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Abstract 
This study explores how cultural variables affect nego5a5on processes in the insurance 

sector in France and China, emphasizing the importance of cultural understanding and 

adapta5on (Schneider and Barsoux, 2003). The literature review iden5fies gaps in 

understanding companies' responses to cultural differences, focusing on intercultural 

nego5a5on complexi5es within the insurance context. Through analyzing cultural 

dimensions proposed by scholars like Hofstede, Hall, and Trompenaars, the study iden5fies 

key cultural characteris5cs among French and Chinese nego5ators. 

Qualita5ve research, using semi-structured interviews, was chosen to comprehensively 

explore relevant areas. Ten par5cipants, evenly split between Chinese and French 

nego5ators, formed the sample. 

Empirical findings highlight the significance of understanding counterpart profiles, effec5ve 

cultural diversity management, and intercultural skills u5liza5on in interna5onal 

nego5a5ons. These factors posi5vely influence nego5a5on success in diverse cultural 

contexts. The research offers insights into managing cultural diversity in interna5onal 

markets, enhancing understanding of cultural variables' impact on nego5a5on processes, 

par5cularly for French and Chinese nego5ators. 
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Chapter 1: Introduction 
The aim of the research is to inves5gate the influence of cultural variables on the 

nego5a5on processes between two insurance companies with dis5nct cultural backgrounds. 

Indeed, since the 1980s, the growing impact of globaliza5on on the social and economic 

environment (Chevrier, 2003a; Barmeyer et al., 2009) has forced companies to engage 

interna5onally, making cross-cultural interac5ons a daily norm. As companies strive to 

interna5onalize, par5cularly in the compe55ve landscape of the banking sector (Cox and 

Blake, 1991), it becomes impera5ve to adapt business prac5ces due to interac5ons between 

individuals from different geographical, social and poli5cal contexts (ScoKo, Loth and Tiffon, 

2014). Despite this interna5onal push, companies ocen struggle to understand the obstacles 

to interna5onal development. Cultural diversity poses challenges in interna5onal exchanges, 

due to collabora5ons between individuals with dis5nct cultural backgrounds (Rahman, 

Uddin and Lodorfos, 2017).  

Indeed, in an increasingly cosmopolitan world, interac5ons between cultures are 

mul5plying, becoming an essen5al part of the daily life of companies on a global scale (Loth, 

2009). This evolu5on, coupled with the increasing interna5onaliza5on of companies, forces 

them and nego5ators to adapt their strategies to remain compe55ve (Iribarne, 2020). This 

adapta5on ocen results in increased collabora5on with individuals from diverse cultures, 

whether customers, employees, suppliers or partners, including through interna5onal 

nego5a5ons. However, this expansion presents a major challenge for businesses, faced with 

a lack of knowledge about poten5al barriers to their interna5onal development, including 

cultural barriers (Rahman, Uddin, & Lodorfos, 2017). Cultural diversity management, or 

intercultural management, then emerges as a solu5on to address these challenges, allowing 

companies to minimize the risks associated with cultural diversity through appropriate 

policies and prac5ces (Schneider and Barsoux 2003; Chevrier 2003a) 

Through this approach, according to Schneider and Barsoux (2003), organisa5ons are able to 

an5cipate the behaviours and needs of individuals from other cultures, thereby encouraging 

sharing and collabora5on. The aim is to exploit cultural diversity judiciously in order to gain 

compe55ve advantages, a concept referred to as 'intelligent management of cultural 
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diversity' by Higgs (1996). This form of adapta5on is concerned with the way in which 

cultural differences are organised and their impact. In addi5on, it enables companies to 

reduce the poten5al nega5ve consequences of these rela5onships and to make the most of 

the resources offered by each culture (Chevrier, 2003a), thereby promo5ng the 

development of a compe55ve advantage on both na5onal and interna5onal markets. 

There is considerable research on the impact of cultural variables from the point of view of 

Chinese and French nego5ators. However, none of these studies confront the differences 

and similari5es of these two cultures in the specific context of insurance. Although the 

works of Hofstede and Trompenaars provide significant perspec5ves on each of these 

cultures, they do not place them in direct confronta5on. Thus, the objec5ve of this research 

is to establish a comparison in order to help managers beKer understand the specifici5es of 

each culture in this field. 

This report aims to provide a projec5on of cri5cal dimensions in a specific context by 

iden5fying the impact of cultural variables on the nego5a5on process in the context of 

companies engaged in interna5onal ac5vi5es, as well as the responses of these companies 

to the cultural differences encountered. This analysis will help to understand the importance 

for nego5ators to develop specific intercultural management skills for successful 

interna5onal collabora5ons.  

Then the aim of this disserta5on is to understand how nego5ators involved in interna5onal 

ac5vi5es react to the cultural differences they encounter. How do they manage these 

differences? Do they take cultural diversity into account? Do they adapt their business 

prac8ces? If so, what strategies are favored and why? 

This research project aims to contribute to a beKer understanding of how companies can 

successfully navigate a complex cross-cultural environment, taking advantage of expansion 

opportuni5es and maximizing the results of interna5onal projects. 

To do this, the study focuses on two companies specializing in the insurance sector, both of 

which have interna5onalized their ac5vi5es through foreign partnerships. The results 

highlight the influence of the nego5ator’s percep5on on the management of cultural 
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diversity and its impact on the success of interna5onal ac5vi5es. The thesis begins with an 

analysis of the literature on the interna5onal context and obstacles to interna5onal 

development, followed by an explora5on of intercultural management, including no5ons of 

culture, cultural diversity and its impacts, and elements that promote a mul5cultural 

approach within companies. Then, it proposes a comparison of the cultural characteris5cs of 

the Chinese and French nego5ators, focusing on the companies CIB (Chinese) and CAA 

(French).  

Finally, it draws up a conceptual framework from the literary journal and will present a 

detailed methodology, the results of the study and its implica5ons, while highligh5ng its 

limita5ons and contribu5ons. 
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Chapter 2: Literature Review 
2.1 - Negotiation And Its International Context 

2.1.1 What is a negotiation? 
2.1.1.1 The characteristics of  a negotiation 

It is difficult today to establish a universal defini5on of what nego5a5on is, since there are as 

many defini5ons as there are authors. Morel (1991) defines nego5a5on as, firstly, a process 

of interac5ve communica5on and, secondly, the exchange of concessions and quid pro quos 

(give and take). For a nego5ator, nego5a5on consists of maximising the benefits to be 

gained from his interac5ons, while minimising the risks. There are several pillars in the 

fundamental process of nego5a5on. The first is communica5on (Ting-Toomey, 1999). This 

encompasses verbal and non-verbal exchanges, as well as the ability of the par5es to 

express their needs and expecta5ons clearly and comprehensibly (Fisher et al., 2011). 

Effec5ve communica5on fosters the crea5on of trus5ng rela5onships and facilitates the 

search for mutually beneficial solu5ons (Adair and BreK, 2005). Then there is a second pillar 

that focuses on the divergent interests between the par5es. This pillar is to some extent an 

inherent feature of any nego5a5on (Hofstede, 2001). Cultural differences can accentuate 

these divergences by influencing nego5ators' priori5es, values and objec5ves (Gelfand and 

BreK, 2004). Skilful management of these differences requires a thorough understanding of 

the cultural contexts involved and conflict resolu5on skills (Gudykunst and Kim, 2003). 

Moreover, the search for compromise is another fundamental characteris5c of nego5a5on 

(Lewicki et al., 2007). The par5es generally seek to reconcile their posi5ons and find 

solu5ons that are acceptable to all concerned (Mayer et al., 2004). This ocen requires 

mutual concessions and the ability to iden5fy crea5ve solu5ons that meet the interests of 

both par5es (Fisher and Ury, 2011). Finally, the dynamics of interpersonal rela5ons play a 

crucial role in the nego5a5on process (BreK and Okumura, 1998). The quality of the 

interac5ons between the par5es, characterised by elements such as trust, mutual respect 

and coopera5on, directly influences the probability of reaching an agreement. The par5es 

generally seek to reconcile their posi5ons and find solu5ons that are acceptable to all 

concerned (Mayer et al., 1995). This ocen requires mutual concessions and the ability to 

iden5fy crea5ve solu5ons that meet the interests of both par5es (Fisher and Ury, 2011). 
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Finally, the dynamics of interpersonal rela5ons play a crucial role in the nego5a5on process 

(BreK and Okumura, 1998). The quality of the interac5ons between the par5es, 

characterised by elements such as trust, mutual respect and coopera5on, directly influences 

the probability of reaching a sa5sfactory agreement (Bhawuk and Brislin, 2000).  

Of course, nego5a5on is not limited to these four stages, because in nego5a5ons between 

dis5nct cultures, each party adopts its own style. Graham (1989), in his analysis of 

intercultural nego5a5ons, iden5fies four other phases in the nego5a5on process.  

Figure 1:  Graham’s four stages in the negotiation process 
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2.1.1.2 The different strategies of nego5a5on  

Lee, BreK, and Park (2012) found that the outcome of a nego5a5on varies with a 

nego5ator's strategy and role. Therefore, the adop5on of an appropriate strategy during a 

nego5a5on is paramount. To beKer understand this concept, we draw on the model 

developed by Rahim & Bonoma, while taking into account other models and strategies. 

Figure 2: The two-dimensional conflict management style model (Rahim and Bonoma, 
1979) 

The figure above illustrates the nego5a5on strategy based on the effec5ve management of 

interpersonal conflicts through two main dimensions: domina5on centred on one's own 

interests, and integra5on focused on the interests of the opposing party. It stresses 

understanding both par5es' perspec5ves. However, cri5ques, like Burton (1969), suggest it 

might overlook contextual influences, par5cularly in interna5onal nego5a5ons 

At the same 5me, the collabora5ve approach advocated by Rahim (2001) encourages the 

par5es to seek mutually beneficial solu5ons, thereby fostering coopera5on and mutual 

understanding. This perspec5ve is reinforced by the work of Adair and BreK (2005), who 

highlight the importance of open communica5on and intercultural coopera5on in 

interna5onal nego5a5ons.  
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However, this approach can be hampered in situa5ons of intense conflict, where the 

interests of the par5es can diverge significantly, as highlighted by Ting-Toomey (2000). 

In contrast, the compe55ve approach, as described by Rahim (2002), focuses on seeking 

advantage and protec5ng the interests of the party ini5a5ng the nego5a5on. Research by 

Lewicki (2007) highlights the persuasion and pressure tac5cs used by nego5ators adop5ng 

this strategy. However, this approach can also generate tensions and damage interpersonal 

rela5onships in the long term, as highlighted by BreK and Okumura (1998). 

While Rahim and Bonoma (1979) made strides in nego5a5on strategy, Fisher, Ury, and 

PaKon (2011) introduced principled bargaining, advoca5ng for mutually beneficial 

outcomes. Cri5cs find it idealis5c, especially in high-conflict scenarios. Kelman (1997) 

proposes an interac5ve problem-solving approach, aiding diploma5c nego5a5ons by 

allowing par5es to analyze and brainstorm solu5ons before deeper nego5a5ons for a final 

agreement. 

Dean, PruiK and Camevale (1993) goes beyond in the analysis by iden5fying five main 

strategies that can be used during nego5a5on:  

Figure 3: The five main negotiation strategies (Dean, Pruitt, and Carnevale, 1993). 

These strategies offer flexibility for companies to choose the most appropriate one for the 

nego5a5on context. For instance, confronta5onal or problem-solving approaches are chosen 

when nego5ators are highly invested in their own outcomes (Magneau, 1998). 
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The win-win nego5a5on strategy, priori5zing mutual sa5sfac5on over one-sided gains, is 

ocen favored (Ury, 1993). However, its implementa5on can be challenging in conflicts where 

interests clash significantly. While no one explicitly seeks a win-lose outcome, achieving a 

fair agreement sa5sfying all par5es is tough, impac5ng long-term rela5onships (Dante, 

1998). Recognizing these challenges is crucial when applying the win-win approach across 

various nego5a5on contexts. The diagram below depicts various nego5a5on scenarios, 

capturing the intricate dynamics among involved par5es: 

Figure 4: Negotiation outcomes according to Dante (1998) 

Nego5a5on strategies are influenced by cultural and systemic factors, like social and poli5cal 

contexts. For instance, in Asian cultures, nego5a5ons ocen focus on either coopera5on or 

compe55on (Vuillod, 2004). The integra5ve nego5a5on approach emphasizes 

complementary issues of both par5es, evolving as nego5a5ons proceed. It aims for win-win 

outcomes, where each party's fundamental interests are not only sa5sfied but also 

enhanced. The integra5on of reciprocal issues into a new, broader framework of 

coopera5on, and the resul5ng synergy, should lead to the crea5on of value, which then only 

needs to be distributed equitably (Savage, Blair & Sorenson, 1989). 

The compe55ve nego5a5on approach aims for each party to gain the largest share of value, 

ocen at the expense of the other, known as "win-lose".  

In contrast, the coopera5ve, or win-win, approach is ideal for project nego5a5ons, fostering 

trust and understanding the benefits of collabora5on to achieve the best possible outcome. 



16

However, some research underlines the complexity of strategic situa5ons in nego5a5on, 

highligh5ng a mixed character where coopera5ve and compe55ve approaches coexist (Adair 

& BreK, 2005; Hofstede, 2001). Complex business nego5a5ons ocen blend coopera5on and 

compe55on, aiming to maximize gains while maintaining long-term rela5onships (Lewicki et 

al., 2003). Cross-cultural nego5a5ons exhibit similar complexity, with coopera5ve and 

compe55ve elements intertwining based on circumstances and interests (BreK & Okumura, 

1998). Similarly, Hofstede (2001) underscores cultural influences on nego5a5on approaches, 

ocen resul5ng in mixed strategies blending coopera5on and compe55on. This recogni5on of 

mixed strategies exposes a gap in current literature, which oversimplifies nego5a5ons as 

purely coopera5ve or compe55ve. Addressing this gap is crucial for comprehending the 

complexity and impact of nego5a5on strategies on interna5onal outcomes 

2.1.2 Negotiation and its international context 
2.12.1 International Negotiation 

Interna5onal nego5a5on involves complex interac5ons between par5es with divergent 

interests, naviga5ng mutual interdependence. Despite this consensus, it is essen5al to 

acknowledge the inherent challenges in this process. On the one hand, the work of Philip 

(2004) shows how important it is to consider and analyze the cultural space of the other 

party in any interna5onal nego5a5on. However, it is necessary to go beyond the simple 

recogni5on of these cultural differences to fully understand their poten5al impact on the 

nego5a5on process. Cultural differences, including language barriers and implicit norms, can 

significantly influence nego5a5ons, posing challenges to finding mutually sa5sfactory 

solu5ons. While nego5a5ons typically aim for mutual gain through coopera5on, it is crucial 

to acknowledge the limita5ons of this approach. The work of Deutsch (1949) and Walton 

and McKersie (1965) highlighted the classic dis5nc5on between compe55ve or distribu5ve 

bargaining and coopera5ve or integra5ve bargaining. However, this dis5nc5on does not 

always capture the complexity of the power dynamics and compe5ng interests that can 

characterise interna5onal nego5a5ons. Knowledge of the culture and values of the 

protagonists can have a posi5ve impact on the nego5ators' percep5on of the country and on 

their communica5on. However, a cri5cal analysis reveals that this statement can be 

simplis5c and does not fully account for the complexity of intercultural interac5ons in 

interna5onal nego5a5ons (Gelfand and BreK, 2004).  
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According to Hofstede (1980), cultures differ along five dimensions (in blue): 

Figure 5: Dimensions of  Cultural Differences (Hofstede, 1980 and Hall, 1984)  

While helpful for grasping cultural differences, these dimensions might be too simplis5c for 

interna5onal nego5a5ons, ocen failing to capture the diversity and complexity of 

intercultural interac5ons. Furthermore, although theory may suggest the existence of a 

con5nuum of degrees of interculturality, the reality of intercultural interac5ons is ocen far 

more nuanced (Ting-Toomey (1993). Although cultural differences can contribute to 

breakdowns in interna5onal nego5a5ons (Philip, 2004), this explana5on oversimplifies the 

complexi5es involved. Cultural dispari5es extend beyond communica5on styles to 

encompass aotudes towards 5me, social norms, and professional behavior (Gudykunst & 

Kim, 2003). However, aKribu5ng nego5a5on difficul5es solely to cultural differences 

neglects other significant factors, such as divergent economic, poli5cal, and strategic 

interests of the involved par5es. 
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2.1.2.2 Intercultural Negotiation 

We have already seen that interna5onal nego5a5on is an important and frequently used 

strategy by companies, despite the fact that it is complex because it incorporates no5ons of 

culture. Prime and Usinier (2013) stress that nego5a5ng interna5onally involves naviga5ng 

cultural differences. Adler (1994) emphasizes the need to adjust behavior in cross-cultural 

nego5a5ons, acknowledging differing mindsets and behaviors. However, adap5ng behavior 

can be challenging due to deep-rooted cultural differences and ingrained thinking paKerns. 

