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Abstract 

 

The rapid development of China’s economy has seen increasing demand for foreign 

language training in Chinese companies and organizations. Nevertheless educational 

institutions across the world have struggled to design appropriate foreign language 

training programmes for Chinese companies and organisations. Many models have 

been proposed and put into practice. However, little research has focussed attention 

on the actual needs of Chinese staff and the real demands of Chinese organizations 

and companies, so there is a continuing dilemma in terms of satisfying expectations 

of both training providers and trainees. 

This research aims to develop and test a project-based foreign language training 

model for Chinese employees. The model aims to develop the ability of foreign 

language training suppliers to establish a management strategy for project-based 

training involving international educational communication. A series of propositions 

have been generated based on the two-tier levels of project-based training model 

designed in this research, which is based on the literature review of Chinese foreign 

language education, Chinese learning styles, organisational learning objectives, 

project-based foreign language learning theories and existing programme models. 

Initial research was also conducted to identify where training and development needs 

and deficits lie within China’s organisations and companies. Chinese staff and 

managers are chosen to investigate their attitudes. A mixed method of combining 

quantitative and qualitative analysis was employed in the research in order to 

validate these propositions. 

The research has generated a number of successful outcomes relating to its aim and 

objectives. Firstly, individual project creation by Chinese trainees is a creative 

approach to meet learning objectives. Secondly, foreign language programmes need 

to aim to develop work-related or professional skills alongside language skills rather 

than learning the foreign language only. Thirdly, the divergence of perceptions in 
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terms of training needs analysis and on-going assessment among Chinese staff and 

managers is discovered in the research. Fourthly, pedagogic design needs to blend 

formal instruction and independent learning. Fifthly, joint evaluation by bringing 

trainee, training providers and partners together customises evaluation. Sixthly, 

decision-making within Chinese organisations and companies involves top-down and 

bottom-up orientation. Additionally, understanding the operational structure of a 

training partner is important to the success of implementing a training programme 

through international educational management.  These contributions will add updated 

knowledge to education management and also enable further value to international 

educational institutions and practitioners.  
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Chapter 1 Introduction 
 

1.1 Introduction 

Foreign language training is becoming big business in China, particularly in English, 

as the language of global commerce (Dean, 2005; Gross, 1998; Jin, 2003; Liu, 2006; 

Nunan 2002). The Economist (2006) commented that the rapid development of 

Chinese business is fuelling a market that comprises everything from foreign 

language materials and textbooks to language training programmes. Increased 

demand for foreign languages comes from a broad spectrum of society including 

companies and organizations. Foreign or domestic investors are moving into China 

in a cluster to serve the growing group of Chinese who believe they have both the 

interest and the means to learn a foreign language, and who see it as vital for 

improving their future (Chee, 2000/2003; Taylor, 2006). Foreign language training is 

compulsory in many organisations (Hu, 2002a; Ireland, 1991) and people of different 

professionals are learning the foreign language and taking it as a tool or a path to 

build a better career in future (Jin, 2003; Kealey, 2009). Chinese companies and 

organizations are pushing their employees to learn English (Chen, 2001; Dean 2005). 

The demand for personnel with foreign language competences has resulted in 

increased demand for a professional layer of personnel with the competences 

relevant to operating in an international market economy. These include high foreign 

language proficiency and the knowledge of operating international businesses. In 

particular, among those competences, the knowledge of foreign languages is among 

those with greatest potential to help the Chinese to develop successful businesses 

because they enable one to obtain better information about the business environment 

and new ideas about production, raw materials, marketing and trade channels (Hagen, 

2007). As part of China’s preparations for increased participation in the global 

economy, it has been reported that there is an explosion of Chinese overseas students 

and training participants from a wide range of job occupations in English-speaking 

countries who are attending various kinds of training programmes; according to a 

recent report (Xinhua, 2010), the Chinese government has decided, for example, to 

send 300 officers to the Harvard Kennedy School over the next five years, and many 
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local enterprises such as Bank of China, People’s Insurance Company of China 

(PICC) and some large companies such as the China Petroleum Company (China-

Pre.) ceaselessly encouraging foreign language training programmes for their staff 

development (ChinaGate, 2011; Xinhua, 2011). 

However, have these endeavours brought immediate benefits to Chinese companies 

and organisations?  Or have Chinese managers and staff been slow to develop as 

planned and taken time to review the programmes run in the past? Have they ever 

considered the effectiveness of these programmes, and have they ever thought how 

to improve them? All these questions have been challenging Chinese companies and 

organisations (Jiang, 2008; Liu, 2006; Wozniak, 2003).  

Specifically, two types of research initiative have helped to formulate the research 

rationale for this project. 

Firstly, from a personal perspective, the author has been in charge of foreign 

language training programmes as a manager in a locally organised Chinese 

university in the north-west part of China for six years, and has managed five 

English programmes for local companies and organisations, such as Qin Tong Xia 

Aluminium Manufacturer of Ningxia, Ningxia Orient Tantalum Industry, Ningxia 

Northwest Bearing Industry, and Pin Luo Middle School. Apart from this, the author 

has been involved in other programmes such as Southampton Solent University’s 

summer language training programme for young lecturers from China and a cadre 

training programme run by an American University. In addition, there are regular 

contacts with an on-going programme at Reading University.  

From the experience of managing these programmes, it became clear that many 

problems such as how to assess the learning outcomes, how to access the gaps in 

previous programmes, how to define the effectiveness of a programme, how to 

explore an effective pedagogic model for Chinese adults’ teaching and learning, and 

how to generate a creative model that can be followed effectively by trainee and 

training providers, still remain to be further investigated.  

Secondly, from a macro-perspective, as part of its modernisation process, China has 

embarked on a programme of management education on an unprecedented scale. 
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Indeed, since education was traditionally seen as a source of power (Ogden, 1993), 

the primary goal of education not only taking place on campus or off campus has 

been to lay the groundwork for modernisation (Hu, 2005b). Since 1990, the Chinese 

have been taking technology transfer and training much more seriously than most 

emerging economies, e.g. asking foreign universities or companies to agree to a 

massive programme of “human technology” transfer involving the creation of 

comprehensive business education and training programmes in which English 

language training has been hugely involved as a gateway to access to other fields of 

collaboration (Mijnd Huijser et al, 2002).  

With the on-going shift toward a freer socialist market system, Chinese management 

educators also see the need for more open communication, more independence and 

decision-making power for managers in terms of developing the intellectual 

resources through a variety of approaches (Kealey, 2009; Li, 2003). To pursue 

recruiting strategies and promote retention of key individuals, companies in China 

are becoming more aware of the value of training as a staff retention tool, amongst 

other things, making the employee feel more like part of a team (Kealey, 2009). 

Nevertheless, with over 80,000 foreign joint ventures currently registered in China, 

and non-Chinese individuals regularly doing management teaching and training in 

China, there is a vital need to understand the immediate needs of Chinese partners 

and trainees (ibid.). 

Along with the increased demand for foreign languages training for staff from 

various organisations and companies, the Chinese government has been aware of the 

inevitable need for reform of administrative management to ensure its human 

resources are deployed effectively (Liu, 2006; Lu 2000; Zhai, 2000). In recent years, 

the Chinese government has been focusing on establishing a “Ministry of Human 

Resources and Social Security of the People’s Republic of China”, a newly created 

ministry which is responsible for national labour policy, standards and regulations. 

This includes labour force management and legal procedures for construction of a 

labour force which aim to improve labour contribution to deal with the dramatic 

impact of China as a manufacturing nation on world markets (2009, online).  
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As such, two perspectives fundamentally shed light on this research looking at issues 

relating to effective management of language training programmes. Many questions 

arise in the process, such as what foreign language education went on in the past, 

what challenges Chinese foreign language education has faced, and whether foreign 

languages skills are the Chinese companies’ or organisations’ only training needs.  

To address those questions, it is hoped that the research will attempt to contribute a 

significant development in the field of education management for Chinese working 

adults from companies and organisations, which appear to have increasing need for 

effective strategic management of foreign language training.  

1.2 Objectives of the research 

The aim of this research is to develop a novel model for training Chinese staff and 

managers in foreign languages through international collaboration in the era of 

China’s economic transition. The following related aspects will be evaluated: needs, 

shortcomings in current practices and the justification for an enhanced training 

model.  

The objectives of this thesis are summarised as follows: 

Objective one: To define training and development needs and deficits within China’s 

organisations and companies. 

Objective two: To identify existing shortcomings in current practices implemented 

by programme providers. 

Objective three: To evaluate the significance of the implications of two-tier level 

project-based second and foreign language training programme for Chinese 

employees. 

Objective four: To develop the ability of foreign language training suppliers to 

establish a management strategy for project-based training involving international 

communication. 
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1.3 Research methodology 

In order to achieve the objectives, five procedures comprising inductively analysing 

the literature, evaluating initial research, identifying themes and synthesising 

propositions as well as mixed-methods of justification were designed (see Figure 1-1 

and details in Chapter 6).  

A mixed method of combining quantitative and qualitative analysis was employed in 

the research, using questionnaires and interviews. Two hundred and fifty 

questionnaires for (non-managerial) staff were sent to eight companies and 

organisations and 136 responses were received, a return rate of 54.4%. Of the eight 

questionnaires for managers, eight came back, with a 100% rate of response. A high 

return rate was caused by unusual ‘informant’ approach (Bruce et al. 2009; Harzing, 

1996), commonly used among business organisations, that the research used to 

ensure the high response. Based on the results of the questionnaire survey, eight 

interviews with eight managers from surveyed companies and organisations were 

conducted to clarify their opinions of the language training programmes they have 

encountered. The follow-up interviews were also arranged to explore the questions in 

depth (see details in Chapter 7). 

For the quantitative research, the questionnaire was designed to investigate issues 

linked to all proposed propositions. To analyse the results, a range of statistical tests 

was adopted. As most of the observed data are not normally distributed, a range of 

non-parametric statistical methods was adopted. To ensure the reliability and 

confidence of the quantitative analysis in this research, the exact test of PASW 

(Predictive Analysis Software for Social Science) and relevant effect size were used. 

Although the quantitative analysis helps to verify the observed data, it cannot explain 

the reasons behind the statistical figures. Qualitative analysis has to be used to 

explore the areas where the propositions are rejected or in order to add additional 

detail where significantly different results emerge from comparison of attitudes 

between managers and staff. Propositions that are disconfirmed were examined to 

establish the underlying dynamics. Coding of the qualitative data was conducted to 
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code the interview content with NVivo 8 (a computer-assisted qualitative data 

analysis software programme) after transcription. 

Literature Review 

Chapter 2 Chapter 3 Chapter 4 
 

 

 

 

 

 
 
 
 
 
 

Figure 1-1 Framework of the research design 

1.4 Contributions to knowledge 

The research at a more conceptual level develops a novel model with two-tier levels 

to train Chinese companies and organisations using updated knowledge of targeted 

Theoretical Framework (Chapter 5) 

Initial Research Two-tier training model 

Research Propositions 1-8 

Research Methodology (Chapter 6) 

Quantitative and Qualitative Questionnaire survey and Interviews 
(follow-up interviews if necessary) 

Data analysis and findings (Chapter 7) 
P1 confirmed, P2 confirmed, P3 confirmed, P4 rejected, P5 confirmed, P6 confirmed, 

P7 rejected, P8 confirmed

Discussion and Conclusions (Chapter 8) 

Objective 3 Objective 2 Objective 1 Objective 4 

Objective 3 Objective 2 Objective 1 Objective 4 
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learning content, customised evaluation added to project-based foreign language 

training, and international educational management. 

In addition, the main findings and perceived contribution of the research can be 

summarised as follows: 

• Individual project creation by Chinese trainees is a creative approach to the 

challenge of meeting learning objectives. 

• Foreign language programmes should aim to develop work-related or 

professional skills alongside language skills rather than learning the foreign 

language only. 

• Learning content needs to be carefully designed in terms of foreign language 

skills, communicative ability and cultural awareness because of the 

divergence of perceptions among Chinese participants. 

• Pedagogic design needs to blend formal instruction and independent learning, 

aiming to develop the ability to solve work-related problems. However, 

independent learning needs to be instructed throughout the training, although 

the learning style of Chinese participants is shifting from teacher-

centeredness to learner-centeredness.  

• Joint evaluation - by bringing trainee, training providers and partners together 

- will customise evaluation, but regular reports need to be agreed by trainee 

and training partners. 

• Decision-making is shifting to a flexible approach involving both top-down 

and bottom-up orientation. 

• Understanding the operational structure of training partners is essential to the 

success of implementing a training programme.  

1.5 Structure of the chapters 

The thesis contains eight chapters: 

Chapter 2 addresses the current situation of English language teaching and learning 

in China. It also discusses the relevant concepts of what learning is, how Chinese 

people learn, and how to stimulate improved learning performance when training is 

conducted in an organisation or a company. These attempts aim to identify the 
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background to English teaching in China and the dilemma faced how Chinese people 

manage their learning under the influence of Confucianism, and what their demands 

are when learning English language. 

Chapter 3 initially introduces the concepts of ‘project’ and ‘project management’, 

and reviews project-based foreign language teaching and learning (Beckett, 2006). 

Furthermore, it carefully explores the theoretical foundation and benefits of project-

based learning. Finally the research identifies through looking into the implication of 

project-based learning in China that it is not being utilised to its fullest potential, and 

therefore proposes that blending project-based foreign language learning into a 

training project would offer a better and innovative platform for training Chinese 

people in foreign languages. 

Chapter 4, based on the literature affecting English language teaching, Chinese 

learning style as described in chapter 2, and project-based foreign language theory in 

chapter 3, analyses how foreign language training providers from the UK and non-

UK operate their programmes, and explores the advantages and disadvantages that 

lie ahead if conducting a foreign language programme for China’s companies and 

organisations. In addition, it also carefully reviews two existing representative 

programmes and identifies their deficiencies. 

Chapter 5 firstly synthesises interrelated ideas and identifies the focus of the research 

needed. It then explores the gaps that exist in reality through conducting and 

analysing the initial research. Thirdly, it proposes a novel model with two-tier levels 

and addresses the propositions to validate the strategic theoretical framework 

implemented to train Chinese companies and organisations. In addition, it also 

presents the aim of the proposed project model as a balance between East and West 

in the area of management education through cross-cultural communication strategy.  

Chapter 6 shows how pragmatism methodology - a mix of quantitative and 

qualitative methods - was used in the research. It explains ontology – how the 

researcher sees the reality of research, and also discusses epistemology – what counts 

to the researcher as knowledge. The questionnaire designed is presented and the 

statistical analysis methods adopted are carefully selected. The research procedures 
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are designed. Procedures for data collection and sampling are described. The 

reliability and validation factors of the research are considered. 

Chapter 7 presents both quantitative and qualitative analysis and findings. The key 

statistical findings of each proposition and main interview findings are set out. 

Furthermore, each proposition is evaluated from the results of the survey. 

Chapter 8 further discusses the findings of the research. It presents the validation 

results of the proposed model and slightly modifies it based on the results of the 

analysis. It also expounds the contribution to knowledge made, points out the 

limitations, and makes recommendations for further related research. In addition, it 

discusses the practical application of the results of the research. 
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Chapter 2 Literature Review 
 

2.1    Introduction 

This chapter aims to review the situation of English language teaching and learning 

in China and background to English language education in China. It also discusses 

the relevant concepts of what learning is, how people learn, how to manage effective 

training in an organisation as well as how to motivate people to undertake effective 

learning within an organisation. At the same time, this chapter will also focus on a 

discussion of Confucianism and how it affects Chinese learning styles and 

managerial behaviours. In addition, the purpose of this chapter is to evidence the 

rationale for the research.   

2.2    Background 

The rapid growth of international businesses in China has resulted in a severe 

shortage in the supply of advanced technology, human resources and training 

management to keep pace with this development (Chen et al., 2000; Gross, 1998; 

Kong et al., 1989).  As a result of these shortages, many of China’s companies and 

organisations face the challenge of how to train individuals who could easily put 

their efforts to the development of their companies and organisations. Other 

challenges facing companies and organisations include acknowledging and 

addressing cultural issues, such as local employers’ inability to communicate in 

English and lack of familiarity with Western business practices. 

Kealey (2009) reported in China-Britain Business Review that after graduating from 

Cambridge University Dominic Richards founded the English Teddy Bear Company. 

He expressed his concerns in terms of the situation of using English language in 

China:  

 “I was struck by two things on my many visits to China before I made the 

decision to operate here. The first is the energy of the place and its people. The 

Chinese are working hard to transform their lives and this inspired me. There 

is little in life more important than effective communication and I knew that we 
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could make a difference in companies’ operations and individuals’ lives 

through excellent communication training. Secondly, the United Kingdom has 

long punched above its weight in the world and this is because we have been 

innovative, outward-looking and trade-focused for centuries. In order to 

continue to flourish we need to be of service to the East. The English language 

is our language, and this is a major cultural asset which we can work with”. 

(ibid., p.22) 

However, while working in China, James Hudson, the company’s co-founder, 

discovered a need for targeted foreign language training:  

“I saw a huge need for corporate training while I was working with the Bank 

of China and China Post. There was clearly a lack of tailored and 

comprehensive training packages that truly met the needs of both employees 

and companies.”(ibid., p.23) 

As the reports carries on, Chinese companies, internationally active companies in 

particular, in China were reporting a distinct lack of satisfaction with the training 

services provided there (Dalton, 2008). The major problem was the use of local 

human resources, specifically Chinese or other non-native English speakers, to train 

in English. As a result, companies were worried that they simply weren’t seeing 

results from their investment, and they saw an immediate need for something that 

could help companies develop effective employees (Kealey, 2009, p.23). 

So what are the issues facing businesses in China today in terms of training? One of 

the key problems is how to train effectively and have appropriate pedagogic methods 

available to Chinese companies. Whilst most Western companies know the value of 

training, China is still striving to catch up, struggling to balance cost and 

effectiveness. Although there is a wealth of English language training available in 

big cities in China, corporate skills training through an international communication 

strategy is a relatively new concept for many Chinese companies, for those 

companies in northwest China in particular. 

The Chinese government attempts to resolve the issue by importing training 

resources abroad (Zhang, 2003). According to Xinhua (2010), the official press 
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agency of the government of the People's Republic of China, there have been short-

term training courses abroad for about 8000 leaders from different levels of Chinese 

government since 1992; many other such programmes are still underway through 

collaborative strategies with the USA, the UK, Australia, Japan, New Zealand and 

other countries (Xinhua, 2010). Chinese people have been aware of the benefits and 

believe training staff in English is making for a more talent-focused workforce 

(Dalton, 2008). 

Meanwhile, the result of recent research carried out by Universal Ideas, a 

management training consultants has clearly demonstrated and quantified these 

sentiments. It showed that there were just three per cent of companies reporting that 

current providers were fully able to meet their training needs. The areas of greatest 

perceived weakness were training model, leadership and strategic management 

(Anon, 2006, p.70). Following on from this research, some 81 per cent of companies 

stated that they would like to take foreign language training as the priority for their 

organisation’s development as language skill training also featured as one of the top 

wishes. This is perhaps not surprising in that it relates to senior management where 

these skills might be expected to exist in the long run for those companies which 

might be expected to struggle to achieve improvement (Kealey, 2009).  

2.3    English language education in China 

2.3.1 Background 

To comprehensively understand the demand, we need to track back the changes that 

have taken place in language training in China over the last two decades.  

In 1978, Deng Xiaoping, launched national modernisation reforms, with the “open 

door” and “Four Modernisations” policies as their main pillars (Hu, 2005a). Foreign 

language education figured prominently in the drive for modernisation (Adamson & 

Morris, 1997). Deng was convinced after observing the global situation of economic 

development at the time that China would need to access scientific and technological 

advances worldwide to develop the scientific knowledge base which is increasingly 

demanded for national revitalisation (People’s Education Press, 1986). It was 

recognised that access to international know-how, knowledge and strategy needed to 
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be a target for the Chinese economic drive, which would trigger a large pool of 

personnel to achieve proficiencies in foreign languages. To revive foreign language 

education after the damage caused by the Cultural Revolution and expand foreign 

language education to all levels of schooling, primary, secondary and higher 

education, became an integral part of the modernization drive as it was believed that 

foreign languages would play an active role to accelerate steps towards entering 

globalisation (Hu, 2005a). 

Meanwhile, this change has affected the development of Chinese companies’ and 

organisations’ management systems. Decentralisation of companies and 

organisations was introduced soon afterwards in the mid-1980s. The economy 

gradually changed from one based on central planning to one on market socialism. 

Over the same period of time, Chinese companies and organisations were 

transformed in line with this guideline. With trend towards the economic ‘global 

village’, economists and traders in Chinese companies and organisations are slowly 

but impressively turning to the world market (Dalton, 2008). Foreign language 

education since this point has been playing an increasingly important role in China 

with English as a lingua franca particularly for such areas as business, information 

accessibility, the Internet, cultural exchange. All of these have brought great changes 

to every aspect of Chinese life. According to Held & Thompson (1999), 

“globalisation can be thought of as the widening, intensifying, speeding up and 

growing impact of worldwide interconnectedness”. According to Wallraff (2000), 

“the conventional wisdom holds that English is destined to be the world’s lingua 

franca – if it isn’t already”. Zhu (2003) also supported this by pointing out that 

foreign language speakers, particularly English language speakers, are regarded as 

linguistically privileged because they have relatively easy access to information or 

knowledge relevant to the future development of a company or organisation 

compared with those with less developed English language skills, such as Chinese 

people. However, to achieve a high level of foreign language proficiency for Chinese 

learners, particularly for current managers who received their education during the 

70’s, and 80’s, turns out to be not easy for historic reasons that have curbed learners 

developing their English ability (Hu, 2002a; Ogden, 1993; Oxford, 1995).  
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2.3.2 History of English language education in China 

Although English language education was re-introduced in schools in the early 

1970s because of the change of political relationship with the USA after the official 

visit to China paid by former president Richard Nixon, English teaching and learning 

were not making practical progress and existed in name only. As a result, an acute 

shortage of both English–proficient personnel and of facilities for English language 

education appeared when China embarked on the modernisation drive (Hu, 2002b). 

2.3.2.1 Dilemma currently facing China’s foreign language education 

China had been short of educational infrastructure over much of the last decade of 

the 20th century, although it had enjoyed phenomenal economic development and 

social stability (Hu, 2005b; Zhu, 2003). However, with its increasing integration into 

the global economy, China was faced with unprecedented challenges of 

globalisation, technological advances, knowledge-driven economies and pressure for 

innovation. The Chinese government recognised the many educational deficits that 

would undermine national competitiveness and therefore staged a new wave of 

educational reforms at the beginning of the new century (Hu, 2002b; 2005a). The 

new reforms consisted of changing the existing educational structure, updating 

teaching content in response to international globalisation, absorbing progressive 

thinking from abroad and encouraging innovation in pedagogy so as to deliver 

quality education. There was an emerging progressive ideology that stressed both 

individual development as well as development in the higher education 

organisations. What is more, China has embarked upon another wave of education 

policy reform by implementing the policy of expanding student recruitment in an 

attempt to react to the needs of the more talented in society (Hu, 2005a).  

The development boom caused by the reform on the one hand provided more 

Chinese young people with opportunities to receive higher education, but on the 

other hand also strained resources and challenged the facilities within higher 

education, which many universities and colleges failed to develop at the same pace 

as the increase in enrolment. Upon this point, the quality of foreign language 

learning and teaching is certainly a concern here, as well-equipped facilities are 
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considered necessary preconditions for healthy foreign language development, for 

instance creating an effective language learning environment and enhancing 

investments on improving learner’s language skills. As Chen (2004) stated, 

obviously the increase in enrolment negatively affected the quality of teaching and 

learning for Chinese students and also inevitably made higher education institutions 

unable to provide better service in response to demand for foreign language training 

from companies and organisations that have been hurriedly prepared for entry onto 

the stage of international business competition.  

Secondly, along with this wave of education reform, China has additionally been 

faced with a shortage of personnel with English skills. On the one hand, it is 

accepted that the change of policy to recruit more college students is based on the 

perception of producing more talents who will receive training to improve their 

foreign language abilities at university to meet demands from Chinese companies 

and organisations. This has been widely believed to be the best strategy to catch up 

with developed countries and also get better profit in the field of international 

business (Hu, 2002b, 2005a). However, on the other hand, much more serious 

problems such as the inadequate infrastructure for quality English language teaching 

caused by the expanding recruitment have become the obstacle to investment by 

universities and colleges in order to expand English provision. This has become even 

more severe and obvious since increased recruitment has been implemented from the 

year 2000. In addition, as a result, the enlarged number of students worsens the 

already severe teacher shortages in English language teachers (Chen, 2004; Toloken, 

2007; Wu, 2001).  

Given the evident overstretching of available resources in the eager expansion of 

English language education, it is not surprising that the quality of ELT has been 

subject to widespread criticism. Over the past 25 years universities in China have 

produced a large number of graduates with low English proficiency or only some 

proficiency in English, but these graduates are the main source of recruitment for 

companies and organisations (Chee, 2002/2003; Hu, 2005b; Lin, 2002; Wu, 2001). 

Retraining them in terms of English language to meet their companies’ and 
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organisations’ needs is undoubtedly one of the biggest challenges in the process of 

staff development. 

Thirdly, there are a growing number of managers from various companies and 

organisations engaged in multicultural communication who are no longer satisfied 

with more general skills of personnel produced by universities (Graddol, 2002; Hu, 

2005). Graduates recruited for international purposes but generally unable to meet 

the real need of their employers because they are produced by universities through a 

certain kind of curriculum which actually emphasises formal instruction in the 

classroom and assessments in examinations. There is no sense of practical use in 

terms of the knowledge learnt at universities, and a huge gap between the 

expectations from the real world and the outcomes that university education can 

actually provide, because many companies and organisations expect talented 

personnel with knowledge of cultural awareness, proper communication strategy, 

international business knowledge and foreign language proficiency (Bandevelde, 

2001; Hagen, 2005).  

On top of this, in terms of foreign language proficiency in particular, Chinese 

universities have faced many more challenges in terms of how to improve so that 

they can match society’s demands (Hu, 2002b).  He (2011) argued that due to a weak 

grounding in pedagogy within Chinese higher education, which focuses on teaching 

and learning language knowledge, such as language rules, sentence patterns and 

grammar rules, a view which basically predominates in English classes in China, 

English language proficiency is poor. A large-scale survey conducted under the 

auspices of the State Education Commission between 1996 and 2000, revealed that 

the English proficiency and quality of the students in higher education surveyed was 

disappointingly low, although they had studied English for as much as 10 years or 

even more (Lin, 2002). The study showed that the great majority of surveyed 

students had only a fragmentary knowledge of English, a surprisingly low level of 

communicative competence in the language, and very limited abilities of using work-

related English language. There may have been many reasons behind all these 

deficiencies, but the vital one is that English teachers at universities lack knowledge 

of effective teaching and learning, lack professional knowledge which could be used 
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in actual work, and know little about recent developments in pedagogical orientation 

(ibid.). To get these issues resolved, the research by Lin (2002) suggested that 

improving the quality of English language teaching and learning and creating an 

innovative pedagogy for Chinese adults are the key points to make positive changes 

in training for Chinese personnel. In addition, it is also essential to promote 

collaboration with international society in order to make full use of the well-

established advanced facilities abroad to make good the shortage in Chinese higher 

education and to ensure professional training strategy is upgraded.  

2.3.2.2 Major changes to foreign language learning and teaching in China 

Until the 1980s, the central government has gradually become aware that the 

problems that existed of out-dated foreign language education had obviously 

challenged and hampered progress in building communication with the outside 

world (Lin, 2002). To improve this situation, the government therefore began to lay 

emphasis on the strategic role of English and give it top priority on the national 

agenda for educational development in the modernisation process: the projected 

demand for human resources in all companies and organisations to hire employees 

with good English qualifications was recognised (Zhu, 2003). Moreover, one of the 

biggest reforms is that in September 2001 the Ministry of Education in China 

instructed all colleges and universities to use English as the main teaching language 

in technology, economics and business related courses (Guo, 2002).  

It is important to understand the relationship between the current socio-economic 

situation and foreign language learning and its impact on social development. 

Chinese education needs to make changes to face these challenges in order to ensure 

that English language teaching and learning orientation meets the demands from 

Chinese companies and organisations in terms of language skills requirements, or 

properly manage this necessity to meet the needs of globalised competition. In view 

of this, Chinese education has made three changes. 

Firstly, it is crucial to improve the level of English language education to make sure 

that it enables people to train their language abilities so that they are able to access 

updated information technology. English language continues to be the lingua franca 
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used for communication between Eastern and Western countries, and has been 

widely learned, but focusing on language knowledge itself. However, technology 

such as the Internet has a prime role which is now beginning to be acknowledged in 

the popular media. People who try to keep themselves informed and up-to-date must 

have a solid command of English. This has already had a great impact on the 

acknowledgment of foreign language teaching and learning (David, 2002). The 

decision to make this change to up-to-date targeted based foreign language learning 

has also highlighted the role of the foreign language as a tool to access international 

businesses and make communication with them possible. Thus, it has raised 

awareness among industrial and business companies and other organisations that 

foreign language training needs to be increasingly prominent if they are to gain 

advanced and up-to-date technology (David, 2002; Hagen, 2005). 

Secondly, it is believed that teaching and learning English at any institution in China 

should place great emphasis on mastering the English language as an international 

language used for international business purposes (Zhu, 2003). This major change is 

based on the acknowledgement that the English language has been widely used in 

information exchange, the application of science and technology and the emergence 

of transnational corporations (Crystal, 2006). Warschauer (2000) points out that the 

past three decades, with the impact of the world economy, have seen a growth in the 

role of the English language both around the world and in China as the lingua franca 

for economic and scientific exchange. Many joint ventures in China adopt English as 

a lingua franca, and many companies are beginning to employ staff with an English 

qualification as a basic requirement, a development which creates a national need for 

training in English in parallel.  

Thirdly, promoting the level of English teaching and learning in China is aiming to 

train English language learners in the skills used for information processing and 

analysis. Zhu (2003) states that many jobs that existed in the business and industrial 

areas are being replaced by new types of work which are based on a shift from brute 

force towards jobs that require advanced information processing and analytic skills 

(Hu, 2002b). As a result, new forms of business in China are emerging which 

essentially depend on the application of science and technology and a high level of 
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national and international communication management (Carnoy, 1993; Wang, 2006). 

Besides, technological changes also facilitate international operation and more 

competition across international borders. All of these will make a great impact on 

both the understanding of the concept of English teaching and learning and 

associated policy making in China. Therefore, the training for employees or 

managers in foreign languages for international communication requires the 

development of their functional skills incorporating an international consciousness as 

well as foreign language skills development. It is also vital to develop their 

understanding of globalisation. This is to say that companies and organisations in 

China need foreign language education: not facts about company’s or organisation’s 

location and internal cultures, but, given the increasingly global nature of trade, they 

need to learn about and relate their managerial tasks to the outside world.      

2.4    What is learning and learning style? 

Atkinson et al. (1993) gave the answer to the question as “a relatively permanent 

change in behaviour that results from practice”.  Biggs (1999; 2007) defines it more 

comprehensively:  

• Learning is created by the learner’s learning activities. 

• Learning depends on their motives and intentions. 

• Learning is a way to produce the motivation which is regarded as the product 

of good teaching, not a prerequisite of teaching. 

• Learning comes from good interactive activity. 

Weightman (2004) further specifies the distinction of defining learning in 

organisations by pointing out that an important aspect of learning in organisations is 

the form of accumulated learning called experience. Learning in organisations is 

seen in the gradual learning of better ways of getting things done. Even more 

important is a more formal sort of learning in organisations where people 

systematically set out to learn a different way of doing something by taking part in a 

course or a programme. All this kind of learning involves a change in knowledge, 

skills or even attitude (Whiddett, 2002). 
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On top of this, learning styles account for individual differences in the manner in 

which the learners process information from their environment (Claxton et al, 1978). 

Learning styles also suggest that groups or cultures exhibit particular learning 

preferences. For Keefe (1979) and Coffield et al. (2004), learning styles are the 

“characteristic, cognitive, affective and psychological behaviours that serve as 

relatively stable indicators of how learners perceive, interact with, and respond to the 

learning environment”. 

Clenton (2010) states that if learning styles can be measured reliably, the 

implications are obvious for language training, and there is an exciting prospect that 

styles awareness may help attain the objectives of teaching and learning. 

2.4.1 How do adult people learn? 

It is essential to know how people learn before we start learning systematically or 

helping someone else to learn because it might enable us to reduce the time it takes 

us to learn something. When difficulties arise we can start analysing where the 

problem lies and remedy it.  

Wang (2008) states that the outstanding learning characteristic of adult learners is 

that they have work responsibility. Because of this, adult learners often aim to 

develop their understanding with their obtained knowledge that supports them to 

acquire new knowledge in a new academic discipline.  Wang (2009) continues that it 

is essential to account for what valid knowledge for adult learners is and stresses that 

valid knowledge in adult education consists of not only instructional strategies, but 

also content of the field. He also adds that adult learners are actually objectivists who 

believe that a course must present a core body of knowledge to be learned. The 

effective transmission of this core body of knowledge becomes of central 

importance. They usually prefer sitting in lectures and using standardised learning 

materials to discussions, and like their courses to be well organised and clear, and 

their instructors to be authoritative figures in the field (Bash, 2003; Brookfield, 

2006; Elias, 2005). 

With these common general principles of adult learning, there are several different 

models of how adult people learn which apply to training adults (Weightman, 2004). 
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2.4.1.1 Experimental psychology model 

A model that has been very influential in education and adult training is that of 

Gagne (1975). This summarises the findings of various experimental psychologists 

who have studied the individual’s behaviour in an experimental context in an effort 

to understand how the learning processes operates (Whiddett, 2002). Gagne (1975) 

identified a chain of eight events that occur. He puts forward the view that whatever 

sort of learning is taking place it happens in a common order (Weightman, 2004).    

• Motivation. The learner has to have a will to learn, and to want to learn a 

particular thing or the final product of this type of learning. 

• Perception. This involves identifying a clear objective. Learning would be 

difficult if one hasn’t understood the different categories in the area. 

• Acquisition. What has to be learned is related to the familiar, so that it makes 

sense. For example, learners can help themselves by recalling their own 

experiences to help to make sense of a new area of learning. 

• Retention. People are consequently processing the two-stage process of 

learning which comprises a short-term memory where basic concepts are 

stored first, and a long-term memory to which they are eventually transferred 

to be gained as an ability. 

• Generalisation. This is the ability to apply the learning in situations. People 

may generalise what they learn about motivation in the workplace to thinking 

about motivation at other places they have experienced previously (Whiddett, 

2002; Weightman, 2004). 

• Performance. This is putting into practice what has been learned. It is the test 

of learning. 

• Feedback on performance. This is where the learner finds out whether the 

performance was satisfactory or not. Feedback can help to analyse what went 

wrong, how it could be avoided, what needs more practice, what to do next 

and so on. 
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These eight events are useful as a practice checklist when helping learners to prepare 

for learning and it is also a useful model for analysing more informal methods of 

learning (Weightman, 2004). 

2.4.1.2 Experiential learning model 

Another useful model of how people learn is that of Kolb, Rubin and Mclntyre 

(Kolb, 1974). Figure 2-1 shows their experiential learning model. In their view, all 

the stages are ncessary if learning is to take place. 

 
Concrete experience 

 

 
Testing implications of 

concepts in new situations 
Observations and 

reflections  

 

Formation of abstract concepts 
and generalisations     

Figure 2-1 Kolb's learning model (Weightman, 2004) 

The model suggests that learning is a cycle of the following stages: 

• Concrete experience or experience that involves performance. For example, 

making a presentation of learning objectives. 

• Observation and reflective analysis of the experience. This is most useful if 

done from many perspectives – discussing the learning objectives. 

• Generalisation on the basis of experience, or doing some thinking. Such 

generalisations use abstract concepts to integrate the observations into the 

theories we have about the world. 

• Experimentation in future action based on the generalisation, or doing 

something similar. The application of ideas requires active experimentation. 
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• New experience derived from this experimentation – getting the learner to 

present what s/he has learned. 

• Initiation of a new learning cycle. 

If imagining a spiral of these experiential learning cycles we can see how a model of 

continual improvement and learning could be developed, with the learner becoming 

increasingly confident and ambitious in his or her performance and analysis.  

Additionally, Kolb, Rubin and Osland (1991) developed the model of a learning 

cycle as in Figure 2-1 to suggest that since the learning process is driven by 

individual needs and objectives, so learning styles for the experiential learning 

become highly individualised during the process. Each of the stages of the learning 

cycle can be a strength or a weakness in learning. Individuals will find some part of 

the cycle easier than others (Biggs, 2007).  

2.4.2 Individual differences 

Everyone will prefer different parts of the learning cycle and will attach more effort 

to some parts of the cycle than others will (Nicholson, 2003). The fact is that 

learning has to respect individual differences (Kolb et al., 1991). The British writers 

Honey and Mumford (1992) used Kolb’s model in a different way, emphasising the 

particular stages of the cycle that favour particular types of individuals. Such types 

are: as Weightman’s (2004) summary puts it: activists, reflector, theorists and 

pragamtists. 

Whichever model of learning styles is used, it is essential to establish that there are 

individual differences in how people learn from experience. People are learning 

relying on their own learning styles. Those responsible for learning, training and 

development of people must ensure that there is sufficient variety of learning 

experiences and learning resources available to suit different learning individuals. 

2.4.3 Effective learning in different situations 

Having understood how people learn, we should further investigate to determine 

whether different sorts of learning material require different learning methods to 
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optimise learning. Traditionally, a distinction is drawn between cognitive learning, 

learning skills, and developing attitudes. Each of these is thought not only to be a 

different learning objective but also to require a different learning process. 

Weightman (2004) categorises learning as comprehension, reflex learning, attitude 

development, memory training and procedural learning. He also draws attention to 

the fact that most learning situations require more than one of these types of learning 

and each categorisation is a helpful means of sorting out which would be the most 

appropriate means of learning something, based on different needs from various 

situations (ibid.).   

2.4.4 The learning organisation 

How to deal with learning in organisations has attracted considerable attention from 

researchers on management, and they tend to describe organisations that cope with 

learning well as ‘learning organisations’ (Bee, 1994; Kay, 1993; Morgan, 1997). The 

idea of a learning organisation was first articulated by Argyris and Schon (1978) and 

developed by Morgan (1986) and Pedlar, Burgoyne and Boydell (1991).  

According to Marguand and Reynolds (1994), managers wishing to build their 

organisation’s capacity to learn should attempt to create knowledge-based 

partnerships with people within and without the organisation in order to share ideas 

and information so that a real understanding develops;  should change the role of 

managers in order to faciliate the learning; should create systems and patterns to 

allow staff time to extract learning; and should develop a powerful vision of 

organisational excellence and individual fulfilment.  

In many ways, a learning organisation is one that manages knowledge well  

(Weightman, 2004). This is inceasingly seen as a crucial competence for 

organisations competing in a global market. In view of this, Pedlar, Burgoyne and 

Boydell (1991) added to the features of a learning organisation, for which they prefer 

the term ‘learning company’, in which a learning approach to strategy needs to be 

established and policy-making is implemented.  
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2.4.5 Stimulating improved performance in the learning organisation 

2.4.5.1 Why an organisation needs training? 

Training is not a new concept in the organisational environment. It has been used for 

many centuries for ensuring successful strategic development in the organisation 

(Yelon and Berge, 1988). The key point for training is how to sustain its bond with 

organisational needs and to ensure that the objectives of the training are met in the 

process of training implementation (Goldstein and Ford, 2002).  

The development of an organisation has to depend on the contribution by 

individuals. An individual will therefore develop her/his human effort investment, 

that is, her/his skills and knowledge by investing in training, which will allow 

her/him to make a better contribution to the organisation. Investment in training and 

developing employees’ skills therefore emerged as a key component of human 

capital deployment (Mincer, 1974). An individual’s human capital can best be 

defined as knowledge and skills built up throughout schooling, vocational training 

and work experiences (De la Fuente and Ciccone, 2002). Within an organisation, one 

individual’s human capital is linked and contributes to developing organisational 

capital – collective competence, organisational routines and company culture 

(Edvinsson and Malone, 1997). Overall, an individual’s human capital starts with 

personal professional development and ends with contribution to the development of 

either organisation or individual.  

Generally speaking, the definition of training is to teach a person a specific skill, 

especially through practice (Nordhaug, 2003). Bartel (1994) defines training as 

teaching, developing, or modifying the behaviours of an employee in such a way that 

the employee can help to attain the goals of the organisation. According to Bartel 

(1989), well-trained and dedicated staff have an enhanced working experience and 

contribute significantly to an organisation’s reputation. At the same time, 

inexperienced new employees and low morale among members of professional staff 

can harm an organisation’s performance. Bartel also argued that an investment in 

training increases productivity (ibid.). 
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Gibbon and Waldman (2004) identified task-specific human capital as crucial to 

organisational development as it is mostly built up by vocational training and 

embedded in working experience, which is actually the basis of a body of knowledge 

specific to an organisation. Meanwhile, Au (2007) revealed that a training 

programme is the most important attribute to develop staff qualifications and also 

indicated that the higher a memebr of staff’s position, the higher the perceived need 

for training.  

In the context of Chinese organisations, the specific perceived need by Chinese staff 

and managers is to enhance their managerial capabilities and embrace international 

business practices (Jiang, 2008). A feeling of wanting to be a part of the international 

business community and to possess equivalent business acumen to that of Western 

management counterparts has provided the motivation for Chinese organisations to 

immerse themselves in English and its culture, to learn what is perceived to be a 

universal business, and to study Western management practices with a view to 

adopting them in developing their ability to handle Chinese businesses and 

improving the skills required for their workplace. Implementing a training 

programme has become standard practice in developing their international 

competitiveness within Chinese organisations (Littrell, 2005). 

Tang Jie and Ward (2005) argue that the speed of change for Chinese organistions in 

the high-technology realm meant that innovation was essential. To achieve this, 

organisations have to prove themselves capable of learning, thus acquiring new 

capabilities quickly and thoroughly. In spite of this, learning also rests on the free 

flow of information, on being able to tap the experience of others. To this point, the 

need to keep abreast of world trends in their field has developed a willingness to 

learn from abroad, an openness of mind that puts them at an advantage when it 

comes to forming international alliances. They not only have a keen sense of their 

capabilities, they are also equally aware of where their development is lacking in 

comparison to others. This greatly encourages the desire to learn new knowledge and 

renew skills required for the future. In this situation, there must be a keen sense of 

what could be learned, what could be digested and what could not, given the stage of 

development the company or organisation has reached. However, sometimes 
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companies and organisations with the desire to learn high technology or up-to-date 

knowledge are groping in the dark and wishing to see the relevance to their needs of 

information gleaned from every corner (Lu, 2000).  

2.4.5.2 Deciding what skills to train and develop 

To carry out training systematically in a company or an organisation, it is 

increasingly vital to identify and describe the skills and competencies required, 

measuring the skills and competencies of the postholders, seeing if there a gap 

between the two, identifying training needs, and then developing those skills and 

competencies that are less well developed (Pedlar, 1991). Weightman (2004) has 

suggested the following ways to identify training needs: 

• At appraisal sessions when the manager and the individual discuss what 

training would be appropriate over a period of time to help improve and 

develop the individual’s contribution and career prospects. 

• As a result of changes that the company is taking on that may involve a 

training and development programme for the whole company. 

• As stimulation of the individual who wants to improve and develop his 

ability, either for current work or for career purposes. 

• As part of a recovery programme after the identification of poor performance 

of an individual and bad influence on the future of company. 

All of these can be for training in various skills that the company needs for 

development. Meanwhile, it is clear these behaviours can be analysed into smaller 

steps for success in the future (Morgan, 1997; Nicholson, 2003). It is also obvious 

that deciding what skills to train and develop for the individual is equally important 

as a way of directing the performance of people in an organisation or company, and 

this has been traditionally regarded as management by objectives. It actually 

involves (Morgan, 1997; Drucker, 1989): 

• Setting targets and objectives. 
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• Getting individuals to agree these objectives and the criteria for measuring 

performance. 

• Evaluating and reviewing the outcomes. 

2.4.5.3 Deciding how to train and develop 

Having decided what needs training and developing, the next question is how to go 

about it. Like most management decisions (Bee and Bee, 1994; Reid and Barrington, 

1999), training and development have to be made on the basis of resources and 

opportunities available. There is no point in planning a perfect but impracticable 

programme. This pragmatism also needs to be applied to what makes sense. There is 

also a cultural aspect to this. In more centralised organisations such as those in 

China, staff are told what they need to learn and are given training experience to 

deliver this; whereas more self-managing organisations such as those in Western 

countries will expect staff to identify their own learning priorities and find the 

resources available to achieve them. This may result in a difficulty to identifying 

trainee’s learning needs and also will cause mismatching to their learning objectives.  

The next section looks at common training methods which help us find a training 

and development opportunity for people from different cultures  (Weightman, 2004; 

Kealey, 2009). 

• Action learning – this actually involves the linking of a real, structured task 

and action within the learning process using action learning sets. Action 

learning sets are groups of people who discuss the problems associated with 

the task using an identified facilitator. It can be difficult to keep the group on 

the task as individuals develop, but it is a technique found particularly useful 

by senior staff who enjoy being part of a group, as they can feel very isolated 

in normal day-to-day operations. 

• Project – a project allows greater freedom to display participant’s initiative 

and creativity. The participants need the full commitment and co-coperation 

of the trainer. 
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• Role play – people are asked to act the role they would play at work or in 

training. It is particularly used for training for face-to-face situations and is 

suitable for near-real-life situations where criticism would be useful. The 

difficulities are that people can be embarrassed and the usefulness of the 

exercise is very dependent on the nature of the feedback given. 

2.4.5.4 Deciding how to manage individual performance 

It is essential to have a way of evaluating an individual’s performance in a 

programme (Gross, 1998). Weightman (2004) agrees with this by stating that the one 

certain thing is that we are unable to neglect the association of participant’s 

performance in training when conducting evaluation. Some would argue for the 

autonomy of individuals to offer their work in whatever way they feel is appropriate. 

Others would argue that there is a need for outside authorities to ensure standards 

that individuals apply in their work, while still allowing the individual to offer this 

work as and when he or she wishes. Others, usually managers, want things much 

more tightly controlled by the employers or managers. Questions about what work 

should be done, how it should be done, the quality expected, and the rewards for 

work and companies, are all associated with individual performance management 

(Gross, 1998;  Weightman, 2004; Marquand, 1994). Who should take the decision 

about these is inevitably an element in the politics of the debate (Weightman, 2004).  

At the same time, measuring employees’ performance inevitably means judging 

them in some way. There is always a point at which someone is judging another, so 

subjective of the judgement is inevitable (Gross, 1998), in spite of efforts made to try 

to reduce it. So, one should be aware of that very careful consideration of the 

assessment process is necessary (Weightman, 2004).  

Weigthman (2004) and Whiddett (2002) discussed the issue and pointed out that 

organisations are constantly trying out different forms of assessment. This is partly 

because of a perceived imbalance with whichever method is being practised, and 

partly because there is always a desire to make it even better. Different types of 

assessment that have been tried and which could be included in any particular 

scheme are: 
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• Self-assessment – where individuals decide whether they are having 

difficulty or not with some required behaviour, and this can be the basis of 

discussion. 

• Peer assessment – not usually done formally unless in examining how 

effective the team is. 

• Line manager assessment – This may include observation and collecting 

evidence. Sometimes it is much more informal, and does not involve such 

systematic measures. 

• Assessment by others who come into contact with job holder – this is 

sometimes used to give a certain objectivity, for example in assessment 

agencies. It should be used carefully because it can be costly. 

No matter what methods of assessment an organisation uses, managing the 

individual performance in training is at the heart of managing people (Drucker, 

1989;  Whiddett, 2002;  Weightman, 2004). The more we can learn about people and 

how they see the work we are asking them to undertake, the more likely we are to be 

able to discuss the task in terms that make sense to them. The more we understand 

about them, the more likely we are to find the rewards that will motivate them to 

offer exceptional work. In another words, the evaluation is also based on how much 

related culture is embedded in the individual participant that we need to take account 

of (Marchington, 1996; Weightman, 2004). 

2.5     How do Chinese people learn? 

Chinese people possess a unique learning style (Li, 2010; Levinsohn, 2007). One 

could not achieve success in terms of training Chinese people without understanding 

how Chinese people learn and what learning styles they possess. As Littrell (2005) 

identifies, it will, of course, lead to problems when the training provider and trainee 

are generally unfamiliar with the culture of the other, and are unaware of the cultural 

accommodations they must make. Indeed, Chinese people are likely to possess a 

unique learning (and even teaching style) which is inherited from its traditions 

(Littrell, 2005; Warner, 2004).  
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2.5.1 Confucianism  

Confucianism is a philosophy of life that provides a value system based on the 

teachings of Kong Fu Zi (Confucius), a Chinese educator born in 551 B.C (Child et 

al., 2003). Confucianism emphasises a society based on social harmony, duty, and 

benevolence. In principle, Confucius believes in people by trusting them with the 

sense of self-awareness of doing what they are required to do because the foundation 

of this philosophy is that Man essentially places emphasis on a preference for 

government by virtue. Self-control is the basis of the industrious virtues for the 

Chinese people to achieve success in the aspects they are working at (Littrell, 2005). 

Thus Confucius encourages people to be responsible for what they are doing through 

promoting a sense of self-control (Littrell, 1999; 2005; Lu & Alon, 2003).  

Confucius has had strong influence for more than two thousand years on Chinese in 

all aspects. In the context of this research, Chinese learning styles and Chinese 

corporate management are specifically discussed.  

2.5.1.1 Chinese learning styles 

Confucius emphasises respect for education (Fung, 1966; Tang, 1991; Yang, 1957). 

However, this respect for education is linked with a tradition of unquestioning 

obedience to superiors, teachers, and a respect the privilege of education itself 

(Littrell, 2005; Keller and Kronstedt, 2005). Various theorists have defined schemes 

of classifying learning styles (Peacock, 2001; Littrell, 2005),  but Littrell (2005) 

summarises the identified learning styles for Chinese learners with the characteristics 

of synthesising and comprehensive understanding abilities. These include: 

• Instructed learning – Chinese learners believe that knowledge is something to 

be transmitted by the teachers and educators, and the learners or trainees 

receive learning from the teacher rather than discovered by themselves 

(Harshbarger, 1986). The students influenced by this learning style often 

dislike learning without the guidance of the teachers, prefering listening to 

teacher and relying on teacher’s instruction (Liu, 1997; Sato, 1982). Formal 

instruction might be the best pedagogical approach for those students with 
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such learning styles because they are reluctant to manage their learning by 

themselves (Song, 1995). 

• Self-managed and Analytic learning – interestingly, Littrell (2005) finds that 

Chinese learners prefer conducting a field study independently. They will 

like to focus on sequential details rather than the overall structures, and they 

are often going from the big picture to precision, from general to specific 

(Oxford, 1995). To conduct this, analysis and independent field study are 

involved in order to find cause-effect relationships (Honey, 1992).  

• Thinking-oriented and reflective styles (Littrell, 2005) – Nelson (1995) 

argued that Chinese people typically formulate judgement based on logic and 

analysis, favouring thought over emotion. Anderson (1993) also supported 

this view by detailing that Chinese learners show great reflection rather than 

awareness of feelings of others. Independent study might be a suitable 

approach for those learners with this kind of learning style because they like 

to take time to pursue what they want before arriving at the correct answer 

(Nelson, 1995). 

A native Western-educated and experienced lecturer engaged in teaching Chinese 

students is likely to confront a teaching-learning style conflict (Littrell, 2005). A 

mismatch in teaching and learning styles might inevitably cause learning failure, 

frustration and demotivation (Peacock, 2001; Reid, 1999). Worthey (1987) noted 

that while diversity within any culture is the norm, research shows that individuals 

within a culture tend to have a common pattern of learning and perception when 

compared to members of another culture. However, understanding and 

accommodating the difference should be a goal of an effective education. 

Accommodating difference is also the reponsibility of the educational experience so 

as to face the reality of internationalisation (Peacock, 2001). 

This research has drawn attention to the neccessity of reconsiling of these learning 

styles, and reaching consensus. It suggests that an improved teaching and learning 

approach is to design training programmes by blending self-managed study and 

instructor’s guidance.  
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2.5.1.2 Confucianism and Chinese corporate management 

Confucianism encourges Ren, a capacity of companssion, Yi, a sense of moral 

rightness and Li, a norm for protocols  (Chan, 1963; Chan, 2001). Ip (1996, 2002) 

defines ren-li-yi as the core principles for Confucian Chinese companies and 

organisations. He states that most Chinese companies and organisations display the 

following major features: paternalism, harmony and authoritarianism (Farth and 

Cheng, 1998; Smith and Wang, 1996; Westwood, 1997). These three features have 

been conspicuous and have embedded themselves into managerial behaviours of a 

firm (Child & Warner, 2003; Ip, 2002;Warner, 2004).  

Paternalism is a practice that is originally based on the mindset that parents or aged 

people know best (Ip, 2000). This practice is often executed by ignoring the views 

from staff and employees who are in lower positions. Reflecting on descision-

making in a company or organisation, obviously senior managers are usually the 

most qualified persons to make a decision and others should obediently oblige 

(Chan, 2001; Ip, 2000). Thus, ‘top-down’ decision-making has been the norm. To 

some extent, this act has been critised as a bad practice for a company’s 

development. It is also being viewed as breeding arrogance among those in power, 

and hampering the communication between company’s decision makers and 

employees regarding company’s needs (Chen, 2001; Ip, 1996).  

Entering a new era in modern development of companies, Chinese managerial 

culture, on one hand, strives to minimise the bad influence of the Confucian;  on the 

other hand, it does not neglect the idea how to make use of the Confucian notion to 

make profit from business interactions. This notion originates from the Confucian 

belief that “harmony can make profits” for business (Warner, 2004).  

Chinese companies and organisations cherish belief that harmony is the central 

theme guiding a company or organisation to achieve balance when challenged with 

disputes about business profits, as Ip (2008) concluded. In order to sustain 

organisational stability and hamony, a culture of respect for the person, for business 

partners is being introduced into the modern management in Chinese companies. 

Respect has been seen as the best way to avoid conflict and then maintain harmony 
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(Lockett, 1988; Westwood, 1997). A particular example of this is to maintain a 

regular dialogue between different levels of hierarchy as well as different parties 

involved within management (Trompenaars, 1993). The obvious evidence is that 

managers working for a multinational corporation’s joint venture or companies 

coodinating with international business is highly complimentary about Chinese 

managers because they maintain the same strong commitment to Confucianism of 

organisational and societal harmony and personal and interpersonal harmony when 

confronted with an assessment, evaluation or decision-making dilemma (Child & 

Warner, 2003; Tse, 1999; Wang, 2002).  

2.6    Discussion and conclusion 

This chapter reviews the literature relating to the background to English language 

education in China, discussing the relevant concepts of what learning is and how 

people learn, as well as how to enhance learning effectiveness when training is 

conducted in an organisation or a company. In particular, it discusses how Chinese 

people undertake their learning under the historic influence of Confucianism. These 

attempts aim to highlight the background knowledge of the problems that challenge 

Chinese English language learners, what their demands when learning English are, 

and what kind of learning styles they possess.  

A review of Chinese Confucianism and discussion of its impacts on organisational 

management are also essential to understand the characteristics of management 

within Chinese companies and organistions. Certainly there are some negative sides 

that a Confucian company may possess, but as Ip  (2009) said, it is not unreasonable 

to find that paternalism and harmony entailed by Confucianism co-exist with its 

postitive sides. This point clearly shows that paternalism has been deeply embedded 

into Chinese culture of management, ‘top-down’ decision-making for instance, and 

can be seen at different levels of management, but it is not surprising to discover that 

the orientation of corporate management is in favour of harmony and particularism 

when facing the opportunity of making international business. It would be advisable 

for any cooperation proposals to be based on the principle of how to make use of the 

spirit of Confucianism to ensure that the success of a bilateral win can be achieved. 

Therefore, how to respect partners and by what means can one extend ‘Li’, respect, 
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to both training providers and clients in the context of foreign language training 

management becomes vital to success.   

However, the influence of Confucianism may be losing its strong influence in the era 

of modern China, as Egri and Ralston (2004), in a study of Chinese managers with 

three age cohorts of “less than 41 years”, “41-51”, and “older than 51 years”, 

reported. They consider younger managers to be higher in individualism values, 

lower in collectivism values, and lower in the values of Confucianism, with the 

differences significant to p<0.05 or better (Egri et al, 2004; Littrell, 2005). This 

finding has indicated a shift from the influence of Confucianism to modern global 

value is under way along with Chinese economic development (Keller and 

Kronstedt, 2005). This more recent development also has to be taken into 

consideration when a programme is managed through international channels to 

ensure the balance of the different cultures is engaged.  

This implies that managing a collaborative programme with a Chinese partner should 

possess certain major capacities: to adapt and respond to both the Chinese 

developmental context and the global economy, to create wealth and profit but also 

to contribute to the common good of a viable and operational model and to take 

adavantage of the positive sides of Confucianism such as harmony and paternalism 

(Ip, 2009). As Gundling (2003) discusses, a training institute’s global strategic-

planning process should involve obtaining specific local market knowledge and an 

understanding of the specific culture’s values and history they are serving (Wong, 

2007). Wilkinson and Young (2002) added to this view by pointing out that Chinese 

people also believe that utilization of both cultures into a cooperation programme in 

harmony brings prosperity to two sides, and will not succeed if it otherwise fails to 

do so. A company and organisation would seldom survive and prosper if only 

through their individual efforts. Each company and organisation depends upon the 

activities and performance of others and hence upon the nature and quality of the 

direct and indirect relationship a company and organisation develops with its 

counterparts (Gundling, 2003).  

In terms of an appropriate training programme for Chinese staff through 

international collaboration, it is also crucial to identify their learning styles. The 
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result is that a native Western educated and experienced lecturer engaged in teaching 

Chinese language learners is likely to confront a teaching-learning style conflict. 

Such style differences embedded in different cultures from two sides, Chinese 

learners and educational institutions from different countries, consistently and 

negatively affect Chinese learners’ performance (Wallace and Oxford, 1992), which 

inevitably determines the outcomes of the training programme. So designing a 

suitable foreign language training programme and matching appropriate teaching 

approaches with Chinese adult learning styles, along with embracing as inclusively 

as possible the value systems within its management approach, can enhance 

effectiveness and facilitate achievement (Brown, 1994).  
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     Chapter 3 Project-based Foreign and Second Language Learning 

 

3.1    Introduction 

In the new environment of globalisation, all managers – either by themselves, or 

through teams of people working for them – are looking to managing change through 

different approaches. Since the 1990s, project-based management has become a new 

popular mangement approach through which companies and organisations respond 

to change to develop ahead of their competitors (Gareis, 2005; Shared, 1986; Turner, 

1993), and hence project management is a skill that all managers need in their 

portfolio.  

This chapter provides the definition of projects and general knowledge about project 

management. It also draws on Beckett and Miller’s research on project-based foreign 

language learning theory. It starts from the definition of project-based learning 

(PBL) and further introduces what project-based foreign language learning is, how it 

works and its effects in terms of managing a training programme for foreign 

language learners. It aims to give a broad review of the main strands of foreign 

language learning theories in order to enable the research to contextualise the design 

approach for the purpose of practicality.  

3.2     What is a project? 

The simplest definition of a project is “something which has a beginning and an end” 

(Andersen, 1987). This definition is a useful start, but needs qualification. First, 

many projects do not have a measurable beginning; they develop over a period. 

Secondly, the daily production in a baked bean factory can be said to meet this 

definition. However, when repeated day after day, it is not a project (Turner, 1993). 

In fact, several other definitions have been attempted, including: a human practice 

which aims to create change with mixed objectives (Andersen, 1987); an effort to 

achieve a specific objective within a schedule (Cleland, 1983); and a one-time 

creative effort by people to do something that is unique and not repetitive within the 

organisation (Smith, 1985). 
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The above definitions have several common threads. They mention (Turner, 1993): 

• Complex endeavours to do work which creates change. 

