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Appendix A: Data Collection Documents

Interview Participant Information Sheet

Date

Regarding the Participation in Resear ch on the following topic:
Cultural Factorsin the Development of I nternational Projects; A Case Study of South Africa and

Germany in the Engineering/Construction I ndustry
Dear Manager,

| am a part-time student at The University of Witerarand (in South Africa), in the School of

Mechanical, Industrial and Aeronautical Engineeriognducting research regarding cultural factors
that arise in the coordination of international jeets. My supervisor is Bernadette Sunjka. My
research project is titleQultural Factors in the Development of International Projects, A Case Sudy

of South Africa and Germany in the Engineering/Construction Industry and will be conducted in a

South African and a German company; both of whrehimthe engineering/construction industry.

The research is centred on understanding what rallfactors exist in the two countries; what
similarities and differences exist. It is criti¢alunderstand how these cultural factors play @ wien
the South African and German companies work togetime one project. It is also important to
determine whether these cultural factors affectsiliecessful outcome of the project; with respect to

time, cost and quality.

I would like to formally invite you to participate this study. As a Manager of a well-established
engineering company in South Africa/Germany, yooowledge and experience would contribute

significantly.

The research data collection phase will be condubtween June 2016 and August 2016. You
participation in this study would mean an intervieapproximately 45 minutes in duration, with
possibly a follow-up interview. Under the considena that you have a position in management, the
interview may be scheduled at your convenience. plmose of these interviews will include
understanding what cultural factors exist in thenpany and whether they are aware of them during
the course of the management of international ptejerhe interviews would be conducted at your

company privately without any external interference
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Participation in the study is completely optionatlaou are well within your rights to withdraw atya
time. The company name, manager names, employeeshatc. will always remain anonymous and
the confidentiality of all the information that ovided and collected will be strictly private and
respected. It would be highly useful to my reseafdhcould record interviews so that | may later
transcribe them and analyse them. Your consenherConsent Letter and also at the time of the
interview will be required. You also have the optto disallow the use of audio recorders duringryou

interview.

The results of the study will form part of my MSisskrtation report, and may also be reported in
academic papers and at conferences. A summaryeaksults of the research will be made available

to you on request.

Please do not hesitate to contact me should yowe lzaw further questions or require more

information.

| eagerly await your response.

Yours faithfully,

Yashmee Bhana Jogessar (Project Manager, Engiggerin

University of the Witwater srand

Johannesburg, South Africa

Private Bag 3, WITS 2050, South Africa

Email: lucille.mooragan@wits.ac.za (Human Reseé&ttits Committee, Non-Medical)
Tel: +27 11 717 1408

Supervisor: Bernadette Sunjka
Tel: +2711 717 7367

Email: Bernadette.sunjka@wits.ac.za
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Interview Participant Letter of Consent

Letter of Consent Rev.00
Semi-Structured I nterviews, Company SA/Company GER (strike out irrelevant one)

I, 1
agree to participate in the MSc. (Industrial) reskaproject entitledCultural Factors in the

Development of International Projects; A Case Study of South Africa and Germany in the
Engineering/Construction Industry which is to be conducted by Yashmee Bhana Jogéssgineering
masters student). The project will be completed@ira University of the Witwatersrand in the School
of Mechanical, Industrial and Aeronautical Engimegrunder the internal supervision of Bernadette

Sunjka.

| also certify that | have received a signed copths letter of consent by hand delivery or by éma

| acknowledge that the purpose, aims and object¥éise research have been clearly explained to me
and | understand that it entails the following gsle indicate your agreement of each point with a
Cross):
= | agree to allow access to the company and prefaimn workshops for the data collection of
this research.
= There will be an interview with an approximate dima of 45 minutes; and possibly a follow-
up interview.
= With permission, the interviews will be recordeddasubsequently transcribed for data
analysis.
= | understand that the researcher is currently amplayrar and will conduct participant
observations in the company’s workshops with pnéfaktion teams.
= | understand that this information will also beaeted and utilised for data analysis.
= | have the full and complete right to choose tddiaw from this research project at any time
without any penalties, even after signing thiseletf consent.
= | have the full and complete right to not answee @m more of the questions during the
duration of the research project.
= A summary of the transcribed data will be providede at request.
= | am open and unrestricted to broadly discuss $ofhiat are relevant to the discussion without
being intimidated or compelled by the intervieweany way.
= Pseudonyms have been used to conceal my idemitytheat of my company, my employees

and my clients.
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= All information disclosed in interviews (and paitiant observations with workshop
employees) will remain confidential at all times.

