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Abstract 
Vietnam remains an exciting investment destination. Long term success in this East Asian country, however, 
requires effective management of resources including employees. This paper examines the literature and 
interviews with local employees in Ho Chi Minh City, Vietnam to identify cross-cultural communication and 
leadership issues at the international workplaces.     
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1. Introduction 
1.1 Background to the Study  

The Economist recently declared Vietnam as Asia’s next tiger economy. The reasons expressed include rapid 
economic growth, burgeoning foreign direct investments and a young and educated populace. From 1995 to 2011, 
Vietnam’s economic growth averaged more than 7% per annum helping the country achieve middle income 
status in a short space of time (World Bank 2013). 

Spurring its economic growth is the influx of foreign direct investments or FDI to the country. In 2000, FDI to 
Vietnam totalled less than USD 1.3 billion. By 2015, notwithstanding the volatility in the global economic and 
financial markets, FDI to Vietnam hit a peak of USD 11.8 billion (World Bank Group, n.d.). Samsung led a shift 
into technology investments in Vietnam in 2014 with more than a billion dollars disbursed to set up a 
smartphone phone factory in the capital city of Hanoi. 

Adding to Vietnam’s attraction is its young, hardworking and educated populace. The median age of Vietnam’s 
population is a youthful 30.7 years old. In comparison China’s median age is more than 36 years old. Further, 
Vietnam’s adult literacy rate of 94% is comparable to China’s 95% (World Bank Group, n.d.) Just as importantly, 
the quality of education in Vietnam is fast improving.  

Vietnam surprised everyone in 2015, when its students came out 12 in the global rankings for PISA or 
Programme for International Student Assessments. Contrary to expectations, Vietnam’s students did better in 
reading, maths and science than many developed countries such as Australia, Britain and the United States 
(Schleicher 2015). 

1.2 Significance of the Study 

Following closely behind the growth in economy and investments are the influx of foreign companies to 
Vietnam. These companies not only brought in much needed foreign capital and technical knowhow but also 
skilled foreign managers. Facing a shortage of trained and qualified personnel in the domestic front, many of 
these companies turn to expatriate managers to fill the gap. 

The introduction of the expatriate managers has helped allay the labour deficit issue to some extent but they do 
raise other pertinent issues, namely the management of the local workforce. Invariably, the foreign companies 
long term success in Vietnam depend on their ability to manage the local employees effectively. Questions, 
however, have been raised on the foreign managers’ ability to do so. Several researchers have noted the local 
employee's inability to communicate and interact with their foreign managers as a key issue (Scott & Banon 
2008, Trung & Swierczek, 2009).  

1.3 Objective of the Study 

The objective of this study is to explore the local employees experiences working with their foreign managers at 
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the international workplaces in HCMC. Issues raised are explored from the perspective of communication, 
culture and leadership. Exploring the issues raised from the three disciplines are important as they are intricately 
linked. Additionally, incorporating the 3 disciplines will provide this study a more comprehensive and holistic 
picture of what is going on at the workplace. Previous studies on the subject matter have mainly focused on the 
managers’ perspectives. In comparison, the employees’ insights are relatively under researched. This study aims 
to address this deficit. The plan of this paper is as follows.  

This paper begins by reviewing the literature on communication, leadership and culture. Next, the sample 
employees interviewed and the qualitative methodology used will be explained. The results of the study are 
meticulously shown in the following section. Finally, the results and the actions that the foreign managers and 
local employees can take to improve communication and leadership at work are discussed. 

2. Literature Review 

2.1 Leadership and Communication 

Communication and leadership are closely linked. The many theories developed on leadership in the recent past 
only reflect the intricate link between the two disciplines. Leadership have been studied at length by various 
academics and researchers. One of the earliest theories on leadership is trait theory. The trait theory postulates 
that good leaders have traits that distinguished them from other leaders. Subsequent studies on leadership traits, 
however, failed to conclusively ascertain this traits set.  

