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Introduction 

The United Kingdom and China markets are strikingly different in many aspects. 

There remains a world apart in distinctions between the Chinese management style and 

the Western capitalist’s management methods (Tang and Ward 2003). Although China 

opened up its doors to capitalist economy since the late 1970s, it still maintains some 

level of socialist orientations especially in the country’s politics and government. 

Economically, China is a capitalist country, however politically and ideologically it still 

retains certain degree of socialist principles and orientations. From state-planned 

socialist economy since the 1940s, China opened its economy to free market capitalism 

since Deng Xiaoping came into power, however China’s entry into the capitalist world 

was fully realised only in the 1990s (Chen 2002). Whilst the country embraced the 

global capitalist market, its system of government purports to be socialist and hence, 

the Chinese Communist Party still remains in power and controls the political affairs of 

the country. The CCP still sets the rules on how Chinese companies conduct business 

in the country, although most of these rules have been relaxed to accommodate the 

capitalist system of economy.  

In the aspect of culture, meanwhile, Chinese culture is different in great respect 

with that of the British culture. Old traditions and values of a long time ago are still 

pervasive in the Chinese culture. Confucianism, Taoism and Buddhism are all well-

entrenched in the country’s culture, which are radically different from the Judeo-

Christian and Protestant religions dominant in the UK. These values and beliefs 

permeate in the business management styles and behaviours of managers in the two 

cultures. In the Western countries, i.e. Britain, the thinking that the “West is the best” 
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remains to be omnipresent (Blunt and Jones 1997). Some degree of racial orientation 

remains in the British culture that tends to discredit other races from occupying 

significant positions in the workplace. For instance, most managerial positions in Britain 

are occupied by Whites despite the increase in academic qualifications possessed by 

Asians (Msonthi 2000). Hence, culture and ideology are the major barriers in cross-

cultural management. This is because Chinese managers and workers are collective or 

group-oriented, whilst British managers and employees are individual-oriented (Ralston 

et al. n.d.). A convergence between training and development of managers and staff is 

therefore an important factor in harmonising the relationship of companies and people 

between these two countries and unify their approach in conducting business. 

Whilst the two countries have different culture and values, not every company 

follow strictly their country’s established methods of management. There are British 

firms that follow the principles developed by ancient East Asian or Chinese philosophers 

and strategists and employ the practices done by Chinese companies. Although it is a 

common perception that the Western management method is the most advanced and 

the most appropriate practice in today’s global economy, several British firms still think 

that there are features of the Chinese management that are fit for the company’s 

strategy. Chinese managers, on the other hand, view the West’s model as modern and 

contemporary and they acknowledge it as the most widely applied method of managing 

an organisation. The Western management method appeared to have worked with 

some Chinese organisations. In the global economy, whereby competition is won on 

market-oriented practices, strategies and tactics, Chinese firms seek to adapt the 

prevailing system in order to succeed or maintain their presence in the international 
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market. At present, a number of Chinese companies incorporate the Western 

management style into their organisation in a bid to enter, penetrate and establish a 

position in the highly competitive global economy. But the most dominant influence on 

these Chinese companies still is the teachings of Confucius and Sun Tzu.  

A convergence of two cultures is established by the firms practicing the other 

culture’s methods and following their values. These firms integrate the other culture’s 

management model in an attempt to become unique and achieve competitive edge. The 

convergence of management, training and development methods is viewed as 

especially important for the Western firms. Integrating the East Asian management 

model could provide additional value to the company and to its brand, products and 

services. It is essential for the Western organisations to understand the current 

management method practiced or applied by Chinese companies. Especially today that 

China is an emerging world power, not only in the realm of world politics but most 

especially in the field of global economy. China is the fastest rising economy in the 

world today. With a steady growth of 10% per year in the 1990s and a strong showing in 

the current decade, China will definitely have a great impact in the world economy. The 

rapid increase of Chinese firms entering the world market and succeeding in their 

endeavours warrant a study of the Chinese companies’ management methods and to 

some extent emulation of their practices in business operations and processes.  

This research will attempt to look at how the British companies can integrate the 

Chinese management methods into their practice. At present, the prevailing thinking is 

that the West’s management practices are the most advanced. However, in this paper, 

several features of the Chinese organisational management will be examined to see if 
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these are superior to the West’s style and if these can be incorporated into the British 

management system. Among these Chinese approaches, what are the features that 

British firms can borrow, adapt and incorporate into their management methods? 

Hence, the focus of this paper is to investigate whether there are some management 

practices in China that can be superior to the West and how can these be adopted into 

the Western management style. 

Background and Overview 

China 

The People’s Republic of China is the largest country in the world in terms of 

population, currently at over 1 billion people, and is also the fastest growing economy 

with annual average economic growth of around 10% in the last two decades. The 

Chinese economic performance has been the envy of the rest of the developing world 

for its rapid development (Moore 2002). It also has been perceived as a threat to the 

Western industrial countries’, particularly the United States, leadership in the global 

economy (Holz 2005). The International Monetary Fund even considers China as the 

second largest economy, next only to the United States, in terms of purchasing power 

parity (cited in Moore 2002). In 2002, a year after the country joined the World Trade 

Organization (WTO), China took in over $52 billion in foreign investment and had a 

trade surplus of over $100 billion (Ambler and Witzel 2003). These figures show that 

China has truly become a major player in the global economy. 

Indeed, the giant has truly awakened. Holz (2005) predicts that China will 

surpass the US as the world’s largest economic power by 2025. The East Asian giant’s 

economic reforms in the late 1970s and formal entry to the WTO paved the way for 
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China’s emergence as a formidable economic power of the 21st Century. Currently, a 

large number of Chinese companies are engaged in almost every industry. From the 

manufacturing sector up to the heavy industries such as petrochemicals, construction, 

mining, shipbuilding and telecommunications, Chinese firms are among the major 

players in almost every part of the globe. Even enterprises owned by ethnic Chinese 

abroad are successful. The spread and power of overseas Chinese are unprecedented 

and scattered, mostly in Southeast Asia, concentrated in family businesses and kept by 

strong blood ties geography and business (Bjerke 1999). Chinese products of all kinds 

(from food products to cellular phones) are now a usual sight at every market in the 

world.  

The Chinese-owned companies’ and China’s economic success is largely 

attributed to their unique management style. As stated above, culture and traditional 

values play an important role in the management of the firms’ operations, processes 

and human resources. Hou (1997) explained that the distinguishing characteristic of 

Chinese management is that it is more of an art than a science, patterned after Sun 

Tzu’s book, Art of War. Chinese leaders and managers appeal more to the heart (rather 

than their mind) of their people to persuade the staff into action and optimise their 

performance. Chinese-owned companies reward their staff with intangible incentives, 

not monetary rewards. The society’s tradition of close personal relationship permeates 

deep into a business organisation’s corporate values, beliefs and practices. The 

Chinese tend to work more in a group, and values the group performance more than 

personal benefits. 
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Britain 

The United Kingdom is one of the pioneers of free-trade capitalism, along with 

France and the United States. Free-market economy has been the dominant economic 

structure in the country since the Industrial Revolution of the 18th Century and the 

emergence of the laissez-faire policy (Chang 2002). Britain is one of the most advanced 

industrial capitalist countries today, along with the US, Japan and the rest of industrial 

Europe. It is the sixth largest economy in the world (EconomyWatch n.d.). Despite the 

strong power and influence of the labour sector in the government, Britain is still 

considered a capitalist society, albeit a neoliberal one.  

