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Abstract 

Bangladesh geographical location, economic and population fundamentals, has attracted 

foreign direct investment (FDI) that allows it to fully participate in regional and continental 

development based on partnerships with its neighbors especially China. China viewed 

Bangladesh as a crucial and vital partner to its regional development plans especially to its land 

locked western region. These led to Chinese companies entering the Bangladesh economic 

sectors to invest and execute projects. However, there operations faced problems in managing 

the human resources especially the indigenous workers working together with their Chinese 

counterparts. The aim of this research work is to examine the issues and challenges pertaining 

to strategic human resource management in Chinese companies operating in Bangladesh 

business environment across all sectors. This study was limited to the Perception of the various 

HR specialist and Professionals working with the Chinese companies and businesses within the 

various sectors of the Bangladesh business environment. Interviews were used as the mono 

qualitative methodology for this study. The results highlighted the issues and challenging areas 

that influence the strategies required for managing HR in Chinese companies in Bangladesh 

based on similarities and differences, which ultimately affect the human resources management 

in Chinese companies operating in Bangladesh. 
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INTRODUCTION 

Bangladesh is a South Asian country with the world's eighth ranked population with about 

168,065,920 people and the fifth in Asia by population. It shares land borders with India and 

Myanmar (worldometers.info). Nepal, Bhutan, and China are also its close neighbours but do 

not share a border with it (Jha, 2016), but its geographical location is vital to India, Myanmar, 

Nepal, Bhutan, and China. Dhaka is its capital and largest city, followed by Chittagong, which 

has the country's largest port. Bangladesh forms the largest and easternmost part of the Bengal 

region (Eyetsemitan and Gire, 2003). Since 2004, Bangladesh averaged a GDP growth of 6.5% 

that is driven by its exports of ready-made garments, remittances, and the domestic agricultural 

sector. The country has pursued export-oriented industrialization; with its key export sectors 

include textiles, shipbuilding, fish and seafood, jute and leather goods. It has also developed 

self-sufficient industries in pharmaceuticals, steel and food processing. Bangladesh's 

telecommunication industry has witnessed rapid growth over the years, receiving high 

investment from foreign companies. Bangladesh also has substantial reserves of natural gas 

and is Asia's seventh largest gas producer. Offshore exploration activities are increasing in its 

maritime territory in the Bay of Bengal. It also has large deposits of limestone (Daily Star, 2012). 

The government promotes the Digital Bangladesh scheme as part of its efforts to develop the 

country's growing information technology sector. In 2016, per-capita income was estimated at 

US$3,840 (PPP) as per IMF data and US$1,466 – Nominal (Daily Star, 2015). These facts have 

given Bangladesh the potentials to attract foreign direct investment (FDI), and to participate fully 

in regional development in partnership with its neighbors. These economic and population 

fundamentals (see figure 1-1 and 1-2) made Bangladesh an important and strategic partner for 

regional and international development with its neighbours and the continent at large. Such 

development collaborations include: 

i. Bangladesh–China–India–Myanmar Forum (BCIM) for Regional Cooperation; 

ii. Belt and Road Initiative (BRI); 

iii. D-8 Organization for Economic Cooperation. 

iv. The Asia Development Bank (ADB); 

v. The Asian Infrastructure Investment Bank (AIIB); 

vi. The International Monetary Fund (IMF): 

vii. The South Asian Association for Regional Cooperation (SAARC); 

viii. The World Bank (WB); 

ix. The World Trade Organisation (WTO); 

China is being acknowledged to play a leading and significant role in these regional 

development efforts such as the BCIM, BRI, ADB, and AIIB. As such, it viewed Bangladesh as a 
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crucial and vital partner to the success of these collaborations for regional development. These 

led to Chinese companies entering the Bangladesh economic sectors to invest and execute 

projects based on/within these frameworks and the bilateral relationship between the two 

countries. As a market-based economy that is the 43rd largest in the world in nominal terms, 

and 30th largest by purchasing power parity, Bangladesh is classified among the Next-11 

emerging market middle-income economies and a Frontier market. According to the IMF, 

Bangladesh's economy is the second fastest growing major economy of 2016, with a rate of 

7.1% (Dhaka Tribune, 2014; Devnath, 2016). Dhaka and Chittagong are the principal financial 

centers of the country, being home to the Dhaka Stock Exchange and the Chittagong Stock 

Exchange. The financial sector of Bangladesh is the second largest in the subcontinent (ibid). 

According to the World Bankdata, Bangladesh‟s GDP is approximately $250 billion (US dollars). 

The figures below show the population history of Bangladesh and its GDP from 1960 upwards. 

 

 

Figure 1: Population Growth of Bangladesh 

Source: http://www.worldometers.info/world-population/bangladesh-population/ 

 

 

Figure 2: Bangladesh GDP (current US$) 

-

5,00,00,000.00 

10,00,00,000.00 

15,00,00,000.00 

20,00,00,000.00 

1955 1960 1965 1970 1975 1980 1985 1990 1995 2000 2005 2010 2015 2020

Population Expon. (Population)

-50,00,00,00,000

0

50,00,00,00,000

1,00,00,00,00,000

1,50,00,00,00,000

2,00,00,00,00,000

2,50,00,00,00,000

3,00,00,00,00,000

1
9
6
0

1
9
6
2

1
9
6
4

1
9
6
6

1
9
6
8

1
9
7
0

1
9
7
2

1
9
7
4

1
9
7
6

1
9
7
8

1
9
8
0

1
9
8
2

1
9
8
4

1
9
8
6

1
9
8
8

1
9
9
0

1
9
9
2

1
9
9
4

1
9
9
6

1
9
9
8

2
0
0
0

2
0
0
2

2
0
0
4

2
0
0
6

2
0
0
8

2
0
1
0

2
0
1
2

2
0
1
4

2
0
1
6

2
0
1
8

2
0
2
0

GDP (current US$) Linear (GDP (current US$)) Expon. (GDP (current US$))

Source: https://data.worldbank.org/indicator 

 

http://ijecm.co.uk/


© Foysal & Zhen 

Licensed under Creative Common   Page 540 

 

Research Problem 

The Bangladesh economy faces challenges of infrastructure bottlenecks, insufficient power and 

gas supplies, bureaucratic corruption, political instability, natural calamities and a lack of skilled 

workers (Daily Star, 2015). Mahmood and Nurul Absar (2015) concluded that while 

developments in Human Resource Management (HRM) are obvious, but developments in 

different functional areas of HRM are not even. Both high commitment HRM practices 

(development-oriented) and high-performance HRM practices (cost-focused) are now emerging 

to some extent in private sector organizations. The effectiveness of those practices usually 

varies based on industry, sector, markets, and competitiveness of the Bangladesh economy. 

Previous research works has focused on analyzing and improving inter-cultural encounters 

within organizations (Gelfand et al., 2007).  

Cross-cultural challenges warranting Strategic Human Resource Management (SHRM) 

within the human resources or work teams were not new. Black and Mendenhall (1990) opined 

that work-related cross-cultural interactions are not always successful. Studies have found that 

16 to 40 percent of all expatriate managers who are given foreign assignments end these 

assignments early because of their poor performance or their inability to adjust to the foreign 

environment (Baker & Ivancevich, 1971; Black, 1988; Dunbar & Ehrlich, 1986; Tung, 1981). In 

addition, as high as 50 percent of those who do not return early, function at a low level of 

effectiveness (Copeland & Griggs, 1985). Other studies have found that negotiations between 

businesspersons and or executives of different cultures often fail because of problems related to 

cross-cultural differences (Adler, 1986; Black, 1987; Graham, 1985; Tung, 1984).  

In order to understand and improve one's ability to behave effectively in different cultural 

settings, a reliable and valid measure of one's understanding of cultural diversity is essential. 

Until recently, there has been a "gap in our understanding of why some individuals are more 

effective than others in culturally diverse situations" (Ang et al., 2007).In addition, the priorities 

of collaboration across various sectors may differ between the Bangladesh government and the 

Chinese companies. On the government side, there may be sector prioritization, development 

policies, sensitivity of some sectors and regulations (Laws); whereas, the Chinese companies 

may prioritize their return on investment, individual key strength areas, organizational missions, 

targets, objectives and the effects of globalization on international projects or operations. These 

divergent priorities may hinder and influence HR teams, their management, performances, 

successes and failures. Which will ultimately affect the Chinese companies within the 

Bangladesh business environment across sectors. 
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Research Aim, Scope and Delimitations 

The aim of this research work is to examine the issues and challenges pertaining to strategic 

human resource management in Chinese companies operating in Bangladesh business 

environment across all sectors. This study was limited to the Perception of the various HR 

specialist and Professionals working with the Chinese companies and businesses within the 

various sectors of the Bangladesh business environment. 