This led to the development of the behavioural leadership theories, that is, effective leaders have very distinct 
behavioural patterns. The theory attracted many followers as it was rather intuitive. Nonetheless, like traits 
theory, subsequent studies failed to ascertain behaviours which are most effective for leaders. This led to the rise 
of leadership contingency theories.  

Fiedler was one of the first few researchers who promulgated contingent leadership in the early 1950s. He 
observe that leaders can be task or relationship focused. Whilst the task-oriented leader centers focuses on task 
completion by articulating clear goals and expectations, the relationship-oriented leader focuses on close 
relations by regular communication and close support.  

Just as important, Fiedler notes that leadership effectiveness depends very much on context. Reinforcing 
Fiedler’s argument, several studies suggest that employee performance do increase when the leader focuses on 
task (Bass & Bass 2009). The idea is the employees would naturally work harder and faster when their managers’ 
constantly press them on deadlines.  

At the same time, other studies point to increased employee satisfaction when the leader focuses on good 
relations (Bass & Bass 2009). The idea is employees would be more satisfied with managers who cares and 
supports them at work. As a result, there have been increasing calls for managers to combine the two styles at the 
workplace.   

Tannenbaum and Schmidt followed up on Fiedler’s study. They observe that leaderss can also be directive or 
participative. Like the task-oriented leader, the directive leader focuses on task. Nonetheless, the directive leader, 
focuses on directing the supervising the employee to ensure task completion (Lussier & Achua 2009). And like 
the relationship-oriented leader, the participative leader focuses on good relations.  

The participative leader however emphasises on employee contribution and involvement to boost good relations. 
Similar to Fiedler, they assert that leadership effectiveness depends on the situation including managers and 
subordinates. Various studies indicate that directive leadership is more appropriate when employees are unskilled 
or when when the task is complex. Participative leadership, on the other hand, is more appropriate when the task 
is organized or when the employee is competent (Yukl 2013). 

Based on the works of Fiedler, Tannenbaum and Schmidt, House (1971) formulated the popular path goal theory 
of leadership. According to the theory, there are four leadership styles that managers tend to take on including 
supportive, directive, participative and achievement oriented. Like Fiedler, House agreed that the best leadership 
styles remains contextual. Nonetheless, he disagreed on its application. Whilst Fiedler proposes changing the 
situation to suit the leadership style, House emphasises changing leadership styles to match the situation. This of 
course places more pressure on managers to adapt. 

2.2 Leadership and Culture 

Leadership and culture is similarly linked. Culture naturally influences leadership styles. Different cultures 
would have different ideas on what makes a good leader. Numerous studies have been made that demonstrated 
the influence of culture on leadership. Culture refers to the set values and norms of a people group (Triandis 
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1995). Hofstede (1980) surveyed IBM employees from all over the world and identified four value dimensions 
that differentiated cultures including individualism, uncertainty avoidance, power distance and masculinity.  

Generally, individualism refers to the importance the cultural group places on the individual as opposed to the 
group (Hofstede 1980, 2001).Various studies including the GLOBE project indicate that individualism and its 
opposite number, collectivism has a considerable influence on leadership styles. Researchers from the GLOBE 
project, a comprehensive study on the preferred leadership styles of countries around the world, found that 
individualistic cultures favoured leaders who were different, independent and self-governing. Collectivistic 
cultures on the other hand preferred leaders who were more team oriented (Den Hartog et al. 1999).  

Uncertainty avoidance, in turn, relates to the cultural groups’ tolerance to uncertainty and ambiguity (Hofstede 
1980, 2001). The GLOBE project found high uncertainty avoidance cultures favored leaders who were careful, 
formal and organized more than in low uncertainty avoidance cultures (Den Hartog et al. 1999). This reinforces 
an earlier study made by Offermann and Hellmann (1997) that found managers from high uncertainty avoidance 
countries, tend to be more controlling and less delegating. 