= Any audio recordings that are collected duringrivieavs will be securely stored during the
course of the research (data collection) as wedftes research has been completed.

= This project was approved by the Faculty of Engimgeand the Built Environment of the
University of the Witwatersrand and the School oédWanical, Industrial and Aeronautical

Research Ethics Committee (non-medical) of the &hsity.

Your signature on this consent form indicates jfwat clearly understand your rights to participate i

this interview and the subject matter that willrbsearched and discussed during the interview.

If I have any questions or concerns about my rightseatment as a participant, you may contact me
(the researcher) or should you need higher leviErnmation then the Chair of the School of
Mechanical, Industrial and Aeronautical Human Rede&thics Committee (non-medical) at

+27 11 717 1408 or by email, Lucille.Mooragan@witsza.

Signed: Date:

Should | require any further information, clarifita or have any questions regarding the research
project the following person may be contacted.

Name and Surname: Yashmee Bhana Jogessar (Project Manager, Engigger
Telephone No.: +49 (0) 173 3424 661

Email: yashmee@gmail.com
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Participant in Participant Observation Information Sheet

Date

Regarding the Participation in Resear ch on the following topic:
Cultural Factorsin the Development of I nternational Projects; A Case Study of South Africa and

Germany in the Engineering/Construction I ndustry

Dear Employee,

| am a part-time student at The University of Witerarand (in South Africa), in the School of

Mechanical, Industrial and Aeronautical Engineeriognducting research regarding cultural factors
that arise in the coordination of international jeots. My supervisor is Bernadette Sunjka. My
research project is titleQultural Factors in the Development of International Projects, A Case Sudy

of South Africa and Germany in the Engineering/Construction Industry and will be conducted in a

South African and a German company; both of whrehimthe engineering/construction industry.

The research is centred on understanding what rallfactors exist in the two countries; what
similarities and differences exist. It is criti¢alunderstand how these cultural factors play @ wien
the South African and German companies work togetime one project. It is also important to
determine whether these cultural factors affectsilmecessful outcome of the project; with respect to

time, cost and quality.

| would like to formally invite you to participat@ this study. As an employee of a well-established
engineering company in South Africa/Germany, yaantipipation in participant observations, during

workshop activities, would contribute significantly

The research data collection phase will be condubetween June 2016 and August 2016. Your
participation in this study would mean the researatonducting observations during your workshop
activities, for approximately 30 minutes in duratid he observations may be conducted at any time
during workshop operating hours (including lunchl &@a times). The purpose of these observations
will include understanding what cultural factoraseéxn workshop teams and whether members are

aware of them during the course of the completionternational projects.

Participation in the study is completely optionatiasou are well within your rights to withdraw aotn
participate at any time. The company name, manageres, employee names, your name, etc. will

7
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always remain anonymous and the confidentialitglbthe information that is provided and collected
will be strictly private and respected. Your cortsem the Consent Letter and also at the time of the

interview will be required.

The results of the study will form part of my MSisskrtation report, and may also be reported in
academic papers and at conferences. A summaryeatsults of the research will be made available

to you on request.

Please do not hesitate to contact me should yow @y further questions or require more

information.

| eagerly await your response.

Yours faithfully,

Yashmee Bhana Jogessar (Project Manager, Engiggerin

University of the Witwater srand

Johannesburg, South Africa

Private Bag 3, WITS 2050, South Africa

Email: lucille.mooragan@wits.ac.za (Human Reseé&ttlics Committee, Non-Medical)
Tel: +27 11 717 1408

Supervisor: Bernadette Sunjka
Tel: +2711 717 7367

Email: bernadette.sunjka@wits.ac.za
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Participant in Participant Observation Letter of Consent

Letter of Consent Rev.00
Participant Observations, Company SA/Company GER (strike out irrelevant one)

I, 1
agree to participate in the MSc. (Industrial) reskaproject entitledCultural Factors in the

Development of International Projects; A Case Study of South Africa and Germany in the
Engineering/Construction Industry which is to be conducted by Yashmee Bhana Jogéssgineering
masters student). The project will be completed@ire University of the Witwatersrand in the School
of Mechanical, Industrial and Aeronautical Engimegrunder the internal supervision of Bernadette