 

THEORETICAL AND LITERATURE REVIEW 

The nature of the research problem and research aim, which is wholly on the issues and 

challenges pertaining to strategic human resource management of Chinese companies and 

businesses across various sectors in Bangladesh led to review and adoption of organization 

theory, Resource based theory and Performance theory as the focal point for the theoretical 

foundation and conceptual framework. 

 

Organization Theory 

Organization theory developed over many decades with many authors contributing to 

organization theory. Researchers and research works Hatch (2018), Hendrickson (1992), 

attribute the foundation of organization theory to key scholars such as Taylor (1914), Fayol 

(1919), Weber (1922), among others. Organization theory describes the organizational designs 

and organizational structures, relationship of organizations with their external environment, and 

the behavior of managers and technocrats within organizations. It suggests ways in which an 

organization can cope with rapid change” (Taylor, 1914). Current ideas in organization theory 

focus on organizational challenges such as competitive global market or globalization, 

demographic changes, social responsibility, diversity, and technological developments. 

Organizations are complex and varied and apply processes, structure, and decision-making 

differently from each other. Crowther and Green (2004) stated that, “the earliest approach to 

organization theory was based on the assumption that there was a single best way of organizing 

the factors of production, and was brought about by the increasing size and complexity of 

organizations. Initially it was based upon the organization of jobs within the organization but 

later changed to organizing functions either within the organization or within the wider 

environment in which the organization operates”. They described various approaches that were 

applied in organization theory over time. These include, Critical Approach, Postmodern 

Approach, Social Constructionism, and Environmentalism. They observed that organizations are 

an integral part of society and concluded that the problems of organizing is yet to be solved 

despite the extensive development of theory, as each theory only contains a partial solution. 

http://ijecm.co.uk/
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Other authors added that numerous challenges, such as “globalization, diversity, ethical 

concerns, rapid advances in technology, the rise of e-business, a shift to knowledge and 

information as organizations' most important form of capital and the growing expectations of 

workers for meaningful work and opportunities for personal and professional growth”. These 

require new responses or approaches to the problems faced by organizations (Taylor, 1914; 

Fayol, 1919; Crowther & Green; 2004).  Given this explication, it is established that organization 

theory (understanding organization design, structures, relationships, and behavior of managers 

and technocrats within the organization) is necessary when designing solutions for problems 

that affect the organization. It is relevant that each business, terrain, region, country and or 

environment influences how companies operate, perform and survive. As such, they altogether 

assists organizations in executing business plans and realizing business goals. Past projects, 

operations or collaborations provide experiences for new tasks. Organizations must objectively 

evaluate all new tasks for selection and prioritized to be delivered or terminated and or de-

prioritized. This will enable resources allocation to the active and performing projects and 

business components. This applies to all Chinese companies (organizations) operating in 

Bangladesh business environment. It can be concluded from this discussion that there is a 

cohesive relationship between organization theory and Projects, operations, businesses and 

collaboration projects across international borders (Jeffs C., 2008; www.pmi.org; Koskela & 

Howell, 2002).  

 

Resource Based Theory / Approach / View 

The resource-based theory (RBT) comprises a rising and dominant area of the strategy 

literature that addresses the question of an organization s identity and it is principally concerned 

with the source and nature of strategic capabilities. The resource-based perspective has an  

intra-organisational  focus and argues  that performance  is  a  result  of  firm-specific  resources  

and  capabilities  (Barney, 1991; Wernerfelt, 1984).  The  basis  of  the  resource-based  view  is  

that  successful  firms will  find  their future  competitiveness  on  the  development  of  

distinctive  and  unique  capabilities, which may often be implicit or intangible in nature (see 

Teece et al. 1991). Other relevant concepts and literature on RBT includes: 

Strategy  is defined  by  the  firm s  unique  resources  and capabilities  (Rumelt,  1984); 

A potential  of  strategy will sustain  a  profitable  market  position based on an organisation 

capacity  to harness its  underlying  resources  and capabilities (Conner, 1991; as cited by 

Theriou, 2009).Strategy research tries to explain  macro (firm)  phenomena  on  the  basis  of  

independent  variables  that  are  usually  also collective  firm  variables which may be firm  

resources  and  capabilities, organizational  routines (Molina-Azorín, 2014); Firms can create 



International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common   Page 543 

 

and sustain competitive advantages through the collection and integration of rare, valuable, 

inimitable, and non-substitutable resources (Barney, 1991; Sirmon et al., 2011). This theory has 

become important for business, strategic and management research due to its ability to 

deconstruct the sources of a firm's competitive advantage both internally and across 

cooperative partnerships; Operations Management research has continued to develop RBT by 

focusing on the processes within and across firms that can collectively create, or destroy, 

competitive advantages (Hitt et al., 2015). 

Stemming from Penrose's classic work on how firms grow (Penrose, 1959), the 

Resource Based Views (RBV) examines how an organization's resources drive competitive 

advantage. The RBV assumes that resources and capabilities are not uniform across competing 

organizations, and uses this heterogeneity to explain differences in organizational success 

rates. (Killen et al., 2012). According to the RBV, resources that are valuable, rare, inimitable, 

and non-substitutable (VRIN) or valuable, rare, inimitable, and involve organizational focus and 

support (VRIO), form the best basis for sustainable competitive advantage by being difficult for 

other organizations to copy or acquire (Barney, 1991, 2001; Priem and Butler, 2001; 

Wernerfelt,1984). However, only a handful of a company's assets are strategic assets that 

contribute to its competitive advantage (Amit and Schoemaker, 1993; Kraaijenbrink et al., 2010). 

Examples of strategic resources include intellectual property rights, reputation, brand, and 

culture (Eisenhardt and Santos, 2002; Kaplan et al., 2001; Kogut, 2000; Nonaka, 1994). The 

figure below shows how organizational resources interact in RBV concept. 

 

 

Figure 3: Organizational resources interact in RBV 

Source: www.strategicmanagementinsight.com 
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Such strategic assets involve explicit and tacit knowledge that is embedded in a company's 

unique skills, knowledge, resources, and ways of working (Rumelt et al., 1994). These 

intangible resources are more likely to serve as sources for competitive advantage than tangible 

resources (Brush et al., 2001; Eisenhardt and Martin, 2000; Ray et al., 2004), as knowledge-

based resources are embedded in a company's unique skills, knowledge, and ways of working 

(Foss, 1997; Molloy et al., 2011). The RBV has gathered momentum over the past three 

decades and continues to hold merit as an influential, popular, and fruitful area of strategy 

research (Kraaijenbrink et al., 2010; Verona, 1999). The related VRIN and VRIO frameworks 

are widely used in empirical studies on strategic assets (Barney et al., 2011; Kraaijenbrink et al., 

2010; Newbert, 2007; Ray et al., 2004). As the RBV has matured and become a well-

established theory, some authors prefer the label RBT (Resource-based Theory) and a special 

issue of the Journal of Management was recently devoted to its future (Barney et al., 2011). 

 

 

Figure 4: Resource Based Theory Concept 

Source: Barney 1991, 2001 

 

According to Theriou et al., (2009), the resource-based view comprises a rising, dominant area 

of the strategy literature that addresses the question of an organization‟s identity, and it is 

principally concerned with the source and nature of strategic capabilities. The resource-based 

perspective has an intra-organisational  focus and argues  that performance  is  a  result  of  

firm-specific  resources  and  capabilities  (Barney, 1991; Wernerfelt, 1984). The  basis  of  the  

resource-based  view  is  that  successful  firms will  find  their future  competitiveness  on  the  

development  of  distinctive  and  unique  capabilities, which may often be implicit or intangible 

in nature (Teece et al. 1991). 
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Performance Theory 

The understanding Rationale for a Theory of Performance is based on the premise that Humans 

are capable of extraordinary accomplishments (Wiske, 1998). Though, not easy, but because 

they are hard, every goal will serve to organize and measure the best of skills. Organizational 

Learning informs learning by organizations through the idea of examining the “level of 

performance” of the organization. To perform is to take a complex series of actions that 

integrate skills and knowledge to produce a valuable result. Performance, as the adage goes, is 

a “journey not a destination.” The location in the journey is labelled as level of performance.” 