Power distance, on the other hand, generally refers to the distribution of power in a cultural group (Hofstede 
1980, 2001). High power distance cultures are more likely to tolerate differential power and inequality than low 
power distance cultures. Various studies indicate that power distance have a strong impact on leadership styles. 
Dorfman et al. (1997), for instance, made a study on the preferred leadership styles in 5 countries. Whilst they 
found that the employees surveyed were all in favour of the supportive leadership styles, they were more careful 
of the alternatives.  

Employees from high power distance cultures such as Taiwan and Mexico were more satisfied with the directive 
leadership style. In contrast, employees from low power distance cultures such as the US preferred the 
participative leadership style. Dorfman et al. (1997) findings ties in with other research studies done on East 
Asian leadership. Whilst leadership has been studied at length in the West, comparatively very little has been 
written about what leadership is like in other cultures such as Confucian East Asia.   

The few studies made however do indicate that the paternalistic leadership style remains relevant (Aycan 2004, 
Pellegrini & Scandura 2008). Paternalism comes from the age old East Asian Confucian heritage (Samovar, 
Porter & McDaniel 2009). Close relations and hierarchy remain central to the leadership style. Like the paternal 
fathers, superiors in a company are obliged to supervise and provide for their subordinates. In return, 
subordinates like dutiful sons, are obliged to defer to their superiors and remain loyal (Aycan 2004).   

Aycan (2004) and Dickson et al. (2003) opines that paternal leadership is actually a mix of the directive and 
supportive leader. Sinha (1990) opines that this particular combination of leadership styles reflects the traditional 
perception of the leader as a head, namely nurturing on the one hand and authoritative on the other.    

3. Method 

The qualitative research method was employed in this study to explore the employees’ experiences working with 
their foreign managers at the international workplaces. Sample employee participants were selected from 7 
organizations in HCMC that have its headquarters in the United States, England or Australia.   

The participants included more than 20 male and female employees with experiences working in foreign 
companies. Most of the employees were young and in their mid 20’s. The employees were recommended to the 
study by trade groups and business associates. The recommendations were particularly helpful as it help bridged 
the distance between the researcher and study participants.  

The employee participants were asked on the concerns they have working and communicating with their 
managers. They were also asked on how and why they were a concern. Demographic details of the sample 
participants are outlined in table 1 of the appendix. To ensure privacy, all the names of the participants were 
replaced with numbers. Field interviews were conducted from 2011 to 2013. 

All the interviews were carefully conducted by the author personally. The interviews were also tape recorded. 
Additionally notes were taken rigorously to help the researcher better analyse the data later. More than half of the 
recorded interviews were transcribed by the researcher personally. An assistant researcher helped with the rest. 
The researcher, however, checked on all the transcripts for accuracy.  

Once transcribed, the interviews were quickly analysed using the grounded theory, constant comparative method 
advanced by Strauss and Corbin (1990). The researcher methodically read each sentence and paragraph in the 
transcripts to identify emerging categories or themes. The themes uncovered were subsequently colour coded for 
referencing.   
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Finally, the researcher persuaded a colleague to read and analyse several of the interview transcripts. To ensure 
accuracy and reliability, any differences in findings were carefully investigated. The themes are described in the 
next few sections. 

4. Results 

4.1 Close Relations 

One concern that the employees had was close relations. Discussions with the employees point to the importance 
of close manager-employee relations. One employee noted, 

‘you know in other countries, they try to keep  work and relationships separate. Like I’m your manager so I’m 
not really your friend. But you know in Vietnam, it’s a little bit different, it always requires relationships.’ 

Close ties are important to the employees as it encourages work communication. Several of the employees noted 
that they would be more likely to contribute ideas and share work issues if there were close relations with their 
managers. Younger employees, in turn, pointed out that they would be more inclined to ask their managers for 
feedback or help when there are close ties.  

