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1. Introduction 
 
One of the most significant social changes that took place during the second half of the 
twentieth century was the dramatic and steady rise in female labour force participation. In 
most countries and throughout the world women had begun joining the economically active 
labour force in ever-increasing numbers, and the trend still continues. As a result, social 
scientists shifted attention and intellectual interests to the study of the causes and 
consequences of women's labour force participation, changes in the relative position of 
women in national labour markets, and patterns of gender-linked socioeconomic inequality. 
At the same time, the trend of globalization has brought both positive and negative influences 
on women’s status in the workplace. Women are more given more chances to develop their 
career life as well as men in the global economy. In the year of 2003, female population 
contributes 56% of the entire labor force. It is a significant 16% increase comparing to the 
data in 1980, when the idea of globalization was not yet well developed and recognized (Li, 
2007). On the other hand, globalization allows, even encourages multi-national companies to 
shift the low-end production process to developing countries. In the developing countries, 
more women are participating in the labour-intensive industries but rare to the high-end 
positions in industries (Nussbaum, 1998). An increase participating rate in these sectors 
doesn’t necessarily mean a rise of women’s status in workplace (Li, 2007). 
Globalization also requires a global merge in business. To achieve this merge, one must 
realize the differences between parts of the world first.  
Under this integrated circumstance we found it necessary to examine women’s status in 
business in east and west, as a possible guideline for international, or rather, inter-cultural 
business activities. We take China and Germany as representatives for eastern and western 
world. We try to compare women’s status in business in these two countries, to see what’s in 
common as well as what’s different. The similarities are due to the fact that women’s status is 
still not equal to men worldwide, no matter it’s China in Asia or Germany in Europe, 
developing or developed. On the other hand, the growing body of comparative literature on 
the subject has repeatedly demonstrated that both labor force participation and gender-based 
socioeconomic inequalities are significantly influenced by structural characteristics of the 
social system such as level of economic development, the industrial composition of the labour 
market, the shape of the stratification system and various aspects of structured inequality 
(Rubery, Bettio, Fagan, and Maier 1997, Almond and Rubery 1998). Since China and 
Germany diverse a lot in the previous mentioned aspects, we aspect there are also significant 
differences on top of the similarities. 
In this report, firstly we will take a look into women’s career perception in both China and 
Germany, using their job satisfaction as an indicator. Then there will be comparison between 
the job opportunities for women in both countries. Specifically, they are the ease for women 
to find a job, the earning gap between men and women as well as the aids from societies and 
governments. And finally we also want to touch on the negotiation patterns for business 
women in China and Germany. 
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2. Aim and scope of Study 
 
This report aims to compare women’s status in workplace in both China and Germany, to find 
similarities as well as differences. We will focus on the business women in the city areas of 
the two countries to avoid further complexity brought by women’s multiple roles in rural 
areas.  
In the study, secondary sources such as books, journals and newspaper articles as well as 
online database are used. We also conducted an interview with a German career woman to get 
primary information. We used literatures written in Chinese, German and English a get a 
wider range of information. 
 
3. Theories and Method:  
 
At first we would analyze the models which we have used in our Report. The two main 
models which we used for our report were the culture models by Hofstede and Hall. We used 
the Hofstede multidimensional Model to understand the cultural differences between our two 
focused countries China and Germany. (Dadfar, 2001:28) Hofstede defined in his work 
(1980) the 5 following cultural dimensions: 
 
Hofstede’s dimensions: 
• Power Distance (PDI): it “focuses on the degree of equality, or inequality, between people in 
the country's society.” 
• Individualism/Collectivism (IDV): it “focuses on the degree the society reinforces individual 
or collective achievement and interpersonal relationships.” 
• Masculinity/Feminity (MAS): it “focuses on the degree the society reinforces, or does not 
reinforce, the traditional masculine work role model of male achievement, control, and 
power.” 
• Uncertainty Avoidance (UAI): it “focuses on the level of tolerance for uncertainty and 
ambiguity within the society - i.e. unstructured situations.” 
• Long Term Orientation (LTO): it “focuses on the degree the society embraces, or does not 
embrace long-term devotion to traditional, forward thinking” 
 
The strength of this theory is that one can compare two cultures in the same areas with 
figures. However, in this study we focused on women in different cultures instead of only 
comparing two cultures. So using the whole model will distract the focus. In this case, we 
chose to use some concepts from the model rather than using the whole model as study 
framework, such as masculinity/ feminity and individualism/collectivism.   
 
The second model which we used for our research was the single dimension model by Hall, 
which used high and low context to catalogue cultures. Further more he defined a different 
view of time perception by Monochronic vs. Polychronic Cultures. With the help of this 
model we analyzed among other things the difference of the Chinese negotiation, which is a 
high context culture and Germany, which is a low context culture. We also used this theory 
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related to the time perception and found out that Germany is an extremely Monochronic 
culture where punctuality and time is very important. Referring to time perception, China is 
between Monochromic and Polychronic cultures. 
 
Method of study: 
In this report, we used secondary sources such as online databases, journal and newspaper 
articles as well as books. To get a wider range of literature, we also included sources written 
in English, German and Chinese.  
In the negotiation part, we couldn't find much literature about German women’s negotiation, 
so we conducted an interview with a German business woman who is working in BMW head 
quarter in Munich.   
 