Similarly, the idea that the objec5ve of any intercultural nego5a5on must be common to all 

par5es and that each seeks to emerge as a winner deserves cri5cal reflec5on (Davel, Dupuis 

and Chanlat, 2008). This view assumes that the par5es' objec5ves and mo5va5ons are the 

same, which may be unrealis5c in many cases. In reality, the interests and priori5es of the 

par5es may diverge considerably, making the search for a common objec5ve difficult, if not 

impossible. Addi5onally, persuasion in intercultural nego5a5ons is not solely influenced by 

na5onal culture. As Davel, Dupuis and Chanlat (2008) point out, other cultural spheres such 

as professional culture and genera5onal culture can also play a crucial role in the nego5a5on 

process. Ignoring these cultural nuances can lead to misunderstandings and consequently, to 

conflict during nego5a5ons. As a result, before nego5a5on, recognizing cultural differences 

is crucial to avoid misunderstandings (Meier, 2010) : 

Figure 6: The three stages of  negotiation (Meir, 2010). 

To fully understand the impact of culture on nego5a5ons, it is essen5al to analyse its 

composi5on and the elements that influence it, as iden5fied by researchers, to understand 

how they shape interna5onal nego5a5ons. 
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2.2 - Intercultural Management 

2.2.1 Culture and national culture 

Understanding the corporate culture begins with understanding the concept and its 

connec5on to the na5onal culture, as this is strongly related to the organiza5onal culture. 

Then,  it is crucial to study the theories on cultural dimensions proposed by Geert Hofstede 

and Fons Trompenaars, which provide an important analy5cal basis for understanding the 

cultural characteris5cs of countries and their influence on business management. 

2.2.1.1. Geert Hofstede's theory of  cultural dimensions 

Culture is a fundamental founda5on that influences the behavior, social interac5ons and 

ways of thinking of individuals within that society (Trompenaars & Hampden-Turner, 1998). 

Although the importance of culture in society is widely recognized, it is necessary to cri5cally 

examine the theories underlying it. The work of Trompenaars & Hampden-Turner (1998) 

highlights the influence of culture on individuals' behaviour, social interac5ons and ways of 

thinking, but it should be noted that this perspec5ve can some5mes simplify the complexity 

of cultural interac5ons. For example, Hoscede (1980) and Kroeber & Kluckhohn (1952) talk 

about tradi5onal ideas and values associated with culture. While na5onal culture is ocen 

defined by elements like language, history, and religion, such classifica5ons can oversimplify 

and overlook diversity within countries (Hall, 1976). Generaliza5ons associa5ng cultures 

with certain traits, like French culture with freedom and Chinese culture with respect for 

authority (Hofstede, 1980), can obscure individual varia5ons and intricate cultural dynamics. 

It is crucial to approach understanding na5onal culture cri5cally, acknowledging the 

limita5ons of generaliza5ons and promo5ng sensi5vity to cultural diversity and context 

(Trompenaars & Hampden-Turner, 1998). For this reason, it is important to dis5nguish 

between iden5ty and culture. According to Hofstede (1980) , iden5ty is more about knowing 

who we are, while culture is more about knowing to which group we belong. While theories 

of social belonging and cultural dynamics are relevant, it is crucial to cri5cally examine them 

to fully understand their scope. Chevrier (2003a) describes the individual as part of a social 

group sharing common characteris5cs and ideologies around various ac5vi5es, a no5on also 

explored by Davel, Dupuis and Chanlat (2001). Salacuse (1999) compares culture to an 
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onion, where three dis5nct layers - behaviour, aotudes and values - directly influence 

intercultural nego5a5on by providing a basis for interpre5ng the situa5on and behaviour of 

the other party. While recognizing cultural differences is vital in intercultural nego5a5ons, 

it's important to avoid oversimplifying complex interac5ons, considering individual varia5ons 

and specific contexts (Salacuse, Jeswald, 1999). Moreover, these differences shouldn't solely 

be viewed nega5vely; they also present opportuni5es for mutual enrichment and deeper 

understanding between par5es. 

2.2.1.2 Limites of  Hofstede theory 

Hofstede's approach to culture ocen oversimplifies by rigidly defining it, disregarding the 

complexity, diversity, and evolu5on of social reali5es (Lyon, 1995; Friedman, 1994). Cri5cs 

argue that his emphasis on quan5fying and comparing cultural "values" among na5ons leads 

to standardiza5on and overlooks nuanced cultural differences (Ailon, 2008). Addi5onally, 

studies like Hamada's (1995) suggest that cultural assump5ons are fluid and context-

dependent, challenging the sta5c nature of Hofstede's model. Hamada emphasizes the need 

for contextualized intercultural studies, highligh5ng the temporal aspect in organiza5onal 

theories (Hamada, 1995).  

Hall develops the no5on of 5me by adding two other variables : language of 5me and space 

(figure 5, in green). Indeed, Hall (1984) states that there is a gap between 5me as 

experienced and 5me as conceived. The first dimension of 5me divides cultures into 

monochronic and polychronic. Monochronic cultures priori5ze sequen5al tasks and view 

5me as concrete and controllable, while polychronic cultures embrace mul5tasking, 

priori5ze rela5onships, and see 5me as shared and flexible. The second dimension involves 

spa5al rela5onships. Individuals establish personal distances and boundaries based on 

territory and personal space. Territory denotes ownership and boundaries, while personal 

space reflects emo5onal states and rela5onships.  

Cultural cues shape individuals' percep5ons of space, but cross-cultural interac5ons can 

disrupt these percep5ons and cause misunderstandings 
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2.2.1.3 Fons Trompenaars' theory of  cultural dimensions 

Fons Trompenaars aimed to delineate cultural dimensions shaping behavior across na5ons. 

Through a ques5onnaire survey, he iden5fied three aspects: individuals' connec5ons to 

nature, 5me, and others. From these, he derived seven cultural dimensions significantly 

impac5ng corporate management, nego5a5on, employee aspira5ons, and company 

organiza5on and opera5ons : 

Table 7 : Trompenaars’s seven dimensions  
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2.2.1.4 Limites of  Trompenaars’s theory 

While Trompenaars' dimensions resemble Hofstede's, they are more readily iden5fiable, 

making them poten5ally useful for managers in understanding cultural differences within 

organiza5ons (Schroll Machl, 2007). 

However, Trompenaars' theory faces cri5cism for poten5ally oversimplifying complex 

cultural dynamics and reinforcing stereotypes if used without nuance and sensi5vity. 

Individuals may not neatly align with a single dimension, and cultural traits can evolve over 

5me. 

The diversity of cultures and subcultures highlights the poten5al for uncertainty, as each 

operates according to its own norms and rules. This no5on, known as cultural distance, will 

be explored further in the next sec5on. 

2.2.1.5 Cultural Distance 

Cultural distance plays a central role in intercultural management, deno5ng the challenge of 

effec5vely transmiong ideas to individuals outside its cultural sphere, as defined by Davel, 

Dupuis and Chanlat (2008). Abdella5f (2013) develop this concept, characterizing cultural 

distance as the divergence of beliefs or values between en55es covering different countries. 

Recent studies emphasize the significance of cultural distance in intercultural dynamics, 

par5cularly as dispari5es between par5es widen, necessita5ng increased trust in rules and 

values (Carbone, 2013; Schneider & Barsoux, 2003). While poten5al piqalls are 

acknowledged, Schneider and Barsoux (2003) suggest that cultural distance can also foster 

cultural enrichment, fostering a deeper understanding of diverse perspec5ves and prac5ces. 

This diversity, stemming from cultural distance, will be further examined in the following 

sec5on.  
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2.2.2 Cultural Diversity  
2.2.2.1 Cultural diversity in the workplace 

Cultural distance means varia5ons between en55es in different countries, whether they are 

organiza5ons, teams or groups. These dis5nc5ons embody cultural diversity, a concept 

widely debated in academic and corporate circles. Diversity discourse permeates discussions 

on its various aspects, management in companies, and societal significance. Organiza5onal 

diversity encompasses the heterogeneous workforce, including employee aKributes and 

external interac5ons with suppliers and stakeholders (Meier, 2010). 

Cox (1994) defines cultural diversity as a representa5on of individuals and groups with 

different cultural affilia5ons. Cultural diversity highlights differing systems for interpre5ng 

reality and reference standards among groups, leading to dis5nct ways of thinking, ac5ng, 

and reac5ng. For instance, conflict might be viewed as either healthy and natural or 

destruc5ve and to be avoided by different groups (Parkhe, 1991). Some view cultural 

diversity as an asset, fostering personal development and mutual understanding (Meier, 

2010), while others see it as a barrier, leading to conflicts and misunderstandings 

detrimental to work teams (Loth, 2009). Several studies have highlighted the advantages and 

disadvantages of cultural diversity in a professional seong (Chevrier, 2000, Adler, 2002, 

Dupuis et al, 2008). Everyone agrees that cultural diversity can be a posi5ve factor in the 

development of the company abroad, especially if it implements effec5ve intercultural 

management, based on management strategies that iden5fy and manage poten5al cultural 

conflicts (Adler, 2002). We will analyze the impact of cultural diversity in a professional 

seong where collabora5on and interac5on among people with varying beliefs and values 

are crucial (Chevrier, 2000). 

2.2.2.2 Impacts of  the cultural diversity within the workplace 

Understanding the influence of cultural diversity in the workplace is crucial, as it directly 

impacts nego5a5ons between countries. Trompenaars and Hampden-Turner (2004) suggest 

that cultural differences can enhance company performance by improving problem-solving 

effec5veness through cultural openness. Studies by Amico and Rubinstein (1999) and 

Kopelman and Olekalns (1999) highlight the significance of language, cogni5on, trust, and 
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power dynamics in nego5a5on outcomes. Addi5onally, Ely and Thomas (2001) present 

various perspec5ves on cultural diversity in the workplace. 

First of all, integra5on and learning are valuable assets. They are based on the observa5on 

that cultural differences enrich life experiences, knowledge and ideas, which in turn leads to 

beKer decision-making in nego5a5ons. In addi5on, cultural diversity can provide a 

compe55ve advantage through new approaches to problem solving (technical, commercial, 

human, etc.) (Loth, 2006). With a beKer understanding of cultural factors, companies can 

more easily differen5ate themselves from compe5tors and are therefore in a beKer posi5on 

to nego5ate. This is what is known as cultural intelligence (Drummond, 2010). While cultural 

diversity generally has a posi5ve impact, it can also nega5vely affect companies, leading to 

misunderstandings and conflicts in the workplace, as noted by BasseK-Jones (2005). These 

conflicts, such as employee absenteeism, can diminish compe55veness (BasseK-Jones, 

2005). To address these issues, companies should integrate cultural diversity into their 

business strategies, using cultural symbols to enhance communica5on and nego5a5on 

effec5veness (Meier, 2010). 

Cox and Blake (1991) underscore the benefits of integra5ng cultural diversity into 

companies. Financially, it reduces staff turnover, cuong recruitment and training costs. From 

a business resource perspec5ve, Ely and Thomas' (2001) approach suggests diverse cultures 

bring new knowledge, experiences, and perspec5ves, fostering mutual learning and market 

expansion. In terms of marke5ng and crea5vity, diverse teams facilitate explora5on of new 

markets, aided by Cox and Blake's (1991) observa5on that cultural alignment enhances 

market penetra5on. Lastly, cultural diversity enriches problem-solving by offering varied 

viewpoints and analyses, leading to beKer decision-making, as highlighted by Ely and 

Thomas (2001). Thus, cultural diversity offers a compe55ve edge through informed decision-

making. 

Our disserta5on analyzes cultural variables between China and France in the banking sector. 

The next sec5on examines cultural diversity management between these two countries. 



25

2.2.3 The impact of  cultural diversity in the negotiation of  an insurance 
product between China and France. 

2.2.3.1 Analysis of  the differences between France and China in the banking sector 

Before exploring the cultural dispari5es between these two na5ons, it is essen5al to delve 

into the complexity of their respec5ve banking systems. This quickly reveals the nuances 

that underpin the dis5nct banking strategies adopted by each country. 

The two tables below describe the structure of China and France in the field of banking. 

Table 8 China's banking structure: 
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Thus, china’s banking landscape is extensive, comprising numerous ins5tu5ons. Major state 

banks predominantly finance large-scale infrastructure projects and implement government 

economic policies. Regional banks are striving to establish themselves but remain heavily 

influenced by the state. 

Table 9 French’s banking structure: 

These differences between the French and Chinese banking systems lead us to think 

differently when nego5a5ng insurance products. Indeed, apart from the fact that banking 

procedures are not the same, trading methods differ since insurance products do not have 

the same characteris5cs (Clarke et al., 2009). 
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2.2.3.2 Comparative analysis of  banking products between France and China 

While the Chinese banking system remains largely controlled by the State, unlike the French 

banking system, some similari5es appear in par5cular with common values revolving around 

health. Indeed, banking systems in terms of Chinese and French health insurance for 

example are based on close founda5ons. The health insurance systems in China and France 

are similar. Both countries aim to provide equal access to health care. In China, a 2003 

reform created three funding systems to cover rural, specific urban popula5ons (children, 

elderly without pensions, long-term unemployed) and minimum-income people. These 

systems are based on voluntary membership with contribu5ons from the state and local 

authori5es (Ni Gao, 2022). 

In China, health spending poses a significant issue, represen5ng 12% of income losses. 

Medical costs rank as the second leading cause of poverty, largely due to inadequate 

reimbursement rates and income and geographical dispari5es (Hennock, 2007). Similar to 

France, the majority of healthcare funding relies on an insurance mechanism, funded by 

employee and employer contribu5ons in urban areas, rather than direct state budget 

alloca5on 

Chinese companies' investments in France are influenced by several factors. China's poli5cal 

and economic stability fosters a thriving banking sector, and the interna5onaliza5on of the 

renminbi creates global expansion opportuni5es for Chinese banks (Hennock, 2007). 