What is heartening, however, is close relations are not difficult to achieve. Some of the employees suggested the 
occasional casual meeting after work for dinner or drinks. They noted that these meetings can be very important 
because it not only facilitates close rapport between manager and employee, but it also provides a forum for 
them to discuss work issues in an informal manner. One employee explained it this way, 

‘like the Western people don’t like to share work at dinner, right? But the Vietnamese people when we have the 
issues of work, we bring it to dinner and we share with others.’  

4.2 Support 

The other concern that the employees had was support. Support or rather the lack of support was regularly 
mentioned. The employees noted that the foreign managers liked them to be able to work alone or work 
independently.  

Several of the employees were all for work independence as they liked the idea of being able to think about how 
to do their job better. One employee described it this way,  

'I like him (manager) because I have the right to do what I want, to manage my own work. If I need his help, he 
will jump in to help.’ 

One employee relished the opportunity to make mistakes and learn on the job that work independence affords. 
Another employee appreciated the trust and responsibility that comes with work independence.  

Other employees, however, were less amenable to work independence. The feeling is their managers should 
provide more support. A number of the employees griped about their managers being very proficient at giving 
vague directions but less conversant when it comes to providing help.  

Several of the employees grumbled that their managers focused too much on tasks and deadlines and too little on 
the people performing the tasks. One employee put it this way, ‘my manager is very good at pressuring you, like 
telling you what you have to do … but about help and support, not so much.’  

Younger employees, especially, preferred their managers to be more hands on. They wanted their managers to 
know what is going on and provide them detailed instructions when needed. Older employees, in turn, wanted 
more guidance when making important decisions.   

4.3 Listening 

The employees were similarly concerned with their managers’ ability to listen. The employees, in particular, 
wanted their managers to listen to their work concerns or work problems.  

In the interviews, the employees related many problems at work including uncertainty over work requirements, 
demanding pace of work and the complexity of reporting to multiple supervisors. And they wanted their 
managers to support them better by attending to their work concerns. 

From the employees’ perspective, however, the managers were not up to the tasks. Several employees observed 
that their managers’ would only give out short instructions. What is worse, little opportunity were given to 
employees to ask questions or to clarify matters.  

Other employees noted that their managers would often dismiss their problems and concerns as trivial. Trivial or 
not, listening to the employees’ concerns remains pertinent. One employee’s comment aptly described the 
prevailing sentiment,  
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‘when giving out difficult tasks to employees, the managers must make sure staffs understand all the 
requirements. The managers should also care enough to listen carefully what problems they have.’  

Likewise, the employees wanted the managers to listen to their opinions. Several employees griped that their 
managers would often dismiss their opinions as irrelevant. A couple of the employees remarked that when they 
voice different opinions, their managers would get all upset and scowl them. One employee added that her 
manager would politely listen to her ideas but would never follow them through. 

Nonetheless, listening to opinions is most important. Employees would naturally feel appreciated when they are 
listened to. And when the employees feel appreciated, they would in turn be encouraged to engage and commit 
themselves at work. One employee explained it this way, 

‘the Vietnamese people they like to have their own opinion. And if they can have their opinion, they want to do 
more.’ 

4.4 Respect 

Respect or the lack of it was the other concern that emerged from the interviews. Several of the employees were 
frustrated that their managers were always asking if they were able to do the job. They acknowledged that their 
managers may mean well, nonetheless, they were offended that their managers do not trust them.  

A couple of the employees were dismayed by their managers’ inclination to scowl and shout at them when they 
made a mistake or when they failed to meet a deadline. They remarked that the constant yelling was not only 
disrespectful but it also undermines their feelings of self-worth. 

One employee was upset, because her manager adopted a ‘superior than thou’ attitude. Another employee felt 
slighted because her manager did not pay paying attention to her suggestions. A remark made by one employee 
sums up their sentiments about respect,  

‘some managers thinks they know everything about how to do. They do not give the Vietnamese people’s opinions 
respect because they have local business understanding … they don’t value the Vietnamese people opinions.’ 