• Mixed objectives, especially constraints of quality, cost and time. 

• The involvement of people, often from throughout the organisation 

• Uniqueness 

To be complete, the definiton of a project should therefore reflect this successful 

achievement of the purpose. The approach to the management of projects derived in 

the research is based upon the following definition of a project. 

 Purpose 
(Beneficial change) 

 

 Scope 

 

Organisation  

 
Quality Time 

Cost 
 

Figure 3-1 The five objectives of projects (Source: Turner, 1993) 

The above figure 3-1 shows that the project is an endeavour in which a project with 

specific objectives is designed in a novel way, to undertake a work of unique scope, 

of given specification, to ensure the achievement of  the beneficial change defined by 

objectives.  

There is an important point implied in the above discussion: that is, the difference 

between a project, the facility it delivers, and the product produced by the facility 

(see Figure 3-2). 
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 Specific Project 

 

 Facility/Institutes 

 
Product 
benefit/Purpose  

Figure 3-2 Projects, facilities and products (Source: Turner, 1993) 

In the sense of this reseach, products are what the organisation or company has 

successfully achieved - the goal that a specific project aims to. And a project also 

determines where the product is produced and therefore delivers the purpose or 

benefit of the training participants.  At the same time, facilities are required to think 

about where to produce the products, and these can include product designs and 

management processes. A project should be defined by specific objectives, and its 

completion marks the end of the project. Projects are undertaken by organisations in 

order to deliver, construct and implement a training programme for their staff  

(Andersen, 1987; Shared, 1986; Turner, 1993). 

3.3    What is project management? 

Turner (1993) answers this question from two aspects. The first answer to this 

question is that it is the process by which a project is completed successfully. A 

second is to consider whether this can be developed into a structured management 

approach. He continues by answering the direct question. There are two views: 

• The traditional view defines project management in terms of a body of 

knowledge of tools and techniques. 

• The alternative view, also proposed by Turner (ibid.), defines project 

management in terms of the management processes required to undertake a 

project as defined in the previous section. 
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As for defining project management as a body of knowledge, it can be argued that 

this view produces an excessive and unnecessary focus on the work itself, i.e. that 

work should be done for its own sake (Shared, 1986;  Smith, 1985; Turner, 1993). 

Turner (1993) also states the alternative view which defines project management as 

the process by which a project is completed successfully; that is, it achieves its 

learning purpose, whatever the learning is. There are three dimensions to this 

process: 

• The project objectives 

• The management processes to achieve the objectives 

• The levels at which the processes are applied. 

In fact, the first dimension addresses the word ‘project’, the second the word 

‘management’, and the third links project and management together, and links the 

project to the outside world. 

Looking back at the definition of a project, it is understood that it requires the 

management of five project objectives. They are managing scope, managing 

organisations, managing quality, managing cost and managing time. So to achieve 

each objective requires the use of management processes that address the unique and 

on-going nature of projects. There are two views on management processes: 

• The problem-solving cycle addresses the uncertainty, viewing the project’s 

purpose as a problem, and applies standard management processes for 

problem solving. There are various ways of expressing this. A classic 

approach uses four basic steps: plan; organise; implement; control  (Morris, 

1979). 

• The project management life cycle directly addresses the problem of the 

transient phenomenon that usually happens to a project. Having a beginning 

and an end, projects need to go through several stages of development. 

In addition, Turner (1993) views project management as management which requires 

three fundamental levels. They are the intergrative level, the strategic level and 
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tactical level. He concludes by pointing out that the issue in creating a project is to 

see how these three levels can be used to create a structured approach to the 

management of projects as a modern management discipline.  

3.4    What is project-based foreign language learning? 

Project-based learning (PBL) was first conceived by the efficiency expert David 

Snedden to teach science in American vocational agriculture classes in the early 20th 

century (Beckett, 2006). It was later developed and popularised for education by 

William Heard Kilpatrick, mainly through his pamphlet ‘The Project Method’ 

(Allen, 2004; Beckett, 1999; Holt, 1994). PBL was introduced into the field of 

second language education about two decades ago as a way to reflect the principle of 

learner-centred teaching and learning (Hedge, 1993). PBL is a comprehensive 

approach designed to engage learning participants in the investigation of real life 

problems (Barron, 1998; Blumenfeld et al., 2001). Its defining characteristics include 

the use of authentic materials and a focus on learner-centred learning.  

Eyring (1989), in his early second language acquisition literature, shows that the 

major goal for applying project-based learning and instruction is to provide 

opportunities for language learners who are taking English as foreign or second 

language to obtain comprehensive input and produce comprehensive output. Haines 

(1989) further examines this and identifies that the objective of project-based foreign 

language learning is to provide learners with opportunities to ‘recycle known 

language and skills’ in natural contexts. Many researchers show educators that apply 

the theory of project-based foreign language learning achieving goals such as:  

• Developing analytical skills (Gardner, 1995). 

• Time management skills (Coleman, 1992). 

• Responsibility (Fried-Booth, 1986; Hilton-Jones, 1988). 

Furthermore, it is also claimed (Beckett, 2005) that learning through a project is 

beneficial in terms of: 

• Getting- to- know-each-other multicultures.  
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• Learning about other cultures. 

At a general level, it has been referred to as a language education approach that 

reflects student-centred learning, which originates from the context of Western 

learning culture (Fried-Booth, 2002; Hedge, 1993) within the framework of 

experiential learning or ‘learning by doing’ (Eyring, 2001; Fragoulis, 2009; 

Kohonen, 2001; Legutke & Thomas 1991). It has also been discussed within the 

theoretical framework of learner autonomy (Fried-Booth, 2002; Van Lier, 2005), 

cooperative learning and critical thinking, which are believed to be features of the 

Western fashion of  learning style  (Nelson, 1995;  Harshbarger, 1986). By 

organising a direct link between language learning and its application as well as 

through creating opportunities to study a foreign language, PBL gives those learners 

a channel or an opportunity to develop their abilities in the target language by 

interacting and communicating with native English speakers (e.g. Fried-Booth, 

2002). At a more specific level, it has been described as an approach (as indicated 

previously) that promotes comprehensible input and output (Eyring, 1989) with the 

emphasis on practising listening and speaking skills and as a content-based approach 

(Stoller, 1997), with emphasis on teaching language and content (Stoller, 2004). 

In addition, PBL has been promoted as an appropriate approach to content-based 

second language education (Stoller, 1997), English for specific purposes (Fried-

Booth, 2002) and other foreign language-related education (Fang & Warschauer, 

2004). This is largely based on the reflection that PBL ensures that the goal is 

reached and enables constant motivation to be maintained from the beginning to the 

end of the learning process through an attempt to create the learning content before 

the learning actions. For these reasons, there has recently been growing global 

interest in project-based language learning (see Fang &Warschauer, 2004). 

3.5    Theoretical foundation for project-based foreign languge learning    

3.5.1 Constructivist theory  

The characteristics of project-based learning mentioned in above section are all 

based on principles derived from constructivist learning theory. It is a complex 

combination of learning theory contributed by Jean Piaget, Lev Vigotsky and John 
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Dewey (Matthew, 2003).  Constructivist theory holds that learners play an active role 

in the construction of their own knowledge (Goldbery, 2003). Motivation and 

strategy used have a large impact on the effective learning (Levis, 2003). In the sense 

of learning styles, the learning of PBL needs to be learner-centred, and individual 

learners should be given confidence to making their own meaningful generalisations. 

Piaget believes that when learners come across new knowledge in a foreign 

language, it causes uncertainty because learners find this new knowledge does not fit 

within their prexisting knowledge and ability framework (Beckett, 1999;  Fosnot, 

1996). This results in a deeper learning, where the learners aim to expand their 

preexisting schema. Uncertainty has a key role to play when learners are confronting 

new knowledge because it becomes a motivation to the learners (Regan, 1999; 

Piaget, 2000). 

It is essential that PBL has to be contextualised within real world situations (Beckett, 

2006; Prefume, 2007). According to Constructivist theory, learning can be facilitated 

when knowledge to be learned contains familiar prior learned knowledge. Therefore, 

learners can make meaningful connections by linking the new information to their 

established knowledge (Prefume, 2007). Furthermore, this is to imply that the 

knowledge learners obtain is more likely to transfer to new areas if they are able to 

see a relationship between the instructional context and that of its authentic 

applications (Larkin, 1989; Prefume, 2007; Oxford, 1990). When new knowledge 

and new skills are taught in real world contexts where learners are helped to link up 

their prior knowledge and related skills, learners then will be better able to apply 

those newly learned knowledge and skills in future settings and situations (Svinicki, 

1998).  

3.5.2 Benefit orientation 

Although project-based learning has existed for nearly a century, it has been 

advocated as an effective means for promoting purposeful language learning for only 

20 years or so (e.g. Fried-Booth, 1982, 1986, 2002; Haines, 1989; Ho, 2003; Legutke 

& Thomas, 1991; Papaunreou, 1994; Stoller, 1997). During these two decades, most 

support for project-based learning has stemmed from teachers’ anecdotal reports of 
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the successful incorporation of project work into language classrooms with young, 

adolescent and adult learners, as well as classrooms with general, vocational, 

academic and specific language aims (Allen, 2004; Carter & Thomas, 1986; 

Coleman, 1992; Ferragatti & Carminati, 1984; Gardner, 1995; Gu, 2002 and 2004; 

Hilton-Jones, 1988). Many reports from participants who have completed second 

language and foreign language projects with improved foreign language skills, 

content learning, real-life skill, sustained motivation and positive self-concepts have 

attributed this to project-based foreign language learning (Beckett & Slater, 2005). 

Despite anecdotal reports with interesting insights into project work, Beckett (2006) 

argues that research in good conscience should build a defensible theoretical 

framework for project work by consulting research in the broader fields of second 

langauge and foreign language teaching and learning. He continues by pointing out 

that by exploring research on motivation and self-esteem, we might gain an 

understanding into why project-based learning or selected aspects of project-based 

learning lead to positive outcomes. By doing this, we can possibly ascertain the roots 

of the benefits often associated with project work and then use that information to 

build a strong case for project-based foreign language learning as well as inform our 

instructional practices in principled ways.  

3.5.3 Configurations of project-based foreign language learning 

The scope of project-based foreign language learning is captured by the many labels 

given to the process of learning that incorporates projects (Beckett, 2006): 

• Experiential and negotiated language learning (Eyring, 2001; Legutke & 

Thomas, 1991; Padgett, 1994). 

• Investigative research (Kenny, 1993). 

• Problem-based learning (Savoie & Hughes, 1994; Wood & Head, 2004). 

• Project approach or project-based approach (Ho, 2003; Levis & Levis, 2003; 

Papandreou, 1994). 
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• Project work (Fried-Booth, 1986; 2002; Haines, 1989; Henry, 1994; Lee et 

al., 1999; Phillips et al., 1999). 

Obviously, these labels reveal many of the features commonly attributed to PBL: 

experiential learning, negotiated meaning and experience, research and inquiry, 

problem solving and , of course, project work. Meanwhile, project-based learning is 

able to bring in other features as well. According to Beckett (2006), these include: 

• In- class group work 

• Out-of-class activities 

• Cooperative learning 

• Task-based instruction 

• A vehicle for fully integrated language 

• Content learning 

• Mechanisms for cross-curricular work 

Conducting a project-based foreign langugae learning programme entails elaborate 

sets of sequenced tasks during which students are actively engaged in information 

gathering, processing and reporting, with the ultimate goal of increased content 

knowledge and language mastery. It will have a wide range of flexible measures in 

managing a project based on various objectives and purposes. The foundation of 

building up a project is set as a functional reality because it is built upon a set of 

problems that require a solution. That means, as Beckett (2006) comments, that 

project-based learning has been translated into practice in many different ways. This 

may be due to the particularities and peculiarities of different instructional settings 

which are largely defined by the diversity of participants, instructional objectives, 

institutional constraints and available resources. The various configurations 

mentioned above also reveal the flexibility of the approach, which is a priority when 

choosing it to meet the diversity of demands from individual learners. The principal 

characteristics of project-based foreign language learning can be captured from and 

underpinned by the following examples given by researchers working in this field. 
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Haines (1989) points out that project-based learning focusing on topics or themes as 

well as reaching an agreed goal provides participants with opportunites to recycle 

known language and skills in a relatively natural context. Skehan (1998) adds that 

project-based learning enables learners the gradual development of autonomy with 

progressively greater self-responsibility. It is no doubt a structure for preparing 

learners to undertake learning in their own way, suitable to their own ability and 

style (Beckett, 2005). Additionally, Hedge (2000) finds that project work can 

develop genuine communication needs for learners who are able to use foreign 

languages to negotiate, analyse and discuss information and ideas. All of these can 

provide the foundation for attempting to employ a project for foreign language adult 

learners.  

What is even more essential to understand project-based learning is that it will 

motivate learners and maintain the efforts needed to complete the learning.   

“Project work is participant-centred and driven by the need to create an end 

product. However, it is the route to achieveing this end-product that makes 

project work so worthwhile. The route to the end-product brings opportunities 

for learners to develop their confidence and independence and to work together 

in a real-world environment by collaborating on a task.” (Fried-Booth, 2002, 

p.6) 

In the meantime, the research confesses that a wide variety of potential applications 

of project-based learning makes it difficult to conclude one single definition that 

takes into account the various approaches and covers everything in which the 

concept can be translated into practical use (Beckett, 2006). However, a definiton 

can be presented for the purpose of effective project-based foreign language learning 

to take place. Beckett continues to underpin this by pointing out that project-based 

learning is to possess the following properties in accordance with the three 

fundamental levels of project management (Levy, 1997; Turner, 1993) discussed 

previously. 

• Have a process and product orientation. 
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• Be defined, at least in part, by participants, to encourage their ownership in 

the project. 

• Extend over a period of time. 

• Encourage the natural integration of skills. 

• Make a dual commitment to language and content learning. 

• Require participants to take some responsibility for their own learning 

through the gathering, processing and reporting of information from target 

language resources. 

• Require tutors or programme providers and participants to assume new roles 

and responsibilites. 

• Result in a tangible final product; and  

• Conclude with participants’ reflection on both the process and the product. 

3.5.4 Benefits of project-based learning in EFL contexts 

Although project-based learning has been advocated as an effective means for 

promoting language and content learning in English as a foreign language (EFL) 

classrooms (Beckett & Slater, 2005; Fried-Booth, 1986; 2002; Ho, 2003; Mohan & 

Beckett, 2001; Sheppard & Stoller, 1995; Stoller, 1997), little research has been 

done to explore the significance of applying project-based learning theory into 

project management of an organisation or a company. Most of the available literature 

consists of anecdotal reports of how language teachers organised project work for the 

purpose of English learning in a general respect. This leads to the possiblity that 

using a project-based learning strategy will benefit Chinese adult learners from 

different companies and organisations, given a project-based foreign language 

learning programme managed through collaborative channels with training 

programme providers. The immediate rationale is based on Gu’s reports (2002) of a 

successful 12-week project that teachers organised at Suzhou University in China. 

This is the only literature so far available using project-based foreign language 

theory in language education in China. Gu finds that project-based learning enhanced 
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Chinese EFL learners’ motivation, improved their performance in writing and 

communication and initiated their active roles in learning. In a related report, Gu 

(2001) cites a Chinese learner’s comment to show that project-based learning offered 

an opportunity for learners to communicate meaningfully. 

Furthermore, Sheppard and Stoller (1995) suggest that this approach to learning 

theory could give insight into using similar programmes when needed. Soon after 

Stoller (1997) also proposed procedures to be followed to ensure that learners 

involved a project-based learning programme largely benefit from the learning 

process. These include: 

• Theme agreement, learning objectives and outcomes by the participants and 

programme providers.  

• The participants and providers structure the project. 

• The participants participate in the programme and gather information. 

• The participants compile and analyse information by themselves. 

• The providers prepare the participants for the language demands of the 

culminating activity. 

• The participants present the final product. 

• The participants evaluate the project. 

Apart from following these steps, what is vitally important is that learners will 

experience the authenticity that the programme can provide and the language that the 

learners are exposed will be learned and practised. While engaged in project work, 

paritcipants will take part in authentic tasks for anthentic purposes. Many 

practitioners report a host of benefits resulting from participants’ engagement with 

project-based learning (Allen, 2004; Carter and Thomas, 1986; Coleman, 1992; 

Ferragatti and Carminati, 1984; Gardner, 1995; Gu, 2002; 2004; Stoller, 1997). 

Moreover, another commonly reported benefit of project-based learning is the 

intensity of participants’ motivation, involvement, engagement, participation and 

enjoyment. These positive outcomes can be synthesised in the following Table 3-1.  
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Meanwhile, Alan (2005) stresses that project-based learning theory also inspires 

creativity as particpants move away from mechanistic learning and toward 

endeavours that allow for and benefit from creativity. This is because the participants 

from different areas are given a voice in defining both the process and the product of 

the project and are also given an opportunity to engage themselves in project 

planning. Besides, this type of learning also encourages an open mind and stimulates 

creativity, which either meets the demands from Chinese companies and 

organisations or serves to fill the gap in learning requirements for Chinese adults. 

Table 3-1 Most common benefits attributed to project-based learning in foreign 
language settings 

Rank Common Benefits 

1 Authenticity of experience and language  

2 Intensity of motivation, involvement, engagement, participation 

3 Enhanced language skills; repeated opportunities for output. Modified input 

and negotiated meaning; purposeful opportunities for an integrated focus on 

form and other aspects of language. 

4 Improved abilities to function in a group (including social, cooperative and 

collaborative skills) 

5 Increased content knowledge 

6 Improved confidence, sense of self, self-esteem, attitude toward learning, 

comfort using language, satisfaction with achievement 

7 Increased autonomy, independence, self-initiation and willingness to take 

responsibility for own learning 

8 Improved abilities to make decisions, be analytical, think critically, solve 

problems 

Source: Beckett (2006) 
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Moreover, another benefit widely reported is participants’ enhanced language skills. 

Practitioners have reported improved reading, writing, speaking, listening, 

vocabulary and grammar abilities, possibly due to the fact that project work 

facilitates repeated opportunities for interaction or output, modified input and 

negotiated meaning. Apart from this, project work also lends itself to opportunities 

for an explicit focus on form and other aspects of language, most easily 

accommodated and appreciated during three aspects in the development of a project, 

namely just before the information-gathering, processing and reporting phases of the 

project (see Alan & Stoller, 2005; Sheppard & Stoller, 1995; Stoller, 1997). 

The next widely reported benefit of project-based foreign language learning is 

participants’ improved social, cooperative and collaborative skills. These skills are 

developed over time as participants work with peers to gather, process, synthesise 

and report information related to their projects to ensure that participants arrive at a 

successful project outcome (Alan & Stoller, 2005). In the meantime, due to the 

gathering, processing and reporting of “real” information related to the project theme 

being planned and covered, practitioners report that participants complete their 

projects with increased content knowledge. In fact, project work is compatible with 

content-based instruction and its dual commitment to content and language teaching 

(Stoller, 2004). 

It is also reported that participants have improved self-confidence, enhanced self-

esteem and positive attitudes toward learning, are more comfortable using the 

language and show satisfaction with personal achievements. The final outcome of 

the project gives participants a chance to view and assess the results of their hard 

work. Moreover, the tangible outcome serves “as a sort of public record of the 

project” (Skehan, 1998). What is more, participants will demonstrate increased 

autonomy, independence, self-initiation and a willingness to take responsibility for 

their own learning as a result of project work. Although contributing less to the 

projects, participants still develop a sense of ownership and pride in the projects by 

becoming more autonomous and independent (see Skehan, 1998). 

Interestingly, it is also reported that project work results in improved decision-

making abilities, analytical and critical thinking skills and problem solving. 
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Conditions for optimal learning, in general, are said to require challenge and 

opportunities for decision-making, critical thinking and problem-solving (see 

Csikszentmihalyi, 1990; 1993; 1988; Egbert, 2003). 

3.6    Project-based foreign language learning in China 

Beckett (2006) produced an overview of project-based foreign language education in 

China. Guo (2007) further summarizes perspectives and issues in relation to project-

based English as a foreign language education strategy in China, arguing that 

although the Ministry of Education in China in September 2001 instructed all 

universities to use foreign language, English in particular,  as the main teaching 

language in the following areas: information technology, biotechnology, new-

material technology, finance, foreign trade, economics and law, it is an enormous 

undertaking that calls for an integrated approach to language and content teaching 

since the English language has traditionally been taught separately from subject 

matter content in China (Gu, 2002; Hu, 2002a). This has resulted in that China has 

produced many graduates and professional talents working in a variety of 

occupations but has not acknowledged content and project-based foreign language 

learning education. Another major matter is that many Chinese education institutions 

have not been equipped to teach integrated English and content, concentrating on 

English language learning only. This obviously results in shortage of talents with 

blended foreign language and professional skills in Chinese companies and 

organisations.   

Evidently as discussed previously (see Chapter 2), due to obstacles such as culture, 

tradition, education background and shortage of facilities, there are a number of 

constraints that challenge the implementation of project-based learning. Gu (2002) 

points out that project-based foreign language learning seems to be a great challenge 

for Chinese educators, who are used to teacher-centred classrooms. Both tutors and 

trainees need to make adjustments in transitioning from a tutor-centred structure to 

one that encourages student autonomy (see Levy, 1997, for a similar discussion). 

Fang and Warschauer (2004) report that a number of Chinese language trainees 

expressed discomfort with the emphasis on learner control and responsibility. For 
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example, as one participant commented, “if all the students were asked to teach 

themselves, what do we need teachers for?” (Ip, 2009). 

However, after attending a seminar to show some Chinese professors how to teach 

language and content simultaneously in 2004, Guo (2007) changed her mind and 

concluded, based on a questionnaire distributed to the professors after the seminar, 

that the professors were enthusiastic about employing project-based foreign language 

learning because they recognised its value. In order to make better use of it, at the 

same time, they also discussed a variety of constraints that might inhabit the 

adoption of project-based learning in China. Professors’ concerns with regards to 

implementing project-based learning could be highlighted as following: 

• Challenging tutors and training participants’ traditional perspectives and 

notions of teaching and learning.  

• Desiring knowledge of how to manage these steps first before they would be 

able to help their trainees. 

• Unable to provide appropriate guidance for students due to little knowledge 

about this. 

• Unable to find sufficient resources available to effect learning because of 

inaccuracy and out-datedness of many resources available. 

• Difficult for participants to access authentic materials in English. 

• Difficult to manage participants to present their learning outcomes. 

• Unable to efficiently evaluate the programme 

3.7    Summary and discussion 

This chapter has discussed several concepts in relation to projects and a project-

based foreign language learning theory. It explains that a project is a unique scope of 

work and is usually undertaken using a novel approach aiming to achieve beneficial 

change. It has also examined project management and indicated that project 

management is the process by which a project is brought to a successful conclusion. 
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Meanwhile, this chapter continues to discuss project-based foreign language learning 

which has earned the endorsement of many second language and foreign language 

practitioners over the past 20 years as many researchers believe and report there are 

positive effects on language learners’ motivation, language skills, ability to function 

in groups, content learning, self-confidence, autonomy and decision-making abilities. 

Although not having fully been acknowledged by Chinese educators, it has 

increasingly drawn many researchers’ attention, as many researchers’ and teachers’ 

assertions are supported by studies in areas related to motivation, the development of 

expertise, the role of input and output in language learning and the value of learner-

centeredness in learning instruction. Research in these areas suggests that the 

following conditions contribute to the positive outcomes so often associated with 

project-based learning: 

• The project should be content-driven. 

• Participants need be engaged in a complex set of manageable yet challenging 

tasks. The tasks should be structured so that participants have the opportunity 

to reinvest knowledge in progressively more complex problem-solving 

activites. 

• Participants must be given real choices, possibly through the negotiation of 

selected aspects of the project (including goals, themes, procedures, 

outcomes). 

• Projects must be defined and orchestrated to stimulate participants’ curiosity 

and interest. 

• Participants should be held accountable for their work. 

• Participants should be given the opportunity to engage in the deliberate 

practice of the skills and language required for the successful completion of 

each stage of the project. 

• Particpants must be given ongoing feedback so that they can evaluate their 

own learning, progress and attainment of process- and product-oriented 

goals. 
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A vital point needs to be made regarding the goals for project-based instruction in 

second language acquistion.  Clearly, as it is presented in the literature, project-based 

foreign language learning instruction has great potential for teaching foreign 

languages to Chinese adults in accordance with their educational background and 

language qualification obtained. It is also a viable approach to tackle the dilemmar 

challenging Chinese foreign language education. Moreover, it is worthy of research 

incorporating the theory into the practice of training Chinese adult through 

muticultural collaboration. This is based on the fact that it has been noted that 

project-based foreign language education is not being utilised to its fullest potential. 

As Beckett (2006) suggests, researchers need to re-examine the general literature as 

well as practise further to find out if and how general education goals may be 

imported into the field of foreign language teaching and learning. Skills such as 

problem-solving, critical thinking, decision-making, independent and cooperative 

working, and in-depth learning of subject matter should be developed across the 

entire learning strategy.  

From all of the above it follows that project-based foreign language learning can 

potentially be incorporated into training programmes for Chinese employees. It 

seems to be the most suitable learning theory which can be used for training 

programmes for Chinese staff as far as practicality is concerned and if its relevant 

components are involved. In other words, project-based foreign language learning 

theory offers a platform to establish an innovative channel through which a foreign 

language training programme for Chinese adults learning a foreign language in an 

international background could possibly be carried out. However, to justify this 

proposal there are still a number of questions that need to be addressed in terms of 

how to incorporate Chinese adults’ learning styles, how to embrace the real demands 

from Chinese companies and organisations, and how to fill the gap between the 

provider’s offer and Chinese adults’ needs.  To answer these questions, an innovative 

model needs to be created which will be welcomed by both partners and can be 

successfully and strategically managed through multicultural management. 
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Chapter 4 A Historical Review of the Approaches  

Used in Training Programmes 

 

4.1    Introduction 

In this chapter, the research aims at analysing how foreign language training 

providers operate their programmes and the elements that determine sucess. A 

detailed explanation of UK and non-UK perspectives on foreign language training 

strategy and its management will exhibit the advantages and disadvantages that lie 

ahead if conducting a foreign language programme for China’s companies and 

organisations. Moreover, a review is also conducted of two prevalent and 

representative programmes run by various foreign language training suppliers across 

the world, and the language learning theories underpinning the implementation of 

two existing programmes. This information is required in order to make sense of the 

operation and performance of foreign language programmes which will feed into 

analysis that seeks to identify deficiencies in the current programmes. 

4.2    Guidelines for training providers 

Smith and Arkless (1993) outlined guildelines on good practice in foreign language 

training and they highlighted the practice by The Association of Language 

Excellence Centres (ALEC) as an example for other providers. ALEC is a 

representive professional body and information source committed to developing the 

profile and analysing the quality of business and professional foreign language 

training. In 1993, ALEC released an agreed document with the collective views of 

some 50 Language Excellence Centres, written for the benefit of organisations and 

educational institutions that intend to provide language services that assist the 

business community in responding to the opportunities of the intercultural market 

(ALEC, 2002; Smith & Arkless, 1993). The document gives a broad outline of the 

quality of service to be expected from a Language Excellence Centre, as agreed by 

ALEC members at the Brasshouse Centre meeting on 4 November 1992. The 

Guidelines explain in more detail what they believe constitutes good practice which 
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can inspire training providers to effectively undertake foreign language training for 

organisations engaged in intercultural business. These are summarised in section 

4.2.1 to 4.2.3. 

4.2.1 Professionalism 

Smith and Arkless (1993) state that being a provider of foreign language training 

should have an underlying commitment to quality. This will depend most directly on 

those responsible for the operational management of the supply. Being a qualified 

provider one should be professional in one’s attitude with appropriate business skills 

and experience, in particular the ability to organise. The quality of any language 

centre should be well-defined with clear objectives and responsibilites. Besides, 

service providers should also be expected to cover all competencies involved in 

management: aspects such as customer service, total quality management and 

competent manner in negotiation, etc. Smith and Arkless (ibid.) emphasise that 

professional delivery has to be matched by professional management. Foreign 

langauge teaching not only has to be applied to meet the needs of business but also 

has to be complemented by other skills such as professional work-related skills 

required by the customer.  

4.2.2 Training needs analysis and a language evaluation 

The factors that impact most on the effectiveness of foreign language training are 

largely determined by a needs analysis before the programme and a language 

evaluation after it (Canagarajah 2002;  Snow et al., 1989). This requires language 

training providers to conduct a training needs analysis for each individual to be 

trained as part of any corporate programme. This encompasses details of the 

individual, their position, a brief job description and general language background,  

present level of language skills, expected relevant skills to be trained and learned and 

specific reasons or goals for training. In addition to this, more specific information 

should then be identified about their likely use of the role of the language in different 

working backgrounds. In these respects, guidelines for foreign language providers 

point out the important role of needs analysis and thus advocate that these should be 

undertaken by giving different values for each, e.g. on a Likert scale.  
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Furthermore, Smith and Arkless (1993) suggest that organisations and companies 

need to conduct a language audit in an attempt to assess the effectiveness of both the 

programme management itself and the development of the language ability of 

trainees. The assessment will rely on a thorough assessment managed by the training 

providers, and the outcome or feedback from the assessment will be then presented 

to the companies or organisations. Companies and organisations will take the 

outcome as an evidence to evaluate whether the needs both of individuals and 

organisations have been met in line with the companies’ or organisation’s objectives. 

In addition, Smith and Arkless (ibid.) continue their arguments in support of the 

importance of feedback by commenting that client feedback from companies and 

organisations is equally important to either assuring the quality of present 

programmes or improving training management for the future. However, they also 

mention that clients are not necessarily in a position to comment on the finer points 

of language teaching and learning, since their ideas of good and bad may be heavily 

coloured by their work experiences and other misleading influences. For this reason, 

there have been attempts to rule out feedback from companies and organisations 

expecially in the context of intercultural collaborative learning has also frequently 

taken place (Svinicki, 1998).  

4.2.3 Pedagogy 

As for ALEC’s Guidelines on Good Practice in the  Management and Delivery of 

Foreign Language, it concludes that there is no panacea for learning a foreign 

language (Larkin, 1989; Smith & Arkless 1993). It also identifies a general 

consensus on an eclectic approach which lays emphasis on the following (ibid.): 

• Training sessions should be in or through the target language as far as 

possible rather than about it. The ambience of learning should be 

predominantly that of the target language. 

• Emphasis on use of the language as much as possible for real communication 

is vital and infinitely more effective than concentration on learning the form 

of the language as endless repetition in which no message is involved. 
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• Actual work where the foreign language is widely used is much more helpful 

for learners in order to have a deep understanding of the meaning of a 

language they have been learning. 

• Teaching should never go beyond content-based language. 

Although cautioning not to go beyond content-based language learning and teaching, 

the guidelines, still remains to foucs on target foreign language acquisition. They 

have not clearly defined the aspects of what content and what work experience to 

involve. 

4.3    Practice of foreign language training in the UK 

The training institutes in the UK have largely been in line with the guidelines 

mentioned above. Language training has been a prominent element of government 

policy aimed at increasing educational competitiveness in the UK (CILT, 2003; 

Clarke, 1999; Hagen, 1999; Morgan, 1997: Wright and Wright, 1994). This results in 

the traditional belief that Language skills contribute to international success and an 

improved understanding of intercultural collaborative business partners’ culture 

(Clarke, 1999). 

Brumfit (2004) highlights the characteristics of foreign language training providers 

designing programmes for trainees, and draws attention to the following points a 

training institute is required to meet if intending to deliver a language course: 

• Improve language-related abilities such as speaking, listening, reading and 

writing, which focus on developing communicative ability. 

• Identify and disseminate successful collaboration models which are directed 

towards the promotion of language skills only. 

• Develop programmes to raise awareness of the importance of language skills 

and of the availability of a support system. 

• Improve the articulation required to the needs of business. 
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Knowles (2006) takes the view that the dominant view on literature of foreign 

language training running in the UK emerges from a macro-level analysis that 

success is primarily dependent on developing trainees’ communicative competence, 

namely foreign language skills including speaking, listening, reading and writing, 

only within individual markets. This has resulted in a significant amount of 

expenditure and energy going into this predominant aspect of foreign language 

training in companies and organisations as the prime means of helping them avoid 

losing business in overseas markets. Unsurprisingly this perception has been 

exported into language training programme within international markets (ibid.). 

4.4    UK perspective of training foreign language  

Manolova and Manev (2004) differentiate between internally “controllable” factors 

which consist of the psychological management attitude depending on people’s 

perceptions of language proficiency, and externally “uncontrollable” factors which 

include the demographic management characteristics, such as time and effort 

consumed and approaches employed. Their review concluded that overall it is the 

externally uncontrollable factors which have greater effect on success than the 

internally controllable ones (Krowles, 2006; Mughan, 1993). 

This perception underpins the UK perspective on developing language skills in a 

training programme and also leads to the rationale for running foreign language 

programmes. From the perspective of a large number of UK foreign language 

providers, according to Manolova and Manev (2004), language proficiency is a non-

deciding element that is studied by a group of decision-makers in relation to the 

internationalisation of business purpose. This conclusion is mainly based on various 

factors. Firstly, it is believed that training foreign language is only undertaken for 

sake of developing language skills themselves and has nothing to do with the 

ultimate goal of the individual trainee (Oxford, 1990).  Secondly, to master a foreign 

language is often seen as a therapy for lack of success in internationalisation in a 

way that other solutions have not attained. The obvious evidence is shown by the 

survey conducted by Footitt (2005) who aims to discover the specific strategy to 

avoid the pitfall of lack of foreign language skills. The specific strategy includes 

claiming to offer language training to their staff, appointing native speakers, 
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recruiting staff with language skills and using translators and interpreters. These 

strategies are defined as “the take-for-granted adoption of a range of techniques to 

facilitate effective communication with clients and suppliers abroad” (ibid., p.2), 

which apparently are short term measures rather than an attempt to achieve strategic 

sustainability. Thirdly, the categorisation of language proficiency among staff in 

terms of increasing the value of business is usually problematic and likely to arouse 

controversy. Previous research places language proficiency in the category of 

“controllable" (Manolova and Manev, 2004), and this should keep trainers highly 

alert when designing a training programme. What is more, developing foreign 

language skills is usually achieved following a great deal of hard work which 

includes time, energy and effort that is precisely tailored to meet particular training 

demands (Harris, 2005). 

However, developing a foreign language skill depends on the trainee’s attitude and 

perceptions and might be changed to belong to the demographic traits and 

“uncontrollable” and “subjective” (Morgan, 1997). Foreign language trainees need to 

demonstrate a conscientious, well-motivated commitment to enhancing 

communication with foreigners and understanding of foreign cultures to ensure 

mutual development (Manolova and Manev, 2004; Knowles, 2006).  

4.5   Foreign language training programmes managed by non-UK organisations 

A growing assumption is that foreign language capability is a prerequisite for entry 

to the global economy (Chen et al., 2006). This certainly incentivises many 

developed countries such as the USA, UK, France, and Germany and other European 

countries as well as Japan and Korea to make efforts to develop more effective and 

appropriate foreign language training programmes. This study will look at two 

representative programmes, task-based and content-based learning programme and 

online Chinese project, which have so far been generated and widely implemented 

into real international collaboration programmes at USA universities such as the 

University of Pennsylvania Lander Institute.  

- 60 - 
 



4.5.1 Task-based and content-based learning programme 

The task-based learning and content-based learning are well-known as the 

‘Bangalore Project’ (Beretta, 1985; Brumfit, 1984b) initiated in 1979 and completed 

in 1984. The word ‘task’ is often used to refer to the special kind of activities carried 

out in learning settings. Such activities are usually depicted by the emphasis placed 

on meaning and the involved skills assigned to the process of how to do things, and 

the prevailing role given to content in the teaching and learning practice (Sanchez, 

2004). 

Conceptually, a task-based and content-based learning programme is based on the 

theory of constructivism (Goldberg, 2002). It is a philosophical approach viewing 

reality as socially constructed (Robson, 1993). It is considered that the task of the 

construction, either abstractly or concretely, is to understand the multiple social 

constructions of meaning and knowledge. The proposed task and content are 

intended to gain knowledge which allows the acquisition of multiple perspectives. A 

constructivist-based training programme to improve work performance will, 

therefore, emphasise the role of the individual learner in constructing knowledge 

about tasks. It encourages learners to actively collect the information, ideas, and 

tasks to be learned, and instructs them in developing language abilities (Chong & 

Duance, 2003). 

Babanoury (2006), a researcher at the University of Pennsylvania, presents the 

unique feature of offering a task-based and content-based learning programme to 

students with a business background according to the Lander Institute of 

Management and International Studies at the University of Pennsylvania. He 

comments that: 

“(t)he core mission of the Lauder Institute is aimed to bring up business 

students for their roles in their future career by improving their language skills, 

teaching them how to bridge cultures with ease and become truly assimilated to 

the surrounding cultures on which they will later rely in making a global 

professional business.” (p.17) 
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The programme has three separate but interrelated objectives corresponding to three 

different levels in its implementation: Content, language acquisition and culture 

(Babanoury, 2006). 

This programme has stressed the individual needs analysis according to Babanoury’s 

(2006) investigation. Babanoury (2006) continued to explain in this research that the 

teaching of language for business purposes is highly ranked in the needs analysis 

before a training programme starts and puts forward the claim that the main 

appropriate features characterising the programme are inclusive of: 

• Language for special use purposes, business in context; 

• Content-based instruction; 

• Task-based teaching; 

• Communicative language teaching; 

• Technology 

• Adult language proficiency 

The objectives and designs of this project were also in line with the US National 

Standards for Foreign Language Learning and organised into five goal areas known 

as the “Five C’s” (Karen, 2000). They are: 

• Communication 

• Culture 

• Connections 

• Comparison 

• Communities 

Stryke and Leaver (1997) examine content-based instruction and write that the ‘new 

goal’ is to empower learners to become autonomous learners and that abilities in 

English language skills, communicative competence and other skills are acquired 
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during the process of learning about a specific task. The role of the individual learner 

has been placed on the top, which is in accordance to the theme of constructivism. 

The aim of the programme is also based on the essence which is “the engagement of 

learners in communication to allow them to develop their ‘Five C’s’ and which also 

“doesn’t exclude a focus on other aspects such as linguistic awareness or knowledge 

of rules of syntax, discourse and appropriateness” (Savignon, 2003). However, he 

continues to argue that it might be one of the best choices for a programme model 

aiming at language skills only. This proposal is contentious.  

According to Vygotsky, learning always involves some type of external experience 

being transformed into internal processes through the use of language (Newman, 

1997; Snow, 1989). Vygotsky also advocates promoting the development of higher 

level thinking and problem solving in language training, and expresses that if 

learning situations are designed to have learners utilise critical thinking skills in 

connection to their experiences or learned knowledge, their thought processes are 

being activated and new knowledge gained (Littlewood, 2006).  Vygotsky’s concept 

of “Zone of Proximal Development” is of relevance here, that is: the distance 

between the actual development level as determined by independent problem solving 

and the level of potential development as determined through problem solving under 

adult guidance, or in collaboration with more capable peers (Norton & Toohey, 

2001). He also argues that rather than examining how to determine learner’s 

intelligence, it is better to examine their ability to solve problems independently 

(Berk & Winsler, 1995). In this respect, the task-based and content-based project 

programme were designed as the implementation and testing of a learner-centred 

educational model aimed at enhancing business language use (Babanoury, 2006). 

In spite of the goal of improving language proficiency and level of cultural 

awareness, business-related tasks for each member were also included in the 

programme encompassing the following topics: i) the study of French legislation on 

franchises; ii) strategies against competition; iii) the localisation of an American 

product for the French market and the financial cost of opening a franchise. The 

business tasks of the marketing teams looked at the typical consumer profile and U.S. 
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versus French consumer habits as well as the advertising strategy used in the U.S. in 

the business field both teams focused on. 

Prior to the beginning of implementation of the project programme, work on 

expectations either in terms of language and business and analysis had to be done in 

the language classroom in preparation for ensuring the success of the project 

programme. Regarding the language, specific language tasks were practised with 

learners and the relevant necessary vocabulary was introduced, such as the 

vocabulary to present and defend opinions, to challenge other people’s points of 

views, to hypothesise or to guess at meaning and to summarise, etc. (Babanoury, 

2005). 

The programme was planned collaboratively with four different sessions (Figure 4-1). 

 Self-creation of a 
case study 

 

Assign topics into 
practices  

 

Exchange 
information  

 
Present learning 

outcomes  

Figure 4-1 Four sessions of task-based and content-based (Babanoury, 2005). 

The first session was to set up the project details requiring self-creation of a case 

study based on each participant’s work background: this was conducted between 

faculty, technology specialties and administrative staff of the two partner institutions 

in an attempt to clear up the barriers in terms of technology. The second was to 

introduce themselves to each other and to discuss the role of franchiser/franchisee, 

and assign topics of research for the next two sessions. The third was to exchange in-

depth information about the region which both groups were located and interested in. 

Both structured and unstructured discussions were held. The last session was to 
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organise studio audience to determine the capability of managing and developing 

related business with three segments of strategy, marketing and logistics. Each 

segment would be run with presentation and debate. The further discussion on this 

programme will come in section 4.6. 

4.5.2 Online Chinese project 

The Online Chinese project is another currently widely used programme model. The 

Online Chinese project is an initiative with an adaptive core curriculum constructed 

and designed by the Penn Lander CIBER faculty and staff. It is a joint degree 

programme combining an MBA from the Wharton School with an MA in 

International Studies from Penn’s School of Arts and Sciences. Apart from designing 

solid training in language and culture competency at a superior level in accordance 

with the guidelines of the American Council for the Teaching of Foreign Languages, 

the institution has also initiated a series of business language programmes at survival 

level. This capability aims to further effective communication in international 

business situations where English or other languages play a mediating role (Kuo, 

2005).  

The theoretical basis of the Online Chinese Project is Schank’s Goal-based Scenario 

(1992) which seeks to address the mismatch between the participants’ interests and 

the design of the learning objectives. In pointing out that the learning goal directs 

one’s desire or interest to change ones knowledge base, Schank put forward a 

curriculum design based on workable Goal-based Scenarios that motivate 

participants to learn and to develop the skills to serve their learning goals. The 

curriculum includes:   

• The need to have clear target skills to be learned throughout the training; 

• Specific cases that illustrate skills during the training; 

• Identification of facts that are generalised from case studies; 

• Definition of subjects that together classify the specific skills and cases 

across the duration of the training programme; 
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• Design of domains that show specialised areas of interest used as a learning 

background for skills and cases; 

• Design of processes that learners will go through as they acquire knowledge 

and skills. 

Anchored instruction theory also provides a basis for running the Online Chinese 

programme. The anchored instruction approach is a way to set up “an anchor” to 

help learners become more actively engaged in learning by attaching it to real 

situational instruction around an interesting topic. The learning environments are 

designed using rich instructional materials to bring out participants’ engagement that 

assists learners to develop effective thinking skills and attitudes that contribute to 

effective problem solving and critical thinking (Oliver & Omari, 1999; Oliver, 2010).  

The rationale for anchored instruction is to emphasise the need to provide learners 

with opportunities to think about and work on problems, which is an emphasis of 

cognitive constructivists. Anchored instruction also emphasises group or 

collaborative problem solving (Cognitions and technology group at Vanderbilt, 1990, 

pp 5-6). It suggests that learners’ knowledge often remains “inert” and cannot be 

activated if not responding to changing problems. It situates learning in realistic 

problems, allowing learners to experience professional dilemmas in a given field 

(ibid., pp 5-6).  

Inevitably the goal behind the Online Chinese project’s design of the online 

curriculum is to overcome the “inert knowledge problem”, a feature similar to 

Chinese learners’ “introverted learning style” as discussed in Chapter 2: a quiet, shy 

and reticent approach in the process of learning (Liu, 2009; Chen, 2003), in which 

people perceive knowledge as facts rather than as tools and thus fail to apply relevant 

knowledge to solve problems in their real lives (Kuo, 2005; Dinmore, 1997). 

Anchored instruction is a key teaching approach for overcoming the inert knowledge 

problem with situated and problem solving learning environments which help 

learners to transform facts into tools (Kuo, 2005). 

Apart from determining the basic structure of the series of scenarios by the theories 

of Goal-based Scenarios and Anchored Instruction, the next problem for the Online 
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Chinese project to solve is that of how participants explore and uncover problems 

they might encounter when they are engaged themselves in goal-based scenarios. 

The very question needed to be examined for the Online Chinese project is that of 

how the target linguistic features can be presented properly across the entire learning 

process (Kuo, 2005; p.6). In other words, without a proper pace of guidance learners 

could be too overwhelmed to encode the message intended to be conveyed by the 

sounds, the linguistic forms and the meanings in the target language in the designed 

scenarios. In view of this, therefore, the Online Chinese project adopts the traditional 

cognitive apprenticeship approach (Collins et al., 1991) as a model of instruction. It 

aims to help the learners transmit knowledge using modelling, coaching, scaffolding, 

fading and exploration (Du et al., 2005; Jonassen, 1999; Kuo, 2005). 

Similarly, cognitive apprenticeships are representative of Vygotskian “zones of 

proximal development “ in which learners’ tasks are slightly more difficult than 

learners can manage independently, requiring the aid of their peers and instructor to 

succeed. Cognitive apprenticeships reflect situated cognition theory (Brown, 1989). 

In light of the theories above, the Online Chinese project designs the target of the 

training programme by using Goal-based scenarios and constructs cognition ability 

backed up with Anchored Instruction to deal with realistic problems and carries out 

the training programme based on perception of the theory of Cognitive 

Apprenticeship. This aims to achieve the objectives of the programme as is described 

in the following (Kuo, 2005): 

• Focus on Form 

The Online Chinese project emphasises, as Long and Robinson (1998) put it, a focus 

on form. In contrast to traditional teaching methods (such as the Communicative 

Teaching Method), the online Chinese project is a popular method accepted by many 

teachers in formal instruction over decades. The Communicative Teaching Method, 

however, only focuses on meaning and the Online Chinese project emphasised the 

significance of teaching grammar. This is as a result of a substantial amount of 

evidence which reveals the constraints on adult learners acquiring a foreign language 

by simply exposing them to the target language (Ellis, 1985). The Online Chinese 
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project online programme has revisited the importance of grammar instruction. 

Larsen-Freeman (2002) gave his support to this by stating that grammar allows 

flexibility for language learners to express more complex meanings, such as 

explaining a notion or proposing an idea. Thus grammar carries meaning and use in a 

foreign language, rather than being only a formality. It directs adult trainees to pay 

more attention to linguistic forms, implicitly or explicitly, when they are engaged in 

negotiating, comprehending or producing meaning in the target language (Doughty 

and Williams, 1998). 

• Focus on Consciousness-raising 

Ellis (1994) advocates consciousness-raising, a language-learning process that can 

draw a learner’s attention to linguistic features before producing them. This is 

possible because consciousness-raising tasks do not involve a learner’s language 

production and are directed by the explicit knowledge of the language features 

presented. The Online Chinese project takes this into account by supplying a 

consciousness-raising task as the scenario-guessing exercise in the modelling stage at 

the very beginning of each lesson. Scenario-guessing is an exercise that encourages 

learners to predict what will happen in the scenarios with texts that connect to sounds 

and pictures. This will help learners to attain language learning objectives, such as 

vocabulary and sentences intended for use in the later stage in a learning context 

provided for them, associating sounds and visual aids with possible meaning from 

the texts. When the students proceed to the vocabulary exercises after scenario-

guessing, some of the information in the scenarios becomes what Krashen (1981, 

cited in Ellis, 1994) termed “learnt knowledge”, which monitors and facilitates the 

accuracy of language output in the next vocabulary exercise. Targets for learners’ 

further learning will be built upon that learnt knowledge that learners have 

internalised. 

• Focus on Communicative Drill 

The Online Chinese project instructor facilitates a language activity that allows 

learners to produce target vocabulary and sentences. This activity is designed on the 

basis of what De Keyser (1998) called the “communicative drill”. The concept of 
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this derives from the cognitive perspective that learners can maintain knowledge in 

the working memory by using the target to convey meaning in the sense of 

mechanical, meaningful and communicative training. The training would lead to the 

automatic use of the target linguistic feature. The scaffolding stage, one of the five 

methods to transmit knowledge and based on in-class activities, has been conducted 

to assist the implementation of De keyser’s communicative drill, where the instructor 

can facilitate and observe learners as they accomplish tasks in an environment that is 

both learner-centred and based on language communication (Kuo, 2005).  

4.6    Discussion 

4.6.1 UK guidelines and its practice 

UK guidelines for managing foreign language training programmes have provided us 

with a useful model to be followed. It is noted that facilities, training needs and 

pedagogy have been acknowledged as the basic elements to ensure foreign language 

training can be effectively undertaken. Particularly, pedagogy has provided a 

practical approach to learning the target language through the real world, and 

therefore it requires training programmes to focus on learning through actual 

content-based work. This is basically supplying availability to Chinese partners 

where demand lies in access to the real English-speaking world with teaching closely 

related to learners’ working experience. 

We have noted that there is a debate among UK trainers as to the value of language 

learning to trainees if taking into account the global use of English (Hagen, 1999). 

There also has differences of opinion as to the usefulness of foreign language skills 

to trainees who have them in terms of both how far the skills go and to what use they 

might be put (Hegan, 1999; Knowles, 2006). Additionally, what are the detailed 

learning objectives, how to define them, and how they are designed to achieve and 

also fit in both Chinese and English educational cultures for running programmes in 

the context of strategic management? (Mintzberg, 1988). There is abundant 

controversy among British programme providers and these perspectives have also 

led to a dilemma in innovation for training programme management. These views 

include: 
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• On one side the international success of British businesses is often said to be 

restricted by low levels of trade partner’s English skills, which leads to a 

perception that it is necessary for those trainees to be proficient in their 

foreign languages (CILT, 2003; Hagen, 1999). 

• On the other side foreign language ability is largely considered to be more 

important as a “bridge to culture” than as a tool for communication taking 

place in the middle of international trading exchange (Johnson, 2008; 

Shanahan, 1997).  

Williams and Chaston (2004) point out that there is a lack of consensus as to whether 

the linguistic skills of trainees from companies and organisations bring about 

international success, but there is recognition that foreign language proficiency may 

facilitate a “more general cultural sensitivity”. 

These debates and arguments not only lead to the dilemma whether language skills 

and cultural awareness can only be explored and developed so that they can set up a 

potential channel to build up links with international business. These doubts actually 

arouse concerns that foreign language qualifications which many foreign language 

training providers have been focusing on might be an important element to develop 

for the language trainees, but does it cover everything that companies and 

organisations from China really need? Is it the only benefit those companies and 

organisations are intending to achieve?    

To answer these questions, we are inevitably concerned with the sustainability a 

strategic managerial programme needs to possess (Mintzberg, 1988). In view of this, 

it is unrealistic to ignore the unsustainable views that the guidelines propose. 

Generally there are twofold objectives for a language training programme as far as 

the context of sustainability is concerned. One aims to develop programmes to raise 

awareness of communicative language skills (Johnson, 2008); and the other is to 

maintain collaborative relations in the long run in strategic management for both 

training providers and clients (CILT, 2003).  At this point, however, programme 

guidelines and relevant programmes have neglected to attach importance to 

maintaining training programmes into a sustainable strategy. As the foreign language 
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itself is usually regarded as one of the “controllable factors”, it needs to be converted 

into the “uncontrollable” in the context of international educational management. 

4.6.2 Two existing programmes 

Nevertheless, both Task-based learning and the Online Chinese project have 

provided us with a literature which inspires us to examine what essential elements 

and components need involving when devising a tailored model for Chinese adults. 

According to Chinese adult’s learning style and the background of learning English 

in China (see literature review in chapter two), in the sense of pedagogic design, 

attention needs to be drawn to incorporating Focus on Form into teaching for 

Chinese adult staff, and equally on Communicative drill and consciousness raising 

because Chinese adults have been used to the traditional learning which usually 

starts with forms and then communicative drill (Hu, 2005a; 2005b).  At the same 

time, they also show us that they are inappropriate if they are applied to training 

programmes with a Chinese cultural background in terms of how to evaluate the 

learning objectives prior to the implementation of a training programme and how to 

assess the learning outcomes. 

To explicitly illustrate the gap existing in the current two programmes, they are 

compared and synthesised in terms of the following aspects (see Table 4-1). 

A task-based learning or content-based programme is designed for foreign language 

learning for business purposes only and it requires of participants to achieve the five 

C’s – communication, culture, connections, comparison and communities. The goal 

of achieving the five C’s is to help adult learners to become autonomous learners and 

at the same time train them in developing linguistic awareness or language 

knowledge rules. Apparently, the programme as such is designed to heavily 

emphasise the outcomes relating to foreign language abilities only, as it requires 

explicitly description of the task and content intended to be learnt prior to the launch 

of the programme. However, it ignores motivation, an essential factor which 

incentivises learners to engage totally with the training to ensure the positive effects 

of the programme. Nevertheless, the Online Chinese project puts more emphasis on 
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the issue by addressing the mismatch between participants’ motivation and the 

objectives designed. The highlighted points are as follows: 

• Enhancing materialisation of the need of learners by determining clear target 

skills throughout the training; 

• Situating learning in realistic problems to overcome the “inert” knowledge 

problem; 

• Exploring problems learners might encounter and then transmitting 

knowledge into actual skills for solving problems. 

It is observed that on the one hand, a task-based and content-based programme is an 

innovation in creating a more effective training programme for distance learning. On 

the other hand, it is also a new challenge for the instructors who either have to 

manage carefully between two different classrooms or take on a heavier workload 

than usually required for conventional programmes. However, the instructors thus 

became mainly facilitators and coordinators of the project, which was otherwise 

autonomously conducted by the learners (Banaoury, 2006). 

In fact, the participants of the task-based and content-based programme had mixed 

feelings about the improvement in their language competence. This is shown in the 

investigation conducted by Banaoury (2006) in the almost equal distribution of 

responses from the participants of “somewhat” and “yes” when asked if they had 

improved their language and presentation skills through training using the task-based 

and content-based programme designed by the University of Pennsylvania. Most 

interesting of all is, however, that when asked to comment on the positive aspects of 

the project, the learners mentioned the value of appropriate expressions to address 

concrete and specific topics of concern to each individual, the use of language for 

correspondence, an improvement in business vocabulary, an improvement in the 

linguistic ability to introduce oneself and an improvement in the style of 

communication in the foreign language (ibid.).  

Banaoury (2006) continued to point out that after the investigation the learners 

overwhelmingly indicated that through this project they had learned how foreign 
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companies where the target language is spoken work and operate. Meanwhile, he 

also found that learners expressed concerns that their learning objectives were not 

fully met, and surprisingly they were subsequently willing to acquire more skills and 

related knowledge and technologies other than language qualification. However, the 

programme apparently does not anticipate these demands from trainees. Moreover, 

there are some learners who had little knowledge about the target foreign language 

they learnt and said, negatively, they had not learnt much more. So it seems as if 

there is a paradox as far as the effectiveness of the programme is concerned in 

particular for the management of this type of training programme. 

Table 4-1 below highlights the positive and negative points from comparison 

between task-based and content-based programme and the Online Chinese project: 

4.6.2.1 Strengths 

• Shortening distance – both projects employ “distance learning” (Bates, 

1997), which could be seen as an alternative approach to resolving the 

problem of distance when learning is engaged; this technology facilitates 

greatly the mutual learning of virtual teams about each other. 

• Technology application (Sethi, 1994) – the level of appreciation of the 

technology applied in both programmes facilitates the ease of communication 

which is particularly important for adult students who are working on their 

business language. 

• Enhancing communication skills (Charles, 2002) – both projects have 

greatly empowered learners on several levels: language development, cultural 

and cross-cultural knowledge, negotiating skills and business acuity.  

• Learner-centred learning (Hutchinson, 1987) – both also achieve the goal of 

task-based and content-based activities which require the learner to perform 

them autonomously. It is worthy of the time and effort put into them by adult 

learners. 
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• Multiple strategies (Madeline, 1990) – both projects require commitment, 

high motivation, time, mental energy, self-confidence and multiple coping 

strategies both on the instructors’ and on the participants’ sides. 

• Learning objectives allocation – the participants have an opportunity to 

choose which company they are going to study, so it helps them to define the 

objectives precisely and hence solve the problems based on the intended 

content-base (Anon, 2006). 

4.6.2.2 Weaknesses 

• Assessment – It is difficult for participants to assess the outcome of how 

much they have learned from such an experience because there are no 

specific assessment criteria being utilised. 

• Language skills improvement – In such projects, language recycling 

activities are designed to achieve to improve language skills through distance 

technological assistant. However it is impossible to achieve a substantial 

improvement on language ability skill because distance technological 

assistant cannot provide authentic language environment. Therefore, it is 

impossible to fix or repair what might have been heard or read, which is vital 

to improve foreign language ability for adult learners (Ellis, 1985; Jaramillo, 

1996; Krashen, 1981). 

• Distance – distance learning creates difficulties in organizing and managing 

the programme effectively and finding solutions due to space distance as well 

as time difference. 

• Technological facility – having to face the high technological equipment 

required for distance learning, according to the feedback from participants 

(Babanoury, 2006), also triggers the problem of lack of involvement in the 

programme. Most adult students displayed some reluctance in engaging 

themselves in the project. 

• Learning environment – the most difficult part that both instructors and 

participants felt hard to adhere to were the directions or objectives they were 
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intended to follow because communication among them was effected with 

the help of a technological tool – instead of sharing something of a more 

personal nature, like their travel experiences or their special interests in life. 

• Facility-dependent – Although the project was originally conceived to 

display an important technological innovation as a case, the success of the 

project was not clear. This is largely due to the shared understanding that 

such a foreign language training programme does potentially rely on 

technological facilities but is not just a matter of bandwidth, cameras, 

protocols and video-servers. It actually matters to learners which learning 

devices are used and what the appropriate one is to match their learning 

targets and learning needs. 

• Time consumption – it will normally take a much longer time than the usual 

time allocated to general foreign language training programmes, which is 

definitely a constraint on the degree of flexibility. The aim was to provide 

more options for those who have limited time and are keen on arriving at 

proficiency in the short-term.  

• High cost – Additionally and most importantly, the level of technology 

demanded for this model is extremely high both in the cost of investment in 

facilities and in the qualifications needed to be able to operate it. This 

depends on which firm, surely. 

4.7    Summary 

To summarise, this chapter has critically reviewed the guidelines for UK training 

providers in an attempt to demonstrate the rationale for designing and running a 

foreign language training programme. It is noted that there is potential for UK 

training providers to provide a quality-assured training programme through 

collaborative strategy in terms of the aspects of professionalism, facilities, training 

needs analysis and pedagogy. However, it also has a potential lack of sustainability 

due to it focusing on developing communicative competence only rather than 

expanding to wider range of skills such as work-related skills that trainees demand, 
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converting an ‘uncontrollable’ component to ‘controllable’ status (Manolova and 

Manev, 2004).  

Meanwhile, the review has also taken a close look at two up-to-date and 

representative programmes. Attention has been drawn to their theoretical background 

which underpins and boosts the influence of the programmes. The significant 

language training approaches highlighted in the programmes are actually consonant 

with the prevalent approaches for the development of current language training 

programmes in the world and can shed light on creating novel modes different from 

other competitors’ strategies. It is hoped that these approaches can be incorporated 

into any training programme managed for Chinese adults who are intending to study 

English as a foreign language. Nevertheless, it is also essential for researchers to take 

a close look at and analyse the existing programmes in an attempt to reflect on 

innovation in the management of foreign language training. In practice, they still 

have weaknesses which need to be improved for future purposes, despite their 

advantages.
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Chapter 5 Theoretical Framework 

 

5.1    Introduction 

In this chapter, a theoretical structure is presented based on the information which is 

illustrated in the literature review of the previous chapters. The research will 

document the sources used in the previous chapters in order to identify the problems 

throughout the analysis of a series of references. In the meantime, a number of 

related concepts are to be discussed, so that the research will be incorporated into a 

structured interrelated idea. These endeavours are expected to generate an innovative 

model for managing foreign language programmes through an international 

communication approach. The intention of this is to provide an accessible approach 

to illustrate the relationship between several interrelated concepts which are 

integrated in the novel proposed model. The model will be designed in accordance 

with the current trend of international cooperation with Chinese partners, coping 

with culture issues and meeting the objectives of Chinese organisational 

development scheme, with the aim of developing a language training model at a 

strategic level. In addition, this chapter will also highlight the research propositions 

which are intended to address the key elements derived from the proposed model.  

