and jedousy among business 

Key informant responses indiorte the k i ~  p o p  is believd to be more loyd 

and committed to the compmy than non-kin employees In parti&, the Lia 

group is foimd to be more supportive diiring tmvS of business r d o n .  

ùifotrmots report that office managers, chief acoountants and even the door 

keepa are brought into the company by the paterfiuiiilias. Kin groups finince 

the compmy with loms and in bad times they work for the company without 

being p u b  As one key mformaut stated: 



PasonJ. networkhg cari streamline transaction oosts in ectmoaiic exchange. 

Whiie owners of Westem bpsioesses rsqPin camacts, kwyers or 

hwestigrtm reports, Chinese businesses d d  through more i d o d  means, 

inchidhg thc telephme, handshake and verbal rgresmeat over a opp of ter 

Western companies r d  people k c q #  a&-ts h newspapers or 

employment ageaicies. Chmese businesses ramait ~ a f F  Ilmost exckisiveiy 

t h u g h  p d  networkmg. Staff are hiced based on blood ties to the 

employer. The doser the tie, the higber the possibioty ofbeing hired fbr top 

positions 

R e h c e  on personal reiationships m employee mcdnmt om in a iack 

of objective deria fbr asashg the abilities of a candidate. Key mformants 

achowiedged that the top management positions of a oomprny an oniy be 

dnwn h m  members of the orner's f à d y  .or clan and this automatically 

reduces the pool of available taient Even if a taiented pasoa is available m 

the nmüy, there is no guarantee bat  the most quilitid memôer of the fimis 

wiU be chosen for the top management position. Ifuutalented members of a 



An ample p d e d  by one key inhmmt desdbes the situation of a 

Chinese mstmmt owna d o  employed his niece d o  b d  rcceatiy migrated 

to Cmr& to iiil a nimrgaul position. Tb on& reason fbr recnutinaent was 

the ownds mord obb'goticm to a& bis dative. Afta two mondbs of 

employment, the ownsr was not sritj5fied with his niece's performance 

because of ha hck of English Imgurge skilis. However, since the owna feh 

tbrt he stiîi hrd a nsponbiliry to take oa o f  a relative, he kept her in the 

position, but a the same t h e  did ceniin Cislrs repiring hgiish for her. 

The managd stcengths associatcd with 'fice' enhances the stability of both 

verticai md horizontai orgaiisotid dation&& <>ne key infiormilllt suted: 

Having goal Eace is the secret atour canpany's suecaos. Peaple eome to vis& 
au restawant b u s e  it i s  mannmdd bythar hiadS. Ona o u  Company 
has apaiaiœd a tirne offinana al aisis, and a new~papr  moiter came to 
my aiiployees aslong questio~~s about my Company. However, al1 the 
employsas i n t e M d  respadd @ositivdy). You would say thcy intendeci to 
hide the Peqd of our company, but 1 d d  we this is my employee's 
eprpressim ofloyalty and Conimitment to the company. 

Face cm Jso becorne a liability to the dwelopment of Chinese businesses 

whaa it W s  their sources of fiiirmcing. One key mfommt described the 

situation of a restaurant owner wwho had an oppommity to -and his busines 



b m  dto-medium d e ,  if he oorild best  S100,ûûû into the business. 

F ~ a b r m e a i l t o b m o w ~ t h c C b a i ~ ~ ~ m m m i t y , m d ~ g P w s  

too coanpIicrted to borrow h a  the bmk, the owna decided to bonow b m  

his fhûy  mambsi9 md close tetrtives nawork. EEowwer, he couM only 

bonow $50,000 md his restaunnt rCrmmai rt a d d e  business. 

Anotba hthmnt smeâ thit ha hub never thought of expmdiig his 

wumat, simply because he know he bas no source of fmmcing. He feels 

that a gwemmmt lom is too compbted to rpply fOo, due to bis iimited 

En@& sLiOs For bim. the oaly source offinpacing is bis imm#iirte fàndy 

and fel8tives. 