Respect is most important as it affects work communication. The employees are more likely to talk when they 
are shown appropriate respect. Conversely they are more likely to remain silent if they are offended. Respect is 
also important because it is reciprocal. One employee described it this way,  

‘if you respect them (the employees), they will respect to you.  I think everyone has to do this, if they don’t do 
this they will receive bad behaviour.’    

5. Discussions  

The central theme coming from interviews with the employees is that of close relations and support. The 
employees emphasis on close ties, in particular, are typified in the following statement,  

‘I don’t know about the other countries but the foreign managers should understand that in Vietnam relationships 
go a long way.’  

The employees focus on close relations and support ties in with the literature about paternalistic leadership in 
collective East Asia. Aycan (2004) talks about how leaders in collectivistic cultures emphasise close relations. 
The manager is not only seen as a superior but also a close friend or a close relation to the employees. To remain 
successful managers must manage the employees’ expectations for both. 

As a close friend or relation, managers must also provide comprehensive support to employees. Dickson et al. 
(2003) note that in collectivist cultures such as Vietnam there is an expectation for close support. Aycan (2004) 
observes that this expectation for support can be quite extensive, from providing professional and personal 
guidance to giving financial and material help. 

Yum (1988) notes that relationships in Confucian East Asian cultures including the manager-employee 
relationships, are not only close but also obligatory. That is, both managers and employees have roles or duties 
that they are obliged to attend to. The role of the employees is to work hard and remain loyal to their managers, 
whilst the duty of the managers is to closely support their employees.         

Pellegrini and Scandura (2008) note that for goodwill and harmony to remain at the workplace, both managers 
and employees must adhere to their assigned roles. When one party neglect their duties, however, disaffection 
and discouragement may ensue. This idea remains applicable in Vietnam. One employee put it this way,  

‘the Vietnamese people, like if you listen and build good relationship with them, they’re going to be very 
supportive to you. But if they don’t know you, they will like, ‘ok, I just do my job but I will not try to help you 
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more’ 

For the employees, support includes listening. The interviews revealed the importance of listening to the 
employees concerns at work. Various studies observe that employees would be more satisfied if their managers 
showed interest in them (Dickson et al. 2003). And listening to the employees concerns and attending to them 
would go a considerable way to demonstrate the managers’ interest. 

The employees also wanted support in terms of listening to their ideas and suggestions. In Vietnam, listening to 
opinions takes on particular importance as it is equated with respect. Borton (2000) notes that in Vietnamese 
culture, respect is imperative and not being shown proper respect is akin to having a fate worse than death. When 
respect is shown to the Vietnamese employees, they will undoubtedly respond in kind and more. Unfortunately 
the same is true for offenses. 

This study highlights listening to better support employees. Listening has been rather overlooked as a managerial 
trait. Recent studies, however, do refer to the managers’ disinclination to listen to their employees. Further, this 
disinclination tends to increase when the manager holds more power at work.  

Nonetheless, Tost (2012) opines that managers will listen when they think that it is in their best interest to do so 
or when they think that the employees have something to say. The results of these studies have tremendous 
implications in collective East Asia where managers hold sway.  

Together with listening, this study highlights the relevance of paternalistic leadership in Vietnam. It reinforces 
similar study findings that paternalism can be an effective leadership approach in collective East Asia. Tsui et al. 
(1997), in particular, observe that the paternalistic approach to leadership, if provided the opportunity, can often 
produce the most productive, loyal, and committed employees. 

Unfortunately paternalism has been seen in rather bad light by Westerners (Aycan 2004). One reason is the belief 
that paternalism encourages favouritism and nepotism. That is, managers may favour selected employees 
because of close relations, relegating the principle of merit. The other reason is paternalism may encourage 
dependent relationship between managers and employees. This, however, compromises the Western idea that 
employees should always be given power to make decisions and to work alone to motivate them. 

Nevertheless, the right level of supervision and direction ultimately depends on the maturity and experience of 
the employees. The contingency theory of leadership which focuses on different leadership approaches for 
different people applies here. Closer supervision and support may be needed for newer recruits. On the other 
hand autonomy and discretion should be given to the more experienced employees.  