In contrast to China, the British economic performance of the previous two 

decades has fluctuated. In the early 1990s, the country suffered from an economic 

recession, resulting to massive layoffs of employees (Geroski and Gregg 1993). After 

the recession, the economy did not experience a dramatic growth. The country’s 

economic growth averaged only about 3% annually (Kneller and Young 2001). On the 

current decade, UK’s GDP did not increase to more than 5% and by the second quarter 

of 2008, the country has entered once more into recession (EconomyWatch n.d.). At 

present, the country’s economy contracted by 1.9%, the sharpest quarterly drop in 30 

years (Kollewe 2009).  

The above figures make the British companies constantly seek better 

management methods and human resources to keep their companies alive and stay in 

the business and drive up economic activities. British firms are continuously looking for 

best practices in management, training and development to optimise their organisations’ 

capabilities and achieve sustainable competitiveness. The present dominant practice in 
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Western management is the scientific, individualistic and company goal-oriented 

approach (Blunt and Jones 1997). Western capitalism is described as a “self-serving 

economic system where everyone looks out for his/her own self-interests” (Ralston et al. 

n.d.). Hence, Western firms’ managers reward their staff with monetary incentives and 

personal benefits to motivate them to work and perform better.  

It can already be seen that the current performance of the Chinese economy is 

better than the British. The Western management style is therefore wanting for some 

improvements in order to keep up with the pace of economic growth in China and the 

rapid growth of Chinese companies. It seems therefore that British companies should 

adapt some management principles from the Chinese. At the rate that things are going 

on today, British companies should borrow some concepts and principles from the 

Chinese organisational management. 

Literature Review 

Business organisations are constantly changing their methods of operations, 

practices and strategies to adapt to the ever-changing market conditions. With this, 

human resources management must also keep up. Hence, the training and 

development function in the organisation needs to be adjusted as well. Training and 

development strategies today are constantly being reinvented, reengineered, 

revitalised, remade and improved to conform to the current conditions and align the 

organisation to become more customer-oriented (Sims 1998).  In the field of cross-

cultural management, training and development strategists in cross-cultural 

organisations are taking more emphasis on the political, economic and cultural 

differences among its members to develop appropriate strategies and standardise the 
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work practices of all the employees. Here, the members’ perspectives on political 

ideologies, social structures, cultural beliefs, and even racial differences are taken into 

consideration in undertaking cross-cultural research and studies (York 1994), the 

ultimate objective of which is to harmonise the processes and operations of the 

organisation to perform better and to meet customer’s needs. 

The dominant subject in the study of cross-cultural management is the cultural 

and political barriers in the relationships and functioning of members of an organisation 

that employs people of different nationalities or races. It is not surprising that culture 

takes the central tenet in cross-cultural studies. The literature is abounding with 

research dealing this subject. A number of authors have already dedicated so much 

time in studying, researching and investigating the differences in cultures of various 

nations (Hofstede 1980; House et al., eds. 2004; Black and Porter 1991; Adler and 

Graham 1989; Van Vianen et al 2004; Blunt and Jones 1997; Ralston et al n.d.). These 

studies focused on the cultural differences within multicultural organisations and 

proposed various measures to make a convergence in management methods across 

these different cultures. It is apparent in these studies that cultural differences are the 

biggest barriers towards a unified organisational structure and performance.  

Hofstede (1980) developed a four-dimensional approach in understanding the 

cultures of various societies, which is applicable even to multicultural organisations. 

They are the following: 

• Power Distance – a measure of an individual’s acceptance of the inequality in 

power the distribution of power in society or organisation. 
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• Uncertainty Avoidance – involves the society’s tolerance and acceptance for 

uncertainty and ambiguity. 

• Individualism – the extent on which an individual is integrated into a group or 

collective. On the opposite side is collectivism wherein the ties that bind 

individuals in a group are tighter. 

• Masculinity – the distribution of roles that gender plays in society or 

organisation.  

A fifth dimension, the Long-Term Orientation, was added to include a society’s or 

organisation’s treatment of thrift and perseverance (Hofstede 1998). Hofstede’s 

pioneering work has been the most influential in the field of cross-cultural studies. On 

the other hand, House et al.’s (eds. 2004) Global Leadership and Organizational 

Behavior Effectiveness Research Program (GLOBE) provided another approach at 

understanding culture in different organisations. The GLOBE study presented different 

dimensions, although they seem similar, from Hofstede’s five-dimensional approach. 

According to House et al. (eds. 2004), variations in culture can be best understood by 

studying it in nine dimensions; performance orientation, future orientation, gender 

egalitarianism, assertiveness, individualism and collectivism, power orientation, humane 

orientation and uncertainty avoidance.   

These studies have served as the yardstick used by many researches to 

measure cultural differences in organisations. Several authors, utilising the Hofstede 

model, have already made significant contributions in the literature in understanding the 

differences between the traditional Chinese-style management approach and the 

Western modern management methods. The Western management approach is 
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focused on market competition and is directed toward achieving competitive edge by 

gaining the trust and confidence of the people, whilst the Chinese management 

approach is somewhat utilitarian, which is established through a high degree of 

obedience on the part of the people. The Western management style is more of a 

science than art, in contradistinction with the Asian style. The Western management 

culture subscribes to the values of objectivity, professionalism, individualism, and 

company-goal orientation (Mendoza 2001). British or Western managers perform their 

functions with strict adherence to code of behaviours and conduct for the purpose of 

achieving the company’s annual targets and for personal accomplishments by giving 

monetary rewards to themselves and to the staff. 

Blunt and Jones (1997) concluded that Western companies tend to become more 

people-oriented, which means organisations are of low power distance (relative equality 

of power and status between leaders and followers), low uncertainty avoidance (they 

tend not to believe in absolute truths and avoiding strict code of conducts), low 

individuality (group membership is of high importance) and medium masculinity (men 

and women have specific roles in society or organisation). This is in contrast to the 

Asian management style wherein there is high power distance (leaders acquire and 

maintain power by virtue of moral superiority), with patrimonial structures and a great 

degree of collectivism (Blunt and Jones 1997). Power is distributed unequally in Asian 

organisations and the leaders are expected to maintain harmony whilst enjoying 

respect, obedience and compliance from their subordinates. Ralston et al. (n.d.), 

meanwhile, argued that the West is more individualistic than the Asians. It is this 

variable that makes up one of the most distinctive features of the countries’ cultures. In 
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China, high value is placed on collectivism due to the country’s longstanding history of 

Confucianism and the prevalence of the socialist method of collective work-style for the 

good of the society, whilst the Western culture puts greater value to personal interests 

rather than social or group interests (Ralston et al. n.d.). These cultural values reflect up 

to the respective countries’ organisational management styles.  