To achieve this, the research starts in this chapter by synthesising interrelated ideas 

which will pave the way to generate a theoretical framework for the research. 

5.2    Definition of Strategy 

Strategy aims to provide development direction for organisations, and can be a 

carefully developed plan or a combination of plans and opportunities (Capon, 2008). 

Lynch (2006) presents his definition of strategy by identifing the core areas of 

strategy as being analysis, development and implementation.  Johnson (2005) and 

Lynch (2006), however, goes on to develop the idea of strategy by defining five key 

elements of strategic decisions: sustainability and maintaining change, 

distinctiveness, creating links, developing a range of differenct customers and 

creating clear vision. These propositions have added new meaning to the definition 
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of strategy that strategy needs to adjust according to the change of contexts (Capon, 

2008).  

Mintzberg has also made a significant contribution to strategy by presenting his 5Ps 

and forms of strategy. Mintzberg (1987) suggests that strategy should have five Ps, 

namely: plan, ploy, pattern, position, and perspective. In addition to Mintzberg’s 

perception of strategy, Capon (2008) thinks of strategy in terms of a long-term plan. 

Strategy is actually drawn up by the organisation in order to meet its objectives. This 

common approach to strategy is reflected in many definitions of strategy, which 

often suggest that strategy be developed prior to implementation. Mintzberg (1994) 

makes the point that this view is limited and a wider perspective of strategy is often 

useful to leaders and managers charged with providing strategic direction and 

strategy for an organisation. 

Mintzberg (1988) views strategy as a stream of decisions containing patterns. Two 

strategies are included in this sense: intended strategy and realised strategy.  

 Deliberate strategy 
Intended Strategy Realised strategy 

 

 

Figure 5-1 '5Ps for Strategy'. Source: Mintzberg, (1987) 

Figure 5-1 illustrates the process of generating a strategy which usually arises from 

the planning and intent of an organisation or company and from decisions and 

patterns which emerge, and ends up with realised strategy (Capon, 2008; Mintzberg, 

1988). 

5.3    Defining strategic projects 

Following the theory of strategy mentioned above and the literature in Chapter 3 

demonstrating the definition of a project and five objectives for project management, 

the research now needs to clarify how to define a project and what principles are to 

be followed when defining a strategic project. 
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As Chapter 3 discussed, project definition initiates the project and therefore relates 

the work of the project to the orgnaisation’s developing objectives. It needs to be 

strategic, intergrative and tactical. To achieve this, it is necessary to state the training 

company’s or organisation’s requirements as well as individual learners’ learning 

targets, to identify the facility expected to satisfy them, and to identify the work 

required to construct the facility. Management of a strategic project is categorised 

into two levels: one is to define the individual learning project and another is to 

define the company’s or organisation’s training objectives.   

The following three requirements should be defined within these two levels (Turner, 

1993). 

Firstly, the purpose is a statement of the foreign language need to be achieved by the 

project. It may be a problem to be solved, an opportunity to be exploited, a benefit to 

be obtained, or the elimination of an inefficiency in terms of related skills in the 

current workplace. All of these learning needs have to be derived from the strategic 

objectives of the parent organisation. So the assessement in the end will come back 

to reflect the purpose. The statement of the purpose should be clear and precise, and 

should contain both quantitative and qualitative measures. Once the project is 

underway, it will become the mission of all those involved in the project, both as 

project team members and as resource providers. It can be regarded as a powerful 

motivating force if it is seen to be worthwhile and beneficial to the individual’s 

professional development, and can help to build cooperation (Anderson and et al, 

1987; White, 2004). 

Secondly, the scope needs to be defined because it describes the way in which the 

purpose will be satisfied. The scope will take responsibility either within the project 

or outside the project (Turner, 1993). The inclusions of the scope indicate the how 

people draw up the definition and how they reach their targets (Anderson et al., 

1987).  

Thirdly, It is essential that the objectives are likely to deliver the benefits and also 

address the question of how they are to be attained (Anderson et al., 1987; Turner, 

1993).  
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In terms of timescales, we accept Turner’s (1993) arguments in which he stresses 

that the definition of a project usually contains a statement of the expected timescale 

but he would take the rough expected timescale as targets for learning. He stesses it 

is important to be goal-directed, aiming to achieve the target and scheduling the 

work appropriately, rather than allowing a theoretical time calculation to influence 

the effectiveness of individual learning.  

5.4    Planning at a strategic level 

A project having been defined, the next stage is developing a breakdown of the 

structure of the work (Collier & Agyei-Ampomah, 2009). The requirements for 

planning this stage can be decribed as follows (Norton, 2007): 

• Show how the intermediate products, or deliverables, build towards the final 

objectives of the project. 

• Set a stable framework, fixed goal-posts, for the project team, and thereby 

provides a common vision. 

Turner (1993) states that because only one set of intermediate products delivers the 

required final objective of this project, the plan at this level can be made stable. This 

can be a powerful motivating tool, giving the project team such as training 

programme providers as well as clients a common vision. To build a common vision, 

it should present a clear picture of the strategy for the project. To achieve this, those 

identifying the training needs will communicate the overall strategy of the project 

upwards to the project sponsor and programme providers to ensure the principles of 

good project management will be carried out in the programme implemenation. 

5.5    Requirement for effective evaluation 

Everything covered until now has brought the research to the point where a project is 

supposed to work effectively as training. However, as the work is done a project 

must ensure that it achieves the planned results and that it delivers the facility to the 

specification to which it is designed, within the scope of defined objectives thought 

to be worthwhile. In view of this, evaluation, such as control and monitoring, is 

structured and introduced into the process by which we check progress and take 
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action to overcome any deviations from the plan. There are four essential steps to the 

control process (Meighan, 1991): 

• Plan future work and estimate performance 

• Monitor and report results 

• Compare results to the plan and forecast future results 

• Plan and take effective action to recover the original plan, or to minimise the 

variance. 

In the context of this research, more importance is attached to effective evaluation 

reporting to ensure the hypothesed training project is effective. According to 

Turner’s view (1993), an effective training project should be consistent in its 

reporting mechanisms. Effective reporting or evaluation should satisfy the following 

criteria: evaluation should be made against the plan; should have defined criteria for 

control of the training project; be easy to administer; and reports should be made at 

defined intervals (Megginson, 1995; Turner, 1993).  

However, Lingham et al. (2006) argue that no one model of evaluation is suitable for 

all programmes. To evaluate effectively, it is essential to have a better understanding 

of the nature of a programme, its purpose and other aspects such as culture, needs 

and purposes. This research investigates a new model of evaluation which suits an 

international projects involving Chinese partners.  

5.6    Developing international projects 

Jessen (1988) and Turner (1993) consider international projects to be a special kind 

of project because they involve collaboration between two countries and discuss the 

cultural differences that can arise between the collaborating nations. They argue that 

this kind of project seems to highlight cultural differences and, as a result, have a 

high rate of failure, almost always being more costly, more time-consuming and less 

profitable than originally envisaged. For 30 years, people have tried to find an 

answer to this problem, but projects have continued to be far from satisfactory on 

both sides, with increasing opposition from both sides to further projects: the funding 
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training project customers feel that the money given and the goodwill extended are 

misused and misinterpreted; the training project providers feel that the money 

offered demands intolerable adjustments to meet the terms and conditions set by 

funders, which seriously conflict with their own way of thinking and performing 

(Mckeen, 1997; Jessen, 1988). 

This antagonism arises from different views of the two stakeholders (Turner,1993). 

It can be seen in terms of decision making. The training purchaser side views itself 

as sponsor, and primary decision taker; the recipent partner views itself as owner, 

and the funding country as merely a funding agency. The training customer side 

desires to be primary decision taker but the training projects provider imposes most 

control in running the programme. However, a greater problem arises through 

cultural differences between the two sides and the two different countries, which 

may mean they take a radically different approach to managing international training 

projects. The training providers often try to impose their approach to learning and 

teaching, because they have greater experience of project management, but this may 

not be appropriate in the cultural environment of the recipient nation; indeed the 

training recipients are most able to decide their own best interests arising from 

training programmes (Turner, 1999).  

Addionally, the different views of needs and ownership described here create two 

problems of cultural fit on international projects (Turner, 1993; Atkinson, 2001): 

• The problem of organisation 

It has previously been shown that certain organisational structures and planning 

procedures seem to support effective training programme management better than 

others, and certain information and communication systems seem to be more 

effective at achieving objectives that satisfy both the training providers and clients, 

as well the training project itself (Nadler, 1994). 

As illustrated in the previous chapters, effective project management has all four 

stages under the control of one company or organisation. This enables that 

organisation to set the basic rules for developing the right type of training 

programme for their staff in accordance with their development schemes, with 
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particular emphasis on convincing all levels of management of the advantages of 

proper management, such as foreign language training for staff in context. However, 

the role of developing an international collaboration programme is far more complex 

than that a national normal one, and this needs to be recognised by higher levels of 

management (Johnson, 2005; Jessen, 1988). Turner (1999) maintains that this 

problem is more prevalent in developing countries which are struggling to import 

many techniques simultaneously. 

Too many projects have been initiated in China as a developing country with the best 

of intentions from all parties involved, but gradually have faded because the project 

managers involved have not established a workable organisation with adequate 

definition of responsibility combined with proper lines of communication (Jiang, 

2008; Zhao, 2001). Particularly in an environment where the participants have 

different values, different learning styles, different attitudes and cultural norms, these 

problems can quickly be magnified (Lynch, 2006; Turner 1993). 

• The problem of effectiveness versus efficiency 

The importance of understanding cultural difference has been recognised, but how to 

balance effectiveness and efficiency has challenged managers. The main reason is a 

problem of measurement. While the implications of running a training programme 

are readily measured, the other relevant factors such as motivation, communication, 

progress and outcomes are more difficult to assess. It is generally assumed that a 

sound training provider with developed facilities, broad experience and a higher 

level of administration should be effective, but the purpose of administration must be 

to ensure that higher performance and effectiveness are obtained (Gareis, 1990). 

The term effectiveness is not easy to define; productivity is an easier parameter to 

observe, defined as the quantitative relation between outcome of production against 

input of personal efforts (Kerzner, 1984). However, productivity in this respect must 

be given a simple indicator, commonly understood by both sides (Sadri, 1995). Its 

measurement must be good enough to establish mutual confidence for partners and 

identify the training needs and matched outcomes in particular sectors. Turner (1993) 

also stresses that the more complex an environment is in development projects, the 
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more difficult it is to attribute productivity measures to particular projects, as they 

can often mean different things to different people in different contexts. The west’s 

models promote planned structural changes and procedural effectiveness (Johnson, 

2005). However, this can often lead to serious misconceptions about what should 

constitute proper assessment of training programme success in Chinese culture 

where a results-driven attitude is dominant (Kumar et al., 2005; Wang, 2004). In 

addition, one must address how to identify accurately which of the possible macro 

and micro adaptations within educational settings in the light of outcomes of 

assessment will be effective in interactions with programme partners. Research has 

failed to resolve whether optimal results are achieved when the learning objectives 

are systematically matched or mismatched, to either training providers or clients or 

both (Cranton, 2000; Hale, 2000). 

5.7    Generating a novel project for this research 

5.7.1 Initial research 

In order to relate these theoretical issues to what actually exists in the real world 

(Gruber, 1993), some initial research needs to be carried out (Walliman, 2001). 

5.7.1.1 Rationale for initial research 

To facilitate the achievement of the objectives and highlight the direction of the 

research that follows. A pilot study was conducted within the field. Most importantly, 

draft questionnaries were tested out in the field (Davies, 2007). 

The research started by carrying out interviews with 11 employees. A semi-

structured questionnaire was designed for the interview (see Appendix B). The initial 

research attempted (Davies, 2007; Silverman, 2004) to: 

• Build up confidence in carrying out large scale data collection later in the 

main study; 

• Provide valuable insights for the researcher because few secondary resources 

are available;  

• Assist in shaping the overall design of the study; 
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• Identify relevant factors impacting on implementing foreign language 

training programmes for Chinese organizations;  

• Obtain valuable data in the hope of exploring the issues more in-depth later in 

the main study.  

5.7.1.2 Analysis of initial research 

The pilot study as described below revealed some of the actual needs and issues 

faced by three Chinese companies in China. The managers were mostly from three 

different companies: No. 4 Oil Production at Changqing Oil Company China, 

Ningxia FAJ Bearing Joint Venture and Intel Technology Development (Shanghai) 

Co. with large presences in northwest China and Shanghai. The reasons for 

undertaking interviews within these three companies were the availability of human 

resources managers who are in charge and accessible and for the valuable 

information they were able to provide. Questionnaires were designed with 10 

questions aiming at collecting primary data about experiences in conducting 

language programmes, perspectives on managing them and views on future 

management (see Appendix B).   

Data was collected through interviews, and analysis was conducted using tradition 

qualitative methods. To improve the validity of data collected from the responses, 

views were sought from experienced managers, not inexperienced ones, and from 

managers working in joint ventures or companies with multicultural experiences. 

Eleven managers from diverse companies were interviewed.  

These managers were asked about their current jobs, their sources of information and 

their business units. Questions were designed to focus on specific variables and were 

intended to collect information about organizational history, operational structure, 

and prescriptions about strategic planning in terms of foreign language training for 

staff. These questions also sought to elicit description of the implementation of 

foreign language training, performance management and challenges faced within the 

history of the company, as well as companies’ vision and missions on language 

training programmes for their staff in future. This was done in an attempt to capture 

potential elements and managerial factors needed for successfully managing a 
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programme in this context. Based on the needs identified, appropriate executive 

development and management of foreign language training programmes and a valid 

approach can be created to facilitate the development of the necessary skills, needs 

and relevant knowledge. Commentaries given by some of the managers interviewed 

have been highlighted below. 

• Interview with managers working for No. 4 Oil Production, Changqing 

Oil Company China 

No. 4 Oil Production at Changqing Oil Company is a large company in China, and 

works on oil exploration and production with 11,500 employees and about 3000 

technical professionals in total. It is one of the top 500 largest companies in China. 

An interview was conducted to investigate the effectiveness of foreign language 

training programmes which have been managed by the company over the past five 

years. Three interviewees involved are senior managers in the company and have 

been in charge of and engaged in employees’ training for about seven years. When 

asked in the interview about the purpose and needs of the relevant training 

programmes, he said that 

“(w)ith the increasing expansion of collaborative business with the outside 

world, the company has been aware of the urgent need for talents with foreign 

language skills. In particular the company needs to recruit more talent not only 

with foreign language proficiency but also with broad knowledge of techniques 

which could be used in practical work. Because of this and over the past five 

years, the company has invested RMB 0.1billion in employees’ training. It aims 

to foster 1000 talents with skills to enhance multicultural communication. There 

are about 31 foreign language programmes with 66 classes jointly run with 

local universities and college institutes. As many as 1107 people, mostly senior 

specialists and managers, have attended the training in an effort to improve 

their English ability…” 

“Generally speaking, the purpose of foreign language training for staff is to 

help them update technique knowledge currently used in oil exploration and 

production and also to attempt to put our company in a state ready to face up to 

- 87 - 
 



more business challenges from abroad. But current issues challenging the 

company, based on the evaluation of language training programmes over the 

past few years, are that the training is not running effectively in accordance 

with what we really need or that it is off-target to some extent. On the one hand, 

we need staff to get their foreign language ability improved, and on the other 

hand we’d like them equipped with more advanced and up-to-date information 

and techniques. This results in the problem that we are unable to find an 

appropriate school or institute where tutors are capable of providing a 

programme aiming at both sides because these schools and institutes so far 

don’t have tutors specialising in the field, although they have good foreign 

language proficiency…”(from transcription of the interview of Mr. Li Shen) 

Cao (2001) holds the same view as Mr. Li in his research on the position of foreign 

language training within the “Eleventh Five-year Project” of China’s Oil Company. 

He highlights the objectives of foreign language training undertaken by many 

companies over past years and concluded that the objectives of every language 

training programme became more specific, focused on more detailed fields, like 

English for oil exploration, English for geography, English for natural gas 

production, etc. In terms of participants attending language training programmes, he 

continues that apart from senior managers or project managers, increasing numbers 

of technical experts and workers have become involved,  a new trend which is likely 

to become main-stream in the future. As far as foreign language training is 

concerned, Cao points out that a combination of local and overseas forms of training 

is a likely tendency and training will be laying emphasis on both language 

acquisition and cutting edge advanced technology (ibid.). 

The rationale for this study is based on the “Eleventh Five-year Project”, a support 

project launched by China’s Oil Company in which it aims to send about 8000 

people, mainly senior managers who are responsible for cross-cultural business 

management, for foreign language training for at least 5 years.  

• Interview with managers from Ningxia FAJ Bearing Joint Venture 
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Ningxia FAJ Bearing Joint Venture is a medium-sized company in Ningxia and has 

been collaborating in business with Germany, Israel and other countries over the past 

5-10 years. It is an excellent example of a medium-sized business seeking to develop 

a more advanced system of management. They have understood that to participate 

successfully in competition with other companies requires not only a high quality 

and competitive service but also an appreciation of an international communication 

strategy (Mintzberg, 1988, 1994).  

As chairman of the human resources department, the interviewee has seen the deficit 

in management of foreign language training programmes managed over the past five 

years. He commented that: 

“(g)enerally speaking, foreign language training programmes managed by our 

company have often been interrupted. There have been two main reasons 

causing this problem. One is financial insufficiency and another vital reason is 

being short of facilities that can be used in undertaking the foreign language 

training …” 

As far as the objectives of language training being managed for employees within 

the company are concerned, he continues that: 

“(b)eing a joint venture company, it is potentially vital for us sustaining foreign 

language training for our staff since they are encouraged to communicate with 

partners in various aspects. In particular, technical professionals are the major 

participants required to take part in training because they need to exchange 

views with foreign partners based on technical development and system 

management. Apart from this, improvement of senior managers’ ability to 

negotiate, communication, decision-making and skills of overseas investigation 

is equally important for the design of a foreign language training programme…” 

In the meantime, he has witnessed a real problem that occurred in a previous 

programme and that exists in a current programme. 

“We generally send staff involved in training to university institutes nearby. The 

programme is normally aimed at improving staff’s ability in listening to, 
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speaking and writing the foreign language. As a result, we have been aware of 

drawbacks because of this. It obviously appears that lots of participants are still 

not able to deal with the work required for language-related working skills. This 

is largely due to the fact that the training programme is at a tangent and 

impractical. It is unlikely that it is a proper programme designed for training 

staff that meets our company’s needs, especially technical needs. In addition, it 

has not found an appropriate and effective approach to examining the outcomes 

of the training programme.” 

It might take a period of time for a research institute to generate an effective 

approach to manage foreign language training that combines foreign languages and 

technical accessibility. As a result, this will leave Ningxia Bearing Company to 

contemplate – as so many companies are doing – a lost opportunity to compete in 

international business because these general programmes that were previously 

carried out are frequently unsuitable and ineffective from the corporate perspective, 

since they are unfocused, designed without reference to the communication needs of 

the organization and its technical area. In brief, many programmes are not flexible 

and inclusive (Gross and McDonald, 1998; Kealey, 2009). 

• Interview with executive from Intel Technology Development (Shanghai) 

Company 

Mr. Yang is an assembly package design manager with Intel Technology 

Development and has been working in this position for 14 years. Intel Technology 

Development Shanghai has been managing foreign language training programmes 

for their staff for about 12 years, “but the company has had the experience of 

suspending training for a year as a result of internal management accounting issues.” 

remarked Mr. Yang. In terms of feedback about the programmes done before, he 

continues,  

  “(a)ll programmes have proved to be successful because they have enhanced 

work efficiency and broadened the communication with branches of the company 

located in different countries across the world. It is very unfortunate that we 

have not designed an effective system for evaluation of language programmes, 
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neither pre nor post. As a result, investment in programmes to some extent has 

caused the company substantial waste because there are no objectives of 

programme management. How to assess the outcomes of a training programme 

is another challenge for us. No one ever proposes an approach which is suitable 

for us.”  

In terms of what language skills staff currently need, he said that 

  “(o)n many occasions, such as in meetings, in negotiations and in settings 

requiring spontaneous speaking managers will rely heavily on listening and 

speaking skills, but I think reading and writing might be more important than the 

former two skills since they are being regularly used for our office work. We 

have put more emphasis on work and technical related training.” 

As far as managing foreign language programmes through an international 

communicative strategy is concerned, he mentions that if those staff with high work 

commitments had to be off work for a while, it will affect companies badly. He also 

noted that training staff abroad might be difficult to control and evaluate. His 

company has been considering a model international communicative channel 

integrating technology provision and foreign language proficiency. 

• Research on business organisations in Shangdong province, China 

In addition to primary data collected through interviews, secondary data relevant to 

the challenges faced have also been examined at. Wang Zhong Xin is a professor at 

the School of Foreign Languages, Shan Dong University, China. He investigated the 

challenges faced by about 35 business organizations in Shang Dong province. His 

2007 review analysed the key challenges facing companies in that region.  

“(i)t is impossible for a company to manage properly without the assistance of 

an advanced strategy of management and a high technical level. Learning from 

the experience of developed countries is one of the major channels, but this is not 

only based on foreign language education; more emphasis should be laid on 

updated technology and technique. What successfully managed companies and 

enterprises in markets nowadays are greatly concerned by is how to transfer the 
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new knowledge into the productive workforce. With this in view, we are not 

expecting staff taking part in foreign language training only to aim at increasing 

vocabulary, improving communication skills and remembering grammatical 

patterns, because previous research has indicated that although language skills 

are essential for performing daily activities within companies and enterprises, 

there are still some other aspects of development required to be potentially 

focused on. What the real need for China’s companies and organizations at this 

certain stage is, is to obtain and access specific and more focused technology 

development and global economic involvement.” (Wang, 2007)  

Referring to staff’s language proficiency, he argues that 

“(t)he overall level of staff’s foreign language proficiency is rather low. This is 

largely caused by a deficit impact from university language education where 

students are mainly trained by examination. Language ability obtained within the 

classroom has not been explicitly acknowledged as a distinctive area of 

communicative management demanded by many companies. As a result, many of 

China’s companies and enterprises have to invest in staff’s professional 

development in an attempt to fill the gap caused by unsuitable and insufficient 

language education within universities and help them to be qualified for their 

work as soon as possible.”(ibid.) 

As far as the models of foreign language training for China’s companies and 

organizations are concerned, Wang also notes: 

“(f)oreign language training programmes need to be variable and flexible based 

on specific needs of every job requirement. Because of work diversity, there is a 

big difference among many people who are doing different work. We have to 

understand that the objective of foreign language training for company’s staff 

will take foreign language as a tool or medium used to improve staff’s technical 

skills rather than over-emphasise language itself, so a good foreign language 

training programme should be designed for double purposes by starting with a 

foreign language training and then following with underlying technical 

development.” (ibid., p.138) 
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“Apart from this, companies and organizations need to trust other institutes 

running language training programmes. The reason is that companies and 

organizations do not have a lot of time and facilities to carry out training 

independently. However, they are able to make full use of facilities available in 

other departments, including institutes abroad, where trainees from different 

companies and organizations not only are able to obtain professional training 

but also enjoy a useful learning environment. This no doubt will assist them to 

develop new ideas, approaches and perspectives.”(ibid., p.140)  

Wang’s research has identified two problems that impact on an effective language 

training programme. Examining these issues will help lead us to a better solution in 

the design of an effective training programme. 

5.7.1.3 Summary of initial research 

Although not many companies, only 27.2%, ever discarded the programmes they 

used, many others are still greatly concerned whether they are going to carry on with 

those used at present. This is largely due to perceived effectiveness of the training 

programme. When asked about the challenges faced, many issues were highlighted 

(see Table 5-1 below). The primary challenge many organisations are facing within 

China is the lack of useful facilities including relevant foreign language resources. 

As a result, it is impossible to produce personnel trained with both practical skills 

and language abilities intended for use at work and to create a language environment 

in order to improve business or technical-based language ability.   

About 95% of interviewed managers demonstrated positive attitudes towards 

managing foreign language training programmes for their staff, showing a tendency 

towards a common view that Chinese organisations are looking for an effective 

foreign language training programme which is available for immediate use through 

cross-cultural strategic management. What is noticable is that many managers 

believe there is no substitute for overseas training. Two managers from Shanghai 

Intel Company argue that no amount of in-country training beats seeing what other 

countries look like and how they operate. One human resources manager from 

Ningxia FAJ Bearing added that overseas training should not be limited to only 
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language training and foresee that “expanding the language training course to tour a 

plant or firm nearby during the course of training programme might help Chinese 

employees understand how their own plant operations can be improved.” (from the 

interveiewee) 

Table 5-1 Results of initial research 

Implementation of Foreign language 
training 

Results 

Years since started 5-10 years in average 

Programmes ever discarded 27.2%  

Outcomes  18.2% positive, 54.6% negative and 27.2% 
uncertain 

Who needs training 90.9% technical personnel and managers  

Increasing business opportunity 90.9% positive answers given 

Applied strategy  27.3% positive and 72.7% negative 

Toward international strategy 
 

Only 36.3% ever thought of the option   

Ideal duration for a training programme 27.3% preferred long-term and 72.7% 
short-term 

Skills needed Foreign language ability, communication 
and negotiating skills, leadership and new 
work-related skills 

Challenges  Suitable and effective programme are not 
available, i.e. evaluation 

Source: Author’s research 

Managers were also asked what other challenges they experienced when managing 

past programmes. The answers can be summarised in four points: 

• Many programmes are impractical due to the design of training curricula 

which do not meet the required needs and skills at work places.   

• Both training customers and providers are inexperienced and lack knowledge 

of training management. 
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• Lack of an effective and efficient language environment that can enhance 

learners’ independent learning. 

• Ambiguity in learning targets and objectives either for individual learner or 

training companies.  

From the summary provided above, and in accordance with theories as mentioned in 

earlier paragraphs of the chapter, i.e. to manage an integrative, managerial and 

tactical project, two themes recur:  

• The necessity to moderate the current training programmes for Chinese 

managers and staff in order to carry out the companies’ development mission; 

• The need to respect Chinese learning needs, learning style and cultural values 

(Hofstede, 2001;  Xie, 2008;  Zhao, 2010). 

At first glance, these goals may appear contradictory, but in fact they are not. What 

ultimately is required, as many Chinese managers have said, is for foreign training 

programme providers to recognise the differences between Western countries and 

Chinese management methods. While the demands of running a business in the PRC 

can make establishing and maintaining a cohesive training programme difficult, 

companies that have been managing training programmes regularly find the efforts 

worthwhile (Melvin, 2008). Additionally, a fact that could be concluded from the 

interviews is that, as one of the interviewees indicated, “Chinese managers are thirsty 

for new ideas, new tools and new information.” (from interviewee Mr. Li Shao Wei)  

In sum, the design of a programme can integrate language, culture, and workforce-

related specific content learning, which can be taken as the basis of formulating 

programme curriculum. Following the interviews above, a enhanced model of 

programme should be composed of a statement of goals, objectives, and learner 

needs. A main objective is the development of English language ability for a 

specialised purpose, namely, work-related skills development. This objective is not 

limited to developing knowledge of a particular part of the English language, it also 

addresses the skills requried to use the language in particular contexts – to use 
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English to learn more than techniques and will enable the learner to function in a 

mutilingual and multicultural communication environment.  

5.7.2 Awareness of influential factors  

Better understanding of cultural differences would reduce the cost of transactions 

associated with behaviour and uncertainty (Walsh and Wang 1999;  Zhao, 2001).  

However, to achieve this can be particularly challenging (Ireland, 1991). This 

challenge can be a struggle both for training programme providers and clients. To 

deal with these challenges, there are some influential factors to which attention needs 

to be drawn. 

• Cultural awareness 

We have argued that Chinese culture is profoundly influenced by Confucianism (see 

Chapter 2), which not only affects daily management, but also affects the training 

process. Developing training strategies is usually a challenge to traditional Chinese 

adult foreign language education.  

Practitioners as well as academics have clearly begun to recogise that ‘talk’ in its 

broadest sense is central to the conduct of business at all levels, as Harries and 

Bargiela-Chiappini comment (1997): 

“… there are in existence a number of definable sub-generic types of business 

discourse, e.g. negotiations, meetings, service encounters, some of which have 

been studied much more frequently and intensively than others and from 

different perspectives…” 

Evidently, these comments still apply to Chinese companies and organisations when 

encountering challenges of how to seamlessly engage with overseas firms. There is 

much literature on the notion of language-based communication research which 

encompassess shared company values and attitudes(e.g. Baron and Walters, 1994; 

Deal and Kennedy, 1982; Hampden-Turner, 1990), as the presence of a number of 

competing managerial ‘discourses’ may create tension within a company and even 

cause conflict (Watson, 1996). Smith put forward the view that: 
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“(w)hile there may be some universialities to the organisational structures 

required around the world, the differing national cultures within which 

organisations are located frequently give those structures substantially different 

meanings. Working effectively across cultures is therefore not simply a matter of 

applying the skills found to be most effective within the culture of one’s country 

or organisations. It requires also that one can understand and cope with the 

process of communication and decision-making in settings where these are 

achieved in a different manner.” (Smith, 1992, p. 25) 

Smith concludes that “we have at present only a very partial understanding of how 

cross-cultural problems are best addressed.” Firth (1995) underpinned this view by 

pointing out that the difficulty of access to real data from companies and 

organisations has almost certainly become a hurdle to the development of the field.  

Confucianism mainly deals with human relationships. Confucianism can be found in 

every aspect of life and heavily impacts on different kinds of work. Chinese 

managers differ greatly from Western managers in their attitudes toward decision-

making, for example - a notion regarded as a sense of risk. With high uncertainty-

avoidance (Hofstede, 1994)  Chinese managers usually lack an adventurous spirit 

and a sense of risk-taking. They dare not make immediate decisions if they feel the 

circumstance is uncertain, which may deprive them of the opportunity to compete in 

the market. In most cases, they would like to make comparatively safe and less risky 

decisions at the expense of the business opportunity (Fan, 2004). It is understood by 

many Chinese people that the purpose of decision-making  is to avoid risk and 

uncertainty so that  a harmonious environment would be created (Child and Warner, 

2003).  

Apart from this traditional philosophical culture, we should not ignore the basic 

system of the People’s Republic of China – a system that Chinese people have been 

following for around 60 years, which could be termed as social culture. This system 

features a one-party governing political system and power has resided firmly with 

the central government and with the Chinese Communist Party. This feature of the 

Chinese political system has remained fundamentally unaffected by the economic 

reforms (Huang, 1996). It also has the feature that leaders at every level in any 
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company and organisation, whether promoted, or removed and sacked, have been 

essentially subject to party authorities at a higher level. This characteristic is socially 

accepted as the uniqueness of socialist management and culturally in line with 

Confucianism – human relationships should be built up through fidelity to superiors, 

one of the five virtues Confucianism proposes: benevolence, righteousness, propriety, 

wisdom and fidelity, although this is changing as younger managers emerge 

(Levinshon, 2007; Yu, 1999). 

• Managerial strategy  

Finding the right balance between prescribed management techniques and sensitivity 

to Chinese worker’s training needs and managers desires may be the key to 

successful foreign language training programme management. Management style is 

an area of significant difference between Chinese and Western countries (Zhao, 

2001). The challenges of management education for Chinese staff is essentially to 

address the disconnection between the current training management models used in 

many university business schools and the actual foreign language skills and other 

actual work-related skill demands (other than foreign languages only). It has to 

explore a strategic approach that may bridge the gap between Western management 

theories and the characteristics of Chinese training management. 

With the surge in popularity of training programmes such as Task-based and content-

based, and the Online Chinese project (see Chapter 3), there is no evidence to show 

that these training programmes have successfully improved the language skills and 

developed required abilities crucial to Chinese companies and organisations in order 

to compete in the global market. The heated debates on how to develop an 

appropriate foreign language model for Chinese staff have overshadowed the need to 

rethink existing approaches, and to experiment with a new model. 

Some suggest that Western methods of management education will not be 

successfully applied to training Chinese staff unless these cultural values are taken 

into account (Braun & Warner, 2002; Berrel, et al., 2001; Chee, 2002; Liu, 2006). 

However, this is only partly true. Whilst a better understanding of Chinese cultural 

values and managerial strategy will inspire Western educators to adjust their 
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educational managerial strategy and facilitate the process of knowledge transfer, 

there is a growing tendency to move toward a mixed management approach in which 

foreign and Chinese elements, Western and Eastern theories are blended; they 

employ foreign management theories to bridge domestic management goals. At the 

same time, Western education management needs to actively adapt its managerial 

strategy by respecting Chinese managerial culture in order to address the West-East 

divide (Chen, 2011).  

5.7.3 Identifying the focus of the research required 

The following research aims to address the pitfalls within the previous literature. 

Table 5-2 below shows the gaps the research needs to address in terms of  a range of 

aspects including foreign language needs analysis, training needs analysis, learning 

and teaching method, cultural factors, perception of training management and 

project-based foreign language learning programme.  

• As far as foreign language needs are concerned, there is an apparent gap 

between clients and providers. According to the initial research, it is assumed 

that  Chinese partners aim not only just to develop foreign language skills but 

also other work-related skills which may be useful in the company’s further 

development. This necessitates raising awareness of how to manage 

individual needs analysis and also balancing it with work-related skills. It 

also has to be justified in the research that follows. 

• Training needs will be based on developing problem solving abilities to help 

trainees perform more professionally and function skillfully in an 

international multicultural environment after their training programme. 

Apparently there is a gap in this respect as many progammmes available so 

far focus on development of communicative abilities such as training basic 

language skills of listening, speaking, reading and writing but have neglected 

developing the problem-solving ability increasingly demanded by Chinese 

companies and organisations. 
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• Apart from this, attention needs to be drawn to pedagogical innovation where 

the need is emphasised to creatively incorporate western learning and 

teaching theory into Chinese learning styles to speed the learning process and 

encourage the learner to achieve deeper levels of understanding from learning 

by doing (Oxford, 1990). This innovation needs to make sure it allows 

Chinese learners to become more self-directed, and teaching strategies should 

be more flexible in combining  a focus on form and formal instruction. 

• Managerial behaviours need to balance Western and Eastern cultures. 

Training programme managers need to reach agreement on ownership in 

order to provide technology and informational oriented training which 

Chinese organisations demand; however, availability of appropriate training 

is surprisingly rare. In this sense, a strategy to evaluate a training programme 

via cross-cultural management is vital to the success of a programme.   

• In addition, to take advantage of the western theory of project-based foreign 

language learning and tailor it for Chinese staff and managers one needs to 

ensure the quality of training is available.  

5.7.4 Objectives of the study 

To address the questions highlighted in the above, the research aims to create a novel 

model of a programme which can contribute to management education and 

mangement development in China, which in turn will test the transferability of 

management models developed in the West. 

Liu (2006) summarises after his research into comparison of models of management 

education from different cultures that whilst a better understanding of Chinese 

cultural values may inspire Western training programme providers to adjust their 

teaching and learning as well as managerial styles and facilitate the process of 

knowledge transfer, such knowledge does not translate into the necessary skills and 

competence for learners to confront the everchanging environment.  

In  accordance with this and the reality of learning and training needs for Chinese 

staff members from companies and organisations, in order to remedy the shortage of 
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appropriate models tailored for training Chinese staff and managers, the aim of the 

research is to balance East and West in the area of management education through 

cross-cultural communicative strategy by attempting to:  

• Incorporate project-based foreign and second language learning theory into 

training management and particularly use it to train Chinese managers and 

staff members through an international communicative strategy, that 

adequately reflects the reality of workplace culture. 

• Combine western learning style with Chinese learning style to ensure 

effective teaching and learning for Chinese adults through an interactive 

communicative training programme. 

• Propose a novel model which takes account of key elements of how to 

stimulate Chinese learners’ improved performance. 

• Develop a novel model by blending and updating the task-based and content-

based learning programmes and the Online Chinese project. 

• Generate a novel model which takes the influence of Confucianism into 

account to ensure implementing the programme will satisfy Chinese training 

needs. 



Table 5-2 Identifying the focus of the research needed  
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e 

Source: A
uthor’s research

- 102 - 
 



To achieve these objectives,  a model programme has to be created on the basis of 

employee’s work experience, so that it contributes towards developing individual 

learning tasks, as well as enhancing the development of organisations in a related 

aspect such as knowledge of technology, technical skills improvement, international 

communicative competence development, etc. In do doing, it is hoped that the 

project will achieve the intended task. In other words, a main objective for this 

project should entail creation of an initial training objective scheme which attempts 

to improve the staff’s foreign language ability for a specialised purpose, namely, 

work-related requirements. This objective is not limited to developing knowledge of 

a particular part of the foreign language, it also addresses the skills required to use 

the language in particular contexts (Orr, 2002). Therefore, the process of individual 

project formulation should closely relate to the employee’s existing knowledge and 

experience which has to be integrated into the organisation’s development objectives.  

In addition to placing the emphasis on building up individual learning projects, the 

next main objective is to focus on the process of implemenatation of the project 

which will help to generate a complete map of the programme model. To determine 

the effectiveness of the implementation of a programme, many researchers (e.g. Alon 

and McIntyre, 2005; Bechett 2006; Turner, 1993) have identified that an 

innovatative programme has to capture the essence of foreign training programmes 

for learners which could focus on several common threads: 

• Complex endeavours to do work which creates change. 

• Mixed objectives, especially constraints of quality and time. 

• The frequent involvement of people throughout any participanting 

organisations. 

• The evaluation of project needs effectively and creatively. 

So the project can be divided into two-tier levels (see Figure 5-2 and 5-3). The first 

tier is to look at how staff are effectively managing to achieve their learning task 

through an individualised approach. The process of creating their own learning 

objectives can be seen as individual project-based creation. The individual learning 
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objectives consist of foreign language proficiency improvement, work-related skills 

and other relevant abilities required by their organisations. The second tier of the 

project attempts to generate a model that is used to implement the programme for 

training Chinese staff. 

This proposed model is designed as a cycle, as the whole project is designed to begin 

with the first tier project and end with the second. Completing the second tier project 

is intended to lead to re-generation of the first. So the project triggers the 

management of the training programme by beginning with identification of staff 

foreign language needs, which is essential to the success of implementing the 

training programme. 

At the same time, the model attempts to respond to and address the concerns 

highlighted in the interviews when the initial research was conducted. They include 

effectiveness, motivation, triggers, self-esteem, true needs and quality assurance.  

 

 

  

  

First-tier project 

 

 

  

 

 

 

 

 

 

 

 

Figure 5-2 First-tier project (FTP) 

Source: Author’s diagram 
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Time needs to be devoted to the first stratified project before a project is set out 

because this is essential in determining a successful programme. It relates to 

strategies for successful implementation. The task of the first stratified project aims 

to look at what foreign language skills are needed by individual staff and at the same 

time it aligns with technical skills defined according to the requirement of the 

workplace. Stoller (1997) states that the planning of an approach to address either 

foreign language needs or technical skills largely determines how successful the 

project will be. It is common knowledge that time spent planning a project is time 

well spent, yet we consistently spend too little in a project’s early stage, failing to 

consider adequately the range of issues that will subsequently cause problems. The 

data collected through interviewing Chinese managers in initial research and from 

other sources in previous chapters have also explicitly shown deep concerns because 

problems often occur in managing training programmes for Chinese staff. As Beckett 

(2006) and Turner (1993) stated: one needs to think more effectively about what will 

influence the success of one’s project at the early stage. Apart from this, uncertainty 

about a programme will inevitably introduce high risk once the project is underway. 

In view of this, the first-tier project of building a trainee’s individual project and its 

approval is becoming increasingly important as it determines the success of 

launching a training programme and therefore play the role of a milestone plan 

which results in the second-tier project derived later.  

Then we come to second-tier project (see Figure 5-3). As explained above, the 

second-tier project - seen as a macro-project - attempts to generate a novel model 

which is used to launch an international communication programme aiming at 

training Chinese staff. In this respect, theory-framing draws upon the social-cultural 

tradition of learning and teaching - “project-based learning” – an inseparable part of 

learning which will be carried across the whole programme. This theoretical 

orientation of project-based foreign language learning and teaching refers to the 

assumptions of engaging in time-limited projects to achieve pre-specified or 

emergent performance objectives, which have been initially formulated in the first 

tier project, to make sure the implementation of the programme facilitates individual 

and collective learning (Cohen, 1991; Smith & Dodds, 1997). This is also in line 

with the action learning writings of Somekh (2006) who theorised that learning 
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resulted from the interaction between programmed instruction and the spontaneous 

questioning that arises from the interpretation of experience. In view of this, 

particular attention will be drawn to identify aspects of training participants’ work 

experience gained from working in their own organizations.  

Looking back at the literature review and initial research, it is possible to highlight 

the following elements demonstrating the actual needs from Chinese companies and 

enterprises and the crucial dilemma faced by them as a consequence.  

• Training needs analysis – what kind of programme model is appropriate for 

Chinese staff in the context of a Chinese education background and the 

company’s administrative management system? There are concerns about 

how much language knowledge as well as other related work-based skills the 

trainees can acquire and how much knowledge could be immediately helpful 

to the development of their organisations. 

• Motivations – what the influencing factors are for triggering the launch of a 

programme and what motivates staff learning.  

• Maintaining self-esteem - how to enhance the self-esteem either of 

companies and organizations per se or of individual participants. 

• Effectiveness and Quality assurance - how is the quality of the training 

programme maintained? How are the outcomes of the training programme 

evaluated to guarantee effective quality assurance? 

In order to respond to and therefore deal with these challenges properly, the research 

proposes a novel model (see Figure 5-3 Second-tier project) in an attempt to meet 

actual training needs and to specify the different stages with various conditions that 

should be present for an effective learning programme. The programme model will 

be implemented at the same time internally and externally, and can be seen as both 

planning graphic and project report or diary stages. Moreover, this second-tier 

project is proposed in an attempt to cope with the key issues highlighted above as 

training needs analylsis, motivation and triggers, maintenance of self-esteem and 

effectiveness and quality of service assurance.   
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• Training needs analysis 

Current efforts in managing programmes have been vigorously opposed by some 

people within the profession (Child, 2003; Liu, 2001; Stephen, 1998). They believe 

those models featuring online Chinese and task-based learning cannot guarantee 

anything more than the application of general and rather elementary criteria of 

training programme itself. To be a professional development programme, according 

to Vieira (2004), every individual learning objective needs to meet two criteria: i) a 

body of knowledge that is targeted for learning and continuously upgraded; ii) a 

commitment to achieve learning goals. What is more, to manage a cross-cultural 

training programme, the emphasis will be placed even more on identifying the real 

learning tasks, which in turn will give learners a clearer direction they should follow.  

This not only helps the trainee to build up learning objectives or learning tasks but 

also to convince the managers from different companies and organizations of the 

targets they want to achieve (Weiss, 2003).   

• Motivation and triggers 

The model is incorporated with four components which are situated at its heart. It 

intends to answer the questions of how to maintain the effectiveness of the 

programme, and it is also hoped that this model will meet the concerns that come 

from Chinese managers in the initial interviews. The innovative model starts with 

development, project-building and project-validation stages which characterise the 

first tier project. This initial stage of project building designed for the purpose of 

motivating learners will be mainly undertaken internally, which means it will take a 

period time for staff to identify their language abilities and create a work-based 

project, so that the motivation and triggers for training taking place later on would be 

secured.  
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Figure 5-3 Second tier project (STP) 

Source: Author’s diagram 

But what draws our attention is that the first stage of project development and the 

third stage of project-validation do not mean the work would be put into action 

independently without assistance from training providers. On the contrary, this work 

always requires significant involvement on the part of trainees to make sure the 

training individuals are effectively and properly motivated throughout the training. It 

is hoped that jointly evaluating staff’s individual projects can preserve individuals’ 

motivation generated at the initial stage so that the quality of programme 

implementation is sustained.  

• Maintaining self-esteem  

In addition, this appraoch also maintains the self-esteem either for Chinese training 

organisers or for training providers, surely important for saving Chinese “face” 

culture in particular (Wong, 2007). On the other hand, jointly validating and 
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revalidating the training programme will provide further collaboration activities 

between partners, as there will thus always be “a good start and a happy end” (a 

four-word Chinese phrase ‘shan shi shan zhong’ regarding keeping a good 

relationship between two partners. This requires both parties involved committing as 

much responsibility at the onset as they do at the end to ensure a sound quality and a 

happy outcome).   

• Effectiveness and quality of service assurance 

The second-tier project is the core stage where the objectives of learning for 

individual staff are to be established. Every objective, whether in terms of language 

skills or technical skills based on their own workplace, should be precisely allocated 

and highlighted, and jointly validated afterwards. This will ensure the effectiveness 

at the implementation stage and therefore assure the high level of training outcome, 

based on the project-planning stage. In terms of quality assurance in implementation, 

the relevant approaches are important such as periodical reports and project diary in 

order to make sure the training programme stays on the track fixed during the level 

one stage and also maintains a transparent channel of negotiation between managers 

from Chinese companies and organizations and training providers. This is 

particularly important because trainees are always playing the role of a friendly 

envoy. To some extent this might be very helpful for sustainability of programme 

management in the context of relationship with Chinese partners, but there is still a 

risk that any discordant notes from trainees could destroy established loyalty or 

mutual trust. So keeping partners informed about the progress of the training 

programme becomes extremely important in order to maintain Chinese partners’ 

self-esteem and relations while the training programme is taking place whether 

internally or externally. Apart from this, keeping the negotiation between managers 

from two sides and keeping diary reports are essential because training managers 

from suppliers and partners will use up-to-date feedback for the assurance of training 

quality.  

To summarise, the proposed model (see Figures 5-2 and 5-3) builds upon the 

project-based foreign language learning theory proposed by Beckett (1994). In 

previous chapters 2 to 4 existing literature in connection with foreign language 
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training programmes for Chinese staff and managers has been scrutnised to 

determine where the effective model fits the need. No literature references or 

research reports were found that provide any evidence on how a model provides an 

appropriate approach to fill existing gaps to train Chinese companies and 

organisations in terms of above four problems. In addition, little is known about 

specific learning model with regards to effectiveness and the appropriateness of 

managing training programmes. Managers worry about the effectiveness of training 

programmes and whether the training content and training outcomes could bring 

more profits and benefits. This research therefore serves as a seminal first step in 

creating a framework for developing training model using foreign language teaching 

and learning as a passport to international collaboration. As such it provides a 

theoretical and practical contribution to knowledge. 

5.7.5 Propositions and hypotheses 

The combined use of research propostions and research hypotheses in this thesis 

needs some clarification.  Dillion et al. (1994) and McDaniel & Gates (2001) argue 

that a hypothesis is an assumption or a guess that the researcher makes about some 

characteristic of the sample population. 

Willemse (2004) defines a hypothesis as an assumption to be tested with the 

objective of making statistical decisions based on a scientific procedure. It is an 

attempt to determine when it would be reasonable to conclude, from an analysis of a 

sample, that the entire population possesses a certain property. 

Cooper & Schindler (2008) also argue that  the immediate purpose of exploratory 

research is usually to develop hypotheses or questions based on the reality that 

research uncovered. This attempt is for further research. They define a proposition as 

a statement about concepts that may be judged true or false if they refer to 

observable phenomena. They also point out that when a proposition is formulated for 

empirical testing, they refer to it as a hypothesis. So the proposition in the context of 

this research should be also taken as a hypothesis as it is to be tested through a 

questionnaire.  
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5.7.6 Testing the two-tier levels model 

The following research propositions or hypotheses cover the main areas addressed 

by the research instruments (to be discussed in Chapter 6) and provide a framework 

for testing two proposed frameworks and for organising the resultant research results 

and conclusions that will be discussed in the following chapters. 

The propositions or hypotheses only apply to the research subjects, namely those 

managers from Chinese companies and organisations who actually sponsor a training 

programme at a certain point. And also those staff members who have ever 

participated in the programme and to some extent will be involved in future 

programme management. 

If asked about the primary reasons triggering Chinese business institutions’ decision 

to develop a foreign language programme for their staff, one possible answer might 

be that foreign language training is merely the channel or medium for managing an 

international foreign programme. However, the ultimate objective behind a training 

programme is to help companies’ and organisations’ development, from business 

profit increase or improved operational management in general, to a specific step 

forward within a particular work group, such as staff personal technical skills.  

To address this demand, the research model at the same time develops an 

international communication strategy that requires three essential components from a 

foreign language programme – an international training provider, trainees and 

Chinese administrative managers (see Figure 5-3) to work collaboratively and 

effectively on the programme. It is obvious that the project is potentially 

emphasising the pre-preparation stage or planning graphic as the figure above 

indicated, which consists of developing foreign language project (Beckett, 1999; 

2006), a project-building stage and a project-validation stage. No matter which 

stages the programme has reached, the three parties have to make sure that they 

communicate effectively with each other.   

The proposed first-tier project and second-tier project consists of: 
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1) Building-up of a specific project (Turner, 1993) or individual task-based project 

(Goldstein, 2002) 

• Individual language skills demands  

• Technical skills defined (Littrell, 2002, 2005; Liu, 2001) 

• Foreign language-based project evaluation (Sanchez, 2004) 

2) Project-based training programme 

• Project-validation - jointly validating 

• Programme implementation – consistent with learning demands defined 

previously at the project-building stage and sticking to the project diary 

(Kealey, 2009; Kolb, 1991) 

• Programme evaluation – joint evaluation 

3) Other related factors 

• Intercultural communication (Lynch, 2006; Nordhaug, 2003) 

• Motivation of learning (Beckett, 2006;  Smith 1985; Whiddett,2002) 

• Trigger for running the training programme 

• Learning and teaching strategy (Liu, 1997; Wu, 2001)  

To guide the stated purpose of the study, the following research propositions (P) 

have been made and will be examined further: 

P1 – P4 are related to addressing the first-tier framework – building-up an 

individual task-based project 

P1. Chinese companies will embrace a foreign language training programme if 

it starts by creating a project individually and independently prior to actual 

implementation. 
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The findings for this proposition address the importance of the project creation and 

building-up stage taking place prior to implementation of a programme within a 

Chinese company or organization which are of interest to and appropriate and 

meaningful for both partners.  

P2. An effective individual project would be created and welcomed by Chinese 

companies if it is based on learner’s language skill needs and technical skills 

related to the work place. 

The propositions will reveal the participants and managers’ attitudes to the necessity 

of launching a foreign language training programme and also play a role in 

determining the effectiveness of the programme implementation. 

P3. Chinese companies are interested in launching a foreign language training 

programme if it aims to enhance professional skills and technical ability.  

It is hoped that actual foreign language needs of companies can be identified, so that 

the research can address issues of innovation in managing a training programme – 

professional skills and technical ability are vital to ensure the success of managing a 

foreign language training programme for Chinese staff. These are also the elements 

any foreign language programmes need to emphasise more. It also leads to further 

consideration as to whether it could indicate a shift in training management from a 

focus on language proficiency to a focus on professional skills and technical ability.  

P4. Chinese companies and organisations would like to launch a foreign 

language training programme if it aims to develop communicative, reading and 

writing abilities and cultural awareness. 

The question considers the role of training programmes for Chinese employees and 

what actual needs they are demanding in terms of language proficiency, training 

orientation, which could motivate managers to run a training programme. 

P5 – P8 are related to second-tier framework of programme implementation and 

evaluations 
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P5. Chinese employees will be more interested in foreign language training 

programme if the pedagogic style is to combine formal instruction and self-

directed learning. 

The questions regarding this proposition address operational issues. How can a 

teaching procedure be managed in alternative models of course delivery? What 

factors might not be avoidable? In addition, the statement attempts to explore what 

teaching approaches are useful in improving adult foreign language learning and 

skill development. 

P6. Foreign language training programmes will be of more interest if they aim 

to develop the trainees’ ability to solve problems which closely relate to their 

real work. 

The proposition is to explore more abilities to be developed in the programme but 

more emphasis will be placed on the ability to develop as a goal of the solution of 

practical problems. This is about attitudes and intention towards the programme 

design and packages of outcomes set by both Chinese training managers, trainees 

and training providers. 

P7. Chinese staff and managers will be more interested in training programmes 

if regular reports about the progress of trainees and ongoing negotiation over 

course content is required to be incorporated into the training programme. 

Reflection on this proposition addresses proper ongoing evaluation approaches to be 

used to maintain and sustain cross-cultural training programmes for Chinese partners. 

P8. Quality of the programme will be assured if Chinese managers and 

programme providers are jointly involved in the evaluation either at the stage 

of generating the learning project or at the end of the programme.  

Attitudes toward the proposition will look at the degree of Chinese partners’ 

involvement and the determination of the outcome of the quality of  the training, and 

also better approaches to evaluation. It also looks at the management of the 

relationships between the learner, training supplier and the programme partner.  
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5.8 Summary 

To summarise, a range of relevant theories including the definition of strategy, how 

to define a strategic project, theory of planning at a strategic level of a training 

programme and how to make effective control of a programme, as well as how to 

look into the problems arising when developing an international project have been 

discussed in this chapter. All of these relevant concepts have been incorporated in a 

structured way so as to shed light on generating a novel project for the purpose of 

this research. In order to give the proposed model a sound basis in reality, the 

research has explored the gaps that exist in reality through conducting and analysing 

the initial research in which 11 interviews with managers from different Chinese 

companies and organisations were carried out. Findings generated from the initial 

research have revealed the reality challenging current training orientation and have 

thus inspired the research to hypothese possible solutions on the basis of 

acknowledging the influential factors and gaps identified.  

Two-tier levels projects have been proposed and 8 propositions to test the 

hypothesised models are also constructed. The following chapter will discuss the 

methods that are used to justify the validity of the novel model.  
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Chapter 6 Research Methodology 

 

6.1    Introduction 

In this chapter, research methodologies appropriate to undertaking the research and 

investigation are considered. The research first discusses the research philosophy and 

reviews the method that was used to develop the research from chapter two to 

chapter five, and then look into the survey design in terms of sample, measures, and 

procedures which are used to justify the research propositions. 

6.2    Ontology and Epistemology  

It is essential to ascertain ontological and epistemological decisions before carrying 

out a research project (Collis and Hussey, 2003). They point out that reflection on 

their ontogical views enables researchers to identify what happens in the actual 

world and how one sees reality (Creswell, 2003; Davies, 2007). This will in turn 

enable researchers to identify their epistemology. If one identifies principally with 

the idea that there are macro-realities in a project researchers are more likely to think 

that large-scale research will generate useful knowledge (Blaikie, 2000). However, if 

a researcher is more persuaded by the existence of micro-realities, then s/he should 

demonstrate a preference for localised investigation which seeks to penetrate issues 

more deeply. While thinking of these, this will help to clarify the methods by which 

the data will be collected and analysed; to recognize whether the chosen design 

could help to meet research objectives and address the research hypothesis 

(Easterby-Smith et al., 1991). Similarly, Saunders et al. (2000) state that before 

carrying out research, it is essential for researchers to identify the underpinning 

philosophies. Thus, the researcher will first clarify the ontological position of this 

study and explan how the researcher regards the entities investigated in this study 

and what the nature of the exsiting reality of the study. 

6.2.1 Ontology 

Ontology is the consideration of being: what is, what exists, what it means for 

something to be (Carson et al., 2001; Packer, 2000). It concerns with the nature of 
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the reality to be investigated (Bryman, 2001). Essentially there two major 

ontological positions – scientific positivist research and non-scientific interpretivist 

research (Saunders et al., 2003).   

Postivism is based on observations of external reality and is considered as the best 

way of invesitigating human and social behaviour (Easterby-Smith et al., 1996). 

Positivism holds that the social world exists externally and its properties could be 

measured through objective methods. Hussey and Hussey (1997) argued that 

positivism is founded on the belief that the study of human behaviour should be 

conducted in the same way as studies conducted in the natural sciences. This is based 

on the assumption that social reality is independent of us and exists regardless of 

whether we are aware of it or not, as investigating reality according to the positivist 

approach has no effect on reality itself. Furthermore, according to positivists, the 

researcher can establish causal relationship among the variables under investigation 

by reducing phenomena into simple elements that facilitate formulating and testing 

hypotheses, which would allow the prediction to occur, and offer causal explanations 

too (Easterby-Smith et al., 1991; 1996; El-Kot, 2001; Hussey and Hussey, 1997). 

Interpretivism was developed as a result of observations and creative thinking, rather 

than through a logical and rational application of scientific method (Easterby-Smith 

et al., 1991; 1996). Hussey and Hussey (1997) argued that interpretivism relates to 

phenomenology, which is based on the assumption that every phenonmenon that can 

be observed is unique, and this uniqueness is important for undertaking research in a 

scientific manner. Phenomenology is concerned with understanding human 

behaviour from the participants’ own frame of reference (ibid., p.52). Besides, 

Easterby-Smith (1991) also stresses that reality is socially constructed rather than 

subjectively determined; people may place many different interpretations on 

situations and it is the role of the interpretivist to make sense of it (Saunders et al., 

2003). Therefore, researchers should try to evaluate the meaning of and reasons for 

what actually happened in the real world by assessing different experiences, which 

allows for gathering natural not artificial data from data resources available and 

helps contribute to evolution of new theories (Davies, 2007).  
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These two alternatives work in an opposite way – positivism deductively and 

interpretivism inductively (Creswell, 2003). Positivism examines the examined 

reality objectively which is independent of observers; whilst interpretivism 

investigates the examined reality based on people’s perceptions with observers 

involving in data analysis (Saunders et al., 2007). Crotty (1998) regards these two 

major ontological positions as located at either end of a continuum which starts with 

positivism and ends at interpretivism or vice versa.  

Bryman (2007) advocates that deciding ontological orientation depends on how 

researchers see the entities of the study – whether it is an objective entity that is 

measured externally or a subjective entity that is based on perceptions of social 

actors, or both. This study initially investigates the external and objective reality that 

impacts on a language training programme in practice in order to identify where the 

gap lies. This understanding allows the researcher to critically review the relevant 

literature. Meanwhile, people’s beliefs, feelings and attitudes on the programmes are 

majorly investigated in order to shape the research propositions. This is because 

reality is regarded subjectively to reflect aspects that are deeply rooted in individuals’ 

consciousness (Saunders et al., 2003; Silverman, 2004). These individuals in this 

study refer to managers and staff from Chinese organisations who have engaged and 

participated in foreign language programmes. At a later stage, the research examines 

and tests the hypothesised innovative model through investigating those participant’s 

views and positions in their actual work situations where the entities investigated are 

socially constructed (Bryman, 2007). Hence, the researcher regards the nature of this 

study as one of multiple realities which entails not only the investigation of external 

and objective reality but also internal and subjective perceptions from subjects of this 

study (Saunders et al., 2003).  

Based on this clear ontogical position, the researcher decided to employ pragmatism 

as the mode of enquiry, in which both traditions of research philosophy – positivism 

and interpretivisim, are utilised. Pragmatism embraces the two extremes of 

positivism and interpretivism with an effort to gain a profitable result for data 

collection (Pansiri, 2005). The positivism emphasises quantitative methods as 

opposed to interpretivists’ qualitative approaches. Pragmatism has been hailed as the 
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foundation of mixed-method research (Tashakkori and Teddlie, 1998; Teddlie and 

Tashakkori, 2003a). Mixed-methods have been defined as those studies involving 

the collection or analysis of both quantitative and qualitative data in a single research 

in which the data are collected sequentially. It also involves the integration of the 

data at one or more stages in the process of research (Creswell et al., 2003, p. 212). 

Creswell further argues that, instead of methods being important, the research 

problem is the most important issue and each individual research has their own 

choice regarding the methods, techniques and procedures of research that best meet 

their needs and purposes (Pansiri, 2005, p. 198). Pragmatism embraces both points 

of view of positivism and interpretivism and is oriented towards using both 

qualitative and quantitative methods (Tashakkori and Teddlie, 1998). Therefore, the 

research advocates using mixed-method methodology as the researcher tends to base 

knowledge claims on pragmatic grounds and employs strategies of inquiry that 

involve collecting data sequentially to best produce desired outcomes (Creswell, 

2003).   