Recent studies show the local employees’ increasing openness and expectations for work autonomy and 
participation (Vo & Hannif 2013). Several of the employees expressed the same sentiment. One employee 
remarked, ‘what you want is you want the foreign manager to be more open with you, to discuss things with you 
and to communicate with you ... especially with regards to job, you don’t want them just telling you what to do.’ 

In short adopting the right leadership style remains most important. One employee remarked that the foreign 
manager will know if he or she is successful in management, from their employees’ behaviour. If employees, 
‘show their friendliness, if they show they are comfortable working with you, it means you are a successful 
manager. But if they stay far away from you or don’t want to tell you things, it means you should look at your 
managing performance.’ 

6. Recommendation for Managers 

The hands off, delegate and forget style of management may not work in Vietnam. Employees here may feel 
abandoned with the practise. Employees in Vietnam may prefer more direction and support.  

A paternalistic leadership style or a variation of it maybe the better approach. To better gain employee support 
and engagement managers need to build close relations, provide adequate support and show proper respect.     

6.1 Build Close Relationships 

The employees in Vietnam do think and behave a little differently. They are just as motivated with close relations 
as with work achievements or material success. Close relations can be encouraged by showing interest in the 
employees. Managers, in turn, can show interest by going out and asking employees how they are doing.    

Close relations can also be facilitated by the managers being approachable. Managers can be approachable by 
embracing the open door policy. That is, managers should always be accessible so employees can give feedback 
or ask questions. Managers can also be approachable by going out with their employees for the occasional dinner 
and drinks after work. Any inclination on the managers’ part to keep to themselves and only step out of the office 
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to issue instructions are unlikely to gain approval from their employees. 

6.2 Provide Adequate Support 
Support is about helping the employees to do their jobs. The employees were often at a lost on what was 
expected of them. The managers, in turn offered little help. They often assumed, incorrectly, that the employees 
knew what to do. To support the employees’ better, managers should clearly articulate what they want from them, 
right from the start. 

For example, what do they want from the employees? What and how do they want the employees to do a job? 
What if the employees are not sure? What if there are issues or problems? Can employees ask questions? What 
questions can be asked? Can they provide suggestions? When and how can they provide suggestions?  

Supporting the employees should also include listening to the employees’ concerns. Listening to the employees, 
what did they say and just as important what they did not say is most important. New employees, especially,  
may not be ready to share their work difficulties or work issues due to their fears for job security. To ensure 
employee engagement, managers should follow up listening with a firm plan of action to help them. 

6.3 Show Respect 

To show respect managers should avoid instructions all the time. The employees indicated that they preferred 
‘sharing’ over ‘lecturing’ and ‘showing’ over ‘telling’ when giving work directions. Telling and lecturing will 
not only isolate the manager from their employees but it may also cause the employees to feel disrespect.  

Employees may feel disrespect because lecturing and telling can make them feel inadequate or incompetent. As 
such, managers should turn to the more agreeable form of communication of sharing and showing. Likewise, the 
managers should listen to the employees’ opinions and suggestions. Listening indicates to the employees that 
their suggestions are valuable and appreciated. This affords employees the feelings of respect and prestige.  

Nonetheless, it is not enough to just listen. True listening requires the managers to follow up on employees’ 
suggestions. The employees revealed that they are always looking at how receptive the managers are to feedback 
and suggestions. If their managers remained closed and unresponsive, however, the employees may decide to 
alienate and disengage themselves from work. 

7. Recommendation for Employees 

By most accounts managers are hired to finish a job. As such, managers may be less motivated by good relations 
than with goal achievement. To succeed at work employees may have to better adapt to the demands of the 
modern workplace and be cognizant of the organizational culture in place.  

7.1 Adapt to the New Demands 

Greater demands are being placed on employees today. Managers often expect their employees to be able to 
work on their own and be resourceful. Employees are also often expected to take initiatives to achieve planned 
goals.  