Addi5onally, China's WTO accession in 2001 prompted banking reforms to align with 

interna5onal standards. France's aKrac5veness is further enhanced by Brexit, which led to 

the reloca5on of financial companies from London to Paris. Major ins5tu5ons like JP 

Morgan, Goldman Sachs, and others consolida5ng in Paris create an ecosystem conducive to 

global expansion, par5cularly advantageous for Chinese banks. 
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In addi5on, France’s dedica5on to the renminbi's interna5onaliza5on posi5ons it as the 

primary offshore center for this currency in the euro area, further enhancing its appeal to 

Chinese banks. Nearly half of transac5ons between France and China are in RMB, according 

to data from the Chinese Embassy in France in 2018. With over 70 central banks globally 

holding RMB in their foreign exchange reserves, Paris now leads the eurozone in the RMB 

market. 

Thus, the French banking market aKracts that of China, because both share strong 

similari5es as to the principles that guide their ac5on in the field of insurance, namely Equal 

access to care and the will to limit the financial impact on households. However, there are 

s5ll dispari5es between these two systems.  

However, there are also dispari5es between France and China in insurance products that 

reside in several aspects, reflec5ng dis5nct cultural differences, financial priori5es and 

business prac5ces. In France, insurance is ocen perceived as a risk management tool and 

extended protec5on, whereas in China, it's associated with family values, financial security, 

and future planning. French consumers priori5ze risks related to civil liability, while Chinese 

consumers favor health coverage and family protec5on. Moreover, reimbursement policies 

and financing mechanisms vary, with France relying more on supplementary insurance and 

China on wage and employer contribu5ons. These dis5nc5ons stem from the countries' 

socio-economic and poli5cal contexts, impac5ng social protec5on and public health 

significantly. 

The similari5es and differences between French and Chinese banking models significantly 

influence nego5a5on outcomes. Therefore, we will now delve into cultural dis5nc5ons that 

surface during nego5a5on stages. By comparing prac5ces in France and China, this analysis 

aims to elucidate how cultural nuances shape dynamics and interac5ons within nego5a5on 

processes in these contexts. 
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2.4 - Comparison Of  Cultural Distinctions In The 
Stages Of  Negotiation Between France And China 

We will use Geert Hofstede's cultural values model to understand nego5a5on styles in 

France and China, aiding in analyzing cultural differences and developing effec5ve strategies 

for intercultural exchanges. To go further, we will also use Trompenaars’s dimension.  

2.4.1 The negotiation styles of  France 

2.4.1.1 The personality of  French negotiators 

French companies are ocen marked by ra5onality and logic where factual arguments and in-

depth analysis are valued (Duchêne et al., 2016). Personal rela5onships have a crucial role in 

the nego5a5on process, especially because the French aKach importance to building a base 

of trust (Pisani-Ferry, 2018). In addi5on, work-life balance is ocen considered, highligh5ng 

the par5cular sensi5vity to the human aspects of professional rela5onships (Foriel-Destezet, 

2008). The French aKach importance to social status in industrial rela5ons, which is reflected 

in a certain centraliza5on of powers and a number of frameworks (Durand, 2017). French 

organiza5ons ocen adopt a marked pyramid structure, which does not favour personal risk-

taking (Mintzberg, 1980). They tend to favor the search for procedures avoiding hazards and 

show a preference for stable structures (Duchêne, 2016). However, this can lead to high 

levels of stress and insecurity with employees (Wang, Wen, Seifert, 2020). Behaviorally, the 

French are rather individualis5c, and open confronta5on is ocen considered salutary in the 

conflict resolu5on process (Pisani-Ferry, 2018). Nevertheless, high quality work is generally 

associated with real coopera5on and pleasant working condi5ons (Foriel-Destezet, 2008). 
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2.4.1.2  French cultural characteristics according to the five-factor model of  Geert 
Hostfede  

In Chapter 2, we explored Geert Hofstede's model, which evaluates five cultural dimensions 

for each country, assigning indices to facilitate comparisons. A score of "0" signifies the 

lowest result, while "100" indicates the highest. The higher the index, the stronger the 

iden5fica5on with the dimension's characteris5cs. Importantly, the score reflects a country's 

posi5on rela5ve to other. 

First, the distance to power, also called hierarchical distance, refers to the acceptance of 

inequali5es in rela5ons between superiors and subordinates (Jaroslav, 2003): 

Secondly, the degree of acceptance of uncertainty is the willingness to control what is 

uncertain: 
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France is generally considered as a feminine culture: 

Moreover, the score of 71 shows that France is a highly individualis5c country whose focus is 

on the opinions and skills of an individual: 

While Hofstede's dimensions are widely used, they don't fully capture the complexity of 

cultural differences (Jaroslav, 2003). Trompenaars' dimensions offer addi5onal insights into 

specific cultural aspects crucial in intercultural situa5ons. Trompenaars' seven dimensions 

complement Hofstede's study, addressing cultural aspects like conflict resolu5on and 

temporal orienta5on, which are significant in interna5onal nego5a5ons but not covered by 

Hofstede's dimensions. 

This is why we develop in the next part, the Trompenaars model applied to French culture. 



32

2.4.1.3 French cultural characteristics according to the model of  Trompenaars.   

France exhibits characteris5cs of par5cularist cultures according to Trompenaars. French 

priori5ze strong interpersonal rela5onships over rules and laws, ocen adap5ng them based 

on the situa5on, including contracts, which serve as a founda5on for subsequent 

nego5a5ons. 

Trompenaars' classifica5on aligns with Hofstede's, placing the French among individualis5c 

cultures. French individuals priori5ze personal freedom and ocen work independently in 

their professional endeavors, assuming full responsibility for their tasks. 

As an affec5ve culture, the French openly express their feelings and emo5ons, akin to their 

Italian neighbors. They display their emo5ons candidly through both words and body 

language, with their tone of voice transi5oning swicly from passionate to gentle. Gestures 

have a decisive role in their communica5on, improving the expression of emo5ons. In 

interac5ons, they exhibit openness, warmth, and friendliness, characterized by their 

"southern temperament" marked by passionate ges5cula5on, evident in both personal and 

professional rela5onships. 

In French culture, there's a clear dis5nc5on between professional and personal maKers. 

Professional rela5onships are focused on specific subjects, 5me, and space, with 

subordinates following precise instruc5ons to achieve objec5ves. New members are typically 

well-received and adapt quickly to the team. 

Status in French society is determined by factors like age, knowledge, profession, or 

qualifica5ons. While diplomas and 5tles were once prevalent in French companies, func5ons 

are now commonly used. Respect is accorded to higher leaders, whose authority ocen 

stems from pres5gious educa5onal backgrounds, and to experienced individuals whose 

status is influenced by age. 
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At the work level, the French like to take care of several things at once which is very 

characteris5c of synchronic cultures. The programs are modified according to the concrete 

situa5on and it is preferred to react to the current circumstances rather than follow the 

given schedule. 

In the dimension of the will to dominate or follow nature, the French tend to believe they 

can control their des5ny and nature itself, reflec5ng an internal orienta5on towards 

domina5on. This self-directed culture is evident in management, where the organiza5on is 

ocen viewed as obedient to its leaders. Professional rela5ons are focused on specific 

subjects and objec5ves, with subordinates following precise instruc5ons. New members are 

typically warmly received and adapt quickly to the team. 

2.4.2 The negotiation styles of  China 

2.4.2.1 The personality of  Chinese negotiators 

Chinese companies priori5ze loyalty, affec5on between employers and employees, 

hierarchical structures, and trus5ng rela5onships among colleagues (Lee, Jong Hak, 1994). 

Asian managers are known for their nego5a5on skills, ocen perceived as tough nego5ators 

due to cultural differences (Tung, 1984). They employ various tac5cs to reach agreements, 

making concessions even acer deals are finalized. Chinese nego5ators emphasize trust and 

mutual benefits, priori5zing group development over individual interests (Shen, Ling Da, Thi 

Kim, 2020). In Asia, nego5a5ons differ from France, with contracts not marking the end and 

terms subject to change, reflec5ng the par5cularist and diffuse nature of Asian culture 

(Shen, Ling Da, Thi Kim, 2020). Chinese nego5ators systema5cally an5cipate and address 

unforeseen challenges during nego5a5ons, relying on their network of rela5onships to 

resolve issues and priori5zing commitment and sincerity (Chen, 1995). Asian nego5ators 

priori5ze personal rela5onships, ocen preferring introduc5ons by acquaintances when 

dealing with strangers. Establishing connec5ons is crucial for reaching agreements, fostering 

personal rela5onships, and integra5ng the other party into their group. Regular contact with 

the Asian company helps maintain these rela5onships (Wang, 2016; Chen, 1995). 
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2.4.2.2 Chinese cultural characteristics according to the five-factor model of  Geert 
Hostfede  

China has a higher index of distance to power than France since according to the work done 

by Hofstede, respect for authority is ocen marked in Chinese culture: 

Then, China is a clearly collec5vist society in which people act in the interest of the group 

rather than in their own: 

Then, in terms of the uncertainty avoidance dimension, the avoidance ac5on is quite low.:  
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Moreover, in terms of the Masculinity vs. Femininity Index, China is generally considered a 

moderately male society, meaning that it values success, ambi5on and wealth accumula5on: 

Finally, China is ocen characterized by a long-term orienta5on, emphasizing perseverance, 

and preserving tradi5ons: 

Thus, based on Hofstede's dimensions, Chinese culture is characterized as non-compe55ve, 

less aggressive in pursuing personal goals, and risk-averse. It exhibits high power distance, 

emphasizing hierarchical systems with centralized power and minimal subordinate 

par5cipa5on in decision-making. Chinese culture priori5zes the group over the individual, 

with strong but limited collec5vism. While Chinese are open and friendly within established 

rela5onships, they may display rivalry or distant behavior with unfamiliar individuals or 

those with divergent interests (Herbig & Hugh, Kramer, 1992). 

In fact, in business nego5a5ons, cultural and insurance system differences can lead to 

challenges as par5es priori5ze different stages. Chinese emphasize informa5on exchange 

due to their consensual decision-making style, ocen blending it with persuasion. Conversely, 

French nego5a5ons focus on persuasion as the key stage (Graham, 1987). 
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2.4.2.3 Chinese cultural characteristics according to the Trompenaars model 

According to Trompenaars and Hampden-Turner (2004), China strongly exhibits par5cularist 

characteris5cs, allowing for flexibility in contracts and the poten5al for promises to be 

broken. This reflects the diffuse aspect of Asian culture, influenced by Confucianism and 

reliant on personal rela5onships rather than legal systems. Business success in this context 

hinges not only on quan5ty but also on the quality of personal connec5ons due to the 

par5cularist nature of the culture.  

As for the second factor, objec5vity or subjec5vity, China has an objec5ve culture. This 

means, among other things, that the Chinese do not express their emo5ons and maintain an 

indifferent aotude. This neutral aotude does not necessarily mean that individuals are cold 

or devoid of feelings. Feelings are simply not externalized, and this absence of emo5on does 

not mean disinterestedness.  

In addi5on, Asian culture is more important to the status assigned, although this varies 

greatly depending on the culture. In China, decisions are made by those with the highest 

posi5on. A compliment from your superior can be very rewarding for a subordinate. 

Honorary 5tles naming the posi5on of the employee are also widely used in China where 

people pay much aKen5on to the social status that appears to be a recogni5on value. All 

these prac5ces demonstrate the importance of the status assigned. 

Asian culture is generally more diffuse compared to other countries. According to 

Trompenaars and Hampden-Turner, Asian companies ocen involve themselves in 

employees' private maKers, such as providing housing assistance, reflec5ng the diffuse 

nature of the culture. This involvement stems from viewing employees as part of the 

company's family, a hallmark of diffuse ideology. In diffuse-oriented companies, prac5ces 

like life5me employment and seniority are common, while specific-oriented companies 

focus on goal management. In diffuse interac5ons, building trust precedes addressing 

specific issues, whereas specific cultures may directly approach the main subject. Losing face 

in Asian culture is akin to piercing one's private sphere, as there's no clear separa5on 

between public and private realms. Cri5cism is more accepted in specific cultures since it 
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doesn't jeopardize the en5re living space of the cri5cized individual. Therefore, 

communica5on must be carefully considered in Asian culture 

Finally, given that the collec5vist dimension joins the dimension developed by Hofstede and 

the two no5ons of 5me and space join the concepts of Hall, we will not dwell on exploring 

these concepts that have explained more previously. 

2.5 - Conclusion Of  The Literature Review 
In our literature review, we extensively analyzed research papers to explore the impact of 

cultural variables on nego5a5on processes, par5cularly between China and France. Ini5ally, 

we defined nego5a5on types, dis5nguishing between na5onal and intercultural nego5a5on, 

highligh5ng challenges, especially adap5ng to cultural norms (Prime and Usunier, 2013, p. 

63). Successful intercultural nego5a5on requires adap5ng behaviors to integrate cultural 

knowledge and codes (Davel, Dupuis, & Chanlat, 2008). Each nego5a5on is uniquely 

influenced by the cultures involved (Moran and Xardel, 1994), with factors like professional 

and genera5onal culture impac5ng persuasion techniques (Davel, Dupuis, & Chanlat, 2008). 

Understanding cultural variables in foreign countries is crucial. Hofstede defines dimensions 

to comprehend societal governance, while Hall emphasizes the significance of 5me codes in 

intercultural communica5on (Hall, 1984). Trompenaars views cultural differences as a 

catalyst for long-term business performance. Iden5fying crucial cultural characteris5cs 

among French and Chinese nego5ators was integral to our study (Arcand, 2007).  

However, notable gaps remain, par5cularly the lack of research on cultural differences 

between China and France in an insurance context. Addi5onally, no study has examined the 

impacts of these differences on the nego5a5on process within the insurance sector. 

Then, our review emphasizes the cri5cal importance of considering cultural variables in 

interna5onal nego5a5ons, shaping nego5ators' behaviors and outcomes. Integra5ng a 

nuanced understanding of cultural dimensions and nego5a5on styles can enhance 

performance in interna5onal contexts, fostering mutually beneficial outcomes. 

The next step of our work will be to present the problema5c and the methodology of our 

research, as well as the results of our qualita5ve study. 
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Chapter 3: Research Question 

3.1 Research Title 

Cultural Dynamics in Interna5onal Bank Assurance Nego5a5ons: A Compara5ve Study of 

France and China for a Theore5cal Model of Business Expansion Strategies. 

3.2 Research Aim 

This study analyzes cultural dynamics in interna5onal bank assurance nego5a5ons between 

France and China, aiming to develop a theore5cal model on culture's impact on nego5a5on 

processes and inform cross-cultural business expansion strategies (Bartel-Radic, 2014). 

Addi5onally, it seeks to uncover contextualized strategies, enhance nego5ators' 

understanding, refine approaches, and fill literature gaps. 

3.3 Research Objectives 
  
The disserta5on aims to answer the research ques5on through interviews with ten 

par5cipants, complemen5ng a literature review. This analysis places the results within a 

broader theore5cal framework, guided by three research ques5ons. 

Q1: To what extent do cultural variables influence the nego9a9on process in the specific 

context of insurance product nego9a9on between China and France? 

Sub-objec5ves : 

- To examine the impact of cultural differences between China and France on the 

nego5a5on strategies of interna5onal bank insurance companies. 

- Analyse how French and Chinese nego5ators adapt their nego5a5on styles to manage 

cultural diversity in interna5onal nego5a5ons. 

- To iden5fy the dispari5es in insurance product offerings as a strategy for naviga5ng 

cultural diversity in interna5onal nego5a5ons. 
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Q2: How does the effec9veness of the intercultural management strategies implemented 

by CIB and CAA companies in the context of their interna9onal ac9vi9es have a posi9ve 

impact on the outcome of their nego9a9ons? 

Sub-objec5ves : 

- To examine the intercultural management prac5ces implemented by CIB and CAA 

companies, such as establishing interpersonal rela5onships, exchanging informa5on on the 

issues to be discussed, persuasion, concessions and compromises, and reaching an 

agreement. 