Each level characterizes the effectiveness or quality of a performance (Elger, n.d.). These 

perspectives are not mutually exclusive but approach the performance phenomenon from 

different angles which complement one another (Sonnentag & Frese, 2002). Agarwal (2011) 

stated that there is no single universally accepted model of performance management. Various 

experts have explained the concept in their own ways. Mabey et al.,(1999) has prescribed the 

performance model in the form of „performance management cycle‟. This cycle has five 

elements, which suggest how performance management system were implemented in an 

organization, and it includes Setting of objectives, measuring the performance, Feedback of 

performance results, Reward system based on performance outcomes and Amendments to 

objectives and activities. 

 

 

 

Figure 5: Performance management cycle 

Source: Author, 2019 based on Mabey et al.,(Mabey et al., 1999). 

Performance 

Management concept 

in Organizations 
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Figure 6: Performance Management theory 

Source: www.performancemagazine.org 

 

The conceptual approach relevant to this study is to address the outlined research problems, 

leading to use of organization theory, Resource Based theory and Performance theory to structure 

the conceptual flow of this study. Altogether, these theories were central to the research concepts 

used in this study to ascertain the issues and challenges regarding the strategic human resource 

management in Chinese companies in Bangladesh business environment. The reviewed literature 

relates how these theories influences the study. These also shapes the methodological step which 

outline the necessary method analogy to examine, evaluate and assess data obtained for the 

performances of Chinese companies in Bangladesh business environment. 

 

Bangladesh: FDI from Multi-National Companies and Regional Development 

Bangladesh with a population of 168 million, arable agricultural land, forest reserves, natural gas 

deposits, and a growing economy has provided the requisite potentials to attract foreign direct 

investment (FDI) from all over the world and its geography made it a vital country to participate 

fully in regional development in partnership with its neighbours. Gross FDI inflows during the fiscal 

year 2016-17 reached US$ 3037.92 million. The size of disinvestment (including capital 

repatriation, reverse investment, loans to parents, and repayments of intra-company loans to 

parents) during the fiscal year 2016-17 recorded US$ 583.11 million that was 19.19% of gross FDI 

inflows. Hence, net FDI inflows in Bangladesh during the fiscal year 2016-17 were US$ 2454.81 

million. Gross FDI inflows during the quarters July-September, October-December, January-

March and April-June of the fiscal year 2016-17 were US$ 705.78 million, US$ 1035.58 million, 

US$ 652.59 million and US$ 643.97 million respectively. The sectors that attracted maximum FDI  

(Net Inflows) for the fiscal year 2016-17 include Telecommunication (US$ 593.89 million), Textiles 

& Wearing (US$ 360.35 million), Power (US$ 334.26 million), Banking (US$ 155.58 million) and 

Gas & Petroleum (US$ 133.67 million) which were 24.19%, 14.68%, 13.62%, 6.34% and 5.45% 

respectively towards the contribution of total net FDI inflows (Bank of Bangladesh, 2017). 
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Figure 7: FDI Inflows (Net) by Major sectors during FY 2017 (In million US$) 

Source: Bank of Bangladesh, 2017 

 

The Asia Development Bank (ADB) report of April 2018 stated that since 1973, ADB has 

approved $20.4 billion for 279 loans, $258.4 million for 432 technical assistance projects, and 

$787.1 million for 35 grants to Bangladesh. ADB provided the following assistance to 

Bangladesh: 

 Projects contributing to regional connectivity, which will foster the development of economic 

zones and corridors.  

 Develop Bangladesh‟s road and rail networks, seaports, and urban mass transport systems.  

 Enhance power and energy transmission and distribution, develop renewable energy 

plants and encourage regional grid interconnection.  

 Deliver improved education and skills development, primary health care services, water and 

municipal services, rural infrastructure, and water resource management.  

 Continue to foster public-private partnerships and develop small and medium-sized 

enterprises. Gender mainstreaming, governance and institutional strengthening, and climate 

change mitigation and adaptation will all remain major pillars for ADB operations in 

Bangladesh (ADB, 2018). 

Moreover, the market economy, population, and geographical location have made Bangladesh be 

of strategic importance to its neighbors. These have led to Bangladesh to be a very important 

participant, partner and crucial member in Bangladesh–China–India–Myanmar Forum (BCIM) for 

Regional Cooperation; Belt and Road Initiative; The South Asian Association for Regional 

Cooperation; The International Monetary Fund, the World Bank; The World Trade Organisation; 

The Asian Infrastructure Investment Bank; D-8 Organization for Economic Cooperation. 

The most notable of the above were the Bangladesh–China–India–Myanmar Forum 

(BCIM) for Regional Cooperation, and or within the Belt and Road Initiative (BRI). These are 
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regionally based economic development concepts driven by partnerships that are mutually 

beneficial to all participating countries. Bangladesh is one of the three key countries expected to 

be the biggest beneficiaries of China-led $1.5 trillion „Belt and Road Initiative‟ (BRI), reports 

Tokyo-based Nomura. Bangladesh, it says, is set to receive a total investment of $38 billion, 

equivalent to 15 percent of its 2017 gross domestic product (GDP), under the Bangladesh-

China-India-Myanmar (BCIM) Corridor, which is aimed at improving land, rail, water, and air 

interconnection among the four countries (en.prothomalo.com). The Bangladesh–China–India–

Myanmar Forum for Regional Cooperation (BCIM) is a sub-regional organization of Asian 

nations aimed at the greater integration of trade and investment between the four countries 

(Xinhua News, 2012; International, 2012). The Bangladesh, China, India and Myanmar 

Economic Corridor is an initiative conceptualized for significant gains through sub-regional 

economic cooperation within the BCIM. The multi-modal corridor will be the first expressway 

between India and China and will pass through Myanmar and Bangladesh (Saibal, 2013; 

Observer Research Foundation n.d.) The BCIM forum and the BRI has many mutual 

advantages envisaged as follows: 

 Greater market access for goods, services, and energy, 

 Elimination of non-tariff barriers,  

 Better trade facilitation,  

 Investment in infrastructure development,  

 Joint exploration and development of mineral, water, and other natural resources,  

 Development of value and supply chains based on comparative advantages, by 

translating comparative advantages into competitive advantages, and through closer 

people to people contact (Rahman Mustafizur, n.d). 

 

 

Figure 8: BCIM economic corridor beneficial for the region's economy 

Source: https://images.search.yahoo.com/ and post.jagran.com 

 

The proposed BCIM corridor will cover 1.65 million square kilometers, encompassing an 

estimated 440 million people in China's Yunnan province, Bangladesh, Myanmar, and West 
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Bengal in Eastern India through the combination of road, rail, water and air linkages in the 

region. This interconnectedness would facilitate the cross-border flow of people and goods, 

minimize overland trade obstacles, ensure greater market access and increase multilateral 

trade (Dezan Shira & Associates, n.d.). The construction of industrial zones will have a twofold 

benefit. Firstly, it will lead to industrial transfer boosting industries such as processing, 

manufacturing and commerce logistics. Secondly, as labor costs rise in China, labor-intensive 

industries such as textile and agro-processing will eventually be shifted out of China. These 

industries will need to be transferred to new regions with lower labor costs. Companies 

operating in China will likely give priority to the trade corridor region given its established 

infrastructure, improved logistics and ease of access (Dezan Shira and Associates, n.d.; Lal 

Neeta, 2013). India has isolated eastern and northeastern states stand to gain by higher trade 

and connectivity with China and the rest of Asia Lal Neeta, 2013). As such, Bangladesh is 

strategically important for the economies of Northeast India, Nepal and Bhutan, as Bangladeshi 

seaports provide maritime access for these landlocked regions and countries (Daily Star, 2013; 

Dhaka Tribune, 2013; Financial Express, 2013).  

 

 
Figure 9: Opportunities for Bangladesh in the BRCIM Forum and the BRI Initiative 

Source: media.dhakatribune.com 

 

China views Bangladesh as a potential gateway for its landlocked southwest, including Tibet, 

Sichuan, and Yunnan. All these have led to various investments by the Chinese government, its‟ 

companies, and businesses in various economic sectors in Bangladesh. However, these 

Chinese companies must take (or have taken) into cognizance the labor laws, the available 

Human resources, the level of human capacity, the business terrain and the cultural 

ramifications of the Bangladesh workforce. These will necessitate a strategic approach to the 
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human resources management from the cultural point of view and other perspectives that will 

impact their organizational operations. 