Sunjka.

| also certify that | have received a signed copths letter of consent by hand delivery or by éma

| acknowledge that the purpose, aims and object¥éise research have been clearly explained to me
and | understand that it entails the following gsle indicate your agreement of each point with a
Cross):
= | understand that the researcher is currently amplayrar and will conduct participant
observations in the company’s workshops with pre¢akion teams that include myself.
= | understand that this information will also bearted and utilised for data analysis.
= | have the full and complete right to choose tchdiaw from this research project at any time
without any penalties, even after signing thislettf consent.
= | have the full and complete right to not answee am more of the questions during the
duration of the participant observations.
= A summary of the transcribed data will be provitedie at request.
= Pseudonyms have been used to conceal my idemiytheat of my company, my employees
and my clients.
= All information disclosed in and participant obssiens with workshop employees will
remain confidential at all times.
= Any audio recordings that are collected duringipgo&nt observations will be securely stored
during the course of the research (data collectiam)well as after research has been
completed.
= This project was approved by the Faculty of Engimgeand the Built Environment of the
University of the Witwatersrand and the School oédWanical, Industrial and Aeronautical

Research Ethics Committee (non-medical) of the &hsity.
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Your signature on this consent form indicates jluat clearly understand your rights to participate i

the participant observations and the subject mattrwill be researched and discussed.

If I have any questions or concerns about my rightseatment as a participant, you may contact me
(the researcher) or should you need higher levidrimation then the Chair of the School of
Mechanical, Industrial and Aeronautical Human Rege&thics Committee (non-medical) at

+27 11 717 1408 or by email, Lucille.Mooragan@witsza.

Signed: Date:

Should | require any further information, clarificam or have any questions regarding the research

project the following person may be contacted.
Name and Surname: Yashmee Bhana Jogessar (Project Manager, Engigger

Telephone No.: +49 (0) 173 3424 661

Email: yashmee@gmail.com

10
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Appendix B: Interviews

Schedule for Semi-Structured Interviews
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Interview Transcript: Manager SW
Company: GER

Date: September 29, 2016

Time: 17h30-18h30

Introduction:

Brief summary of the intended purpose of the intemwas covered before the start of the interview.
A print out of thelnterview Participant Information Sheet andLetter of Consent was brought to the
interview (even though the participant was emaitedse forms prior to the interview). The
interviewer then went through thetter of Consent with Manager SW to ensure that he understood all
his rights regarding the confidentiality of infortima. It was also signed. Manager SW did not agree
to have the interview recorded and assured thaamssvers would be truthful and relevant to the
project. Manager SW’s English is good so most efitiierview was conducted in English (however,
the odd keyword was presented in German and tlaslated into English by the interviewer). The
interview was after hours as Manager SW is extreinesy and has to attend to several other projects
as well; but he was very relaxed and open to conatenhonestly. The interviewer has worked with

Manager SW, in Company SA and Company GER, foryaars.

Interviewer: What is your position at Company GER?
Manager SW: Head of Quality Management for all degpents in Company GER; as well as CE

representative for signing off on all PED-relateduimentation (so an authorised signatory).

Interviewer: Are you involved in the Medupi/Kusjpeoject and other international projects (outsifle o
Germany)?

Manager SW: Yes, | was and still am intensely imgdlin the Medupi/Kusile project. | was a part of
the start-up, the implementation and maintenandbeofQuality Management and Assurance System
(also the implementation of client specificationsdes and standards — ISO9001, PED, etc.). The
start-up began before the company was bought aéechanged name. So the original documents all
have the company’s old logo; in other words, allgy documents that were used in the project were

from the period before the name was changed.

Interviewer: Before we continue, could you tell mhé¢he quality documents remaining the same, so
with the old logo, affected the productivity in Soul\frica?
Manager SW: Ummm, probably not. It was importanexplain the change to our colleagues in the

South African workshop as our German colleagueg aieady fully aware of the name change.

12
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Interviewer: How long have you worked on and beetlved in the Medupi/Kusile project?

Manager SW: | have been on the Medupi/Kusile ptgewe 2009 (so about 7 years).

Interviewer: Have you ever worked in South Africa &ny given period of time?

Manager SW: Yes, | conducted short term auditsraadagement reviews.