6.2.2 Epistemology 

Epistemology is the systematic consideration, in philosophy, of knowing: when 

knowledge is valid, what counts as truth (Carson, et al., 2001; Packer, 2000) and 

how the data could be acquired (Creswell, 2003). Essentially, epistemology attempts 

to identify properties by virtue of which beliefs are justified and counted as 

knowledge (Bernecker, 2006). Based on the ontological position of this study 

discussed in section 6.2.1, the research aims to clarify what this study counts as valid 

knowledge. 

Firstly, in order to generate a context for understanding the reality of a foreign 

language training programme for Chinese employees, considerable observation and 

critical thinking were carried out through interpreting the causality of the deficit of 

current exsiting training programmes and investigating the views from programme 

managers. This attempt is based on the researcher’s view that the reality in this sense 

is socially constructed and has been critically examined by previous research. The 

vaild knowledge can be obtained from both the previous studies in the area and 

experienced managers engaged in educational management. Inductive method was 
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largely used in this sense in order to provide qualitative data following the principle 

of interpretivism.  

Then, the research was designed to utilise the perceptions from both staff and 

managers enabling the main investigation to investigate training participants’ 

behaviour and reality. The deductive method, in line with the principle of postivism, 

was employed to demonstrate the justification and quantitative data obtained allow 

the research to see simple numerical figures for start and end points. Due to both 

Chinese staff and managers who are potiently selected to participate in foreign 

langauge training programmes, knowledge is counted as a product of the experience, 

attitudes, history and actual needs of the participants; thus can be discovered ‘out 

there’ based on their attitudes (Bryman, 2001). Moreover, pragmatically, using 

quantitative method is the best approach to collect data from a large-scale observed 

population, staff participants in this study,  because self-administered questionnaire 

and representative sample could be adminstered (Bryman & Cramer, 2001). In 

addition, quantitative method enables participants to provide their thoughts and 

opinions quickly to tackle time and budget problem (Creswell, 1999; Field, 2009). 

Later, in order to gain more vaild data, the follow-up in-depth inteview was needed 

to explore the details to find support for the observations and conclusions (Creswell,  

2003; Saunders et al., 2003). The subjective ontological position which allows using 

qualitative technique was resumed for this regards. An informal and relaxed 

atmosphere created in the semi-structured interviews enabled the researcher to 

understand participant’s attitudes, actions, and reactions toward issues of divergent 

perceptions between staff and managers (Creswell, 1999; Newman, 2008).  

In summary, the sufficiency of the data according to different data sources or data 

collection methods allowed the researcher in this study to identify and elicit aspects 

of investigation for the same situation and the same time with multiple sources of 

evidence in order to find answers for the research objectives. In addition, using a 

mixture of both qualitative and quantitative data sources helped stengthen the 

credibility of findings and ensured the trustworthiness of both qualitative and 

quantitative findings (Davies, 2007; Newman, 2008). 
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6.2.3 Triangulation 

Triangulation refers to the use of a variety of methods in one project with a view to 

exploring the research question from different angles (Davies, 2007) and is the most 

common and well-known approach to mixing methods (Crewell, 2007; Crewell, et 

al., 2003). It is widely acknowledged that there are advantages in using multiple 

methods of investigation in exploring a given research topic. These different 

perspectives or ‘triangulation’ as it is referred to, offer the researcher an all-round 

and explicit picture of the topic discussed (Coolican, 1999; Hayes, 2000). The 

purpose of this design is “to obtain different but complementary data on the same 

topic” (Morse, 1991, p.122) to best understand the research problem. The intent in 

using this design is to bring together the differing strengths and non-overlapping 

weakness of quantitative methods with those of qualitative methods (Patton, 1990). 

This research project involves the use of four types of triangulation (Bryman 2008). 

• Data triangulation, which entails gathering data through different sampling 

strategies such as interviews with managers and questionnaire surveys to 

both managers and staff. 

• Investigator triangulation, which refers to the use of 4 researchers in the field 

to gather data and another 4 people with a bilingual background to transcribe 

and interpret data. 

• Theoretical triangulation, which consists of the use of four statistics of tests 

from PASW 18 and Nvivo 8 in interpreting data. 

• Methodological triangulation, which involves of the use of semi-structured 

interviews and quantitative-based questionnaires. 

Apart from this, the design of the research methodology also follows the current 

popular trend using mixed methods (Creswell, 2009) to create the triangulation of 

the research. It includes:  

• Literature research 

• Quantitative empirical research 

• Qualitative empirical research 
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For literature research, desk work including reviewing the previous research 

retrieved from the library databases, websites, newspapers and documental papers 

was carried out with a view of exploring the existing gap to be filled or the specific 

questions that remained unanswered in the past. The aim of doing this part was to 

serve several purposes. Firstly, it critically investigated the outcomes previously 

arrived at in order to gain an overall understanding of the relevant components 

integrated into proposing an effective foreign language programme for China’s 

trainees. Secondly, the researcher reviewed the literature and used it to provide 

evidence for the purpose of the study and the underlying problem addressed by the 

appropriate research methodology.  

For the second and third empirical research referred to in this project, the researcher 

intends to use a mixed-methods research approach. Tashakkori and Teddlie (1998; 

2003a) argued in favour of this design approach that if a research proposition has 

been generated and confirmed by two or more independent measuring approaches, 

the uncertainty of its interpretation is greatly reduced. And they believed that the 

most persuasive evidence comes through using more than one approach to an 

investigation. Creswell (2007) illustrates this by putting forward the view that in 

designing and conducting mixed-methods research, researchers need to know the 

alternative stances on world views and mixed-methods research and need to be able 

to articulate the stances they are using. Tashakkori and Teddlie (2003a) suggest that 

at least 13 different authors embrace pragmatism as a worldview or paradigm for 

mixed-methods research. Surely, all of these actually support the view that the two 

sets of findings may be inconsistent, but as Kenneth (1994) observed, such an 

occurrence underlines the problem of relying on just one measure or method. In view 

of this, the research has been designed so as to enable data triangulation (Bryman, 

2001; Creswell, 1999) so that slices of data at different times on a variety of people 

are gathered. 

6.3    Scheme of research methodology 

The research is aimed at developing an effective model of foreign language training 

and offering the international communication managerial approach for Chinese adult 

language learners in light of China’s actual needs. Two-tier levels of model have 
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been proposed in the previous chapter. It is time to justify them. To achieve this goal, 

the following procedures have been designed for the research to follow. 

• Procedure one - to investigate where foreign language training gaps are and 

where the need lies within China’s organisations and companies. This 

procedure also identified existing shortcomings in current practices. 

Meanwhile, it explored the necessary interrelated theories which underpin the 

research to generate the theorised proposals in an effort to solve the practical 

problems in the field of education management. Reflecting on this research, 

the previous chapters 2 to 5 have constructed the framework of the intended 

theory using the principles of interpretivism through widely reviewing 

secondary data from relevant resources. This has also been accompanied by 

collecting the primary data generated from the interviews with managers 

during initial research. This as a result leads the research to interpreting 

primary and secondary data and puts forward the intended theory for further 

investigation. The design of this procedure is based on the premise that an 

exploration of a phenomenon - in the sense of this research, an issue relating 

to existing training programmes and an approach to resolve it, is needed. The 

design begins qualitatively (Creswell et al., 2003). 

• Procedure two - Based on the literature review and findings from the initial 

research, the researcher developed the research propositions and established 

research questions to be addressed. In this phase, the research looked into 

relevant theories and narrowed down the perspectives in order to generate a 

theory interconnecting the themes (Creswell, 2007). This is in line with what 

Creswell mentions that in qualitative research, inquiries are “up front” and 

identify how their experiences and backgrounds shape the interpretations they 

make through the coding and theme development process (ibid.).  The 

hypothesised model will be considered as the main part of the contribution to 

the knowledge of foreign language education under a certain set of 

circumstances that will be justified in the later stages of research.  

• Procedure three - As noted previously, the author chose to use mixed 

methods. This method is designed to explore the issue sequentially and 
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consists of two distinct steps: quantitative followed by qualitative (Creswell 

et al., 2003). In this design, the author first collects and analyses the 

quantitative data and in turn investigates the attitudes of both managers and 

staff towards the proposed models. The qualitative analysis that follows is 

intended to help explain, validate, elaborate or enrich the quantitative results 

obtained in the first step. The second, qualitative step builds on the first. The 

rationale for this approach is that the second step is to numerically support 

and validate the results of the first quantitative work and the following stage 

of the qualitative data and their subsequent analysis results in a deeper 

understanding of the research problem. The intent of this procedure is that the 

quantitative step is emphasised; and qualitative analysis is to qualitatively 

generalise the quantitative results (Creswell, 2007). In addition, it should be 

noted that the remaining chapters of the research will use the principle of 

positivism to deductively investigate what is actually going on in the real 

world. Therefore, the overall framework of research methodology for the 

present project is depicted within Table 6-1 below: 



Table 6-1 Schem
e of research m

ethodologies  

C
hapters 

C
hapter 2, 3 and 4 

C
hapter 5 and 6 

C
hapter 7 and 8 

O
bjectives and content 

Literature review
 

Theoretical fram
ew

ork 

R
esearch m

ethodology 

O
bjective 1- to define w

here the need lies and 
w

here the deficits are w
ithin education 

m
anagem

ent. 

O
bjective 2- to identify existing shortcom

ings 
in current practices. 

O
bjective 3- To justify the significance of the 

im
plications of a project-based foreign language 

training program
m

e for C
hinese em

ployees. 

O
bjective 4- To develop the ability of foreign 

language training suppliers to establish a 
m

anagem
ent strategy for project-based language 

training. 

R
esearch Philosophy 

Interpretivism
  

 

Interpretivism
 

Positivism
 

R
esearch D

esign 
Q

ualitative and inductive     

 

Identify them
es; H

ypothesis-
generated 

M
ixed-m

ethods (Q
ualitative and quantitative);  

and deductive analysis 

 

M
ethods 

Secondary data collection and critically review
 initial 

research;  

 

Q
ualitative and inductive 

N
um

erical questionnaires survey, and 
subsequent qualitative interview

s 

  

Procedure one                                                          Procedure tw
o                                 Procedure three 

Source: A
uthor’s research
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6.4    Quantitative research design 

To test the propositions, as in line with the natural science, the research employs the 

null hypothesis at the outset of the experiment (Bryman, 2001; Pallant, 2005). In 

statistics, the typical null hypothesis, at the outset of the experiment posits that no 

difference exists between the control and experimental groups. The null hypothesis 

plays a major role in testing the significance of differences between variables and it 

requires the research to collect data and measure how likely the particular set of data 

is (Howitt & Cramer, 2008). To collect the evidence to prove the propositions in this 

research, the rejection of null hypothesis will be examined considering if the data 

does not contradict the null hypothesis, then only a weak conclusion can be made; 

namely that the observed data set provides no strong evidence against the null 

hypothesis (Fisher, 1966).  

The use of rejection of the null hypothesis, while widespread, offers several grounds 

for arguments in other disciplines as to its opposite – retaining null hypothesis, for 

example, unit root test – as often appeared in the literature of economics and finance 

(Dickey & Fuller, 1981; Kapetanios, 2005), and as well as type II error – as often 

used in examining drug effectiveness in pharmaceutical research (Wuensch, 1994). 

The null hypothesis in the former is that a unit root is present.  If that hypothesis is 

rejected, one can estimate the series of the difference stationary; whilst if the 

presence of a unit root is maintained, then one should predict the series of the trend 

stationary model (Dickey & Fuller, 1981). While, the null hypothesis in the later is 

defined as failing to reject a false null hypothesis – in a sense to conclude that the 

drug is safe when in fact it is not. In contrast, for pragmatists, as contended by James 

(2000), ‘truth’ means the same thing as it means in science and ‘truth’ is the name of 

whatever proves itself. Powell (2001) also supports that a true proposition is one that 

facilitates fruitful paths of human discovery, and should be retained. So, the way to 

prove that the propositions in the research are true needs to be via a process of 

enquiry and data collection through examining the null hypothesis to each 

proposition. For practical purposes, the rejection of the null hypothesis is employed 

in this research.   
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6.4.1 Sample 

Eight companies and organisations from Western China were selected for the survey. 

They are Ningxia Schaeffler Bearings Company, Bank of China (Ningxia Branch), 

China Chamber of International Commerce Yinchuan, Chamber of Commerce, 

Industrial and Commercial Bank (Ningxia Branch), Organisation Department of 

Ningxia, Ningxia University, Intel Technology Development (Shanghai) Co. and 

China Oriental Group. Seven of them are situated in the northwest of China; the area 

is seen prospectively as “a crucial area for building a moderately prosperous society 

in an all- around way in ten and fifteen years”, according to China’s 12th Five-year 

Plan (Xinhua, 2010). One organisation from Shanghai is considered to be one of 

China’s major “growth engines” (Ou et al., 1996), and it was the one that was only 

involved in the initial research. Four companies from the samples were state 

enterprises and another four were private enterprises. All of them have been included 

in the survey based on the selective criteria that they have business links with other 

countries and also they have schemes of foreign language training and have 

experience of managing foreign language training programmes for their staff over 

past 10 years. Besides, the sample was heterogeneous (Gillespie and Mileti, 1981). It 

comprised a variety of industries and services. This provided the degree of freedom 

necessary for testing research propositions, following the approach of Pugh and 

Hickson (1976) and successor studies (see Beyer and Trice, 1979). Their 

organizational researches achieved a degree of sample diversity that only a few 

cross-national studies match (Miller, 1987). Subsequent research confirmed that 

theories and causal models of organisational structure are applicable to samples of 

very different organisations (Schlevogt, 2002), which suggests that findings from 

this research may also apply to a wider set of organisations. 

6.4.2 Questionnaire Design  

The research largely followed Wittington’s framework (2001) and adapted the 

design of the questionnaire’s structure from adapting Basuki (2009). There were 

three reasons for this choice. First, Wittington and other scholars developed a wealth 

of theoretical insights on investigating strategy orientation (Berger & Milem, 2000) 

and management practice, as well as the relationships between these scales and 
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various antecedents (Schlevogt, 2002). Secondly, Littrell (2002) implemented a staff 

and manager satisfaction survey, using a five-point Likert-scale technique for data 

collection. This forced-choice “disagree – agree” technique was repeatedly used by 

many researchers looking into Chinese management (e.g. Littrell, 2002;  Schlevogt, 

2002).  Thirdly, as will be demonstrated below, the psychometric properties of the 

various items adapted by Basuki (2009) are well validated.   

The questionnaire was designed for both staff and managers. Each of them consisted 

of three sections totaling 64 questions, and the staff’s questionnaire was comprised 

of 30 questions and the manager’s questionnaire 40 questions. Both questionnaires 

cover the same questions with same styles but different genres of expressions 

designed to address the same variables. The staff’s questionnaire covered their 

attitudes, reflections and biographical details; and in the manager’s it covered socio-

demographic background, attitudes and behaviour and biographical details as well. 

Closed questions were used in most cases, including either 5-point Likert scales or 

multiple-choice. A Likert five-point scale was designed and used as (1= strongly 

disagree, 2= disagree, 3= neutral, 4= agree and 5= strongly agree). In addition, there 

were several open-ended questions to inquire whether respondents would like to 

receive details of the main findings of this study or whether they would like to 

participate further in the project. The descriptive statistics for both staff and manager 

questionnaires are as follows: multiple-choice questions (n=13); multiple-item scales 

(n=43); open-ended questions (n=7). The average response time per questionnaire 

was 10 to 15 minutes. Meanwhile, for consistency, straightforwardness, and to 

ensure that the questionnaires could be completed relatively quickly, all statements 

were presented in the same format (Bryman, 2004). Furthermore, two versions of 

questionnaires in both English and Mandarin Chinese with the same format were 

designed to be ready for the Chinese respondents’ preference. 

To ensure appropriate methodological design of the questionnaire, four people with 

strong academic backgrounds within the same area and who were qualified to make 

appropriate judgments for the questionnaire were engaged in the process of 

questionnaire design and helped to work on designing the pattern, proof-reading, 

moderation and validation of the questionnaire. In addition, all the items were 
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translated into Chinese and pilot-tested to ensure comprehensibility. The principle of 

relevant theory was followed to make sure the accuracy of the interpretation (Poland, 

1995). 

6.4.2.1 Questionnaire for Staff 

The questionnaire for staff consists of two parts (see Appendix C). Part A concerns 

the participant’s attitudes and reflections, including 24 questions. These were 

designed as a representative mix which contains individual project design and 

content of individual project aimed to investigate both the hypothesised first-tier 

project (FTP), and the proposals of developing a project individually, project 

validation stage, implementation and revaluation.  

For the FTP, items relating to the project created individually and independently 

included defining the individual’s learning needs and the time needed which 

determines the necessity of individual project creation (items Q1, Q2); the content of 

the individual project including the needs analysis characterized by correlation of 

foreign language skills and professional effectiveness, work-related skills and 

individual project assessment, as well as motivations (items Q3, Q4, Q5, Q6,  Q7, 

Q13 and Q14).  

For the second-tier project (STP), the items consisting of evaluation of the individual 

project, implementation and revaluation characterised by joint assessment (items Q8, 

Q23, Q24), communicative and foreign language skills and cultural awareness (items 

Q9, Q10, Q11, and Q12), worked-related skills and problem-solving (items Q18, 

Q19 and Q20) and  pedagogy and on-going assessment (items Q21 and Q22).    

Part B consisted of five questions which concern the participants’ personal details 

(that is, gender, age, educational background and their general attitudes towards the 

research.)  

6.4.2.2 Questionnaire for Managers 

The questionnaire for managers consisted of three parts (see Appendix D). Part A is 

concerned with the background of the company and organisation where the 

participant is working, and included nine items, which were designed to collect data 
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about the surveyed organisations’ form of ownership, their sector of the economy, 

the scale of the business, the percentage of graduates employed, percentage of 

training employees, the length of time foreign language training offered and duration 

of the programmes.  

Part B concerns the managers’ attitudes and reflections, including 25 items which 

were designed to address the hypothesised first and second-tier level project.  

For the first-tier project, items with five statements were designed similar to the 

staff’s questionnaires, with the same issue as a focus but largely different in tone to 

be consistent with the managers’ status. These mainly involve the individual project 

constructed in the beginning stage of the training programme (items Q1, Q2, Q3, Q4 

and Q10).  

For the second-tier project, items involved individual project evaluation (items Q11, 

Q12), implementation (items Q13, Q14, Q15) and re-evaluation (Q16, Q17), as well 

as some other aspects which are highly likely to be determined by the managers such 

as programme preference (item Q7), decision-making (Q8) content of programme 

design (Q5, Q6, Q9),  programme management (items Q18, Q19), communicative 

ability (Q20), cultural awareness (Q21), actual language needs analysis (Q22), 

formal instruction (Q23), self-managed learning approach (Q24) and work-related 

foreign language training (Q25). 

6.4.3 Pilot study and validation  

The pilot study in this research refers to so-called feasibility studies which are a 

small scale version, or trial run, done in preparation for the major study (Polit et al., 

2001). However, a pilot can also be the pre-testing or ‘trying out’ of a particular 

research instrument (Baker, 1994). Teijlingem (2011) demonstrates the importance 

of carrying out a pilot study saying that one of the advantages of conducting a pilot 

study is that it might give advance warning about where the main research project 

could fail, where research protocols may not be followed, or whether proposed 

methods or instruments are inappropriate or too complicated. Schlevogt (2002) also 

added that the purpose of the pilot study was to discover possible weaknesses, 

ambiguities, and other problems such as acceptability, ease of completion, reliability, 
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and reproducibility of the questionnaire (Taylor et al., 2001) in the survey research 

design and to correct them before full-scale data collection. Following common 

practice, the questionnaire and administrative procedures were pilot-tested with an 

effective sample size (n=5), including participants from the target sample and 

professional researchers involving in designing the questionnaires. This sample size 

approximated to 1% of the level of respondents included in the final sample, as 

recommended in the literature (see Sarantakos 1993, p. 206). The researcher 

evaluated the results of the pilot according to its objectives.  

6.4.4 Data collection method 

This study collected its data from China. To ensure better quality and proper validity 

when conducting a survey in China, careful design is required to conform to local 

customers and circumstances. Because the Chinese government actually does not 

allow foreign organisations to conduct a questionnaire survey without government 

permission (Li, 2003), the questionnarie survey at organisation level was very 

difficult. A plethora of previous research in China often had the limitations of small 

sample size, of failure to control industrial differences and of very low response rates 

(Schlevogt, 2002). Moreover, the questionnaire surveys have relied heavily on self-

reporting items, which often lead to common source bias and distorted questionnaire 

measurements. So, to improve the quality of data on the attitudes to training 

programmes through an international communicative strategy, the study adopted the 

key informant method (Phillips, 1981; Schlevogt, 2000a), as recommended when 

necessity dictates.  

Schlevogt (2000i) explained that the key informant method entails selecting a 

knowledgeable informant in one or more organisations and asking them to play the 

role of a link to introduce the researcher to the managers who have expertise in the 

area that the research is intended to explore. It is assumed that the informant’s role 

either provides him with comparatively specialised knowledge or that he is in some 

other respect representative of the unit. The term “informant” is distinguished from 

“respondent.” The latter reports on personal attitudes rather than on how the survey 

was conducted  (Schlevogt, 2002). 
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The questionnaire was conducted through the informants for the companies and 

organisations investigated who distributed the well-bound standardised questionnaire 

to the respondents; every respondent answered the questions individually, and then 

returned the completed questionnaire to the informant directly. For the sake of 

validity and objectivity (Black, 1999), all respondents were allowed to take the 

questionnaire away so that they could fill it on their own without intervention of 

other people and without too many time restrictions (Black, 1999; Bredget, 2006). 

Usually they were given one to three months to work on them. There were 10 

respondents who emailed the completed questionnaire back due to their time 

availability and work commitments.   

6.4.5 Operationalisation and measurement  

The research used an eclectic and creative approach (Stufflebeam & Shinkfield, 

2007), choosing operational definitions and scales from earlier studies such as 

Basuki’s and developing new ones where necessary. Wherever possible, the study 

adopted standard definitions and well-validated scales that had strong theoretical 

grounding and, through frequent application and replication, were shown to possess 

desirable psychometric properties (Kiresuk, Smith, and Cardillo, 1994). Only by 

using this approach, which is commonplace within the research, can findings be 

compared with international data from other studies and knowledge accumulated (De 

Vaus, 2002). This approach follows common usage in the research literature. As 

noted by Churchill, Gilbert, and Peter (1984), when at all possible, the research 

should use existing measurement scales or adapt them for its research purposes. The 

unnecessary use of new scales makes it difficult to compare and aggregate findings 

(Segars, 1997).  

Since a novel model with two-tier levels was proposed, it is appropriate for the 

research to test and validate it. However, the concept concerned in the model looked 

very broad, thus serious consideration was given to the possibility that it comprised 

underlying dimensions which reflect different aspects of the concept in question 

(Bryman et al., 2001). Very often it is possible to specify those dimensions on a 

priori grounds so that possible dimensions are established in advance of the 

formation of indicators of the concept. Denzin’s (2009) approach to the measurement 
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of concepts viewed the search for underlying dimensions as an important ingredient. 

Similarly, Hall (1968) developed the idea of ‘professionalism’ as a consequence of 

his view that members of professions have a distinctive constellation of attitudes to 

the nature of their work.  

To design the research by establishing the possible dimensions reflecting the concept 

that is to be measured is in line with Denzin’s approach (Denzin, 2009) to the 

measurement of concepts. He proposed that initially the research forms an image 

from a theoretical domain. This image reflects a number of common characteristics 

which denote the tendency for the researchers to have a deeper understanding of the 

concepts in relation to the management of the training programme and in each case a 

concept starts to be formed from those common characteristics. At the next stage, 

concept specification takes place (Bryman, 2001). We need to be aware that the 

concept specification stage is very useful because it not only reflects and captures the 

full complexity of concepts, but also serves as a means of bridging the general 

formulation of concepts and their measurement (ibid.). 

6.4.5.1 Dimensions of concepts 

Based on the literature reviews, the dominant elements or key concepts to be 

identified are a novel two-tier level model that significantly determines managing the 

programme. The first tier project comprises of three stages:  

• Individual task-based project. 

• Needs analysis of a foreign language.  

• Individual project evaluation.  

 

It should be noted that foreign language needs analysis actually consists of language 

skill demands analysis and technical and professional skills analysis.  

The second-tier project (STP) encompasses four stages of programme management 

which determine the outcome as well as the implementation of training management. 

• Building up an individual project. 

• Project validation. 
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• Programme implementation. 

• Project evaluation. 

Looking at the concepts mentioned above, there are seven underlying dimensions 

which actually reflect the nature of these dominant elements. The research looked 

into these concepts to see whether they statistically support the reality of the 

existence of the innovative model. 

6.4.5.2 Operationalisation and measurements 

An overview of the constructs, operationalisation and measures used in this research 

is presented in tables 6-2, 6-3 and 6-4 below. These tables include detailed 

information on the procedures used to justify the proposed model, which is 

composed of two-tier levels. Based on Bryman and Cramer (2001) underlying 

dimensions derived from models examined were identified. Meanwhile, key 

elements relevant to each dimension have been synthesised, which consist of six 

essential elements (see Table 6-2 below).  

Table 6-3 and 6-4 provide an overview of how the research attempts to test the 

proposition using established variables and appropriate statistic tests either for the 

staff questionnaire or the manager’s questionnaire. To define and determine which 

statistical test is approriopate for the purpose of justification of each identified 

variable, four professional experts from Solent University in the field of statistics 

were involved in examining their suitablity.  



Table 6-2 O
verview

 of constructs  

 
First-tier Project 

Second-tier Project 
O

bjective 1 and 2 – to identify training needs and existing 
program

m
er’s deficits 

O
bjective 3 and 4 – to test and analyse the hypothesised training m

odel 
O

bjectives 

M
ain 

D
im

ensions 
Individual project 

Innovative foreign language training m
odel (including validation of individual 

project and assessm
ent) 

K
ey concepts 

o 
B

uilding specific individual project 
o 

Foreign language needs analysis 
o 

Foreign language-based project evaluation 

o 
Project validation 

o 
Program

m
e im

plem
entation 

o 
Evaluation 

U
nderlying 

dim
ensions 

o 
Language skills dem

ands and technical and w
ork-related 

skills defined 
o 

Foreign language-based project evaluation 

o 
Joint assessm

ent 
o 

R
egular report (as a m

eans of assessm
ent) 

o 
Joint evaluation 

R
esearch 

Proposition/H
y

pothesis 

P1. C
hinese com

panies w
ill em

brace a foreign language training 
program

m
e if it starts w

ith a project created individually and 
independently prior to actual im

plem
entation. 

P2. A
n effective individual project w

ill be created if it is based 
on learners’ language skills needs and technical skills related to 
the w

ork place. 
P3.C

hinese com
panies are interested in launching a foreign 

language training program
m

e if it aim
s to enhance professional 

skills and technical ability. 

P4.C
hinese com

panies or organizations w
ill likely trigger a foreign language 

training program
m

e if it aim
s to develop com

m
unicative, reading and w

riting 
abilities and cultural aw

areness. 
P5. C

hinese em
ployees w

ill be m
ore interested in foreign language training 

program
m

es if the pedagogic style is to com
bine form

al instruction and self-centred 
learning. 
P6. Foreign language training program

m
es w

ill be of m
ore interest if they aim

 to 
develop the trainee’s ability to solve problem

s w
hich closely relate to their real 

w
ork. 

P7. C
hinese com

panies and organisations w
ill be m

ore interested in training 
program

m
es if there is the requirem

ent of regular reports about the progress of 
trainees and on-going negotiation in course content incorporated into the training 
program

m
e. 

 

P8. 
For 

the 
purpose 

of 
effective 

quality 
assurance, 

C
hinese 

m
anagers 

and 
program

m
e providers w

ill be jointly involved in the evaluation either at the stage of 
generating the learning project or at the end of the program

m
e.  

Source: A
uthor’s research 
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Table 6-3 R
esearch operationalisation and m

easurem
ents for staff (Source: From

 this study) 

L
evel of arrangem

ent 
C

onstruct/V
ariables 

O
perationalization 

T
ypes 

of 
scale  

Item
s (Staff) 

M
easuring 

techniques 
First tier project 

Individual project (IP) 
D

egree of attitudes to individual learning needs, 
learning target, foreign language needs and w

ork-
related foreign language 

5-point Likert 
5 (Q

1, Q
2, Q

3, Q
4 

and Q
10) 

O
ne sam

ple 
K

olom
ogorov 

Sm
irnov test 

First tier project 
W

ork-related skills 
(W

R
S) 

D
egree of attitudes to foreign language needs and 

w
ork-related skills  

5-point Likert 
2 (Q

5 and Q
13) 

R
elated-Sam

ples 
W

ilcoxon Signed 
R

anks Test 
First tier project 

Foreign language needs 
assessm

ent (FLN
A

) 
D

egree of attitudes to foreign language needs 
assessm

ent 
5-point Likert 

1 (Q
6) 

O
ne sam

ple 
K

olom
ogorov 

Sm
irnov test 

First tier project 
Joint assessm

ent of 
individual project (JA

IP) 
D

egree of attitudes to evaluation by training providers 
and organisations 

5-point Likert 
3 (Q

7, Q
8 and 

Q
23) 

K
olom

ogorov-
Sm

irnov test 
First tier project 

Language 
com

m
unicative ability 

(LC
A

) 

D
egree of attitudes on w

hat skills need to be developed 
through training 

5-point Likert 
1 (Q

9) 
C

orrelation 
coefficient 

Second-tier project 
C

ultural aw
areness (C

A
) 

A
ttitudes on developing cultural aw

areness in training 
program

m
e 

5-point Likert 
1 (Q

11) 
C

orrelation 
coefficient 

Second-tier project 
Foreign language skills 
(FLS) 

Skills intended to be im
proved 

5-point Likert 
1 (Q

12) 
C

orrelation 
coefficient 

Second-tier project 
Form

al instruction (FI) 
D

egree of attitudes on form
al instruction and inform

al 
lessons 

5-point Likert 
2 (Q

15 and Q
16) 

O
ne sam

ple 
K

olom
ogorov 

Sm
irnov test 

Second-tier project 
Self-m

anaged learning 
(SM

L) 
D

egree of attitudes on self-m
anaged learning 

5-point Likert 
1 (Q

17) 
O

ne sam
ple 

K
olom

ogorov 
Sm

irnov test 
Second-tier project 

Problem
-solving ability 

(PSA
) 

D
egree of attitudes on developing foreign language 

ability only or problem
-solving ability  

5-point Likert 
3 (Q

18, Q
19 and 

Q
20) 

O
ne sam

ple 
K

olom
ogorov – 

Sm
irnov test 

Second-tier project 
R

egular reports (R
R

) 
D

egree of attitudes on how
 to m

onitor the learning 
progress; suggesting m

onthly report 
5-point Likert 

2 (Q
21 and Q

22) 
K

olom
ogorov- 

Sm
irnov, Effect 

size 
Second-tier project 

Joint assessm
ent (JA

)  
D

egree of attitudes on proposing joint assessm
ent from

 
both training providers and organization m

anagers 
5-point Likert 

1 (Q
24) 

K
olm

ogorov – 
Sm

irnov test 

Source: A
uthor’s research 
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Table 6-4 R
esearch operationalisation and m

easurem
ents for m

anager  

 Source: A
uthor’s research 

L
evel of 

arrangem
ent  

C
onstruct/V

ariables 
O

perationalisation 
T

ypes of scale 
Item

s (M
anager) 

M
easuring 

techniques 

First-tier 
Individual project (IP*)  

D
egree of attitudes on individual learning needs, 

learning target, foreign language needs and w
ork-

related skills 

5-point Likert 
Q

1, Q
2, Q

3 and 
Q

10 
O

ne-sam
ple t-test 

analysis 

First-tier 
W

ork-related language 
skills (W

R
S*)  

D
egree 

of 
attitudes 

on 
developm

ent 
of 

practical 
vocational skills and general language skills 

5-point Likert 
Q

4 and Q
7 

R
elated Sign test 

First-tier 
Training needs analysis 
(TN

A
*)  

D
egree of attitudes on w

hat real needs the trainee 
dem

ands 
5-point Likert 

Q
7 

Frequencies analysis,  
O

ne sam
ple 

K
olom

ogorov – 
Sm

irnov test 

Second-tier 
Language com

m
unicative 

ability (LC
A

*), cultural 
aw

areness (C
A

*) and 
foreign language skills 
(FLS*) 

A
ttitudes on the preference of learning content 

5-point Likert 
Q

7 and Q
9 

O
ne sam

ple 
K

olom
ogorov – 

Sm
irnov test, O

ne 
sam

ple t-test 

Second-tier 
Form

al instruction( FI*) 
and self-m

anaged learning 
(SM

L*)  

A
ttitudes on the com

bination of form
al instruction 

and self-m
anaged learning 

5-point Likert 
Q

23 and Q
24 

W
ilcoxon Signed 

R
anks test 

Second-tier 
Problem

 solving ability 
(PSA

*) 
D

egree of attitudes to the ultim
ate goal of m

anaging a 
training program

m
e 

5-point Likert 
Q

25 
O

ne-sam
ple t test 

Second-tier 
R

egular reports (R
R

*)  
D

egree of attitudes on how
 to m

onitor the learning 
progress; suggesting m

onthly report 
5-point Likert 

Q
11 and Q

12 
Frequencies analysis 
and M

ann- W
hitney U

 
test 

Second-tier 
Joint assessm

ent (JA
*)  

D
egree of attitudes on proposing joint assessm

ent 
from

 
both 

training 
providers 

and 
organization 

m
anagers 

Q
16 and Q

17 
5-point Likert 

Frequencies analysis 
and M

ann- W
hitney U

 
test 



6.5    Qualitative Research Design 

This section outlines the qualitative research design, covering questionnaire design, 

the choice of companies, validation and sampling.  

6.5.1 Questionnaire design  

A semi-structured questionnaire for qualitative data collection was designed; it 

consists of three sections with 12 questions covering a wide range of aspects relating 

to explored issues. The major consideration in using semi-structured interviews is 

that in survey research using questionnaires it is considered desirable to standardize 

the interview situation for all respondents – same briefing, same questions and also 

for the interviewer to respond to each interviewee as a unique person, and to allow, 

indeed encourage, interviewees to expand on topics as they wish and to raise topics 

of their own. Making a close trusting relationship with respondents may be regarded 

as a benefit (Bradburn, 2004, Gomm, 2009) (see Appendix E). In addition, all the 

items were translated into Chinese and pilot-tested to ensure comprehensibility. The 

translation followed the principle of relevance framework (Meng, 2000).  In 

translating, the principle of relevance was kept because it governed the selection of 

context and guided the inference of intention (Cao, 2007; Meng, 2000).    

6.5.2 Choice of companies 

According to Leeuw et al. (2009) and Gomm (2009), the key issue for sample 

surveys is how the researcher can select and sustain statistically representative 

samples. They further claim that statistical representativeness is the basis for an 

important form of generalisation. 

The companies and organisations were mentioned in a previous section 6.4. The 

objective in selecting these companies was to obtain more qualitative data and real-

world richness, which supplemented the  quantitative findings. The Chinese 

companies were selected because they were judged to be typical examples in terms 

of ownership mode and geographic location. Many of them are medium-sized and 

large companies and organisations and were chosen because of the economic 

potiential to run foreign language training programme through an international 
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communicative strategy. Among these companies and organisations, Ningxia 

Organisation Department, one of the important departments in charge of training 

cadres and controling personnel assignments in China, was very secretive and tightly 

controlled as it is the key organisation responsible for every single application to 

establish links with foreign countries and it also has sent five groups of leaders to the 

USA, New Zealand and Australia for a one-year programme of training over the past 

five years. The interview had to be solicited in writing and be approved at an 

interdepartmental meeting. 

The qualitative data were collected mainly through interviews with top managers or 

executives and archival data which they were prepared to make available. 

6.5.3 Validation and reliability  

Validity for this research means a relationship of accuracy between the responses 

and the reality the responses were intended to capture: construct validity (Gomm, 

2004). The higher the level of the validity, the more accurate and meaningful the 

measured results are (Garson, 2007; Wortzel, 1979). Since looking into the 

effectiveness of each company and organisation’s training programme relied mainly 

on primary data, the research followed the methodological guidelines recommended 

for empirical research to avoid bias including co-operation bias, self-serving bias, 

social desirability bias (Gomm, 2004) in an effort to construct a higher degree of 

validity. 

Kirk and Miller (1986) define reliability as ‘the degree to which the finding is 

independent of accidental circumstances of the research’ (pp.41-42). Silverman 

(2001) also points out that checking the reliability is closely related to assuring the 

quality of field notes, audio recordings and guaranteeing public access to the process 

of the productions involved. Following these theories, the research invited four 

volunteers with bilingual backgrounds to transcribe and re-transcribe the interview 

recordings (Matheson, 2007).  
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6.6    Research fieldwork 

In-depth interviews with the company’s CEO and other top managers were 

undertaken within eight companies and organisations in Ningxia Province, who 

acted as key informants. The general structure and semi-structured questionnaire 

were used as the interview guide and the point of departure for the discussion. 

Interviews as usual had to be set up in advance through e-mails and phone calls as a 

result of the interviewees’ busy schedules. Nevertheless, booking interviews with 

those top managers or CEOs with a high political position turned out to be difficult, 

and an agreed appointment often took a few weeks or even a few months to set up. In 

order to get hold of the managers who are actually the best person to be interviewed, 

the researcher had to make all efforts through the networks to contact these top 

managers and CEOs. This resulted in many delays before travelling to meetings. 

Many companies and organisations are scattered across different cities, which 

necessitated much travelling. To conduct interviews adverse weather sometimes had 

to be overcome, including on one occasion heavy snow, which even made the trip 

dangerous.   

The informants were visited in their offices and the probing questions were asked to 

collect evidence for each major component relating to training management. All 

interviews were recorded. Interviewees were asked for permission and each was 

asked to sign the ‘Consent for Voluntary Participation’ (see Appendix A). Interviews 

were targeted, focusing directly on the key issues to be examined in the research, and 

provided many insights. However, some bias may result from poorly constructed 

questions, the characteristics of the informant, and inaccuracies because of the poor 

quality of recording. Further inquiry was sometimes necessary afterwards. 

6.7    Comparison between the managers and staff’s attitudes  

In order to test the novel model proposed by this research, it was also designed to 

investigate the different attitudes from both managers and staff. To achieve this, the 

research mainly focused on collecting primary data from both managers and staff 

using quantitative questionnaires, and then planned to go in-depth to explore more 

answers from interviews with managers. The design of the methodology followed 
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the principle of mixed research methods (Creswell, 2009; Newman & Ridenour, 

2008) and also achieved the purpose for research triangulation (Flick, 2009). 

6.8    Summary 

In conclusion, this chapter introduces the research framework, inferences and 

designed procedures of how to conduct the justification for the research propositions. 

In outline, procedure one mainly focuses on objective 1: to define where the need 

lies and where the gaps are within education management; and objective 2: to 

identify existing shortcomings in current practices. Procedure two is to focus on the 

method of addressing objective 3: to explore a novel programme model with two-tier 

levels. And procedure three is aimed to design a mixed research methodology used 

to seek the answer for objective 4: to analyse and justify the hypothesized training 

model. Meanwhile, key concepts i) building specific individual projects; ii) foreign 

language needs analysis; iii) foreign language-based project evaluation; iv) project 

validation; v) programme implementation; vi) re-evaluation; and underlying 

dimensions: i) time used for building individual project; ii) definition of language 

skills demands and technical skills; iii) foreign language-based project evaluation; iv) 

joint assessment; v) regular diary reports; vi) joint re-evaluation have been derived 

from the proposed two-tier projects and are synthesised and highlighted  (Bryman & 

Cramer, 2001).  

Statistical tests such as reliability test, Spearman Correlation coefficient, 

Kolmogorov-Smirnov test, one-sample t-test sign test, Wilcoxon Signed Ranks test 

and Mann-Witney U test were used to analyse the data collected from both staff 

respondents and manager respondents.  The reliability was used to test internal 

consistency of the sets of questions for each dimension. The Spearman correlation 

coefficient was used to identify and quantify the relationships between the measured 

variables. Kolmogorov-Smirnov, one-sample t-test and sign test were used when the 

researcher decided to look into the attitudes of either staff or managers depending on 

various correspondent data property and its distributions. Whereas, Wilcoxon Signed 

Ranks test and Mann-Whitney U test mainly examines the result of the comparison 

between staff’s and manager’s attitudes with the aim of probing into the in-depth 

research questions, which are explored in the qualitative interviews.     
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Design of both quantitative and qualitative questionnaires has been detailed and 

summarised in this chapter. Meanwhile, samples, reliability and validity and research 

fieldwork were also discussed to make sure that the research had been undertaken 

following appropriate guidelines in order to achieve optimal data accuracy 

(Silverman, 2004).  
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Chapter 7 Data Analysis 

 

7.1 Introduction 

This chapter contains five sections which aim to describe the quantitative and 

qualitative analyses undertaken in the research. Section 7.2 demonstrates the 

quantitative data analysis, which introduces the properties of the data, the recoding, 

the values, and reliability analysis and test results of each question from the 

quantitative questionnaires for both staff and managers. The comparison between 

managers’ and staff data is illustrated in section 7.2.9. The qualitative data analysis 

based on the data collection through interviews with managers is illustrated in 7.4. 

Finally a summary of the test results is provided in section 7.5.  

7.2 Quantitative data analysis 

7.2.1 Results of data collection 

Two hundred and ten questionnaires for staff were sent to eight companies and 

organisations and 136 responses were received, a return rate of 64.7%. Of the eight 

questionnaires for managers, 8 came back, with 100% rate of response. This high 

response rate confirmed Harzing (1996) justification that to increase high rates of 

response in an international research is not only to pay a careful attention on the 

understanding of two different cultures (Mullen, 1995), but also to a strategic 

personal approach. On the cover of each questionnaire, it was explicitly explained 

that this research is an international study, which possibly generated an enthusiastic 

response from the Chinese respondents. The reason for such high response rates was 

possibly because the research followed survey techniques proposed by Bruce et al. 

(2009). It consists of firstly sending an invitation message in the hope of establishing 

personal relationships with informants who will then be entrusted to play the role as 

the gate-keepers. Secondly regular meetings are organised to explain the project 

goal, describe the timeline and explain sensitivity to mechanisms for ensuring 

anonymity and ease of participation. Finally, the importance of the survey was 

illustrated and stressed by informing participants that this was a research project 
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conducted in the setting of an international background, which had drawn much 

attention from participants. 

7.2.2 Recoding the values of variables 

Due to the cultural factors which affect the people’s actions in response to the 

questions posed to them, Chinese people are generally likely to follow the majority’s 

attitudes by saying “yes” or “nodding heads” (Ip, 2009; Littrell, 2002). By doing so, 

they attempt to avoid making mistakes which might attract blame from their 

superiors (Keller, 2005). In view of this, the researcher has carefully designed the 

questionnaires in order to make them varied in a way that responses from either 

Chinese managers or staff who are likely to say yes to everything (yeasayers) or no 

(naysayers) (Bryman et al., 2001) do not end up with an extreme score. While 

designing the questionnaire, some questions have been worded with negative tones 

rather than positive tones. Specifically, the researcher has worded five questions 

assessing the importance of creating individual projects and on-going monitoring in 

the negative. These five questions for staff are (see Appendix C): 1) It is not 

important to define the individual’s learning needs clearly; 2) I don’t think it needs 

time to conduct my foreign language needs analysis before the programme of 

training starts; 3) There is no correlation between improving foreign language skills 

and developing my professional effectiveness; 4) I don’t care if a foreign language 

training programme is closely related to my work-related skills or not; and 21) I am 

reluctant to report my progress because I think it destroys my motivation. 

For managers, questionnaires are devised based on the same concept. Six questions 

that are worded in the negative are: 2) I believe that it will be effective if my staff 

attend a training programme without setting a learning target; 4) The ultimate goal 

of managing a foreign language training programme is to develop language skills 

only; 6) I think a foreign language training programme leading to a degree, is not a 

crucial factor for a successful training programme; 10) Developing an individual 

project is unnecessary for my staff before they attend a language programme; 12) 

Regular reports from staff about their progress are not important to maintain 

successful learning; and 13) The training provider’s involvement in the process 

when staff set their learning objectives is unnecessary. 
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All of these questions above were drafted in the questionnaire in order to help the 

respondents take them seriously and base their answers on what they actually think. 

Doing this also draws the attention of our respondents to what we are trying to 

accomplish.  

These questions are answered in terms of a five-point Likert scale ranging from 

1(strongly disagree) to 5(strongly agree). When analysing the data, it is necessary to 

recode the answers to the negatively worded questions (Bryman & Cramer, 2001), so 

that 1 becomes 5, 2 becomes 4, 4 becomes 2, and 5 becomes 1.  

7.2.3 Choice of statistical tests 

A variety of statistics tests including reliability analysis, Kolmogorov-Smirnov (K-S) 

test, correlation coefficient, one sample t-test, two related samples test, and non-

parametric sign test are used, depending on the purpose of addressing the diverse 

questions derived from the research propositions. The reliability analysis is used to 

test the internal consistency of the sets of questions for each dimension.  It is also 

necessary to review the measures property of the collected data, so the test of 

goodness-of-fit of the data has been conducted in order to identify whether the data 

collected were normally distributed or non-distributed. This would help the 

researcher to decide which kind of statistical test could be used to test the statistical 

significance of the data.  Finally, based on the result of the K-S test which indicates 

that the data collected were non-distributed, a Mann-Whitney U test will be used to 

compare the attitudes from both staff and managers concerning the addressed 

questions.   

7.2.4 Reliability Analysis 

Cronbach’s alpha was used to measure internal reliability and inner consistency of 

the questions. According to Nunnally (1978), McKinley et al. (1997), and Cronbach, 

Lee and Shavelson (2004) an alpha value between 0.70 and 0.98 indicates high 

reliability, while a value above 0.6 is acceptable for exploratory research.  In this 

research, the results of measuring internal reliability for each item of the staff 

responses lie in the range of 0.766 to 0.787 (see Tables 7-1 and 7-2: Cronbach’s 

alpha value for staff and managers). This result has indicated that the internal 
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consistency of all dimensions is high enough to be acceptable so that the questions 

will be reliable to test the properties of the variables. 

Table 7-1 Cronbach's Alpha value for staff (n=133) 

Variables Quantity of questions Cronbach’s α 

Individual project (IP) 5 .783 

Work-related skill (WRS) 2 .778 

Foreign language needs analysis (FLNA) 1  

Joint assessment of individual project (JAIP) 3 .771 

Language communication ability (LCA) 1  

Cultural awareness (CA) 1  

Foreign language skills (FLS) 1  

Motivation (Mot) 1  

Formal instruction (FI) 2 .777 

Self-management learning (SML) 1  

Problem-solving ability (PSA) 3 .776 

Regular report (RR) 2 .784 

Jointly assessing objectives (JAO) 1  

 

Table 7-2 Cronbach's Alpha value for managers (n=10)  

Variables Quantity of questions Cronbach’s α 

Individual project (IP*) 4 .846 

Work-related skills (WRS*) 1  

Foreign language need analysis (FLNA*) 1  

Joint assessment (JAO*) 2 .786 

Language communication ability (LCA*) 1  

Cultural awareness (CA*) 1  

Foreign language skills (FLS*) 1  

Formal instruction (FI*) 1  

Self-management learning (SML*) 1  

Problem-solving ability (PSA*) 1  

Regular report (RR*) 2 .842 
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7.2.5 Demographic data analysis  

The demographic data from the questionnaire included gender, age, and number of 

working years, as well as information about the respondent’s position in the 

organisation and the nature of the business (see Table 7-3). The surveyed companies 

and organisations were all medium or large size, state-run, and with more than 1000 

employees, nearly 25% of whom were graduates; all of the surveyed companies and 

organisations had already run foreign language training programmes over five years 

and nearly 10% of employees had received, or will receive language training. Ninety 

per cent of staff respondents and 100% of managers had received a first degree. 

More than 81% of staff respondents have more than two years of work experience 

and all managers in the survey have worked for the current organisation more than 

15 years, so are very experienced.  For details, please see Table 7-3 staff sample.  

Table 7-3 Staff sample properties (n=133) 

Biographical 
details 

Category  n Percentage (%) 

Gender Male  69 51.9 

Female 64 48.1 

Age 30 and under 63 46.6 

31-40 42 31.6 

41-50 26 19.5 

50 and above 2 1.5 

Educational level Vocational and technical college level 2 1.5 

2 or 3 years college level 12 9.0 

Bachelor Degree 91 68.4 

Master Degree or Higher 28 21.1 
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Table 7-4 Manager sample properties (n=10) 

Biographical details Category n Percentage (%) 

Gender Male  7 70 

 Female 3 30 

Age 31-40 3 30 

41-50 6 60 

51-60 1 10 

Educational Level 2 or 3 years college level 1 10 

Bachelor Degree 6 60 

Master Degree or Higher 3 30 

Position in organisation CEO 2 20 

Manager and above 8 80 

Working years 6-10 years 1 10 

11-15 years 1 10 

15 years or more 8 80 

Nature of Organisation Category n Percentage (%) 

Ownership Public sector 8 80 

Private sector 2 20 

Scale of business Medium and above 10 100 

Percentage of graduates 26% - 50% 2 20 

More than 50% 8 80 

Training participants Technical personnel 9 90 

Managers 1 10 

Percentage of trained 
employees 

6%-10% 2 20 

More than 10% 8 80 

Length of running 
foreign language 
training 

Less than 5 years 1 10 

5 years or more 9 90 

 

7.2.6 The agreement and mean of each question  

The agreement and mean of each question staff (n=132) and manager (n=10) is 

shown in tables 7-5 and 7-6 below. 
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Table 7-5 The agreement and mean of each question (staff) 

No. of 
question

naire 

Agreement (low →high) 
1=Strongly disagree  2=Disagree 3=Neutral 4= Agree 5=Strongly 

Agree 
 

Median 

 

Mean±SD 

 1-n(%) 2-n(%) 3-n(%) 4-n(%) 5-n(%) 

IP1 1(0.8%) 8(6.0%) 5(3.8%) 81(60.9) 38(28.6) 4.00 4.11±0.791 

IP2 2(1.5%) 9(6.8%) 16(12.0%) 82(61.7%) 24(18.0%) 4.00 3.88±0.835 

IP3 2(1.5%) 13(9.8%) 11(8.3%) 70(52.6%) 37(27.8%) 4.00 3.95±0.944 

IP4 2(1.5%) 11(8.3%) 10(7.5%) 84(63.2%) 25(18.8%) 4.00 3.90±0.855 

IP5 0(0%) 25(18.8) 5(3.8%) 82(61.7%) 21(15.8%) 5.00 3.74±0.943 

WRS1 1(0.85) 2(1.5%) 6(4.5%) 54(40.6%) 70(52.6%) 4.00 4.43±0.721 

WRS2 8(6.0%) 38(28.6%) 16(12.0%) 65(48.9%) 6(4.5%) 4.00 3.17±1.084 

FLNA 1(0.8%) 13(9.8%) 8(6.0%) 73(54.9%) 38(28.6%) 4.00 4.01±0.900 

JAIP1 1(0.8%) 2(1.5%) 13(9.8%) 69(51.9%) 48(36.1%) 4.00 4.21±0.739 

JAIP2 1(0.8%) 0(0%) 12(9.0%) 77(57.9%) 43(32.3%) 4.00 4.21±0.663 

JAIP3 2(1.5%) 15(11.3%) 11(8.3%) 80(60.2%) 24(18.0%) 4.00 3.84±0.928 

LCA 0(0%) 26(19.5%) 15(11.3%) 60(45.1%) 32(24.1%) 4.00 3.74±1.036 

CA 1(0.8%) 24(18.0%) 29(21.8) 51(38.3%) 27(20.3%) 4.00 3.60±1.033 

FLS 0(0%) 25(18.8%) 21(15.8%) 50(37.6%) 35(26.3%) 4.00 3.73±1.060 

MOT 0(0%) 11(9.8%) 13(9.8%) 87(65.4%) 22(16.5%) 4.00 3.90±0.767 

FI1 0(0%) 20(15.0%) 13(9.8%) 75(56.4%) 24(18.0%) 4.00 3.78±0.919 

FI2 0(0%) 29(21.8%) 16(12.0%) 52(39.1%) 36(27.1%) 4.00 3.71±1.091 

SML 1(0.8%) 2(1.5%) 19(14.3%) 13(9.8%) 78(58.6%) 4.00 3.64±1.262 

PSA1 0(0%) 13(9.8%) 8(6.0%) 56(42.1%) 56(42.1%) 4.00 4.17±0.923 

PSA2 0(0%) 7(5.3%) 8(6.0%) 70(52.6%) 47(35.3%) 4.00 4.19±0.773 

PAS3 0(0%) 2(1.5%) 2(1.5%) 58(43.6%) 71(53.4%) 5.00 4.49±0.611 

RR1 1(0.8%) 16(12.0%) 24(18.0%) 84(63.2%) 7(5.3%) 4.00 3.61±0.798 

RR2 1(0.8%) 26(19.5%) 20(15.0%) 76(57.1%) 8(6.0%) 4.00 3.49±0.906 

JAO 1(0.8%) 15(11.3%) 7(5.3%) 89(66.9%) 20(15.0%) 4.00 3.85±0.842 
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Table 7-6 The agreement and mean of each question (manager) 

No. of 

question

naire 

Agreement (low →high) 

1=Strongly disagree 2=Disagree 3=Neutral 4=Agree 

5=Strongly Agree 
Median Mean±SD 

1-n(%) 2-n(%) 3-n(%) 4-n(%) 5-n(%) 

IP*1 0(0%) 0(0%) 0(0%) 3(30%) 7(70%) 5.00 4.70±0.483 

IP*2 0(0%) 1(10%) 0(0%) 5(50%) 3(30%) 5.00 4.00±0.943 

IP*3 0(0%) 0(0%) 0(0%) 6(60%) 4(40%) 5.00 4.40±0.516 

IP*4 0(0%) 1(10%) 0(0%) 6(60%) 3(30%) 4.00 4.10±0.876 

FLNA* 0(0%) 1(10%) 2(20%) 4(40%) 1(10%) 5.00 3.70±0.823 

WRS* 0(0%) 0(0%) 0(0%) 3(30%) 7(70%) 5.00 4.70±0.483 

RR*1 0(0%) 0(0%) 0(0%) 5(50%) 5(50%) 4.50 4.10±0.527 

RR*2 2(20%) 0(0%) 1(10%) 6(60%) 1(10%) 4.00 3.60±0.966 

JAO*1 1(10%) 8(80%) 1(10%) 0(0%) 0(0%) 2.00 2.00±0.471 

JAO*2 0(0%) 0(0%) 0(0%) 6(60%) 4(40%) 4.00 4.40±0.516 

LCA* 0(0%) 0(0%) 0(0%) 6(60%) 4(40%) 4.00 4.40±0.516 

CA* 0(0%) 0(0%) 0(0%) 8(60%) 2(20%) 4.00 4.20±0.422 

FLS* 1(10%) 3(30%) 4(40%) 2(20%) 0(0%) 3.00 2.70±0.949 

FI* 0(0%) 0(0%) 1(10%) 8(80%) 1(10%) 4.00 4.00±0.471 

SML* 0(0%) 0(0%) 1(10%) 5(50%) 4(40%) 4.00 4.30±0.675 

PSA* 0(0%) 0(0%) 2(20%) 4(40%) 3(30%) 4.00 4.10±0.738 

 

7.2.7 Analysis of staff questionnaire 

Research proposition one 
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Chinese companies will embrace a foreign language training programme if it 

starts with a project created individually and independently prior to actual 

implementation. 

For the question of whether a foreign language training programme starts with a 

project created individually and independently, the null hypothesis H0 is that there is 

no relationship between starting with individual project creation and increasing 

motivation for foreign language training programme.  There are five measured items 

(IP1-Q1, IP2-Q2, IP3-Q3, IP4-Q4 and IP5-Q10) in the questionnaire that are actually 

designed to address the question about individual project need. The questionnaire 

firstly went to staff to test their attitudes over the related questions. Descriptive 

statistics including means and standard deviation are showed in table 7-5 above. 

The first one (IP1) is looking at whether staff are in favour of the individual project; 

the second one (IP2) asks whether they need time to create an individual project; the 

third (IP3) addresses the correlation between improving foreign language skills and 

development of professional effectiveness; the fourth (IP4) investigates attitudes 

about the kind of skills staff need to be trained and the fifth (IP5) is on the kind of 

language skills they need.  

To test the question, the research used the K-S test based on the understanding that 

the test is to examine whether a sample was from a normally distributed population 

(Black, 1999; Field, 2009).  As the research used five items to assess the question, it 

was preferable and reasonable to combine them into one index (Bryman and Cramer, 

2001). Therefore, the five items have been computed using PASW into one 

addressed variable IP. The histogram of frequency shows that the result lies on the 

value of 4 which is “agree” (mean =3.91, Std. Dev. = 0.485, N = 132) (see Figure 7-

1). In addition, the outcome of the one-sample Kolmogorov-Smirnov test has 

indicated that the observed data distribution is significantly different from a normal 

distribution as the two-tailed significance of the test is very small (.007), which 

means a big significance (see Table 7-7).  The null hypothesis is rejected. These 

outcomes actually have supported the research assumption one that foreign language 

training programmes may possibly start with a project created individually and 

independently prior to actual implementation.  
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Figure 7-1 Histogram of frequency for IP 

 

Table 7-7 The result of one-sample Kolmogorov-Smirnov test 

Null Hypothesis Test Mean±SD Sig. Decision 
There is no relationship between 
starting with an individual project 
creation and prompting the 
management of foreign language 
training programme 

One-Sample 
Kolmogorov-
Smirnov Test 

3.914±0.485 .007 Reject the 
null 
hypothesis 

 

Research proposition two 

An effective individual project would be built up if it is based on learners’ 

language skill needs and technical skills related to the work place. 

To explore whether an individual project should be specific to staff foreign language 

needs and work-related technical skills, the answers to the variable of individual 

project (IP) and work-related skills (WRS1 and WRS2, computerised as WRS) while 

the creation of staff individual learning objectives was investigated. The research 

firstly used frequency to examine the outcomes. As indicated in Figure 7-2 below, 

the result has shown a comparatively high scale of agreement with incorporating 

work-related technical skills training into an individual language project (mean 

=3.80, median = 4.00 and SD = 0.615). Secondly, as IP has also demonstrated a 

comparatively higher scale, the researcher decided to use a related sample test to 
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compare whether there is a significant difference between them. If there is no 

significant difference between them, it can be assumed that technical skills related to 

the work place are equally important as developing individual learners’ foreign 

language skills. The null hypothesis is the median difference between IP and WRS 

equals 0.   

 

Table 7-8 Result of comparison between WRS and IP 

Null Hypothesis Test Mean±SD Sig. Decision 
WRS is equally important as IP. 
(The median of differences between 
IP and WRS equals 0). 

Related-
Samples 
Wilcoxon 
Signed Ranks 
Test 

3.80±0.615 .053 Retain the null 
hypothesis 

N = 132 

 

 

 

 
Figure 7-2 Histogram of frequency for WRS 
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Table 7-9 Result of Wilcoxon Signed Ranks test 

WRS - IP N Mean 
Rank 

Sum of Ranks Z Asymp. Sig.(2-tailed) 

Negative Ranks 65a 68.25 4436.00   
Positive Ranks 56b 52.59 29.45.00   
Ties 11c     
Total 132  -1.931d .053 

a. WRS<IP  b. WRS>IP  c. WRS =IP   d. Based on positive ranks 

 

The Wilcoxon Signed Ranks test compares the number of positive and negative 

differences between two scores from the same related samples, which are staff 

members in this case. If two responses for two different variables IP and WRS are 

similar, then these differences should be normally distributed. The output in Table 7-

9 has displayed the number of negative, positive and ties differences. There are 11 

ties, 56 positive differences (WRS>IP) and 65 negative ones (WRS<IP). The test 

also shows there is no significant difference between two means with 2-tailed test 

(Sig .053, stronger than .05), which means the null hypothesis has to be retained in 

that there is no change in one particular direction between two responses.   