Due to the transformation of China into a capitalist society, private companies 

have germinated rapidly and now constitute the largest number of enterprises 

throughout the country. These firms, whilst new to the contemporary economic activities 

of the modern globalised economy, have been successful in their endeavours by 

combining modern technology into their unique and sophisticated method of 

management. The Chinese management style is more a form of an art, which is the 

“skill of doing something well” (Schlevogt 2002). It is a form of art in the sense that 

Chinese managers manage the “heart” of the staff rather than their “minds” (Hou 1997). 

This is primarily influenced by their longstanding cultural traditions and values on 

collectivism and teamwork, which the Chinese have been able to preserve well despite 

the advent of modern technology and the prevalence of the Western capitalist methods 

of management.  

The Confucian teachings on honesty, leadership, government, family 

relationships and respect for authority are the most influential philosophies in China. 

This is summarized in Confucius’ words: 

A man who is without good faith – I do not know how he is to manage! How can a 

wagon without its yoke-bar for the ox, or a carriage without its collar-bar for the 

horses, be made to move? (translated by Soothill 1995, p.8).  
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A leader who is without good faith or moral excellence cannot lead effectively. The 

Chinese management method subscribe to this philosophy very heavily. Moral 

ascendancy is central to Chinese leadership values and traditions.  

We Chow Hou (1997) attributed this high degree of collectivism on the part of 

Asian companies to the Confucian culture of China and their adherence to the 

strategies set forth by Sun Tzu in his book, The Art of War. Hou (2007) stated that in 

China, there is congruence in the management of business and war and that the 

strategies used in military campaigns can also be used in business. Sun Tzu’s Art of 

War is one of the major influences in the contemporary Chinese management practices. 

“In fact, Sun Tzu’s book offers acute insights into the nature of modern business 

practices, especially in societies influenced by Chinese culture” (Hou 1997). Chinese 

companies have also been able to use the socialist orientation of collectivism to their 

advantage. Most of the firms established in China, although private entities in their 

characteristics, are managed collectively either through joint ventures or through 

township and village enterprises (Ralston et al. n.d.).  

For a Western organisation to understand the Asian (Chinese) practices in 

managing a business, it is essential to start at the guiding philosophy of the Asian firms. 

As Hou (1997) suggested, Art of War is a constructive instrument from which British 

companies can derive and begin to understand the principles of Chinese management. 

One of the underlying principles of Chinese management can be found in Sun Tzu’s 

words:  

The Book of Army Management says: On the field of battle, the spoken word 

does not carry far enough: hence the institution of gongs and drums. Nor can 
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ordinary objects be seen clearly enough: hence the institution of banners and 

flags (Chapter VII, no. 23, translated by Giles 1910). 

This is why high value is placed on collectivism and teamwork in the Chinese culture in 

that through teamwork, the organisation can succeed. And personal interests are 

subdued by collective interests. Effective communication between the managers and 

the people, through the different teams and departments, builds unity and enhances 

better performance (Hou 1997). The general’s orders or, in business organisations, the 

managers orders are communicated through the different teams or departments, 

representing the gongs and drums and the banners and flags.  

Although there is wide disparity in the culture of the two countries, leadership 

styles and principles can serve as the melting pot between the two cultures. As can be 

seen in the practices of several countries, an amalgamation of the Western and Eastern 

styles of management proves effective and successful. Among the territories with 

significant Chinese influences are Hong Kong, Taiwan, Singapore, Korea, Thailand, the 

Philippines, Malaysia and Indonesia. These countries display substantial Chinese-

management methods, whilst at the same time also practice the Western management 

approach. For example, Hong Kong is a mix of Confucian altruistic prescriptions and 

British legal and professional practices, free trade, contractual individualism and 

impersonality (Mendoza 2001). In Hong Kong, a method of reward and incentive 

instruments in the form of pay and promotion is in place, consistent with the British 

style. However, such incentives or rewards are deferred payments and gratifications as 

a result of the psychological contracts between the employers and the employees, 

wherein majority of the employees are willing to sacrifice immediate personal interests 
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and convenience for the benefit of the organisation and upon which the employees are 

confident they will be compensated in the long-run (Mendoza 2001). Taiwan is another 

territory where a blending of the Western and Eastern management methods are 

successful. In this territory, business organisations are established and managed by 

families, consistent with the Confucian tradition and collectivism. On the other hand, 

Western capitalist ideas, scientific developments and technologies are successfully 

blended into the management styles of these enterprises (Mendoza 2001). Hence, it is 

highly possible that British companies can adapt and integrate some or several Chinese 

principles of management and leadership. 

British companies need to identify and understand the Chinese culture. Once the 

cultural differences have been identified, the next question would be, “What to do 

next?”. Davidson (2003) proposes that upon identifying and understanding cultural 

differences, it is necessary to leverage on these differences in culture to improve the 

business’ operations and processes. It can be exercised by introducing new 

perspectives in the organisation to cultivate an attitude of excitement and a commitment 

to pursue value-adding relationships (Davidson 2003). To leverage on the differences in 

culture, one must first identify, understand and put value on the differences. Thus, 

training and development strategies for human resource management can focus on 

developing new methods and approaches that produce new perspectives, which could 

serve as the basis of convergence among the members of the multicultural 

organisation. 



 17

Research Methodology 

Every research undertaken or to be undertaken involves gathering of data, 

analysis of data and interpretation of such data or information. In conducting research, 

the study is usually presented either in a quantitative method or qualitative method. 

Typically, the use of either of these two methods was done because it is assumed that 

they present distinct scientific absolutes (Newman and Benz 1998). There have been 

debates about the qualitative and quantitative methods of research. These debates 

focus on which of the two methods reflects an accurate outcome of the research and is 

more scientific and measurable. Quantitative method involves the application of 

statistical analysis and interpretation, whilst the qualitative method uses interpretation of 

based on observation or interview. However, despite the debates surrounding this 

issue, the use of either one or both of these two research methodologies are still 

accepted in the academic field as scientific and as such presents an accurate outcome 

based on the objectives of the research. As Carol David stated in an interview for their 

dissertation paper, presenting a research using empirical data by obtaining tons of 

samples may be interesting for readers and reviewers. However, such method may lead 

to more taxonomy and fewer contextual descriptions (Cross et al. 1996). Hence, the use 

of qualitative analysis is employed in this research. 

Research Design and Technique 

The qualitative method of research is employed in this study to present a 

theoretical analysis and conclusion on the management method of China and Britain. 