Interviewer: Do you spend more time in your offarein the workshop?
Manager SW: Both, mainly in the office though. usf depends on the project. For Medupi/Kusile
work was mostly done in the workshop. Also, the ksbop was very close to the offices — they were

just upstairs. So it was easy to move betweenffice@nd the workshop.

Interviewer: Do you think that your employees aneage of cultural factors; especially the ones that
work closely with international projects?

Manager SW: Well, my employees (and all other membethe project) are not specifically given an
introduction on this (for example how to behaveaidifferent country and how to work together with
the cultures in these countries; there is simpBafthhing by doing”. Also, older members (more
experienced) will pass their experiences and kndgdedown. But there are no specific cultural
factors that are considered. For example; | speite csome time in Pretoria, since | have made
numerous business trips, and when the Notified Bodypprovals accompanied me, | explained how
systems and the culture worked in Pretoria. | dithafore and during the trip — sometimes afterwards
too. | explained that staff needed more coachindy specific instructions, also, how to behaviour in
the country whilst driving or going out at nigho (be safe), possible language barriers, and so on.
Initially, we were a small company that had pragetiainly in Germany so cultural factors were not a
part of our everyday business culture (i.e. howdmmunicate, how to act, how to answer and assist,
etc.). All of the knowledge about other cultures H@een obtained from older and experienced
employees; so, “learning by doing” and keeping srfeyes wide open”. The doing what you learn
becomes experience and it becomes automatic bemawo you adjust and fit in with the local

business culture.

Interviewer: Do you think that cultural factorsexdt the successful outcome of projects?

Manager SW: Yes, of course they do. You need tawvkand understand the different cultures (and
working culture) to understand and manage projentsernally and externally. For example, when
working with South Africans it's very important b honest, friendly and open. If you do not act in
this manner then when you try to give instructibeyt will say “yes” to do it but they might fear
authority too much to be honest and say “no” ifytteenot able to. So it's very important to gaireith

trust right at the beginning of the project so thay are not afraid to approach you. The South
13
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African employee might also blame himself/herstlfhiey are not able to succeed at the task. The
Germans are a little different; they are more agrtit and they don’t need a manager that is open —
they will ask straight away if they're unaware ofrgething. Another example is the South Africans
don't always look you in the eye when speakingdo;ythis is their way of showing respect. However,
it is the opposite for Germans. If a manager oteaglue does not speak to them while keeping eye
contact they are suspicious and doubting. Butfathis wasn’t too much of an issue in South Africa
because there were a lot of expats based thecethelee were mostly Europeans working in the client
and notified body companies. Some of these expats based in South Africa for quite some time, so
there were existing (and strong) relationships.t Higo made it easier to start the project (nonghef
“getting to know one another” phase). The levelsttadse close relationships also help to solve
problems, which arise during the project, much mpueckly (and this was definitely the case for
Medupi/Kusile).

It becomes important to know these differencesasuaccessful business in countries and to expect

more business.

Interviewer: Do you think that cultural factors ar@naged well at Company GER and is there a
current plan in place to educate employees on these

Manager SW: The holdings company has ideas, reguotatand guidelines implemented that are
directly related to client and third party relatshiips, social behaviour and cultural rules. Thigl$® a
part of the company’s code of conduct. The codeowsiduct also includes ways on how to give and
gain respect; how to handle situations in a marbrtigal as opposed to emotional manner (which may
sound confusing because | previously mentioned dluate relationships in projects are important);
how to start the project with people from differdaickgrounds; how to behave during a project; how
to trust the people that you are working alongsatej so on. Social development is important in a
project and the code of conduct may not have inddion to assist with that. Social development is
also a function of time; it is important to becofamiliar with the members in the project as knowing
common/uncommon things (such as business, spagu#ae, religion) about one another will steer
the dynamics of the project — and this knowledgeaay be gained during individual projects. These

things cannot be stated in any code of conducuimiegine.

We knew about these “learning on the job” factarasthe beginning of the project the lady who was
going to lead Quality Management and AssuranceouttSAfrica was brought to Germany to gain
knowledge on the “German way of doing things”. Spent two months in Germany. During this time
she attended workshops and courses. She alsotgpenwith German managers and was frequently

asked whether things were done differently. Hemuinwas very important to us; at first she was

14
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reluctant and cautious to be too honest but eviytsiae realised that her honesty was important to
us; and business was more technical than emotiGmed.of the main differences she noticed was the
punctuality and accuracy — this was mainly reflddteplanning and times to finalise tasks.. Shaspe
weekends learning about the other side of Germasinbsis culture. She could also take this
knowledge back to South Africa and help other eygs integrate quicker with the German expats
(i.e. by explaining their methods of working). Welibved that by “winning over” one of their own,
the other South Africans would be more susceptikdopting and working with our quality systems.