Research proposition three 

Chinese companies are interested in launching a foreign language training 

programme if it aims to enhance professional skills and technical ability. 

WRS1 “I believe developing an individual project which aims to mix development of 

language skills and work-related skills is an effective way of implementing foreign 

language training” and WRS2 “The development of language skills rather than work 

skills needs to be focused on foreign language training programmes run through 

international collaboration” were designed to examine the question. WRS1 aims to 

investigate whether the mixture of developing language skills and work-related skills 

or a non-mixture of them is an effective way of implementing foreign language 

training; therefore, the null hypothesis is the mixture of them equals the non-mixture. 

WRS2 aims to investigate whether the development of language skills only rather 

than work skills needs to focus on foreign language training programmes, so the null 

hypothesis is the development of language skills only is equally important as the 

mixture of developing language skills and work-related skills.  
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Figure 7-3 Results of WRS1 and WRS2 

Figure 7-3 displays the outcomes from the respondents to the two questions. It 

demonstrates that more than 90% of staff respondents (%>3) support mixing 

development of language skills and work-related skills, which will result in an 

effective way of implementing foreign language training; however, nearly 60% of 

them (%< 3) do not support the assumption that it focuses on developing language 

skills only. 

The Kolmogorov-Smirnov test was also used to test the null hypotheses of each 

variable. The result showed that both WRS1 and WRS2 are significantly different 

after comparing the mean of the estimated (WRS1: mean =4.43, SD=0.72, Sig. 

=.000; and WRS2: mean =3.17, SD=1.08, Sig. =.000). So from the results in Table 

7-10, we can reject the null hypotheses for both WRS1 and WRS2. The alternative is 

enhancing foreign language skills and work-related skills are equally important in 

managing a successful foreign language training programme run through 

international collaboration.  

Table 7-10 The result of one-sample Kolmogorov-Smirnov test for WRS1and WRS2 

Variables Null Hypothesis Test Mean±SD Sig. Decision 
WRS1 The mixture of developing 

language skills and work-
related skills equals to a non-
mixture of them 

One-Sample 
Kolmogorov
-Smirnov 
Test 

4.43±0.72 .000 Reject the null 
hypothesis 

WRS2 The development of language 
skills only is equally 
important as the  mixture of 
developing language skills and 
work-related skills 

One-Sample 
Kolmogorov
-Smirnov 
Test 

3.17±1.08 .000 Reject the null 
hypothesis 
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Research proposition four 

Chinese companies or organisations are likely to trigger a foreign language 

training programme if it aims to develop communicative, reading and writing 

abilities and cultural awareness. 

To explore the answers for this research proposition, four questions (measured as 

LCA, IP5, CA and FLS) were designed in the staff questionnaire. The statistics’ 

descriptive output (Table 7-5) has shown that answers for FLS have a large 

percentage with a cumulative per cent of 73.3 (with mean 3.73, median 4.00 and SD 

1.060), meaning that the observed samples are taking account of the relationship 

between the organisation’s operational success and foreign language skills. For CA, 

the result of approximately 79.5 (with mean 3.60, median 4.00 and SD 1.033) 

indicates that the staff respondents place much more emphasis on developing 

cultural awareness as part of a foreign language training programme. At the same 

time, the result of IP5 (with mean 3.74, median 4.00 and SD 0.943) reveals that 

foreign language skills of reading and writing are also embracing the foreign 

language needs of the staff members. In addition, the result of CA has denoted that 

there is a stronger positive response for developing the ability to language 

communication ability (LCA) than to study foreign language knowledge only (with a 

cumulative per cent of “agree” of 75.9, mean 3.74, median 4 and SD 1.033). 

Table 7-11 Correlations among LCA, IP5, CA and FLS 

  LCA IP5 CA FLS 
Spearman’s rho LCA 1 .156 .441** .523** 
Spearman’s rho IP5 .156 1 .122 .152 
Spearman’s rho CA .441** .122 1 .423** 
Spearman’s rho FLS .523** .152 .423** 1 
N=132   p*<0.05   p**<0.01   P***<0.001    Sig. (2-tailed) 

 

In addition, Spearman’s rho was used to explore the correlation among these 

variables LCA, IP5, CA and FLS (see Table 7-11). The analysis showed that LCA 

was positively associated with CA (value of .441 significant at the level of p < 0.01), 

and showed a strong correlation (Cohen, 1988; Pallent, 2005) with FLS (value 

of .523 significant at the level of p < 0.01). However, the analysis has also shown 

less association between individual needs analysis and other variables: language 
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communicative ability, cultural awareness and specific foreign language skills 

(.156, .122 and .152).   

These findings however are unable to fully answer the research proposition because 

the analysis also raises another question about what language skills are required to 

meet the learning needs, as we have found less association between IP5 and other 

variables (.156, .122 and .152). This question actually can be extracted from the 

research proposition four in an effort to further a more in-depth exploration through 

qualitative analysis. Therefore, another subscale question of what language skills 

Chinese companies and organisations actually need should be addressed while 

analysing the qualitative data later on. 

Research proposition five 

Chinese employees will be more interested in a foreign language training 

programme if the pedagogic style is to combine formal instructions and self-

managed learning. 

FI1, FI2 and SML (measured as Q15, Q16 and Q17) are incorporated in the 

questionnaire to explore how the variables of computed FI and SML affect the 

pedagogical approach taken at the stage of programme implementation. As indicated 

in the table of statistical output for staff (see Table 7-5), a high percentage of FI1 

with “agree” 56.4 and “strongly agree” 18.0 (mean 3.78, median 4.00 and SD 0.919),  

FI2 with “agree” 39.1 and “strongly agree” 27.1  (mean 3.71, median 4.00 and SD 

1.091) and SML with “agree” 59.5, “strongly agree” 14.5 (mean 3.71, median 4.00 

and SD 1.262)  indicate respondents’ positive attitudes toward formal instruction as a 

pedagogic approach for the training programme. Additionally, Spearman’s rho was 

used to explore the relationship between variables of FI and SML. The analysis 

showed (see Table 7-12) that formal instruction was significantly correlated with 

self-managed learning, r =.331, p<.01(1-tailed). Clearly the outcomes of the analysis 

have positively supported the research proposition that using a teaching approach 

combining formal instructions and self-managed learning will be better in training 

Chinese staff.  
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Table 7-12 Correlations between FI and SML 

  FI SML 

Spearman’s rho FI 1 .331** 

Spearman’s rho SML .331** 

N=132   p*<0.05   p**<0.01   Sig. (1-tailed) 

To triangulate the data analysis (Bryman, 2008), and to additionally demonstrate the 

difference between attitudes to using a formal instruction and self-managed learning 

strategy, the present research also applies the related paired sign test to discover the 

degree of difference between two responses to two FI and SML.  

Table 7-13 Sign test for FI and SML 

 N Mean Std. 
Deviation 

1 

Z Asymp. Sig. 
(2-tailed) 

Exact Sig. 
(2-tailed) 

FL 132 3.75 0.848    

SML 131 3.71 0.940    

SML-FI 

 

 

Negative       
Differencesa 

54   -.597d .550 .551 

Positive 
Differencesb 

47   

tiesc 29   

a. SML<FI    b. SML>FI    c. SML=FI    d. based on positive differences 

The sign test compared the number of positive and negative differences between the 

two scores from FI and SML (Table 7-13). The outcomes confirm that there is no 

difference between the two means of responses as there are 29 ties with almost equal 

numbers of positive and negative difference (negative 54 and positive 47). 

Additionally, the test also shows there is no significant difference between the two 

means with 2-tailed test (Sig .551, stronger than .05), which means we are unable to 

reject the null hypothesis that there is no change in one particular direction between 

two responses. Instead we have good evidence for the research proposition that the 

pedagogic style of a language training programme should combine formal 

instructions and self-managed learning. 
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Research proposition six 

Foreign language training programmes will be of more interest if they aim to 

develop the trainee’s ability to solve problems which closely relate to their real 

work. 

The variable PSA (problem-solving ability) (as measured by PSA1 - Q18, PSA2 - 

Q19 and PSA3 - Q20) is actually designed to explore staff attitudes towards the 

ability to solve problems relating to their real work. As indicated in the table of 

statistical output for staff (see Table 7-5), a high percentage of  responses to PSA1, 

with “agree” 42.1 and “strongly agree” 42.1 (mean 3.71, median 4.00 and SD 0.923), 

and PSA2, with “agree” 53.0 and “strongly agree” 35.6 (mean 4.17, median 4.00 and 

SD 0.773), and PSA3 with “agree” 43.6 and “strongly agree” 53.4 (mean 4.49, 

median 5.00 and SD 0.611), indicate the  133 respondents’ interest in engaging  

problem-solving ability in the training programme. These outcomes actually support 

the proposal that staff are interested in attending the training programme if it aims to 

develop their ability to solve problems.  

The research also intends to ascertain the tendency of the attitudes, either positively 

or negatively. In other words, it attempts to identify the degree of probability that can 

be predicted through the gained outcomes in order to make the assertion whether it is 

positively or negatively supporting the research proposition. In this sense, the null 

hypothesis is the attempt to develop the trainee’s ability to solve problems is equally 

significant when designing a foreign language training programme as the absence of 

the ambition to develop the trainee’s ability to solve problems. So, therefore, the 

Kolmogorov-Smirnov statistics test was used to look into the significance of 

difference in determining the actual tendency of the attitudes.  To begin with, the 

three variables relating to PSA (PSA1, PSA2 and PSA3) were computed using 

PASW. The analysis showed, as indicated in table 7.14 below, that the values are 

significantly different from a normal distribution since the two-tailed significance of 

the test is very small (.000). Meanwhile, Z score 2.18 (rounded up) represents an 

approximately 98% larger portion and only 1.5% smaller portion of effect size if 

compared to the established standard normal distribution. This means there is a 

plausible positive attitude to participating in the training programme if it is aimed at 
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improving the ability to solve problems. Clearly proposition six has been plausibly 

supported.  

Table 7-14 One-sample Kolmogorov-Smirnov test for PSA 

Null Hypothesis Test Mean±SD Z Sig. Decisio
n 

The attempt to develop the trainee’s ability 
to solve problems is equally significant 
when designing a foreign language training 
programme as the absence of the ambition 
to develop the trainee’s ability to solve 
problems 

One-Sample 
Kolmogorov-
Smirnov Test 

4.29±0.597 2.178 .000 Reject 
the null 
hypo-
thesis 

N=132 

Research proposition seven 

Chinese staff will be more interested in a training programme if regular reports 

about the progress of trainees and on-going negotiation in course content are 

incorporated into the training programme.   

To address this question, the research was designed to use the variable RR (as 

measured by RR1-Q21 and RR2-Q22) to examine attitudes of staff. As indicated in 

the table of statistical output of staff (see table 7.5),  a high percentage of RR1, with 

“agree” 63.2% and “strongly agree” 5.3% (mean 3.61, median 4.00 and SD 0.798), 

and RR2, with “agree”58.0% and “strongly agree” 6.1% (mean 3.49, median 4.00 

and SD 0.906), indicate that respondents demonstrate positive attitudes towards 

regular reports and on-going negotiation if employed in the implementation of the 

foreign language training programme through an international communication 

strategy. Meanwhile, the Kolmogorov-Smirnov (K-S) test was used to examine 

whether the sample was from a normally distributed population (Field, 2009). The 

two variables RR1 and RR2 were computed into RR using PASW as they are 

looking into the same variable. Moreover, the histogram of frequency shows that 

around 60% respondents lie on the value of 4, which is “agree” (see Figure 7-4). In 

addition, the outcome of the analysis has indicated that the observed data distribution 

is significantly different from a normal distribution as the two-tailed significance of 

the test is very small (.000), which means a big significance (see Table 7-15). The 
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null hypothesis is rejected.  Thus the research proposition seven has been plausibly 

supported.  

Meanwhile, effect size of the value obtained has been looked up via “Table of the 

Standard Normal Distribution” (Field, 2009).  Z score 3.19 (rounded up) represents 

an approximately .99 larger portion and only a .001 small portion of effect size, 

meaning regular reports and on-going negotiation have largely effected the estimated 

distribution (Kinnear and Gray, 2010). 

 

 
Figure 7-4 Histogram for computed RR 

 

Table 7-15 One-Sample Kolmogorov-Smirnov test for RR 

Null Hypothesis Test Mean±SD Z Sig. Decision 
The requirement of incorporating regular 
reports about the progress of trainees and 
on-going negotiation in course content into 
the training programme is equally 
significant to a programme without such 
requirement   
 

One-Sample 
Kolmogorov-
Smirnov Test 

3.54±0.666 3.19 .000 Reject the 
null 
hypothesis 

 

Research proposition eight 

Quality of outcome of the programme will be assured if Chinese managers and 

programme providers are jointly involved in the evaluation either at the stage of 

generating the learning project or at the end of the programme. 
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The variable JAIP ( as measured by JAIP1 – Q7, JAIP2 – Q8, JAIP3 – Q23) is actually 

designed to explore staff attitudes towards the proposed way of evaluating outcomes 

of the training programme in order to assure its effectiveness when developing the 

training programme. The research initially proposed that Chinese managers and 

programme providers should be jointly involved in the evaluation either at the stage 

of generating the learning project or at the end of the programme. The data analysis 

has showed, as indicated in the table of statistical output for staff (see Table 7-5), a 

high percentage of positive responses to JAIP1, with “agree” 51.9% and “strongly 

agree” 36.1% ( mean 4.21, median 4.00 and SD 0.739),  JAIP2, with “agree” 57.9% 

and “strongly agree” 32.3% ( mean 4.21, median 4.00 and SD 0.663) and JAIP3, 

with “agree” 60.2% and “strongly agree” 18.0% ( mean 3.84, median 4.00 and SD 

0.928) among the 133 respondents. These figures essentially support the proposal 

that Chinese managers and programme providers should be jointly involved in the 

evaluation.  

The Kolmogorov-Smirnov statistical test was also used to explore whether the 

results shown above significantly differ from the assumed normal distribution. The 

null hypothesis is that joint evaluation is equally significant as that without it.  

Before conducting this, rather than treating the measured items as separate measures, 

it is reasonable to create a new variable by computing three measuring items, JAIP1, 

JAIP2 and JAIP3, into one index, JAIP (Cramer, 2001). Meanwhile, the chart below 

(see Figure 7-5) also displays the positive tendency of the respondents’ attitudes on 

joint involvement in evaluation, and that has given a view of what staff members 

think of the joint evaluation of learning objectives and outcomes.  

Table 7-16 One-Sample Kolmogorov-Smirnov test for JAIP and JAO 

 Null Hypothesis Test Mean±SD Z Sig.2-
tailed 

Decision

JAIP Joint evaluation of individual learning 
needs is equally significant as evaluation 
that does not include contributions from 
both sides. 
 

One-
Sample 
K-S Test 

4.09±0.57 1.75 .001 Reject 
the null 
hypo-
thesis 

JAO Joint evaluation of individual learning 
objectives is equally significant as 
evaluation without joint contribution 
from both sides 

One-
Sample 
K-S Test 

3.85±0.842 4.56 .000 Reject 
the null 
hypo-
thesis 
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Figure 7-5 Histogram for JAIP 

As indicated, the output has shown (see the above Table 7-16) that the values are 

significantly different from an assumed distribution since the two-tailed significance 

of the test is small (.001), which is smaller than .05. Meanwhile, the Z score 1.75 

(rounded up) represents an approximately 96% larger portion and a 4% small portion 

of observed data, which is different from assumed distribution. This means there is a 

plausible positive attitude toward the proposal of joint evaluation. Obviously 

proposition eight has been partly positively supported by the staff, which means at 

least they prefer Chinese managers and training providers being jointly involved in 

the evaluation from the beginning.  

An one-sample Kolmogorov-Smirnov test was also used to explore the attitudes of 

staff regarding the evaluation at the end of programme. The variable JAO (as 

measured by Q24) is designed to look at how staff reflect on the assumption if the 

evaluation allows both training providers and organisation managers to get involved 

in the assessment of learning objectives. Firstly, a high percentage of positive 

responses to JAO, with “agree” 67.4% and “strongly agree” 15.2% (mean 3.85, 

median 4.00 and SD 0.842), was given by the 133 respondents to express their 

attitudes. The Kolmogorov-Smirnov test (see Table 7-17) also provides the results in 

support of the significance of difference; since p is well below the two-tailed 0.05 

level, the difference is significant. This means that the answers from the respondents 
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to the question of involving Chinese managers and training providers jointly in the 

assessment at the end of the training course will be positive. Clearly another part of 

the question relating to proposition eight has thus been addressed.  

In order to ensure there is a correlation between JAIP and JAO, Spearman’s rho 

correlation coefficient test was used to verify the outcomes through a survey.  As 

indicated in table 7-17 below, there was a significant relationship between the JAIP 

and JAO, r =.466, Sig.= 000 (2-tailed), which means staff members who prefer joint 

assessment of their individual project during the first stage will prefer joint 

assessment of their learning outcomes at the end of programme. Thus, based on the 

above analysis, the proposition eight is plausibly supported.  

Table 7-17 Correlation for JAIP and JAO 

  JAIP JAO 
Spearman’s rho JAIP 1 .466** 
Spearman’s rho JAO .466** 1 
N=132 **. Correlation is significant at the 0.01 level (2-tailed). 

7.2.8 Analysis of managers’ questionnaire 

Reliability Analysis 

To begin with, Cronbach’s alpha was used to measure internal reliability and inner 

consistency in the managers’ questionnaire. According to Nunnally (1978) and 

McKinley et al. (1997), an alpha value between 0.70 and 0.98 indicates high 

reliability, while a value above 0.6 is acceptable for exploratory research. In the case 

of this research, the results of measuring internal reliability of each item among 

managers’ responses  range from 0.786 - 0.846 (see Table 7-6), which indicates that 

the internal consistency of all dimensions produced high reliability, which can be 

used to test the properties of the variables. 

Research proposition one 

Chinese companies will embrace a foreign language training programme if it 

starts with a project created individually and independently prior to actual 

implementation. 
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The variable IP* (as measured by IP*1, IP*2, IP*3 and IP*4) is actually designed to 

explore how managers reflect on the questionnaires. To address this question, the 

research will firstly measure internal reliability of each item by evaluating the value 

of Cronbach’s Alpha. Secondly, the research used one-sample t-test to look into the 

difference of the means between the observed sample and the large population, in an 

effort to address research proposition one.    

One sample t-test analysis 

Having computerised the results from IP*1, IP*2, IP*3 and IP*4 to be the variable 

IP*, the normal distribution of the data was tested using PASW. Tests of normality 

showed that there is no difference between the distribution of observed data and 

hypothesised data (Sig .200 less than significant level of .05). This indicates a 

normal distribution of the data collected, so the researcher decided to use one-sample 

t test, one of the parametric tests, to compare the means.  

Table 7-18 The result of tests of normality and One-Sample test for IP* 

 N Tests of normality(Sig.) t Test value Mean Std. 
Deviation 

Sig.(2-
tailed) 

IP* 10 .200 7.305 3.00 4.30 0.563 .000 
 

By comparing the means, the researcher initially set the hypothesised mean =3 after 

computerising the five items IP*1, IP*2, IP*3 and IP*4 as the mean (neutral = 3) 

designed for each item in the questionnaire. Thus, the one sample t-test will test the 

mean of 3 to address the location of observed data. The figures from the one-sample 

t-test as indicated in Table 7-18 show that the mean of the response attitudes for the 

individual project (Mean = 4.30, SD = 0.563) was greater than the mean of the 

hypothesised response attitudes (test value =3). The test also showed significance 

beyond the .05 level: t(10) = 7.305; p = .000 (two-tailed). The 95% confidence 

interval on the difference was (0.89, 1.70), which does not include the value of zero 

specified by the null hypothesis. The obtained results support research proposition 

one that managers hold positive attitudes on beginning to create an individual project 

before the training programme.   

 

- 165 - 
 



Research proposition two 

An individual project will be effectively created if it is based on learners’ language 

skill needs and technical skills related to the work place. 

To address this question, the research actually uses the variables FLNA* and WRS* 

(as measured by Q7 and Q4) to explore the attitudes of managers. If keeping the 

original negative tone of FLNA* as designed in the questionnaire, the two measured 

variables in the questionnaire for managers (4. The ultimate goal of managing a 

foreign language training programme is to develop language skills only; 7. I think 

language training programmes should focus on the development of work-related 

professional skills as well as general language skills.) could be accounted for as 

dichotomous questions because the tones of the two observed variables are totally 

opposite.  Based on the results of the normality of distribution test as indicated in 

Table 7-19, the data of either FLNA –Q4 or WRS* -Q7 does not show goodness-of-

fit in distribution (FLNA*: .342 at .002 sig level, smaller than .05 levels; WRS*: 

.433 at .000 sig level, smaller than .05 levels). Thus, the research decided to use non-

parametric related samples sign test to explore the managers’ attitudes on what a 

training programme should be based on to ensure that an effective individual project 

is established. 

Table 7-19 Tests of Normality for FLNA* and WRS* 

 Kolmogorov-Smirnov 
Statistic Degree of freedom Sig. 

FLNA* .342 10 .002 
WRS* .433 10 .000 
 

The sign test actually carries no assumptions about the original distribution, and the 

test is also an application of the binomial test, which is suitable for this purpose 

(Kinnear and Gray, 2010).  The results shown in Table 7-20 below show that there 

are nine negative differences and no positive differences. According to Cohen’s 

(1988) guidelines (for interpreting the effect size index g (Small size: .05≤ g<.15; 

Medium size: .15≤g<.25; Large size: g≥.25), the output below proves that 90% of 

participants have shown negative difference scores; whereas the proportion under the 

null hypothesis is .5.  Substituting in formula g = | P – p|, we have g = | P – p| = .9 -.5 
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= .4 which means a large effect. In addition, a sign test showed a p-value of .004 (2-

tailed), meaning a significant difference. 

These results have demonstrated what the managers’ attitudes about the content of 

building up an individual project actually are. In fact, there is a great deal of 

disagreement on the proposal that the ultimate goal of managing a foreign language 

training programme is to develop language skills only; however, there is significant 

agreement on the idea that language training programmes should focus on the 

development of practical vocational skills as well as general language skills. The 

managers’ attitudes are indeed consistent with those of the staff as illustrated in the 

previous results, that they are inclined towards a foreign language training 

programme with the combination of developing foreign language skills and work-

related technical skills. The outcome of this analysis favourably supports research 

proposition two. 

Table 7-20 Related Samples Sign test for FLNA*- WRS* 

 Negative 
differencesa 

Positive 
differencesb 

Tiesc Asymp Sig. (2-tailed) 

FLNA*-WRS* 9 0 1 .004 
a. FLNA*<WRS*    b. FLNA*>WRS*    c. FLNA*=WRS* 

Research proposition three 

Chinese companies are interested in launching a foreign language training 

programme if it aims to enhance professional skills and technical ability. 

To address this question, the research used variable WRS* (as measured by Q7) to 

explore the standpoint adopted by managers. WRS* “I think foreign language 

training programmes should focus on the development of work-related professional 

skills as well as general language skills” aims to investigate how Chinese company 

managers view a programme which aims to enhance professional skills and technical 

ability. So the null hypothesis, without focusing on developing work-related 

professional skills, equally draws Chinese managers’ attention to a foreign language 

training programme if it focuses on the development of work-related professional 

skills in a foreign language training programme.  
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Figure 7-6 Histogram for WRS* 

Figure 7-6 shows the outcomes from the responses of the managers. These 

demonstrate that the majority of respondents fall within the range of 4.0-5.0, which 

actually agrees with the assumption that language training programmes should focus 

on the development of work-related professional skills (mean =4.70, median =5.00 

and Std. Dev. = 0.483).  

The Kolmogorov-Smirnov test was also used to statistically test the null hypothesis 

of the variable. The results showed that distribution of WRS* is significantly 

different to the estimated distribution with mean 4.7, standard deviation 0.483 and 

Sig. .032. (as shown in Table 7-21). The null hypothesis is thus rejected. The results 

actually support the alternatives of this research proposition that managers are more 

interested in a foreign language training programme if it aims to enhance trainees’ 

professional skills and technical ability.   

Table 7-21 The results of the K-S test for WRS* 

Null Hypothesis Test Mean±SD Sig. Decision 
The distribution of WRS* is normal 
 

One-Sample 
Kolmogorov-
Smirnov Test 

4.7±0.483 .032 reject the 
null 
hypothesis 
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Research proposition four 

Chinese companies or organisations will be more likely to trigger a foreign 

language training programme if it aims to develop language communication 

ability, reading and writing abilities and cultural awareness. 

The variables LCA*, CA* and FLS* were used to explore the opinions within 

managers’ responses. The null hypotheses for each variable are: LCA* - A training 

programme focusing on developing the trainee’s ability to communicate in a foreign 

language is equally important as a programme without this objective; CA*- It is 

unnecessary to be incorporated into a foreign language training programme; FLS*- 

Reading and writing language abilities are equally useful as those of speaking and 

listening.  

Table 7-6 shows degrees of agreement on and the mean of each question, with LCA* 

mean =4.40, median =4.0 and Std. Dev. =0.516; CA* mean=4.20, median =4.00 and 

Std. Dev. = 0.422; and FLS* mean =2.70, median =3.00 and Std. Dev. =0.949. Tests 

of normality have shown that LCA* Sig. 000, CA* Sig. 000 and FLS* Sig. .168, 

which supports the researcher’s decision to use the one sample Kolmogorov-

Smirnov test for LCA* and CA*, and the one-sample t-test for FLS* (Black, 1999;  

Field, 2009).    

In Table 7-22 the results of the one sample Kolmogorov-Smirnov tests for LCA* and 

CA* demonstrate that the distribution of LCA* is not significantly different to the 

estimated one, with mean 4.40, Std. Dev. 0.516, and Sig. .110 at the significance 

level of .05; however. responses to CA* are significantly different to the estimated 

ones, with mean 4.20, Std. Dev. 0.422 and Sig. .0.009 at the significance level of .05. 

Thus, the null hypothesis for LCA* cannot be rejected, but for CA* it is rejected.  

Table 7-22 The results of the K-S tests for LCA* and CA* 

Null Hypothesis Test Mean±SD Sig. Decision 
The distribution of LCA* is normal 
 

One-Sample 
Kolmogorov-
Smirnov Test 

4.40±0.516 .110 Retain the 
null 
hypothesis 

The distribution of CA* is normal One-Sample 
Kolmogorov-
Smirnov Test 

4.20±0.422 .009 Reject the 
null 
hypothesis 

 

- 169 - 
 



Meanwhile, the one-sample t test was used to test FLS* to the set test value 3 as it 

was set to be the hypothesised mean under the null hypothesis in the questionnaire 

(Field, 2009). The results in Table 7-23 show that the exact p value for the sample 

data is .343, which is larger than 0.05 at 2-tailed significance level. This signals that 

the null hypothesis is retained.  

Table 7-23 The results of the One-Sample t test for FLS 

 N t Test value Mean Std. Deviation Sig.(2-tailed) 
FLS* 10 -1.00 3.00 2.70 0.949 .343 
 

Research proposition five 

Chinese employers will be more interested in a foreign language training 

programme if the pedagogic style is to combine formal instruction and self-

managed learning. 

FI* and SML* were used to look into how Chinese managers view the use of a 

teaching style combining formal instruction and self-managed learning. FI* was 

designed to investigate the respondents’ attitudes to using formal instruction, and 

SML* was used to explore the opinions relating to self-centred learning. So the null 

hypotheses for these are: FI* – the distribution of trainees in my company who prefer 

formal instruction is normal; SML*– the distribution of trainees who are also using 

the self- managed learning approach is normal.  

Table 7-6 shows the degree of agreement and mean of each question from managers’ 

responses with FI* mean =4.00, median=4.00 and Std. Dev. =.471, and SML* 

mean= 4.30, median =4.00 and Std. Dev. =.675.  The histogram in Figures 7-7 and 

7-8 below shows the frequency for FI* and SML* and reveals there is a high 

frequency of agreement with the assumptions. Also, the test of normality has 

indicated that both sets of data are non-parametric (FI*- Sig. .000, SML*- Sig. .035, 

lower than 0.5).   
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Figure 7-7 Histogram for FI*                                  

 

  

Figure 7-8 Histogram for SML* 

Therefore, the researcher decided to use a related sample test to compare their 

medians. The null hypothesis in this sense is the median of difference between FI* 

and SML* equals 0. Table 7-24 presents the results of the Wilcoxon Signed Ranks 

test which actually compared the number of positive and negative differences 

between two scores from the related samples. There are six ties, three positive 

differences and one negative. This clearly confirms that there is no significant 

different between two medians with Asymp. Sig. (2-tailed) .257, stronger than the 

significant level of .05, which means the null hypothesis is retained.  

  

- 171 - 
 



Table 7-24 The results of the Wilcoxon Signed Ranks test for SML* - FL* 

SML*-FI* N Mean 
Rank 

Sum of Ranks Z Asymp.  
Sig.(2-tailed) 

Negative Ranks 1a 2.00 2.00   
Positive Ranks 3b 2.67 8.00   
Ties 6c     
Total 10  -1.134d .257  

a. SML*<FI*  b. SML*>FI*  c. SML* =FI*   d. Based on positive ranks 

 

The results actually reveal that there is no difference in responses to the question 

relating to formal instruction and self-managed learning. This indicates that 

Managers believe the use of pedagogy by blending formal instruction and regular 

self-managed learning in the training programme would be beneficial for participants.  

Research proposition six 

Foreign language training programmes will be of more interest if they aim to 

develop the trainee’s ability to solve problems which closely relate to their real 

work. 

To address this question, the research used PSA* (as measured by Q25) to 

investigate the opinions of Chinese managers. Table 7-6 displays the degree of 

agreement and mean of each question from the managers’ responses with PSA*mean 

=4.10, median=4.00 and Std. Dev. =.738. Tests of normality have shown that there is 

no difference between the distribution of observed data and hypothesised data 

(Sig. .067, stronger than the significant level of .05). This suggests that the data 

collected are normally distributed and are parametric. Therefore the researcher 

decided to use the one-sample t-test to compare the mean of observed data to three 

(neutral) in this context, as it is designed as the mean in the questionnaire.   

Table 7-25 The result of tests of Normality and One-Sample t test for PSA* 

 N Tests of normality(Sig.) t Test value Mean Std. 
Deviation 

Sig.(2-
tailed) 

PSA* 10  .067          4.714 3.00 4.10 0.738 .001 
 

Table 7-25 reveals that the mean of the responses concerning attitudes to developing 

problem-solving ability in foreign language training programmes (mean = 4.10, 
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SD.Dev. 0.738) is greater than the mean of the hypothesised test value =3. It also 

shows that the significance is beyond the significant level of .05: t (10) = 4.714; 

p= .001 (2-tailed). The result has confirmed that there is a significant difference in 

distribution between the observed and hypothesised data.  

Thus, the research proposition is supported according to the data collected from 

managers.    

Research proposition seven 

Chinese managers will be more interested in a training programme if it 

incorporates regular reports about the progress of trainees and on-going 

negotiation about course content. 

The research uses the variable RR* (as measured by RR*1-Q11 and RR*2-Q12 in 

the questionnaire for managers) to address the attitudes of managers. If we keep both 

measurements RR*1 and RR*2 with their original negative tones as designed in the 

questionnaire, both of them ( I review the submission of learning outcomes of each 

regular member of staff in order to be able to evaluate the subsequent success of the 

training programme. Regular reports from staff about their progress are not 

important to maintain successful learning) can be taken as dichotomous questions as 

a result of the controversial tones designed for maintaining the subjectivity of the 

responses (Cramer, 2001).  Due to the abnormal distribution of the collected data for 

RR*1 (Sig .003) and RR*2 (Sig .001) as indicated in Table 7-26 below of tests of 

normality, which are less than the significant level of .05,  the research decided to 

use the non-parametric related samples test to explore the managers’ attitudes to 

regular reporting.  

Table 7-26 The results of the tests of Normality and descriptive statistics for RR*1   
and RR*2 

 Tests of Normality (Sig.) N Mean Median Std.Dev. 
RR*1 .003 10 4.50 4.50 .527 
RR*2 .001 10 2.40 4.00 .966 
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Table 7-27 The results of the Wilcoxon Signed Ranks test for RR*1 and RR*2 

RR*2-RR*1 N Mean 
Rank 

Sum of Ranks Z Asymp. Sig.(2-tailed) 

Negative Ranks 6a 4.25 25.50   
Positive Ranks 1b 2.50 2.50   
Ties 3c     
Total 10  -1.983d .004 

a. RR*2<RR*1  b. RR*2>RR*1    c. RR*2=RR*1    d. based on positive 

differences 

The Wilcoxon Signed Ranks test was also used to address the question. The results 

shown in Table 7-27 above denote that there are six negative differences, one 

positive difference and three ties. The p-value of .004 (2-tailed) indicates a 

significant difference between these values. In addition, according to Cohen’s (1988) 

guidelines for interpreting the effect of the size index g (Small size: .05≤ g<.15; 

Medium size: .15≤g<.25; Large size: g≥.25), output below depicts that 90% of 

participants have shown negative difference scores; whereas the proportion under the 

null hypothesis is .5.  Substituting in formula g = | P – p|, we have g = | P – p| = .9 -.5 

= .4 which means a large effect.  

The outcome of this analysis illustrated above has indicated that for the one hand, the 

managers’ attitudes about the addressed question of regular reporting actually are 

consistent with those of the staff, and on the other hand, this also positively supports 

proposition seven. (For this point, it seems the proposition seven would have been 

supported but it hasn’t yet. The discussion on this will come back later in section 

7.2.9 comparison of attitudes of staff and managers)  

Research proposition eight 

Achievement of learning outcomes will be ensured if Chinese managers and 

programme providers are jointly involved in the evaluation either at the stage of 

generating the learning project or at the end of the programme. 

To explore the attitudes of managers in terms of this question, the research designed 

the variable JAO* (as measured by JAO*1 –Q16 and JAO*2- Q17) to measure the 

general tendency toward the proposition of joint assessment. In fact, the statements 

of Q16 and Q17 in the questionnaire have been designed with opposite attitudes, 
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negative and positive, in an effort to avoid respondent bias (Bernardi, 2006; Hall, 

2005; Jackson, 2009), and to maintain the reliability of the questionnaire (Davies 

2007). So the two measured variables (The training provider’s involvement in the 

process when staff set their learning objectives and evaluate their learning outcomes 

is unnecessary; The training provider and the sponsor should both be involved in 

assessing the outcomes of the programme because this will be helpful to ensure the 

training quality) could be counted as dichotomous variables (Bryman et al., 2001). 

From the result of the normality of distribution test using the Kolmogorov-Smirnov 

test as shown in the table below, neither JAO*1 nor JAO*2 achieves goodness-of-fit 

in the distribution, as tests of normality showed that  JAO*1: Sig .000 and JAO*2: 

Sig .000, so both are less than the significant level of .05. Thus, the researcher 

decided to use the non-parametric related samples test to explore the answers from 

the managers. Again, the Wilcoxon Sign test was used for this purpose.  

Table 7-28 The results of tests of Normality and descriptive statistics for JAO*1 and 
JAO*2 

 Tests of Normality (Sig.) N Mean Median Std.Dev. 
JAO*1 .000 10 4.00 4.00 .471 
JAO*2 .000 10 4.40 4.00 .516 
 

Table 7-29 The results of the Wilcoxon Ranked test for JAO*1 and JAO*2 

JAO*1-JAO*2 N Mean 
Rank 

Sum of Ranks Z Asymp. Sig.(2-tailed) 

Negative Ranks 10a 5.50 55.00   
Positive Ranks 0b .00 .00   
Ties 0c     
Total 10  -2.848d .002 

a. JAO*1<JAO*2   b. JAO*1>JAO*2   c. JAO*1=JAO*2   d. based on negative 

ranks  

The results shown in Table 7-29 above denote that there are ten negative differences. 

The p-value of .002 (2-tailed) indicates a significant difference between these values. 

In addition, according to Cohen’s (1988) guidelines for interpreting the effect of the 

size index g (Small size: .05≤ g<.15; Medium size: .15≤g<.25; Large size: g≥.25), 

output above depicts that 100% of participants have shown negative difference 

scores; whereas the proportion under the null hypothesis is .5.  Substituting in 

formula g = | P – p|, we have g = | P – p| = 1 -.5 = .5 which means a large effect.  
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The outcome has indicated that the managers’ attitudes about the addressed question 

of joint assessment are positive. Therefore, this also positively supports proposition 

eight.   

7.2.9 Comparison of attitudes of staff and managers 

In order to further explore the attitudes of staff and managers to ascertain whether 

both groups have a consistent, similar attitude towards four key elements: i) building 

up an individual project, ii) project-validation, iii) programme implementation, and 

iv) project evaluation, the research attempts to compare these attitudes by extracting 

the variables from the questionnaire which are actually designed to address these 

four aspects.  This attempt aims to ensure the validity and reliability of the responses 

given by these two groups of people: managers and staff. To do this is to minimise 

unpredictable and uncontrollable factors such as political or cultural influence so that 

the research will be firmly grounded. 

7.2.9.1 Building up an individual project     

The variables IP from the staff questionnaires and the variables of IP*from the 

managers’ questionnaires are the relevant measurable items with which to assess 

whether both groups are interested in managing an English language programme by 

initially building up an individual project. The research used the Mann-Witney U 

statistics test to compare these two groups of responses due to the unusual 

distribution of the collected data. Table 7-30 below demonstrates the result. 

Table 7-30 The results of the Mann-Witney U test 

 S/M N Median Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

     Z Exact. 
Sig. (2-
tailed) 

IP 

(S/M) 

Staff 132 4.00 69.72 9203.50 

425.500 -1.895 .059 

Manager 10 4.20 94.95 949.50 
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Due to the scarcity of the data from the managers’ questionnaires (N= 10) which is 

likely to result in poor approximation, it is better to choose an exact test and report 

the exact p-values for the non-parametric test, rather than the asymptotic p-value 

(Kinnear and Gray, 2010).  

From the output above, we see from the exact p-values that the Mann-Whitney U test 

shows no significance on a two-tailed test (p-value .059, bigger than .01). 

As a measure of effect size, King and Minium (2003) advocate the Glass rank 

biserial correlation coefficient r , where g

       rg = 
M M

  =  
. .

 = +.36 (rounded up)         (1) 

Cohen (1988) offers guidelines for interpreting the value of a correlation:  

       .1 ≤ | r | < .30 and .01 ≤  r2 < .09 --- small size of effect 

      .30≤ | r | < .50 and  .09 ≤ r2 < .25 --- medium size of effect       (2) 

            | r | ≥ .50   and    r2  ≥ .25        --- large size of effect 

The results shown in table 7.30 denote that the mean figure for staff (M= 3.9, 

SD=.44) was less than the mean figure for managers (M=4.2, SD= .57). A Mann-

Whitney U test showed this difference to be not significant: U = 425.5; exact p = 

.059, bigger than .01 (two-tailed).  The Glass rank biserial correlation = +.36, a 

‘large’ effect in Cohen’s (1988) classification. 

Essentially, both groups, as indicated in the analysis of previous chapters, are in 

support of the proposal of building up an individual project, as research proposition 

one suggests. The result of this test has provided evidence that both staff and 

managers’ attitudes toward building up an individual project prior to the 

implementation of a training programme are consistently identical.  So without 

doubt, building up an individual project prior to actual programme implementation is 

an approach that enjoys strong broad-based support in generating a foreign language 

training course through an international communicative strategy.  
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7.2.9.2 Project validation and Project revaluation 

The computed variables JAO from the staff questionnaire and the variables JAO* 

from the manager questionnaire are the relevant measurable items to explore whether 

both groups are interested in the proposal of joint assessment at either stage of 

project validation or project revaluation. The research used the Mann-Witney U 

statistics test to compare the means from these two independent groups of responses 

in an attempt to test the proposed model. 

Due to the scarcity of the data from the managers’ questionnaire (n=10) which is at 

risk of resulting in a poor approximation, it is suggested that the exact test is chosen 

and that the results for the exact p-values for nonparametric test are reported, rather 

than the asymptotic p-value (Field, 2009; Kinnear and Gray, 2010). 

Table 7-31 The result of the Mann-Whitney test for JAO 

 S/M N Median Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

     Z Exact. Sig. 
(2-tailed) 

JAO 

(S/M) 

Staff 132 4.00 70.60 9319.50 

541.500 -.967 .339 

Manager 10 4.20 83.35 833.50 

 

From the output above, we see from the exact p-values that the Mann-Whitney U test 

shows no significance on a two-tailed test (p-values .339, bigger than .01).  

For measuring the effect of the size of this outcome, King and Minium (2003) 

advocate that the Glass rank biserial correction coefficient rg be produced (see the 

formula labelled 1 above), and Cohen (1988) also offers guidelines for interpreting 

the value of a correlation (see also the guideline labelled 2 above). In this case,  

     rg = 
M M

  =  
. .

 = +.18 (rounded up)    

Thus, we can conclude from Table 7-31 above that the mean number of staff (M = 

4.02, SD =.56) was less than the mean number of the managers (M = 4.20, SD = 

.42). A Mann-Whitney U test showed this difference to be not significant: U = 541.5; 
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exact p = .339, bigger than .01 (two-tailed). The Glass rank biserial correlation = 

+.18 (rounded up); therefore, there is a medium effect according to Cohen’s (1988) 

classification.  

This finding reveals that both staff and managers’ attitudes to joint assessment from 

trainers and training providers at either stage of project validation or project 

revaluation are consistently indistinguishable, and both groups clearly supported the 

value of joint panels to assess the learning objectives and learning outcomes from 

both training providers and organisation managers. 

7.2.9.3 Programme implementation 

There are a variety of factors as discussed in literature which are integrated into the 

implementation of a training programme. These are: 

• Problem-solving ability (Turner, 1993) 

• Regular reports (Meighan,1991; Turner,1993) 

• Language communicative ability and cultural awareness (Smith, 1992; 

Harris, 1996) 

• Combination of formal instruction and self-managed learning (Beckett, 2006) 

• Decision-making (Child and Warner, 2003) 

Problem-solving ability (PSA) 

The variables PSA and PSA* are designed to address the attitudes of both staff and 

managers as to whether training programmes should be implemented with an 

emphasis on developing the trainer’s problem-solving ability. As illustrated in the 

previous part of quantitative analysis for staff and managers, positive answers have 

been given by both groups to support the proposal of placing emphasis on this ability 

as a part of training goals. However, the question is whether their responses have 

been consistent in order to ensure that the proposed model is justified.  To address 

this question, the research aims to compare two groups of responses using two 

independent samples test. Tests of normality showed that the data for both appeared 

to be significantly non-normal (PSA, Sig.000, p<.05; PSA*, Sig.000, p<.05), 

indicating that a non-parametric test has to be used. 
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From the outputs below (Table 7-32), we can see the exact p-values in which the 

Mann-Whitney U test shows significance on an exact two-tailed test (p-value .269, 

larger than .05), which appears to show no difference between both groups in terms 

of the preference for developing problem-solving ability. The box plot (see Figure 7-

9), however, shows that the median of managers’ responses (5.00) is higher than that 

of the staff (4.33 rounded up). Additionally, there are two extreme pieces of data 

from staff labelled 27 and 26 which gave negative responses towards developing 

problem-solving ability.  

Table 7-32 Mann-Whitney U test for PSA and PSA* 

 S/M N Median Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

     Z Exact. 
Sig. (2-
tailed) 

PSA 

(S/M) 

Staff 132 4.33 70.46 9300.50 

522.500 -1.117 .269 

Manager 10 4.50 85.25 852.50 

 

 

Figure 7-9 Boxplot for S/M comparison 

This finding obviously reveals that managers from Chinese companies have a higher 

degree of preference than staff members in the perception of developing trainers’ 

problem-solving ability although staff are supportive of developing problem-solving 

ability as well. In other words, the demand for the ability to solve work-related 

problem is stronger from managers than from staff, although both are in favour of 

the same requirement. 
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Regular report (RR) 

To compare these two groups of people in terms of their attitudes about regular 

reports while implementing the training programme, the research uses the computed 

variables of RR (RR1 and RR2 from the staff questionnaire and RR*1 and RR*2 

from the managers’ questionnaire) to explore whether there is any difference 

between the two groups of people as to whether they are in favour of regular reports 

into the implementation of a training programme. This effort is to check the 

consistency of the attitudes of both groups to ensure the validity of responses.  

Taking into account the unusual distribution of the collected data from two groups of 

people, as the test of normality indicated that both are sig at .000 and .034 level 

respectively, less than .05 levels, the research decided to use the non-parametric 

Mann Whitney U test for comparison because the median number is the best figure 

to allow us to assess the difference in this respect (Cramer, 2001).  

Table 7-33 Mann-Whitney U test for RR and RR* 

 S/M N Median Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

     Z Exact. Sig. 
(2-tailed) 

 

RR 

(S/M) 

Staff 132 4.00 72.97 9558.50 

397.500 -2.178 .028 

Manager 10 4.00 42.25 452.50 

 

The Mann-Whitney U test is used to determine if the distribution of values either 

side of a common median differs for two samples (King and Minium, 2003). Table 

7-33 has given the output indicating that the medians of two groups are significantly 

different - exact Sig. (2-tailed) = .028, less than .05 - indicating that the assumption 

of homogeneity has been rejected. This result is in contrast to the research 

proposition that either staff or managers are interested in regular reports where 

assessment is concerned. 

Figure 7-10 below indicates that staff had a mid-range of 50% of responses ranging 

between neutral (3 = neutral) and agree (4 = agree) lying in the inter-quartile range 

and they are all below the median; while managers have 50% of responses ranging 
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between agree (4 = agree) and above and they are all above the median. This 

provides further information about the attitudes of whether regular reports would be 

highly valued by both managers and staff, or managers only, or staff only.  The 

research will elaborate on this question when the qualitative analysis is undertaken. 

 

 

Figure 7-10 Boxplot for RR and RR* 

Language communication ability and cultural awareness (LCA and CA) 

LCA and CA and LCA* and CA* were designed to investigate whether language 

communicative ability and cultural awareness need to be incorporated into the design 

of a training programme. The aim of comparing the outcomes from two groups, 

managers and staff is to examine the consistency of the attitudes from both samples. 

Table 7-34 Mann-Whitney U test for LCA and CA 

 
 
 

S/M N Median Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

     Z Exact. 
Sig. (2-
tailed) 

LCA 
(S/M) 

Staff 133 4.00 70.28 9347.00 436.000 -1.934 .057 Manager 10 4.00 94.90 949.00 
CA 

(S/M) 
Staff 132 4.00 69.89 9225.00 447.000 -1.784 .074 Manager 10 4.00 92.80 928.00 

 

The Mann-Whitney U test was used for this purpose.  Table 7-34 above gives the 

result of the comparison between managers’ and staff responses and it mainly 

compared the median of both groups. It appears that the perceptions of both staff and 

managers towards developing language communicative ability and cultural 
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awareness are not significantly different – exact Sig. (2-tailed) = .057 and .074, both 

more than .05 - signalling that the assumption of the differences from both groups is 

rejected and the similarity of the responses from staff and manager remains.   

To observe the size of the effect, the Glass rank biserial correction coefficient rg was 

also measured: 

 

        rg = 
M M

  =  
10133

)28.7090.94(2
+
−

 = +.34    

 

        rg =   
M M

    
= 

 10133
)89.6980.92(2

+
−

= +.32 

 

These results represent a medium-sized effect for both language communicative 

ability data and cultural awareness data according to Cohen’s (1988) guidelines (it is 

above the .3 criterion for a medium effect size).  

Therefore, staff attitudes toward language communicative ability (Mdn=4.00) did not 

differ significantly from managers’ attitudes (Mdn=4.00), U=436.00, Z= -1.934, Sig. 

(2-tailed) =.057, ns, r=+.34; and also staff attitudes towards cultural awareness 

(Mdn=4.00) did not differ significantly from managers attitudes (Mdn=4.00), 

U=447.00, Z= -1.784, Sig. (2-tailed) =.074.  
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Figure 7-11 Boxplot for CA                  

 

 

 

Figure 7-12 Boxplot for LCA 

Nevertheless, the results as shown in Figure 7-11 and 7-12 for CA and LCA show 

that there are two outliers with staff respondents and also two extremes with 

managers’ data respectively. For this point, the further research needs to explore in 

interview analysis.   

Combination of formal instruction and self-managed learning (FI and SML) 

To address whether there is consistency among staff and manager groups in terms of 

the attitudes towards the teaching style for a foreign language training course 
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managed by international collaboration, the researcher decided to compare two sets 

of data collected from both staff and managers to ensure there is no contradiction in 

response to the investigated questions.  FI, SML, FI* and SML* were used to 

conduct the comparison for this purpose. 

Table 7-35 Mann-Whitney U test for combination of FI and SML 

 
 
 

S/M N Median Mean 
Rank 

Sum of Ranks Mann-
Whitney U 

     Z Exact. 
Sig. (2-
tailed) 

FI 
(S/M) 

Staff 133 4.00 70.89 9358.00 580.000 -.654 .520 Manager 10 4.00 79.50 795.00 
SML 
(S/M) 

Staff 132 4.00 69.77 9209.00 431.500 -2.046 .037 Manager 10 4.00 94.35 943.50 
 

Table 7-35 has revealed that the attitudes towards using formal instruction of both 

staff and manager are not significantly different - exact Sig. (2-tailed) =.520, larger 

than .05 - so the hypothesis that the responses from both staff and manager are 

identical is upheld. However, there was a significant difference between the attitudes 

on self-managed learning between the two groups - exact Sig. (2-tailed) = .037, less 

than .05 -  indicating that the attitudes on self- managed learning between staff and 

managers are slightly different. At this stage, the need to further explore what 

actually happens in this context arises; this will be investigated in the interview 

analysis. 

In addition, the boxplot in Figure 7-13 has also shown that more than 50 per cent of 

managers’ responses range from 4 (agree) to 5 (strongly agree); while staff have 50 

per cent of responses ranging between 4 (agree) and 3 (neutral), which is lower than 

the median 4. This also provides us with a few pieces of extreme data collected from 

staff, representing their disagreement with this pedagogical approach. The result has 

exposed more information on how the attitudes between the two groups differ. In 

fact, the manager supports self-managed learning more than the staff does.  The 

research will elaborate on this problem in the qualitative analysis. 

Further, the size of the effect was observed through measuring the Glass rank biserial 

correction coefficient rg, 
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       rFI  =  
M M

   =  
10133

)89.7050.79(2
+
−

 = +.12 

       rSML = 
M M

  =  
10133

)77.6935.94(2
+
−

 = +.34 

 

 

 

Figure 7-13 Boxplot for the two groups of responses for SML 

These results indicate a medium size of effect for both FI and SML according to 

Cohen’s classification (1988). 

Therefore, the attitudes of staff towards formal instruction (Mdn=4.00) did not differ 

significantly from managers’ attitudes (Mdn=4.00), U =580.00, Z=-.654, Sig. (2-

tailed) =.520, ns, r = +.12. However, the attitudes of staff towards using self-

managed learning (Mdn =4.00) differed significantly from managers’ attitudes 

(Mdn=4.00), U=431.500,  Z= -2.046, Sig. (2-tailed) =.03,  r=+.34. 

Decision-making (DM) 

In the managers’ questionnaire, the research design also included a relevant item to 

explore how managers react to decision-making. The variable DM (as measured DM 

–Q8 in the managers’ questionnaire) was investigated using the one-sample 

Kolmogorov-Smirnov test as no prediction of collected data assumption has been 

made (Black, 1999).  
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  Table 7-36 The results of the One-Sample Kolmogorov-Smirnov test for DM 

   DM 

Mean Median Std. Dev. One-Sample Kolmogorov-Smirnov Test  
(Exact Sig. 2-tailed) 

4.00 3.70 .675 .015 

 

 

 

Figure 7-14 Boxplot for DM 

The findings in Table 7-36 above indicate that there is a significant difference 

between explored data and established theoretical distribution (Asymp. Sig. 2-tailed 

.02 and Exact Sig. 2-tailed .01, both less than .05). At the same time, the descriptive 

data presents the outcome of the responses of the variable DM with mean =3.70, 

median= 4.00, which interestingly displays that managers are reluctant to commence 

a foreign language training programme themselves even if they anticipate the cost 

effectiveness of a foreign language training programme; instead, they would suggest 

such a programme to their superiors. This result has explained that managers are not 

willing to take such a decision themselves and they would prefer to wait for further 

guidance from the senior leaders of the companies and organisations.   

Meanwhile, the boxplot also presents an outlier, labelled 9, which actually gives us 

an idea that, based on the gained biographical detail, this response is from a director 

of a higher education institute in Ningxia, who disagreed that he would suggest cost-

effective programmes to others, but stated that he would make his own decision.  

The power to make the decision in this case is derived from the fact that there is no 

one else who is able to veto his decision.  Another outlier, labelled 2, is actually 
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demonstrating the manager probably follows the nature of Chinese culture which is 

heavily influenced by the Confucian approach to behave neutrally and not make a 

decision in a hurry, or prefers to be directed by senior leaders in order to avoid 

uncertainty (Hofstede, 2003) as discussed in the literature review.   

The reasons behind the controversial results revealed in the quantitative analysis will 

be explored in depth in the analysis of the interviews.  

7.3    Findings of the quantitative analysis 

In summary, the results obtained from the statistical tests on each research 

proposition in support of two-tier levels of the innovative model have revealed its 

effectiveness in major aspects; but have also found it to be unsupportive and 

controversial findings in certain facets.  

The statistical analysis of staff and manager questionnaires in terms of generating an 

individual project (indicated as IP-IP*) created individually and independently prior 

to actual implementation has shown the consistency of the answers received from 

staff and mangers, which as a result was in support of research proposition one. In 

terms of foreign language needs analysis (indicated as FLNA-FLNA*) and work-

related skills (indicated as WRS-WRS*), and how to build up an effective individual 

project (IP), the results obtained from statistical tests have also supported 

propositions two and three as responses from both staff and managers are positive 

and also consistent with each other after statistical comparison. Apart from these, for 

problem-solving abilities (indicated as PSA-PSA*), joint engagement in the 

assessment (indicated as JAO-JAO*) and pedagogy including formal instruction and 

self-managed learning (indicated as FL-FL* and SML-SML*), the results obtained 

through analysis of both staff and manager questionnaires and the comparison 

between two groups were positively supportive of propositions five, six and eight.  

The results also partly supported proposition four, particularly in the aspects of 

language communicative abilities. However, they also proved there were absolutely 

negative attitudes towards the specific needs analysis including cultural awareness 

(indicated as CA-CA*), specific foreign language skills (indicated as FLS-FLS*) 
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such as reading and writing skills, as the results obtained from statistical analysis of 

both staff and managers answers have revealed that the null hypothesis had to be 

retained. 

Also, the results for the comparison of two groups further raise the awareness of the 

research to explore the unaddressed existing gaps in respect of the actual foreign 

language needs for Chinese companies and organisations. In addition, the results 

have also exposed the inconsistency between staff and mangers in terms of regular 

reports (RR-RR*) when the training programmes are under way. It has clearly 

indicated that managers have higher expectations from this aspect than staff.  

Therefore, the regular reports needs to be further investigated and addressed in the 

interviewing data below in order to elaborate the proposition seven.  

Apart from this, the results of the comparison of the two groups, however, has 

caused the uncertainty to proposition five although it was positively supported by the 

analysis of both groups separately. The analysis of comparing both groups indicates 

that the attitudes on self-managed learning (SML) between staff and managers are 

slightly different as a few pieces of extreme data collected from staff were found, 

representing their disagreement with the suggestion of use self-managed learning. In 

fact, manager’s attitudes support self-managed more than the staff do. 

In addition, the results gained in the statistical analysis of decision-making (DM) for 

managers also proved to be controversial as overall the managers show a preference 

for  Chinese Confucius doctrine, as discussed in the literature review, in that they are 

normally reluctant to commence a foreign language training programme. However, 

the two outliers (see Figure 7-14) were also found, standing 20% of total respondents 

with the small sample size (n=10), which draws attention to the research and merits a 

further investigation in the later section 7.4. 

In short, the statistical results of the tests were supportive of research propositions 

one, two, three, six and eight, and partly four, five and seven. The propositions 

designed for testing the innovative model could quantify the theories based on the 

proposal of two-tier levels of the training model. The analysis has actually confirmed 

the theoretical framework in terms of designing a useful training programme for 
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Chinese staff. However, the subtracted questions emerging the controversial answers 

from staff and managers in the quantitative analysis will be elaborated in greater 

depth in the qualitative analysis below. These questions are highlighted as: 

• What language skills do Chinese companies and organisations actually need?  

• Why do Chinese managers and staff reject the proposal of incorporating 

cultural awareness as a part of a training programme?    

• Why is there a significant difference between staff and managers in terms of 

incorporating self-managed learning into the teaching style? 

• Why are staff reluctant with regard to regular reports, but the managers are 

in favour of it? 

•  How do managers make decisions with regard to foreign language training 

programmes? 

7. 4    Qualitative analysis and findings  

7.4.1 Introduction 

A number of questions (see above) arose from the findings of the quantitative data 

that merit further investigation through interviews. Subsequently, interviews with 

eight Chinese managers from eight representative companies and organisations were 

conducted to collect more primary data. The exploration of the primary data was 

based on identifying the possible answers for the four questions posed in the 

interviews which were related to the actual needs in terms of foreign language skills, 

culture awareness, self-managed learning, regular reports and decision-making in 

designing an individual project-based foreign language training programme. In 

addition, another five employees were also involved in the follow-up interviews. 

7.4.2 Data collection and analysis 

The study learned from Schlevogt’s (2002) experiences in undertaking his research 

on Chinese management:  
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Using mailed questionnaires to collect data was shown to be unfeasible in 

China. Supposedly because of the low efficiency of the postal system and lack of 

personal interaction, the response rate was extremely low. The quality of the 

returned questionnaires turned out to be unsatisfactory. There were many 

missing questions left with blanks, or only “don’t know” answers (Schlevogt 

2002, p.323). 

In contrast, he preferred using personal interviews and continued: 

However, personal interviews elicited a high response rate from CEOs (or their 

most senior vice-president) and complete responses (ibid., p.322).   

Therefore, in order to avoid repetition of his poor experience, the researcher has 

adopted personal interviews to collect data for this study and it turns out to be a right 

decision. All eight contacted informants agreed to participate, partly because they 

thought they could learn from interacting with a researcher from a Western 

University. In addition, difficult sections of the questionnaire with concepts 

unfamiliar to the Chinese managers could be clarified. Because none of the 

informants had ever participated in an interview for research purposes or answered a 

questionnaire, sometimes the researcher had to explain the notion of and reason for 

the use of the data. The interaction formed between the interviewer and informants 

significantly reduced the chances to give “don’t know” answers, and instead the 

interviewees became more talkative when meeting with a Chinese researcher, albeit 

from abroad. On occasions, informants declined to answer particular questions, 

claiming ignorance, but most of them were willing to cooperate.    

All the participants prior to the interviews in this survey were told of the purpose of 

the survey and their views and opinions would be used anonymously and treated as 

strictly confidential. They were treated equally and fairly in the venue for the 

interviews with a quiet and friendly environment (Fisher, 2004; Manthner, 2002; 

Saunders and Lewis, 2003).     

No question was overlooked during the interviews and a portable IC recorder was 

used to record all interviews. Three Chinese natives transcribed the recordings, and 

translations from Chinese to English were undertaken by four Chinese MA students 
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with bilingual language abilities prior to submitting the drafts to an experienced 

associate professor for approval. The final copy of the transcriptions was examined 

by two experienced researchers to ensure the highest possible degree of validity had 

been attained (Silverman, 2004).   

Qualitative research is varied and usually also treats as data the records of ideas. 

NVivo 8 has tools such as free nodes and tree nodes for recording and linking ideas 

in many ways, and for searching and exploring the patterns and ideas within data and 

ideas (Richards, 1999). Therefore, the researcher decided to use NVivo 8 to 

investigate possible answers.  