4.4 Rtsiilta 

Key infommt responses support the hypothesis that the tbree selected 

Cbinese cukard characteristics ( donmty ,  coiiectiveiy and hce) are part of 

Chinese d businesses m Wmnipeg. The responses support the second 

hypotheais that Chinese nihunl chamctersstiics of  ~011-, COPfi)rmity and 

fice are assets to Chinese business operations This advantage inchdes 

davelophg wmaon goais amcmg the stlawirhin the orgiaisrtion, employee 

CO mtnitmat and loyafty. It rlPo duces sorne business transaction costs. The 

advautage of autoontic leadership is it's capadty to d l e  owners to oversee 

evay detaü of the5 compamy. The acivantage of 'fice' is in it's ab* to 

stimulnte co-operation h m  suôorqinites m orda to b d d  a good compmy 

image. 





CEAlTER RECOMMENDATIONS FOR C U L " Y  

SENSITIVE CO- ECONOMIC DEVELOPMENT POLICY 

AND P B G  

If cdturc is a key fiaors aihthg the growth of Chinese smaü business in 

Wmipeg, thm commmity p h e r s  and emnomic development plumers shouid 

ooMida the ailbnrl fàctor m the design of business -ce pro- 

nie existing business assistance programs offCrrd by the Proviacial govenunent 

do not mcorponte cuiturai fidors. For example, Manitoba IndusDy, Tride and 

Toorism has d e d  out Business Stnt Up Rograms since 1985 (Ciiuâian 

Immigration DeprrtmentJ985). These pro- provide information to 

business immigrants conceming sources of business comsehg, hanciai 

planning, and procbes  for estabh'shmg a bushess. Manitoba hdustry, T d e  

and Tourism is al00 responsiile for foilowing up each new business immigrant 

who is under the Canadian Business Program, and making sure that they put 

&& ideas and motives into estabibihg th& own buinesses witbin the recpked 

period of the. Yet, savices end a h  the immgrauts have set up th& 

businesses in the City. There are no foiiow up progruns p a& with business 

accuhration and development der buSmesses are established. 

Business assistance prognms offied by the City of Winnipeg focus on techaical 

and legai aspects of business management which are often at odds with cuitural 



characteristics of Chinese basinesses Then a no serviœs or prognais to 

assrkt ChDnese biIsmess iirmgmcs 
0 

to mtegnte their cuitml management 

~rrragths mto bugaess opernticm~~ For example, the Federai Business 

Deveiopment Bank ofks a series of ecaiiiurs and workshops di "Stntegic 

plrimpgu and '%fanagement tninmg" tmvd at assisring smin business m the 

areas of ptnming, marketin& fhc iug ,  and stafüng. Smiitrfy, the worsrshops 

onerrd by Manitoba Iadusûy TnQ and Toilrism are rlso designcd to improve 

business management skiüs. Neither of these prognms iddress cuhinol factors 

This pncticum identifies that there am diffmces m business success and 

SUTVIVd between Westem and Eastern cabres. lhae is no single formula that 

fosters growth of smali business of the both aiihucs, Cqwny e&ctively. [O 

0 t h  words, assistance programs tbt rn heipfiil to the Western business 

organisations m y  aot have the same benefïts for Eastern orgaai,cntions Both 

the Western md Eastern organisations have unique management styles and 

culhnil philosophies Greata d e r a t i o n  of these dinereaces fiom 

govemmentg bmlrs, independent business organisations, and dsvelopment 

pianners are nec- to foster the growth of Cbinese s d  business m 

Wiimpeg. 