4. Women career perception in China and Germany 
 
In this part we will study the career perception of Chinese and German women. In the first 
part we will give a definition of career truth for Chinese and German culture. Then to discuss 
we need a same fact for both cases. This fact must be measurable, common of both cultures. 
The job satisfaction indicator seems us adapted. So in the second part we will study the 
women job satisfaction in China and in the third we will study the German women job 
satisfaction. Finally we compare women job satisfaction in China and in Germany.  
 

4.1. Career definition 
 
Career have several meanings, professional point of view career is the job or series of jobs 
that you do during your working life, especially if you continue to get better jobs and earn 
more money (dictionary.cambridge.org). We found English article about women perception 
of their career in Germany and China. It is for this reason that we will give some theory about 
Western career – because our resources are English. Furthermore the Chinese business 
becomes more and more English with the globalisation.  
In Western academic literature, a career has been defined as the evolving sequence of a 
person’s lifelong series of work related experiences and attitudes that apply to all workers, 
and all sequences of work roles (Hall, 1976). A career includes extension across time and 
across more than one position or job or organization. It may include both what one can see 
externally about the series of jobs or work experiences a person has, as well as how a person 
feels internally (career satisfaction) and thinks (career goals) about the work in the past, 
present, and future of his or her life (Derr and Laurent, 1989).  
 

4.2. Chinese women job satisfaction 
 
Though job satisfaction is one of the most widely studied measures of the quality of work life, 
there is very little information about what leads to job satisfaction on transitional socialist 
societies. China offers a particular rich context in which to examine gender patterns in job 
satisfaction, since it has a unique employment structure supported by its gender ideology.  
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4.2.1. Evolution of Chinese women role in Chinese society 
 
To understand the perception of Chinese women about their career we need to know evolution 
of the role of women in the People’s Republic of China (PRC) society. Their role has changed 
in the twentieth century. 
 
Traditional gender roles of women and men in China  
 
The doctrine of the “three obedience’s” teaches that the duties of women in her lifetime are to 
her father before marriage, to her husband after marriage and to her son after her husband’s 
death. Valuing a harmonious balance, men’s sphere of influence is over the exterior world and 
women’s sphere of influence is over the domestic world. In China society the family was the 
key social unit. Women attained power by their central role in family. However, men had a 
wider range of career options outside of the house. 
 
Gender role in the post-communist revolution era  
 
The main values of the communist doctrine are the loyalty to the collective and equality 
between the sexes. In spite of the communist doctrine, women Chinese were told that they 
could achieve anything men could achieve. So when there was a great unemployment, women 
have been encouraged to withdraw from the labor force for family caretaking.  
The one child policy eliminated the domestic maternal role as a real alternative to individual 
careers in paid employment (Wang, 1998). In spite of this, extended maternity leave and 
confinement of women to the home continue to be advocated as a solution to persistent 
unemployment. This difficulty in promotions has resulted in an excess of middle-aged women 
in lower and middle positions with little hope of future promotions (Leung, 2002; Cooke, 
2003).  
 
The status of men and women at work since 2000  
 
Men and women are now responsible for finding their own positions, there are still unequal 
career options for men and women (Granrose, 2005). Women remain under-represented in 
upper ranks and are often paid less than men for similar work (Cooke, 2003; Cao, 2001). For 
example, one comparison of wages in the PRC found a stable gender gap in pay data with 
females earning about 83 percent of male wages on average across all jobs, ages, and time 
periods included in the study (Shu and Bian, 2003). Another study examining promotion 
opportunities in Shanghai and Guangzhou found promotion advantages for males in both 
cities, taking other human capital factor differences into account (Cao, 2001).  
Another factor that is influencing many in the PRC, especially the young college educated 
managers, is the convergence of Eastern and Western cultural influences. Some aspects of 
Western culture influence gender role perceptions and beliefs in the PRC. These influences, 
readily available to most urban youth and some rural residents, may affect the career beliefs 
and aspirations of contemporary Chinese citizens in ways that weaken the link between career 
beliefs and Confucian, Taoist, or socialist values. 
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4.2.2. Job satisfaction 
 
China’s unique employment structure is supported by its gender ideology. In modern China, 
full-time labor force participation is a universal privilege and duty, expected of both women 
and men. There is also a highly bureaucratic system of job allocation characterized by little 
mobility, relatively small income differentials between jobs, and major differences between 
work sectors. The question that we ask us is: 
 Are Chinese’s women and men’s levels of job satisfaction similar?  
 
Job satisfaction levels 
 
Chinese women appear to have worse jobs then do their male counterparts. Yet urban Chinese 
women have greater wage equality than do women from capitalist and socialist countries and 
earn a higher proportion of the married-couple in come then in Japan or Britain. This relative 
structural gender equality combines with Communist policy China. Women’s full-time paid 
work as recognized as vital to the family economy.  
Chinese working mothers are more dissatisfied with gender inequities in the workplace than 
are their British and Japanese counterparts. Similarly, workingwomen from Beijing have 
reported lower pay satisfaction than their counterparts from capitalist Hong Kong. 
 