This research will focus on the management methods of two countries, with particular 

emphasis on how British companies can use the Chinese style in their practices. One of 
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the strengths of the qualitative study is that it can be able to encompass interpersonal, 

social and cultural contexts of education more fully than the quantitative research 

method (Hara 1995). The researcher’s viewpoint is therefore noticeably positioned 

within this study while at the same time able to provide richer and wider-ranging 

description of the subject being studied.  

Data Gathering 

Gathering data and findings from previous studies conducted on this subject is 

employed to provide theoretical basis on the analysis, interpretation and conclusion 

done on this paper. The literature is replete with sufficient empirical data and theoretical 

conclusions showing the far-reaching influence and impact of the Chinese management 

style in other countries. These studies show that the Chinese method is practiced not 

only in China but in several countries as well, especially those with Chinese influences. 

Using the information collected from previous articles, a comparison and contrast will be 

undertaken to show the distinction between the two management methods and identify 

which practices may be of benefit to both cultures, but the emphasis will be on the 

British side borrowing some or several principles from the Chinese side. Hence, this 

paper will be of benefit for British firms as the research will attempt to recommend 

advantageous and critical management approaches borrowed from the Chinese. 

To have a further understanding of the Chinese management in practice, the 

researcher asked some Chinese and British managers and employees for interviews. 

The interviews consisted of open-ended personal interview wherein the researcher 

asked the respondents with questions pertaining to their management styles (on the 

part of managers or business owners) and their perception of the organisation’s 
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management methods (on the part of employees). The respondents’ opinions and 

views, who were interviewed separately, were used in the interpretation and analysis of 

the theoretical and empirical data gathered from previous studies. 

The conclusion reached by the researcher at the end of this study is based on 

the interpretation and theoretical findings collected. The researcher compared and 

contrasted the Chinese (Asian) and British (Western) management methods and 

conducted a converging point between these two management methods. Since the 

focus of the study is to find out which of the Chinese management styles can be 

borrowed or adopted by the British, a lengthy discussion on the Chinese management 

was conducted and most of the data or source of information collected is focused on the 

Chinese side. However, the conclusion derived from this study cannot be made as a 

basis of convergence or adoption by the British but can be used as guide on which of 

the Chinese management methods can be borrowed. 

Research Questions and Purpose 

The focus of this study will be to look for the appropriate Chinese management 

style that can be applied into a Western company setting. The eastern (Chinese) 

management methods will be examined with a goal of finding the appropriate method 

which the British firms can adapt. The research will answer the following questions: 

1. What are the similarities and differences between the Chinese and British 

management, training and development approaches? 

2. How do these approaches affect each other in practice? 

3. What are the advantages, and disadvantages if any, a firm can get when it 

combines the two approaches? 
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4. Does the present management approach in the UK borrow some principles 

from the Chinese? 

5. What principles and practices can the British borrow from the Chinese? 

6. Which of the Chinese management approaches is best suitable for the British 

management style? 

The purpose of this study is to show the similarities and differences between the 

two cultures with respect to business organisations. How the management approaches 

in each culture affects the performance, operations and processes of the organisation 

will be shown. Consequently, the impact of the culture to business organisations will be 

analysed. Furthermore, this study will also examine the application of the Chinese-style 

management in a British company and vice versa. How these companies operate and 

perform using their management practices will be examined. Further still, particular 

emphasis will be given to management practices and principles in China that a British 

company can borrow. 

Comparison of Asian and Western Managements 

The Western (British) Management Style 

In Blunt and Jones’ (1997) observation of organisation management in the West, 

particularly in the US, the authors said that managers have attained the status of 

cultural heroes. Much premium has been given to the managers or leaders of 

companies in that they are being given more credit on an organisation’s success, or 

failure. This notion is epitomised in the US and other European countries, following the 

ideas of the giants in the field of management. Peter Drucker (1954) gives a 

considerable emphasis on the role the managers when he said, “The manager is the 
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dynamic, life-giving element in every business. Without his leadership the ‘resources of 

production’ remain resources and never become production” (p. 3). This proclamation 

by Drucker reflects the West’s high regard on individualism and gives credence to 

Hofstede’s (1980) study. In his book, Culture's Consequences: International Differences 

in Work-Related Values, Hofstede stated that individualism is high in the West, with the 

United States, Australia and Great Britain having the highest indices (1980, p. 157). 

The Western values on individualism are mirrored in the way organisations are 

managed in the West. The West’s approach in managing organisations is patterned 

after the US style. Most of the theories, ideas, principles and philosophies in 

management in the West are taken from or influenced by the literature on management 

in the US. Proof of this is the dominance of the works of Frederick Taylor, Abraham 

Maslow, W Edwards Deming, Peter Drucker, Tom Peters and Michael Porter, to name a 

few, in the field of management, training and development, marketing and other fields of 

business. Also with great influence to the Western management theories are the 

practices of giant American companies such as Coca-Cola, Walter Mart, Procter & 

Gamble and all the other American firms listed in the Fortune 500. These practices and 

the American literature emphasise that an organisation’s success, and its management, 

is largely dependent upon the capabilities of the individual manager or CEO, as stated 

above by Drucker.  

Individual perceptions on job satisfaction are viewed based on a tangible 

enticement a leader or manager of the company can afford to give to the staff. Lindholm 

(1999) states that job satisfaction can be derived if the individuals believe that their jobs 

fulfil their personal needs. This means that in order to create job satisfaction, the 



 22

individual member should be rewarded with tangible benefits and monetary incentives 

so that he/she can develop a positive attitude towards the job. A British marketing 

manager interviewed for this research responded that in his department, he often gives 

material incentives to his staff. He ensures that each of his staff, aside from their usual 

allowances such as transportation allowance, communication allowance for mobile 

phone calls, are rewarded with bonuses in the form of additional compensation to be 

given outright after a major project or a hefty mid-year or year-end bonus. This way, the 

manager said, “The employees can feel that their jobs are financially rewarding and that 

makes them satisfied.” This is manifest in American or British companies.  

Western companies also follow the scientific approach in management. Frederick 

W. Taylor’s (1911) book The Principles of Scientific Management outlines a methodical 

and mechanical approach of managing a business organisation. Taylor said, “The 

principal object of management should be to secure the maximum prosperity of the 

employer, coupled with the maximum prosperity for each employee” (p. 9). He 

introduced the basic organisation of work in the workplace, called “task management,” 

wherein managers and workers have definite responsibilities and duties. Managers 

perform the task of developing a science for each man’s work, methodically select, train, 

teach and develop the worker, co-operate with the employees to ensure that works are 

done according to guidelines (Taylor 1911). He added: 

The task is always so regulated that the man who is well suited to his job will 

thrive while working at this rate during a long term of years and grow happier and 

more prosperous, instead of being overworked. Scientific management consists 

very largely in preparing for and carrying out these tasks (p. 39).  
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The planning and doing are separated: managers plan and the workers do; managers 

issue orders and the workers obey; managers think and the workers do not (Nersesian 

2000). Through this method, the performance of responsibilities inside the workplace is 

organised mechanically giving rise to a culture of individualism.  