These organizational or entrepreneurial orientation (EO) approaches beyond 

international borders comes with Risk taking propensity, Pro-activeness, Competitive 

aggressiveness with autonomy relies heavily on collaborations, readiness and friendly 

partnerships among countries. Altogether, they serve as the backbone for Chinese companies 

decisions to invest and or partake in various sectors of Bangladesh economy such as 

Agricultural Sector, Banking & Financial Sector, Construction Sector, Defence and Security 

Sector, Education Sector, Energy and Power Sector, ICT Sector, and Sports and Tourism 

Sector. They performed satisfactorily / fair across four sectors namely Health Sector, 

Manufacturing Sector, Natural Resources and Mining Sector, and Transportation Sector.  

 

Globalization effects on Chinese Companies Human Resource Management in 

Bangladesh  

Globalization has resulted in a growing prevalence of international organizations, rising numbers 

of employees participating in international assignments and an increase in multicultural teams 

operating in home countries. Accordingly, an ability to interact with people of different cultures 

has become especially important to organizational well-being generally, and to international 

organizations in particular (Dalton & Daily, 2000 as cited by Yousofpourfard, 2010). Black and 

Mendenhall (1990) stated that increased internationalization in the economic, political, and 

social arenas has led to a greater frequency of, and depth in, cross-cultural interactions 

(contacts between two or more people from different cultural backgrounds). These interactions 

occur in a variety of work-related situations, including short-term business trips to foreign 

countries, long-term overseas assignments, and even work in one organization. 

International business issues which have been identified as among the most important 

critical strategic issues facing organizations (Hoffman & Gopinath, 1994) continue to be a point 

of focus for organizations as they join the global market (Tsui et al., 2007). Globalization and 

international business have reduced boundaries across nations, leading to what has been 

described as an increasingly "flat world" (Friedman, 2005), necessitating greater cross-cultural 

understanding. Not surprisingly, then, cultural studies have become increasingly prevalent 

(Yousofpourfard, 2010).  More teams in organizations are becoming multicultural (Adler, 2002) 

and global teams have grown to be a source of competitive advantage (Kirkman et al., 2001). 

Because of the growing cultural diversity in the workforce, and its accompanying challenges e.g. 

conflict in culturally diverse teams (Jehn et al., 1999). Within-team cultural diversity continues to 

be of considerable interest to scholars and practitioners alike (Yousofpourfard, 2010).   
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These have buttressed the need to manage human resources strategically especially in a deep 

culturally rooted country like Bangladesh. As such, the Chinese investors and other Multi-

National Companies (MNCs), through their Human Resource Managers must adopt and 

implement strategies that will lead to harmony and effective performance of workers employed. 

This is called Strategic Human Resource Management (SHRM). 

Boxall et al., (2007) as cited by Lengnick-Hall et al., (2009) distinguish among three 

major subfields of human resource management (HRM): micro HRM (MHRM), strategic HRM 

(SHRM), and international HRM (IHRM). Micro HRM covers the sub-functions of HR policy and 

practice and consists of two main categories: one with managing individuals and small groups 

(e.g., recruitment, selection, induction, training and development, performance management, 

and remuneration) and the other with managing work organization and employee voice systems 

(including union-management relations). Strategic HRM covers the overall HR strategies 

adopted by business units and companies and tries to measure their impacts on performance. 

Within this domain, both design and execution issues are examined. International HRM covers 

HRM in companies operating across national boundaries. 

SHRM has been defined as the planned pattern of human resource (i.e., workforce) and 

human resource management (i.e., functional) deployments and activities intended to enable 

the organization to meet organizational goals and objectives (Wright & McMahan, 1992; 

McMahan et al., 1999). SHRM research has primarily focused on evaluating the linkages among 

organizational strategies, SHRM (e.g., human resource management (HRM) policies, practices, 

systems, etc.), and organizational effectiveness (Chadwick & Cappelli, 1999; Wright & 

Sherman, 1999). 

Strategic human resource management (SHRM) focuses on aligning internally 

consistent human resource management (HRM) practices to build employees‟ knowledge, skills, 

and abilities in an effort to support competitive strategies and achieve business objectives 

(Huselid et al., 1997; Becker & Huselid, 1999; Wright & Snell, 1991). SHRM is gaining 

increasing importance because strategic management, in a knowledge-based economy, 

emphasizes that employees are considered to be a primary component for attaining a 

competitive advantage (Barney & Wright, 1998; Hitt et al., 1998). In this environment, the 

adoption of appropriate HRM practices is important to ensure effective strategy implementation 

(Shaw et al., 2002). HRM practices create procedures that institutionalize the building of 

employees‟ knowledge, skills, and abilities throughout the organization to promote valued, 

unique, and difficult to imitate organizational competencies that support competitive advantage 

(Barney & Wright, 1998). 
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RESEARCH METHODS 

Research involves the collection of information (Saunders et al., 2016) in a „systematic way‟ 

based on logical relationships and not just beliefs (Ghauri, and Grønhaug, 2010). Easterby-

Smith et al.’s (2012)point regarding the use of knowledge from other disciplines, it also 

emphasises that the research „cannot be reduced to any sum of parts framed in terms of 

contributions to associated disciplines‟. In particular, this is vital as practical knowledge through 

which research on business and managerial practice are correlated (Tranfield and Starkey, 

1998). Research method adopted in this study is shown in the figure below. 

  

 

Figure 10: Research Methodological Framework 

 

The data collection methods comprises of the Secondary and the primary sources of data. The 

secondary sources involves the review of existing literature to acquire an in-depth 

understanding of relevant issues related to the subject matter. The required information for this 

part was obtained from Textbooks, Published national and international journals, reports, 

magazines, Newspapers, Conference proceedings, etc., that are relevant to the topic. 

The primary sources that is the use of questionnaires survey techniques for this study; 

called the Mono Qualitative Method (MQM). The purpose of qualitative research is based on 

“researcher immersion in the phenomenon to be studied, gathering data which provide a 

detailed description of events, situations and interaction between people and things, [thus] 

providing depth and detail.” Quantitative research is often used for theory testing requiring that 

the researcher maintain a distance from the research to avoid biasing the results. Qualitative 

research sometimes labelled interpretive research because it seeks to develop understanding 

through detailed description often builds theory but rarely tests it. Quantitative data often consist 

of participant responses that are coded, categorized, and reduced to numbers so that these 

data may be manipulated for statistical analysis. One objective is the quantitative tally of events 

or opinions, called   frequency of response (Saunders et al., 2016).   
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Qualitative data are all about texts. Detailed descriptions of events, situations, and interactions, 

either verbal or visual, constitute the data. Data may be contained within transcriptions of 

interviews or video focus groups, as well as in notes taken during those interactions. But by 

definition they generate reams of words that need to be coded and analysed by humans for 

meaning. While computer software is increasingly used for the coding process in qualitative 

research, at the heart of the qualitative process is the researcher and his or her experience 

framing and interpreting the data (Saunders et al., 2016). The figure below elaborate the steps 

for the methodological choice in the research. 

 

Figure 11: Three stepped Research Methodological approach for the 

 Mono Qualitative Method (MQM) 

  

Exploratory survey was used in this study. Such survey in research works is a valuable means 

to ask open questions to discover what is happening and gain insights about a topic of 

interest(Saunders et al., 2016).  Exploration is particularly useful when researchers lack a clear 

idea of the problems they will meet during the study. Through exploration, researchers develop 

concepts more clearly, establish priorities, develop operational definitions, and improve the final 

research design. Exploration may also save time and money. If the problem is not as important 

as first thought, studies that are more formal can be cancelled(Cooper and Schindler, 

2014).However, it is also important to recognise that some research approaches and research 

strategies start in a more exploratory and emergent direction. A researcher undertaking this type 

of research, her or his finalised research question may only emerge during the process of data 

collection and analysis as she or he discovers the exact focus of her or his research project and 

refines its direction (Saunders et al., 2016). 

The various sectors that the Chinese companies & business operate in Bangladesh 

business environment were the main target of the interview. Ten renowned Chinese companies 

with large operations, offices and branches in the capital Dhaka and other cities like Chittagong 

were identified through exploratory survey. Such companies‟ Human Resource strength 

encompasses the indigenous workers. According to Krejcie and Morgan (1979) table for 

Exploratory Survey

Interviews

Transcription and 
analyses of interviews
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sampling a given population, where the total population is ten, then all the said population forms 

the sample size for the given study.  