Job satisfaction determination 
 
The second point focuses on the extent of gender similarity in how job satisfaction is 
determined among Chinese workers.  
Government control in China is associated with considerable gender equality, and the working 
conditions of women and men are more similar. There will be more gender similarity than 
gender difference in how job satisfaction is determined in urban China.  
 
 

4.3. German women job satisfaction 
 
In different articles we found some information about job satisfaction of German women. 
With the information of the table 1 we can see that the German women satisfaction increased 
between 1995 and 2001. The figure 1 shows us the comparison of German women and 
German men job satisfaction. We can see that the difference between German women job 
satisfaction and German men job satisfaction is very similar. So we could conclude that 
German women are less satisfied by their job.  
However in the study (Measuring job satisfaction in surveys: Germany Comparative 
analytical report) – table 2 – there are interesting points about working time arrangement, 
24.9% of German women are very satisfied but only 19.1% for German men. We have quite 
the same phenomena about working atmosphere, the boss, work environment; German 
women are more satisfied about this subject than German men.  
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Table 1: Job satisfaction matrix (women's job satisfaction levels as compared to men) 

 

 

 

 

 

 

Figure 1: Ranking of job satisfaction according to differences between Females and Males 
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Table 2: Facets of work satisfaction according to gender in Germany, 1998/99, % 

 
 
This study show us that gender job satisfaction gap in China and in Germany does not exist in 
average.  
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5. Job opportunities : equality of man & woman? 
 
At the beginning we thougth about some questions like are there typical jobs for women and 
is there a difference between Germany and China. Are the job opportunities equal or different 
in the two countries and are there any programs of the government or companys to make it 
easier for women to get good jobs and combine also family and job? 
Also very interesting in this context could be, if there exists a connection between the age, 
payment and position of women, expecially when you expect the family situation. Hence we 
would also take a look to the differences of payment gaps in Germany and China. 
 

5.1. Typical jobs for women 
 

5.1.1. In Germany 
 
In the professional education is the first important step for the further professional career the 
chooice of the kind of apperenticeship. Women orientate them in many cases on the typical 
rolepattern and not so much on further rising changes or on later possibilities to found a 
company. Therefore the most women see only a restricted occupation spectrum. 
(Berufsbildungsbericht 2005) They found out that 54% of the german women choose only 10 
different jobs of the 350 possible jobs which are available on the jobmarket. The most 
common jobs for women in Germany are in the “commercial service area” and in hair stylist 
sector. 2003 was the womaninterest in the area housekeeping 95 %, in the section craft and 
trades only 22,7% and in the industry and trade the holded 40,5% (Source: BBB 2005) 
 
The share of female apparentice in the new technical apperenticeships which are offered this 
2001 in Germany is very interesting. In the area of “information technology electronics 
engineers” are only 1,8% female, but when you look at the media designer for digital- and 
printmedia, you find a percentage of 54,1% (Source: BBB 2005) If a woman have chosen a 
apperenticeship in a technical job, then in 85% cases are the women over 7 % better than the 
men in the final exam. (Source: Zentralverband des Deutschen Handwerks “ZDH”) It’s 
ridiculous that althougth women are generally better in the final exams, men get offer for job 
after the apperenticeship more often than women. (Source: Gender Datenreport 2005) 
Likewise very beloved by women are linguistic courses of studies with a women share of 
70%. In the course Business management are women with 44.1% represented. (Quelle: StBA 
2005)  
 

5.1.2. In China 
 
In China, there are some jobs which are considered feminine; these include nurse, nanny, and 
kindergarten teacher, etc. These jobs are traditionally taken by women. These years there is a 
trend that more men have merged into these “female sections”. However, the proportion of 
women in these positions is still much higher.  (Jinghua Daily, 2005)  
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A study was carried on by United Nations Development Program (UNDP) and China’s 
National Development and Reform Commission in the year 2003, to see the impact of China 
joining WTO on the women in Business. The study shows currently in China, female workers 
are concentrated in labor-intensive jobs, like textile and clothing production, in which the 
proportion of female workers are higher than 60% percent. (Jinghua Daily, 2005) However, 
women don’t play very important roles in capital-intensive and technique-intensive jobs like 
automobile industry and computer based jobs. Even thought there are some women in these 
industries, they mainly take the low-end position rather than in administration and technical 
departments.  
 
Due the general lower level of education and lack of specific trainings, as well as the 
responsibility to take care of the family, it’s hard for women to move into higher end positions 
and get another job in state-own or collective companies. Many women who lose their jobs 
have to choose another one in the private business section, with lower social security and 
benefit level.  
 

5.2. Job opportunities for women 
 

5.2.1. In China 

By the end of 2005, female graduates consists 44% of all the graduates of that year. A study 
carried by Southwest University of Political Science and Law shows that gender 
discrimination is the No. 1 barrier for female graduates to find a job. About 70% of the female 
university students think gender discrimination exists when looking for a job. Over 40% of 
them think there is gender discrimination in government departments. 