- Analyse how these intercultural management prac5ces have contributed to the success of 

CIB and CAA's interna5onal nego5a5ons, par5cularly in the context of the bank insurance 

nego5a5ons between China and France. 

Q3: What are the main strategies for interna9onal nego9a9ons in China and France? 

Sub-objec5ve:  

- Iden5fy appropriate strategies to facilitate nego5a5ons between these two cultures. 
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Chapter 4: Methodology 
In this chapter, we will describe the methodological aspects of the research. First, the 

conceptual framework will be discussed. Second, the chapter will outline the research 

objec5ves as well as the choice of methods and procedures used. We will also describe the 

source of the data: the sampling process, the interview guide and the interview process. 

4.1 Conceptual Framework  

This study is to inves5gate how Chinese and French companies react to cultural differences 

in their interna5onal nego5a5ons, and to iden5fy the impacts of these differences on their 

respec5ve business prac5ces between China and France. Then, the study aKempts to 

answer three main research ques5ons and, through the deduc5on and analysis of relevant 

data, to provide answers to these ques5ons. 

Acer consul5ng the literature, we have found that managing cultural diversity significantly 

affects the nego5a5on process for companies offering banking-insurance products. 

Developing intercultural skills and naviga5ng various stages of adapta5on are crucial for 

effec5ve diversity management. This fosters trust and cultural synergy, enhancing 

compe55ve advantage. Despite this, there is a lack of studies analyzing these impacts in 

nego5a5ons between China and France. Our work aims to address this gap by examining 

how Chinese and French companies engaged in interna5onal nego5a5ons navigate cultural 

differences and the resul5ng impacts on prac5ces between the two countries. 



41

The figure 10 below shows the conceptual framework of the research highligh5ng the 

important aspects of the literature review. Indeed, the Chinese or French nego5ator who is 

engaged in an interna5onal market encounters a cultural distance more or less large, 

depending on the geographical loca5on chosen for the interna5onal development of its 

ac5vi5es (Carbone et al., 2013). By interac5ng interna5onally, nego5ators are confronted 

with a different culture : the cultural diversity (Moral, 2007; ScoKo, Loth et Tiffon, 2014). All 

the cultural differences encountered refer to cultural diversity. Cultural diversity can 

posi5vely or nega5vely impact an organiza5on. Indeed, everything depends on how it is 

perceived and approached.  

Intercultural management is an ongoing process that involves several stages (Bird et Osland, 

2005). Firstly, you need to understand different cultures by gathering relevant informa5on 

about the foreign market. Secondly, it is essen5al to train and inform staff about these 

cultural differences to avoid nega5ve reac5ons (Chevrier et Segal, 2011). Thirdly, these 

differences need to be integrated into management prac5ces to beKer respond to 

interna5onal needs. Finally, it is crucial to monitor and adapt the interna5onalisa5on 

process to ensure its effec5veness (Cox et Blake, 1999). 

Acer taking cultural diversity into account and establishing trus5ng rela5onships, cultural 

synergy can develop. This constant adapta5on and integra5on of different business 

prac5ces, lead to rela5onships of trust and cultural synergy, therefore, to the success of 

interna5onal ac5vi5es and then to compe55ve advantages. 
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Figure 10: First conceptual framework: Conceptual framework: Intercultural 
management in an international negotiation context. 
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4.2 Constructivist Interpretive Research  

Given our aim to gather insights from par5cipants, a construc5vist interpre5ve approach 

appears suitable, par5cularly as we seek to understand aspects of human experience 

(Cohen, 2007).  The researcher also consider other philosophy such as the post-posi5vist 

(Henderson, 2011). Whereas the post-posi5vist approach focuses on understanding 

phenomena using empirical methods and on reducing bias, the construc5vist interpre5ve 

approach emphasises the way in which reality is socially constructed and the meaning that 

individuals aKribute to their experiences (Henderson, 2011). Our research priori5zes 

grasping social phenomena through diverse perspec5ves and the interpreta5on of meaning 

within specific social contexts. For this reason, a construc5vist approach aligns well with our 

study's objec5ves, which aim to uncover the impacts of cultural variables on nego5a5on 

processes between France and China. The interpre5ve design of our study will aid 

researchers in making sense of the data and subsequently situa5ng the findings within a 

broader theore5cal framework (Cohen, 2007).  

4.3 Qualitative Analysis Method 

The quan5ta5ve method was considered as an alterna5ve, but we chose the qualita5ve 

method because research is an explora5on aimed at deepening our understanding of a 

phenomenon, as Richards and Morse (2007) suggest. Its objec5ve is to support exis5ng 

theories and develop conceptual links that, although intui5ve, have not yet been clearly 

established. This approach adopts an induc5ve approach that focuses on the observa5on 

and analysis of a specific situa5on in order to understand it more deeply. 

Then the study adopted will be qualita5ve, since it addresses the impact of cultural variables 

during an interna5onal nego5a5on process between two countries with en5rely different 

cultures. According to Bryman (2004) and Deshpande (1983), qualita5ve research follows a 

mainly induc5ve approach based on a vision of social reality as a constantly evolving 

property of individual percep5ons and aiming to obtain an "internal" perspec5ve on the 

phenomena studied. This induc5ve approach allows us to start from specific cases and then 

generalize the results. We look for similari5es and links that merit further explora5on.  
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The qualita5ve method simplifies the collec5on of rich narra5ves from par5cipants and 

offers the opportunity to deepen and interpret the data collected. 

In comparison, we choose to not go with the quan5ta5ve methods as some limita5ons 

applied. Indeed, the quan5ta5ve method ocen tends to reduce the complexity of the 

phenomena studied by reducing them to measurable variables (Creswell, 2013).  

Furthermore, it can have difficulty in capturing the context in which the phenomena studied 

occur. As our research is concerned with theories, themes or concepts emana5ng from 

par5cipants, we could not opt for a qualita5ve approach, as this tends to limit par5cipants' 

response op5ons, which may not fully reflect the diversity of experiences and opinions 

(PaKon, 2015). 

4.4 Semi Structured Interviews Process 

Before star5ng the semi-structured interviews with the ten par5cipants, a pilot test was 

carried out with five nego5ators so that the ques5ons could be adjusted if necessary 

(appendix number 1). For this pilot, semi-structured interviews were conducted online using 

the Teams applica5on. Open and closed ques5ons were asked in order to gather as many 

responses as possible and to obtain detailed informa5on on the par5cipants' profiles. 

Ques5ons on demographic aspects were crucial for assessing the relevance of the sample. In 

addi5on, ques5ons on specific concepts or theories allowed us to determine whether it was 

necessary to add defini5ons or explana5ons before asking the ques5ons. The pilot test was 

useful for exploring new ideas for the research and also confirmed the choice of data 

collec5on method, which subsequently influenced the direc5on of the research.  

Kvale (2006), states that the qualita5ve research interview has become a sensi5ve and 

powerful method for inves5ga5ng subjects. For this reason, we choose to conduct semi-

structured interviews to obtain detailed answers (Richards and Morse, 2007) while leaving 

some freedom to the interviewee (Gagnon, 2012). Another jus5fica5on for using qualita5ve 

analysis lies in the collec5on of personal tes5monies and the explora5on of new ideas/

concepts. Indeed, during verbal or non-verbal interac5ons, nego5ators can provide 

informa5on that is not necessarily covered in the literature review. In this way, the 

par5cipants' perspec5ves are authen5c, unlike in quan5ta5ve analysis. 
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To decide which interview technique to use, we studied the four proposals offered by 

PaKon's (1980), namely: informal conversa5on interview, interview guide approach, 

standardized open-ended and closed quan5ta5ve interviews. Given our literature, we 

analyze two main areas: the cultural elements and the course of the nego5a5ons, as well as 

their interconnec5ons and their poten5al impacts on the outcome of the nego5a5ons.It is 

for this reason that we used the second interview guide approach, where all the par5cipants 

were asked the same ques5ons in the same order, so as not to influence their responses. 

This technique was the best op5on, as it allowed us to maintain a certain flexibility in the 

responses, but also from the researcher's point of view, as the researcher could delve 

deeper into certain subjects that emerged during the interview, allowing for an in-depth 

explora5on of the relevant themes. 

The interview guide was developed following the literature review and the development of 

the conceptual framework. (appendix number 2). The main elements retained in the 

literature made it possible to define themes and then analysis factors. The analysis factors 

include several points to be addressed that refer to the company, the nego5a5on strategy 

used for interna5onaliza5on, cultural distance, diversity management, the impact of 

diversity management on the nego5a5on strategy used. 

4.5 Data Collection 

Prior to interviews: 

We will ini5ate contact via email with five nego5ators from the Chinese company CIB and 

five nego5ators from the French company CAA. The par5cipants will be selected based on 

professional connec5ons. They are male and female nego5ators with at least five years' 

experience in the insurance industry. The email will serve as an opportunity to discuss the 

study's inten5ons and outline the subsequent steps (appendix number 3). Following this, we 

will conduct research on the companies and their insurance products by visi5ng their 

respec5ve websites. It will take approximately three weeks to coordinate schedules and 

arrange mee5ngs. Once this period elapses, we will schedule mee5ngs at mutually 

convenient 5mes and dates. 
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On the day of the interviews: 

Each interview will be conducted online via Teams and will occur between February and 

March. Prior to commencing the interviews, par5cipants will be provided with a document 

outlining the confiden5ality of the data, as well as the research objec5ves and benefits. This 

document will be signed electronically. Par5cipants will also be informed of our intent to 

record the interviews for data analysis purposes, to which all will agree. The interviews will 

be recorded using Teams' recording feature and will proceed naturally for approximately 35 

to 40 minutes. 

AHer the interviews: 

Following the interviews, the audio recordings will be promptly saved on a personal 

computer and secured with a password. Subsequently, the data will be reviewed and 

analyzed to derive insights and present the results. Transcrip5on of all interviews will be 

completed by the end of March (appendix number 4). 

4.6 Sampling Process 

In this part, we will present the companies recruited for our study, the method of data 

collec5on and their collec5on. The research project focuses on insurance and banking 

companies that already have interna5onal ac5vi5es. This strategy was favoured because it 

requires frequent interac5ons between companies and a nego5a5on process in order to 

reach sa5sfactory agreements. It therefore implies a real collabora5on leading individuals to 

confront their cultural differences.  

In the par5cipant selec5on process for this thesis, we opted to use the non-probability 

sampling technique (Pace, 2020). This approach allowed us to select a specific group of 

par5cipants with characteris5cs relevant to our research topic. Unlike probability sampling, 

which involves random selec5on of par5cipants, non-probability sampling offered us the 

flexibility to target specific individuals who had exper5se, experience or perspec5ves 

relevant to our study. By iden5fying and selec5ng key individuals or experts in the field, we 

were able to gain diverse and in-depth perspec5ves that enriched our analysis and 

conclusions. For this reason, companies were iden5fied from two sources of informa5on. 

Ini5ally, benefi5ng from a contact in one of the companies, we were able to have the 
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contact details of the people in charge of the interna5onal development of the company 

CAA France. The contact was made by email directly. The leaders were informed of the 

process, so the approach was easier. This first approach was carried out in February 2024, 

with the five contacts given in the French company. 

Wishing to meet a higher number of nego5ators, another contact was made by telephone, 

in order to collect five other nego5ators in the Chinese company CIB. It is important to 

emphasize that it is much more difficult to present and approach a company for such a 

contactless project. Also, in most cases, people replied that it was beKer to expose the 

project by email for lack of 5me or the person concerned was not present. All these steps 

were carried out from January to February. Some inclusions criteria were necessary to be 

part of the study. We chose to have a sample composed of experienced nego5ators and 

decision-makers from the banking and insurance sector, in France and China. The sample 

consists of ten interviews, which were conducted online via Teams. We interview 

professionals, men and women, with at least five years of experience, addressing issues 

specifically focused on the subject, such as: Can you iden5fy specific challenges related to 

cultural differences in the nego5a5ons between France and China? Have you encountered 

situa5ons where cultural misunderstandings have had an impact on the progress of the 

nego5a5ons? A group of ten par5cipants was deemed suitable, considering the limited 5me 

constraints within the scope and 5meframe of the study. 

Ethnically, collec5ng data from interna5onal nego5ators can pose a threat to the companies 

concerned, in par5cular because certain nego5a5on strategies can be revealed. Therefore, 

we ensure confiden5ality, especially anonymity of respondents. There is no conflict of 

interest related to this study. We chose to assign pseudonyms to each company as a 

precau5onary measure to preserve the confiden5ality of par5cipants throughout the study. 

For data analysis, thema5c analysis is used to iden5fy paKerns, themes and categories in 

qualita5ve data. As men5oned earlier, this induc5ve approach will allow themes to emerge 

directly from par5cipants' narra5ves. Rigorous coding and constant comparison techniques 

will be applied to ensure both internal and external reliability and validity of the analysis 

(Gagnon, 2012). 
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4.7 Ethical Considerations 

Research ethics involves safeguarding the welfare and rights of human par5cipants involved 

in a study. As we planned to as humans, we had to ensure compliance with ethical 

standards, a formal document issued by NCI was put in place to obtain verbal consent and 

wriKen authorisa5on from all par5cipants prior to their involvement in the research. This 

involved distribu5ng a consent form detailing the purpose of the study, the nature of 

par5cipa5on and guarantees of confiden5ality and anonymity. In addi5on, ethical 

considera5ons were built into the research methodology to take account of any poten5al 

risks or harm to par5cipants. These include measures to protect sensi5ve informa5on, 

preserve data confiden5ality and minimise any poten5al psychological or emo5onal distress. 

Through these ethical considera5ons and procedures, the research aims to maintain the 

principles of integrity, respect and beneficence in its conduct and outcomes. 

4.8 Analysis Of  The Data  

We conducted interviews with ten par5cipants acer obtaining consent, using audio 

recording for data capture. Thema5c analysis was then employed, with careful review of 

notes and transcripts before coding and theme extrac5on to ensure comprehensive 

coverage of relevant informa5on. 

Thema5c analysis was chosen for its detailed representa5on of data and ability to uncover 

implicit rela5onships between responses. An induc5ve approach was adopted, allowing 

themes to emerge directly from the data without predetermined frameworks. This approach 

provided space for par5cipant expression beyond literature review concepts, although our 

analysis was inevitably influenced by theore5cal perspec5ves. 

This approach requires careful scru5ny of the par5cipants' responses, as well as methodical 

prepara5on by the researcher, following the different phases defined by Braune and Clarke 

(2006): 
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- Phase 1: Familiarising yourself with your data  

Before delving into data explora5on, we transcribed the informa5on manually to facilitate 

thema5c analysis, a crucial phase in interpre5ve qualita5ve methodology (Bird, 2005: 227). 

This transcrip5on aimed to retain relevant informa5on from verbal narra5ves and adapt 

them to our analysis objec5ves (Edwards, 1993). Repeated readings familiarized us with the 

data's depth and breadth, allowing us to detect emerging paKerns early on. These paKerns, 

influenced by par5cipant responses and guided by literature theories, formed the analysis 

founda5on. Due to the 5me-intensive nature of data reading, we limited the sample size to 

ten par5cipants, aiding in idea organiza5on and laying the groundwork for formal coding. 

The dynamic coding process evolved based on paKerns iden5fied during data familiariza5on 

- Phase 2: Genera5on of ini5al codes 

Phase 1 yielded preliminary schemas, helping us iden5fy key ideas in the data per5nent to 

our research ques5on. This led us to generate ini5al codes, which serve as markers 

iden5fying data features—whether seman5c or latent—that are relevant to our analysis. As 

illustrated below, we organized our data into meaningful clusters, adop5ng a theory-driven 

approach to coding. Thus, we approached the data with specific ques5ons in mind around 

which we wished to code. 