It also gave her an opportunity to familiarise lkdrsvith the project scope of works and to develop
relationships with German managers (having a “faoghe emails is very important). She went on to
stay in the project for its entire duration andduoed great results. The company has now adopted

this method of integrating employees from othemtoes in international projects.

Interviewer: Do you think that differences existtvioeen working in South Africa and Germany;
specifically any cultural differences?

Manager SW: | find this question vague and notrcexaugh. There are many cultural differences
between South Africans and Germans, as well asfferaht set of skills (i.e. for welders, fitters,
boilermakers, supervisors, and so on). Therefoleedomes important to know each individual in the
project and their specific background. For examtiiere was a situation where a German expat (the
Managing Director) thought he could assist and calsituation during a strike because he thought it
was about working shifts. He did not understand ¢hhig issue was that there were different tribes
involved and this was creating tension. So he #gtumade the situation worse. The Managing
Director had to develop his knowledge on theseaucalltdifferences and he did this by being friendly,
open, honest, and he tried to build a strong wiatiip with individuals; he got to know each
individual right to their personal life — and thiscluded staff on the workshop floor. His wise
preparations, in doing this, greatly assisted tieroGerman expats that were sent to work in South

Africa.

Another factor is compliance. Are the relationshipat are developed compliant with the code of
conduct of the company? Compliance will be conagwéh the interaction between cultures. The

managers in Germany and the expats in South Afiackto take care to stay within compliance rules.
Another example of a difference, specifically ire thower and construction industry; Germans are

more interested in management with qualificatiamsiersity degrees, etc.) whereas South Africans

are more accepting to management with experience.

15
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Interviewer: Do you think that South Africans angér@ans need to be managed or supervised
differently? Could you tell me how?

Manager SW: Yes, there are a few minor differenteg. managers and supervisors need to be aware
of these differences and the type of people that tie leading. In South Africa and Germany thé ski
sets at different levels are very different. Thisairesult of the different economic structures tued
classes that people are categorised into. Theedas®e closer to one another and mixed in Germany;
whereas, in South Africa, they are more separalenaticeable. Also, the percentage of people that g
to universities, and so on, is greater in Germanyared to South Africa. Germany also has a solid,
training and apprenticeship program for all youmtyles once they leave school. So you have to
consider education, language, experience, andlssteiading when managing both cultures. South
Africans require more supervision, guidance angsttgn this regard and will be more trusting to an
educated manager — who will be able to provideil@etanstruction. Germans require less supervision
but will also regard an educated manager in higkendards (although, this is not a necessity — they

will settle for a manager who has completed higamreship).

Interviewer: Do you remember Company GER taking ainthese precautionary steps before sending
expats to Company SA (in South Africa)?

Manager SW: Initially, the company did not considbese differences when the first team of
expatriates were sent to work in South Africa. Gammmanagement did not prepare them very well.
But the South Africans allowed them to adjust aadheindividual allowed themselves to learn about
the expatriates, and vice versa. There were shadiss (short meetings) that took place every morning
in the workshop where employees were given the a#hdo; get to know their supervisor, build
confidence and learn to communicate, learn torlisteothers, be given their daily tasks and safety
information, and to learn other team members amwd toowork well with one another. This was also
very beneficial for the supervisors and manageth@ggot to know the individuals they had to learn

and more importantly, how to lead them.

Supervisors and managers are not specificallygdhon how to deal with different cultures; they édav
to learn. Also, there may be some that are not @pehunderstanding and will, as a result, not know
how to behave with different cultures. The Germaltuce seems to be “working and going home”; no
attention is paid to the characteristics of otl@leagues and employees. South Africans are diftere
and form closer relationships and partnerships whekir colleagues; although, they tend to work

longer hours (this may affect the speed).

| must also add that it was easier to work with Sueith Africans than the French; our culture seems

closer than our neighbours.
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Interview Transcript: Manager TR
Company: GER

Date: August 30, 2016

Time: 15h30-16h20

Introduction:

Brief summary of the intended purpose of the intemwas covered before the start of the interview.
A print out of thelnterview Participant Information Sheet andLetter of Consent was brought to the
interview (even though Manager TR was emailed tfiesas prior to the interview). The interviewer
then went through thketter of Consent with Manager TR to ensure that he understoodigltights
regarding the confidentiality of information. It &also signed. Manager TR did not agree to have the
interview recorded and assured that his answerddwe truthful and he would be available to
guestions anytime outside of the interview for Hert clarification. Manager TR’s English was at a
business level so the interview was conducted igli&m The interview was held just after Manager
TR’s lunch break as he had other meetings to atterater that afternoon; but he was very relaxed
and open to communicate. The interviewer has wonkétd Manager TR, in Company SA and

Company GER, for five years.

Interviewer: What is your position at Company GER?
Manager TR: | became the Director of Sales threarsyeago. Previously | was leading the

Medupi/Kusile Project Management Department.

Interviewer: How are you involved in the Medupi/Kagproject?

Manager TR: | was the former Project Manager, &ed tyou took over.

Interviewer: Which parts did you work on beforettha

Manager TR: | was involved in the technical caltiolass and aspects, the tendering phase, sub-
contracting, suppliers (in South Africa and Germaniyitially all prefabrication was based in
Germany so when South Africa changed some of @alloontract rules the prefabrication had to be
moved to South Africa and a workshop had to betbod. So | was involved in the preparation and
design works of the new workshop, as well as, i#ogithe necessary employees from South Africa

and Germany to start prefabrication and compledeet the next four to five years.

Interviewer: So how many years have you been iracbin the project?

Manager TR: In total it has been seven years.
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Interviewer: How you ever worked in South Africa@ermany for any give period of time?
Manager TR: Yes, both. | am German so | have alway¥ed here and | have worked on the South
African project from 2006. But | only travelled &outh Africa about three times a year. This year |

did not travel to South Africa.

Interviewer: Whilst in South Africa did you work indy in the office or in the workshop?
Manager TR: Mostly in the office but | made regulaps to the workshop; it was just below the
offices. | interacted with South Africans in the nkshop and in the office. The same for Germany —

but here | spend more time in the office becausentrkshop is about 45km away.

Interviewer: Do you often go to the workshop in @any?

Manager TR: Depends on what you mean by often] Batgo about two to three times a week — like

| said, |1 work mostly in the office. | walk throughe workshop, have meetings in the boardroom and
help with technical and commercial matters. | dswel to different countries when meetings are

scheduled with customers.

Interviewer: Are you aware of existing culturattiars? And do you think that your employees are
aware of them (especially the ones in the workshop)

Manager TR: Yes, | am aware of these. | worked imefica for a long period of time and there are
also many cultures to manage so that everyone cak @ffectively together. The expats that were
sent from Germany to work in the South African vwairép had to learn to develop a working or
personal relationship — so to learn the cultureutisé\fricans are more personally-orientated inrthei
work. The guys in our workshop [Germany] don't sehave any cultural problems — they work

well together (even though there are German, Taykslish, etc.).

Interviewer: Could you tell me what you meant wiyen said that the German expats had to learn to
develop a “personal relationship” with the Southiégns?

Manager TR: Well, as you know very well, the Soéthcans are more likely to make friends and be
friends at work. Their trust is built on a friengslas well as a working understanding. The guyhén
German workshop are a little different; work comneation and relationships are strictly on a non-
personal basis. Friendship and work are separétedt is built more on judging whether the other

person has the necessary skills.
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Interviewer: Could you provide other examples dfwnal factors and how they are different/the same
in South Africa and Germany?
Manager TR: For example; different ethics, Soutticaf has the BEE system, a history of segregation

according to colour differences.

Interviewer: Do you think that these cultural fast@ffect the outcome of projects; especially the
international ones?

Manager TR: Yes, | do. They are very important.yl\vél directly affect the quality, time and cost o
the project. If they are not handled correctly thie® products of projects can reduce in qualitgart
take longer to complete the project then the cotied time and the cost can go over the quoted

amount quite severely.

Interview: Are you involved in projects with othaerternational companies? Or in other countries
where Company GER has set-up workshops?
Manager TR: Yes, | am involved in other projectee Wave workshops in India that | correlate with,

also, with the site in Finland.

Interviewer: Do you think that cultural factors aremnaged well and that there is a current plan in
place to deal with them?