In this study, interviews said that there are preferences for male applicants stated on some 
advertisements or recruitment fairs. But more often, gender discrimination happened in the 
interview in a less direct way. Some companies are willing to take all the resumes, but they 
usually shortlist only male applicants for the interview.  

One university female graduate told that she was asked only 3 questions in the interview she 
recently intended. The questions are: 1. does she have a boyfriend? 2. Is she living with the 
boyfriend? 3. What is her expected salary? And she said some other female classmates also 
meet the same “special questions” in the interview and they feel discriminated. And she also 
said to the reporter: “it is not until I am looking for a job do I realize how serious it the 
problem of gender discrimination in this society.” 

For the same study, interviews carried among companies shows that they have their own 
reasons to choose male over female. When taking in a female employee, there will be series 
of problems when she is pregnant, such as the company still needs to pay her during her 
vacation before and after laboring. They need to find another person to fill in her position 
during she is away. And they need to settle that sub-in employee when the woman is back to 
work.  
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About the “special questions” in the interviews, the company gave the explanation that if a 
girl has a boyfriend who do not stay and work in the same city as her, there is a big chance 
that the girl will leave the job soon to move together with the boyfriend. This will bring a high 
turnover in the company which is not economic.  

The study also shows that the most common reaction to this kind of gender discrimination is 
angry and silence. The female graduates said they are already exhausted for looking for the 
suitable job in China’s competitive job market. Even if they do want to complain this 
discrimination to an authority, it’s hard to justify the discriminative behaviors with evidence. 
(Information Daily, 2007) 

5.2.2. In Germany 

According to the data of the European commison, the number of unemployed women in 
Germany is higher than that of men. They pointed out that the difference between the 
employment rate of women and men is an average of 20 percent in the European Union; 
Germany is here directly in the middle. Further more is the employment rate of women with 
small children lower. They although arranged firm that the gender specific segregation of the 
labor market is still a large problem and the salary wages of women in the same positions as 
men are less. 

But nowadays new media offers good opportunities to positively change this situation for 
women. By way of its independence regarding place and time, it makes the integration of 
women into the educational process more possible than it was in the past. A deciding factor 
for this success is that this new way of learning is brought closer to women, depending on 
their individual background and needs. Therefore, form, as well as didactics and conditions 
are adapted to the learner's needs in the target group. (StBA, 2007) 

Moreover the government and the company`s installed lots of programms for women to help 
them to get easier into non typical female jobs. Since 2001 they have started very successfully 
the “Girls`day” for young female students. The aim of this program is to help the women to 
dare themselves also in man dominated areas. The last Girls`day 2007 brought a new 
attendance record with over 8000 Germany companies and 137000 pubil who take part in this 
programm. (Girls-Day, 2007) This program is sponsored by a lot of institutions like the 
federal ministry for education and research (BMBF), the federal ministry for family, seniors, 
women and youth (BMFSFJ) as well as of funds from the European socialfund. There are a 
lot of more organisations who support these programs, but these are the most important ones.  

Another important program to increase the job opportunities of women is the “Alliance for 
family” program, which was founded in 2003 from the federal ministry for family, seniors, 
women and youth (BMFSFJ) together with the “Bertelsmann foundation”.  The alliance of the 
program is based on the following three important points: 1. Germany needs more childreen 
to stabilize the social systems 2. The Business is instructed to good qualified employees, 
especially women. 3. Childreen needs an early assistance, rearing and acquirements.  
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To increase the job opportunities for women, the program promotes first of all the 
enlargement of flexible workingtime modells and workingforms. The part time working share 
is constantly increasing since the 90er years and reached today a level of 22.8%. 
(Mikrozensus 2004) 42% of the subordinate employees women are working in part time today. 
They found out that it is very remarkable that also more and more women in high positions 
are working nowadays in part time. (Women Chancenequality, 2006) A lot of companies 
recognized that family affability is a crucial factor to get beyond good qualified and educated 
employees.  

Basic trends for the period until 2005: 

In structural change, the reasons for gender specific job sharing tend to decrease. The use of 
the service industry and information technology balances out the employment opportunities 
for men and women. Women have the chance to win in this process. (StBA, 2007) They must, 
however, be more strongly represented in the developing service areas, as well as in technical 
and future oriented areas, than in the past.  

5.3. Earning Gap 
 

5.3.1. In China 
 
Despite the positive changes in the last years, the gaps between men and women still exist. 
Women are underrepresented in the top leadership positions even though they became the 
majority in many organizations in late 1990s and their number is still on the rise in the new 
millennium. According to the National Committee on Pay Equality (2002), the gender gap in 
earnings is closing but has not been eliminated yet. 

In 1963, women who worked fulltime, year-round made 59 cents on average for every dollar 
earned by men.  In 2002, women earned 76.6 cents per men's dollar. A higher education 
degree does not always improve the situation for the women. The 2001 data indicated that a 
college degree helped to reduce the women/men earnings ratio gap from 73.4% (high school 
diploma) to 75% (bachelor), yet the ratio ironically increased to 72.2% at the master's degree 
level.  

5.3.2. In Germany 
 
The few women who make it to the top in corporate Germany are usually paid about one-third 
less than their male colleagues, though statisticians say some of the difference is the result of 
a greater incidence of part- time work. 
 