These ten renowned Chinese companies are the target population in this study and the 

research sample size. Such Chinese companies do hire HR specialist / consultants to advertise, 

screen and employ suitable Bangladesh people to work for them. As such, the ten HR 

specialists were approached, because they were well established and possess the experiences 

in provision of HR services to Chinese companies in various cities in Bangladesh.  

 

ANALYSES 

The Respondents Interview: Responsive and Non-Responsive  

The respondent‟s responses from the fieldwork were shown in table and figures below. 

 

Table 1: Responsive and Non-Responsive Interviews 

Research Interviews Frequency Percentage 

Responsive for Interviews 6 60% 

Non Responsive for Interviews 4 40% 

TOTAL 10 100% 

  

 

Figure 12: Responsive and Non-Responsive Electronically and  

Manually Distributed Questionnaires 

  

Six human resource management professionals with 20 years and above experiences in 

Bangladesh labor market whom also have good experiences with the Chinese companies in 

Bangladesh were interviewed with respect to how Chinese companies strategically approach, 

manage and respond to cultural diversity of Bangladesh people when working in various 

sectors. The interviewees were asked about their perception regarding HR issues, challenges 

arising from similarities and difference between Bangladesh and China with respect to Chinese 

companies operating in Bangladesh; the Human resource management employed by Chinese 
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companies and the impact of Cross-Culture on the Chinese companies. The following 

comprises the summary of the transcript of six interviews. 

Interview Number One 

The following consist of a transcribed version of the interview from the first respondent.  

“The Chinese people representing or leading the Chinese companies in Bangladesh are highly 

history minded with a strong sentimental attachment and admiration of their Culture, way of life 

that dates back to several thousand years. As such, they are curious about the Bangladesh 

culture. This curiosity makes them ask questions that will enable them understand the local 

culture, work, integrate and socialize with the indigenous workers as well as the locals in the city 

or town. As the employers, the Bangladesh workers obey and follow their directives. However, 

where there are no cultural differences, any action that is initiated by the Chinese companies 

will force the workers to adjust and cooperate. But where such organizational demands is 

contrary to the culture, the Bangladesh workers complain and try to defy orders which most 

often is not okay with the Chinese companies. This causes disagreements and disharmony 

between the indigenous workers and their Chinese employers” 

Interview Number Two 

The following consist of a transcribed version of the interview from the second respondent.  

“The Chinese people working in Bangladesh are very flexible in the sense that they are ready to 

cooperate, train, work and assimilate with the local Bangladesh people. They view everything 

from a business perspective, so they avoid cultural conflicts that will affect their business and 

operations in Bangladesh. However, a close contact with them will show how they value and 

strongly believe in their own culture and traditions. 

Interview Number Three 

The following consist of a transcribed version of the interview from the third respondent.  

“The Bangladesh leaders and the people viewed Chinese companies and their investments as 

key to the country’s development, so they are cooperating willingly. These understanding has 

led to adjustments, understanding and better communication that ultimately bridges cross-

cultural differences when working together. However, the Chinese new-year celebrations, and 

the Bangladesh festivals differs in duration and time of the year and slows their related 

businesses and operations. 

Interview Number Four 

The following consist of a transcribed version of the interview from the fourth respondent.  

“All Chinese companies working in various sectors in Bangladesh do have their management 

style which the indigenous workers adjust with time while working with the Chinese 

counterparts. However, adjusting to somebody’s culture in your country is difficult but 
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necessary. This requires various strategies that will be cognizance of both cultures while also 

achieving the goals of the companies in this regard”.   

Interview Number Five 

The following consist of a transcribed version of the interview from the fifth respondent.  

“The financial strength and the development level of China has given an already advantage to 

Chinese companies operations in different sectors in Bangladesh. As such, the quality of 

technology, expertise and experiences they bring along in their projects and operations earned 

them respect within the indigenous experts. These allows them to train, shape and direct the 

local workers in the right direction thereby forcing the locals to adjust to these companies in 

terms of work schedule and working habits. Altogether, both gradually adjust to each other’s 

culture”.   

Interview Number Six 

The following consist of a transcribed version of the interview from the sixth respondent.  

“Most Chinese Companies in Bangladesh usually employ the local people on contract 

arrangement which ranges from few months to few years depending on their target duration. In 

most cases, with wages that are at normal rates. This affects the long-term commitment of the 

locals to such companies and makes cultural adjustments, tolerance and harmony somehow 

difficult because the workers do not foresee their future with such companies. However, where 

the situation is opposite, the indigenous workers will put more effort to impress their employers 

and help the companies to expand and make more profits. Most often, such employees were 

rewarded with promotions, retraining programmes in China and other incentives”.   

 

Implications of the interview results 

The table below shows the issues, similarities, differences and challenges regarding SHRM in 

Chinese companies operating in Bangladesh based on the transcribed interviews. 

 

Table 2: Issues, similarities, differences and challenges regarding SHRM 

 in Chinese companies operating in Bangladesh 

S/N 

Issues and Challenges arising 

from Similarities and Differences 

of SHRM in Chinese Companies 

in Bangladesh 
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1 Abundance Local Human resources      

2 Skilled Local Human resources      

3 
Cultural Diversity and challenges in 

Human resources Management 
     
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4 
Motivation within Local Human 

resources 
    



5 
Disparity of wages in Human 

resources 
     

6 
Good Strategy for  Human resource 

Management 
     

7 
Long and Short term Hiring in 

Human resources  
     

8 

Effects of Perception of Chinese 

Companies  within the Local Human 

resources 

     

9 
Chinese Organizational effects on 

the Local Human resources 
     

 

It is worthy to note that these Issues and Challenges arising from Similarities and Differences in 

SHRM in Chinese Companies in Bangladesh based on the interviews were deduced as follows: 

 If the Chinese company‟s product, services, businesses and or their operations in 

Bangladesh has a positive relationship with the Bangladesh people‟s human resource 

management concepts and mentality, then the company can employ and adopt an 

aggressive and active strategy in directing its human resource management towards 

achieving strategic organizational objectives due to non-conflict of HR issues.  

 The Chinese people have a sentimental attachment and admiration of their Culture, but 

they view everything from a business perspective, so they avoid cultural conflicts that will 

affect their business and operations in Bangladesh. The Bangladesh leaders and the 

people viewed Chinese companies as friendly development partners; as such, they are 

cooperating willingly. However, adjusting to somebody‟s culture in your country is difficult 

but necessary. In addition, they earned their respect from the indigenous experts due to 

quality of technology, expertise and experiences they bring along into their projects, 

operations and organizations.  

 The levels of readiness and collaborations of Bangladeshi people, government and 

country towards the Chinese companies across various sectors will make both to adjust 

their organizational, HR and working culture when working together as the companies or 

organizations‟ human resources. Altogether, and over some time will lead to better 

understanding of each other‟s work habit, culture, barriers and differences that may 

hinder future collaborations and performances.  

 The Chinese companies‟ performances shapes the perception of the Bangladeshi 

people, government and country towards the Chinese companies in terms of confidence 

in the companies; the desirability to work for such companies. In addition, any good 

Table 2... 
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performance by Chinese companies boost their knowledge about the requisite 

requirements and culture of the Bangladesh people; and how to manage and approach 

them as their local human resources.  

 If the Chinese company‟s product, services, businesses and or their operations in 

Bangladesh has a divergent or weak relationship with the Bangladesh people‟s human 

resource management concepts and mentality, then the company has to employ a 

patient strategy in directing its human resource management towards its operations and 

services in achieving strategic organizational objectives until a good opportunity present 

itself.  

 In addition and on the contrary, the higher the wages and better the working conditions 

the more the people commit and get motivated to work and adjust to organizational 

needs. Hence, a good strategy (Active, Aggressive, Passive, Patient and Conservative) 

by the Chinese organizations will enable work-place harmony, which will ultimately 

smoothen the achievement of organizational goals and objectives. 

 Altogether, with a better understanding of the indigenous workers‟ habits, mentality, 

motivations, labour laws and regulations; the Chinese companies can roll out and 

implement a good strategy for its human resource management that will shape, direct 

and achieve organizational long and short term objectives. 