In addition, NVivo analysis provides the research with a tool to organise concepts 

emerged by coding the interview data, however, to some extents it would fail to 

interpret the association among these concepts. Therefore, the classical data analysis 

was necessarily employed to virtually reflect the respondent’s attitudes in order to 

make the research purely objective (Bazeley, 2004; 2007).  

7.4.3 Actual foreign language needs 

The results of statistical analysis through quantitative research have provided the 

researcher with a dilemma as to exactly what foreign language skills Chinese 

companies and organisations actually need.  Basically the findings of experiments in 

terms of individual project-based programmes have been largely and positively 

emphasised by the attitudes both of managers and staff; however, concerning foreign 

language skills needed, the respondents gave a variety of answers, ranging from 

speaking, listening comprehension, reading and writing, which caused the researcher 

a level of embarrassment because the answers superficially covered all four basic 

foreign language skills without highlighting the actual specific needs. Richards 

(1999) explained that tree nodes could be managed in hierarchies of categories and 

subcategories and could be viewed as a catalogue or system. Bazeley (2010) also 

clarified that qualitative analysis using NVivo needs to sort and connect nodes into a 

branching system of tree structured hierarchy to catalogue what kind of things are 

being considered. To explore the answers in depth and to obtain accurate answers, a 
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tree node (see Figure 7-15) has been coded through analysing the interview data, 

which includes: 

- Organisational development goal 

- Productive language skills 

- Receptive language skills 

 

 
Foreign language needs 

 

 Organisational 
develoProductive skills Receptive skills ping goal

 
Business promotion Job development Mentality change 

 

Figure 7-15 Hierarchical coded themes 

After coding the relevant references from eight interviews with regards to foreign 

language needs in Chinese organisations and companies, the findings show (see table 

7.36 below) that seven of the eight companies and organisations with the exception 

of ICBC stressed that they have given a high priority to foreign language skills 

development. Foreign language skills can be categorised into productive and 

receptive skills (Davies, 1976; Harmer, 2001).  After coding the nodes of productive 

and receptive skills, the coded references from the interviews have demonstrated that 

the actual needs for the interviewed companies are productive skills including 

speaking and writing skills; as out of the eight interviews, there were seven 

(approximately 87.5%) coded (see Table 7-37 below and Figure 7-16 below). 

Meanwhile, all interviewed managers from different companies and organisations 

expressed their interests in developing productive skills for their employees but only 

one source from SG mentioned receptive skills (see Figure 7-17 below).  
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Table 7-37 Summary of coded tree nodes 

Tree node Source References Words Paragraphs Percentages 
Productive 
ability 8 16 596 15 87.5% 

Receptive 
ability 1 1 40 1 12.5% 

    

 

 

 

Figure 7-16 Foreign language needs analysis 

- 194 - 
 

skills· Coding by Sourceforeign language

- --'"'\\ - --
-- -,~

- --'"
-'"

,
,~ ,

- -
,~ ,!
~ 1! ~ 1 ....."\!
~\I

SW"ces

! ~

g Ii g g ! i 8

•

" g
0

8

, . 8 ,
" ,

.~ ! "
I ! 0 ,! ,

I
, • • ~

, ,, ,



 

 

Figure 7-17 Productive skills and receptive skills needs 

The answer relating to adopting productive skills as the objective for foreign 

language training needs was also supported by other highlighted training objectives 

of the surveyed companies. These training objectives were also coded as free nodes 

in the analysis and included ‘job development’, ‘mentality change’ and ‘business 

promotion’. Under the current developing strategy of internationalisation, many 

companies such as SG, BC, CCOIC, ICBC, DON, NXU, COG, and NXMU initially 

provided their views on the objectives of running foreign language training courses. 
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The characteristic themes can be represented through the managers’ comments 

below:  

One of the themes, ‘job development’, can be generated from interviewee 2’s 

comment from SG:  

In general, foreign language training and specific language needs are only one 

part of the business of the company. In fact, foreign language training needs 

analysis is mainly based on the needs of an individual post and also aimed at the 

needs of businesses, as well as the efficiency of enterprises, which apparently 

should play a facilitating role to the business of the company.  

Another theme, ‘business promotion’, was also created through coding the interview 

of interviewee 1; she stated: 

Nowadays what we intend to do is to focus on local economic development and 

we need to sell our products and brands to the world.  

Meanwhile, the third theme, ‘mentality change’, emerged during the interview with 

interviewee 5, who stressed that: 

“… in recent years, State Government has attached great importance to training 

of personnel, aiming to change their thinking, management philosophy, and 

mentality, broaden their views and so on.  

These three themes thus formulate another tree node under the node of aims of 

implementing training programmes (see Table 7-38).  

Table 7-38 Summary of coded node of job development, mentality change and 
business promotion 

Tree node Source References Words Paragraphs Percentages 
Job development 5 15 192 12 6.57% 
Mentality change 5 7 141 5 7.31% 
Business 
promotion 3 4 41 4 1.37% 

 

In addition, NVivo - as illustrated in Figures 7-18, 7-19 and 7-20 below - also codes 

the most used words from each interview source for these three themes, and these 

provide us with an overall perception of what each surveyed company and 
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organisation actually needs in terms of foreign language training. 

 

Figure 7-18 Job skills development 

 

 

Figure 7-19 Mentality change 
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Figure 7-20 Business promotion 

Meanwhile, the analysis of the ICBC interview transcription has also indicated that 

ICBC has decided to suspend its foreign language training programmes. This finding 

cannot be neglected because it can provide the researcher with the chance to find out 

the reasons underpinning the decision. In her interview, interviewee 4 mentioned 

that:  

  …the training for staff in our bank is not regular training. The last training we 

did was cooperating with Ningxia University for foreign language training for the 

staff. It was because of the request of the International Business Department who 

would like to improve their spoken English and business English. So we contacted 

Ningxia University to manage the programme. Originally we wanted long-term 

cooperation such as running the programmes annually, but as some problems 

emerged as to the messy teaching curriculum offered by Ningxia University after 

the training finished, we just cancelled it. 

Interviewee 4 described what appeared to be the problem: 
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I don’t think the training programmes we managed were ever successful. This is 

mainly due to the problem that staff learned little, and also basically they didn’t 

know how to start and where to begin with their learning.  

The problems that arose were a result of a lack of training objectives on both sides, 

which actually resulted in the trainer not offering the curriculum design to fit to the 

training needs, and little learning was achieved as a consequence.     

7.4.4 Cultural awareness 

The second dilemma that emerged after quantitative analysis which challenged the 

research is that both Chinese managers and staff reject the proposal of incorporating 

cultural awareness as a part of a training programme. The research continued to 

explore possible solutions for this through analysing the collected interview data. In 

order to confirm and validate the information collected in 2010, the manager 

interviewees were contacted again via email and telephone in an attempt to search 

for further reactions to the controversial interview responses.    

In fact, very few responses were given concerning the concept of cultural awareness. 

However, after examining the transcriptions of interviews, a few relevant concepts 

emerged and were created as nodes for coding using NVivo. They include training 

pattern (short term or long term), individual project and the organisation’s 

development strategy. A theme relating to the question could be identified and 

therefore, a tree node constructed as shown in Figure 7-21: 

- Short-term or long-term of training pattern 

- Individual learning project 

- Company’s development strategy 

 
Cultural awareness  

  

Short- or long- term Individual project Organisation’s development 
strategy  

Figure 7-21 Tree nodes display 
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These three elements developed a thread, enabling the research to arrive at the 

answer to what actually happens when cultural awareness is rejected. These themes 

emerged from the analysis of managers’ interviews which reflect their perception of 

cultural awareness. The NVivo analysis (as shown in Table 7-39 below) presents the 

results of three related coded nodes. 

Table 7-39 Node report for cultural awareness 

Tree node Source References Words Paragraphs Percentages 
Short-term  4 6 214 5 6.29% 
Long-term 4 5 195 5 6.31% 
Individual project 1 2 71 2 2.45% 
Organisation’s 
development 3 6 311 7 14.16% 

 

From their interviews, it was clear that many managers believed that cultural 

awareness plays an important role in learning a foreign language, but that it also 

depends on what kind of training pattern their companies prefer because this will 

determine whether cultural awareness needs to be incorporated into training content. 

Interviewee 3 summarises:  

From the personal work-related development, we should re-look at the goal of 

training programmes which is obviously to promote working skills. We are more 

inclined to run short courses.  If you want to increase the possibility of 

achieving the learning target, or in other words, of improving its training effects, 

a training programme with about 2-3 months or 6 months concentrating on 

skills training will be more appropriate for us, but to increase cultural 

awareness needs a much longer time. 

Interviewee 2 from SG Company also supported this view: 

Because it is the need of specific posts, we generally will not spend money to 

help our employees to take long-term training courses. We might prefer short-

term, because it is only for job requirements. 

It is noted that the short-term training programme mainly focuses on developing 

participants’ work-related skills only, so managers do not think it is necessary to 
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incorporate cultural awareness into the programme. Some other managers, such as 

interviewee 3 and 1, however, did mention that there are times when cultural 

awareness should be included in the training programme content. Interviewee 3 

continues: 

On the other hand, we can’t neglect the usefulness and benefit of long- term 

training in terms of backup talents for the company, or for some staff’s personal 

career development. For long-term training, participants will have to get 

themselves more involved in the visiting cultures, and get in touch with the local 

culture to make sure that they would be more aware of the foreign cultures. It is 

more useful for increasing their cultural awareness than learning foreign 

languages.  

Meanwhile, interviewee 1 has his own view of long-term patterns of training: 

…from the perspective of personal career development we will also consider the 

long-term, because we also require many outstanding talents to attend long-

term training because it can bring long-term profits if considering sustainable 

development for our organisation. 

Evidently this comment related to the organisation’s development strategy as to how 

to develop the available talent among the workforce for future use. It also indicates 

that cultural awareness usually takes some time to be adopted, which is not possible 

in a short – term course.   

The chart in Figure 7-22 below shows to what extent nodes were coded in terms of 

cultural awareness based on the interview sources. 

Obviously interview eight (NXMU) has been coded much more regarding cultural 

awareness. Interviewee 8 frankly pointed out the key points when asked about the 

reason for rejecting incorporating cultural awareness into training programmes: 

It was caused by the different mentality as many people still believe there is no 

need to get to know Western culture; or they even believe cultural exchange is 

not necessary for economic development. They may believe - arrogantly – that 

Chinese culture is the best culture in the world and Western culture could not be 

embedded into our culture. 
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Figure 7-22 Culture awareness coded in the source 

In the meantime, interviewee 7 from COG also expressed her worries in terms of 

cultural awareness in her interview, and she mentioned the mental conflict as well:  

We won't deny the importance of cultural awareness when learning a foreign 

language but nowadays this term has become misleading so many people 

including our training participants believe this is a concept from Western 

culture. So they are so cautious in using this word. Apart from this, we spend 

money aiming to develop our staff's language skills, which might be used for the 

sake of our company's business development. We have to be aware that if too 

much Western culture is introduced into the training course this might result in 

negative problems; for instance, brain drain or uncertainty, which might be 

against our purposes for managing the foreign language training. 

 

The extended interview conducted through email in relation to this has also shown 

the same concerns expressed by interviewee 3: 
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I think many participants have taken cultural awareness as a concept imported 

from Western culture. It might be playing a vital role in the context of Western 

society where companies and communities are mainly managed and grown by 

the obligation to the law and regulation. This can be evidenced by contract 

culture in Western countries. However, in China as a typical representative of 

Eastern culture, the concept of cultural awareness hasn't become deeply rooted 

in our own culture; on the contrary, family, kinship, network and social 

relationship, etc., and other benefit-based relationships have become criteria 

agreed with by Chinese people, so there must be lots of participants who don't 

think the Western concept of cultural awareness can have an effect on their 

language skills development. This is just because there is a gap in mentality in 

perceiving the concept.  

7.4.5 Self-managed learning 

Three themes emerge from the additional interviews based on the free nodes coded 

by NVivo analysis (see Figure 7-23). Table 7-40 below demonstrates the results of 

data analysis for the divergent perception of self-managed learning, and this gives 

the answer to the question that remained unresolved from quantitative analysis.   

Table 7-40 Free node report for self-managed learning 

Free node Source References Words Paragraphs Percentages 

Confusion of concept 1 4 129 4 23.67% 

Don’t know how 1 2 65 2 11.23% 

To be supervised 1 3 108 3 18.02% 
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Figure 7-23 Themes coded by node 

There are four references, four paragraphs and about 23.6% of total interview data 

coded in terms of ‘confusion of concept’. These demonstrate that employers who 

chose not to use self-managed learning in training programmes did so mainly 

because of confusion over the concept of self-managed learning, a concept of 

Western-oriented learning style (Ip, 2000). Two references, two paragraphs and 

11.23% were coded as a free node of ‘don’t know how’; whilst three references, three 

paragraphs and 18.2% were coded under the free node of ‘to be supervised’.  

Interviewee 9, an employee from the Bank of China (BC), when asked in the 

additional interview the reason why she disagreed with using self-managed learning, 

said “Actually I have been confused with what is self-managed learning…”.  Equally, 

three other respondents,  interviewee 10 from Schaeffer, interviewee 11 from COG 

and interviewee 12 from DON expressed their confusion over their understanding of 

the concept. In the interviews, interviewee 9 further described it reasonably 

accurately although based on his personal understanding and actually she described, 

for example, a customised training programme that was entirely tutor-led: 

In my understanding, I think self-managed learning should be used when I am 

interested in training content or training goals that are based on my own 

learning purposes. 
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As indicated, interviewee 12 was confused about how to explain the concept: 

 To update knowledge, increase knowledge and get in touch with new knowledge 

are the best ways to develop your ability. These can be considered as a way to 

motivate you to study. 

Moreover, interviewee 11 continued to express his puzzlement: 

 To my understanding, self-managing learning can be labelled as what it is as 

long as I obtain some new information either from your friends, lecture rooms 

and the internet. I don’t know whether it is correct or wrong and hope it is 

right… but honestly I am a bit confused with it. 

In terms of how to conduct self-managed learning, interviewee 11 and 12 expressed 

their concerns about not knowing how to do this: 

Interviewee 11: To be frank, if you just let me manage study by myself in terms 

of learning English, I really don’t know where I shall start. 

Interviewee 12: I prefer to be pushed and supervised to study foreign languages, 

so I don’t know how to improve my English ability if you want me to learn by 

myself. 

Therefore, interviewee 12 suggested training and supervision should take place first 

if using self-managed learning in teaching. She said: 

       I hope the organization would train us how to do it if they let us self-manage our 

foreign language study. I might do it if my company pushes me to take part in a 

training programme.  

7.4.6 Regular report 

Another question that needs to be explored further is about regular reports proposed 

for use in the evaluation of participants’ learning progress. The results of the 

quantitative analysis revealed that staff respondents are reluctant to undertake regular 

reports but managers prefer with them for the evaluation. This sub-field of the 

research is closely related to the effectiveness of programme evaluation. In order to 

- 205 - 
 



explore the answer in depth, extended interviews were conducted through email in 

an attempt to obtain clear answers from managers interviewed. Qualitative analysis 

of coding nodes themed ‘regular report’ using NVivo was also carried out (see Table 

7-41 below). 

Table 7-41 Node report for regular reports 

Free node Source References Words Paragraphs Percentages 

Regular report 5 6 585 6 22.58% 

 

There are six references, 585 words and representing 22.58% of the total interview 

text coded in the interview sources which demonstrate the deep concerns of the 

manager. The chart in Figure 7-24 below also gives us an idea just how deep these 

concerns relating to regular reporting are among the managers interviewed. Some, 

such as interviewee 1 and 3 mentioned that the participants’ dislike of regular reports 

might be caused by the tightness of the training time because of the short-term 

programmes their companies are focusing on. They commented: 

… and also we require the participants to write a period report to us including 

what they have done and what they have achieved, but it seems they don’t want 

to do this as time is so tight. Anyway, it is a requirement from the company and 

they have to do it. And as far as I know they want to use some time to travel. But 

regular reporting I think is a good way to evaluate the learning process for 

participants and we will continue to enforce it as we use it as evidence to assess 

their learning objectives… 

We mainly manage short-term training programmes, a major form for adult 

learning in the society, and the time limitation has resulted in that participants 

don't want to communicate with each other and they don't want to be judged and 

assessed by a certain way of evaluation - say regular reports for instance. 

From their comments, a conflict between programme evaluation and personal 

preference can be noticed as there is a mismatch between the organisation’s 

expectations and the participant’s personal interests. The organisation is focusing on 

the results achieved at the end of programmes, and the managers who are in charge 
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are committed to the goals set; however, the participants are reluctant to be 

cooperative in this respect.  

Meanwhile, interviewee 3 expressed her concerns from another aspect:  

…there is a variety of reasons for employees to attend a foreign language 

training programme. Many participants have to attend training without a choice 

because of the job requirements and they might be reluctant to do it. They might 

not be motivated to get themselves involved in the training and therefore 

mentally dislike regular reports … they don't want to be judged and assessed by 

this way. 

Meanwhile, interviewee 2 from SG provided his unique perspective regarding this; 

he views regular reports as an incentive to increase participants’ interest, and 

maintain their motivation in the process of training. 

When the participants feel that their interest now is not the same as it was 

yesterday, the training manager will need to do something else.  So we maybe 

have to manage a kind of regular assessment and ask participants to report 

what they are doing. In this way, they may maintain an interest in studying or 

generate motivation. 

However, interviewee 5 (DON) and interviewee 8 (NXMU) considered regular 

reports as a way to ensure the effectiveness of the outcomes of foreign language 

training programmes. They both believed the money they spent on the course needs 

to be worthwhile, so the strict monitoring of the process of training was the best way 

to secure accurate evaluation. In addition, they expressed their appreciation of joint 

assessment with their partners. Interviewee 5 said, 

To ensure effective assessment of the participants, they [the training providers] 

are required to report to us bimonthly, and at the same time, the top university 

administration will send us the general monitoring because we need to monitor 

their learning procedures as well. What’s more, we will sign the contract with 

every individual participant before s/he goes to the training. It encompasses 

learning outcomes and punishments. If they are unable to get the degree or 
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certificates by the end of the courses, they will be required to reimburse the fees 

for their studies during training to the government. For monitoring the learning 

of every individual participant, we are jointly doing this with the training 

provider Asia Centre in Illinois State University.   

Similarly, interviewee 8 (NXMU) underpinned this idea by commenting: 

Surely we want to do as it can be a better solution for how to monitor trainees’ 

performance. We can adopt a variety of ways such as regular meetings, mid-

term evaluation or other approaches. This is because we have invested to 

achieve a goal set before going for training and we need participants to hand in 

a report or summary either in English or Chinese telling us what they have 

learned and what skills they have developed. If this is done in practice, it will 

make more sense to me.   

 

 

Figure 7-24 Regular report coded in the source 

7.4.7 Decision making 

The results of the quantitative analysis indicate a divergent perception relating to 
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decision-making for a training programme, as two outliers, the respondent from the 

Organisation Department of Ningxia and the respondent from the Foreign Affairs 

Office of Ningxia Medical University, clearly stood out in the analysis (refer to 

Figure 7-14). To explore the possible answer in greater depth, extended interview 

were also conducted via email with two of the managers.  

Table 7-42 Node report for Decision making 

Free node Source References Words Paragraphs Percentages 

Decision 
making 

5 5 388 5 12.85% 

 

 

 

Figure 7-25 Decision making coded in the source 

There are five sources, five references, five paragraphs and 388 words coded in the 

interviews, which accounts for 12.85% in total (see Table 7-42 above).   
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A number of managers from five different companies and organisations gave their 

views on decision-making. The themes given by the managers interviewed are 

categorised as: 

- Staff’s individual training needs analysis 

- Top leader’s directive 

- Size of training programmes provided 

- Reputation of training providers 

The first two themes are internally based, and the third and fourth are external. To be 

specific, in terms of decision-making, Interviewee 7 from COG describes how her 

company makes a decision to launch a foreign language training programme:  

…it depends on the needs of both staff and practical work. Generally, the 

decisions that we take to run training programmes every year are proposed by 

us and decided by the factory. They generally respect our proposal. Of course, 

the proposals must be reasonable and the training model should also be 

reasonable, which can meet the demands of our factory… 

However, interviewee 3 from CCOIC expresses an understanding of decision-

making that looked into the background of the economic system and argues that if a 

decision is based on individual needs analysis only it will mean we have been 

following a market-oriented management system, which is obviously not the case so 

far. She continues: 

    …decision-making also has to depend on what our organisation needs, which 

means decisions must be made based on the objectives of the organisation as 

well… 

In addition, she proposes using a mixed balanced method to arrive at a decision, in 

which a bottom-to-top orientation can be seen,  

We are not running it in the same way that a real market-oriented economy does 

because we are not a real market economy but at least we are still on the way 
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towards it, so a mixed balanced approach has been mainly used by engaging 

staff's contributions as well as the organisation’s development strategy. 

Meanwhile, the style of decision-making of top- down directive can be widely seen. 

This can be witnessed in the comments of interviewee 5 (DON), interviewee 8 

(NXMU) and interviewee 1(ICBN):  

Interviewee 8: Our department normally makes the decision to carry out training 

programme ourselves because, as you may be aware, the central government has 

laid much more emphasis on leaders’ professional development training. Funding 

has been in place, so we just need to manage training programmes for another 

five years following the instruction from the top. 

Interviewee 5: Decision-making also has to depend on the outcomes we might 

have achieved. We are working for the government and party so we are managing 

training programmes according to what we have planned. Once we have decided 

to run a training programme for this year then we start selecting the participants 

from cadres of different levels of organisations. 

Interviewee 1: We haven’t thought of managing the foreign language training 

programme through an international strategy because this decision should always 

have to go to headquarters. 

It sounds as though one manager has become desperate about this situation: 

Interviewee 8: Decisions are always made by people who have the right to speak 

their minds and what I can do is to make suggestions ... so who knows what will 

happen next...   

Besides, other external influential factors including the size and reputation of the 

training providers will also play a key role in helping companies to make their 

decisions. This is underpinned by interviewee 3’s comment:  

Also there are still lots of other components affecting our decision which include 

the size, reputation, and strength of the training providers, but usually the 

information relating to these is not available to us.   
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Additionally, two attributes, age and years of service in the companies and 

organisations, are taken into account.  

 
Figure 7-26 Interviewed managers’ years of service 

 

Figure 7-27 Interviewed managers' age ranges 
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It should be noted that the demographic data collected show that the ages of the 

managers interviewed mostly fell into the range of 41-50, and years of serving in 

their companies and organisations is more than 20 years (see Figure 7-26 and 7-27). 

This finding is very significant as it helps to understand the Chinese managers’ 

perceptions of foreign language training management from different generations 

(Ralston et al., 1999b). This will be further discussed in the next chapter. 

7.5    Findings and summary 

After analysing the qualitative data using NVivo’s free and tree node techniques, a 

number of interesting themes emerged which can be reasonably taken as sensible 

answers to the questions arising from the quantitative data analysis. The findings that 

accompany these answers are presented below. 

7.5.1 Foreign language training needs analysis 

First of all, many companies seemed to have focused on their training objectives and 

productive skills when asked about what actual foreign language skills they need.  

Productive language skills in particular have been placed in an important position; 

analysis of the subsequent interviews offers a clear explanation why. Most of the 

managers interviewed indicated that they expect their staff to be able to use their 

speaking and writing language abilities to promote their company’s business and to 

be able to better communicate with international business partners after the training 

programme has ended. The findings support Turner’s (1993) viewpoint that different 

language needs should be in accordance with individual organisations’ development 

schemes. 

It is, however, also assumed by many managers that staff participants in training 

programmes quite often take advantage of training as an opportunity to obtain more 

knowledge so that they would be likely to find a better job. Learning, or - to put it 

more precisely - gaining more knowledge, is culturally rooted in Chinese people’s 

perceptions. For a long time Chinese people have lacked creativity, therefore, 

companies and organisations expect their staff to be more creative when using a 

foreign language in order to productively enhance communication with their 

business partners (Martinsons, 1996).   
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Secondly, the findings also show that there are numerous concerns in terms of 

whether content related to foreign language learning is targeted to support the 

development schemes of the training companies and organisations. Training 

outcomes such as job skills development, mentality change and business promotion 

are extensively emphasised, so the ultimate goal of foreign language learning is 

better directed at a more varied range of activities and could be accomplished more 

efficiently but indirectly without recourse to language learning only. 

Thirdly, the specific actual training needs for different operators in the economy can 

be summarised on the basis of both main interviews and subsequent follow-up 

interviews. Higher education (NXU, NXMU), financial services (ICBC and BC) and 

manufacturing (SG and COG) prefer productive language skills, speaking and 

writing-based training, while only one company, the Schaeffler Group demands for 

listening and reading. At the same time, the manufacturing and financial services 

sectors such as SG, ICBC and BC heavily attach importance to job skills 

development and business promotion; while higher education and government 

organisations (NXU, NXMU, DON and CCOIC) draw attention to mentality change 

brought about in order to create a talent reserve. See details in the Table 7-43 below. 

Table 7-43 Findings for training needs analysis 

Economic operation Company /organisation Needs analysis 

Manufacturing  SG, COG Productive skills 
(speaking/writing), job skills 
development and business 
promotion 

Financial Services ICBC, BC 

Higher Education NXU, NXMU Productive skills and mentality 
change 

Government 
organisation 

DON, CCOIC Mentality change 

 

7.5.2 Cultural awareness 

The analysis of the interviews has shown that the diverse perceptions of cultural 

awareness held by the Chinese managers and staff have resulted in the rejection of 

the proposal of incorporating it into learning content (see section 7.4.4). However, it 

has not been completely ignored by many managers (e.g. interviewees 1, 2 and 3) 
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who candidly admit that cultural awareness would play an important role in learning 

a foreign language and believe this mainly depends on the training pattern, 

individual project design and overall organisational development scheme (see Figure 

7-21 in section 7.4.4).  

It is found that short-term training programmes usually do not tend to incorporate 

cultural awareness into their curriculum design because it is usually designed 

deliberately for achieving individual job development in a short period of time (e.g. 

interviewees 1, 2 and 3).  Long-term programmes, though, are more likely to include 

this in the training scheme because Chinese companies and organisations want to 

develop their international mobility skills to ensure the reserve of talents for future 

development (e.g. interviewees 1, 7 and 8). 

The findings have also shown that many believe cultural awareness is a Western 

concept which would not make a great deal of sense to both Chinese managers and 

staff. In order not to cause any uncertainty, possibly as a result of cultural awareness 

input, manager and staff respondents simply reject the concept. This result can be 

convincingly found within government organisations and higher education institutes 

(NXU, NXMU and DON). 

7.5.3 Self-managed learning 

The analysis of the additional follow-up interviews has given us an idea that the 

divergence in perceptions between staff and managers interviewed in terms of self-

managed learning is caused by the confusion surrounding the concept, with staff 

affected in this way not knowing how to undertake self-managed learning. Therefore, 

the findings indicate that supervising and training themselves need to be arranged 

alongside the design of self-managed learning.  

Conversely, however, the findings have shown no correlation between the different 

ownership of Chinese organisations and companies in terms of adopting self-

managed learning as a pedagogical teaching style in training programmes.   

7.5.4 Regular reports 

The analysis has shown that a gap exists in managers’ and staff’s expectations of the 
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regular report as a way of monitoring the learning process. Due to the short-term 

training pattern that many companies and organisations pursue, managers are much 

more committed to achieving the learning goals set prior to the implementation of 

the training course. Also, many even use it as a way to help participants maintain 

their interest and motivation; however, this has resulted in the misleading of 

participants who believe the managers who are engaged in the management of 

training courses might use their regular reports as a tool to judge their learning 

outcomes, something the participants dislike. At the same time, many managers are 

also concerned that the participants in training courses may make use of this chance 

not to concentrate fully on studying if there is no regular report required (e.g. 

interviewees 1, 2, 3, 5 and 8).   

Meanwhile, the findings have demonstrated that higher education and government 

organisations are keen on using regular reports as a way to monitor the learning 

progress.  

7.5.5 Decision-making 

A wide range of relevant elements that influence decision-making emerged from the 

qualitative data analysis. These elements encompass individual needs analysis, top 

leader’s directive, and size and reputation of training providers, which each has an 

impact on the decision-making process.  

There are, however, two kinds of characteristics attributed to decision-making. One 

is bottom-up and the other top-down (see Figure 7-41). The former refers to 

decision-making which usually starts from collecting individual needs analyses from 

staff and responding to training demands from employees. The information collected, 

mainly from staff who hopes to develop their individual language skills will 

contribute enormously to helping companies and organisations to launch foreign 

language training programmes. Business or manufacturing companies, such as COG 

and SG, are representative of this ‘bottom–up’ approach. The latter approach, of 

‘top-down’ favours the style of decision-making that largely depends on the top 

leaders’ directives which is normally the case in government organisations such as 

DON and other financial organisations such as CCOIC and ICBC.  
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Leader’s top directives  

 Decision making 

 
Individual needs analysis

 

Figure 7-28 Model for decision making 

7.6    Summary 

To summarise, the analysis of the quantitative data collected from both staff and 

manager’s attitudes towards the proposed modal was mainly undertaken in section 

7.2 and 7.3. A range of statistics tests were used aiming at finding the answers to the 

addressed propositions. Staff and manager’s data are respectively analysed before 

comparing the consistency between their attitudes. 

The analysis of the interview data was mainly conducted in the section 4 using 

NVivo to undertake an in-depth exploration in order to address the five questions 

arising from the quantitative analysis. The findings have given the research a deeper 

understanding of how rejection took place in terms of answering questions about 

actual foreign language needs analysis, cultural awareness, self-managed learning, 

regular reports and decision-making. These results will help the research 

convincingly map out a comprehensive picture of the investigation.    

     

          

 

 

 

 

 

- 217 - 
 



Chapter 8 Discussion and Conclusions 

 

8.1    Introduction 

This part of the thesis discusses the findings from the analysis of the quantitative and 

qualitative research and establishes recommendations and implications so that new 

knowledge is established in the field. In addition, limitations and suggestions for 

future research will be indicated at the end of this chapter. 

8.2    Discussion and implications 

8.2.1 Creation of individual project  

Initially, research propositions one and two are designed to address the proposal to 

create an individual project. 

Research proposition one mainly relates to the individual task-based project. The 

results indicated that both managers and staff welcome the fact that a training 

programme may start with the creation of a project individually and independently 

because both groups of respondents believe it is important to define the individual’s 

learning objectives. They also believe that individual project creation by Chinese 

trainees is a necessary and creative approach to meeting learning objectives. 

Although the diversity of learning orientation among Chinese staff have been 

historically moulded at the era of opening up to the world (Douw et al., 2001; Hu, 

2005a; Ip, 2002), the unique Chinese Confucian culture still has had a major 

influence on Chinese learners learning styles (Li, 2010). For future globalisation 

development, China’s foreign language education policy has fostered to adaptation 

and respond to both the Chinese developmental context and the global economy, to 

embrace as inclusively as possible all value systems within its culture, to have an 

inclusive culture resulting from a creative transformation of the cultural legacy (Ip, 

2009, MOE, 2001). By that, it is suggested that individuals’ discourses of learning, 

learning expectations and learning requirements ought to be executed more by their 

educational learning concerns than by general demands of merely training efficiency 

(Evans, 2003). Therefore, in terms of responding to these changes, there is demand 
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for a suitable foreign language training programme tailored to meet the diverging 

needs of staff and managers (Chee, 2002/2003; Qin et al., 2010). These demands are 

strongly based on how organisations can meet the learning needs of their staff and 

managers by focusing on their development. It has become clear that the previous 

foreign language programmes such as the Online Chinese programme and task-based 

or content-based programmes were designed on the basis of the principle of goal-

based scenarios (Schank, 1992) and anchored instruction, while the question of how 

to properly incentivise Chinese staff to engage in training has remained largely 

unaddressed. Many managers in the initial research complained that the current 

established training models are impractical because the design of the current training 

curricula goes beyond basic learning needs. They also expressed concern about the 

lack of approaches to enhance the creation of independent learning among the 

participants, and also expressed doubt over the effectiveness of the existing 

programmes. The outcomes of this research actually support the proposal integrated 

within the first-tier level of the model in which individual project creation is crucial 

to launching a training programme. At the meantime, time needs to be set aside to 

conduct a foreign language needs analysis among potential participants to establish 

whether a training programme is actually necessary.  

Thus, the new contribution to the existing body of knowledge in the field may be 

added in this respect. Traditionally, to define the learning objectives for training 

programmes aiming at meeting either companies’ and organisations’ development 

strategy or the needs analysis of individuals, it is largely agreed that learning needs 

to be managed (Drucker, 1989; Kealey, 2009; Morgan, 1997; Nicholson, 2003; 

Pedlar,1991; Weightman , 2004). However, in the case of Chinese staff, who still 

tend to display an inverted learning style (Harshbarger, 1986; Littrell, 2005; Liu, 

1997; Song, 1995), and generally believe that knowledge depends on the teachers’ 

transmission rather than individual interpretations (Harshbarger, 1986), no needs 

analysis was usually ever required to be undertaken either by training providers or 

Chinese companies and organisations. To design an individual project prior to actual 

implementation is not only essential and innovative, it also promotes the quality of 

training for Chinese staff and managers. An individual project, particularly one that 

is established before actual practice, allows Chinese training participants greater 
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freedom to display initiative and creativity, but it also requires full commitment and 

cooperation throughout training. In addition, individual project creation would avoid 

the ambiguity of learning targets and objectives, so therefore it is inevitably 

necessary in terms of the trainees’ needs analysis before a training programme is 

implemented. 

Proposition two is also designed to address the question of what individual foreign 

language needs participants have.  The results indicate that the design of a foreign 

language training programme should focus on developing the trainees’ work-related 

skills, professional skills and ability to solve problems relating to the requirements of 

the workplace. These proposals are perceived as reasonable and acceptable new 

ideas by both staff and managers, and ones which will guide and inform their future 

endeavours.  

The review of the literature has shown that many foreign language students have 

been developed mainly by universities through a certain kind of rigid learning 

curriculum which is believed to go beyond the expectations for social or practical 

use (Chen 2004; Graddol, 2002). Chinese foreign language education is facing a 

dilemma over how to meet the increasing demand for practical foreign language use 

and how to change their teaching and learning orientation from that of a formal 

university, theory-based, learning to incorporating practical foreign language skills 

required in the workplace. In the meantime, feelings of wanting to be a part of the 

international business community and to increase their competitiveness within the 

international business community are also challenging many Chinese companies and 

organisations (Jiang, 2008; Littrell, 2005). The current situation that Chinese 

companies and organisations find themselves in has therefore placed higher 

education institutions at a crucial point where they may have to examine their 

developing orientation (Tang et al.,  2005).  

Drucker (1989) and Morgan (1997) argue that deciding what skills to train 

individuals in, and develop, is equally important to direct the performance of people 

in companies and organisations. This has been conceptualised as management by 

objectives because it relates the organisational goals to the behaviour and 

performance of individuals by, for instance, setting individual learning targets and 
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objectives (Nicholson, 2003). However, the argument is very ambigious and too 

general because the unique Chinese management culture has hampered the 

identification of the actual needs within Chinese companies; and it is usually difficult 

to ensure the consistency of perception of training needs between staff and the 

organisational goals (Chee, 2002/2003; Kealey, 2009). In the context of training 

programmes for Chinese staff, this clearly becomes much more significant as a gap 

between attitudes among Chinese staff and managers, which appear to have been 

established because of the influence of Chinese culture (Goodall et al., 2004). 

Therefore, the attitudes of both groups must contribute to validating the training 

management. Reflecting on the investigation of where actual learning needs lie, the 

results from both managers and staff have provided evidence that the requirement for 

work-related foreign language skills is now being embraced, and proposition two is 

therefore supported. 

Thus, the further knowledge of shifting to work-related skills training from general 

foreign language skills in a training programme has been established.  The previous 

existing foreign language training programmes for Chinese staff and managers 

largely focus on developing the trainees’ foreign language abilities in speaking, 

listening, writing and reading; but with increasing demands for the ability to cope 

with international business, the real needs of Chinese companies and organisations 

are gradually shifting to more exclusive, more practical, and more work-related  

foreign language training. This shift actually aims at enhancing the trainees’ 

managerial capabilities in an effort to embrace international business practices 

(Jiang, 2008). 

Furthermore, proposition three is also designed to examine in depth specific foreign 

language training needs. It mainly looks at attitudes towards professional skills and 

technical ability if these elements are incorporated into programme design. The 

findings have revealed that the Chinese companies and organisations have made 

increasing demands for these two learning objectives.   

Initially many researchers (e.g. Kuo, 2005; Rogerson-Revell, 2007; Smith and 

Arkless, 1993) believed the foreign language training programme only focused on 

developing trainees’ language ability. Many training providers from UK educational 
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institutions and from other countries perceived language training programmes 

primarily as a way to improve learners’ foreign language ability. In the meantime, 

Smith et al. (1993) also identified that the effectiveness of foreign language training 

is increasingly dependent on needs analysis, as discussed in the literature. Turner 

(1993) and other researchers (e.g. Anderson, 1987; Shared, 1986) point out that a 

training programme should be defined by specific learning objectives. More 

importantly, however, and also more difficult in this sense, is how to locate the 

training needs in the context of the Chinese organisations and companies which are 

presently striving to make their businesses internationally competitive. Solving the 

problem of language barriers can be done by managing a foreign language training 

progamme through channels of international communication. As reviewed in the 

literature, however, to import a foreign language training programme heavily 

featuring the Western autonomous learning style has challenged the educators (Wang, 

2008). In addition, there are other major challenges to identifying specific learning 

needs, which requires a shift from institutional theory-based learning to professional 

and technical skills development. To be more specific, the purpose of sending staff 

and managers on training programmes at universities nowadays is no longer simply 

to develop their foreign language abilities. Instead, Chinese managers and staff need 

more abilities relating to their roles within the workplace. The findings of this 

proposition have explained the reasons why many Chinese managers in their 

interviews have shown little satisfaction with the current training programmes 

provided either locally or internationally. 

Further, the findings also clarify the approach that can be applied to stimulate 

Chinese adults to engage in a foreign language training programme, and this 

evidently justifies the statement by Wang (2008), that an outstanding learning 

characteristic of Chinese adult learners is that they often aim to develop their 

understanding within their academic discipline which allows them to participate 

actively in productive activity. So aiming at integrating professional skills and 

technical abilities into foreign language training courses might be one of the 

alternative approaches which not only draws the attention of training managers but 

also increases the scale of engagement by Chinese trainees.  If learning content is 

more linked to the participant’s workplace, and engages them in developing their 
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professional and technical skills, the learning experience is thus contextualised by 

the requirements of the work activity as part of a process that trainees are compelled 

to follow in order to understand the standards and values associated with the practice 

of work (Billett, 2002). The answers from managers and staff are evidently in 

agreement in supporting the proposal.   

In addition, the positive attitudes towards integrating the development of the 

characteristics of professionalism into the foreign language training content also 

emphasise the contribution of work experience to the development of competence 

and occupational identity. With culture shock likely to hamper their study progress 

in a completely new environment, participants will use their current knowledge and 

innate ability offered by their work experience to participate in the relevant learning 

activities (Guile and Griffiths, 2001). This on the one hand will primarily help them 

to rapidly integrate in the workplace provided by the training provider within a 

learning context in which they normally need a period of time to adapt themselves 

before full engagement. On the other hand, it has offered an inspiration to the 

educational sectors on how to narrow the gap between training curriculum design 

and actual needs and demands, in particular for Chinese staff and managers. 

8.2.2 Implementation of training 

Propositions four, five, six and seven are designed to identify the attitudes of 

Chinese managers and staff towards how to successfully design and implement a 

foreign language programme. The propositions included exploring communication 

ability, cultural awareness, on-going evaluation and specific foreign language needs 

analysis from each interviewed company and organisation, as well as envisaging the 

pedagogical approach for Chinese trainees.   

8.2.2.1 Learning content 

The findings raised a great deal of uncertainty in these respects. In terms of learning 

content as regards language communication ability, cultural awareness and specific 

foreign language skills, on the one hand, the analysis of staff data signified that the 

participants who want to develop their communicative ability are also willing to 

develop cultural awareness when undertaking training abroad. At the same time, the 
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findings also suggest that developing either the ability to communicate in a foreign 

language or cultural awareness as part of a foreign language training programme will 

positively impact on the organisation’s operational success. Thus, this is consistent 

with research proposition four in respect of developing communicative ability and 

cultural awareness. However, the findings also showed that training staff are 

reluctant to incorporate communicative abilities and cultural awareness into their 

needs analysis for individual projects because the respondents have expressed 

negative attitudes, although they agree that developing foreign language skills is 

positively associated with communicative ability development and cultural 

awareness.   

On the other hand, the findings from the analysis of the managers’ data highlighted 

the positive attitudes of this group towards incorporating the improvement of 

communicative abilities such as listening, speaking, writing and reading into the 

learning content; however, the managers rejected the need to enhance cultural 

awareness among learners. The attitudes of staff and managers towards cultural 

awareness appeared inconsistent and controversial, and a clear divergence emerged. 

This result has been collaborated by the later comparative analysis between 

managers’ and staff data, which ascertained divergent perceptions about 

incorporating cultural awareness into learning content. This as a result triggered the 

researcher’s curiosity into exploring the answers through interviewing Chinese 

managers.   

The findings of the qualitative analysis using NVivo have clearly denoted that 

including cultural awareness in foreign language training programmes for Chinese 

companies and organisations depends greatly on training patterns – short term or 

long term. Short-term training programmes mainly focus on training participants’ 

work-related skills, including professional and technical abilities which may have 

been outlined and set up in their individual projects. Cultural awareness will 

normally be set as a goal for Chinese training providers; however, it will generally 

feature as a characteristic of long-term training because its training objective is to 

cultivate the backup talents for the future development of companies and 

organisations.   
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These findings have given us a picture of how the strategy for future development of 

Chinese companies and organisations has been constructed. Those organisations 

which are essentially overseen by local government with more power for self-

management, such as NXMU, CCOIC and NXU, prefer to have cultural awareness 

included in their training programmes; whilst those companies which are mainly 

international manufacturing businesses such as SG and COG will embrace the short-

term training which focuses on work-related foreign language skills. As indicated in 

the literature review, many companies and organisations are engaged in increasing 

their competitive strength within the international business arena, and they have 

stratified their development strategy into two categories: short-term training for 

renewing trainees’ work-related skills and professional and technical ability; and 

long-term training for developing talents with knowledge of international regulations, 

laws, and international business as well as foreign language proficiency. These 

trainees will be potentially nominated to play a leadership role in future development. 

Thus, cultural awareness as a key factor for improving trainees’ comprehensive 

abilities could be included in training content in order to meet the long-term training 

expectations of the Chinese people (Graddol, 2002).  

Training providers have to remain alert when involving cultural awareness in 

training programmes, because the findings from the analysis of the interviews 

conducted in this study imply that there are misleading perceptions of cultural 

awareness because of its Western origins. As a result, culture would be viewed with 

suspicion by Chinese managers and staff as it appears to be related to politics, at a 

time when China is transforming from a central-planning economy to a freer market-

oriented economy. Instead, the data from the interview have demonstrated that many 

managers are proud of their home culture and have actually requested increasing 

awareness of Chinese students’ learning culture and respect for Chinese culture in 

relation to learning style.   

So, the results show that one needs to be clear what forms of training are intended - 

short-term or long-term - before designing a foreign language programme for 

Chinese companies and organisations, before deciding if cultural awareness will be 

incorporated into the programme. Otherwise, the controversial attitudes towards 
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cultural awareness may emerge and raise suspicion from Chinese participants.  

In addition, the awareness of ownership of training partners adds credit to 

programme design because organisations with different ownership will focus 

differently on the forms of training. For those government-owned organisations, 

cultural awareness needs to be included because they are interested in long-term 

training programmes; whilst in those privately-owned business-oriented companies 

and organisations, cultural awareness isn’t necessarily a feature of teaching and 

learning, as a short-term programme for the purpose of developing skills is mainly 

needed. 

8.2.2.2 Pedagogy  

Proposition six was designed to address pedagogical style, and intended to look at 

what approaches applied in training that relied on international channel of 

communication would be effective. The findings partly support the hypothesis that 

integrating formal instruction into teaching practice is warmly welcomed by training 

participants, which is consistent with the discussion in the literature. As indicated in 

the literature review, due to a shortage of facilities and learning resources, and the 

historic belief that English language teaching and learning was predominantly 

teacher-centred, formal instruction dominated foreign language classes, focusing on 

teaching foreign language knowledge, with little freedom given to students for 

autonomous learning (Chen, 2004). The majority of staff and managers who have 

been the backbone of their employers’ organisations and who are most likely to be 

selected for further training by the companies and organisations surveyed are greatly 

affected by this typical teaching approach. They learned the foreign language at 

schools over the years when China was still struggling with foreign language 

education reform and was heavily affected by the traditional teaching approach. In 

spite of this, because of the influence of Confucian culture, which develops Chinese 

learners’ introverted learning style (Littrell, 2005; Peacock, 2001), many Chinese 

staff believe knowledge can only be transferred through lectures and have become 

accustomed to formal instruction (Anderson, 1993; Peacock, 2001). In their 

experience, formal instruction is necessary for them to obtain knowledge of a foreign 

language as well as to ensure skills development.  They are therefore reluctant to 
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interpret and extend what they have learned through their own independent 

investigation (Harshbarger, 1986). They still retain the traditional teaching and 

learning style for the sake of their own comfort. However, along with the educational 

reform which was introduced following awareness of the negative impact of the 

introverted learning style, China has openly announced “quality-oriented” teaching 

and learning which has largely imported Western learning perceptions with the 

characteristic of self-managed learning or antonomous learning. The import of 

Western perceptions of learning and teaching to China has shifted the roots of 

Chinese foreign language education, and has inspired Chinese foreign language 

teachers on how to develop Chinese language ability effectively (Zhou, 2004).  

The findings from the analysis of the qualitative data show that self-managed 

learning still remains a new or less familiar concept to Chinese adult learners. This 

approach is about individuals managing their own learning and includes people 

taking responsibility for decisions about what, how, when and where they learn 

(Cunningham et al., 2000). Many participants in the survey expressed confusion over 

the definition, and stated their willingness to be supervised if self-managed study is 

designed. Although - as indicated in the analysis - self-managed learning is not a 

new concept to many managers, it may still mislead staff participants.  

The idea of combining traditional Chinese teaching methods and the mark of the 

Western learning style has no doubt been widely adopted as a logical development 

(Liu, 2006, Jiang, 2008), but as far as self-managed learning is concerned, proper 

supervision should be in place in order to guarantee what participants will be able to 

learn, because Chinese participants might be more than usually confused by the 

concept of self-managed learning. These findings can be considered as further 

knowledge to be added to the pedagogic innovation contributing to a successful 

foreign language training programme through international collaboration.  

In addition, the discovery may also inspire researchers in the field in the sense that 

Chinese adults prefer using two kinds of learning styles stimultaneously to acquire 

knowledge in training because they usually like to take time thinking, analysing and 

judging logically before arriving at a conclusion (Anderson 1993; Nelson, 1995). 

Thinking-oriented rather than feeling-oriented learning is applied, so therefore using 
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both Western and Chinese teaching and learning styles is a better way to 

accommodate Chinese learners through an international communication strategy 

(Peacock, 2001).  

8.2.2.3 Problem-solving ability 

What abilities Chinese employees need to develop is another important factor 

involved in the implementation of a foreign language training programme. Individual 

project creation is a way to help employees identify the scope of learning so as to 

engage fully with a commitment to their learning (Turner, 1993). Project-based 

foreign language teaching and learning programmes have contributed to improving 

learners’ foreign language skills, real-life skills, sustained motivation, and 

engagement (Beckett, 1999). The review of relevant literature in this respect has 

commonly reported these attributes, in particular regarding the improvement of 

foreign language abilities, because much of the literature only consists of reports of 

how language teachers make use of project creation for the purpose of English 

language learning in a general sense (Gu, 2002). However, most previous 

programmes have ignored Morries’ (1979) point of view; he advocated that to 

undertake a project based on training needs requires that the conduct is viewed as a 

way to manage a ‘problem-solving cycle’; and he viewed foreign language project 

management as a channel which helps the individual participant to develop the 

ability to solve the problems. The results and findings of this study have added 

further understanding of project-based foreign language training in the sense of what 

the ultimate objectives are for a language training programme in this era of Chinese 

economic readjustment. The attitudes of employees towards the proposed problem-

solving ability have given us an indication that the improvement of foreign language 

skills is not the only trigger for Chinese companies to launch a training programme. 

What they actually need from the management of a foreign language programme is 

to develop employees’ abilities to solve work-related problems when they are 

involved in international business. This requires advanced qualifications not only in 

foreign language proficiency but in the use of foreign language to solve real 

problems related to the workplace. These demands are expected to be met and 

developed through the implementation of the programme, which aims to meet 
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individual learning needs based on trainees’ individual projects. It is also believed, as 

revealed in the findings, that the ultimate goal for developing employees’ problem-

solving ability is to update the level of development of the company after solving 

any existing problems which challenge the company’s development. Thus, 

developing employees’ ability to solve problems has become increasingly crucial to 

Chinese companies and organisations.   

In addition, through a comparison of the managers’ and staff data, the findings have 

interestingly suggested that managers have higher expectations in terms of 

developing problem-solving abilities than the staff themselves, although they 

expressed their positive attitudes towards this as well. In the meantime, two extreme 

pieces of negative data emerged in the analysis (see Figure 7-9). Some divergence 

between the perceptions of staff and managers can be seen at this point. This result 

could be understandable because it is the manager who usually maintains his stance 

and believes that developing problem-solving ability is a part of the integrated 

endeavours required for the benefit of companies and organisations. However, staff 

may not look that far ahead; instead considering attending training programmes as a 

chance to develop their own foreign language abilities only. Managers usually have 

more forward-looking views in terms of overall development of the company 

(Hofstede, 2001) but staff may view a training opportunity as a springboard for 

future career development, as expressed by managers in the interviews (e.g. 

interviewee 3 from CCOIC). The findings are also supported by Turner (1993) who 

stresses that productivity measures linked to a particular project may mean different 

things to different people in different contexts.  

The preference for involving the development of trainees’ problem-solving ability is 

also in accordance with Tierney et al. (1999; 2011) and Proctor (2010) who advocate 

that the role of the employee, as well as improving their ability to solve work-related 

problems, and the expectations of the managers for them to develop creative ability 

is associated with an enhanced sense of employees’ capacity for creative work. 

In sum, further knowledge of the subject can be recognised with respect to project-

based foreign language learning. The common benefits from such learning and 

teaching are learners’ involvement, enhanced foreign language skills, and increased 
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work-related content knowledge, as well as improved self-esteem and confidence; 

but along with the recognition of developing problem-solving ability, this kind of 

learning and teaching may be more sensible and significant as it not only makes 

knowledge transfer possible, but transfers knowledge into practical ability. 

8.2.3 Individual project evaluation 

Evaluation is always a sensitive topic when assessing a training programme 

(Lingham, 2006). This is because the effectiveness lies in the connotations of the 

term itself, which is hard to define against input of efforts and outcomes of 

production (Kerzner, 1984).  

8.2.3.1 Joint evaluation 

Joint evaluation is conceptulised as part of the very model. As indicated in the 

literature review (section 5.5), it is important to understand organisational and 

participants’ training objectives when an evaluation is conducted (Lingham et al., 

2006). This study has suggested an innovative method for evaluating an international 

collaboration foreign language programme by hypothesising that training providers 

and trainee partners could be invited to jointly engage in the evaluation either at the 

stage of generating individual learning projects or at the end stage of the programme 

evaluation. Findings have indicated  positive attitudes towards this proposal and 

have shown evidence that a training programme run through an international 

communication strategy can be creatively evaluated by a joint panel rather than a 

one-sided evaluation previously carried out by the client only, or even without 

evaluation at all.  

The findings of the investigation provide us with the solution to resolve the dilemma 

in the area of the evaluation for foreign language international training programme. 

It will help the training programme to be undertaken with quality and effectiveness.  

Over the years managers, when interviewed, have expressed deep concerns over the 

effectiveness of a foreign language training programme as they have doubted the 

extent to which trainees are able to apply the knowledge, skills and attitudes they 

obtained in the training – suggesting the importance of the applicability and 

effectiveness of training programmes (Lingham et al., 2006). It is especially 
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important in a programme managed through international collaboration. The findings 

obtained from both initial research and later interviews with Chinese managers have 

clearly indicated that setting up a system which assists in the redesign and 

adjustment of the programmes based on Chinese companies and organisational and 

participant perspectives and needs is increasingly urgent. Yet, the phase of 

evaluation for international training programme has been among the most 

overlooked aspects in training (McClelland, 1994; Carter, 2002; Lingham et al., 

2006). This drawback can clearly be seen in the literature regarding the theoretical 

framework of project-based foreign language learning. McClelland (1994) also 

mentions that budgetary and other constraints have caused many trainers to employ 

standardised, commercially available evaluation instruments that have many 

disadvantages. However, many trainers have ignored the necessity of evaluating 

motivation, outcomes, and in-progress evaluation,  as well as whether the training is 

aligned with the companies’ organisational goals and visions, and if these 

requirements are closely covered by individual learning projects. Horowitz (1989) 

and Lingham et al. (2006) highlight the concern that standard evaluation of training 

programmes have not considered actual instruments and measures to capture 

knowledge gained and retained in training programmes, examine whether the 

training result was targeted to the objectives, as well as how to improve later training 

programmes, which suggests the importance of innovation in programme evaluation. 

The result of the investigation, therefore, gives comfort to those who hold these 

views and suggest solutions for many of these problems. 

In the meantime, it is said that Chinese people pay more attention to relationships, 

which can determine whether a business relationship is accepted or rejected; after all, 

according to Hofstede’s (1980) cultural dimensions, China is a high-context country, 

in which choice of communicative style plays an important role, and word choice 

becomes very important. Suspicion of the quality of training course delivery often 

emerges if negotiation, dialogue, compromise and mutual respect have not been 

properly established (Luo, 2000; Warner, 2004). In addition, as Cast et al. (2002) 

pointed out, allowing continuity in structural arrangments and continued interaction 

establishes confidence and maintains self-esteem among the training partners. This 

aspect of the study’s findings also support the importance of enhancing mutual 
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collaboration in assessment so as to build up a relationship which features 

collaborative spirit and harmonious relations. Considering the nature of Chinese 

harmony inherited from Confucian culture, it is not difficult to establish that to 

maintain businesses harmoniously requires the establishment of sustained ways for 

maintaining mutual respect and self-esteem (Hegan, 2005; Wong, 2007).  Inevitably, 

the Confucian feature of harmony has become embedded in managerial behaviours 

of Chinese companies and should not be ignored (Child and Warner, 2003; Warner 

2004). 

Therefore, it could be inferred that the need to invite Chinese partners and trainers to 

be involved in evaluating the outcomes and effectiveness of the programme is a new 

attempt to ensure the effectiveness of an international training programme.  

8.2.3.2 Assessment of regular reports 

Regular reporting as a way to assess progress of an ongoing programme has been 

positively accepted by Chinese staff and managers. The result has clearly indicated 

that self-report data can and should be utilised by companies and organisations to 

measure participants’ training performance.  However, as Prodsakoff et al. (2003) 

indicate, regular self-reporting is a complex issue as it may bias these reports. 

Existing research suggests that trainees have the potential to prejudge their responses 

more in an upwards direction than they should be, based on higher expectations from 

companies and organisations and self-enhancement effects (Chiaburu, 2010). In 

various situations, employees may be more likely to inflate how they evaluate 

themselves to appear more competent or capable to their employers (e.g. Pfeffer and 

Fong, 2005). In the context of Chinese culture, however, the results of quantitative 

analysis have shown that Chinese staff are unwilling to undertake regular self-

reporting to home training companies because, as explained by Manager Xu from 

CCOIC in the follow-up interview, participants are more likely to inflate their 

performance than to be misjudged by their managers as having less commitment in 

engaging with their training programmes. So instead of reporting to their managers 

regularly, which requires more commitment, they prefer self-managed study with 

more freedom.  
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Interestingly, a divergent expectation in this respect clearly appears after the 

comparison between the attitudes of managers and staff. The reasons for this 

dilemma rest on the different points of views on the role of regular reports. In the 

literature review, Turner et al. (1993) stated that self-reporting needs to be made 

against set individual targets. This is true for Chinese managers who usually use the 

regular report as a way of examining the results possibly achieved at the end of the 

programme, and they usually compare the ongoing progress of staff against the 

expected goals which may benefit their organisations. So they mentioned in the 

interviews that involving regular reporting in the assessment just makes training 

something that maintains their motivation and monitors their learning progress. In 

spite of this, due to the heritage of the Confucian tradition of paternalism, many 

supervisors who expect favourable outcomes from the programme (Warr et al., 

1995) still consider the evaluation of staff performance as a power tool, whereby 

punishment will be meted out to those who may fail to meet their learning 

objectives, or fail the company’s expectations. Thus, on the contrary, training staff 

may have a different perspective on this as they are worried that regular reporting is 

something that may provide their supervisors with information to make judgements 

which may be misused and therefore may cause negative performance feedback. The 

findings add further support to Chiaburu’s (2010) arguments that trainees will 

overgeneralise their self-reported training transfer by reporting positive performance 

only. Conversely, Chinese staff  are reluctant to undertake regular ongoing reports, 

rather than bias their performance cheatingly upwards, because they are suspicious 

of being misjudged, which they fear may have a negative impact on their careers. 

Megginson (1995) suggested that a friendly monitoring tool needs to be established 

by drawing a closer relationship between the programme deliverers and the  

programme recipients. This friendly control in a sense needs to establish closer 

relationships or harmony, as explained previously. This is precisely in line with the 

Chinese Confucian philosophy of managerial strategy which looks at business 

management as a channel to establish harmonious relationships. To address the 

controversy surrounding ongoing assessment (referred to as ‘regular reports’ in this 

study), a joint evaluation approach such as timely negotiation, communication and 

keeping both sides informed can be the best answer for achieving a friendly and 
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harmonious bilateral collaboration. The results of the positive attitudes on joint 

evaluation by getting training partners (such as supervisors from training  

organisations) engaged in evaluations have clearly demonstrated that within a 

carefully desgined framework, both staff and managers are willing to access 

‘primary and real data’ representing trainees’ performances so as to erase the 

suspicions of both staff and managers.  

The findings also appear to indicate that those Chinese organisations operating in the 

business and manufacturing fields such as SG, COG, BC and CCIOC favour the use 

of self-reporting, while other sectors such as the state-governed DON, NXU and 

NXMU have adopted a firm stance to enforce regular reports. 

8.2.3.3 Flexible approaches to decision-making 

To identify the essence of decision-making within Chinese companies and 

organisations is inevitably difficult.  China has shown a distinctive prevailing 

decision-making style that reflects differences in cultural values and the relative 

needs for achievement and information (Martinsons and Davison, 2007; Child & 

Warner, 2003). As discussed in the literature review, style of  leadership and 

Confucian paternalism still maintain their effect on Chinese managerial behaviours 

and decision-making processes (Child et al., 2003). The findings of this study have 

partly embraced the arguments (as demonstrated in section 7.2.9.3, 7.4.5 and 7.5.5) 

of the qualitative analysis that many managers, particularly those from government-

dominated sectors, DON for instance, adhere strictly to an obedience hierarchy and 

believe senior leaders will act like fathers  (Ip,  2000). So top-down directives feature 

in all decision-making. Ip (1996), though, points out that authoritarian paternalism 

actually suppresses autonomy and freedom. Overall, though, the results of this study 

in terms of decision-making have challenged the arguments in the literature. 

Evidence of  flexible approaches used to make a decision on the basis of staff 

individual needs analysis, scope of training provided, and the reputation of the 

training providers, has been identified through analysis of the interview data. These 

data seem to confirm the perception that a balanced method involving bottom-up, as 

well as top-down, orientation is gradually being constructed. Besides, the factors 

influencing decision-making largely include whether staff’s individual needs 
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analyses fall within the company’s or organisational development schemes, and also 

depend on training providers’ current training scale and reputation. That is, Chinese 

companies and organisations, such as COG, CCOIC and SG, will make their 

decisions to run a foreign language training programme after looking at their staff 

and managers’ individual needs analysis, and searching for availability of a training 

provider by specifically considering the provider’s current training scale and 

reputation (Hashim, 2001). The emerging style of decision- making has released 

more freedom to decision-makers in companies and organisations which are mainly 

operating in the business and manufacturing sectors in China;  this suggests that a 

fundamental change in the management of Chinese state enterprises is taking place.  