In 2005, full-time female employees in these sectors earned an average of EUR 2,539, which 
was about 20% less than what their male colleagues earned. A retrospective analysis of the 
survey shows that the earnings gap between men and women has continually declined. While 
in 1960 female manual workers in the former territory of the Federal Republic earned 41% 
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less than their male counterparts, their wages are just 26% below those of male manual 
workers in Germany today. In 1960, the earnings gap between female and male non-manual 
workers reached as much as 45% in the former territory, but declined to 29% in Germany in 
2005.  
 
Over the last 10 years, the gender pay gap for Germany mostly ranged between 21% and 
23%. The calculations include all employees who are aged between 16 and 64 years and work 
an agreed minimum of 15 hours per week. If we examine the gender pay gap on the basis of a 
structural survey which additionally provides information on pay-influencing factors, we will 
get a clearer picture. The differing average earnings of men and women are partly attributable 
to differences in the structure of male and female employees.  
 
Women are more often employed in small businesses and in branches of economic activity 
with low levels of earnings. Women can rarely be found in well-paid leadership positions but 
often do low-paid and low-skilled work. Another factor is age: Women in employment are, on 
average, younger than their male colleagues and mainly belong to age groups in which men, 
too, receive lower pay. When looking at the age groups in which men achieve their highest 
earnings, women are underrepresented among full-time employees. In these age groups, 
women account for above-average shares of part-time employees or marginal part-time 
workers. 
 
If women carried out similar activities as men, and hence were allocated to the same 
performance groups as their male colleagues, the earnings of female manual workers would 
increase by 7% and those of female non-manual workers by 12%. The resulting pay gap 
would be 19% for female manual workers and 17% for female non-manual workers.  
 

5.4. Conclusion 
 
We found out that there is a huge difference of job opportunities among China and Germany. 
Especially the the programs in Germany makes it easier for women to find suitable jobs and 
when you look at the questions in the job-interview of the chinese woman, nobody in 
Germany would dare to ask such private questions in an interview. Although we found out 
that the earning gap between men and women is decresing, but still exists in China as well as 
in Germany. Since 2005, Germany has Angela Merkel as the first female federal chancellor 
and lots of women see her as paragon. 
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6. Negotiation 
 

6.1. Why negotiation 
 
According to Gilsdorf (1997) negotiation is one of the most challenging tasks in business. 
Therefore we will have a closer look why and how women do negotiation in context of there 
culture. First we give an overview of negotiation in general and continue with comparison of 
the Chinese negotiation and the German negotiation. This is necessary when we want to 
understand how women are negotiating in these two countries. Finally we will give a 
summary about the differences and similarities which we have searched out. 
 

6.2. Overview of negotiation in general 
 
When we talk about negotiation literature vast from popular press to managerial guidebooks 
and training packages to academic writings. In our study we observing the works of Fowler 
(1986), McCall and Warrington (1989) and Rojot (1991) it is possible to see that any 
negotiation exhibits certain basic characteristics including: 
  

� Negotiation involves two or more parties and is essentially an interaction between 
people. 

� Negotiation involves the tree key stages of the preliminaries that lead to the 
negotiation occurring, the negotiation process itself which includes conceptualisation, 
planning, execution and control, and the conclusion of the negotiation whether an 
outcome is reached that is acceptable for both parties. 

� The negotiation parties must need each other’s involvement in achieving some jointly 
desired outcome. 

� The negotiating parties, each having different interests and objectives, have a degree 
of power (but not absolute power) over the other’s ability to act and should consider 
the possibility of persuading the other to modify their initial position in order to 
achieve an outcome. Even if the outcome is not the one expected at first, each party 
must retain hope that an acceptable outcome can be reached. 

� A successful outcome is a mutually acceptable solution or compromised solution. 
 

6.3. Chinese negotiation 
 
China has over 6,000 years of history, 74 dialects and 56 nationalities (Huang, Andrulis and 
Chen, 1994) spread throughout almost ten million square kilometres. Thus, regional 
approaches to business can also be expected to be different although these may eventually 
contribute only minor variations in an overall Chinese approach to negotiating. However, 
there is a consensus about major commonalities in the Chinese negotiation style. 
China is a high context culture in which people are deeply involved with others and 
information is widely shared (Hall, 1976).  
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The Chinese way of life, their philosophy, customs and their perception of law, justice and 
dispute settlement, chiefly influences the nature of the Chinese-style negotiation. Thus, the 
negotiation style is influenced by 6,000 years of tradition, and Confucianism (emerged over 
2,500 years ago) and Taoism (emerged in the sixth century). Confucianism is essentially a 
code for social conduct. The basic principles of Confucianism concerns obedience to, and 
respect for, superiors and parents, duty to the family, loyalty to friends, and the hierarchy at 
work. Age, rank and status are venerated, and the Chinese accord greater respect to an older 
and high ranking business person. Sincerity, humility and courtesy are honoured by the 
Chinese.  
The Taoism philosophy includes the concepts of “doing nothing”, individual freedom and 
laissez-faire government. Taoism concerns patience, harmony and being humble. These are 
attributes of the Chinese value and possess.  
Woo and Prud’homme (1999) identified eight key cultural characteristics prevalent in the 
Chinese negotiation process. These eight cultural characteristics are: 

� Status. Status ranges from the rank of the negotiators to their seating arrangement. 
Awareness and respect for this characteristic is important as it is very prominent in a 
negotiation. 

