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Case summary
	American Brian Cook met with his Chinese change manager Chan Ling and his team at the Beijing office of a European corporation to discuss last month’s delay in the change deadlines. Mr. Brain questions abruptly about Mr. Chan’s team underperformance, with interpreting the reason that Mr. Chan is not pushing his team members to do well and the lack of commitment among the team members as the other cause. Brain also informs that Chan is responsible for making him feel accountable for this problem. Chan nods silently, picks up his papers and walks away without further discussion and never returns. The directness of Brian’s questioning was interpreted by Chan as a personal insult. He saw Brian as rude and perhaps, he ended his employment with Brain’s company. 
	In China, face is given the most importance which is related to the dignity of an individual. In China, if an individual is insulted face to face, it reflects on the person, their families, or even their entire community. Chan felt a deep sense of embarrassment from Brian’s assertive questioning style.

Discussion Question #3
What should Brian do now? Develop a plan for addressing the situation.
	First of all, Brian should understand that Chan was the right and a genuine individual for his company and also should realized that Chan terminated his employment with the company at a time when he was really needed and the reason of the termination was the direct insult on the face. Brain should apologize to Mr. Chan in person. He should talk with Chan politely and explain him that he was concerned about team’s low performance and so he had to blame the Change Manager, who was Mr. Chan. He should ask for forgiveness and ensure him that the same mistake of insulting him and blaming him won’t happen again. “Business leaders of multinational organizations are often confronted with cross-cultural differences. These differences can cause misunderstandings and awkward situations between people. Especially when people feel they are losing Face. Face – an Eastern concept most likened to the Western concept of respect and dignity. Making people feel they are losing Face occurs more easily than we might expect and can seriously damage relationships.” (Boot & Siebelink, 2013)
	Addressing to the second part of the question, Mr. Brian should come up with the well descriptive plan and understand the reason behind Mr. Chan’s termination of the employment. He should be aware of the China’s culture and also the consequences of the directly insult or putting any blame on any employee. Brian should write an explanation letter to Mr. Chan including the reason of the insult and feeling sorry for it and emphasizing on the point that he comes back and join the company and the company needs Chan. 
	“Ren yao lian, shu yao pi.” is a Chinese proverb that means “A person needs Face, like a tree needs bark.” It is important to keep face and be aware of the cultural differences. It is important to be sensitive to this cultural difference because it has a direct impact on the level of trust between each other! Because it can damage the relationship, and the collaboration (Boot & Siebelink, 2013). 
Ways to avoid loss of Face in the teams
	According to Boot & Siebelink (2013), the managers can avoid the loss of Face and improve the quality of cross-cultural relationships. Firstly, the managers need to pay extra attention to cultural differences, observe carefully what happens during the meeting, prepare themselves upfront, remember experiences from past meetings and then talk with colleagues. Secondly they should avoid ‘right versus wrong thinking’. This includes not criticizing or complaining and respecting other’s opinions. Thirdly they should adjust their communication style. They should be polite, listen and understand the situation before making any complaints. They should respect for age of the employees and pay attention to personal and family matters of the other. Lastly they should use the difference in cultures as strength by having an open mind and focusing on how to settle the qualities of openness/transparency with those of patience/indirectness. 
Conclusion
	The managers should not directly blame the employees for the team’s underperformance. Instead they should go to the root of the problem before addressing it to the employees. Also they should be aware of the different cultures of the employees and know the consequences of the direct insult. 
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