The manager of a local food chain stated that in his store, the employees work 

on the basis of a manual. The manual states how every procedure is to be undertaken 

from gathering the raw materials up to cooking the same. Apart from that, the way the 

workers should communicate with the customers, including the words they should say 

was written in the manual. “As much as possible, everything, every act is to be followed 

according to what is written in the book,” the manager said. As such, this makes the 

employees more like “robots” in that every act ought to follow what is “programmed” in 

their manual. An employee of the said food chain confirmed this when she said that, 

“We are not allowed to do any act that is not in the manual. Although there is some 

degree of flexibility allowed, it must not be too flexible as to go away with the directions 

written in the manual.” 

This management method, however, has been challenged by the development of 

the Total Quality Management introduced by W Edwards Deming (1986). Deming 

introduced 14 principles of quality management aimed at achieving quality, productivity 

and competitive positions for a company. These principles are: 

1. Create constancy of purpose toward improvement of product and service. 

2. Adopt the new philosophy.  

3. Cease dependence on mass inspection. 

4. Choose a quality long-term supplier than low-cost short-term suppliers. 
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5. Improve constantly and forever the system of production and service. 

6. Institute training on the job. 

7. Substitute leadership over supervision. 

8. Remove fear in the workplace. 

9. Break down barriers between departments.  

10. Eliminate slogans, exhortations, and targets.  

11. Eliminate management by numbers. Substitute leadership and workmanship.  

12. Remove barriers to worker and management satisfaction.  

13. Institute a vigorous program of education and self-improvement. 

14. Put everyone in the company to work to accomplish the transformation.  

The Western management approach has changed from a methodical, 

hierarchical approach to a total quality approach. It is worth noting that in a sense, the 

TQM model introduced by Deming borrows some principles of the Asian management 

style. For example, Deming wants to institute a somewhat “collectivist” approach by 

removing barriers between managers and workers and instil teamwork among all the 

members of the organisation. It can be attributed to the fact that Deming’s exposure to 

Japanese companies after World War II, where he spent most of his time teaching and 

learning from the Japanese companies, led to the creation of this book and the 

development of the TQM approach.  

Nevertheless, Deming’s TQM model is still not the dominant model in the 

Western management method. Many companies still advocate the scientific approach 

as evidenced by the practices of most of the firms in North America and Europe. As 

Blunt and Jones (1997) stated: 
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Organizational development and teamworking are equally susceptible to cultural, 

and possibly also economic, influence. Nevertheless, the empirical and the 

theoretical evidence pointing to their limitations have not prevented these ideas 

from assuming the status of organizational imperatives in the eyes of many 

practitioners and theorists in Western societies – to the point where notions such 

as teamworking have become tyrannical, and their denial tantamount to heresy. 

Indeed, Western management remained individual-oriented and goal-oriented, following 

strict rules and guidelines and mechanically applying those rules within the organization. 

The dominant work value in the Western style is that individual interest should prevail 

over group interest. 

The East Asian (Chinese) Management Style 

In Asia, particularly in China, a stark contrast in the management style can be 

seen. The most striking difference is that Chinese management is characterised by a 

high degree of collectivism in the East Asian culture. As evidenced by the Ralston et al. 

(n.d.) study, the prevailing national culture and economic ideology in China is primarily 

influenced by the Confucian philosophy and the socialist system. Confucianism teaches 

of the importance of society, the group and hierarchical relationship within the society 

(Ralston et al. n.d.). The Confucian value is deeply entrenched in the Chinese culture. 

Confucius’ teachings have been practiced by the Chinese and constitute a major 

influence in the traditional values of the country. These Confucian teachings have been 

reinforced by the socialist principle of “common good” and selflessness. The 

introduction of the communal farms and communal enterprises strengthened the 

Chinese’s values on collectivism. 
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The traditional values and socialist influences were infused into the present 

management system of Chinese companies. As stated by Tang and Ward (2003), 

“Enterprises are seen as ideally based on moral ties reminiscent of the family rather 

than cold contract” (p. 11). The Chinese companies are managed in a similar fashion as 

to how a father keeps his family under his stewardship. Hence, corporate leaders and 

managers enjoy the status of fathers in that they are to be respected, receive obedience 

and ensure compliance from his subordinates. On the other hand, the leaders or 

managers are expected to show concern and care to their personnel (Blunt and Jones 

1997). This kind of leader-follower relationship pervade in most, if not all, Chinese firms. 

Chinese leadership and management styles are mostly derived from the works of 

early Chinese philosophers and strategists. Aside from Confucius, the work of ancient 

military strategist Sun Tzu has been regarded as a major influence in the Chinese 

organisation. Sun Tzu says, “The traits of the true commander are wisdom, humanity, 

respect, integrity, courage, and dignity” (translated by Giles 1910).  This is practiced by 

Chinese managers to maintain accord and unity within the organisation and sustain a 

harmonious relationship between the managers and the employees. On the other hand, 

the leaders are viewed as disciplinarians by acting their authority over the staff, whilst 

providing personal support to them. On this, Sun Tzu stated, “The principle on which to 

manage an army is to set up one standard of courage which all must reach” (translated 

by Giles 1910).  

Hou (1997) explained that the Chinese management method is more of an art. 

Chinese managers lead their organisation by appealing to the hearts of their people 

rather than to their minds. “This is because in war, the general cannot rely on material 
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benefits to motivate his troops. Instead he has to appeal to their national pride and 

loyalty” (Hou 1997). Chinese managers follow this very well in their management 

practices. The leaders do not offer material benefit for very successful campaign or 

endeavour, but instead lift the morale of the employee by giving intangible rewards such 

as praises or recognitions.  

However, there are some studies that show that the traditional collectivist values 

and culture in China is slowly disintegrating. Ralston et al (1999) said that there is an 

increased individualistic tendency among the new generations of Chinese managers. 

There is evidence showing that younger Chinese managers today tend more likely to 

act independently in pursuit of profits even when these acts contradict with the 

traditional practices of Chinese management (Ralston et al. 1999). This tendency is 

influenced by the globalisation of the world economy and China’s rapid integration in the 

globalised market. 

A Further Look on Chinese Organisational Management 

Culture plays a vital part in the development of organisational management 

methods of one country. It determines the collective identity of the organisation or 

organisations in a given country and which distinguishes it from another country or 

culture. Hofstede (1980) defines culture as, “the collective programming of the mind 

which distinguishes the members of one human group from another” (p. 21). As culture 

distinguishes one organisation from another or one country from another country, it also 

influences the thinking of the members of such organisation or country. This is evident 

in the organisational practices of Chinese firms, whether in Mainland China or abroad. 