Table 11: Example of  initial coding table 
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- Phase 3: Searching for themes  

Acer ini5al coding and data compila5on, we moved to phase 3: transi5oning from code-

based to theme-based analysis. Our goal was to cluster codes into poten5al themes, such as 

the overarching theme of interna5onal ac5vity. We facilitated this process using tables with 

brief code descrip5ons, as shown in Table 2 below: 

Table 12: Description of  codes 

Once completed, we derived main themes and sub-themes. At this point, we had an 

indica5on of the significance of individual themes, as depicted in Table 3: 

Table 13: Example thematic coding table 
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- Phase 4: Reviewing of themes 

Acer developing themes, we refined them to ensure quality and avoid redundancy, using 

PaKon's criteria (PaKon, 1990). This process involved two stages: ini5ally reviewing 

coherence within coded data extracts, then evalua5ng relevance across the en5re dataset. 

We aimed to maintain consistency and clarity within themes. 

Table 14: Refinement of  themes 

 

 

- Phase 5: Defining and naming theme 

For each individual theme, we analyzed them, delving into the story it conveyed and its 

pivotal role in our research. This step allowed us to drac working 5tles for the themes:  

- Interna5onal Ac5vity 

- The influence of the language on nego5a5on process (Bergeron, 2001) 

- The influence of the culture on nego5a5on process (Hofstede, 1980, 2001) 

- The influence of cultural distance on nego5a5on process (Schneider et Barsoux, 2003) 

- The influence of the strategy used during the nego5a5on process (Lemaire, 2013) 

- Phase 6: Wri5ng the report 

The final step entails cracing a concise, coherent narra5ve is the final step, seamlessly 

integra5ng iden5fied themes to present a compelling story that demonstrates the analysis's 

significance and credibility, supported by relevant data extracts. 
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4.9 Reliability And Validity Of  The Research 
We first made sure that, among the selected cases, we can find possible varia5ons rela5ng 

to the key elements of the interview guide. The fonc5on of the researcher is important 

when collec5ng and interpre5ng data (Gagnon, 2012). It can effec5vely influence the 

reliability and validity of the research.  

Reliability can be internal and external. The former ensures the transferability of results to 

other researchers. Indeed, for Lincoln and Guba (1986), the narra5ve data around a context 

allow to obtain similari5es with other researchers. In our study, the narra5ve was used to 

describe the behaviour of nego5ators and their techniques used without aiming at 

generaliza5on (Gagnon, 2012). External reliability allows independent researchers to achieve 

the same results if they adopted the same approach (Gagnon, 2012). Given the 5me 

constraints imposed by the research and the lack of availability of nego5ators, we were 

unable to demonstrate this external reliability.  

Validity in research encompasses three elements: internal validity, external validity, and 

construct validity (Gagnon, 2012). Internal validity ensures the strength of the case study by 

accurately describing and iden5fying the phenomenon studied (Gagnon, 2012). We ensured 

this through clarifica5on, precision of terms, and detailed case descrip5ons. External validity 

concerns the generaliza5on of results (Gagnon, 2012), which is a weakness in case studies. 

According to Yin (2003), it's crucial for cases to represent reality in rela5on to the elements 

studied. Our research addresses this by ensuring data sources and respondent iden5fica5on 

align with our research objec5ves. Study subjects and data collec5on procedures are 

elaborated in subsequent sec5ons. 

4.10 Limitations 

However, it is important to note that collec5ng qualita5ve data can be challenging. Access to 

informa5on may be limited due to data confiden5ality or contact availability. Moreover, the 

reliability of the data collected will largely depend on the transparency and honesty of the 

respondents. It is important to consider these challenges when designing the study and 

collec5ng data to ensure the validity of the results. 
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Chapter 5: Findings and 
Analysis 

As men5oned earlier, it becomes clear that knowledge of trading partners is an essen5al 

part of the overall nego5a5on process, in line with Toffler’s view that trade nego5a5ons play 

a central role in an integrated system of value crea5on, dependent on the growing exchange 

of data, informa5on and knowledge (Toffler, 1994). Nego5a5on, fundamentally a form of 

communica5on, involves en55es discussing common and conflic5ng interests to achieve 

mutually beneficial agreements (Hollensen, 2008; Danciu, 2010). Interna5onal affairs, 

according to Popa (2001), are communica5on processes between partners from different 

countries, with nego5a5on and communica5on being common elements in various 

defini5ons. Culture significantly influences communica5on in trade nego5a5ons, impac5ng 

every aspect from prepara5on to execu5on, including commercial discussions, rela5onships, 

and strategic approaches (Popa, 2001; Hollensen, 2008; Danciu, 2010). Comme nous 

u5lisons une approche construc5ve, les findings were directed by the data. This is why we 

made the choice to organise the results according by the research ques5on.  

We will analyze the results through the use of figures present in the conceptual framework, 

through which the impact of cultural differences that French and Chinese companies 

encounter during their interna5onal business prac5ces are studied. As our memoir focuses 

on the world of insurance, we will mainly study the impact of two selected companies that 

we will call CAA (French company) and CIB (Chinese company). 
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5.1 - Results Presentation C A A 

5.1.1 Presentation of  CAA 

The table below contains informa5on from the interviewees' responses, outlining the 

demographics of the CAA business. 

Table 15: Table of  participant demographics - CAA company 
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5.1.2 Key findings and Peripheral findings of  CAA 

The presenta5on of the results concerning the company CAA allowed to scru5nize the 

behavior of the French nego5ators during the interna5onal nego5a5ons, highligh5ng the 

influence of certain key factors.  

The table below provides a summary of the main conclusions drawn from par5cipants' 

responses. A detailed version is presented in the following sec5on.  

Table 16: Summary of  the main results highlighted by participants' responses 
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Elements considered peripheral are generally those that do not contribute directly to the 

specific research ques5on (Johnson, R.B. & Onwuegbuzie, A.J., 2004). The following points 

are taken from the par5cipants' responses following the interviews.  

Table 17: Summary of  the main peripheral findings highlighted by participants' 
responses 
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5.1.3 International Activity  

The data underscored the significance of nego5a5on strategies in interna5onal ac5vi5es, 

making interna5onal ac5vity a key finding from the data analysis. Indeed, as the research 

focuses on nego5a5on strategies in the context of firms' interna5onal expansion, 

interna5onal ac5vity itself is a central element of our study. Indeed, many companies have 

to develop their ac5vi5es abroad (Cox and Blake, 1991), which leads to changes in business 

prac5ces given the contacts between individuals located in different spaces (ScoKo, Loth and 

Tiffon, 2014). The idea is to understand how nego5ators turn a foreign market into a 

business opportunity. In order to offer a quality assurance product at a compe55ve price, 

the company, not only with a presence in France, has decided to open interna5onally with a 

presence through several subsidiaries in more than ten European countries. According to the 

nego5ators, opening up to the interna5onal market allows the company to differen5ate 

itself from its compe5tors but also to diversify its offer to meet the needs of the target 

popula5on even more. In other words, its development allows it to win as many contracts as 

possible, and develop several compe55ve advantages. Some CAA nego5ators say: 

“Our wide range of insurance products and well-established global network are part 

of the company’s compe88ve advantages.”  

‘’Interna8onal expansion goes beyond merely extending geographical reach; it 

necessitates strategic nego8a8on to secure contracts, cul8vate compe88ve 

advantages, and flourish in a global terrain. Just as nature adapts and evolves to 

thrive in diverse ecosystems, businesses must nego8ate adeptly to navigate the 

complexi8es of interna8onal markets, leveraging their strengths to seize 

opportuni8es and sustain growth’’ 

Others even talk about more technical compe55ve advantages: 

’’It is the exper8se in risk management and customer services, and also the ability to 

innovate by developing unique digital offers in the insurance market that allow us to 

generate compe88ve advantages’’.  
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According to Higgs (1996), prior to developing compe55ve advantages, businesses must 

effec5vely iden5fy their market, enabling them to mi5gate poten5al nega5ve outcomes in 

interna5onal rela5ons and leverage the value created by the resources inherent in each 

culture (Chevrier, 2003a). For CAA, this market iden5fica5on is indispensable. The CEO in 

charge of CAA’s interna5onal development, as well as one of the nego5ators present at the 

talks, told us that he had used several techniques to iden5fy the target markets: 

“There are several ways to iden8fy target markets, but at CAA we prefer a 

combina8on of market research, analysis of economic, demographic and regulatory 

trends, but also feasibility studies that we carry out in parallel with an external firm.”   

Two other nego5ators also agreed that even before iden5fying target markets, it was 

essen5al for them to take into account the specific needs for financial protec5on and 

insurance in each country, as well as local compe55on. The integra5on of cultural codes is 

another key finding as part of the study (Hall, 1984). Indeed, gradually, CAA gained 

interna5onal presence and then strategically distributed to meet the needs of customers in 

different geographic and cultural markets. 

“One of my colleagues and I have encountered internal and external barriers. Among 

the internal obstacles, CAA had to adapt its organiza8onal structures, opera8onal 

processes and human resources to meet the requirements of the Spanish market. 

Externally, CAA has faced complex regula8ons, cultural differences, and language 

barriers.” 

While barriers may pose a threat to a company’s growth, it is noteworthy that opinions on 

the subject are mixed. Indeed, other French nego5ators argue that the difficul5es 

encountered during CAA’s interna5onal development cannot be qualified as barriers.  

“We at CAA have a high tolerance for risk and these challenges are part of the 

process of opening up interna8onally. We are also aware that barriers in most of the 

8me, socio-cultural, can easily be managed since first of all CAA ensures that 

employees speak good English.” 
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Everyone agrees that when nego5a5ng in an intercultural context, it is important to adapt 

behaviour to incorporate knowledge of other cultures, customs and the cultural codes used 

(Davel, Dupuis and Chanlat, 2008). As one par5cipant put it :  

‘’While a[ending a professional training session, I found Hall's insights on cultural 

codes to be highly relatable. Adap8ng to cultural nuances has been invaluable in 

naviga8ng intricate interna8onal nego8a8ons, helping us iden8fy market 

opportuni8es more effec8vely and establish mutually beneficial agreements’’. 

Similar to the other par5cipant's observa5on, it appears that cultural codes hold significance 

throughout the nego5a5on process, with dimensions such as Higgs' and Hofstede's s5ll 

evident even during work training sessions. 

"As a nego8ator, I've learned that incorpora8ng cultural codes into our approach is 

crucial for interna8onal success. Understanding cultural nuances, as emphasized by 

Higgs, helps us mi8gate risks and leverage diverse cultural resources." 

The offer of training within the company contributes to enrich its human capital, thus 

strengthening its long-term presence in its interna5onal expansion (Kamanzi, 2006). The 

resources given to employees in the form of training, workshops, etc., facilitate the opening 

to new foreign markets. This is another key finding highligh5ng the necessity to organise 

training within the company. A par5cipant men5ons the fact that having taken a training 

course helped him to take account of his cultural codes and therefore to overcome his 

barriers more easily:  

"As someone who nego8ates regularly in interna8onal business, I can confirm the 

importance of cultural codes in nego8a8on se_ngs. Incorpora8ng cultural 

understanding into our nego8a8on strategies has been essen8al for establishing 

effec8ve communica8on and fostering trust with our interna8onal counterparts’’ 
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Other factors, facilitated their opening. For example, CAA’s solid reputa5on as a trusted 

financial ins5tu5on, and insurance exper5se, as well as its ability to adapt to the local 

specifici5es of each market, have been key success factors for its development.  However, 

cultural differences, changing regula5ons and increased compe55on have also posed 

challenges throughout the interna5onal expansion as previously men5oned for the Spanish 

partner Abanca.  

5.1.4 Cultural influences encountered during international activity 

5.1.4.1 The influence of  the culture on negotiation process 

The role of culture appears as a recurring concept in all the responses of French nego5ators. 

We observe that this influence is manifested in various contexts such as business contacts, 

friendly or professional rela5onships, as well as in business discussions involving technical 

and commercial aspects.  The results presented here closely match the classical defini5on of 

culture proposed by Kroeber and Kluckhohn (1952), which highlights the way of thinking, 

feeling and collec5ve reac5on within a human group. Moreover, their claim that tradi5onal 

ideas and values form the essence of culture, reinforced by Hofstede’s research (1980, 

2001), fits perfectly with our observa5ons. Thus, culture is a key finding of data analysis. One 

nego5ator say:  

“In our day-to-day work, the perceived cultural differences in the target markets 

significantly influence the prepara8on and planning of our interna8onal nego8a8ons. 

We have to constantly adapt so that we can synchronize with the culture across the 

way.”  

Another par5cipant emphasized the importance of culture as a key element, saying: 

“My experience as a nego8ator confirms the crucial importance of culture in the 

nego8a8on process. In fact, culture shapes the way of thinking, I have no8ced 

throughout my work that each culture has its own values and beliefs that influence 

the way business is conducted.” 
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To integrate the culture of the other party, several of them focus on very specific aspects: 

“We thoroughly analyze the norms, values and social behaviours prevailing in each 

target market.” 

This understanding directly influences the nego5a5on strategy used, since it systema5cally 

changes the way French nego5ators manage their 5me and 5me pressure, adap5ng the 

nego5a5on space. For example, one nego5ator spoke of his experience with two partners in 

two different countries: Abanca in Spain and Credit Agricole CIB in Germany.  

“To give you an example, in Spain, the 8me approach is flexible, so we are necessarily 

adop8ng a more flexible approach regarding nego8a8on deadlines etc. Whereas in 

Germany, there is a rigorous approach to punctuality. Moreover, the Germans a[ach 

great importance to punctuality and expect mee8ngs and nego8a8ons to begin 

exactly at the agreed 8me.” 

According to each culture, there remain concrete dis5nc5ons produced by the group  

of individuals (Kroeber and Kluckhohn 1952). Family, educa5on, poli5cs, legisla5on, norms 

of behaviour are elements that influence culture (Hofstede, 1980, 2001; Chevrier, 2003a).  

As we can see in the results below, nego5ators know how essen5al it is to adapt and to 

ensure that they include members who have specific cultural exper5se or language skills 

relevant to each target market.  There is a dis5nc5ve culture in France: 

“At CAA, we value people-to-people rela8onships and are once again open to 

adap8ng the rules to the situa8on.” 

‘“In my job as a nego8ator, I see concrete differences in each culture almost every 

day. We see things differently because aspects such as family, educa8on, or social 

norms play a major role in the forma8on of culture, and differ greatly from one 

country to another.” 
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Finally, regarding the influence of culture on the nego5a5on process, all the par5cipants 

affirm that cultural percep5ons of trading partners have a significant impact on the 

dynamics of nego5a5ons in the context of interna5onal banking insurance. The nego5a5ng 

situa5on, including elements such as 5me and 5me pressure, the dimensions of the 

nego5a5ng team, the nego5a5ng space and available informa5on, are real key findings from 

data analysis as they are all influenced by cultural percep5ons (Hall, 1990). For example, in 

cultures where decisions are made collec5vely, the decision-making process may take longer 

and involve extensive consulta5on with various stakeholders. For some nego5ators:  

“Time is not counted, it is a benchmark and it is shared. Spontaneity is appreciated 

and work is focused on people.” 

“In France, we adopted an individualis8c approach, where our personal interests take 

precedence over those of the organiza8on. At CAA, employees are more encouraged 

to make decisions independently and follow their own vision.”  

The results above support the literature in which the recogni5on of cultural differences are 

determinant to establish a rela5onship of trust (Meier, 2010).  French nego5ators show the 

importance of personal rela5onships, saying : 

“Rela8onships are based on trust and they integrate the personal sphere into the 

professional se_ng”. 