A further finding suggests the idea of using Ralston et al.’s (1999b) ‘New and 

Current Generation’ definition for Chinese managers. The current generation of 

Chinese managers is aged from 41 to 50 years old; they are more flexible in 

accepting autonomy in decision-making.  The new, emerging managers are aged 

between 31 and 40, and they are less committed to Confucian philosophy (Child et 

al., 2000), which might indicate the trends of future change. 

In terms of looking for availability of training providers, two components can be 

extracted from the qualitative data analysis, namely size and reputation of foreign 

language training organisations. The implications for foreign language training 

providers and managers is that information on current training scale and reputation 

needs to be properly reported when advertising and marketing courses. 

8.2.4 Two-tier novel model 

The research has sought to evaluate a proposed novel model by testing eight 

extracted propositions. The findings mostly lend support to the assertions in terms of 

creating individual projects, the relevant elements impacting on the effectiveness of 

implementation and the quality of programme design and evaluation. However, 

awareness needs to be maintained when implementing a training programme as the 

answers to propositions four and seven, arguably, conflict, as explained in the 

previous sections (section 7.2.9.3, 7.4.4 and 7.4.6).   

The literature suggests that to design a strategic project, a foreign language training 
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programme in the context of this research needs to properly define the project so as 

to ensure that is is planned, transferable, and sustainable, with clear vision, clear 

values and strong culture (Capon, 2008; Johnson, 2005; Lynch, 2006; Mintzberg 

,1987). The purpose, the scope and the objectives need to be well defined (George, 

1988; Turner, 1987). Meanwhile, monitoring, control and evaluation are required for 

the sake of effective control of programme outcomes (Meighan, 1991; Turner, 1999). 

Inspired by Kolb’s Learning Model (Weightman, 2004) and enlightened by Turner’s 

(1993) model of project management, together with a deep awareness of Chinese 

adult learning style, influence of Chinese culture and foreign language educational 

background (Hu, 2002b; Ip, 2000; Jin and Cortazzi, 2003), the researcher has 

proposed a new model with two-tier levels to manage a foreign language training 

programme for Chinese learners. The justification for the proposed model may help 

to assuage the doubts that many in the field have voiced whether Western methods of 

management education can be successfully applied to Chinese education (Wang, 

1999; Warner, 1991).   

 Internal                     Second-tier project             External             
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Figure 8-1 The updated project model 
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To implement the model, however, based on the findings, it is necessary to ensure 

the following components are already in place prior to commencing training (see 

Figure 8-1 above): 

• Specific work-related individual needs analysis needs to be undertaken and 

time needs to be set aside to conduct this. 

• Specific foreign language skills used for workplace skills development need 

to be assessed. 

• Curriculum design blending formal instruction and self-managed study is 

taken into account. 

• Curriculum designed to develop trainees’ ability to solve problems within the 

workplace is considered.  

• Joint evaluation, collaboratively undertaken by both training provider and 

demander needs to be considered. 

• Identification of different perceptions of training orientation and aims of 

evaluation between staff and managers is essential. 

• Identification of the operation of Chinese companies and organisations needs 

to be addressed. 

All the above elements will add credits to the success and effectiveness of running a 

project-based foreign language programme for Chinese learners. 

8.3   Contribution to knowledge 

8.3.1 A novel model 

The research has demonstrated the value of a proposed novel model based on two-

tier levels of management which allows for an educational organisation to develop a 

meaningful foreign language training programme for Chinese companies and 

organisations, namely by creating individual projects prior to the implementation of 

training programme. To date, limited research has been devoted to examining and 

testing the key aspects critical to creating successful training and development 

initiatives in terms of training Chinese employees. The proposed model, however, 
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takes into account relevant factors that are important to Chinese companies and 

organisations and meaningful to the employees and managers by conducting an 

ongoing process of individual project creation, validation, evaluation and redesign 

throughout the life of the foreign language training programme. In creating an 

individual project with the key purposes of either helping participants to develop 

positive change initiatives in their workplace, or training, providers should be aware 

that having specific learning objectives for each trainee will increase the 

meaningfulness of the programme, since they are able to influence their learning 

interests, maintain their motivation, keep learning targeted and demonstrate their 

potential success to their supervisors and managers (see confirmed P1 and P2 in 

section 7.2.7, 7.2.8 and 7.2.9.1). The specific learning objectives also help to 

establish harmonious relationships and respect for traditional Chinese culture and 

managerial culture in order to monitor the effectiveness of the training and maintain 

sustainable collaboration. It is expected that the outcomes of this research will be 

widely applied within the practice of foreign language training programmes managed 

by an increasing number of Chinese organisations and companies, from the 

northwest region of China in particular. It is also hoped that the findings will help 

meet demand for an effective and appropriate foreign language training approach 

from Chinese companies who have established business relationships with 

international partners. 

8.3.2  The updated knowledge added to project-based foreign language learning  

The justification for the new model has refined the model of project-based foreign 

language learning and teaching proposed by Beckett (2006). Originally, project-

based foreign language teaching and learning focused solely on English language 

learning with the aim of developing learners’ foreign language ability only, 

emphasising practising and teaching listening, speaking, writing and reading abilities 

and as a content-based approach (Eyring, 1989; Fried-Booth, 2002; Stoller, 1997). 

However, with the demand for work-related skills and improved workplace problem-

solving abilities among modern Chinese companies and organisations, the research 

found that Chinese companies and organisations need more than foreign language 

skills in order to enhance their international competitive ability (see confirmed P3 
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and P6 in section 7.2.7, 7.2.8 and 7.2.9). Many existing foreign language training 

programmes are no longer able to meet the real needs and demands of Chinese 

learners because the training design cannot meet their companies’ and organisations’ 

needs, which essentially seek to invest in developing work-related and technical 

skills in their workforce rather than just focusing on foreign language skills (see 

confirmed P3 in section 7.2.7, 7.2.8 and 7.2.9). The need to develop a combination 

of foreign language skills and work-related and technical skills appears to be urgent. 

In fact, in response to this, this study has posited the value of project-based foreign 

language learning and teaching into organisational training management by blending 

a project-based foreign language learning pedagogy into Chinese adult training 

management (see confirmed P5 in section 7.2.7, 7.2.8, 7.2.9 and 7.4.5); and has 

therefore opened up a new field of knowledge. Along with the consideration of 

Chinese culture of management and adults’ learning style, it is hoped this updated 

project-based foreign language learning model will help to fill the gap in learning 

requirements for Chinese trainees.  

8.3.3 An international collaborative project 

The study has developed an international collaborative programme model starting 

with individual project needs and implementing the programme with respect to 

training provider and Chinese trainees’ culture, and concluded  with suggestions that 

joint evaluations are carried out by inviting both sides involved to take part in the 

assessments. This training programme is the first to focus on respecting the unique 

Chinese culture and understanding Chinese managers’ perceptions in terms of self-

esteem in particular.  Besides, the study suggests a model which can address the 

disconnection in terms of training content, managerial strategy, pedagogy and 

evaluation, particularly cultural awareness, between the training designer and the 

Chinese training partner (see the section 7.2.9 and 7.4.4 in relation to P4). In 

addition, the research suggests that Western educators need to actively adapt their 

managerial strategy and orientation in order to fit themselves into Chinese contexts 

and promote collaboration between Chinese partners, training providers, participants 

and evaluators.  
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8.3.4 Customised evaluation 

Another significant contribution of the research is to develop customised measures 

that capture the participants’ engagement and bring the involved members onto the 

same management board. While the training provider imposes most of the control in 

evaluation and assessment, this has been justified as a meaningful method to satisify 

training customers. Training customers believe (as mentioned in Chapter Five) that 

client partners view themselves as the owner and the investing country where 

recipient’s supervisors and managers are from expect more responsibility to evaluate 

the progressiveness of training (Tuner, 1993; 1999). Numerous studies have 

highlighted the importance of evaluation; however, few have focused their attention 

on whether such an evaluation yields useful information for the organisation or 

company and the members concerned (Lingham et al., 2006). The customised 

measures of evaluation achieved by bringing together training provider, training 

partner and trainee appeared attractive to Chinese companies and organisations 

involved in the research.  Both staff and manager-nominated participants have seen 

their value in terms of both individual project learning (foreign language skills 

improvement and work-related skills development) and their applicability (also see 

confirmed P1 and P2 in section 7.2.7, 7.2.8 and 7.2.9). As discussed above, effective 

training supports employees’ learning and development by providing new 

knowledge and opportunities to put this knowledge into practice (Lingham, 2006; 

Prahalad, 2000; Turner, 1999). The research proposes that evaluation should be in 

line with participants’ individual learning projects and based on participants’ own 

regular reports to monitor its applicability, which will in turn highlight its 

importance and meaningfulness to either the organisations or those organisational 

members involved.  In this study, collaborative evaluation makes knowledge transfer 

possible, which may benefit both the organisational objectives and participants’ 

career development, as well as securing the effectiveness and quality of training (see 

the confirmed P8 in section 7.2.9). 

8.3.5  Educational management  

The research also found that there are divergent perceptions between Chinese 

managers and training staff in terms of cultural awareness, self-managed learning, 
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regular reports and decision-making. These may pose a dilemma for foreign training 

providers in managing a training programme for Chinese companies and 

organisations. In the meantime, however, it advocates use of a distinctive new 

management style which enables resolution of the dilemma. The analysis has 

provided evidence that this divergence mainly rests upon different perceived 

attitudes towards the purpose of foreign language training and the ultimate 

development goals of organisations.  

In relation to cultural awareness, the study has made a further original contribution in 

that training staff differ in this respect; they tend to perceive it as a purely Western 

concept unrelated to language training, whilst managers differ in that they take it as a 

value which needs to be embraced within a long-term training programme, and think 

it could be designed into the learning content for the sole purpose of training the 

future leadership of the company or organisation. This is related to Chinese 

companies’ and organisations’ development ambitions (see the findings in section 

7.4.4 and 7.5).  

For the evaluation measure of regular reporting, further contributions have been 

made in highlighting the importance of understanding the failure of communication 

between Chinese trainees and supervisors. The divergence mainly lies in the 

participants’ weakness in defending their performance because supervisors from 

training partners will impose a penalty on trainees if their training performance does 

not meet the training requirements (see section 7.4.6 and 7.5).  

In relation to decision-making, the major contribution to knowledge is that, contrary 

to what we used to believe, a rather flexible method of both ‘top-down’ and ‘bottom-

up’ styles is slowly being adopted by Chinese managers. A decision actually depends 

on the quality of the individual project as well as the structure and operation of 

Chinese companies and organisations, but the trigger for decision-making in the end 

still needs to come from the development goals of the organisation (see section 

7.2.9.3 and 7.4.7).  

In addition, the converged attitutes in favour of work-related and professional and 

technical skills foreign language training suggest that foreign language training 
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management needs to alter its foucs from general business-oriented training to work-

related or professional and technical skills orientation. 

To summarise, these findings have made new knowledge available to the field of 

international educational management. Because Chinese organisational culture is one 

important aspect of the context (Bush, 2003), the results of the research will provide 

an immediate framework and necessary information for international educational 

managers when making decisions. Walker et al. (2002) refer to issues of context and 

stress the need to avoid decontextualised paradigms when researching and analysing 

the educational market.  This implies that management strategies should encourage 

Chinese training companies’ and organisations’ participation and give full rein to 

trainees’ initiatives. The role of people concerned should be active and 

developmental; the partners’ relationship needs to be open and co-operative, 

grounded in mutual commitment and respect (Cheng, 2009; Turner,1999; Stephen, 

1998).      

8.4    Implications  

This is a foreign language programme designed by merging Chinese learning style 

and teaching approach and Western learning methods at a crucial point where China 

is at the stage of transforming its educational system to one that is more Western-

oriented, and one which will provide a better fit with the learning needs and training 

objectives of Chinese trainees. Meanwhile, attitudes towards a combination of 

China’s learning style and that of the West may inspire Western educators to adjust 

their teaching styles and facilitate the process of knowledge transfer for Chinese 

companies and organisations.  It is hoped that the findings from this research will 

inspire Western educators to open up their classrooms to companies and 

organisations in a timely fashion, in an effort to cooperate within the real workplace. 

This will be helpful to build up and increase educational institutions’ knowledge 

resources. This will hopefully ensure the delivery of appropriate programmes to 

Chinese companies and organisations in order to meet increasing demands for work-

related skills training.   

In the meantime, identifying the actual needs of Chinese companies and 
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organisations under the current situation where China’s economy has rapidly 

developed and increased its influence on the world’s economy becomes increasingly 

important. Either the short-term impact or long-term impact needs to be viewed by 

international educational institutions. The research in this sense has provided 

detailed information and acknowledged how Chinese organisations blueprint their 

development schemes by making use of foreign language training programmes. For 

the time being, as indicated in this research,  the role of foreign language training has 

been changed. International education institutions should not simply consider a 

foreign language training programme, as it is often referred to by Chinese 

educational management, as an opportunity for foreign language skills development. 

They should know that this preceived role of training programmes may only have a 

short-term impact on the development of Chinese companies and organisations 

rather than a channel to establish a long-term impact on the Chinese educational 

market. To provide Chinese learners with work-related skills and technical skills 

while maintaining an awareness of the need to respect Chinese culture is essential.  

The new knowledge of the contradictory attitudes in relation to cultural awareness 

will remind training providers in the field of international educational management 

that it is important to keep in mind that the goal of the foreign language training 

programme run through international collaboration is not cultural assimilation. 

Rather, it is to develop bicultural individuals who have a sensitivity to and 

appreciation of cultural diversity (Lu et al., 2003). It will further remind them that it 

is advisable to involve learning content about culture per se, both target and home 

culture, to ensure that participants retain their home culture identity out of a sense of 

respect.  

It is hoped that the findings in this study will convince foreign language training 

managers that, apart from the need to provide training aligned with organisational 

goals and visions, foreign language training focused on career development should 

also be tailored and customised to the career needs of individuals – based on 

individual, needs-tailored projects within a specific period of time, based on 

applicability. Meanwhile, short-term and long-term patterns of training will be taken 
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into account as Chinese companies and organisations have different training goals 

and associated strategies.  

Inevitably, a shift from the ‘top-down’ to ‘bottom-up’ in terms of managerial 

behaviour within Chinese companies and organisations indicates that, during this 

transitional stage in China’s economic development, managerial behaviour is 

becoming flexible and less rigid. Confucian influence is slowly losing its power 

within China’s education management. The study demonstrates to foreign language 

training institutes that the focus on how to trigger a training programme needs to be 

altered in accordance with the situation change.  

The customised evaluation through joint efforts from programme providers, 

participants and training partners has created a communication channel which 

provides a feedback system to redesign and adjust further iterations of the 

programme based on organisational and participant perspectives and needs. The 

implications of this point are that there is no automatic system in place to facilitate 

the continuous improvement of the training programme. The new feedback system is 

to help training institutes identify the gap between the present programme and 

upcoming ones. It is legitimate to take the view that the collaborative evaluation is 

therefore crucial for the quality and effectiveness. Lingham et al. (2006) also support 

this point of view in their research.  

8.5 Conclusions 

8.5.1 Achieving research objectives 

The objectives of this research have all been achieved and findings of the research 

are discussed in section 8.2. In section 8.3 and 8.4, the contributions and 

implications of the research are summarised. The findings of expanding training 

content by developing Chinese trainee’s work-related and professional skills along 

with foreign language abilities have answered to objective one. Ineffectiveness and 

lack of communication of existing programmes have seen the shortcomings in 

current practices implemented by programme providers. The objective two has thus 

been accomplished. The evaluation of the significance of the novel model as the 

objective three has been completed with updated knowledge based on the findings 
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(see section 8.2). The overall findings of the research have provided information to 

foreign language training suppliers to develop an effective management strategy for 

project-based training for Chinese organisations; thus achieving objective four.   

8.5.2 Synthesising literature, methodology and data 

This research develops and tests a novel model with two-tier levels of project-based 

foreign language training programme for Chinese organisations. The literature cited 

and the initial research has seen the rationale for the designed methodologies – 

pragmatism – a mixed method to be used to collect evidence for the novel model. 

Questionnaire, interview as well as follow-up interviews were the methodologies 

used in this research with the effort to collect data. Data analysis was rigorously 

undertaken and it was clearly reported (see Chapter 7). The data and literature were 

also synthesised with efforts to identify gaps in the knowledge, and therefore 

generate the new knowledge with an original perspective (see Chapter 8).    

8.5.3 Benefits and limitations  

Anybody who pretends to have reached perfection or even shows himself satisfied 

degrades himself and his work (May, 2001; Sutton et al, 2011). There is no single 

all-embracing theory of educational management. This study not only elicits benefits 

but also suffers a number of limitations that can be addressed through further 

research. It is admitted that research on foreign language training for Chinese 

organisations is still in its infancy. Benefits and limitation of the research can be 

highlighted as follows (see Table 8-1): 

8.5.4 Opportunities for future research 

Based on this study’s proposal of a model for use in international training 

collaboration, further research needs to investigate several case studies in order to 

address the model’s feasibility. As such, future research will need to:  
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Table 8-1 Benefits and limitations 

Benefits Limitations 

• Generating an original model which 

can be used to train Chinese 

organisations.  

• Single researcher with limited 

resources. 

• Developing the ability of 

international educational 

practitioners to establish a 

management strategy for two-tier 

level of project-based training 

involving international educational 

communication. 

• Only one voice from training 

sending organisations producing 

original qualitative data. 

• Based on innovative methodology 

using vigorous quantitative and 

qualitative techniques.  

• Not been possible to vigorously test 

the model, particularly testing the 

model in other Asian countries and 

regions. 

• Adding the new knowledge to the 

theory of Beckett’s project-based 

foreign language learning. 

 

• Advocating an innovative evaluation 

system for international education 

practitioners.  

 

Source: Author’s research 

• Explore attitudes of training provider managers in order to find out their 

perceptions in terms of the aspects of learning content, teaching strategy and 

evaluation - by doing this, a comparison of perceptions in the field between 

international training providers and Chinese training partners may be made.  

• To further explore the time, scope and learning specifications required for 

creating individual projects and possible meetings among the partners needs 

to be investigated. Inevitably these elements are vague in the current research.  
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• Include a wider range of relevant components affecting collaborative 

programmes. This is because of the complexity and diversity of tasks in most 

‘real-life’ domains, meaning there is greater evidence of content relevance 

and representativeness required to support and predict the outcome especially 

considering is it extremely difficult to provide.  

• Finally, more specific uniquely designed evaluation measures regarding how 

to attract potential providers and users and what criteria to follow need to be 

explicitly addressed in order to ensure validity and reliability of the joint 

evaluation. 

Additionally, the same study should also be replicated in other Asian countries and 

regions. This would enable benchmarking of the relative importance of the cultural 

variables. 

8.5.5 Personal learning 

Conducting a PhD project independently has benefited the researcher and it has 

substantially and significantly distinguished the researcher from the past.  Over the 

years, the researcher has successfully transformed himself from a Chinese national 

researcher into an international researcher. Conducting the PhD project has given the 

researcher considerable experiences, with individual responsibility for the PhD 

project and commitment to comply with structured procedures and regulations, for 

example international research perspectives, intellectual property and the ethics 

policies. In spite of coping with the challenges of undertaking independent research, 

in an international context, the researcher has not only gained the knowledge in his 

prime area of foreign language teaching and learning, but also expertise in the other 

related fields such as international education management, staff development and 

cross-culture communication. In addition to these, the researcher has been qualified 

to use advanced updated research software, NVivo 8, SPSS and others, which are 

popular to international researchers when conducting research either qualitatively or 

quantitatively. Hence, doing a doctorate has been a valuable experience in learning. 
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Appendix A  Consent for Voluntary Participation 

 

CONSENT FOR VOLUNTARY PARTICIPATION 

 
I consent to participating in this qualitative and quantitative study and understand 
that I will participate in an interview run by Mr. Zhou Zhen using semi-structure 
questions. 
 

1. I have been given adequate time to consider my participation. Moreover, I 
have been given a full explanation by the investigator(s) of what I will be 
expected to do and I have been given the opportunity to ask questions on all 
aspects of the study. 

 
2. The questions I will be answering address my views on issues related to 

project-based foreign and second language learning programme for China’s 
organisations. I understand that the primary purpose of this research is to 
identify manager and staff’s opinions about their foreign language training 
programme. 
 

3. The interview will be tape-recorded to facilitate analysis of the data but I will 
remain anonymous. 
 

4. My name will not be used, nor will I be identified personally in any way or at 
any time. But, I understand it will be necessary to identify participants by 
gender, age, education level. For this purpose, I will also be asked to fill in a 
quantitative questionnaire. All personal data relating to me will be held and 
processed in the strictest confidence and confidentiality. 

 
5. I am free to participate or not to participate without prejudice. I may also 

withdraw from part or all of this study at any time without needing to justify 
my decision. 

 
6. Following the completion of the data collection, I could be given a complete 

explanation of the study and study results and will be able to contact the 
investigators if I have any questions. 

 
7. No risk, no discomforts or stressors are expected. 
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8. I understand that results from this study will be included in a PhD thesis of 
Southampton Solent University and may also be included in manuscripts 
submitted to professional and/or journals for publication. 

 
9. I understand that the information that I’ve provided will be translated into 

English transcripts for the use of further data analysis. 
 

10. I agree that I will not seek to restrict the use of the results of the study on the 
understanding that my anonymity is preserved. I agree that my participation 
to this study and all the information that I’ve been provided and/or that I have 
listened to during the discussion are strictly confidential.  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Researcher’s Signature: ____________________________________  
 
Participant’s Signature: ____________________________________ 
 
Date _______________ 
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Appendix B  Questionnaire for Initial Research  

 

1. Questionnaire for initial research (Chinese) 

 

外语培训问卷调查 

 

感谢您参与此项调查研究工作！本课题组承诺您所提供信息仅供研究参考，

绝对保密。 

 

单位/公司基本情况 

 

单位/公司名称 ___________ 

单位/公司规模：   -中型   -大型（请打√） 

您的职务 __________ 

工作年限 __________ 

 

1、贵单位/公司为职工开展外语培训多长时间？ 

2、贵单位/公司是否曾经停止过外语培训，为什么停止？ 

3、您认为贵单位/公司曾经实施的外语培训是否成功？为什么？ 

4、贵单位/公司如何对外语培训人员培训前和培训后进行评估？ 

5、贵单位/公司的外语培训经费从何而来？ 

6、贵单位/公司的外语培训主要针对那些人员？为什么？ 

7、何种语言技能（听、说、读、写）的培训对贵单位/公司最为重要？ 

8、您认为外语培训是否对您单位/公司的效益有积极的促进作用？ 

9、就贵单位/公司的实际情况，您认为目前外语培训中使用的教学方法是否合

理？为什么？ 

10、如果开展国际模式培训，贵单位/公司认为长期和短期培训哪种最有效？ 
 

   谢谢合作！
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2. Questionnaire for initial research (English) 

 

Foreign Language Training (FLT) Questionnaire 

 
Thank you for the participation of this research. All the information you provide will be 
conducted confidentially. If there are any questions that you feel are too confidential or 
excessively intrusive please do not feel you have to answer. 
 
Company Details 
 
Company or Organization’s name ________  
Company or Organization’s size    - middle    - big (Please tick √) 
Your position ________________________ 
Length of employment _________________ 
 
1. How long have you been managing training programmes for employees? 
 
2. Have you ever suspended managing the training programmes? And why? 

 
3. Do you think the training programmes have been successful? 

 
4. How could you manage evaluation in terms of pre-training and post-training? 
 
5. How could you get funds for training programme? 

 
6. Who are eligible to attend training programmes?  

 
7. What skills in term of listening, speaking, reading and writing are your 

company/organisation expecting to train for employees? 
 

8. Do you think implementation of FLT will surly increase your company’s business 
opportunities? 
 

 9.  Do you think teaching method that the programme ever used for training employees 
were effective or not? 

 
10. In terms of long-term or short-term, what kind of FLT programme managed by foreign 

institutions will be useful and effective for your company/organization? 
 
 
Thank you for your co-operation.  
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3. A sample of the interview for initial research 

 

Foreign Language Training (FLT) Questionnaire 

Thank you for your participation in this research. All the information you provide will be 
treated confidentially. If there are any questions that you feel are too confidential or 
excessively intrusive please do not feel you have to answer them. 
 
Company Details 
 
Company or Organisation’s name _ Intel Technology Development (Shanghai)  
Company or Organisation’s size    - middle     - big 
Your position __Technical Supporting Manager___ 
Length of employment __14 years_____ 
 
1. How long have you been managing training programmes for employees? 
 
About 12 years. The Company has launched many language-learning programmes like 
English, Chinese, Japanese, Italians and French session to address various business 
requirements and employees’ personal interests. In China, we provide free Japanese and 
English training sessions to local employees. 
 
2. Have you ever suspended running of the training programmes? And why? 

 
Yes. We had had the experience of suspending training for a year as a result of a deficiency 
in the policy which meant that many employees participating in the programmes were able 
to claim more money than they were duet to receive. Apart from this, we needed to take a 
time to evaluate the previous programmes. 
 
3. Do you think the training programmes have been successful? 

 
Generally we believe they have been very successful to both employer and employees. They 
have helped improve not only employee communication but also relationships with 
customers. Our mission is to provide a technical solution to customers; sometime we need to 
communicate with both local engineers and their global supporting teams, so English would 
be the only language used during those meetings and field activities. There would be no need 
to assign a translator, and the overall process is more efficient and professional as well.  
 
English training in the company is special designed for technical talents. Differing from the 
training provided in the Academies our English training always focuses on work-related 
technology skills and communication skills.  
 
4. How do you manage evaluation in terms of pre-training and post-training? 
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We have both pre- and post-evaluation sessions. We usually have two sessions, one each for 
basic and advanced skills, and people are free to join either one.  Although all programmes 
have proved to be successful because they have enhanced work efficiency and broadened the 
communication with branches of the company located in different countries across the world, 
it is very unfortunate that we have not designed an effective system for evaluation of 
language programmes, neither pre- nor post-evaluation. As a result, investment in 
programmes to some extent has caused the company substantial waste because there are no 
objectives of programme management. How to assess the outcomes of a training programme 
is another challenge for us. To date, no one has come up with an approach that is suitable. 
 
5. How are your training programmes funded? 

 
We have a budget which covers the training programme for the whole company. 
 
6. Who is eligible to attend training programmes?  

 
Any people who are willing to learn will be eligible, but the attendance would be recorded as 
part of the annual performance assessment.  
 
7. What skills in term of listening, speaking, reading and writing is your 

company/organisation expecting to train the employees in? 
 

Actually it is hard to say because it depends on a number of factors. On many occasions, 
such as in meetings, in negotiations and in settings requiring spontaneous speaking, 
managers will rely heavily on listening and speaking skills, but I think reading and writing 
might be more important than the former two skills since they are being regularly used for 
our office work. We have put more emphasis on work- and technical-related training. 
 
8.  Do you think implementation of FLT will definitely increase your company’s business 

opportunities? 
 

Yes, of course. It will be helpful for improving work efficiency and enhancing the ability to 
communicate with our clients. Meanwhile it is always good for staff to communicate with 
each other when attending the programmes. But it largely depends on a good, well-designed 
programme. 
 
9.  Do you think that the teaching method that the programmes have used for training 

employees were effective or not? 
 
It is a bit difficult to give an exact answer, because there are always people who complain 
that they don’t like the ways the teachers taught them, and usually they became bored with 
that method of teaching. All employees in our company understand that they must keep 
learning and most of the trainees can speak English or Japanese very well, so that helps 
make the teaching on the programme a bit easier. 
 
10. In terms of long -term or short -term, what kind of FLT programme managed by foreign 

institutions will be useful and effective for your company/organisation? 
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We would consider short-term sessions because of the cost. We just need actual performance. 
Company policy and problems of human resource and even law issues have to also be taken 
into account. We hope that people do not leave the company immediately after finishing 
costly training. 
 
Thank you for your cooperation.   



Appendix C  Questionnaire for Staff 

 

1. Questionnaire cover (Chinese) 
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中国企事业单位外语培训实证研究问卷调查 
 
此问卷为英国南安普敦索兰特大学与诺丁汉特伦特大学联合培养的博士研究生

研究项目。请利用 15 分钟左右的时间认真填写以下问卷中的问题。 
 
您的意见与观点对课题非常重要，您所提供的信息将绝对保密。填好后，请交

回。 
 
如果您想了解课题的有关信息，请按以下方式联系： 
 
中国： 
联系人：周震 (教授、博士生) 
地   址：宁夏银川宁夏大学外国语学院 
Email: zhouzh@nxu.edu.cn 
Tel. +86(0)951 2061512 
Mobile. +86 13909505126 
 
英国: 
Zhou Zhen 
FBSE Research Centre 
Southampton Solent University 
East Park Terrace 
Southampton SO14 0RH 
Email: joe.zhou@solent.ac.uk 
Tel. +44(0)23 80319606  
 
 
   

mailto:zhouzh@nxu.edu.cn
mailto:joe.zhou@solent.ac.uk


2. Questionnaire for staff (Chinese) 
 

第一部分  职工培训情况 
 
请根据自己对外语培训情况的了解和认识对下列陈述做出判断。 
1 = 坚决反对   2 = 不同意  3 = 不知道  4 = 基本同意   5 = 完全同意 
请根据你对下列各项陈述的认同程度在相应的数字上画圈。 
 

完
全
同
意 

基
本
同
意 

不  

知  

道 

不  

同  

意 

坚
决
反
对 

 
 
 
 

 1       2       3       4       5

 1       2       3       4       5

1.   我认为制定个人外语学习目标对培训来说并不重要。 
 
2. 我不需要在培训前花费时间对个人的语言能力进行评估。 
 

 1       2       3       4       53. 提高外语能力与提高专业技能之间没有关联。 
 

 1      2       3       4       54. 我不在乎外语培训内容与工作技能是否相关。 
 
 

 1      2       3       4       55. 我认为制定一个旨在提高外语技能和专业技术的个人 
外语学习计划对有效实施外语培训项目很重要。 

 1      2       3       4       5 
6. 外语能力评估应与专业技术能力联系在一起。 
 

 1      2       3       4       57. 应该由受训和培训双方共同制订和评估外语培训的 
        目标和成果。 
 

 1      2       3       4       58. 来自培训和受训双方的评价可以帮助我更好地完成 
外语培训计划。 

 
 1      2       3       4       59. 我认为提高外语交际能力比学习外语知识更重要。 

 
10. 就目前工作情况来看，我本人需要提高阅读和写作能力。 

 1      2       3       4       5

 1      2       3       4       5
 
11. 了解文化背景知识是外语培训的一个重要内容， 
         因此，外语培训最好是在国外进行。 
 

 1      2       3       4       512. 员工的外语水平对企、事业单位的发展是至关重要的。 
 
13. 国际间合作的外语培训项目应更注重外语能力而非工作   1       2       3       4       5
       技能的提高。 
 

 1      2       3       4       5

 1      2       3       4       514.   培训前制定的学习目标是我学习外语的动力。 
 
15. 根据以往的学习经验，我认为正规的课堂教学有利于 

外语知识的掌握。 
 

 1       2       3       4       5
16. 正规的课堂教学比其他非正规的教学手段更能帮助我 

学习外语。 
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 1      2       3       4       517. 我时常通过自主学习的方式来提高和培养自己的外语 
意识和外语能力。 

 
18. 外语培训的重要性在于它不仅能提高我的外语水平， 

还能提高我在实际工作中解决问题的能力。 
 1      2       3       4       5

 
19. 外语培训项目的学习材料应该以提高实际工作能力为基础。.   1      2       3       4       5
 
19. 我本人愿意参加与我工作紧密相关的外语培训项目， 

这样我可以学到更多的解决问题的技巧。 
 1      2       3       4       5

 
 1      2       3       4       520. 我不愿意汇报我的学习进展情况，因为我觉得那样 

会削减我的学习动力。 
 

 1      2       3       4       522. 我认为经常向负责人汇报能够监督我的学习进展情况。 
 

 1      2       3       4       5

 1      2       3       4       523. 我的个人外语学习目标应该由培训和受训双方联合评定。 
 
24. 我个人的最终学习效果应该由培训和受训双方联合评定。 
 
 
第二部分：个人情况 
 
为了帮助我们更好地完成统计分析，请您正确提供以下个人信息。 
 
1. 你的性别？ 
 
  1. 男        2. 女 
 
2. 你的出生年份 _________________ 
 
3. 你的最高学历是？ 
   
  1. 高中 
  2. 中专 
  3. 大专 
  4. 大学本科 
  5. 硕士及以上 
 
4. 如果你想继续参与此课题，请写下你单位的名称： 
 
  _________________________________________________ 
 
5. 如果你想想了解此课题的分析结果，请写下你的地址和邮箱： 
 
  _________________________________________________ 
 
 

谢谢合作！ 
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3. Questionnaire cover (English) 
 

 
 
 
 
 
 
 
 
 
 
 
 QUESTIONNAIRE ON FOREIGN LANGUAGE LEARNING PROGRAMMES FOR CHINA’S  

COMPANIES AND ORGANISATIONS 
 
 
I would  be  very  grateful  if  you  could  spend  fifteen minutes  or  so  to  complete  the 
enclosed questionnaire, which  forms part of  a PhD  research project  currently being 
undertaken at Southampton Solent University in the UK. 
 
Your views and opinions will play a very important part in this study. They will be used 
anonymously  in  the  analysis.    All  responses will  be  treated  as  strictly  confidential.  
Please return your completed questionnaire to the research colleague who is in charge 
of distributing this questionnaire to you.  
 
If you have any questions  in relation to the research or the questionnaire, please feel 
free to contact me. 
 
Zhou Zhen (Professor and currently a PhD Student) 
 
China Address:  
School of Foreign Languages  
Ningxia University 
Yinchuan 750021 
Ningxia Hui Autonomous Region 
Email: zhouzh@nxu.edu.cn 
Tel. +86(0)951 2061512 
Mobile. +86 13909505126 
 
UK Address: 
FBSE Research Centre 
Southampton Solent University 
East Park Terrace 
Southampton SO14 0RH 
Hampshire UK 
Email: joe.zhou@solent.ac.uk 
Tel. +44(0)23 80319606  
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Fax. +44(0)23 80332627 