 28

Confucianism in Chinese Culture 

The Chinese culture is dominated by the traditional values and beliefs developed 

in the Confucian philosophy. Confucius is China’s most influential philosophers. His 

teachings have deeply penetrated the Chinese culture and values and are in practice 

until today, despite the Cultural Revolution during Mao Zedong’s era. The Confucian 

teachings emphasise the importance of blood kinship, respect to elders and obedience 

to authority. This is expressed in Confucius’ words: 

The Master said: “When a youth is at home, let him be filial, when abroad 

respectful to his elders; let him be circumspect and truthful and, while exhibiting 

love for all men, let him ally himself with the good. Having so acted, if he have 

energy to spare, let him employ it in polite studies” (translated by Soothill 1995, 

p. 2).  

This passage embraces the Chinese culture of family-orientation or closely-knit 

family relationships, paternalism, authoritarianism and collectivism. The concept of 

guanxi is derived from Confucius’ teachings such as the one stated above. Guanxi is “a 

network of personally defined reciprocal bonds” (Alon and Shenker, eds. 2003). The 

Chinese people maintain personal connections or relationships throughout their entire 

life and in all of their endeavours. They establish connections with others based on 

particularistic criteria, which are most often identified by kinship, common surname, 

place of birth and other kinds of personal ties that could bind them with the others (Alon 

and Shenker, eds. 2003). This is shown on how the Chinese establish connections in 

this interview with a Chinese businessman who owns a garments factory. The Chinese 
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garments factory wanted a retailer in other countries, such as the Philippines. Asked 

how he was able to establish connection in that country, he said:  

A childhood friend introduced me to a Chinese-Filipino in the Philippines, who 

has his roots in the same province where I was born. He then became my 

business partner in selling the goods that my factory produced. That’s how we 

build connections when we want to open business in another country. That also 

saved me money because I don’t have to pay an agent. 

The Chinese trust each person who has a close relationship with them, either by blood 

relationship or by geographic relations. Alon and Shenker (eds. 2003) even stated that it 

is not unusual for the Chinese to give loans without issuing receipts. Such relationship 

exists because of the close personal connections and relationships that the Chinese 

extend to their relatives, friends and neighbours. Through this relationship, the guanxi 

network is established and solidified. 

Authority is of high esteem among the Chinese and respect to authority is 

another cardinal principle of Confucianism that is integrated in the Chinese values and 

traditions. A high degree of respect is given to the authorities and obedience to such 

authority is being given with full submission. However, while complete obedience is 

given to the authorities, the people expect protection from the leaders and the 

establishment of harmonious relationship within the group. This culture is pervasive in 

the Chinese tradition.  

In the Analects, Confucius said, “He who governs by his moral excellence may 

be compared to the pole-star, which abides in its place, while all the stars bow towards 

it (translated by Soothill, 1995, p. 5). The Chinese pay high respect to their authorities, 
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leaders and managers. They look upon their leaders as a father of a family that must be 

respected and his orders must be obeyed. An employee of a medium-sized Chinese 

company in a retail business, when asked how the employees are being treated by their 

managers, stated: 

We consider our company as a big family. The boss is our father and we are his 

sons and daughters. We respect him as a good son or daughter would be of his 

father. At the same time, he provides us with our needs. He will give us loans 

whenever we need it, appreciates every good deed we do. He maintains good 

working relationships between him and the employees. 

The manager is expected to show moral leadership. As Hou (1997) stated, the leader 

must learn to manage the heart of the employees and not their minds.  

The management of the heart approach “facilitates the cultivation of group values 

which, in turn, encourages teamwork” (Hou 1997). Chinese managers and leaders have 

several ways of managing the hearts of their employees. As to how this applies in 

practice, the researcher asked a Chinese retailer on how he encourages his people to 

perform better. The retailer said: 

I give rewards to my employees whenever they accomplished something. When I 

reward my employees for their good deeds, I do it at the most opportune time. I 

do not often give them pay bonuses but instead appreciate their work by 

congratulating them personally. When I do give monetary or material incentives, I 

do it by treating my personnel for a lunch, or throw a party if the company 

achieved something really big, or as a yearend bonus. But I do it only less often 

so that the employees will not get used to be treated with material things all the 
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time. At the same time, the effect is grander when you give these rewards only 

once and on a big scale. They can feel more that they are really special.  

It can be understood from the above statement that Chinese managers do not often 

give monetary rewards to their employees. What they do is that for every achievement 

the organisation has achieved as a group, it must be celebrated in a big way. This 

makes all the members of the organisation feel that they really are a collective group 

and not individuals working merely to receive their salaries.  

Collectivism or teamwork is regarded as virtue by the Chinese. The leaders 

initiate the cultivation of teamwork or collectivism through moral leadership and not 

through coercive actions. Confucius said: 

If you govern the people by laws, and keep them in order by penalties, they will 

avoid the penalties, yet lose their sense of shame. But if you govern them by 

your moral excellence, and keep them in order by your dutiful conduct, they will 

retain their sense of shame, and also live up to this standard (translated by 

Soothill 1995, p. 5).  

Hence, Chinese leaders avoid harsh penalties whenever possible. They tend to 

discourage the use of iron fist and will work on a peaceful settlement of the conflict 

instead. It is intrinsic upon the Chinese to obey orders, thus there is no longer a need to 

employ coarse methods of disciplining. However, in case the Chinese managers need 

to employ such harsh method, they use it selectively to impart a sense of authority upon 

all the members of the organisation or group. 
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Sun Tzu’s Military Strategy Converted to Business Strategy 

Apart from the teachings of Confucius, another great philosopher and source of 

knowledge and strategy is the ancient Chinese military strategist Sun Tzu. Chinese 

business owners and managers find in Sun Tzu’s Art of War many appropriate business 

strategies. Sun Tzu’s book provides an armoury of philosophical guidance in terms of 

managing an organisation, leadership and strategies and tactics. Undeniably, this book 

is a source of wisdom for Chinese leaders, business owners and managers. Art of War 

offers acute insight into the nature or characteristics of modern business practices and 

is said to include the basic combat strategies that can be applied even to business 

practices (Hou 1997). For a Chinese leader, Art of War is not merely a book on military 

strategy. It is also a source of strategy for the conduct of any organisation, be it a 

military organisation, a business organisation or any organisation for that matter. 

The most influential of Sun Tzu’s philosophy is this, “If you know the enemy and 

know yourself, your victory will not stand in doubt” (translated by Giles 1910). Every 

Chinese takes this philosophy by heart and as a guide in every endeavour that they 

take, including in the conduct of business. For most Chinese businessmen, this 

philosophy is always at the heart of their strategies and objectives. An owner of a 

Chinese restaurant affirms the validity of this philosophy. He said, “In every business, 

like my restaurant here, it is important that they follow Sun Tzu’s strategy. Like in my 

business, I should know my rivals’ capabilities and know my own capabilities too. For 

example, I should know what the other restaurant over there is doing, their recipes, their 

strategies, and even their capital, so that I will know what I will do with my restaurant too 
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and I can foresee what will be their next move.” For him, the most important part of 

business is that someone should not be blind over its rival’s capabilities. 