“In fact it is simple, by crea8ng a climate of trust, a coopera8ve rela8onship can last 

over the long term and this reac8on over the long term is what is called ul8mately 

long-term synergy”. 

The term cultural synergy is also a key element in research.  
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5.1.4.2  The influence of  the language on negotiation process 

It is important to note that the results obtained suggest that behavior and expecta5ons in 

nego5a5ons are strongly influenced by cultural variables such as aotudes, communica5on 

styles and non-verbal expressions. For the French, verbal language is only part of the 

message but it s5ll represents a key finding as part of the research (Walker,2003).  One of 

the nego5ators told us about his experience in China: 

“China and Japan are countries with a culture with a strong context, which is why 

they promote implicit and oben contextual communica8on. For example, the non-

verbal aspects of communica8on, like gestures etc., are very important there.” 

These cultural differences affect the way nego5a5ons are conducted and their outcome.  A 

communicator who has a high degree of rela5onship dependency may respond “Yes” to a 

request, but the tone of their voice, aotude or non-verbal language may suggest that their 

response is “Maybe” or “No”. According to Walker (2003), French people generally rely on 

explicit facts rather than implicit facts to communicate informa5on. To understand the 

overall impact of the wording on the nego5a5on process, we interviewed the nego5ators 

using various ques5ons. First, all agree that linguis5c differences between low- and high-

context cultures can have a significant impact on how messages are interpreted and 

perceived in interna5onal nego5a5ons in the field of banking insurance: 

“French is s8ll the nego8ators' preferred language, but here the majority speak 

English and German.” 

“It is well known that in France we favour a fairly direct communica8on and an 

instrumental style’’. 

We tried to beKer understand what the nego5ator meant by direct communica5on and 

instrumental style. This one answers us in this type of communica5on, we focus on the 

problem, we are pragma5c, impersonal and oriented towards a solu5on. Thus, the ‘what’ 

takes over the ‘how’. In other words, the content of the message is more important than 

how it is delivered.  
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Like it before, language is a small part of communica5on. French tends to use many 

expressions or metaphors to express itself, which can some5mes be perceived as too 

indirect or evasive by the counterpart. Regarding non-verbal language varia5ons, such as 

gestures, facial expressions and posture, all are aware that this can significantly affect the 

dynamics of nego5a5ons between partners from linguis5cally different cultures in the field 

of interna5onal banking insurance. For example, one of the nego5ators recounted his 

experience in China during the visit of a financial partner.  

“It is true that the French express their emo8ons openly, oben manifested by a warm 

temperament in our interac8ons. Chinese culture, for example, places great 

importance on non-verbal signals to express their emo8ons and inten8ons. So we 

must remain vigilant on this point. For example, a nod or smile can be interpreted 

differently depending on the culture, which can lead to misunderstandings etc.” 

To avoid these misunderstandings, CAA adopts a verbal and non-verbal communica5on 

strategy based on the linguis5c specifici5es of the cultures involved in interna5onal 

nego5a5ons to op5mize the chances of success and reduce cultural misunderstandings.  

“In terms of strategy, and nego8a8on with China, we are adop8ng a more implicit 

language by pu_ng more emphasis on non-verbal signals to convey informa8on. It is 

important to note that a good nego8ator chooses strategies and tac8cs based on the 

actors and the context.” 

5.1.4.3 The influence of  cultural distance on negotiation process 

The literature support that predominant cultural differences in interna5onal sales 

nego5a5on, which could influence verbal and non-verbal language, can have a considerable 

impact on the process itself and its outcome (Davel, Dupuis et Chanlat, 2008). First, 

differences in cultural distance are a key finding from data analysis as they can have a 

significant impact on flexibility and rigidity in discussions, in par5cular with regard to 

business decisions and trade-offs in the context of interna5onal banking insurance.  Two 

nego5ators says: 



66

“When we nego8ate with the Chinese partner, we must give great importance to 

status and personal rela8onship since China has a high context culture and France, a 

low context culture, it is important to adapt so as not to make discussions more rigid 

in terms of concessions and compromises, for example.  

“Our director oben reminds us to highlight our cultural competencies, which is a key 

element of managing cultural diversity and to feel cultural empathy in every 

nego8a8on.” 

Another key element is to take into account the context of the country in which we are 

nego5a5ng. Low-context crop nego5ators can take a more pragma5c and logical approach to 

making business decisions, which can lead to more flexible discussions and faster 

compromises. Mintu-WimsaK (2002) argues that although studies of the rela5onship of 

personality traits to bargaining paKerns have produced non-homogeneous results, the 

incorpora5on of cultural context might provide some interes5ng results. Indeed, as the 

results moderate the effect of the cultural context is a key finding from data analysis where 

the conclusion suggests that the context moderates the rela5onship between the nature of 

the nego5ator and the resolu5on of concilia5on problems. Concessions and agreements 

therefore depend on the influence of cultural factors. Nego5ators from different cultures 

have different approaches to making concessions. Nego5ators from low context cultures are 

likely to use logic, while individuals from high context cultures are more likely to use custom 

arguments.  

“We have no8ced that from a professional experience perspec8ve in China, Chinese 

nego8ators place great importance on interpersonal rela8onships and the 

preserva8on of harmony. During our discussions, several Chinese nego8ators used 

personalized arguments and took a more indirect approach to express their needs 

and concessions.” 

On the other hand, France, which has a culture with a low context, favours a more direct and 

logical approach. 



67

‘’We emphasize the ability to adapt because in France, we are more inclined to argue 

ra8onally by highligh8ng facts, figures or tangible data to jus8fy our posi8ons and 

concessions’’.  

The outcome of the nego5a5on can take various forms. The final agreement may be in the 

form of an informal agreement, typical of high context cultures, or more formal contracts, 

prevailing in countries with a low cultural context. In addi5on, other nego5ators are 

addressing cultural diversity as a challenge at CAA’s interna5onal opening. Cultural 

differences have created difficul5es, par5cularly in mutual understanding, communica5on 

and building trust with interna5onal partners:  

“To be honest, we have some8mes had misunderstandings or fric8on during 

nego8a8ons because we did not take enough into account the differences in 

percep8on of 8me, and social norms of other par8es.” 

In addi5on, we observe that in most cases cultural expecta5ons of professional behavior and 

interpersonal rela5onships require an adapta5on of nego5a5on strategies and business 

prac5ces to ensure the success of opera5ons to the interna5onal. This adapta5on of 

strategy is a key finding from data analysis.  According to Graham, Kim, Lin et Robinson 

(1988), nego5ators who put a lot of emphasis on persuasion will develop a “win-win” 

strategy. On the other hand, nego5ators who do not aKach importance to this step establish 

a winning losing strategy’’: 

‘“At CAA, we a[ach great importance to the persuasion stage when developing our 

strategy. We see that the win-win strategy is the one that brings us the most success” 

According to some nego5ators, to deal with cultural diversity, several skills are required.  

“When we talk about cultural diversity, we are talking about the ability to 

demonstrate intercultural intelligence. It is even essen8al to understand and 

appreciate cultural differences.”  

Finally, effec5ve and empathe5c communica5on is necessary to establish trus5ng 

rela5onships with partners from diverse cultures. They are key findings because they have   
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the ability to quickly adapt to local standards and business prac5ces which is important for 

success in diverse interna5onal markets. 

5.1.4.4 The influence of  the strategy used during the negotiation process 

There are cultural differences in all elements of interna5onal nego5a5on. Nego5a5on style 

is an invariable element of the nego5a5on process as it represents also a key finding from 

data analysis.  It is influenced by cultural similari5es and differences, since individuals with a 

certain style of nego5a5on come from a par5cular cultural model (Rahim and Bonoma, 

1979). 

“We favour the adapta8on strategy of taking into account the na8onal culture of the 

foreign country in the exchanges. For this, we make sure to take into account the 

sensi8vity of the other, emo8onal mood, body language and verbal signals etc.” 

By adap5ng to these cultural aspects, nego5ators seek to build trust and facilitate 

communica5on throughout the nego5a5on process. However, other French nego5ators say 

they use a compromise strategy in some cases.  

“The compromise strategy was used in our discussions with our German partner 

because they a[ach par8cular importance to jus8ce and equality in the agreements 

concluded.”  

With regard to na5onal nego5a5ons, the strategies used differ considerably, which highlights 

the profound impact of culture on a country’s governance, the values of its inhabitants, their 

principles and behaviours.  

“Our strategy differs depending on where we nego8ate. If we nego8ate between 

French, we use a compe88ve strategy where the nego8a8on rounds are oben less 

structured, with prolonged discussions compared to the German approach, where 

final decisions are made more quickly.” 
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We observe in the way to respond that there is a strong desire among French stakeholders 

to control their environment, and that is inevitably reflected in the way the French approach 

management and professional rela5ons. This characteris5c can also influence the 

nego5a5on process when it involves countries with different cultures, ocen requiring 

adjustments and adapta5ons. As men5oned earlier, interna5onal nego5a5ons require 

careful prepara5on and a thorough understanding of each country’s cultural specifici5es. 

Nego5ators adjust their strategic approach to these differences to avoid misunderstandings 

and promote effec5ve communica5on with our foreign partners. However, these 

adjustments present in some cases specific challenges in the field of banking insurance. 

Indeed, when it comes to managing nego5a5on styles such as avoidance, coopera5on, 

compe55on and compromise, it is essen5al to take into account cultural varia5ons and the 

impact of these styles on the interna5onal nego5a5on process. For example, nego5ators 

need to be aware that in certain cultures, such as those that favour compe55on, the focus is 

on seeking personal gains, which can lead to tensions in discussions. On the other hand, in 

coopera5ve cultures it is important to foster an environment conducive to finding mutually 

beneficial solu5ons. Finally, avoidance and compromise styles can also present challenges, 

as they require delicate management of expecta5ons and concessions. In short, the ability 

to navigate these trading styles while taking into account cultural differences is essen5al to 

ensure the success of interna5onal nego5a5ons in the banking insurance sector. 



70

5.2 - Results Presentation C I B 

5.2.1 Presentation of  CIB 

The table below contains informa5on from the par5cipants' interview responses that 

present the demographic aspects of the CIB company. 

Table 18 : Table of  participant demographics - CIB company 
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5.2.2 Key Findings and Peripheral Findings of  CIB  

The table below provides a summary of the main conclusions drawn from par5cipants' 

responses.  A detailed version is presented in the following sec5on.  

Table 19 : Summary of  the main key findings highlighted by participants' responses 
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The table below shows the peripheral results from the par5cipants' responses during the 

interviews.  

Table 20 : Summary of  the main peripheral findings highlighted by participants' 
responses 
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5.2.3 International Activity 

Chinese insurers have a par5cularly crucial role to play in the face of the major changes 

currently taking place in the country: an ageing popula5on, increasing healthcare needs, 

galloping urbanisa5on and, last but not least, a growing aversion to risk on the part of 

households. In a personalised approach, digital tools and resources are exploited 

comprehensively acer the consultant has reviewed the client's business model to 

understand the client's needs, research objec5ves and available resources (Brown  and 

Tannenbaum 2019). To iden5fy target markets, Chinese nego5ators, unlike French 

nego5ators, used an external consul5ng firm to conduct compe55ve analysis. This difference 

is a key finding from data analysis. 

“It’s very common in China to use a consul8ng firm. This gives us real-8me 

informa8on and, above all, more detailed informa8on about the local market than if 

we did it ourselves.” 

Indeed, Chinese nego5ators aKach great importance to accurate data collec5on and in-

depth analysis before making strategic decisions. In addi5on, the involvement of an external 

consul5ng firm enhances the credibility and legi5macy of the company in the Chinese 

market, which can facilitate rela5ons with local business partners and regulatory authori5es. 

This approach reflects another key outcome of the data analysis, namely that China’s 

preference is oriented towards a methodical and data-driven approach for strategic 

decision-making in interna5onal expansion. This interna5onal expansion has obviously been 

slowed down several 5mes because of various barriers encountered during the development 

of CIB.  

“It is always interes8ng to develop interna8onally, but we must remain vigilant to 

barriers that may arise. For example, during our development on the European 

market, we faced internal barriers related to the adapta8on of organiza8onal 

structures. It was necessary to meet the specific requirements of the English market, 

par8cularly in terms of local regula8ons and business prac8ces.” 
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Rognes (1994) iden5fied that the most important factors in conflict management style are 

the cultural factor and the systemic (poli5cal) factor. Thus, the Chinese must constantly 

adapt. The systemic factor is a key finding as the results from the data highlight the 

importance of adap5ng internal policies. CIB had to review its internal policies, business 

processes and governance systems to comply with US legal and regulatory requirements. 

These same two nego5ators also gave us other examples of internal barriers this 5me 

focused on cultural differences. These barriers are a key outcome of the research as they 

provide a basis for finding solu5ons or developing prac5cal recommenda5ons. The ini5a5ves 

proposed by the Chinese nego5ators enrich the exis5ng literature on this subject. 

‘’The English business culture is very different from ours, since it is focused on speed 

and flexibility, which may require adjustments in the way we approach transac8ons 

and business rela8ons with the English’’.  

Externally, two other Chinese nego5ators cite language differences as external barriers, 

which is another key finding from data analysis.  

“To deal with language barriers are also external barriers to consider, we use 

translators especially when nego8a8ng in the French market. In some cases, it can 

make things easier.” 

The socio-cultural environment also plays an important role as a key finding from data 

analysis (Bergeron, 2001). Indeed, Chinese nego5ators insist that gree5ngs are of great 

importance and are ocen accompanied by respecqul gestures, such as gree5ngs with hands 

clasped in front of the chest (the gesture of Chinese "namaste") or the inclina5ons of the 

head. In contrast, in France, gree5ngs are generally more informal, with a firm handshake 

and direct eye contact. 

‘’It's important to highlight these cultural differences because it helps us be[er 

understand each other and build trust. This trust is key for successful nego8a8ons on 

the interna8onal stage, as it paves the way for open communica8on and teamwork, 

leading to posi8ve results for all involved’’ 
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In terms of external barriers, Chinese nego5ators talk about barriers to entry into fierce 

compe55on in the English or French financial market, where many local and interna5onal 

financial ins5tu5ons are already well established. They say that their English counterparts 

ocen have a long history and a strong presence in the financial market, which gives them a 

significant compe55ve advantage. Faced with this intense compe55on, Chinese nego5ators 

had to adopt aggressive and innova5ve strategies to stand out in the English market 

(targeted marke5ng campaigns, development of differen5ated products and services, etc.).  

“The English market is a bit problema8c now as we have to deal with Brexit and 

adapt accordingly. It is this regulatory uncertainty but also this loss of access to the 

single market that we are facing today, making it difficult for us to provide financial 

services to EU clients.” 

Chinese nego5ators point to the fact that external and internal barriers remain a minority as 

several factors facilitate openness abroad. If we go back to the examples of the English 

market, CIB’s solid global reputa5on as a leading financial ins5tu5on has facilitated the 

opening on English soil.  

“In contrast to the difficul8es we have in the English market, our specialized exper8se 

in certain areas, such as capital markets, deriva8ves and risk management, are in 

high demand in the French and American financial markets, which allows us to 

strengthen our interna8onal presence.” 