~ Southampton

~~~SOLENT
~::..~' University
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4. Questionnaire for staff (English) 
 

Section A. Trained staff member’s attitudes and reflections 
 
In the following questions, you are presented with statements. Please indicate how strongly you agree 
or disagree with each by using the following scale: 
 
     1 = Strongly Disagree 
     2 = Disagree 
     3 = Neutral 
     4 = Agree 
     5 = Strongly Agree 
 
Please indicate your level of agreement by circling the appropriate response 
 
 

St
ro

ng
ly

 
di

sa
gr

ee
 

  D
is

ag
re

e 
 

 N
eu

tr
al

  
 A

gr
ee

 
 St

ro
ng

ly
 

A
gr

ee
  

 1        2       3       4       5

 
 
 
1.    It is not important to define the individual’s learning needs clearly 
 
2.    I don’t think I need time to conduct my foreign language 

 1        2       3       4       5
       need analysis before the programme of training starts. 
 
3.    There is no correlation between improving foreign language  1        2       3       4       5
       skills and developing my professional effectiveness. 
 
4. I don’t care if a foreign language training programme is closely 

 related to my work-related skills or not. 
 1        2       3       4       5

 
5. I believe developing an individual project, which aims to mix  

development of language skills and work-related skills, is an 
effective way of implementing foreign language training. 

 1        2       3       4       5

 
6. The assessment of a foreign language needs analysis should  
      incorporate learning outcomes directly related to work-related skills. 

 1        2       3       4       5
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7. My objectives for foreign language training programme  
     need to be evaluated by both training providers and the organisations.  

 1        2       3       4       5

 



8.    Comments from both the training providers and the organisation’s 
managers on my proposed project help me to achieve training 
objectives. 

 1        2       3       4       5

 
9.  It is more important for me to develop the ability to communicate  1        2       3       4       5
       in a foreign language than to learn knowledge of the language. 
 
10.  For my current role at work, I need to develop my foreign language   1        2       3       4       5
       skills  in the areas of reading and writing. 
 
11.  It is essential to develop cultural awareness as part of a foreign 

 language training programme, so it is better to undertake this kind 
 of training abroad. 

 1        2       3       4       5

 

 1        2       3       4       512.  Foreign language skills are a crucial factor in an organisation’s 
operational success. 

 
13. The development of language skills rather than work skills needs 

to be focus on foreign language training programmes run through 
international collaboration.  

 1        2       3       4       5

 

 1        2       3       4       514. When I undertake foreign language training, my main motivation  
     to study is that I have an individual learning project. 
 
15. In my experience, formal instruction is necessary for me to obtain    

knowledge of foreign languages. 
 1        2       3       4       5

 
16. Formal instruction is much better in helping me learn a language  1        2       3       4       5
     rather than informal lessons. 
 

 1        2       3       4       517. I am also using self-managed learning to build up  
     self-awareness of learning foreign language and skills development. 
 
18.  It is important that my foreign language training not only helps me with   

my foreign language but also develops my ability to solve problems 
relating to my work. 

 1        2       3       4       5

 
19.  Learning materials in the training programme should be based on 

developing problem-solving abilities in the real world. 
 1        2       3       4       5
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20.  I need to go to a foreign language training programme if it relates to my 
work place so that I can learn more skills to solve the real workplace 
problem. 
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21.  I am reluctant to report my progress because I think it destroys my 

motivation. 
 
22.  I monitor my learning progress regularly by reporting to managers. 
 
23.   My learning objectives should be assessed by joint panels from both 

training providers and organisation managers.  
 
24.   My learning outcomes should be assessed by joint panels from both 

training providers and organisation managers. 
 
 
Section B. Biographical Details 
 
To help us classify your answers and process our statistical analysis properly, please answer the 
following questions. 
 
1. What is your gender? 
    1. Female 
    2. Male 
 
2. Please state the year of your birth. 
    Year __________ 
 
3. Which of these best describe your highest level of education? 
    1. High School Level 
    2. Vocational and Technical College Level 
    3. 2 or 3 Years College Level 
    2. Bachelor Degree 
    3. Master Degree or Higher 
 
4. If you would like to participate further in the project, please write your organisation name here: 
 
  _______________________________________________________________ 
5. If you would like to receive the main findings of this study, please write your address or e-mail here: 
 
  _______________________________________________________________ 

 1        2       3       4       5

    1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       5

 

Thank you very much for completing this questionnaire 
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Appendix D Questionnaire for managers 

 

1. Questionnaire for managers (Chinese) 

第一部分  单位基本情况 
 
请根据您所在单位的具体情况圈出相应的选项。 
 
1. 你单位的性质是？ 
1.国有 
2.私有 
3.其它 
 
2. 你单位是中外合资企业吗？ 
1.是 
2.不是 
 
3.  你所在的单位主要涉及何种业务？ 
1. 生产 
2. 建筑 
3. 矿业 
4. 金融 
5. 基础教育 
6. 高等教育 
7. 政府机构， 具体为______________________ 
8. 其它， 具体为________________________ 
 
4.  根据政府划分标准，贵单位属于什么规模？ 
1. 中型 
2. 大型 
5.  贵单位有多少大学毕业生？ 
1. 0% ‐ 25% 
2. 26% ‐ 50% 
3. 50% 以上 
 
6.  贵单位主要参加外语培训的人员是？ 
1. 全部职工 
2. 技术人员 
3. 中层干部 
4. 高层干部 
 
7.  目前为止贵单位有多少职工参加过外语培训？ 
1. 0% ‐ 5% 
2. 6% ‐ 10% 
3. 10% 以上 
 
8.  贵单位组织外语培训已经多少年了？ 
1.  5 年以下 
2.  5 年以上 



 
9.  你在贵单位已经工作多少年了？ 
1.  0 ‐5 年 
2.  6 – 10年 
3.  11 ‐15 年 
4.  15年以上 
 
第二部分： 负责人态度与行为 
 
请根据下列叙述，选择自己对外语培训情况的认识。 
 
1 = 坚决反对  2 = 不同意   3 = 不知道   4 = 基本同意  5 = 完全同意 
 
请根据你对下列各项陈述的认同程度在相应的数字上画圈。 
 

完
全
同
意 

基
本
同
意 

不  

知  

道 

不  

同  

意 

坚
决
反
对 

 1        2       3       4       5

 
 
 
 
1. 我认为在培训之前参加外语培训人员应对个人外语水平 
      进行分析和认定。 
 

 1        2       3       4       52. 我认为员工不制定个人外语学习的目标也能有效地完 
      成培训。 
 

 1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       53. 员工外语水平的高低对对外业务活动起着至关重要的作用。 
 
4. 开展外语培训的主要目的就是单纯提高员工外语水平。 
 
5. 我希望员工参加短期而不是长期的外语培训。 
 
6. 我认为外语培训的成功与否并不在于是否能获得学位。 

 1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       5
 
7. 我认为外语培训中提高工作技能和语言能力同样重要。 
 
8. 尽管外语培训会有一定的回报，但我还是不轻易做决定,  
      而是向上级部门提出合理建议，并由上级部门做出决定。 
 

 1        2       3       4       5

 1        2       3       4       59. 设计外语培训内容应注重多样性和有针对性。 
 
10. 受训学员在培训前制订个人外语学习目标没有必要。 
 
11. 我要认真审定学员的个人外语学习目标，以使他们 

 1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       5

 1        2       3       4       5      更有效地完成培训任务。 
 
12. 学员的定期汇报培训情况并不能保证学习效果。 
 
13. 我认为培训和受训双方的经常性地沟通对增强信任很重要。 
 
14. 我认为培训方经常性地与受训方的沟通是对受训方的尊重。 
 
15. 培训结束时的考核比平时过程汇报考核更重要。 
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16. 我认为当员工在制订个人语言学习计划时， 培训方没有   1        2       3       4       5
      必要介入。 
 

 1        2       3       4       517. 培训和受训方应该同时参与项目效果考核，这样更有助于 
      双方的合作。 
 
18. 对培训人员的考核应根据各自制订的学习计划进行。 

 1        2       3       4       5

 1        2       3       4       5
 
19. 外语培训的实施应本着培训方、受训方和受训员工三方 
      之间的对话、协商和彼此尊重的原则。 
 

 1        2       3       4       5

 1        2       3       4       520. 我认为培训部门应该注重培养学员的外语交际能力。 
 
21. 我不注重对文化意识的培养。 
 

22. 从目前我公司情况来看，注重读和写的能力要比说   1        2       3       4       5
      和听更重要。 
 

 1        2       3       4       523. 我认为我公司员工能喜欢老师引导的上课方式。 
 

24. 我认为我的员工也会运用自主学习的方式。   1        2       3       4       5
 

25. 我认为外语培训应该不仅注重外语能力培养，更需要培养解决 

 1        2       3       4       5      与工作相关问题的实际能力。 
 
第三部分：个人情况 
 
为了帮助我们更好地完成统计分析，请正确提供以下个人情况。 
 
1. 你的性别？ 
  1. 男        2. 女 
 
2. 你的出生年份： _________________ 
 
3. 你的最高学历是？ 
  1. 高中 
  2. 中专 
  3. 大专 
  4. 大学本科 
  5. 硕士及以上 
 
4. 你目前在贵单位的职务： 
 
 _________________________________________________ 
5. 如果你想继续参与此课题，请写下你单位的名称： 
 
  _________________________________________________ 
6. 如果你想想了解此课题的分析结果，请写下你的地址和邮箱： 
 
  _________________________________________________ 
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谢谢合作！   
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2. Questionnaire for managers (English) 
 
Section A. Company and Organization Background 
 
Please circle the number of the appropriate answer to these questions. 
 
1. What is the form of ownership of your business? 
  1. Public sector 
  2. Private sector 
  3. Other 
 
2. Is your organisation a joint venture between a Chinese and an international partner? 
  1. Yes 
  2. No 
 
3. In which sector of the economy does your organisation operate? 
  1. Manufacturing 
  2. Construction 
  3. Mining 
  4. Financial Services 
  5. Secondary education 
  6. Higher education 
  7. Other government organisation, please specify ____________ 
  8. Other, please specify ___________ 
 
4. What is the scale of your business according to the government’s official criteria? 
  1. Medium 
  2. Large 
 
5. What percentage of your employees are graduates? 
  1. 0% - 25% 
  2. 26% - 50% 
  3. More than 50% 
 
6. Which members of staff in your organisation need foreign language training? 
  1. All staff members 
  2. Technical personnel 
  3. Managers 
  4. Senior managers 
 
7. What percentage of your employees has received foreign language training so far? 
  1. 0% - 5% 



  2. 6% - 10%  
  3. More than 10% 
 
8. How long has your organisation been running foreign language training programmes for staff? 
  1. Less than 5 years  
  2. 5 years or more 
 
9. How long have you worked for your current organisation? 
  1. 0 – 5 years 
  2. 6 – 10 years 
  3. 11 – 15 years 
  4. 15 years or more 
 
 
Section B. Managers’ attitudes and behaviour  
 
In the following, you are presented with statements. Please indicate how strongly you agree or 
disagree with each by using the following scale: 
   
  1 = Strongly Disagree 
  2 = Disagree 
  3 = Neutral 
  4 = Agree 
  5 = Strongly Agree 
 
Please indicate your level of agreement by circling the appropriate response. 
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 1        2       3       4       51.    I think a foreign language training programme should begin with an 
individual learning needs analysis for staff involved. 
 
2.    I believe that it will still be effective if my staff attend a training 
programme without setting a learning target. 

 1        2       3       4       5

 

 1        2       3       4       53.   The foreign language ability of my staff is a crucial factor in the 
development of our business with the outside world. 
 
4.   The ultimate goal of managing a foreign language training 
programme is to develop language skills only. 

 1        2       3       4       5
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 1        2       3       4       55.    I prefer staff to undertake a short-term foreign language training 

programme rather than a long-term one. 
 

 1        2       3       4       56.    I think a foreign language training programme, leading to a 
degree, is not a crucial factor for a successful training programme. 
 
7.    I think language training programmes should focus on the 
development of work-related professional skills as well as foreign 
language skills. 

 1        2       3       4       5

 

 1        2       3       4       58.    Even if I anticipate the cost effectiveness of a foreign language 
training programme, I would be reluctant to commence one myself. 
However, I would suggest such a programme to my superiors. 
 
9.   The learning content of a foreign language training programme must 
cater for diverse requirements if it is to retain my interest.  1        2       3       4       5
 
10.  Developing an individual project is unnecessary for my staff before 
they attend a language programme.  1        2       3       4       5

 

 1        2       3       4       511.  I review the learning objectives of each member of staff in 
order to be able to evaluate the subsequent success of the 
training programme. 
 

 1        2       3       4       512.   Regular reports from staff about their progress are not important 
to maintain successful learning. 
 
13.   I feel that maintaining regular dialogue with the training provider is 
important as a way of enhancing mutual trust. 

 1        2       3       4       5

 
14.   I believe that training providers need to demonstrate respect for the 
sponsors of their training programmes by maintaining regular dialogue with 
them. 

 1        2       3       4       5

 
15.  The assessment at the end of the training programme is more important 
than progress reports.  1        2       3       4       5
 
16.  Training provider’s involvement in the process when staff set their 
learning objectives is unnecessary.  1        2       3       4       5
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17.  The training provider and the sponsor should both be involved in 
assessing the outcomes of the programme because this will help to 
enhance the relationship between the two. 

 1        2       3       4       5

 
18.   The assessment of trainees’ achievements should be based on 
the objectives they set at the beginning of the programme.   

 1        2       3       4       5

 
19.   A language training programme needs to be managed on the 
basis of dialogue, compromise and mutual respect between manager, 
trainee and provider. 

 1        2       3       4       5

 

20. I believe that a foreign language training provider needs to attach 
importance to developing trainee’s ability to communicate in a foreign 
language. 

 1        2       3       4       5

 
21. I don’t care whether cultural awareness will be incorporated into a 
foreign language training programme.  1        2       3       4       5

 
22. For the current needs at my company, I think to develop foreign 
language skills in the areas of reading and writing is much more useful 
than speaking and listening.  

 1        2       3       4       5

 

23. I think the trainee in my company or organisation prefers formal 
instructions. 

 1        2       3       4       5

 
24. I believe the participants of a foreign language training programme 
are also using self-managed learning approach.   1        2       3       4       5

 

 1        2       3       4       525. It is important that a foreign language training programme  

not only helps participants with their foreign language abilities but also 
develops their abilities to solve problems relating to their works.  
 
Section C. Biographical Details 
 
To help us classify your answers and process our statistical analysis properly, please answer the 
following questions. 
 
1. What is your gender? 
    1. Female 
    2. Male 
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2. Please state the year of your birth. 



    Year __________ 
 
3. Which of these best describes your highest level of education? 
    1. High School Level 
    2. Vocational and Technical College Level 
    3. 2 or 3 Years College Level 
    2. Bachelor Degree 
    3. Master Degree or Higher 
 
4. Please state your current occupation/position in the organisation.  
 
  _______________________________________________________________ 
 
5. If you would like to participate further in the project, please write your organisation’s name here: 
 
  _______________________________________________________________ 
 
6. If you would like to receive details of the main findings of this study, please write your address or e-
mail here: 
 
  _______________________________________________________________ 
 
 

  
Thank you very much for completing this questionnaire 
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Appendix E In-depth Interview Questions and Transcription 

 

1. In- depth interview questions (Chinese) 

外语培训问卷调查 

 

感谢您参与此项调查研究工作！本课题组承诺您所提供信息仅供研究参考，绝

对保密。 

 

单位/公司基本情况 

单位/公司名称 ___________ 

单位/公司规模：   -大型     -中型 

您的职务 __________                工作年限 __________ 

 

一、外语培训的过去 

 

1、贵单位/公司已开展外语培训多长时间？ 

2、贵单位/公司是否曾经停止过外语培训，为什么停止？ 

3、您认为贵单位/公司曾经实施的外语培训是否成功？为什么？ 

4、贵单位/公司如何对外语培训人员培训前和培训后进行评估？ 

 

二、外语培训的现状 

 

5、贵单位/公司的外语培训经费从何而来？ 

6、贵单位/公司的外语培训主要针对那些人员？为什么？ 

7、何种语言技能（听、说、读、写）的培训对贵单位/公司最为重要？ 

8、您认为外语培训是否对您单位/公司的效益有积极的促进作用？ 

9、就贵单位/公司的实际情况，您认为目前外语培训中使用的教学方法是否合

理？为什么？ 

10、贵单位/公司目前实施的外语培训策略是否成功？为什么？ 

 

三、外语培训的未来 

 

11、贵单位/公司是否曾经考虑或实施利用国际培训策略模式开展外语培训？ 

12、如果开展国际模式培训，贵单位/公司认为长期和短期培训哪种最有效？ 

13、如果开展国际模式培训，贵单位/公司认为技能证书和学历学位何种培训 

最有效？ 

14、您认为如果贵单位/公司开展国际模式培训外语存在的困难是什么？ 

15、除了经费问题，实施国际培训还存在什么样的困难和问题？ 

 

    谢谢合作！  
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2. In-depth interview questions (English) 
 

Foreign Language Training (FLT) Questionnaire 
 
Thank you for the participation of this research. All the information you provide will 
be conducted confidentially. If there are any questions that you feel are too 
confidential or excessively intrusive please do not feel you have to answer. 
 
Company Details 
 
Company or Organization’s name ________  
Company or Organization’s size    - middle    - big (Please tick √) 
Your position ________________________ 
Length of employment _________________ 
 

1. How long has your organisation/company been carrying out language training for 
staff members? 

2. Has your organisation/company ever stopped managing foreign language training 
for staff?  

3. Do you think your organisation/company has implemented foreign language 
training successfully?  And if so, why?  

4. How does your organisation/company conduct pre-training and post-training 
evaluation for training staff?  

5. Where do funds for training come from?  

6. Who is likely to be involved in the foreign language training programmes from 
your organisation? Why?  

7. What kind of language skill (listening, speaking, reading and writing) is most 
important to your company?  

8. Do you think foreign language training has a positive role in promoting the 
benefits for your company?  

9. Based on your organisation/company's actual situation, do you think the current 
foreign language teaching methods used in the training are reasonable or not? Why?  

10. Do you think the implemented foreign language training strategy of your 
company is successful?  If so, why?  

11. Have you ever considered using of the international training strategy for foreign 
language training programmes?  
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12. If there is an international model of training programme available for your 
company, what kind of programme would you prefer, long-term or short-term?  

13. If there is an international model of training, which kind of training programme 
would your company prefer; authentication of skills or academic degree certificate?  

14. What difficulties do you think there would be if your organisation/company was 
to carry out the international style of training?  

15. In addition to the problem of funding, what other kinds of difficulties and 
problems are you possibly facing?  

Thank you for your cooperation!   



‐ 27 ‐ 
 

3. A sample for in-depth interview transcription 
 

Company Name: Schaeffler 
Company size: Large 
Director of Human Resources  
Duration of working for the Company: 30 Years 

This is a German family business, and it deals in bearings - both automotive and 
industrial. Before 2002, it was a joint venture with the West-axis, but after 2004, it 
became the German-owned enterprise. It is now a German sole-owned enterprise, 
and QAG is the brand of a product of the company. 

1. How long has your organisation/company been carrying out language training for 
staff members? 

Manager Zhang: We have been managing on several years since 2002. When we 
came, it was still a joint venture, and only general training was carried out; Ningxia 
University also came to help us with training. At that time we’ve organised the 
training a few times, but by the time our company wanted to expand into the large-
scale enterprises, and also because of the economic crisis, the foreign language 
training programmes had to be suspended. For foreign language training 
programmes, we mainly divide these into the following levels: advanced classes, 
intermediate classes and beginning classes. If you hold a certain high-level foreign 
language qualification, or maybe you are a graduate of a Foreign Languages 
Institute, with one or two years’ work experience, combined with job demand, you 
may go on the advanced training courses. For the intermediate classes, participants 
may be newcomers who have just graduated from university, with basic English 
ability. For primary classes most of them are older staff members or those who have 
just started from the beginning.  

2. Has your organisation/company ever stopped managing foreign language training 
for staff?  

Zhou: Have you ever evaluated your actual foreign language needs? Did they 
actually meet your objectives? 

Manager Zhang: We did stop. Basically managing the foreign language programme 
is based on the annual plan of the company. However, the plan is designed based on 
staff needs assessment and the characteristics of various departments, as well as the 
needs of posts and staff development planning. We call this "matches". When it has 
training needs from staff, the company will formulate the plan based on the learners’ 
needs, combined with our company’s budget. Generally speaking, English language 
training is part of the overall training programme. In general, foreign language 
training and specific language needs are only one part of the business of the 
company. In fact, foreign language training needs analysis is mainly based on the 
needs of the individual post and also aimed at the needs of businesses, as well as the 
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efficiency of enterprises, which apparently should play a facilitating role to the 
business of the company.  

3. Do you think your organisation/company has implemented foreign language 
training successfully? And if so, why?  

Manager Zhang: For elementary classes, I think that they have benefited very little. 
A lot of people have given up before the end of programmes because of inadequate 
language skills; but for intermediate and advanced classes, provided they are given 
more standardised training, they will show a great improvement in English abilities, 
such as pronunciation, how to write emails, and others.  

Zhou: Can I understand… that it seems that such training is closely related to their 
real work, isn’t it? 

We have also managed for elementary classes for the German language, but with 
little effect at the end of the day. Really, it was only a mere formality, because there 
are no follow-up measures, and no efforts expended. We spent money on nothing.  

4. How does your organisation/company conduct pre-training and post-training 
evaluation for training staff?  

Manager Zhang: There is an evaluation but it is only based on assessment of 
participants’ language ability. Before the training begins, we usually will negotiate 
with the programme providers (either from USA or domestic institutions) in terms of 
our needs. Then, they will compile the examination paper for pre-training evaluation 
according to our needs. There are papers for listening tests and test papers which 
require literal writing, etc. After that, we use these papers for the students in the 
examination, and in the end the placement for different classes will be carried out 
based on the tests results.  

Zhou: This test looks very general; it is not specifically related to their jobs, is it?  

Manager Zhang: No, it is not related. This might be a problem as the foreign 
language training programmes we have done so far are purely an assessment for 
basic knowledge of the language. Then there is also a post-training test, but this test 
is only in accordance with educational materials that participants have learned. 
Although we also offer some job-related materials, including bearing knowledge, 
business English and some other reference materials, training programmes still can’t 
relate what they really need into the learning and teaching programmers.  

Zhou: Is it correct to assume that for every training programme you also pay great 
attention to practical work with a combination of training, because training is 
intended to be used in future work, and if the training is too basic or too broad, or too 
general, it may have little impact for future work. Because my research is to explore 
similar problems, our Foreign Languages Institute has also been engaged in 
cooperation with many enterprises for training, but when asked about the post-
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training effect, we are all of the opinion that the effect is not very clear and that one 
of the main problems is that the training is not closely linked with the posts. 

Manager Zhang: It might be okay for middle and senior classes because these are 
mainly targeted training. We are very strict with attendance and final examinations 
should also be put in place. In addition, we have singled out specific training for 
those whose English is not good enough with small class training sessions, two or 
three times a week, for two or three hours, and on a one-to-one basis. In this way, the 
staff are certainly making a progress quickly. But the primary classes are ineffective.  

Zhou: This is probably because of the linguistic environment. Have you ever hired 
foreign teachers of English for the programmers?  

Manager Zhang: No.  

Zhou: Have you ever sent staff abroad for training?  

Manager Zhang: Not abroad but we do domestically. Initially we used to send some 
managers to Beijing and other places for short-term language programmes similar to 
the "New Orient" closed-door training colleges. Most of the training staff were 
senior managers. We would be worried about culture shock if we were managing 
training in collaboration with other countries. 

Zhou: What kind of language skills does you company focus on in terms of meeting 
the demands of your company? 

Manager Zhang: This also depends on what language abilities that participants want. 
It really depends. It depends on which part of knowledge they lack, and what their 
job requires. In general, the requirements for basic language skills may be higher, 
and to build up a solid foundation of language skills may be required; therefore 
perhaps one-to-one sessions with a more specific focus on skills training, for 
example, listening or writing, in which case we are just focusing on improving 
listening ability – it is more targeted. However, it usually likes sort of … that it is 
better if the project has been designed and what you can do is just to follow it up. For 
us at the moment, we really need our staff focusing on listening, speaking and 
writing skills because we are a joint venture company. We need our staff to be able 
to communicate with our partners either face-to-face or through emails, which are 
the main channels through which we communicate with our partners.  

Zhou: As far as the pre-and post-training sessions are concerned, have you been in 
touch with programme providers in the assessment of training members? In other 
words do you invite training providers to assess the training jointly, or do you 
evaluate it yourself?    

Manager Zhang: In the pre-training period, we definitely talk to training providers 
about what kind of training and what level of training we expect. They will prepare 
the test paper for us based on our demands. For the post-training, they will also 
prepare the test paper. We just evaluate the practical outcomes from the participants 



‐ 30 ‐ 
 

based on the results of the examination, which is sort of unfair. And this is because 
we have been depending on them too much.  

Zhou: But do you have to get yourselves involved in it?  

Manager Zhang: Very little. What we are involved in is that in the training process 
we have to come to class almost every day, go and check the situation of teaching, 
and establish whether their teaching meets or does not meet our requirements. We 
may add some things to the training programme, or sometimes the timing and 
content of consultation should be adjusted to our demands, and they have to let us 
review the final examination paper.  

Zhou: Is there any friction in communication in terms of inconsistent with your 
objectives? Manager Zhang: Yes, this is normal. I feel it is easier to teach 
intermediate classes, which does not require such a high level of English ability form 
the teachers. But in fact it is more difficult for junior and senior classes. Why do I 
say this? For the middle class, as long as the learned content reaches a certain level, 
learning is likely to carry on because students can accept it, and because they are 
interested in that content they intend to learn there. So it's easy for them to improve. 
But for the advanced class, how could you define what is the high level? If you are a 
university English major graduate, and then you have worked for some time and 
have attained a considerable level of English, it's hard to lecture because if you 
lecture with less knowledge they might not be motivated, or if you bombard them 
with more knowledge they may feel under pressure. So how to manage a proper 
training programme is still a problem that we are exploring.  

5. Where do funds for training come from?  

Manager Zhang: We have dedicated funding, which is granted by the company. The 
funds are distributed according to a percentage of salary of per capita. Training at 
home or abroad is covered by this fund.  

6. Who is likely to be involved in the foreign language training programmes from 
your organisation? Why?  

Manager Zhang: The programmers are mainly aimed at the management levels, 
including managers, and white-collar-level personnel, because training is not 
necessary for all the workers. There are also supervisors, group leaders and office 
staff in various departments, professional business staff (specialist), and engineers 
and so on.  

7. What kind of language skill (listening, speaking, reading and writing) is most 
important to your company?  

Manager Zhang: At present, our employees can read, but when it comes to writing 
emails, as well as conducting direct dialogue with our foreign partners, there are still 
some difficulties, which are related to outputs ability. Our engineers used to be 
educated mainly under the traditional English learning and teaching – learning 
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“mute” English, which means you can read but can’t understand what other people 
are saying. For example, we managed an International Trade Fair in Beijing, and we 
invited New Zealand experts to give lectures, but the engineers had difficulty in 
understanding the lectures and they had to ask translators to do the translation. This 
just demonstrates that we’ve got problems of how to use foreign languages and how 
to think in foreign languages, so listening and speaking at this stage are important to 
us, as well as to be able to write emails. 

8. Do you think foreign language training has a positive role in promoting the 
benefits for your company?  

Manager Zhang: It has some benefits, but there are some difficulties as well.  

9. Based on your organisation/company's actual situation, do you think the current 
foreign language teaching methods used in the training are reasonable or not? Why?  

Assistant Du: We’ve been using different ways to improve our standard of English; 
for instance, last time we were using a multi-media approach to training.  It is quite 
suitable for us and is quite appropriate.  

Manager Zhang: I’ve got point of views based on my experience. First, foreign 
language training should be guided with the principle to complement what the 
company needs, which may be listening, communication skills, or writing ability. 
And different teams and groups, different functions, different positions have 
different needs and different missing elements, so training should be managed to 
make up what they are missing. It is also very practical, because the companies do 
not want to spend too much money on nothing. Second, the organisers should think 
of a way to encourage the training of employees so that they move forward together. 
We have to take this training stage as a stage of improvement. No matter whether 
you are in the class, or whether it is after the class, the manager has to find ways to 
stimulate the enthusiasm of the participants so that they are able to interact with each 
other.  

Zhou: Do you mean to stimulate the enthusiasm of the students? How?  

Manager Zhang: I think that personal individual interest is very important, but this 
also depends on what content will increase their interests. If through the training 
course you have mastered the knowledge related to your need, for instance, you’ve 
got to know how to write an email in English, or you’ve got your spoken English 
improved, then the participants will feel that now is not the same as yesterday, and 
the training will have a certain interest. Whatever we do, in particular, learning 
English should rely on a kind of interest. Today's university students have a certain 
foundation, but for the language there is no shortcut. What you can do is to work 
hard. But it also brings problems for adults, because they are working, they have 
responsibilities at home, it is difficult. We also have been considering for many years 
how to stimulate the initiative of the participants.  
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10. Do you think the implemented foreign language training strategy of your 
company is successful? If so, why?  

Manager Zhang: In general, the money and effort we spent in this regard can also be 
worthwhile as so far people we've trained are still able to use what they learned. But 
to whether the situation is perfect, I don’t think that is the case…  

11. Have you ever considered using of the international training strategy for foreign 
language training programmes?  

Manager Zhang: We have actually sent employees to many local universities each 
year, but not particularly for only foreign language training. We do send people 
abroad but only depending on the needs of the job positions, such as design issues. 
We send them to learn design in order to develop their design ability. As for the 
language problem, we require that personnel should be learning English in the short-
term, and the training programme is mainly designed to address the needs of the job.  

12. If there is an international model of training programme available for your 
company, what kind of programme would you prefer, long-term or short-term?  

Manager Zhang: Because training is based on the needs of the post, we generally 
will not spend money to help our employees attend long-term training courses. We 
might prefer short-term, because it is only for job requirements. For example, 
technicians also have such a requirement which is not just to learn the language 
before they go for training. If we want to spend money and effort, we are sure we 
will do it just for skill requirements, not just for language. We will not pay you for a 
degree, nor send you away just for language training. Job-related skills are more 
important.  

Zhou: Do you need to worry about cultural factors or do you think cultural 
awareness is a very important element for the training course if it is an international 
programme? 

Manager Zhang: Because we usually manage short-term courses which are only for 
job requirements as I said before, so the culture factor is not a problem and cultural 
awareness might not be necessarily involved in the programme. Of course, if it were 
a long-term course, cultural awareness may be inevitable; however this would still 
depend on the training objectives. 

13. If there is an international model of training, which kind of training programme 
would your company prefer; authentication of skills or academic degree certificate?  

Manager Zhang: Surely authentication of skills because of the requirements of the 
job. 

14. What difficulties do you think there would be if your organisation/company was 
to carry out the international style of training?  
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Manager Zhang: As you may have known, we are a German-run company. 
Germany's vocational-oriented education is very mature, and they are mainly 
concerned about whether, if you can do work, how to develop your skills, rather than 
being more interested in what degree you have. For example, they will let you train 
for a period of time first, and then send you back to the designated workshops and 
departments. Sometime later they will let you attend another training workshop. The 
aim for this is to learn new skills and use technology. Training is also designed for 
the purpose of improving skills. This is totally different from academic institutes 
where emphasis is on the intellectual products, but enterprise, as here, is to create 
things, goods and products. Everything has to be job-related, and this is also relevant 
to the theme of the company's development.  

15. In addition to the problem of funding, what other kinds of difficulties and 
problems are you possibly facing?  

Manager Zhang: The most difficult factor for the company is how to manage training 
programmes effectively. This is consistent with the problems of how to deliver 
education well. Because time is needed to test the results of education, no matter 
how much you have spent, or how much efforts you have put in, it will take a long 
time for you to see the effect. This is different to the bridge repair and road 
constructions, the effects of which are able to be seen in a short period of time, but 
for education, it is probably 10 years or eight years. 

 

Thank you for your cooperation!  
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Appendix F  Follow-up interviews for both managers and staff 

 

1. Follow-up interview questions for managers 

                                                                                                                               

Dear Managers, 

I am currently working on the analysis of the data that I collected in the interviews I 
held with you one year ago. The analysis has gone pretty smoothly – thank you very 
much for the information you provided in the interview. However, there are still a 
few questions which have actually confused me in relation to decision making, 
regular reports and cultural awareness. I will be grateful if you can take a few more 
minutes to answer the following three questions: 

- How is the decision made if your company wants to manage a language 
training programme? 

 
- The findings of quantitative analysis have shown that many participants do 

not want to undertake regular reports.  Could you please explain the reason 
for this? 

 
- According to the findings of my analysis, why do so many participants think 

‘cultural awareness’ is not necessarily incorporated in the training 
programme?   
 

- How do you understand ‘self-managed learning’? Why didn’t you agree with 

using self-managed learning in the training programmes? 

I am looking forward to your reply. 

With best wishes, 

 

Joe Zhou 
PhD research student 
Research Centre 
Southampton Solent University 
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2. A sample of follow-up interview transcription (Chinese) 
 
 

 

周老师好： 

 

  邮件收到，对于您提出的问题，我的看法是： 

 

  一、开展外语培训的最终决定权由哪里决定？ 

 

  假设在完全市场条件下，此问题的答案很简单，按照供需原理，需求决定供

给，学员的培训需要决定了是否培训、培训什么等关键问题。但实际上，由于

信息的不对等和不充分，答案可能会较复杂。培训机构可以按照声誉好坏、规

模大小、实力强弱等因素对潜在的学员施加影响，从而改变培训的决定权。 

 

  二、关于汇报的问题。 

 

  学员参加培训的原因较为复杂，并不都是主动学习，会从心理上反感定期汇

报制度。另外，社会培训与大学教育不同，学习期限短，存在学员间不愿意深

入交往的情况，不愿相互比较，定期汇报的效果如何学员并不重视。而教员出

于职责往往作出强制要求，最终可能出现应付差事胡编乱造的汇报。 

 

   三、文化认知的问题。 

 

   文化认知是个西方概念，在以制度治理社会和企业的环境下，文化认知的

作用很重要。比如西方社会的契约文化，对法律的自觉遵守维护。而在中国等

典型的东方社会，文化认知缺乏历史根基，相反，家族、血缘、圈子、关系等

一系列利益捆绑的东西成为人与人相互认知的标准，这可能是学员认为文化认

知不重要原因之一。 

 

  以上是我个人的浅显认识，仅供参考。 

                                                                    

                                                                    
       徐鸿 
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3. A sample of a follow-up interview transcription (Interviewee 3) (English) 
 

(A follow-up interview done through email on 07/04/2011 14:26. Manager Xu has 
given more ideas with regards to cultural awareness, regular reporting and decision 
making) 

 
Dear Joe, 
 
Thanks for your email. With regards to the questions mentioned in your email, my 
personal view is below. 
 
Firstly, I think many participants have taken culture awareness as a concept imported 
from western culture. It might be playing a vital role in the context of western 
society where companies and communities are mainly managed by, and have grown 
up with, the obligation to the law and regulations. This can be evidenced by contract 
culture in western countries. However, in China as a typical representative of Eastern 
culture, the concept of culture awareness hasn't become deeply rooted within our 
own culture; on the contrary, family, kinship, network and social relationship, etc, 
and other benefit-based relationships have become criteria agreed with by Chinese 
people, so there must lots of participants who don't think the western concept of 
cultural awareness can have an effect on their language skills development. This is 
just because there is a gap in mentality in perceiving the concept.  

Secondly, there are a variety of reasons for employees to attend a foreign language 
training programme. Many participants have to attend training without a choice 
because of the job requirements and they might be reluctant to do so. They might not 
be motivated to get themselves involved in the training and therefore have a 
subconscious dislike of regular reporting We mainly manage a short-term training 
programme, a major form for adult learning in the society, and the time limitation 
has resulted in the fact that participants don't want to communicate with each other 
and they don't want to be judged and assessed by a certain way of evaluation; say 
regular reporting for instance. However, the managers who are committed to 
achieving the goal of the training require our participants to report their progress. 
This may bring complaints from the participants who are reluctant to do the report.  

Thirdly, the answer to this question largely depends on whether our economy is 
market-oriented or based on government plans. We like to listen to what the real 
needs of staff are, and decision will be simply made based on staff's foreign language 
needs. But decision making also has to depend on what our organisation needs, 
which means a decision might be made based on the plan of the organisation as well. 
We are not running it in the way that a real market-oriented economic does because 
we are not a real market economy but at least we are still on the way towards it, so a 
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mixed balanced approach has been majorly used by engaging staff's contribution as 
well as the organisation’s development strategy. Also there are still lots of other 
components affecting our decision which include the size, reputation, and strengths 
of the training providers, but usually the information relating to these is not available 
to us.   

The above opinions are my personal superficial understanding, for your information 
only.  

Best wishes 

Xu Hong  
Director of Administration Office of CCOIC 
Ningxia Branch 
Yinchuan 750001 
P.R.C 
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4. A sample of the follow-up interview questions for staff and its transcription 
 
(The interviews were conducted by Professor Windy Ding on 25, 27 and 30 May, 
2011)  
 
What do you understand by ‘self-managed learning’? Why didn’t you agree with 
using self-managed learning in your raining programme? 
 
Wang: To my understanding, I think self-managed learning will be used when I am 
interested in the training contents or training goals that are based on my own learning 
purposes. I won’t be learning if I was pushed, so self-managed learning will be 
related to whether I have a learning goal, which obviously motivates me to learn new 
knowledge. Taking my job for instance, I am working on finance which highly 
requires me to keep updating work-related knowledge, in particular in the area of 
internationalisation. But when I went for training I didn’t even know what I was 
going to study and the training providers were useless and their learning content was 
too general. So I just didn’t have the motivation, therefore what would have been the 
point of me using self-managed learning? 
 
Li: It depends. Because we only have short-term training, about one or two months, 
it is difficult for us to use self-managed study. It is partly because I don’t know how 
to undertake self-managed study and also because we don’t have the facilities and 
resources to support us to undertake self-managed learning. I am busy with my work 
and have no time, and what’s more I even don’t know how to start learning a foreign 
language with a self-managed learning strategy. So I think it might be better than 
self-managing if I were pressed by my company.  
 
Liu: Actually I have been confused about what self-managed learning is. From my 
understanding, self-managing learning can be labelled as what it is as long as I 
obtain some new information either from friends, lecture rooms and the internet. I 
don’t know whether that is correct or wrong and I hope it is right… but honestly I 
am a bit confused by it.  
 
I chose ‘disagree’ because I thought learning actually depends on the individuals as 
many people prefer teacher-centred teaching while some others prefer learning by 
themselves. I prefer both actually. Because of the time limitation, I think knowledge 
would be better passed on through lecturers in class if there are more instructions and 
explanations from lecturers. To be frank, if you just left me to manage my study by 
myself in terms of learning English, I really don’t know where I should start.  
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Shan: To update knowledge, increase knowledge and get in touch with new 
knowledge are the best ways to develop your ability. These can be considered as a 
way to motivate you to study.  
 
I chose ‘disagree’ to use self-managed learning because I think people have a 
diversity of learning styles which depend on their own learning characteristics. I 
prefer to be pushed to study foreign languages, so I don’t know how to improve my 
English ability if you want me to learn by myself. I hope the organisation would 
train us how to do it if they let us self-manage our foreign language study. I might do 
it if my company pushes me to take part in a training programme.  
 
Thank you very much!  
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Appendix G Statistics Output  

 

Statistics output (Staff)  

 

 
One-Sample Kolmogorov-Smirnov Test 

 

1. It is not 

important to 

define the 

individual's 

learning needs 

clearly. 

2. I don't think I 

need time to 

conduct my 

foreign language 

need analysis 

before the 

programme of 

training starts. 

3. There is no 

correlation 

between 

improving foreign 

language skills 

and developing 

my professional 

effectiveness. 

N 133 133 133

Normal Parametersa,,b Mean 4.11 3.88 3.95

Std. Deviation .791 .835 .944

Most Extreme Differences Absolute .342 .354 .324

Positive .267 .262 .203

Negative -.342 -.354 -.324

Kolmogorov-Smirnov Z 3.942 4.086 3.731

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 
 

b. Calculated from data. 
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One-Sample Kolmogorov-Smirnov Test 

 4. I don't care if a 

foreign language 

training 

programme is 

closely related to 

my work-related 

skills or not. 

5. I believe 

developing an 

individual 

project,which 

aims to mix 

development of 

language skills 

and work-related 

skills, is an 

effective way of 

implementing 

foreign language 

training 

6. The 

assessment of a 

foreign language 

needs analysis 

should 

incorporate 

learning 

outcomes 

directly related to 

work-related 

skills. 

N 132 133 133

Normal Parametersa,,b Mean 3.90 4.43 4.01

Std. Deviation .855 .721 .900

Most Extreme Differences Absolute .372 .312 .331

Positive .265 .214 .218

Negative -.372 -.312 -.331

Kolmogorov-Smirnov Z 4.270 3.602 3.820

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 
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One-Sample Kolmogorov-Smirnov Test 

 

7. My objectives 

for foreign 

language training 

programme need 

to be evaluated 

by both training 

providers and the 

organisations 

8. Comments 

from both the 

training providers 

and the 

organisation's 

managers on my 

proposed project 

help me to 

achieve training 

objectives. 

9. It is more 

important for me 

to develop the 

ability to 

communicate in 

a foreign 

language than to 

learn knowledge 

of the language.

N 133 133 133

Normal Parametersa,,b Mean 4.21 4.21 3.74

Std. Deviation .739 .663 1.036

Most Extreme Differences Absolute .268 .301 .292

Positive .251 .301 .159

Negative -.268 -.278 -.292

Kolmogorov-Smirnov Z 3.086 3.473 3.367

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 
 
  



‐ 43 ‐ 
 

One-Sample Kolmogorov-Smirnov Test 

 

10.For my 

current role at 

work, I need to 

develop my 

foreign language 

skills in the areas 

of reading and 

writing. 

11.It is essential 

to develop 

cultural 

awareness as 

part of a foreign 

language training 

programme, so it 

is better to 

undertake this 

kind of training 

abroad. 

12.Foreign 

language skills 

are a crucial 

factor in an 

organisation's 

operational 

success. 

N 133 132 132

Normal Parametersa,,b Mean 3.74 3.60 3.65

Std. Deviation .943 1.033 1.353

Most Extreme Differences Absolute .381 .242 .246

Positive .235 .144 .160

Negative -.381 -.242 -.246

Kolmogorov-Smirnov Z 4.397 2.783 2.821

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 
 
  



‐ 44 ‐ 
 

One-Sample Kolmogorov-Smirnov Test 

 

13.The 

development of 

language skills 

rather than work 

skills needs to be 

focus on foreign 

language training 

programmes run 

through 

international 

collaboration. 

14.When I 

undertake 

foreign language 

training, my main 

motivation to 

study is that I 

have an 

individual 

learning project. 

15.In my 

experience, 

formal instruction 

is necessary for 

me to obtain 

knowledge of 

foreign 

languages. 

N 133 133 132

Normal Parametersa,,b Mean 2.83 3.90 3.78

Std. Deviation 1.084 .767 .919

Most Extreme Differences Absolute .311 .370 .344

Positive .311 .284 .224

Negative -.206 -.370 -.344

Kolmogorov-Smirnov Z 3.588 4.270 3.958

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 
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One-Sample Kolmogorov-Smirnov Test 

 16.Formal 

instruction is 

much better in 

helping me learn 

a language 

rather than 

informal lessons.

17.I am also 

using self-

managed 

learning to build 

up self-awarenss 

of learning 

foreign language 

and skills 

development. 

18.It is important 

that my foreign 

language training 

not only helps 

me with my 

foreign language 

but also 

develops my 

ability to solve 

problems 

relatinig to my 

work. 

N 133 133 133

Normal Parametersa,,b Mean 3.71 3.56 4.17

Std. Deviation 1.091 1.509 .923

Most Extreme Differences Absolute .265 .343 .271

Positive .160 .243 .183

Negative -.265 -.343 -.271

Kolmogorov-Smirnov Z 3.055 3.956 3.125

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 
 
  



‐ 46 ‐ 
 

One-Sample Kolmogorov-Smirnov Test 

 

19.Learning 

materials in the 

training 

programme 

should be based 

on developing 

problem-solving 

abilities in the 

real world. 

20.I need to go 

to a foreign 

language training 

programme if it 

relates to my 

work place so 

that I can learn 

more skills to 

solve the real 

workplace 

problem. 

21.I am reluctant 

to report my 

progress 

because I think it 

destroys my 

motivation. 

N 132 133 132

Normal Parametersa,,b Mean 4.19 4.49 3.61

Std. Deviation .773 .611 .798

Most Extreme Differences Absolute .290 .333 .379

Positive .241 .254 .258

Negative -.290 -.333 -.379

Kolmogorov-Smirnov Z 3.327 3.836 4.349

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 
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One-Sample Kolmogorov-Smirnov Test 

 22.I monitor my 

learning progress 

regularly by 

reporting to 

managers. 

23.My learning 

objectives should 

be assessed by 

joint panels from 

both training 

providers and 

organisation 

managers. 

24.My learning 

outcomes should 

be assessed by 

joint panels from 

both training 

providers and 

organisation 

managers. 

N 131 133 132

Normal Parametersa,,b Mean 3.49 3.84 3.85

Std. Deviation .906 .928 .842

Most Extreme Differences Absolute .355 .357 .397

Positive .225 .244 .277

Negative -.355 -.357 -.397

Kolmogorov-Smirnov Z 4.063 4.117 4.563

Asymp. Sig. (2-tailed) .000 .000 .000

a. Test distribution is Normal. 

b. Calculated from data. 

 

 

 

 

 

 

 

 

 

 

 

 



‐ 48 ‐ 
 

Frequency Distributions (Age for Staff) 

 
 

Statistics 

AGE for Staff 

N Valid 132

Missing 1

Mean 1.76

Median 2.00

Mode 1

Std. Deviation .821

Minimum 1

Maximum 4

Sum 232

 

 

 
 
Age for Staff 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 20-30 62 46.6 47.0 47.0 

31-40 42 31.6 31.8 78.8 

41-50 26 19.5 19.7 98.5 

51-60 2 1.5 1.5 100.0 

Total 132 99.2 100.0  

Missing System 1 .8   

Total 133 100.0
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Gender of Staff 

 
 

Statistics 

Gender 

N Valid 133

Missing 0

Mean 1.52

Median 2.00

Mode 2

Std. Deviation .502

Minimum 1

Maximum 2

Sum 202

 
 
 
 
 
 

Gender 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid female 64 48.1 48.1 48.1 

male 69 51.9 51.9 100.0 

Total 133 100.0 100.0
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Staff Education Background 

 

 
 

Statistics 

Education Background 

N Valid 133

Missing 0

Mean 4.09

Median 4.00

Mode 4

Std. Deviation .596

Minimum 2

Maximum 5

Sum 544

 
 
 
 
 

Education Background 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Vocational and technical college level 2 1.5 1.5 1.5

2 or 3 years college level 12 9.0 9.0 10.5

Bachelor degree 91 68.4 68.4 78.9

Master degree or higher 28 21.1 21.1 100.0

Total 133 100.0 100.0 

 

 

 

 

 

 



Descriptive output for Staff  

 

 

Descriptive Statistics

 
N Minimum Maximum Mean Std. Deviation Skewness Kurtosis 

Statistic Statistic Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error

1. ILN 133 1 5 4.11 .791 -1.310 .210 2.649 .417

2. TILN 133 1 5 3.88 .835 -1.116 .210 1.775 .417

3. FLN 133 1 5 3.95 .944 -1.060 .210 .874 .417

4. WRS 132 1 5 3.90 .855 -1.224 .211 1.848 .419

5. FLN+WRS1 133 1 5 4.43 .721 -1.595 .210 4.041 .417

6. FLNA 133 1 5 4.01 .900 -1.090 .210 1.010 .417

7. JAIP 133 1 5 4.21 .739 -1.044 .210 2.263 .417

8. FB 133 1 5 4.21 .663 -.894 .210 3.022 .417

9. LCA 133 2 5 3.74 1.036 -.529 .210 -.852 .417

10.LS 133 2 5 3.74 .943 -.843 .210 -.203 .417

11.CA 132 1 5 3.60 1.033 -.311 .211 -.882 .419

12.EFLST 131 2 5 3.73 1.060 -.412 .212 -1.030 .420

13.FLN+WRS2 133 1 5 3.17 1.084 -.424 .210 -1.072 .417

14.MOT1 133 2 5 3.90 .767 -.955 .210 1.151 .417

15.II 132 2 5 3.78 .919 -.746 .211 -.168 .419

16.FI 133 2 5 3.71 1.091 -.439 .210 -1.093 .417

17.SML 131 1 5 3.71 .940 -.909 .212 .295 .420

18.FLN+WRS3 133 2 5 4.17 .923 -1.100 .210 .517 .417

19.LM 132 2 5 4.19 .773 -1.047 .211 1.346 .419

20.MOT2 133 2 5 4.49 .611 -1.172 .210 2.328 .417

21.MR 132 1 5 3.61 .798 -.993 .211 .553 .419

22.PM 131 1 5 3.49 .906 -.690 .212 -.512 .420

23.JA1 133 1 6 3.84 .928 -.949 .210 .924 .417

24.JA2 132 1 5 3.85 .842 -1.183 .211 1.370 .419

Valid N (listwise) 126         
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Statistics 

 
N 

Mean Median Mode Sum Valid Missing 

1. ILN 133 0 3.83 4.00 4 509

2. TILT 133 0 3.71 4.00 4 493

3. FLN 133 0 3.95 4.00 4 526

4.WRS 132 1 3.90 4.00 4 515

5. FLN-WRS1 133 0 4.43 5.00 5 589

6. FLNA 133 0 4.01 4.00 4 533

7. JAIP 133 0 4.21 4.00 4 560

8. FB 133 0 4.21 4.00 4 560

9. LCA 133 0 3.74 4.00 4 497

10.LS 133 0 3.74 4.00 4 498

11.CA 132 1 3.60 4.00 4 475

12.EFLST 131 2 3.73 4.00 4 488

13.FLN+WRS2 133 0 3.17 4.00 4 422

14.MOT1 133 0 3.90 4.00 4 519

15.II 132 1 3.78 4.00 4 499

16.FI 133 0 3.71 4.00 4 494

17.SML 131 2 3.71 4.00 4 486

18.FLN+WRS3 133 0 4.17 4.00 4a 554

19.LM 132 1 4.19 4.00 4 553

20.MOT2 133 0 4.49 5.00 5 597

21.MR 132 1 3.61 4.00 4 476

22.PM 131 2 3.49 4.00 4 457

23.JA1. 133 0 3.84 4.00 4 511

24.JA2 132 1 3.85 4.00 4 508

GENDER 133 0 1.52 2.00 2 202

AGE 132 1 1.76 2.00 1 232

EB 133 0 4.09 4.00 4 544

a. Multiple modes exist. The smallest value is shown 
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Individual project (IP) 

 

 
 

Statistics 

 ILN TILN 

N Valid 133 133

Missing 0 0

Median 4.00 4.00

Mode 4 4

 
 

ILN 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 1 .8 .8 .8 

disagree 8 6.0 6.0 6.8 

neutral 5 3.8 3.8 10.5 

agree 81 60.9 60.9 71.4 

strongly agree 38 28.6 28.6 100.0 

Total 133 100.0 100.0  

 
 
 

TILN 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 2 1.5 1.5 1.5 

disagree 9 6.8 6.8 8.3 

neutral 16 12.0 12.0 20.3 

agree 82 61.7 61.7 82.0 

strongly agree 24 18.0 18.0 100.0 

Total 133 100.0 100.0  
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Correlation Coefficient between Individual Learning Needs (ILN) and Time for 
Individual Project Needs (TILN) 
 

Correlations 

 ILN TILN 

Spearman's rho ILN  Correlation Coefficient 1.000 .321**

Sig. (2-tailed) . .000

N 133 133

TILN Correlation Coefficient .321** 1.000

Sig. (2-tailed) .000 .

N 133 133

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 
Nonparametric Correlation  
 
Variable Individual Project (IP),  Foreign language need (FLN) and Work-
related skills (WRS)  
 
 

Correlations 

 IP FLN WRS 

Spearman's rho IP Correlation 

Coefficient 

1.000 .303** .217*

Sig. (2-tailed) . .000 .012

N 133 133 132

FLN Correlation 

Coefficient 

.303** 1.000 .162

Sig. (2-tailed) .000 . .064

N 133 133 132

WRS Correlation 

Coefficient 

.217* .162 1.000

Sig. (2-tailed) .012 .064 .

N 132 132 132

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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Computed IP and Computed FL_WRS 
 
 
 
 

Correlations 

 IP FL_WRS 

Spearman's rho IP Correlation Coefficient 1.000 .349**

Sig. (2-tailed) . .000

N 133 132

FL_WRS Correlation Coefficient .349** 1.000

Sig. (2-tailed) .000 .

N 132 132

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 
 
 
 
 
 
 

Correlations 

 IP FLN_WR 

Spearman's rho IP Correlation Coefficient 1.000 .357** 

Sig. (2-tailed) . .000 

N 133 132 

FLN_WR Correlation Coefficient .357** 1.000 

Sig. (2-tailed) .000 . 

N 132 132 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Correlations between the variables gender, age and education background and 
IP and FLN_WR using Phi and Cramer’s V. 
 
 
 
 

Case Processing Summary 

 
Cases 

Valid Missing Total 

N Percent N Percent N Percent 

IP *  Gender 133 100.0% 0 .0% 133 100.0%

IP * Age 132 99.2% 1 .8% 133 100.0%

IP * Education backgound 133 100.0% 0 .0% 133 100.0%

 
 
 
 
 
IP * Gender 
 

Crosstab 

Count 

 
Gender 

Total female male 

IP 3.00 2 1 3

4.00 4 2 6

4.50 2 2 4

5.00 5 4 9

5.50 7 7 14

6.00 44 52 96

6.50 0 1 1

Total 64 69 133

 
 
  



‐ 58 ‐ 
 

 

Symmetric Measures 

 

 
Value 

Asymp. Std. 

Errora Approx. Tb Approx. Sig. 

Nominal by Nominal Phi .140   .858

Cramer's V .140   .858

N of Valid Cases 133

   

a. Not assuming the null hypothesis. 

b. Using the asymptotic standard error assuming the null hypothesis. 

c. Based on normal approximation. 
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Paired related samples test for IP and WRS 

 
 

Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

IP 132 3.9136 .48501 2.00 4.80 

WRS 133 3.8008 .61527 2.50 5.00 

 
 

Ranks 

 N Mean Rank Sum of Ranks 

WRS - IP Negative Ranks 65a 68.25 4436.00 

Positive Ranks 56b 52.59 2945.00 

Ties 11c   

Total 132   

a. WRS < IP 

b. WRS > IP 

c. WRS = IP 

 
 

Test Statisticsb 

 WRS - IP 

Z -1.931a

Asymp. Sig. (2-tailed) .053

a. Based on positive ranks. 

b. Wilcoxon Signed Ranks Test 
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IP * Age 
 
 

Crosstab 

Count 

 
Age 

Total 20-30 31-40 41-50 51-60 

IP 3.00 1 0 1 1 3 

4.00 2 3 1 0 6 

4.50 2 1 1 0 4 

5.00 6 2 1 0 9 

5.50 8 2 2 1 13 

6.00 43 34 19 0 96 

6.50 0 0 1 0 1 

Total 62 42 26 2 132 

 

 

 

 

 
 

Symmetric Measures 

 Value Asymp. Std. Errora Approx. Tb Approx. Sig.

Nominal by Nominal Phi .516   .009

Cramer's V .298   .009

N of Valid Cases 132    

a. Not assuming the null hypothesis. 

b. Using the asymptotic standard error assuming the null hypothesis. 

c. Based on normal approximation. 
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The result of One-Sample Kolmogorov-Smirnov Test for WRS1 and WRS2 
 
 

 
 
 

 

‐ 63 ‐ 
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IP * Education background 
 
 

Crosstab 

Count 

 

Education background 

Total 

vocational and 

technical college 

level 

2 or 3 years 

college level bachelor degree 

master degree 

or higher 

IP 3.00 0 0 2 1 3

4.00 1 0 3 2 6

4.50 0 1 3 0 4

5.00 0 1 7 1 9

5.50 0 2 11 1 14

6.00 1 8 65 22 96

6.50 0 0 0 1 1

Total 2 12 91 28 133

 
 
 
 
 
 

Symmetric Measures 

 
Value 

Asymp. Std. 

Errora Approx. Tb Approx. Sig.

Nominal by Nominal Phi .388   .333

Cramer's V .224   .333

N of Valid Cases 133    

a. Not assuming the null hypothesis. 

b. Using the asymptotic standard error assuming the null hypothesis. 

c. Based on normal approximation. 
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Correlation between LAC (communicative skill), LS (language skills), CA 
(culture awareness) and EFLST (Foreign language importance to organisation) 
 
 
 

Correlations 

  LCA LS CA EFLST 

Spearman's rho LCA  Correlation 

Coefficient 

1.000 .156 .341** .523**

Sig. (2-tailed) . .073 .005 .000

N 133 133 132 131

LS Correlation 

Coefficient 

.156 1.000 .122 .152

Sig. (2-tailed) .073 . .164 .084

N 133 133 132 131

CA Correlation 

Coefficient 

.341** .122 1.000 .312**

Sig. (2-tailed) .005 .164 . .000

N 132 132 132 131

EFLST Correlation 

Coefficient 

.523** .152 .312** 1.000

Sig. (2-tailed) .000 .084 .000 .

N 131 131 131 131

**. Correlation is significant at the 0.01 level (2-tailed). 
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Correlation between FI and SML 

 

 
 

Correlations 

 FI SML 

Spearman's rho FI Correlation 

Coefficient 

1.000 .331**

Sig. (1-tailed) . .001

N 132 130

SML Correlation 

Coefficient 

.331** 1.000

Sig. (1-tailed) .001 .

N 130 131

**. Correlation is significant at the 0.01 level (1-tailed). 

 



‐ 68 ‐ 
 

Sign test for FI and SML 

 
 

Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

FL 132 3.7462 .84820 2.00 5.00 

SM:L 131 3.71 .940 1 5 

 
 
 

Frequencies 

 N 

SML- FI Negative 

Differencesa 

54

Positive Differencesb 47

Tiesc 29

Total 130

a. SML< FI 

b. SML > FI 

c. SML = FI 

 

 
 

Test Statisticsa 

 SML- FI 

Z -.597

Asymp. Sig. (2-tailed) .550

Exact Sig. (2-tailed) .551

Exact Sig. (1-tailed) .275

Point Probability .062

a. Sign Test 
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Analysis of PSA using Kolmogorov-Smirnov test 

 
  
 

One-Sample Kolmogorov-Smirnov Test 

 

 PSA 

N 132 

Normal Parametersa,,b Mean 12.8333 

Std. Deviation 1.79127 

Most Extreme Differences Absolute .190 

Positive .113 

Negative -.190 

Kolmogorov-Smirnov Z 2.178 

Asymp. Sig. (2-tailed) .000 

a. Test distribution is Normal. 

b. Calculated from data. 

 

 

 

 

 

 

 

 



Histogram with curve graphs for RR1 and RR2 
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Histogram of Computed RR 
 

 
 
 
 
 
 
 

Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

RR1 131 3.5458 .66636 1.50 5.00 

 

  

‐ 71 ‐ 
 



‐ 72 ‐ 
 

 

One-Sample Kolmogorov-Smirnov Test 

 

 RR 

N 131 

Normal Parametersa,,b Mean 3.5458 

Std. Deviation .66636 

Most Extreme Differences Absolute .279 

Positive .179 

Negative -.279 

Kolmogorov-Smirnov Z 3.193 

Asymp. Sig. (2-tailed) .000 

Exact Sig. (2-tailed) .000 

Point Probability .000 

a. Test distribution is Normal. 

b. Calculated from data. 
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Kolmogorov-Smirnov test for computed JAIP (as measured by JAIP1 – Q7, 

JAIP2 – Q8, JAIP3 – Q23) 

 

 
 

Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

JAIP_S 133 4.0877 .57133 2.33 5.33 

 
 
 
 
 

One-Sample Kolmogorov-Smirnov Test 

 JAIP_S 

N 133 

Normal Parametersa,,b Mean 4.0877 

Std. Deviation .57133 

Most Extreme Differences Absolute .168 

Positive .163 

Negative -.168 

Kolmogorov-Smirnov Z 1.941 

Asymp. Sig. (2-tailed) .001 

a. Test distribution is Normal. 

b. Calculated from data. 
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Kolmogorov – Smirnov Test for JAO (Q24) 
 
 
 

Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

JAO 132 3.85 .842 1 5 

 
 
 
 
 
 

One-Sample Kolmogorov-Smirnov Test 

 JAO 

N 132 

Normal Parametersa,,b Mean 3.85 

Std. Deviation .842 

Most Extreme Differences Absolute .397 

Positive .277 

Negative -.397 

Kolmogorov-Smirnov Z 4.563 

Asymp. Sig. (2-tailed) .000 

a. Test distribution is Normal. 

b. Calculated from data. 
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Correlation Coefficient between JAIP and JAO 
 
 
 
 

Correlations 

 

 JAIP JAO 

Spearman's rho JAIP Correlation Coefficient 1.000 .466** 

Sig. (2-tailed) . .000 

N 133 132 

JAO Correlation Coefficient .466** 1.000 

Sig. (2-tailed) .000 . 

N 132 132 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Statistic Output (Managers)  
 
 

1. What is the form of ownship of your business? 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid public sector 7 87.5 87.5 87.5 

private sector 1 12.5 12.5 100.0 

Total 8 100.0 100.0  

 
 

2. Is your organisation a joint venture between a Chinese and an 

international partner? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid no 8 100.0 100.0 100.0 

 
 

3. In which sector of the economy does your organisation operate? 

 
Frequency Percent Valid Percent

Cumulative 

Percent 

 Financial 2 25.0 25.0 25.0 

Government Department 1 12.5 12.5 37.5 

Government Organisation 1 12.5 12.5 50.0 

Higher Education 2 25.0 25.0 75.0 

Manufacturing 2 25.0 25.0 100.0 

Total 8 100.0 100.0  
   
 

4. What is the scale of your business according to the government's official 

criteria? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid medium 3 37.5 37.5 37.5 

large 5 62.5 62.5 100.0 

Total 8 100.0 100.0  

 



‐ 78 ‐ 
 

 
5. What percentage of your employees are graduates? 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 26% - 50% 2 25.0 25.0 25.0 

more than 50% 6 75.0 75.0 100.0 

Total 8 100.0 100.0  

 
 
 

6. Which members of staff in your organisation need foreign language 

training? 

 
Frequency Percent Valid Percent

Cumulative 

Percent 

 all staff members 2 25.0 25.0 25.0 

technical personnel and 

managers 

5 62.5 62.5 87.5 

senior managers 1 12.5 12.5 100.0 

Total 8 100.0 100.0  

 

 
 

7. What percentage of your employees has received foreign language 

training so far? 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 6% - 10% 2 25.0 25.0 25.0 

more than 10% 6 75.0 75.0 100.0 

Total 8 100.0 100.0  
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8. How long has your organisation been running foreign language training 

programmes for staff? 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid less than 5 years 1 12.5 12.5 12.5 

5 years or more 7 87.5 87.5 100.0 

Total 8 100.0 100.0  

 

 
 
 

9. How long have you worked for your current organisation? 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid 15 years or more 8 100.0 100.0 100.0 
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Individual Project (IP*) – Q1, Q2, Q3, Q4 and Q10 

 
 

 Descriptive Statistics 

 
N 

Mean Median Mode

Std. 

Devia

tion 

Skewne

ss 

Std. Error 

of 

Skewness Kurtosis 

Std. Error 

of 

Kurtosis 

Minim

um 

Maxi

mumValid Missing

IP*1 8 0 4.63 5.00 5 .518 -.644 .752 -2.240 1.481 4 5

IP*2 8 0 4.13 4.00 4 .641 -.068 .752 .741 1.481 3 5

IP*3 8 0 4.38 4.00 4 .518 .644 .752 -2.240 1.481 4 5

IP*4 8 0 3.88 4.00 4 .641 .068 .752 .741 1.481 3 5

IP*5 8 0 4.00 4.00 4 .926 -1.440 .752 3.500 1.481 2 5
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Frequency Table 
 
 

1. I think a foreign language training programme should begin with an 

individual learning needs analysis for staff involved. 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid agree 3 37.5 37.5 37.5 

strongly 5 62.5 62.5 100.0 

Total 8 100.0 100.0  

 

 
 

2. I believe that it will still be effective if my staff attend a training 

programme without setting a learning target. 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid neutral 1 12.5 12.5 12.5 

agree 5 62.5 62.5 75.0 

strongly 2 25.0 25.0 100.0 

Total 8 100.0 100.0  

 
 

3. The foreign language ability of my staff is a crucial factor in the 

development of our business with the outside world. 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid agree 5 62.5 62.5 62.5 

strongly 3 37.5 37.5 100.0 

Total 8 100.0 100.0  
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4. The ultimate goal of managing a foreign language training 

programme is to develop language skills only. 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid neutral 2 25.0 25.0 25.0 

agree 5 62.5 62.5 87.5 

strongly 1 12.5 12.5 100.0 

Total 8 100.0 100.0  

 
 

10. Developing an individual project is unnecessary for my staff before 

they attend a language programme. 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid disagree 1 12.5 12.5 12.5 

agree 5 62.5 62.5 75.0 

strongly 2 25.0 25.0 100.0 

Total 8 100.0 100.0  
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Proposition 1 Individual project 
 
 
Reliability Analysis 

 
 
 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Cronbach's 

Alpha if Item 

Deleted 

1.I think a foreign language 

training programme should 

begin with an individual 

learning needs analysis for 

staff involved. 

16.38 5.125 .625 .827

2.I believe that it will still be 

effective if my staff attend a 

training programme without 

setting a learning target. 

16.88 4.125 .892 .750

3.The foreign language ability 

of my staff is a crucial factor 

in the development of our 

business with the outside 

world. 

16.63 5.696 .361 .878

4.The ultimate goal of 

managing a foreign language 

training programme is to 

develop language skills only. 

17.13 4.696 .630 .821

10.Developing an individual 

project is unnecessary for my 

staff before they attend a 

language programme. 

17.00 3.143 .870 .758
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Reliability Statistics 

Cronbach's 

Alpha N of Items 

.846 5

 
 
 
 
Analysis using one sample t-test 
 

Descriptives 

 Statistic Std. Error 

IPM Mean 20.9000 .90000 

95% Confidence Interval for 

Mean 

Lower Bound 18.8641  

Upper Bound 22.9359  

5% Trimmed Mean 20.9444  

Median 21.0000  

Variance 8.100  

Std. Deviation 2.84605  

Minimum 16.00  

Maximum 25.00  

Range 9.00  

Interquartile Range 4.00  

Skewness -.416 .687 

Kurtosis -.331 1.334 
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Tests of Normality 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

IPM .176 10 .200* .958 10 .757 

a. Lilliefors Significance Correction 

*. This is a lower bound of the true significance. 

 
 

One-Sample Statistics 

 N Mean Std. Deviation Std. Error Mean

IPM 10 20.9000 2.84605 .90000

 
 
 

One-Sample Test 

 

Test Value = 15                                       

t df Sig. (2-tailed) Mean Difference

95% Confidence Interval of the 

Difference 

Lower Upper 

IPM 6.556 9 .000 5.90000 3.8641 7.9359

 
 

One-Sample Statistics 

 N Mean Std. Deviation Std. Error Mean 

IP_M 10 4.3000 .56273 .17795

 
 

One-Sample Test 

 Test Value = 3 

t df Sig. (2-tailed) Mean Difference 95% Confidence Interval of the 

Difference 

Lower Upper 

IP_M 7.305 9 .000 1.30000 .8974 1.7026
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Proposition 2 Building up an individual project  
 

Case Processing Summary 

 
Cases 

Valid Missing Total 

N Percent N Percent N Percent 

IP* 10 100.0% 0 .0% 10 100.0%

WRS* 10 100.0% 0 .0% 10 100.0%
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Descriptives 

 Statistic Std. Error

IP* Mean 2.30 .260

95% Confidence Interval for 

Mean 

Lower Bound 1.71  

Upper Bound 2.89  

5% Trimmed Mean 2.28  

Median 2.00  

Variance .678  

Std. Deviation .823  

Minimum 1  

Maximum 4  

Range 3  

Interquartile Range 1  

Skewness .806 .687

Kurtosis 1.237 1.334

WRS* Mean 4.70 .153

95% Confidence Interval for 

Mean 

Lower Bound 4.35  

Upper Bound 5.05  

5% Trimmed Mean 4.72  

Median 5.00  

Variance .233  

Std. Deviation .483  

Minimum 4  

Maximum 5  

Range 1  

Interquartile Range 1  

Skewness -1.035 .687

Kurtosis -1.224 1.334
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Tests of Normality 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

IP* .342 10 .002 .841 10 .045

WRS* .433 10 .000 .594 10 .000

a. Lilliefors Significance Correction 
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Sign test 

 
Frequencies 

 N 

4.The ultimate goal of 

managing a foreign language 

training programme is to 

develop language skills only. 

- 7.I think language training 

programmes should focus on 

the development of practical 

vocational skills as well as 

general language skills. 

Negative Differencesa 9

Positive Differencesb 0

Tiesc 1

Total 10

a. 4.The ultimate goal of managing a foreign language training 

programme is to develop language skills only. < 7.I think language 

training programmes should focus on the development of practical 

vocational skills as well as general language skills. 

b. 4.The ultimate goal of managing a foreign language training 

programme is to develop language skills only. > 7.I think language 

training programmes should focus on the development of practical 

vocational skills as well as general language skills. 

c. 4.The ultimate goal of managing a foreign language training 

programme is to develop language skills only. = 7.I think language 

training programmes should focus on the development of practical 

vocational skills as well as general language skills. 
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Frequencies 

 N 

IP* -WRS* Negative Differencesa 9

Positive Differencesb 0

Tiesc 1

Total 10

a. 4.The ultimate goal of managing a foreign 

language training programme is to develop 

language skills only. < 7.I think language training 

programmes should focus on the development of 

practical vocational skills as well as general 

language skills. 

b. 4.The ultimate goal of managing a foreign 

language training programme is to develop 

language skills only. > 7.I think language training 

programmes should focus on the development of 

practical vocational skills as well as general 

language skills. 

c. 4.The ultimate goal of managing a foreign 

language training programme is to develop 

language skills only. = 7.I think language training 

programmes should focus on the development of 

practical vocational skills as well as general 

language skills. 

 

 
 

Test Statisticsb 

 IP* - WRS*. 

Exact Sig. (2-tailed) .004a

a. Binomial distribution used. 

b. Sign Test 
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Proposition 3 

 
One-Sample Kolmogorov-Smirnov Test 

 WRS* 

N 10

Normal Parametersa,b 
Mean 4.70

Std. Deviation .483

Most Extreme Differences 

Absolute .433

Positive .267

Negative -.433

Kolmogorov-Smirnov Z 1.368

Asymp. Sig. (2-tailed) .047

Exact Sig. (2-tailed) .032

Point Probability .000

a. Test distribution is Normal. 

b. Calculated from data. 
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Proposition 4 

 
One-Sample Kolmogorov-Smirnov Test 

 20.I believe that 

a foreign 

language 

training provider 

needs to attach 

importance to 

developing 

trainee's ability 

to communicate 

in a foreign 

language 

21. I don't care 

whether cultural 

awareness will 

be incorporated 

into a foreign 

language 

training 

programme. 

N 10 10 

Normal Parametersa,b 
Mean 4.40 4.20 

Std. Deviation .516 .422 

Most Extreme Differences 

Absolute .381 .482 

Positive .381 .482 

Negative -.277 -.318 

Kolmogorov-Smirnov Z 1.204 1.525 

Asymp. Sig. (2-tailed) .110 .009 

Exact Sig. (2-tailed) .082 .012 

Point Probability .000 .000 

a. Test distribution is Normal. 

b. Calculated from data. 

 
 
 

 

 

One-Sample Statistics 

 N Mean Std. Deviation Std. Error Mean 

22 FLS* 10 2.70 .949 .300 

 



Proposition 5 

 
 

Ranks 

 N Mean Rank Sum of Ranks 

24. SML*-Fi* 

Negative Ranks 1a 2.00 2.00 

Positive Ranks 3b 2.67 8.00 

Ties 6c   

Total 10   

a. 24. SML* < 23.FI* 

b. 24. SML* > 23. FI* 

c. 24. SML* = 23. FI* 

 

Test Statisticsa 

 24. SML* - 23.FI* 

Z -1.134b 

Asymp. Sig. (2-tailed) .257 

a. Wilcoxon Signed Ranks Test 

b. Based on negative ranks. 
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Proposition 6 

 
One-Sample Statistics 

 N Mean Std. Deviation Std. Error Mean 

25 PSA* 10 4.10 .738 .233 

 
 

 
One-Sample Test 

 Test Value = 3 

t df Sig. (2-tailed) Mean 

Difference 

95% Confidence Interval 

of the Difference 

Lower Upper 

25.PSA* 4.714 9 .001 1.100 .57 1.63
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Proposition 7 
 
Using Sign Test (output for Sign Test) 

 
Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

RR*1 10 4.50 .527 4 5

RR*2 10 2.40 .966 1 4

 
 

Frequencies 

 N 

RR*2 successful learning. – 

RR*1 

Negative Differencesa 6

Positive Differencesb 1

Tiesc 3

Total 10

a. RR*2. < RR*1 

b. RR*2 > RR*1 

c. RR*2 = RR*1 

 
 

Test Statisticsb 

 RR*2 – RR*1 

Exact Sig. (2-tailed) .004a

a. Binomial distribution used. 

b. Sign Test 

 
 

Tests of Normality 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

RR*1 .329 10 .003 .655 10 .000

RR*2 .361 10 .001 .801 10 .015

a. Lilliefors Significance Correction 
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Proposition 8 
 
JA*1 and JA*2 

Descriptives 

 Statistic Std. Error

JA*1 Mean 4.00 .149

95% Confidence Interval for 

Mean 

Lower Bound 3.66  

Upper Bound 4.34  

5% Trimmed Mean 4.00  

Median 4.00  

Variance .222  

Std. Deviation .471  

Minimum 3  

Maximum 5  

Range 2  

Interquartile Range 0  

Skewness .000 .687

Kurtosis 4.500 1.334

JA*2 Mean 4.40 .163

95% Confidence Interval for 

Mean 

Lower Bound 4.03  

Upper Bound 4.77  

5% Trimmed Mean 4.39  

Median 4.00  

Variance .267  

Std. Deviation .516  

Minimum 4  

Maximum 5  

Range 1  

Interquartile Range 1  

Skewness .484 .687

Kurtosis -2.277 1.334
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Tests of Normality 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

JA*1 .400 10 .000 .658 10 .000

JA*2 .381 10 .000 .640 10 .000

a. Lilliefors Significance Correction 
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Sign Test for JA*1 and JA*2 

 
Frequencies 

 N 

JA*1 – JA*2 Negative Differencesa 10

Positive Differencesb 0

Tiesc 0

Total 10

a. JA*1 < JA*2 

b. JA*1 > JA*2 

c. JA*1 = JA*2. 

 
 

Test Statisticsb 

 JA*1 – JA*2 

Exact Sig. (2-tailed) .002a

a. Binomial distribution used. 

b. Sign Test 

 
 

 

 

 

 



 

 

 
One-Sample Test 

 

Test Value = 3                                        

t df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

25.It is important that a 

foreign language training 

programme not only helps 

participants with their foreign 

language abilities but also 

develops their abilities to 

solve problems relating to 

their works 

4.714 9 .001 1.100 .57 1.63
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One-Sample Statistics 

 N Mean Std. Deviation Std. Error Mean 

25.It is important that a 

foreign language training 

programme not only helps 

participants with their foreign 

language abilities but also 

develops their abilities to 

solve problems relating to 

their works 

10 4.10 .738 .233 

 
 

 

 

   

‐ 100 ‐ 
 



‐ 101 ‐ 
 

 
Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

25.It is important that a 

foreign language training 

programme not only helps 

participants with their foreign 

language abilities but also 

develops their abilities to 

solve problems relating to 

their works 

.254 10 .067 .833 10 .036

a. Lilliefors Significance Correction 
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Statistics output (Comparison between staff and managers)  

 
Building up an individual project     
 

 
Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

IP 142 3.8986 .45802 2.00 5.00 

S_M 143 1.0699 .25593 1.00 2.00 

 
 

Ranks 

 S_M N Mean Rank Sum of Ranks 

IP staff 132 69.72 9203.50 

manager 10 94.95 949.50 

Total 142   

 
 

 
 

Test Statisticsa 

 IP 

Mann-Whitney U 425.500 

Wilcoxon W 9203.500 

Z -1.895 

Asymp. Sig. (2-tailed) .058 

Exact Sig. (2-tailed) .059 

Exact Sig. (1-tailed) .029 

Point Probability .000 

a. Grouping Variable: S_M 
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Descriptives 

 S_M Statistic Std. Error 

IP staff Mean 3.8773 .03864

Std. Deviation .44389  

manager Mean 4.1800 .18000

Std. Deviation .56921  

  

  

 
 



Project validation and Project revaluation 
 

 
Descriptives 

 S_M Statistic Std. Error 

JAS_M staff Mean 4.0208 .04832

Std. Deviation .55520  

manager Mean 4.2000 .13333

Std. Deviation .42164  
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Ranks 

 S_M N Mean Rank Sum of Ranks 

JAS_M staff 132 70.60 9319.50

manager 10 83.35 833.50

Total 142   
 

 
 

Test Statisticsa 

 JAS_M 

Mann-Whitney U 541.500

Wilcoxon W 9319.500

Z -.967

Asymp. Sig. (2-tailed) .333

Exact Sig. (2-tailed) .339

Exact Sig. (1-tailed) .169

Point Probability .002

a. Grouping Variable: S_M 
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Problem solving ability 

Mann-Whitney U test output 

Descriptive Statistics 

  N Mean Std. Deviation Minimum Maximum 

PSA 142 4.2934 .59348 2.00 5.00 

S_M 143 1.0699 .25593 1.00 2.00 

 
Test Statisticsa 

 PSA 

Mann-Whitney U 522.500 

Wilcoxon W 9300.500 

Z -1.117 

Asymp. Sig. (2-tailed) .264 

Exact Sig. (2-tailed) .269 

Exact Sig. (1-tailed) .135 

Point Probability .001 

a. Grouping Variable: S_M 

 
 

 
Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

PAS 142 4.3075 .59823 2.00 5.00 

S_M 143 1.0699 .25593 1.00 2.00 

 
 

Ranks 

 S_M N Mean Rank Sum of Ranks 

PAS staff 132 69.22 9137.50 

manager 10 101.55 1015.50 

Total 142   
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Test Statisticsa 

 PAS 

Mann-Whitney U 359.500 

Wilcoxon W 9137.500 

Z -2.441 

Asymp. Sig. (2-tailed) .015 

Exact Sig. (2-tailed) .013 

Exact Sig. (1-tailed) .007 

Point Probability .000 

a. Grouping Variable: S_M 

 
 

Case Processing Summary 

 

S_M 

Cases 

 Valid Missing Total 

 N Percent N Percent N Percent 

PAS staff 132 99.2% 1 .8% 133 100.0% 

manager 10 100.0% 0 .0% 10 100.0% 
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Descriptives 

 S_M Statistic Std. Error 

PAS staff Mean 4.2778 .05197

95% Confidence Interval for 

Mean 

Lower Bound 4.1750  

Upper Bound 4.3806  

5% Trimmed Mean 4.3154  

Median 4.3333  

Variance .357  

Std. Deviation .59709  

Minimum 2.00  

Maximum 5.00  

Range 3.00  

Interquartile Range .67  

Skewness -.894 .211

Kurtosis .699 .419

manager Mean 4.7000 .15275

95% Confidence Interval for 

Mean 

Lower Bound 4.3544  

Upper Bound 5.0456  

5% Trimmed Mean 4.7222  

Median 5.0000  

Variance .233  

Std. Deviation .48305  

Minimum 4.00  

Maximum 5.00  

Range 1.00  

Interquartile Range 1.00  

Skewness -1.035 .687

Kurtosis -1.224 1.334

 
 

 

 



 
Tests of Normality 

 

S_M 

Kolmogorov-Smirnova Shapiro-Wilk 

 Statistic df Sig. Statistic df Sig. 

PAS staff .190 132 .000 .904 132 .000

manager .433 10 .000 .594 10 .000

a. Lilliefors Significance Correction 
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Regular report (output of comparison) 
 
Median test 
 

Test Statisticsa 

  RR 

Mann-Whitney U 397.500

Wilcoxon W 452.500

Z -2.178

Asymp. Sig. (2-tailed) .029

Exact Sig. (2-tailed) .028

Exact Sig. (1-tailed) .016

Point Probability .001

a. Grouping Variable: S_M 
 

Ranks 
  S_M N Mean Rank Sum of Ranks 

RR staff 131 72.97 9558.50

manager 10 45.25 452.50

Total 141    

 
 
 
 

Descriptive Statistics 

 N Mean Std. Deviation Minimum Maximum 

RRS_M 141 3.5816 .66715 1.50 5.00 

S_M 143 1.0699 .25593 1.00 2.00 

 
 
 
 
 
  



 
Frequencies 

 
S_M 

staff manager 

RRS_M > Median 9 4 

<= Median 122 6 

 
 

Test Statisticsa 

 RRS_M 

N 141 

Median 4.0000 

Chi-Square 12.184 

df 1 

Asymp. Sig. .000 

Yates' Continuity Correction Chi-Square 8.547 

df 1 

Asymp. Sig. .003 

a. Grouping Variable: S_M 
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Language communicative ability and cultural awareness 

 
Ranks 

 S_M N Mean Rank Sum of Ranks 

9. It is more important for me 

to develop the ability to 

communicate in a foreign 

language than to learn 

knowledge of the language. 

staff 133 70.28 9347.00 

manager 10 94.90 949.00 

Total 143
  

11.It is essential to develop 

cultural awareness as part of 

a foreign language training 

programme, so it is better to 

undertake this kind of 

training abroad. 

staff 132 69.89 9225.00 

manager 10 92.80 928.00 

Total 142

  

 
 

Test Statisticsa 

 

9. It is more 

important for me 

to develop the 

ability to 

communicate in 

a foreign 

language than to 

learn knowledge 

of the language.

11.It is essential to develop 

cultural awareness as part of 

a foreign language training 

programme, so it is better to 

undertake this kind of training 

abroad. 

Mann-Whitney U 436.000 447.000

Wilcoxon W 9347.000 9225.000

Z -1.934 -1.784

Asymp. Sig. (2-tailed) .053 .074

Exact Sig. (2-tailed) .057 .086

Exact Sig. (1-tailed) .030 .046

Point Probability .007 .016

a. Grouping Variable: S_M 

 



FI and SML 

 
Ranks 

 S_M N Mean Rank Sum of Ranks 

FI staff 132 70.89 9358.00 

manager 10 79.50 795.00 

Total 142   
17.I am also using self-

managed learning to build up 

self-awarenss of learning 

foreign language and skills 

development. 

staff 132 69.77 9209.50 

manager 10 94.35 943.50 

Total 142
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Test Statisticsa 

 

FI 

17.I am also using self-managed 

learning to build up self-awarenss of 

learning foreign language and skills 

development. 

Mann-Whitney U 580.000 431.500 

Wilcoxon W 9358.000 9209.500 

Z -.654 -2.046 

Asymp. Sig. (2-tailed) .513 .041 

Exact Sig. (2-tailed) .520 .037 

Exact Sig. (1-tailed) .259 .017 

Point Probability .001 .005 

a. Grouping Variable: S_M 

 
 

 



Decision making 

 
Descriptives 

 Statistic Std. Error

DM Mean 3.70 .213

95% Confidence Interval for 

Mean 

Lower Bound 3.22  

Upper Bound 4.18  

Median 4.00  

Variance .456  

Std. Deviation .675  

Skewness -2.277 .687

Kurtosis 4.765 1.334
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One-Sample Kolmogorov-Smirnov Test 

 DM 

N 10

Normal Parametersa,,b Mean 3.70

Std. Deviation .675

Most Extreme Differences Absolute .472

Positive .328

Negative -.472

Kolmogorov-Smirnov Z 1.491

Asymp. Sig. (2-tailed) .023

Exact Sig. (2-tailed) .015

Point Probability .000

a. Test distribution is Normal. 

b. Calculated from data. 
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Appendix G NVivo 9 Summary Report 

 

1. Node Summary (sample) 

2. Coding Summary Report (sample) 

  



1. Node Summary Report (Sample)  

Node S eport ummary R

Interviews 

10/10/2011 10:09:30

Source Type 
 

Number of 
Sources 

Number of Coding 
References 

Number of 
Words Coded 

Number of 
Paragraphs Coded 

 

Duration CodedProportion 
Coded 

               

Node 
Nodes\\Free Nodes\\confusion of concept 

N—  Category:  — 
 

Aggregated: 
Document 

 

1  4  129  4 
 

0  0 
               

Nodes\\Free Nodes\\don't know how 

N
i
—  Category:  — 

 

Aggregated: 
NDocument 

 

1  2  65  2 
 

0  0 
               

Nodes\\Free Nodes\\to be supervised 

N
i
—  Category:  — 

 

Aggregated: 
NDocument 

 

1  3  108  3 
 

0  0 
               

               

‐ 118 ‐ 
 



2. Coding summary report (Sample) 
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