Apart from the above, another most pervasive of Sun Tzu’s teachings are these 

words: “In war, then, let your great object be victory, not lengthy campaigns” (translated 

by Giles 1910). Every Chinese leader subscribes to this philosophy. They avoid lengthy, 

and costly, campaigns and instead seek immediate victory. In conducting marketing 

activities or campaigns, a Chinese business organisation tends to make it short, but with 

lasting effect. The owner of the garments factory interviewed above also stated that: 

If we have an advertising activity, we do it with little expenses as possible. We 

make short, but wide-ranging marketing campaign, and all our staff participate on 

this activity. We do this every time there are major events in the country. We 

exploit every opportunity to advertise our company or our products.  

According to the business owner, there is no need to conduct a long-running marketing 

activity, when sporadic, but attractive, marketing campaigns can yield the same or even 

better results. The benefit will be the same whilst the expenses are far different.  

Sun Tzu also speaks of leadership as a vital aspect in achieving success. He 

said, “Soldiers must be treated at first instance with humanity but must be kept under 

control by means of iron discipline. This is a certain road to victory” (translated by Giles 

1910). By this description, a balance between authority and compassion to the people 

must be exercised by the leaders. Chinese leaders must act with iron discipline but 

must show genuine affection and concern for their people. This way, the organisation’s 

members will be motivated to work better.  
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The managers must also be knowledgeable in strategy. The best strategy, 

according to Sun Tzu is one that can win a war without fighting. Sun Tzu said, “Hence to 

fight and conquer in all your battles is not supreme excellence; supreme excellence 

consists in breaking the enemy’s resistance without fighting” (translated by Giles 1910). 

Chinese managers and business owners tend not to compete with their rivals but to 

subdue them without any resistance. The Chinese exporter of garments, when asked 

about competition, said, “I do not compete with other businessmen, especially those in 

other countries. What I do is forge an alliance with them or buy their businesses.” This 

strategy is being done by him in order to avoid a costly competition. However, if 

competition is inevitable he said, “I simply do not compete with them. I just concentrate 

with my business especially if my resources are relatively smaller. But when my 

resources get bigger, I will go all-out and compete.”  

In order to avoid conflict the Chinese also tend to avoid doing extreme actions. 

Rarick (1996) explains that extremities are being avoided by the Chinese; instead, they 

try to look for a balance between these extremes. Hence, a charismatic chief executive 

officer may not have to be replicated by the managers and supervisors below him 

(Rarick 1996). These managers must exercise different managerial styles and 

leadership approaches like being the disciplinarian in the organisation. This is exercised 

by a Chinese firm engaged in the real estate business. One of the supervisors said that 

they avoid being likened to the style of their area manager. The supervisor said he tries 

to do his own style instead of imitating their area manager’s method. He said, “Our area 

manager, when he tries to motivate the sales people, he cracks jokes and then 

encourages everybody to do our best. But as for me, I try to be frank with my people. I 
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tell what the situation is and explain to them the consequences if we do not meet our 

sales quota.” The supervisor also said that other supervisors also have their own 

different methods. They all act serious whenever they are in front of their people. They 

serve as an equaliser to the jolliness of their area manager. 

What Can British Managers Learn from the Chinese? 

Based on the above discussion, it can be seen that there are many Chinese 

management principles that British managers can adopt. Foremost among these is the 

Chinese values of collectivism and teamwork. In the Western capitalist societies such 

as Britain, collectivism can only be seen in the form of forming task forces or teams for a 

particular activity or endeavour. This kind of collective work is not collectivism in the 

sense that the Chinese practice it. For the British, collectivism or membership in a group 

is just a means to further personal interests. The extent of individualism upon British 

managers and employees is simply higher than the Chinese.  

As Ralston et al (n.d.) stated, Westerners, including British managers and 

employees, put their personal/self-vested interests over the group. In a sense, if one 

joins a group for an activity, he/she joins the group but with an aim of getting material 

benefit from it, sometimes this is the motivation for the individual in joining such group. 

For example when a Western company creates teams for a particular marketing activity, 

foremost among the objective of those who will join that team is the monetary incentive 

they can get and the attainment of the group’s objectives takes only the second priority. 

This is corroborated by a marketing staff for a British firm when she said that:  

The team’s objective to narrow down our research on a specific target consumer 

is extremely challenging. . . However, what motivated me in joining this team, 
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instead of remaining in the office to do paperwork, is the reward being promised 

by our manager. 

Hence, British managers must incorporate a genuine collectivist value within the 

organisation to cultivate Chinese-style collectivism and teamwork. This can be done 

through the art of “managing the heart” as espoused by Hou (1997).  

British firms are also fiercely competitive. In every industry that British companies 

are engaged in, they tend to view competition as a confrontational activity wherein every 

company must have to compete against the other companies to take a large share of 

the market. Although this may be considered as a positive view, the means that the 

Western companies employ are far different from the strategies employed by the 

Chinese firms. Competition is being perceived by Western managers in an “intense” and 

“hostile” manner, in which the companies will have to fight neck-and-neck against each 

other. This can be gleaned from Porter’s description of competition in different industries 

wherein he said, “Competition has intensified dramatically over the last decades, in 

virtually all parts of the world. . . Even where competitors were present rivalry was 

anything but intense” (Porter 1998). Indeed, British companies consider competition as 

a life and death exercise for the firm. The British marketing manager interviewed above 

said that, “In marketing, we have to do our best. We have to outclass the other 

companies so that we attract the attention of customers and get them to buy our 

products. . . We have to do this or else our company will suffer.” This attitude shows 

how fiercely competitive the British organisations are. It reflects the Western ideology of 

a market-driven economy where competition for market share is the name of the game. 
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However, for the Chinese, especially in the teachings of Sun Tzu, competition – 

although intense in itself – can be won through decisive thinking and without any 

weapons being fired. Avoidance of direct conflict coupled with the art of deception is 

employed by the Chinese in confronting competition. Sun Tzu said, “The highest form of 

generalship is to balk the enemy’s plans; the next best is to prevent the junction of the 

enemy’s forces; the next in order is to attack the enemy’s army in the field; and the 

worst policy of all is to besiege walled cities” (translated by Giles 1910). Chinese 

managers, instead of conducting a confrontational stand, tend to avoid conflict.  As can 

be seen from the passage, direct confrontation is encouraged to be employed only as a 

last strategy, if all else failed. Chinese companies would rather employ deceptive 

methods than to attack their rivals. 