These results concur with those of Hui Li, et al., (2019), Ahi et al., (2018), Piening et al., (2016), 

Zhang et al., (2015),Mudambi et al., (2014), Michailova and Zaidah (2012), Williams and Lee 

(2011), Hallin et al., (2011), Hong and Nguyen (2009), Andersson et al., (2001). In addition, the 

results further buttressed the arguments, discussions and concepts brought by Cemal Zehir et 

al. (2016); Jofre (2011); Yousofpourfard (2010); Tsui et al., (2007); Boxall et al., (2007); Adler 

(2002); Dalton & Daily (2000); Jehn et al., (1999); McMahan et al., (1999); Chadwick & Cappelli 

(1999); Wright & Sherman (1999); Lumpkin and Dess (1996); R. C. Hoffman & Gopinath (1994); 

Wright & McMahan (1992); Black and Mendenhall (1990). Their works reflect the effects, 

impacts and perceptions of globalizations, cross-cultures, human resource management, 

professional expatriates, multi-national companies, their respective operations that influences 

their performances in different business environments especially at the international stages and 

settings. 

 

CONCLUSION AND RECOMMENDATIONS 

This study is about the issues and challenges regarding SHRM in Chinese companies operating 

in Bangladesh. The study adopted a qualitative approach by interviewing six out of ten targeted 

HR specialist with experiences aboutChinese Companies across Various sectors of 
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Bangladesh. It also provides a summary of the main findings in line with the research problem 

and the research aim. The literature reviewed led to review of related theories and SHRM 

issues and challenges in multinational companies. The interview results highlighted areas that 

influence the strategies required for managing HR in Chinese companies in Bangladesh based 

on similarities and differences that ultimately affect the local human resources in Bangladesh.  

The Chinese companies add to the foreign direct investments (FDI) in Bangladesh. 

Chinese people whom have a sentimental attachment and admiration of their Culture lead these 

companies. However, as investors they viewed everything from a business perspective, thereby 

allowing them to collaborate with Bangladesh government and its people in various sectors. 

These enable both to adjust their working culture when working together as the companies or 

organizations‟ human resources. The perception of the Chinese company‟s product, services, 

businesses and or their operations in Bangladesh determines the relationship with the 

Bangladesh people‟s human resource management concepts and mentality while also dictating 

the HR strategy requisite to achieving strategic organizational objectives due to a conflictual or 

non-conflictual HR issues. Such strategies may be Active, Aggressive, Passive, Patient and 

Conservative strategies and combination of one or more strategy as the situation permits. 

 

LIMITATIONS AND FURTHER STUDIES  

This study like most studies is constrained by some unavoidable factors and situations. Among 

these were lack of full cooperation of some interviewees regarding divulging some information 

that they deemed corporate secret or private information; some of them were hesitant, reluctant 

and request rephrasing of questions where necessary; they also deflect on answering some key 

words in questions asked. The six HR specialist / consultants as the respondents granted 

interviews after months of several formal requests. Due to such limitations, further studies 

should consider a wider research encompassing a larger sample of respondents from all 

stakeholders involved. Where possible, both quantitative and qualitative research methodology 

should be applied. 

 

ACKNOWLEDGEMENT 

This research article is part of my PhD research thesis and as the first Author; I wish to acknowledge and 

appreciate the relentless efforts and guidance of Professor Tang Zhen in conducting independent 

research works and for all the career advices given. 

  

 

 

http://ijecm.co.uk/


© Foysal & Zhen 

Licensed under Creative Common   Page 560 

 

REFERENCES 

ADB (2018): Asian Development Bank and Bangladesh: Fact Sheet. ADB supports Bangladesh‟s efforts to generate 
inclusive and sustainable growth, and achieve the Sustainable Development Goals. Available at 
https://www.adb.org/publications/bangladesh-fact-sheet 

Adler, N. J. (1986). International dimensions of organizational behavior. Boston, MA: Kent. 

Agarwal, A. (2011). Models and theories of performance management system. Retrieved from 
https://www.projectguru.in/publications/models-and-theories-of-performance-management-system/ 

AnderStoep, S. W. & Johnston, D. D. (2009). Research methods for everyday life: blending qualitative and 
quantitative approaches. San Francisco: Jossey-Bass.  Available as an e-book via the Library catalogue: 
http://prism.talis.com/derby-ac/ 

Ang, S., Van Dyne, L., & Koh, C. (2006). Personality correlates of the four-factor model of cultural intelligence. Group 
& Organization Management, 31{\), 100. 

Ang, S., Van Dyne, L., Koh, C, Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N. A. (2007). Cultural intelligence: 
Its measurement and effects on cultural judgment and decision making, cultural adaptation and task performance. 
Management and Organization Review, 5(3), 335-371. 

Bachman, J., Stein, S., Campbell, K., & Sitarenios, G. (2000). Emotional intelligence in the collection of debt. 
International Journal of Selection and Assessment, 8(3), 176-182.  

Bachmann, A. S. (2006). Melting pot or tossed salad? Implications for designing effective multicultural workgroups. 
Management International Review, 46(6), 721-748. 

Baker, J. C., & Ivancevich, J. M. (1971). The assignment of American executives abroad: Systematic, haphazard, or 
chaotic? California Management Review, 13(3), 39-44.  

Bangladesh Bank (2017). Foreign Direct Investment (FDI) in Bangladesh. Survey Report January-June, 2017. 
Statistics Department Bangladesh Bank ©. 

Bangladesh Government (n.d.). "Bangladesh's Constitution in Bengali"http://bdlaws.minlaw.gov.bd also 
(http://bdlaws.minlaw.gov.bd/bangla_pdf_part.php?id=957). 

Barney, J. B., & Wright, P. M. (1998). On become a strategic partner: The role of human resources in gaining 
competitive advantage. Human Resource Management, 37, 31– 46. 

Barney, J. B., & Wright, P. M. (1998). On become a strategic partner: The role of human resources in gaining 
competitive advantage. Human Resource Management, 37, 31– 46. 

Becker, B. E., & Huselid, M. A. (1998). High performance work systems and firm performance: A synthesis of 
researchand managerial implications. In G. R. Ferris (Ed.), Research in Personnel and Human Resource 
Management, vol. 16.(pp. 53–101) Stamford, CT7 JAI Press. 

Becker, B. E., & Huselid, M. A. (1999). Overview: Strategic human resource management in five leading firms. 
Human Resource Management, 38, 287–301. 

Bergman, M. M. (2008). Advances in mixed methods research: theories and applications. London: Sage. Available as 
an e-book via the Library catalogue: http://prism.talis.com/derby-ac/ 

Black, J. S. (1987) Japanese/American negotiations: The Japanese perspective. Business and Economic Review, 
6(1), 27-30.  

Black, J. S. (1988) Work role transitions: A study of American expatriate managers in Japan. Journal of International 
Business Studies, 19, 277-294. 

Blaikie, N. (2010) Designing Social Research (2nd edn). Cambridge: Polity. 

Bochner, S. (1982) Cultures in contact: Studies in cross-cultural interaction. New York: Pergamon Press. 

Boxall, P., Purcell, J., & Wright, P. M. (2007). Human resource management: Scope, analysis and significance. In P. 
Boxall, J. Purcell, & P. M. Wright (Eds.), The handbook of human resource management (pp. 1−16). Oxford: Oxford 
University Press. 

Brislin, R. W. (1981) Cross-cultural encounters. New York: Pergamon Press. Bochner, S. (1982) Cultures in contact: 
Studies in cross-cultural interaction. New York: Pergamon Press. 

Brislin, R. W. (1981) Cross-cultural encounters. New York: Pergamon Press. 



International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common   Page 561 

 

Cohen, J., & Cohen, P.  (1975)  Applied multiple regression/correlation analysis for the behavioral sciences.  
Hillsdale, NJ:  Lawrence Erlbaum. 

Cohen, S. G., & Bailey, D. E. (1997). What makes teams work: Group effectiveness research from the shop floor to 
the executive suite. Journal of management, 23(3), 239-290. 

Cooper, D. R. & Schindler, P. S., Business Research Methods., The McGraw-Hill Companies, Inc., 2014 

Copeland, L., & Griggs, L. (1985) Going international. New York: Random House 

Daily Star (2012). "Largest limestone reserve discovered" (http://www.thedailystar.net/news-detail-236898). The Daily 
Star. 4 June 2012 

Daily Star (2013). "Regional Transport Connectivity: Its current state"(http://archive.thedailystar.net/beta2/news/its-
current-state/). The Daily Star. 20March 2013. 