Furthermore, CIB possesses numerous compe55ve advantages iden5fied as key findings in 

our data analysis. These advantages enable CIB to excel interna5onally, par5cularly in the 

United States, where the company diligently offers localized support to American, French, 

and English clients. This strategic approach posi5ons CIB as the preferred partner for 

Chinese firms aiming to globalize and for foreign enterprises seeking opportuni5es in China. 
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5.2.4 Cultural influences encountered during international activity 

5.2.4.1 The influence of  cultural on negotiation process 

When we review the responses of Chinese nego5ators on the impact of culture, the 

perceived cultural differences in the target markets have a significant impact on the 

prepara5on and planning of nego5a5ons for the interna5onal expansion of a banking 

insurance company. Some research refers to a posi5ve influence in nego5a5on, 

characterized by the ability to promote construc5ve and mutually beneficial interac5ons 

despite cultural differences. In other words, it means accep5ng the diversi5es of the other 

party and turning them into assets for collabora5on (BreK and Gelfand, 2010). This posi5ve 

influence is a key finding from data analysis and one of the par5cipant tells more about it :  

“We are aware in China that cultural diversity is a richness that is part of our daily 

lives and that it is therefore normal and essen8al to work in the interna8onal market, 

accep8ng the differences of each to make it a strength”. 

In addi5on, Chinese teams are mul5cultural, which is a key compe55ve advantage. Two 

other Chinese nego5ators bounce back on the fact that good management of this cultural 

diversity is necessary for its influence to be posi5ve on the outcome of the nego5a5on. One 

of the par5cipants support this key finding. 

‘’It’s well known that a company that adapts quickly to change, especially when it 

comes to working with other countries abroad, is a company that can more easily 

overcome the external and internal barriers’’. 

‘'We favour a more flexible and consensus-oriented approach, which allows us to take 

the 8me necessary to reach mutually beneficial agreements’’. 

Taking into account the culture of the other goes first of all by understanding it. In addi5on, 

it is important to study whether the culture of the other party is rather individualis5c or 

collec5vist. Naturally, its concepts appeared as key findings from data analysis. 
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“If we take the example of our culture, we are oriented towards a collec8vist culture 

where everyone has a social role within a group”. 

In a collec5ve system, value finds its source in the global discourse of living society, which 

nourishes and trains its members and assumes responsibility for the generated state of 

mind” (Trompenaars and Hampden-Turner, 2004). According to Drummond (2010), 

collec5vist cultures are more faithful to their businesses. In the context of nego5a5ons, this 

can result in a more pa5ent and rela5onship-building approach rather than immediate 

outcomes. Two Chinese nego5ators allude to these concepts based on their own experience. 

‘’French nego8ators, as individualists, privilege their own personal interests and 

objec8ves, seeking to maximize individual gain in nego8a8on. This divergence in 

priori8es has made it difficult, for example, to find common ground and reach 

mutually sa8sfactory agreements.’’ 

Thus, it is essen5al to take into account and respect these cultural differences in order to 

cul5vate a rela5onship of trust, encourage decisions beneficial to all par5es and lead to 

las5ng compromises in the field of interna5onal banking insurance. This no5on of trust, 

which we observed to be significant for French nego5ators, holds similar importance for the 

Chinese. It serves as a catalyst for fostering cultural synergy grounded in enduring 

rela5onships. Finally, regarding the aotude of the nego5a5ng par5cipants, the Chinese 

nego5ators tes5fy that the cultural percep5ons of the trading partners have a significant 

impact on the dynamics of the nego5a5ons in the context of interna5onal banking 

insurance. For example, differences in high- and low-context communica5on styles are both 

key findings from data analysis as it can lead to misunderstandings and fric5on during 

nego5a5ons. 

“For most of our interna8onal nego8a8ons, we mostly adopt indirect communica8on, 

that is, communica8on based on non-verbal signals, facial expressions and social 

contexts to convey messages.” 
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Finally, differences in standards of politeness, aotudes towards 5me and fundamental 

values such as trust and integrity can also influence how nego5a5ons are conducted and 

decisions are made. As a result, cultural sensi5vity and the ability to adapt to the cultural 

norms and expecta5ons of trading partners are essen5al to establishing successful 

rela5onships and concluding beneficial agreements in the field of interna5onal banking 

insurance. 

5.2.4.2 The influence of  the language on negotiation process 

All Chinese speakers men5oned that aotude towards 5me, mimicry, eye contact, body 

language, and language itself are cultural variables that can influence the nego5a5on 

process. All of them represent key findings within the language theme as they allow to fill 

gaps of the literature by providing details in them. According to Chinese nego5ators, 5me is 

ocen seen flexibly, and cyclically. 

“We are less sensi8ve to strict deadlines because, as we said before, we prefer a 

more pa8ent and long-term approach.”  

Some par5cipants elaborated on the dis5nc5ons observed in the United States, where 5me 

is regarded as a valuable and linear asset. Nego5ators tend to priori5ze outcomes and place 

significant emphasis on adherence to schedules and efficiency. Concerning mimicry, Chinese 

respondents emphasized that it symbolizes respect and fosters social harmony. 

“We very easily adopt gestures, facial expressions to create 8es and strengthen 

rela8onships, it is part of our DNA I would say. This cultural variable is equally 

important among the French who consider mimicry as a form of sincerity and 

authen8city.” 

Some nego5ators mimic their counterparts to build rapport and trust. Chinese nego5ators 

emphasize prolonged eye contact, which may be seen as intrusive or impolite in some 

contexts. 
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“We are oben asked how we look, observe, etc. But it is important to know that this 

direct eye contact actually shows a certain modesty and respect towards the 

interlocutors. This contact is also present in the United States to express interest and 

a[en8on.” 

Finally, if we talk about the first contact, a decisive step during the nego5a5on process, 

Chinese nego5ators like when the first contact is formal and reserved. 

‘’We have had to adapt especially in France since it is common to see that the first 

contact is oben informal and open’’. 

To adapt to this language and ensure that this cultural variable posi5vely influences the final 

outcome of the nego5a5on, companies put several strategies in place and we discussed 

some with the five Chinese respondents present. First of all, everyone is unanimous in 

saying that it is necessary to adapt the verbal and non-verbal communica5on strategy to 

op5mize the chances of success and reduce cultural misunderstanding. 

“I no8ced several 8mes in a mee8ng with our US partner, differences in 

communica8on styles. American nego8ators are more direct and expressive in their 

body language and gestures, while we Chinese nego8ators tend to be more reserved 

and subtle in our expression and in our way of ac8ng. Our gestures are more discreet 

and controlled.” 

Similar to the answer of this respondent, another one shared measures to adapt the 

communica5on strategy. 

‘’Adjus8ng your language is likely one of the most effec8ve strategies, as it enhances 

clarity and directness in communica8on, steering clear of metaphors or ambiguous 

expressions that might lead to misunderstanding in certain cultural contexts’’. 
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Another key finding, echoing the sen5ments of the previous respondent, underscores the 

significance of adap5ng body language when required. This involves being more expressive 

through dynamic gestures, alongside maintaining direct eye contact to convey dedica5on 

and engagement in nego5a5ons.  

Finally, another respondent tells us about ac5ve listening, which we thought was important 

to note because it was not men5oned by the literature. 

“We a[ach great importance to ac8vely listening and understanding the needs and 

expecta8ons of our interlocutors, whether American or otherwise. That’s why we 

generally ask open-ended ques8ons and take the 8me to listen carefully to the 

answers to be[er understand perspec8ves and find common ground more easily.” 

This sec5on on the cultural variable of language emphasizes the importance of adaptability 

and cultural sensi5vity in intercultural communica5on in interna5onal affairs. 

5.2.4.3 The influence of  cultural distance on negotiation process 

To study the influence of cultural distance on the nego5a5on process, we rely on the 

par5cipant’s responses. According to Schneider and Barsoux (2003), cultural distance can 

allow individuals to enrich themselves culturally especially if it is large. Indeed, cultural 

distance is a key finding of data analysis where all par5cipants agree that this concept is 

everywhere in their daily work. 

“Yes, cultural distance has a major impact on our interac8ons, so it can promote 

cultural richness, especially when it is significant, but it is also an omnipresent 

element in our daily professional ac8vi8es, which influences our nego8a8ons at all 

levels’’. 

Moreover, they all agree that differences in cultural distance between the par5es involved in 

the intercultural nego5a5on process have a significant impact on flexibility and rigidity in 

discussions, in par5cular with regard to trade decisions and trade-offs. 
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“We had to deal with significant cultural differences, which influenced our approach 

to the nego8a8on. For example, Americans have a high-context culture, and respect 

for authority is important. This observa8on demonstrates that there is a strong 

bargaining status that can influence the percep8on of credibility in nego8a8ons.” 

It is thus common for the Chinese to take a pinch when nego5a5ng with the Americans, to 

ensure that the messages are clear and understood appropriately. In addi5on, another 

par5cipant, bounced back from the previous remarks by adding that the first impression is 

ocen influenced by factors such as respect for hierarchy and social norms. In other words, 

he says that when any nego5a5on must be done, the importance of projec5ng a posi5ve 

and respecqul image is crucial, since it can posi5vely influence the opinion of the other 

party.  

There is also another no5on that was addressed by one of the Chinese speakers, namely the 

no5on of interpersonal aKrac5on, which also plays an important role because this may be 

interpreted and addressed differently by each party due to cultural differences.  

“Our reac8ons in China are based on strong personal 8es where we take the 8me to 

discuss topics unrelated to the business transac8on before any long-term 

coopera8on. This is different, for example, for French or American counterparts who 

place more importance on aspects related to the transac8on itself, such as the quality 

of the product or service and commercial condi8ons, rather than building personal 

rela8onships.” 

Cultural diversity is therefore another key finding from data analysis as it represents a 

challenge when opening up interna5onally. Two par5cipants agreed that cultural differences 

between China and the United States, for example, have led to difficul5es in mutual 

understanding and effec5ve communica5on. Misunderstandings may have arisen due to 

differences in social norms, expecta5ons and communica5on styles. These difficul5es have 

some5mes slowed down the nego5a5on process and required addi5onal effort to build 

trus5ng rela5onships and overcome cultural obstacles.  
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‘’In China, we are inclined to present informa8on selec8vely to protect our image and 

maintain our reputa8on. For example, when nego8a8ng a contract, we highlight the 

posi8ve aspects of the product or service while minimizing or omi_ng the less 

favorable aspects. This prac8ce is not accepted by Americans, for example, who want 

specific details on product characteris8cs, trade condi8ons and compara8ve 

advantages over compe88on.” 

Key findings from par5cipants shed light on the significance of cultural diversity in the 

corporate landscape. One par5cipant emphasizes the importance of certain skills. 

"To integrate cultural diversity into the company, it's essen8al to priori8ze specific 

abili8es. For instance, cultural sensi8vity plays a pivotal role in comprehending and 

honoring the norms, values, and expecta8ons of trading partners from diverse 

cultures’’. 

Another par5cipant underscores the mul5faceted nature of cultural diversity. 

"Effec8ve communica8on across various languages and communica8on styles is 

paramount for establishing clear communica8on channels and aver8ng 

misunderstandings’’. 

Moreover, another par5cipant highlights the necessity for adaptability and an open mindset 

in nego5a5on strategies. 

"Adap8ng nego8a8on strategies according to cultural nuances requires an open 

mind and adaptability. In Chinese culture, persuasion is a cornerstone, oben relying 

on emo8onal appeal or reciprocity to sway the opinions of our counterparts 

posi8vely." 

It is clear to see that in the culture of the seller, like that of the Chinese nego5ators, making 

concessions can be seen as a sign of flexibility and goodwill to reach an agreement. Chinese 

nego5ators may be willing to make concessions during nego5a5ons to maintain good 

rela5ons and foster a climate of coopera5on.  
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‘’In terms of strategy, it is obvious that we consider an agreement mutually as a 

sa8sfactory final result, even if it involves compromises, which is not always the case 

with our French counterparts’’. 

5.2.4.4 The influence of  the strategy used during the negotiation process 

It is clear that cultural differences exist in all aspects of interna5onal nego5a5on. The 

nego5a5on style, in par5cular, remains a constant element of the nego5a5on process and so 

a key finding as part of the research. It is influenced by both commonali5es and cultural 

differences, as individuals tend to adopt a nego5a5ng style that reflects the norms and 

values of their own culture (Salacuse, 1999). The adapta5on strategy is the most widely used 

strategy in China.  

“We a[ach great importance to the emo8onal sensi8vity, body language and verbal 

signals of our interlocutors. The adapta8on strategy is the one that suits us best, 

because we know how to adapt to the behaviour of the other party, in order to meet 

the cultural expecta8ons of foreign trading partners.” 

In addi5on, the focus of the nego5a5on in China is on status and respect for their 

rela5onship. Moreover, it is generally accepted that these nego5ators aKach less importance 

to 5me than their counterparts in Western countries. For example, all of the nego5ators 

recalled. 

‘’We lean towards a nego8a8ng approach known as haragei, which involves 

thoroughly examining all facets of a topic and discussing it mul8ple 8mes to achieve 

a comprehensive understanding of the ma[er at hand’’. 

In contrast, North Americans and other Westerners tend to be short-term oriented and 

prefer a faster approach, aimed at conduc5ng nego5a5ons in a systema5c and effec5ve 

manner. Regarding the role of the par5es in the nego5a5on, Chinese nego5ators agree that 

they are using various strategies to influence the situa5on favorably, while their NorthUS 

give equal rights to par5es and promote the best offer. This dis5nc5on is notable because it 

highlights the differences in behaviour between the Chinese and French nego5ators, the 
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laKer preferring control of the situa5on. Finally, conflict management is also an important 

variable to consider in the company’s strategy.  

“We have observed that the French and American nego8ators do not hesitate to face 

differences of interest directly. On the other hand, our approach favours direct 

language in our exchanges, which demonstrates our willingness to treat poten8al 

conflicts with modesty and respect, rather than through indirect communica8on.” 

These excerpts offer valuable insights into the research, illumina5ng several specific 

challenges encountered by nego5ators in the banking insurance sector when naviga5ng 

various nego5a5on styles, including avoidance, coopera5on, compe55on, and compromise. 

For example, when a Chinese nego5ator meets with a foreign partner using a compe55ve 

nego5a5ng style, this can create tensions and misunderstandings, as Chinese values ocen 

favor harmony and coopera5on, that is, the adapta5on strategy.  

In addi5on, emo5on can also be an addi5onal challenge since culture itself can influence 

social percep5ons, which in turn could affect the way emo5on is expressed.  

‘’We tend to adjust our emo8ons because we are oben said to be rather cold. We are 

used to long periods of silence and reflec8on, which can be difficult to accept for 

nego8ators in developed Western countries, especially those from cultures with a 

weak context, who plan for every poverty’’. 

For another par5cipant, it seems that the concept of personal trust is another specific 

challenge to take into account, which depends on the cultural characteris5cs of the 

nego5ators and can thus gradually influence the course of the nego5a5ons. 

“In our field, personal trust is cri8cal to the success of trade nego8a8ons. That is why 

we are commi[ed to building las8ng rela8onships based on a solid long-term 

founda8on. For example, since the United States is considered an individualis8c 

country, the crea8on and development of personal trust during nego8a8on was more 

complex.” 
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Finally, a further challenge comes to light: avoidance. This challenge can be seen as a lack of 

commitment or seriousness in Chinese culture, while in other cultures it can be seen as a 

strategy for preserving the rela5onship. Thus, by integra5ng cultural differences into the 

nego5a5on process, Chinese nego5ators can overcome these challenges and achieve 

mutually sa5sfactory agreements that preserve rela5onships and foster long-term 

collabora5on. 
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Chapter 6: Discussion of  
Results 

In this part, we will discuss the results of the two companies studied following exchanges 

with the ten nego5ators. Finally, the last sec5on will allow us to propose an improvement of 

the conceptual framework thanks to the addi5onal informa5on collected during the 

exchanges. 