To fiicilitate the growth of W i e g  Chrnese business wmmunity, it is 

recommended that Manitoba Indusûy Tnde and ToWsm shouid stimulate 



m e s s  of the busiriess ~beagths md weakutsscs of the collective cufture to 

Chinest business people. L particolrr, it is crucial that the Cbiriese business 

conmimity redise how thm wRedive orientation might bcQ thm business 

deveiopment and how depaidency cm p d  networlrs to nnwt cnployees 

might LiDQ the gmwth of th& boePesses. U d w e ,  h i n g  the mtdew 

pmcess, none of the key Eiformants srid they brd ever thought about the 

sbaigths and werlaiesses of th& busiacss cuiture but Smpiy foIIowed and 

copied the pattern of dohg business accordhg to the ways of their ancestors. 

lbas me smnl rctivities and programs that couid _aimulnte aiEhiiil awareness 

of the Chmese business community. For mstauce, r e m  codetences smilpr to 

the 1991 Chinese Conkence dhcwshg Head Tur and New Business 

Immigrants ot  simpiy tea parties could be held This regulu confierence and "tea 

party" would ailow Chinese business people to sbm thm own opinions, 

klings and expdences about domg business m Winnipeg in a c u h d i y  

fiimdly format. These formats wouid give business people a chance to thmL 

about things thrt are seldom thought about. lhip type of pro- &ouid be 

designeci as a b d  of sharhg or as a polemic amcmg equais ratber than as a taîk 

or workshop. This b impofimt for two reasoag F i  it wiii ivoid the Chinese 

loss of fice. Sccondly, the prefmed Chmese leaming M e  is tbrough shaxing 

withia one's social environment. 



Sociai context ssanrp to be the most desirable d o â  of musing Chmese 

iwuc~less of the stteagths and wcrkoesses of  th& c d b d y  culture. CulhPsl 

change is a vay slow pro- as belie& attitudes, htowidge, mords hm been 

w d  estrblished over tirne. Tbis becomes a pt0bIcill when younger grnerations 

Who hm feceived trainjag in West- inrmgumnt SÉntegies try to offer 

suggestions and new ideas to olda g~~~entions. The nsPY is that the younger 

genention contmues to absosb West- ideas wbile the oider generation persîsts 

in th& triditionai business methodoEogy- As a remit, conmnmication becornes 

more difncuh betwm tâe gaientions and codicts âepueptiy occur. A major 

problem in a codbrmity cPlhne is that it causes b h d  cornpliance with the 

ancesfor's management principles, even though some of these principles mi@ 

not be d or applicable m today's society, or m a new country. 

Appropriate social opportunities for Cbinese business owners Who have 

suCCCaPfilnY adopted Western business management practices into their business 

should aiso be encourageci, so tht this knowkdge cm be shared w i t h  the 

Chinese business  CO^^ Another mems d d  be to role piay or use a 

video pro- n e  story iine would typidy ilhistrate changes within a Chinese 

fàuciiybusioess mtext,  such as a son who bimgs new ideas to the business. AU 

of these techniques aim to edamce the cosxmnmications between two different 

buhess cuItures. 



Thece is a dennite nced to cxpmd Girnchg souries fbr the p w t h  and 

devciopment of WOmpeg's Chinese brisines cmmtdy. Fear of losing fice is 

a mijor b e a c  to basincss k c h g  Bomwiag Born the govenunent is 

considami as beggiog 'Ibis is m unherlrhy situation because a shortage of 

nOmoL1 sources wiil evenoailly discourage Cbinese business starts and 

explslsion. Economic deve10pment p h e r s  nced to wodr with banks, hancial 

idtutions md gov- h d p g  agacies to mcorponte aoss-ciJhUal 

concems mto business lom programs. 

Hon and Gaiî (1994) m their research on "How Chinese Immigrants Select 'Ibeir 

Banks" provide msight mto the km& of banks Cbinese immigrants prefer. They 

ideatified that recent immigrants are attracted to big bmlrs with overseas 

branches, which provided biimguai persmnei, who mderstood tbeir cuhure and 

who were ncommended by fiends or fhüy. These fïndings also appiy to the 

Chaese hmnignnts m Wiinipeg. h order to im ic t  more Chmese business 

immigrants to Winnipeg, financiai institutions of this type could be r&ed by 

Manitoba hdusüy Trade and Towisn who couid take the initiative m 

promothg more Asian badcs and commua@ hanciai idtutions m the City. 