Daily Star (2015) "Bangladesh's per capita income $1,314" (http://www.thedailystar.net/business/bangladesh-close-
mid-income-status-82293). The Daily Star. 15 May 2015. Retrieved 3 March 2015 

Dalton, D., & Daily, C. (2000). The board and financial performance: bigger is better. Director's Monthly, 24(8), 1-4. 

Dasgupta, Saibal (20
th
 December 2013). "Plan for economic corridor linking India to China approved". Times of India. 

Retrieved 9 June 2014. 

Devnath, Arun. (2016). "Record Exports Seen Rising as Bangladesh Woos U.S. Consumers" 
(https://www.bloomberg.com/news/articles/2016-01-24/record-exports-seen-rising-in-this-fast-growing-asian-
economy). Bloomberg.com. 

Dezan Shira and Associates (n.d.)."Bangladesh-China-India-Myanmar Economic Corridor Builds Steam". Asia 
Briefing. Retrieved 1 July 2014. 

Dhaka Tribune (2013). "Mongla seaport to get railway link in 4 years" 
(http://www.dhakatribune.com/development/2013/may/19/mongla-seaport-get-railway-link-4-years). DhakaTribune. 
19 May 2013. 

Dhaka Tribune (2017). Opportunities Abound Chinese 
BeltRoadInitiativehttps://www.dhakatribune.com/business/2018/01/07/opportunities-abound-chinese-belt-road-
initiative/ 

Dhaka Tribune (2018). Opportunities for Bangladesh in the BRI Initiative. https://media.dhakatribune.com. Available 
at: https://media.dhakatribune.com/uploads/2018/01/Opportunities-in-5-key-areas-en_0.jpg 

Dhaka Tribune. (2014). "Bangladesh world's 2nd most pro-free market country" 
(https://web.archive.org/web/20160706122625/http://www.dhakatribune.com/bangladesh/2014/nov/01/bangladesh-
world%E2%80%99s-2nd-most-pro-free-market-country).Dhaka Tribune. 1 November 2014. Archived from the 
original(http://www.dhakatribune.com/bangladesh/2014/nov/01/bangladesh-world‟s-2nd-most-pro-free-market-
country) on 6 July 2016. 

Donald R. Cooper and Pamela S. Schindler (2014). Business Research Methods. Twelfth Edition. © 2014 by The 
McGraw-Hill Companies, Inc. 

Dunbar, E., & Ehrlich, M. (1986) International practices, selection, training, and managing the international staff: A 
survey report. New York: Columbia University, Teachers College, Project on International Human Resource. 

Earley, P. C, & Ang, S. (2003). Cultural intelligence: Individual interactions across cultures. Palo Alto, CA: Stanford 
Business Books.  

Earley, P. C, & Gibson, C. B. (2002). Multinational work teams: A new perspective.  

Earley, P. C. (2002). Redefining interactions across cultures and organizations: Moving forward with cultural 
intelligence. Research in Organizational Behaviour, 24, 271-299.  

Eaton, Richard M. (31 July 1996). "The Rise of Islam and the Bengal Frontier, 1204–1760" 
(https://books.google.com/books?id=gKhChF3yAOUC). University of California Press. ISBN 978-0-520-20507-9. 

Elger, D. (n.d.). Theory of Performance - Faculty Guidebook. Retrieved from 
www.facultyguidebook.com/TheoryPerformance.pdf 

Encyclopaedia iranica (n.d.). "BENGAL – Encyclopaedia Iranica" (http://www.iranicaonline.org/articles/bengal). 
www.IranicaOnline.org. Retrieved 19 September 2017. 

http://ijecm.co.uk/


© Foysal & Zhen 

Licensed under Creative Common   Page 562 

 

Frank E. Eyetsemitan; James T. Gire (2003). Aging and Adult Development in the Developing World: Applying 
Western Theories and Concepts (https://books.google.com/books?id=xxZf3Jai1rAC&pg=PA91). Greenwood 
Publishing Group. p. 91. ISBN 978-0-89789-925-3. 

Gerring, J. (2007). Case study research: principles and practices. New York: Cambridge University Press. 

Gluesing, J. C, & Gibson, C. B. (2004). Designing and forming global teams. In The Blachwell Handbook of Global 
Management. A guide to manage complexity (pp.199-226). Blackwell Publishers 

Graham, J. (1985) The influence of culture on the process of business negotiations: An exploratory study. Journal of 
International Business Studies, 16(1), 81-95. 

Halcomb, E. & Sharon, A. (2009.) Mixed methods research for nursing and the health sciences. Chichester: Wiley. 
Available as an e-book via the Library catalogue: http://prism.talis.com/derby-ac/ 

Hammer, M. R., Bennett, M. J., & Wiseman, R. (2003). Measuring intercultural sensitivity: The intercultural 
development inventory. International journal of intercultural relations, 27(4), 421-443. 

Haniyeh Yousofpourfard, (2010).Cultural intelligence: a new approach to manage teamwork in culturally diverse 
teams. A Thesis Submitted to the School of Graduate Studies in Partial Fulfillment of the Requirements for the 
Degree Doctor of Philosophy in McMaster University. © Copyright by Haniyeh Yousofpourfard, August 2010 

Harris, P., & Moran, R. T. (1979) Managing cultural differences. Houston, TX: Gulf. 

Hitt, M. A., Keats, B. W., & DeMarie, S. M. (1998). Navigating in the new competitive landscape: Building competitive 
advantage and strategic flexibility in the 21st century. Academy of Management Executive, 12, 22– 42. 

Hoffman, R. C, & Gopinath, C. (1994). The Importance of International Business to the Strategic Agenda of US 
CEOs. Journal of International Business Studies, 25(3). 

Hofstede, G. (1991). Cultures and organizations: Software of the mind: Intercultural cooperation and its importance 
for survival. HarperCollins New York. 

Huselid, M. A., Jackson, S. E., & Schuler, R. S. (1997). Technical and strategic human resource management 
effectiveness as determinants of firm performance. Academy of Management Journal, 39, 949– 969. 

J. Stewart Black and Mark Mendenhall (1990). Cross-Cultural Training Effectiveness: A Review and a Theoretical 
Framework for Future. The Academy of Management Review, Vol. 15, No. 1 (Jan., 1990), pp. 113-136 

Jehn, K. A., Northcraft, G. B., & Neale, M. A. (1999). Why differences make a difference: A field study of diversity, 
conflict, and performance in workgroups. Administrative science quarterly, 44(4). 

Jha, Saurav (30 December 2016). "The Bay of Bengal Naval Arms Race" (http://thediplomat.com/2016/12/the-bay-of-
bengal-naval-arms-race/). The Diplomat. Tokyo. Retrieved 19 September 2017. 

Kelemen, M. and Rumens, N. (2008) An Introduction to Critical Management Research. London: Sage. 

Kirkman, B. L., Gibson, C. B., & Shapiro, D. L. (2001). Enhancing the Implementation and Effectiveness of Work 
Teams in Global Affiliates. Organizational Dynamics, 30(1), 12-29. 

Krejcie, R. V. & Morgan, D. W., (1970). Determining Sample Size for Research Activities., Educ. Psychol. Meas., 30 , 
1970 , 607–610. 

Krishnan, Anant (21 Dec 2013). "BCIM corridor gets push after first official-level talks in China". Kasturi & Sons Ltd. 
The Hindu. Retrieved 2 July 2014. 

Lal, Neeta (6 Nov 2013). "India and China Seek Economic Integration Via Burma, Bangladesh". The Irrawady. 
Retrieved 2 July 2014. 

Landis, D., Brislin, R. W., & Hulgus, J. F. (1985) Attributional training versus contact in acculturative learning: A 
laboratory study. Journal of Applied Social Psychology, 15, 466-482. 

Mabey, C., Salaman, G., & Storey, J. (1999). Human Resource Management: A Strategic Introduction. (2nd ed.). 
London, Uk: Blackwell Publishers Ltd. 

Mahwah, NJ: Lawrence Erlbaum. Friedman, T. L. (2005). The world is flat: A brief history of the twenty-first century. 
New York: Farrar, Straus and Giroux. 