� Face. This characteristic implies status and prestige and is a mark of personal dignity. 
Giving and maintaining face is advantageous to the negotiation, and the formation of 
relationship. 

� Trust. Trust is the basis of negotiation. It is important to demonstrate trust as the 
Chinese routinely look out for this and will only deal with individuals or organisations 
they can trust. 

� Friendship. Along with trust, friendship forms the basis of Chinese-foreign relations. It 
is common for the Chinese only to negotiate people they respect an are familiar with.  

� Guanxi networks. This characteristic denotes connection, favours and reciprocity. 
Succeeding in China requires the cultivation of business and personal connections. 
The negotiation side that have the greater connection has the greater advantage. 

� Ambiguity. This characteristic denotes the polite nature of the Chinese in not rejecting 
a request outright. Instead, they often provide ambiguous responses. It is thus essential 
to put such responses into the context of the request and interpret accordingly.  

� Patience. The Chinese are patient in their approach to business and can use this trait to 
drive an agreement from the negotiator. 

� Chinese protocols. This characteristic is etiquettes that have developed over the long 
history of China and have come to be accepted as codes of good conduct and are 
expected.   

 

6.4. German negotiation 
 
Two main negotiation approaches are recognised in Germany, the “hard line” and the 
other is the “soft line” method. 
The hard line is described by Fisher and Ury (1986) who consider that negotiators take up 
an initial position and then make concessions until a compromise is reached. It is argued 
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that their initial position forces negotiators on both sides to develop their egos which drive 
them to reconcile future actions with established positions in order to arrive at the pre-
determined company targets. 
The soft line approach as approach as depicted by Vickers (1970) argues that the concept 
of “relationship maintenance” can provide a richer and more realistic approach. 
Negotiators on both sides, under this system, can focus on mutual interests but not on pre-
determined positions and achieve joint profits based on some objective standard. The 
approach is made up of four key features: 

� People. Separate the people from the problem. 
� Interests. Focus on interests, not positions. 
� Options. Generate a variety of possibilities before deciding what to do. 
� Criteria. Insist that the result be based on some objective standard. 

This method assumes that negotiators on both sides provide the means to carry out the 
company’s business objectives which fulfil common interests to both parties in the 
negotiations.  
Cultural aspects have a lower profile in German negotiations than in Chinese negotiations 
(Buttery, Leung 1997). Both the “hard” and “soft” approaches do not explicitly address 
the cultural aspects which partly drive the negotiators perceptions of one another. Both 
methods lead on to a definitive contract being drawn up which assumes both sides will 
adhere to. Moreover, the contract is supposed to have some validity in law. The crux of 
the transactional negotiation stance, according to Maddux (1998), is an exchange process 
for a party to obtain resources or benefits from another party when these resources are 
under the “sellers” control. In a successful negotiation, a negotiator obtains something of 
greater value in exchange for something on which he or she places al lower relative value. 
Maddux (1988) developed a six-step negotiation process: 

� Getting to know one another. 
� Statement of goals and objectives. 
� Starting the process 
� Expressions of disagreement and conflict are not a test of power but an opportunity 

to reveal what people need. 
� Reassessment and compromise 
� Agreement in principle or settlement 

 

6.5. Behaviour of Chinese female manager in negociation 
 
We have seen the cultural background about Chinese people. Hong Seng Woo, Doirean 
Wilson and Jonathan Liu (2001) have studied the gender impact on Chinese negotiation and 
the following describes there results identified by Woo and Prud’homme (1999). 
31 female Chinese managers take part on a management training program and observations 
are made of two particular groups of delegates.  
First group: 
The group were led by women but power and control was covertly shared with their second in 
command who was a men. The leader and male members of this group would treat the women 
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equally regardless of status. For example, the deputy leader was expected to sit with the other 
women on the opposite side of the room to the men, and like the other women, she would be 
careful to avoid direct eye contact with her male colleagues. She would also seek the approval 
of her male peer whenever she wanted to lead particular sub-group activities. However, when 
interacting with the other women, the deputy’s approach became more pragmatic and 
officious, which instigated a subordinate response from her female colleagues. 
 
Another point is cultural gender taboos that governed the way men were treated in formal 
surroundings. For example, despite their rank and seniority, both female leaders would be 
careful to acknowledge their male deputies in a variety of way. For instance, on entering the 
room, the female leaders of the group would sit parallel to their deputies, which was usually at 
the front opposite end of the room. In comparison their male deputies would sit nearer the 
door, again, at the front of the room while the rest of the group members would sit discreetly 
behind their respective leaders, women on one side and men on the other. The manner in 
which each female group leader would give precedence to her male deputy suggested a 
deliberately cautions approach. For example in discussions each female leader would often 
initiate a response to particular questions, before pausing to glance at their deputy. This 
gesture was usually followed by a smile and encouraging nod. This was the deputies’ cue 
from their leader to continue a response usually initiated by them. 
 