To be confrontational is far from the priorities of the Chinese in facing 

competition. This attitude or behaviour must be adopted by the Western managers 

when facing competition. Several theories and strategies are now being put forward by 

some Western thinkers to avoid a head-on confrontation in a competitive industry. One 

example can be found on Porter’s ideas himself. Porter’s strategy of focus and 

differentiation avoids a head-on attack on the competition and evade attacks from rival 

companies as well. This strategy is now being followed by British firms. Some even 

have a slight resemblance to the Chinese. A British manager of a three-star hotel said 

that their strategy of differentiation is being implemented in order to avoid direct 

confrontation with the other hotels in the area. He further stated that their strategy is 

implemented so that they could avoid a costly competition with the much bigger hotels 

near them. He said, “The other hotels have more and larger rooms to offer to the 
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customers. So what we will do is we try to offer better services and accommodations 

like some free drinks during their stay, aside from free breakfast, and discount on 

charges.” It can be inferred from this statement that some British companies are already 

borrowing from the Chinese, although they are not fully aware of it. 

On the leadership aspect, Westerners can adopt the Chinese’s leadership 

principle of the use of “gongs and drums” and “banners and flags” in managing the 

organisation, as have been stated earlier. Chief executive officers need not to interfere 

too much on the day-to-day activities of their subordinate managers and supervisors. 

Unless they have the necessary expertise, CEOs can do micromanagement methods. 

However, this must not be done too often or it may cause confusion within the entire 

organisation and can demoralise the managers as their work is being interfered 

constantly. This is in keeping with Confucius teachings that a King must not interfere 

with the works of a musician unless the King has profound knowledge on music.  

It is also important that the British firms adopt the Chinese’s practices of 

rewarding not monetary benefits but “psychic” incentives to the people. Naturally, the 

Westerners will have less appreciation on non-monetary incentives. This is intrinsic in 

their values since there is high level of individualism in the West as evidenced by the 

Hofstede studies. However, if the British managers mastered the art of managing their 

people by the heart, the staff will be motivated to work some more and teamwork can 

become a way of life within the organisation.  

The above are some of the characteristics that British management can borrow 

from the Chinese. Rarick (1996) summarises Sun Tzu’s principles as: 
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• First, effective strategy implementation can be successful only through 

effective leadership. Managers must be honest, caring and nurturing and 

show genuine compassion to all employees. 

• Second, strategic management involves the use of deception as an 

alternative to strategies on competition. The principle of knowing yourself and 

knowing the enemy can work only with efficient and deep understanding of 

the organisation’s capabilities as well as that of the rivals’.  

British managers must integrate these principles into their cultures and values. The 

Chinese management method may be old, and China may have just entered the global 

capitalist arena as a “new player” but their strategies remain valuable and applicable to 

modern conditions. In fact, they have been successful at implementing these traditional 

strategies and principles into their organisational processes. The teachings of Sun Tzu 

and Confucius are themselves flexible and adoptable with time.  

There have been some British firms that implement the Chinese strategies and 

principles. One of these organisations is the Luminus Group, a social housing company 

based in Huntingdon, Cambridgeshire. Luminus Group follows Sun Tzu’s teachings in 

its strategic direction and demonstrated it in their activities. As reflected in the group’s 

website, the guiding principle for Luminus’ strategic direction is a passage from Sun Tzu 

which states, “Those who are victorious plan effectively and change decisively. They 

are like a great river that maintains its course, but adjusts its flow” (Luminus Group n.d.).  

Luminus Group tries to emulate the Chinese spirit of teamwork and collectivism. 

The group upholds the value of “respect and encouragement for the contribution of all, 

with recognition of the value of the employees as the organisation’s greatest assets” 
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(Luminus Group, n.d.). As a result of its adherence to this principle, the Luminus Group 

is known to have one of the most talented and motivated teams of staff. The company 

takes great pride of its staff and consequently, the staff works harder for the interest of 

the Group and its customers. The company has achieved numerous rewards in 

recognition of its work relationships with the staff and the customers. Other UK 

companies can emulate Luminus. The group implemented the management of the heart 

approach as advocated by Hou. Consequently, it won not only the hearts and minds of 

its employees but also the hearts and minds of its customers as well.  

Conclusion 

China may be said to be a new player in the global capitalist economy. Being 

new means that China is a neophyte when it comes to managing an organisation 

seeking to make profit in a market-oriented economic system. This is a perception that 

may be prevailing in the minds of Western managers especially since China has long 

been under the control of communists and that its economy and management of 

enterprises are centrally planned by the State. However, factual circumstances in the 

global market prove these assumptions as wrong. Chinese enterprises are showing 

remarkable feats in a field supposed to be dominated by Western industrial countries 

called capitalist economy. The traditional Chinese management methods employed by 

Chinese firms are effective. Hence, Western companies can emulate from their Chinese 

counterparts. 

Although there seems to be a great inconsistency in the way organisations are 

being managed in these two opposite geographical spheres, there is a convergence of 

points or methods that can be gleaned from their practices. As demonstrated by 
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Luminus Group, a British company can use some principles of the Chinese 

management style to achieve competitive advantage. Indeed, Sun Tzu’s book may be 

ancient, but his philosophies are as practicable today as it was during his time. The 

principles of Chinese management are also practicable in Western environments as it 

they are effective in a Chinese setting. 

The principles of collectivism, moral leadership, management of the heart and 

respect to authority are something that British managers could adapt to their 

organisations. Collectivism, meaning genuine adherence to group interests and 

subordinating personal interest over the group, is not a new idea in Western 

management. This principle has been in practice in the West, albeit in a different 

perspective. Enhancing this to make the organisation adopt a genuine Asian values on 

collectivism can certainly help the Western organisations improve their values.  

The principle of moral leadership is another concept that is not unusual for 

Westerners. However, they practice it in a different manner. The West’s concept of 

moral leadership is based on ethical principles, which are however directed towards a 

market-oriented goal. The Chinese concept of moral leadership, on the other hand, is 

based on genuine adherence to dutiful conduct and moral responsibility towards the 

people. British managers must adopt the Chinese concept in order to impart genuine 

moral values within the organisation. This is not to say that the current Western concept 

on moral leadership is defective. The thing is, the Western concept of moral leadership 

is directed upon getting material benefits. The Chinese, meanwhile, are concerned less 

with the tangible results but are focused on the intangible benefits they can receive.  



 42

Respect to authority is also another concept that can merge the Western 

management style with the Chinese approach. In the West, low power distance is the 

prevailing value. This can be attributed to the Western concept of democracy, which is 

again based on the laissez faire and free trade economic ideology. The market dictates 

the economic activities in the Western societies. Hence, the distribution of power tends 

not to be too distant between the leaders and the people. Nevertheless, Western 

managers can incorporate the Chinese concept of respect to authority within their 

organisations. The Chinese concept is that a leader is the father of the group, as such 

he must be afforded respect as a son would give to his father. In return, the leader must 

show genuine compassion to his employees as would a father to his son. This is not a 

difficult concept to follow for the West. British managers can adopt this approach into 

their organisation’s management method. 

British managers can learn much from the traditional values and philosophies of 

the Chinese. The prevailing idea that the “West is the best” is the one that is truly 

archaic and must be discarded. Not every good practice is found in the Western 

hemisphere. There are plenty of good principles and methods that can be picked up on 

the other side of the hemisphere. These methods are just as effective, or even better at 

other occasions, as the Western methods. 
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