F i ,  rny growth of the Winnipeg Chmese buSmes commimay will directiy 

conmùaite to C w s  economy. It is therefore cruciai that Cbinese business 

immigrants ne  able to participate fidiy hto the local business CO- 
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Appendir A: Interview Questions 

O%mipDim'snmra: 
~ s ~ i & , & i C S :  

Date oqdmtion fiundad.. 
N.mbaof~ip10yœs: 
~Im8nt'sMIœ: 

sex= 
Ag e: 
Etbnic origb: 
LQgthotcdacrtion 
Length o f d g d o n  to Cana&: 
Position m o ~ m :  
Shareholdings or ownaship in oqmhtion: 
Membas of my Chhese commioay gnrup in the City of Wmnipgl 
h y  invohmnent mto the Cbmese 0 0 ~  m the C i  of Wmeg? 

1. Whrt Wue yoin di86cuay<'1es) m adqhg hto the C i  of Wmnipeg 
sina your &al? 
e.g. homcsioloiess, iack o f  km-based hancial networlr, wertIier etc. 

2. ûîthe above mmtioned difnculty(ies), what is the major one that a i s  

you the most in succes&ûy aâapt to the sociby? W h .  
3. &ve you received my agnisunce fbm the private or pub& agents? 

4. Do you think the wailrbIe assistrmce pmgnms ue adcqiute to assisî you 
to be more capable to abpt mto the society? Exphin why? 

4. Who do you thiiilr shouîd be rrsponsible for the ooordination and 
provision of more a d e q ~ e  a m c e  program" Whyl 

5. Do y00 have other wncerns regarâing the adaptation of Chmese 
immigrant m WWiimipeg? 



Qucrtkw for the rccoad roiad of i a l a m r  

Deasonmcing 
5. Who hold the &mate decision authoriry m the otgmizrti003 
6. Are you nonnaiiy m f i ~ R  control of events or do yoii have to d e  allowatlces 

for fite to phy a prUt? Why? 
7. ls tharc a guiding principle which af?ècts yom choice of wh.t to do in your 

orgoniPtion? 
8. Are you normiiry m 6n contrai of events or do you have to mke dowmccs 

for fàte to play a part? 
9. Do you consider yourselfas udhorhtive in leadmg the orsrniption? 
10. What iJus the reamn(s) for your p r e b n c e  on m authoritstive leadaship 

style of management? 
11. What do you thrmE gare the sbength(s) and wuknmes) of ruthoritative 

leadaship in yom orgrniPtion? 

Importmce ofFamüy and Km 
12. Wbat are the key person m the organization's aavM1? Why? 
13. Who is the most essential pason m the intemai management ofthe 

orghtion? hi what way? 
14. Wt is the pmportion/number of fDmily and )tiii workhg m pur compmy? 
15. Who occupy the top positions of four organizaticm? 
16. How si@cant is your fimiEy to your business operation? 

lob sh;mmg - Emotional support - 
FiDlncLlsupport I n t d  stabiba - 
Personne1 - Others - 

17.- islam the reason(s) for your preféteace m racniitiiig f à d y  and kh? 
18. What idare the strength(s) and weakness(es) of fin9s. and Liii into business 

operation? 



F e  - clos ~~IatiSfeS - 
Fria& - DktancerelatRres - 
Chinese 00- B r m k / ~ c i o l ~ o n  
Govenunmt - Otber - 
How important iP '%ce" m Cbmese Society? 
How important is "nice" to your orghticm? 
How do you -id C'lOsing &ce" of yoru orgahtion? 
What do you thinL Ware the strqth(s) md weaLIl@cs) of Chinese fice 
cuiture mto your business operation? Why? 

Sociaiizatim 
27. Did you have a mentor'? 
28. How does your mentor influence your vaiues and ideas in runnjng business? 
29. How dïd you pick up ideas about business behwior? What formai and 

idiormrl tnioiog did you have? 
30. 1s there rny s p e d  support system wbich helped you gct -cd? 

Perception on Succesifid Business 
3 1. How wouid you dethe a successiid orgiroiption? 
32. What are the keys fbr business success? 

Employees' Comments 
33. What do you thialt your roles in contiiiuting organization success? 
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