Second group: 
The second group was led by male and show somewhat different. The male leader had sole 
power and control over the other members, despite the fact that there was also a second in 
command present in this group, who just happened to be female. For instance, the leader 
would dominate group discussions and his comments were often met with enthusiastic nods 
and non-verbal sounds of agreement from the other members, particularly the women. When 
signalling to other members in their group, the female leaders were more instructive and 
formal than they were with their male deputies. Similarly, junior members of the female lead 
groups would make brief eye contact with their leader when ever they needed her approval to 
initiate group activities.  
Summary and explanation: 
The groups were particularly friendly and polite towards each others, which clearly showed 
that they had formed a firm bond that was evidently built on trust and friendliness. These 
characteristics were displayed more openly by the women in each group. Another cultural 
characteristic “Chinese protocol” was demonstrated by giving gifts to their host. The 
delegates in each group also enthusiastically exchanged business cards with their peers, which 
reflects the Gunaxi network culture, both of which are examples of good conduct.  
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Key characteristics Gender neutral Gender bias 
1. Face *  
2. Status  * 
3. Trust *  
4.Friendship *  
5.Ambiguity *  
6.Patience *  
7. Chinese protocols  * 
8. Guanxi networks *  
 
 
Status and protocols are two important characteristics, which seemed to be gender bias. For 
example, although the female leader of two of the groups were more senior in rank than their 
male deputies, their approach towards them was less formal and directive than it was with the 
other subordinate members of their particular group. In comparison, both deputies’ attitude 
towards their female leaders could be construed as polite and covertly superior. It is also 
customary for the Chinese to give presents to their hosts as a mark of respect and 
appreciation. This is a task for the leaders of the groups. 
 

6.6. Behaviour of German female manager in negotiation 
 
Now we will have a closer look at the behaviour of German female manager. First we give 
study results about hard and soft negotiation and summarise a study about the behaviour from 
women and men in general meetings. To compare the behaviours of German women and 
Chinese women we got an interview with Mr. Ulike Sturmvoll who is a junior executive 
manager at BMW AG in Muenchen. 
 

6.7. Hard and soft negotiation 
 
According to a study from Barbara van Knippenberg and Hermann Steensma (2003) 
relational considerations play a central role in the decision which tactic will be used: hard or 
soft. The study furthermore showed that men wielded more influence than women die. 
Several explanations pertaining to the differential use of influence by men and women can be 
found in the literature. According to the structural model it is a person’s power and prestige 
position, rather than gender-role expectations that affect the choice of influence behaviours as 
well as the perceptions of their appropriateness (see Aguinis & Adams, 1998). Some 
researches thus claim that a differential use of influence between men and women is due to 
the fact that, in general, women hold positions with less power than men (Molm, 1985). Even 
so, the results did show that women were less likely than men to use hard and soft influence 
tactics because women will eventually use less influence than man, or will for instance, be 
less aggressive than men. (Bettencout & Miller, 1996). 
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6.7.1. Women behaviour business groups 
 
The following results are from master theses by Daniel Stoller how had studied the behaviour 
of women and men in business meetings:  
When women and men come together for brainstorming meetings, it comes to a gender 
hierarchy. Men have the leadership and women are responsible to write the protocol. But both 
declare implicit with the roles. Same things happen when it comes to presentation, women 
prepare and men present. Relationships and working structures are more important for 
women; men are more interested in context issues. Women prefer to work together with men, 
because than they want know the level of requirements (which is mostly fixed by men) and 
men have a higher valuation. When is comes to groups without men it can become difficult to 
define the power in the group.  
 

6.7.2. Interview with Ulrike Sturmvoll (junior executive manager BMW AG 
Muenchen) 

 
Q:   Which negotiation approaches (hard or soft) will be used by female executives? 

 
A:    There are some women how have the hard one and other have a soft one. I prefer to 
use the soft one not at least I recognized that men accept this more. It is not necessary that 
women have to act like men or to enforce things when it is not natural for women. But it is 
also not acceptable when women use they femininity to escape from a serious situation.  
It is much more difficult for women to find the right style than for men. 

 
Q:     What about seating agreements? 
 

A: When we have internal meetings (team meetings), there is no special seating 
agreement. Women and man sit besides each other and also the team leader has no special 
place. When it comes to negotiation with customers or subcontractor, than we have 
seating agreements and the paces are marked by seat reservation: The most important 
person sit of the opposite of the door and more important persons are sitting close to the 
leader.  

 
Q:     Do you have eye contact with the leader and with peers? 
 

A: Normally yes, but women should be avoid that it is not interpreted as a flirt.  
 
Q:   What is the behaviour of a women leader, when other members of the group have a     
higher position or are senior members? 
 

A: There is no difference. But the performance of the leader women is very important, 
because sometimes female executives are not so accepted as men executives. One solution 
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can be to demonstrate the power e.g. before it comes to a decision the women can leave 
her place and go through the room. This act is only done by a leader.  

Q: Need a female executive the authentication from her (male) deputy? 
 