Mark L. Lengnick-Hall, Cynthia A. Lengnick-Hall, Leticia S. Andrade, Brian Drake (2009). Strategic human resource 
management: The evolution of the field. Human Resource Management Review 19 (2009) 64–85. 
doi:10.1016/j.hrmr.2009.01.002 

Mark Saunders, Philip Lewis and Adrian Thornhill (2016). Research methods for business students. © Pearson 
Education Limited 



International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common   Page 563 

 

McMahan, G. C., Virick, M., & Wright, P. M. (1999). Alternative theoretical perspectives for strategic human 
resourcemanagement revisited: Progress, problems, and prospects. In G. R. Ferris, P. M. Wright, L. D. Dyer, J. W. 
Boudreau, & G. T.Milkovich (Eds.), Research in personnel and human resources management: Supplement. 
Strategic human resource management in the 21st century (pp. 99–122). Stamford, CT7 JAI Press. 

Mendenhall, M., & Oddou, G. (1985). The dimensions of expatriate acculturation. Academy of Management Review,  
10, 39-47. 

 Mendenhall, M., & Oddou, G. (1986) Acculturation profiles of expatriate managers: Implications for cross-cultural 
training programs. Columbia Journal of World Business, 21(4), 73-79. 

Ministry of Law (n.d.). Ministry of Law, The People's Republic of Bangladesh. "Article 3. The state language". 
bdlaws.minlaw.gov.bd. The Constitution of the People's Republic of Bangladesh 
(http://bdlaws.minlaw.gov.bd/sections_detail.php?id=367&sections_id=24550).  

Monowar Mahmood and Mir Mohammed Nurul Absar (2015). Human Resource Management Practices in 
Bangladesh: Current Scenario and Future Challenges. South Asian Journal of Human Resources Management 2(2) 
171–188 2015. SAGE Publications.  sagepub.in/home.nav.  DOI: 110.1177/2322093715599481 

National Web Portal of Bangladesh (n.d.). Available at http://www.bangladesh.gov.bd/site/page/812d94a8-0376-
4579-a8f1-a1f66fa5df5d  [Discover Bangladesh] (in Bengali).. Retrieved 13 February 2015 

Observer Research Foundation (n.d)"The BCIM economic corridor: Prospects and challenges". Observer Research 
Foundation. Retrieved 10 Feb 2017. 

Pedhazur, E. J.  (1982).  Multiple regression in behavioral research.  (2nd ed.).  New York:  CBS College Publishing.  
[especially Chapter 2] 

Performance magazine (n.d.). Performance Management theory Chart. Available at www.performancemagazine.org 

Prof. Rahman, Mustafizur (n.d). "BCIM-economic corridor: An emerging opportunity". www.thedailystar.net. Transcom 
Group. Retrieved 9 June 2014. 

Prothom Alo English Desk (Apr 19, 2018). Bangladesh a possible major beneficiary of BRI. Available at: 
http://en.prothomalo.com/bangladesh/news/174349/Bangladesh-a-possible-major-beneficiary-of-BRI. Accessed 1st 
August, 2018. 

Rashid, Harun Ur (12 Nov 2013). "BCIM Economic Corridor: A Giant Step towards Integration". Institute of Peace and 
Conflict Studies (4172). Retrieved 2 July 2014. 

Ronen, S. (1986) Comparative and multinational management. New York: Wiley. 

S. M. Mehdi Hasan (2007) , Condition of English in Bangladesh: Second Language or Foreign Language 
(http://www.eslteachersboard.com/cgi-bin/asia /index.pl?noframes;read=158). Retrieved 17 July 2007 

Sage Encyclopaedia (n.d.). Cross-sectional time horizons http://srmo.sagepub.com/view/encyclopedia-of-survey-
research-methods / n120.xml 

Samaren Roy (1999). The Bengalees: Glimpses of History and Culture 
(https://books.google.com/books?id=2e44ZHj_fsQC&pg=PA72). Allied Publishers. p. 72. ISBN 978-81-7023-981-9. 

Sapsford, R. (2007). Survey research. 2nd ed. London: Sage. Available at: http://prism.talis.com/derby-ac/ 

Shaw, J. D., Gupta, N., & Delery, J. E. (2002). Pay dispersion and workforce performance: Moderating effects of 
incentives and interdependence. Strategic Management Journal, 23, 491– 512. 

Sonnentag, S., & Frese, M. (2002). Performance Concepts and Performance Theory. In S. Sonnentag. (Ed.), 
Psychological Management of Individual Performance. Edited by Sabine Sonnentag. John Wiley & Sons, Ltd. 

Spreitzer, G. M., McCall, M. W., & Mahoney, J. D. (1997). Early identification of international executive potential. 
Journal of Applied Psychology, #2(1), 6-29.  

Stahl, G. (2001). Using assessment centers as tools for global leadership development. An exploratory study. In 
Developing global business leaders: Policies, processes and innovations (pp. 197-210). Westport, Conn: Quorum. 

Sternberg, R. J. (1986). A framework for understanding conceptions of intelligence. In What is intelligence (pp. 3-15). 
Noewood, NJ: Ablex. 

Strategic Management Insight (n.d.). Organizational resources interact in RBV Available at: 
www.strategicmanagementinsight.com. 

http://ijecm.co.uk/


© Foysal & Zhen 

Licensed under Creative Common   Page 564 

 

The FinancialExpress (2013). "Sub-regional connectivity in South Asia: Prospects and 
challenges"(http://www.thefinancialexpress-bd.com/old/print.php?ref=MjBfMDdfMTNfMTNfMV85Ml8xNzYzMDk=). 
The Financial Express. 13 July 2013. 

Tsui, A. S., & Gutek, B. A. (1999). Demographic differences in organizations: Current research and future directions. 
New York: Lexington Books/ Macmillan.  

Tsui, A. S., Egan, T. D., & O'Reilly III, C. A. (1992). Being different: Relational demography and organizational 
attachment. Administrative Science Quarterly, 37(4), 549-579.  

Tsui, A. S„ Nifadkar, S. S., & Ou, A. Y. (2007). Cross-National, Cross-Cultural Organizational Behavior Research: 
Advances, Gaps, and Recommendations. Journal of Management, 33(3), 426^78. 

Tucker, M. F. (1999). Self-awareness and development using the overseas assignment inventory. Intercultural 
Sourcebook: Cross-Cultural Training Methods, 2, 45-52. 

Tung, R. (1981) Selecting and training of personnel for overseas assignments. Columbia Journal of World Business, 
16(1), 68-78. 

Tung, R. (1984) Key to Japan's economic strength: Human power. Lexington, MA: Lexington Books 

University of Derby (n.d.). Research Onion. Available at: https://onion.derby.ac.uk/onion.pdf  accessed September, 
2017. 

Webber, S. S., & Donahue, L. M. (2001). Impact of highly and less job-related diversity on work group cohesion and 
performance: A meta-analysis. Journal of Management, 27(2), 141-162. 

Winkler, R. L., & Hays, W. L.  (1975).  Statistics:  Probability, inference, and decision. (2nd ed.).  New York:  Holt, 
Rinehart, & Winston. 

Wiske, M. S. (1998). Teaching for understanding: Linking research with practice. San Francisco: Jossey Bass. 

World Bank Group (n.d.). Bangladesh GDP (current US$). Available at: https://data.worldbank.org/indicator 

Worldometers (n.d.). Bangladesh population Available at: http://www.worldometers.info/world-population/bangladesh-
population/ 

Wright, P. M., & McMahan, G. C. (1992). Theoretical perspectives for strategic human resource management. 
Journal of Management, 18, 295–320. 

Wright, P. M., & Sherman, W. S. (1999). Failing to find fit in strategic human resource management: Theoretical and 
empirical problems. In G. R. Ferris (Series Ed.), P. M. Wright, L. D. Dyer, J. W. Boudreau, & G. T.Milkovich (Sup. 
Eds),Research in personnel and human resources management: Supplement 4. Strategic human resource 
management in the21st century (pp. 53–74). Stamford, CT: JAI Press. 

Wright, P. M., & Snell, S. A. (1991). Toward an integrative view of strategic human resource management. Human 
Resource Management Review, 1, 203–335. 

Xinhua News (2012)."Experts hope for greater integration among Bangladesh, India, China and Myanmar in trade, 
investment - Xinhua | English.news.cn". News.xinhuanet.com. 2012-02-21. Retrieved 2012-05-01. 

Yahoo Images (n.d.). BCIM Economic Corridor Beneficial for the Region's Economy. Available at: 
https://images.search.yahoo.com/ and post.jagran.com. 