Nonetheless, if employees are not up to the tasks, they should inform their managers. Like their managers, the 
employees should clearly articulate what they want right at the start. What do they want the managers to do? 
How much and what kind of support do they need? Generally the employees should ask if they desired more 
help and support. Keeping quiet will only lead to costly mistakes and misunderstanding. 

7.2 Be aware of organisational culture 
Employees should also be aware of the organisational culture in place. They are the norms or rules, written or 
otherwise, of an organisation. Each organisation would have its own rules on how to behave at work. One of the 
key functions of the manager is to encourage the employees to subscribe to the rules. 

Organisations today often require employees to work independently and to be participative. That is employees 
are not only expected to be able to work alone with little supervision, they are also expected to assist 
management in making decisions and problem solving. In turn, employees who actively contribute will be seen 
as committed and engaged, whilst employees who neglect to do so will be seen as indifferent or worse.  

To ensure success at the workplace, employees should embrace these rules. Rather than fighting them, 
employees should consider how best to work with the rules. One manager warned about organizational culture as 
a natural selection process. That is, if employees do not or cannot fit in with their organization’s culture, they 
will leave the company, willingly or not. 
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8. Conclusion 

This paper emphasises the need for foreign managers in East Asia like Vietnam to work more closely with local 
employees. Close supportive relations including mindful listening will only spur the employees to strive harder 
to achieve goals set. Understanding the importance of close supportive relations will not only improve good 
relations with local employees but also ensure long terms organizational success here. One employee notes the 
importance of understanding the local beliefs and customs, 

‘Because they are doing business in Vietnam they have to understand Vietnam and its people.  And because I 
am working with foreigner people I have to understand them as well. So we have to meet in the middle in order 
to be successful  

This research study suggests a number of directions for further research. This study notes the managers’ apparent 
disinclination to listen to their employees. Several studies have been made in the United States and they suggest 
a negative relationship between power distance and listening. That is, the more power the managers wield, the 
more unlikely they are to listen to their employees. More studies, however, should be made in the Asian context. 
The studies should examine if the high power distance culture in Asia have a similar effect on the managers 
listening ability in the region.  

Finally studies should also be made on the efficacy of paternalism in Confucian East Asia. Previous studies note 
the relevance of paternalism in the region. More updated studies need to be made in light of the rapid changes 
occurring at the workplace due to new technology. Studies need to be made and hard questions need to be asked 
as to how the close and supportive manager can be more relevant in an age where new technologies require 
workers to be able to work independently and be resourceful.  
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Appendix 1. Managers demographic  
Code Organisation type Years in Vietnam Gender Age Range Nationality 

LE1 Banking  3 F 21 – 30   Vietnamese   

LE2 Banking  3 F 21 – 30  Vietnamese 

LE3 Accounting  2 F 21 – 30   Vietnamese 

LE4 Consulting  7 F 31 – 40 Vietnamese 

LE5 Advertising 3 F 21 – 30  Vietnamese 

LE6 Accounting 3 F 21 – 30     Vietnamese 

LE7 Advertising 2 F 21 – 30  Vietnamese 

LE8  Accounting 2 F 21 – 30 Vietnamese 

LE9 Consulting 2 M 21 – 30  Vietnamese 

LE10  Accounting 3 M 21 – 30  Vietnamese 

LE11 Banking 3 M 21 – 30  Vietnamese 

LE12 Consulting 5 F 31 – 40  Vietnamese 

LE13  Consulting 2 M 21 – 30  Vietnamese 

LE14 Accounting 2 M 21 – 30  Vietnamese 

LE15 Banking  3 F 21 – 30 Vietnamese 

LE16 Accounting 3 F 31 – 40 Vietnamese 

LE17  Banking 4 M 21 – 30  Vietnamese 

LE18 Banking 4 M 21 – 30  Vietnamese 

LE19 Accounting 2 F 21 – 30  Vietnamese 
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