A: No the most women in our company make decisions on their one. But a general trend 
is that female and male executive use professional, external adviser. Sometimes women 
have a “secret adviser” mostly a man who is a mentor and adviser regarding her 
performance. 

 
Q: Do you think that women have problems to achieve their opinions? 
 

A: Yes, because women try to suit everybody. Men do not care about “peanuts”. 
 
Q: Are there specific roles that are hold by women in business meetings? 
 

A: There are some prejudices against women e.g. women are able to write more handsome 
and therefore they have to write the mind map. Therefore it is very important that women 
are able to depute without remorse.  
 

Q: Does a female executive share success with the group? 
A: Yes, women tend to this behaviour and say that all members of the group are 
involved. Men do always say it is the own achievement excepting it was nonsense. 

 

6.8. Summary and comparaison 
 
During our studies we found both differences and similarities in the women negotiation. 
Differences are: 

 

Characterization China  Germany 
   
Negotiation style Friendly Hard and soft 
Sitting agreements (Team) Women and men separate Women and men mixed 
Eye contact Avoid  Expected 
Senior members Looking for agreement No different behaviour 
Decision making With male deputy without 
 
Similarities are: 
 
Sitting agreements (external) According protocol According protocol 
Achieve the opinion  difficulties Difficulties 
Specific roles Yes (Chinese’s protocol) Prejudices 
Share success Yes Yes 
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7. Conclusion 
 
In this report we studied and compared women’s status in business in China and Germany. As 
a small scale study, only some aspects which can be indicators for women’s status in business 
were touched. These includes women’s career perception in both countries, whether the 
there’s maximum equality for female in the workplace as well as the female negotiation 
patterns in China and Germany. 
The first aspect that can give a clue to women’s status in business is that how their career 
lives are generally viewed and evaluated. The perception of women in business can be from 
many directions: from the society, from their families as well as from themselves. Here in this 
study, we chose women’s job satisfaction, in other words, career women’s self-perception as 
an indicator, to see how women feel about their jobs and whether they are satisfied.  
Although women’s social status has evolutional change over the past century, there’s still 
inequality. Chinese women appear to have worse jobs then do their male counterparts. Yet 
urban Chinese women have greater wage equality than do women from capitalist and socialist 
countries and earn a high proportion of the married-couple income. However, Chinese career 
women, especially career mothers are more dissatisfied with existing gender inequality and 
their earnings than their peers in capitalist countries such as Britain and Japan.  
While in Germany, study done with objective working conditions which will lead to more job 
satisfaction for women shows a possible lower satisfaction level for women in workplace than 
men. However, since women's employment opportunities are restricted by the relatively tight 
“conservative” frame of the corporatist welfare regime, it forces women to lower their 
expectations and to expect less from possible employment opportunities than is the case for 
men. This lowered expectation leads to a higher satisfaction level for women when they 
perceive their own jobs. The different approach to examine women’s job-satisfaction leads to 
a job-satisfaction paradox. 
Secondly we wanted see how the situation is for gender equality in workplace by looking into 
job opportunities, earning gaps and aids from society for career women. There are stereotype 
female jobs in both countries: In Germany, people expect a female to take the job when it’s in 
commercial service business and hair-styling. While in China, the female jobs are nurse, 
kindergarten teachers, etc. One thing similar is that in capital-intensive and high-technical 
industries such as info-technology and automobile industries, the ratio of female workers are 
obviously lower than male.  
When it comes to job hunting, female graduates in the job market in China face serious 
obstacles brought by their gender. Companies’ preferences on male candidates, regardless of 
the nature of jobs, make female job hunters feel discriminated. However in Germany, 
although there are still gap between the employment rate of men and women, new media have 
helped a lot to improve the equality in job market for male and women. In structural 
transition, the reasons for gender specific job sharing tend to decrease. The use of the service 
industry and information technology balances out the employment opportunities for men and 
women.  
In both China and Germany there exist an earning gap range from 20% to 30% between men 
and women for the same job. But they the gaps in both countries are closing.  
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In Germany, there are specific programs to help women in workplace from both government 
and society. Some examples are given in the previous report. In China, although there are 
laws and regulations aim to promote women’s states in business, the lack of specific actions 
makes it less helpful.  
Lastly, the female negotiation patterns in China and Germany are compared. Due to the 
diversity of cultures, there are obvious differences in business women’s negotiation in these 
two countries. In China, women in work place are supposed to negotiate in a friendly way 
while in Germany there is an alternative soft or hard approach; in China, women usually sit 
with other women in a meeting and avoid direct eye contact to their male colleagues, while in 
Germany, the seating arrangement is usually free and eye contact is expected to show respect 
and attention; in China, female leaders usually need to seek advise or approval from senior 
colleagues and their male deputy when making decision, while in Germany this pattern is not 
followed.  
However, we also found things which are similar in Chinese and German female negotiations. 
It’s both hard for a female worker to achieve her opinion and prejudice still exists in 
negotiation in both countries. Further more, female leaders all need to share their power and 
success with their male colleagues to some extent. 
In general, this project carried on a comparative study on women’s status in business in 
Germany and China. The results might be guidelines when dealing with female business 
partners from either country, or when there is a mutual business contact between Chinese and 
German companies.  
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