First, the profiles of the French and Chinese nego5ators are different, which highlighted the 

importance of gathering informa5on on the culture of the other party before any 

nego5a5on. French nego5ators favour careful prepara5on, cultural understanding and a 

factual approach in interna5onal nego5a5ons, while their Chinese counterparts aKach more 

importance to emo5onal sensi5vity, non-verbal signals and the preserva5on of long-term 

rela5onships, taking a holis5c and pa5ent approach focused on building personal 

rela5onships. This observa5on makes it possible to establish a certain conformity with the 

literature where according to Schneider and Barsoux (2003), organiza5ons must an5cipate 

the ac5ons and needs of individuals from other cultures in order to be able to share and 

collaborate together. Indeed, we observe through the evidence gathered that this use of 

cultural diversity and its relevant use leads to compe55ve advantages, what is called 

«intelligent management of cultural diversity» Higgs (1996).  However, there are some 

similari5es between the two profiles when it comes to their interna5onal experiences and 

their vision of cultural diversity. Through their interna5onal experiences, they have 

broadened their horizons and integrated cultural differences into their daily lives. This 

strategy refer to the research objec5ve number 3. By iden5fying the differences in 

nego5a5on approaches between French and Chinese nego5ators, we contribute to the 

understanding of cross-cultural interac5ons in interna5onal business, as emphasized by 

Bartel-Radic (2014). 

In addi5on, another important factor to consider is cultural distance, which is a factor 

represen5ng the inability to communicate effec5vely with people from other cultures 

(Davel, Dupuis and Chanlat, 2008). 
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Moreover, diversity can destabilize nego5ators during interna5onal exchanges (Moral, 2007; 

ScoKo, Lot, and Tiffon, 2014). In the case of Chinese nego5ators, the cultural differences 

between Chinese and American nego5ators have widened a gap in the nego5a5on related 

to this cultural distance. Indeed, Chinese nego5ators said they had to change their way of 

doing things because of a culture of high context, marked by a strong respect for authority. 

This adapta5on from the Chinese side highlight the importance of the research objec5ve 1 

where the main goal is to analyse how French and Chinese nego5ators adapt their 

nego5a5on styles to manage cultural diversity in interna5onal nego5a5ons. Moreover, we 

saw that literature presented cultural distance as an interna5onal opportunity if companies 

had the necessary resources. In reality, the tes5mony of the French suggests that too great a 

cultural difference can cause complica5ons for the company, some5mes insurmountable, 

even if they have the financial resources.  

In addi5on, we also note the presence of several barriers related to interna5onaliza5on and 

may represent difficul5es when nego5a5ng business interna5onally. Theses barriers 

highlight some dispari5es that exist in the banking field between France and China 

answering the research ques5on 1 in some way. Indeed, we note that French nego5ators 

face external socio-cultural barriers, par5cularly in adap5ng to the requirements of foreign 

markets and in managing cultural diversity. While for Chinese nego5ators, the challenges 

include internal barriers such as cultural and linguis5c differences, as well as external 

barriers such as intense compe55on and the consequences of Brexit. These barriers must be 

taken into account, as the lack of knowledge about markets, business prac5ces, cultural 

differences in the target countries have a significant influence on the interna5onal success of 

the nego5a5ons (AI-Hyari,  2012; Abdella5f, 2013; Wright, Westhead and Ucbasaran, 2015). 

These barriers are linked to the orienta5on of the company and the profile of the nego5ator 

marked more or less by the will to overcome its barriers or on the contrary to take more 

risks (Baum, Schwens and Kabst, 2013). 

Another characteris5c is the influence of interna5onal experience and its ac5vity on the 

development of companies abroad. Indeed, we note that previous experiences at CAA or 

CIB, have contributed strongly to their success on the interna5onal scene and that for 

French nego5ators, work experience is more conducive to interna5onal success than life 
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experience in foreign countries, which reinforces the comments of some authors 

(Coeurderoy., 2009). These findings allows us to examine the different prac5ces that have 

contributed to the success of CIB and CAA.  

The results also illustrated the importance of intercultural management as a determining 

factor in interna5onal success (De Jong and Van Houten, 2014). Indeed, as stated previously 

in the literature, it aims to improve rela5ons with interna5onal collaborators (Chevrier, 

2003a and 2003b). For both French and Chinese nego5ators, this acceptance of various 

cultures is part of their DNA but also their strategy. This success of interna5onal ac5vi5es is 

induced by the understanding of cultures and constant adapta5on which related again to 

the research objec5ve number 2. 

The exchanges also allowed us to highlight the rela5onship of trust. For example, 

interna5onal markets require a greater degree of confidence than domes5c markets 

(Schneider and Barsoux, 2003). The Chinese favour long-term rela5ons while the French 

orient their rela5onship in the short term. Thus, trust makes it possible to develop las5ng 

rela5onships with employees and thus lead to situa5ons of cultural synergy (Moran and 

Xardel, 1994). Theses differences in rela5onship explains the intercultural management 

prac5ces implemented by CIB and CAA.  

We have observed that intercultural skills are necessary to manage cultural diversity. They 

refer to the core competencies for a manager: strategic, opera5onal, interpersonal and 

linguis5c competencies (Brière, 2015; Pan5n, 2006, 2010; Schneider and Barsoux, 2003) as 

well as an aspect related to the personality of each individual. Strategic skills are important 

and we also noted a slight difference on the most used strategies of each party. The French 

are moving more towards an adapta5on strategy while the Chinese are moving towards a 

persuasion strategy. This difference can be explained by the different needs of the new 

target markets and the different characteris5cs of the na5onal markets. The 

interna5onaliza5on strategy of a company involves the choice of loca5on, the objec5ves to 

be achieved, the priori5es and the vision of the nego5ator (Lemaire, 2013). This point is 

related to the research objec5ve number 3 where the main mission is to iden5fy strategies 

that facilitate nego5a5on between two cultures.  
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The results of interviews with French and Chinese nego5ators reveal significant differences 

in their approaches, aotudes and nego5a5on strategies, mainly due to the deep cultural 

differences between the two groups. One thing is certain: in order to meet these many 

challenges, it is essen5al that Chinese and French insurers focus their efforts on developing a 

broader range of products, on implemen5ng mul5-distribu5on strategies and, lastly, on 

beKer controlling the costs and risks they underwrite. The following sec5on will present a 

new conceptual framework developed following the qualita5ve study. 
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6.1 - Proposed New Conceptual Framework  

In order to beKer understand the results of our study, it is interes5ng to propose a new 

conceptual framework. The figure below outlines and highlights the important aspects 

arising from the analysis of the French nego5ators at CAA and the Chinese nego5ators at 

CIB. 

Figure  21 : New Conceptual Framework based on findings  
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Firstly, the profile of the nego5ator has a central role in the interna5onal business process. 

We have seen it before, it has an influence on the percep5on of the barriers that the 

company can encounter during interna5onaliza5on. Indeed, depending on his experience, 

professional skills and seniority in the company, the nego5ator can remove poten5al 

obstacles during the development of interna5onal ac5vi5es. In addi5on, it refers to the 

percep5on of cultural diversity and how to proceed in an intercultural situa5on. Finally, the 

profile of the nego5ator is related to the intercultural skills that make it possible to 

apprehend cultural diversity. Among the ten nego5ators interviewed, all consider 

intercultural skills to be indispensable in their profession. In other words, nego5ators must 

have an interest in other cultures, curiosity, openness and a taste for encounters 

(Drummond, 2010; Schneider and Barsoux, 2003). 

The company’s interna5onal experience is also seen as a factor that can facilitate a 

company’s interna5onal expansion. A company that has already carried out interna5onal 

ac5vi5es can take a step back and learn from its mistakes but also make other decisions to 

improve the expected result. Companies also need to integrate intercultural management 

strategies into their business model to facilitate the nego5a5on process.  

The process of intercultural management remains iden5cal to that presented in the 

conceptual framework proposed earlier in this thesis. It is a con5nuous management 

method that takes several steps to give meaning to cultural differences. Moreover, 

intercultural management is influenced by the barriers that are encountered during the 

interna5onaliza5on process. It also mi5gates barriers and counteracts these barriers through 

intercultural skills.  

At the same 5me, barriers to interna5onaliza5on and intercultural skills can have a link to 

the development of the rela5onship of trust with the employee.  

Trust is facilitated by managing cultural diversity. Indeed, the adapta5on and integra5on of 

cultural codes allows to establish rela5onships of trust and long term, to develop situa5ons 

of cultural synergies and therefore compe55ve advantages that posi5vely affect the 

company’s interna5onal success.  
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6.2  - Conclusion & Response To Research Query 

Acer analyzing exchanges with ten nego5ators, this study addressed a specific query: to 

comprehend how French and Chinese nego5ators navigate cultural diversity, spotligh5ng key 

differences between these two cultures. CAA and CIB companies, with exis5ng interna5onal 

rela5ons, were studied to glean insights into their strategies. 

Addi5onally, this research underscored the significance of specific factors for success in 

interna5onal endeavors. For instance, it's vital for French and Chinese nego5ators to 

embrace behaviors fostering intercultural management. The analysis also emphasized the 

importance of considering cultural diversity in interna5onal rela5ons, thereby enhancing 

overall success. Comprehending the management of cultural dispari5es is pivotal for gaining 

compe55ve advantages, necessita5ng intercultural skills tailored to nego5ators' profiles. 

Finally, the study iden5fied barriers to interna5onaliza5on, especially from socio-cultural 

factors in host countries and gaps in understanding foreign business prac5ces. These 

obstacles can be overcome with intercultural competencies, highligh5ng their crucial role in 

managing cultural diversity. 

Addi5onally, the research illuminated nego5ators' percep5ons of cultural diversity, revealing 

its impact on intercultural management strategies in companies. Cultural differences can be 

seen as obstacles, advantages, or integral aspects of interna5onal development. Nego5ators' 

diverse experiences, knowledge, and ideologies influence their approach to managing 

cultural diversity, ranging from proac5ve to reac5ve. Nevertheless, there's a widespread 

acknowledgment of the importance of integra5ng cultural differences for success in 

interna5onal collabora5ons. 

The next chapter will present the limita5ons of this study and the conclusion addressing the 

following problem:  



95

6.3 - Limitations Of  The Study 

Our study has limita5ons concerning both the reliability and validity of the collected data. 

The primary constraint is the limited number of par5cipants interviewed. The small sample 

size restricts the generalizability of the conclusions drawn from their remarks 

Furthermore, although we chose to focus on companies in the same economic sector, 

namely the banking sector, our sample could have been more diversified. Indeed, we have 

not managed to include a significant number of French or Chinese companies with 

substan5al management experience in a mul5cultural context. The diversifica5on of our 

sample would have enriched our analysis by allowing us, for example, to compare the 

evolu5on of cultural variables over several years. Furthermore, the 5me constraints faced by 

respondents made it impossible to implement a triangula5on of the data to confirm its 

external validity. However, despite this limita5on, the convergence of par5cipants' responses 

can par5ally mi5gate this gap by enhancing coherence of results.  

Cultural diversity is increasingly found in the daily life of companies. However, there is liKle 

research on the understanding of the management of the phenomenon for companies in 

the field of banking insurance and its implica5on on their interna5onal success.  

Therefore, it would be interes5ng to reproduce this study with a larger number of 

companies and why not with companies opera5ng in different sectors of ac5vity. This would 

confirm the importance of the various factors iden5fied in this study and dis5nguish those 

that are generalizable and those that are considered specific to each company, each country. 

In addi5on, it would be beneficial to beKer understand the role of the nego5ator’s profile in 

the target country, in the intercultural management of his company.  

This role appeared to us to be dominant in the two companies studied, but is it due to our 

research protocol or were the interviews planned only with the nego5ators? Thus, 

interviews with other team members, for example, with leaders, could be enlightening. 
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Chapter 7: General 
Conclusion 

7.1 - Conclusion 

This final sec5on of the work aims to provide a comprehensive assessment of the approach 

taken in this study, star5ng with the ini5al ques5on and leading to the results of the 

interview analysis. The main objec5ve of this research was to explore the influence of 

cultural variables on the nego5a5on process, specifically in the context of an insurance 

product nego5a5on between two countries with dis5nct cultures: China and France. 

The companies CIB and CAA, already opera5ng interna5onally, offered us a unique 

opportunity to seize their ability to adapt to the cultural diversity that characterizes the 

interna5onal context. To this end, we wanted to check how the French and Chinese 

nego5ators manage this diversity and consequently, if each of them adapts some of their 

business prac5ces. From this ques5on, we found several elements of answers. 

The literature review allowed us to iden5fy several key factors that seem to play a crucial 

role in managing cultural diversity in interna5onal collabora5ons. These elements include 

cultural distance, cultural diversity, intercultural management prac5ces (such as cultural 

understanding, staff training, integra5on and learning, and monitoring and adapta5on), the 

crea5on of cultural synergy, interna5onal achievement and compe55ve advantages. The ten 

interviews allowed us to highlight more precisely three factors, determining to conduct 

business interna5onally: an understanding of the profile of the nego5ator of the other party, 

adopt sound management of cultural diversity and use intercultural skills. Although the 

other elements showed a more or less strong link, these three factors are predominant and 

played a central role in the interviews. In our view, they are crucial in explaining the 

behaviour of the two companies involved on the interna5onal scene in the face of cultural 

diversity.   
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However, the iden5fica5on of these factors is not a complete explana5on of the behaviour 

of these two companies. The iden5fica5on of certain links has led to a more precise 

understanding of the management of cultural diversity in interna5onal markets. 

Thus, the general objec5ve of this study, which was to beKer understand the impact of 

cultural variables on the behavior of French and Chinese nego5ators in the face of cultural 

diversity, was achieved. 

Finally, our study, which iden5fies the most influen5al cultural factors in nego5a5on, 

represents informa5on that could be used in the opera5onal defini5on of an effec5ve 

nego5a5on strategy. The managerial implica5ons of our study are developed in the 

following sec5on.  

7.2 - Managerial Implications 
This work is a reflec5on on the behaviour of French and Chinese nego5ators when faced 

with cultural diversity in interna5onal nego5a5on situa5ons. Its interest lies in its ability to 

provide guidance to entrepreneurs considering their first steps on the interna5onal scene, 

par5cularly by focusing on the French or Chinese markets. Analysis of the data indicates that 

possessing intercultural skills is crucial for nego5ators, and the way in which they manage 

cultural diversity depends on their profile. Thus, adap5ng business prac5ces is essen5al for 

success in interna5onal business. 

Obstacles encountered in the interna5onal development process include language 

differences and business prac5ces, highligh5ng a lack of understanding of cultural diversity 

among nego5ators. To overcome these obstacles, an effec5ve solu5on is cultural empathy, 

involving understanding, respect, lack of prejudice, adaptability and experience of living in 

other cultures. 

Furthermore, as highlighted by several studies, including Bird and Osland (2005) and Ferro 

Cortes, Skander and Prefontaine (2017), interna5onal success is fostered by trus5ng 

rela5onships. Trust encourages long-term commitment between the par5es, thereby 

promo5ng beneficial cultural synergies. 
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7.3 - Future Research  

To go further, several sugges5ons are open to this study including developing strategies 

based on the behaviors of nego5ators but also to go further in research by taking into 

account the historical ra5ng of the targeted culture. In other words, would it not be 

interes5ng to look at the historical past of each country, in order to beKer understand and 

iden5fy the nego5a5ng characteris5cs of the Chinese and the French.   
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Appendices 
Appendix number 1 : Pilot Ques9onnaire 
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Appendix number 2 : Interviews Guide  
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Appendix number 3: Recruitment e-mail template for interview par9cipa9on 
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Appendix number 4: Transcript interview example 
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