Manager TR: Well, there isn't a specific method gmdcess in place (such as in the Quality
Management System); however, most of the manaterst(all) are fully aware of these. They try to
learn the different cultures first and then orgartise project accordingly. For example; when the
German expats were placed in South Africa to wtirky had to adapt to the locals and their way of

thinking and working. Also, how to manage the didf& cultures — that's very important.

Interviewer: One last thing, how do you suppose Geeman expats that were sent to South Africa
managed the local culture?

Manager TR: Yes, | think they were able to adjustegqwell. They had training before they left and
some of them had to practice their English; buy theew the basics.
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Interview Transcript Manager BR
Company GER
August 29, 2016 at 14h00-14h45

I ntroduction:

Brief summary of the intended purpose of the intemwas covered before the start of the interview.
A print out of thelnterview Participant Information Sheet andLetter of Consent was brought to the
interview (even though the participant was emaitbdse forms prior to the interview). The
interviewer then went through thetter of Consent with Manager BR to ensure that he understood all
his rights since he was a bit nervous beforehagdrdeng the confidentiality of information. It was
also signed. Manager BR did not allow the intervievoe recorded. Manager BR’s English was not at
business level but he was comfortable conductirg itherview in English. The interview was
conducted in the afternoon after Manager BR'’s @egimeeting on a German project. He was open to

communicate honestly and provide information.

Interviewer: What is your position at Company GER?

Manager BR: | am the Head of Expediting.

Interviewer: Have you been involved in the Medupigide project? If so, what were your core tasks?
Manager BR: Yes, you know me very well. | workedtba project for 5 years. | joined just after the
order was given to us. | was not a part of theiogsitage. | handle the expediting of productiod an
delivery of items (spools and so on) accordinghto time schedule of the client. | provide Company

SA with a prefabrication progress report once akysimce the beginning of the project.

Interviewer: How long have you worked at CompanyR3EAnd have you ever been to South Africa
to visit Company SA’s workshop?

Manager BR: | have worked for Company GER for 8darg. | never visited Company SA’s
workshop but | did work for another German-Southigsin company 15 years ago and then | visited

South Africa for 4 weeks.

Interviewer: Have you ever worked in South Afridana period of time?

Manager BR: | spent a few weeks in our Pretoriakafoop for the current project — just during the
implementation phase. That was when we were saifiritpe workshop and implementing the Quality
Management System. Before going to Pretoria weww#ed out a process on how to implement and
maintain our systems; therefore, it was importantiiie to see if there were any problems at thé. star

Then we could deal with these problems immediatalgo, before passing on the project to the
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German expats and the South African employees wedaake sure that the processes worked for
them (and not just on paper). Also, | worked quitien in South Africa during the previous project.

The company had different owners during this time.

Interviewer: Whilst in South Africa, did you workastly in the office or in the workshop?

Manager BR: It was both; but more in the officedexe the workshop was still getting set up.

Interviewer: Are you aware of existing culture farst between South Africans and Germans? And do
you think that your employees are aware (espeagipats and workshop staff)?

Manager BR: | am sure that there are cultural défiees between these two countries; but | did@t se
too many when | was there, or working here. Butawot directly involved with the employees on
the workshop floor. | only dealt with the managansl the managing director and since most of them
were of European origin there weren’t too manyed#hces for me. Obviously not everyone spoke
German. It was mostly English and Afrikaans (whiehs actually a bit difficult for me). Also, and
important point might be that there were more womenthe workshop and in the technical

department, in South Africa, than in the Germanksbops.

| don't think that my employees are directly awafeany differences in cultural factors — they just

tried their best to work, with an understandinghvthe South Africans.

Interviewer: So your employees are not trainedraféd on working in or with different countries?
Like the case of the German expats in Pretoria?

Manager BR: No, the employees were not specificallined to work with different cultures. We
chose employees who had good English skills andgin&nowledge on the project scope of works.
Some expats that were sent had never even workistlewf Germany before. There was only a
meeting held between expats before going. And tbetlS African country doesn't really train

employees to work with people from other countri&geryone just learnt to adapt with one another.

Interviewer: Do you think that cultural factors (differences) affect the successful outcome of
projects that are conducted between internati@aahs?

Manager BR: Yes, | think that if there are too maiifferences and they are not controlled then this
can affect the duration of the project... And if theration is extended then this has a great impact o

the quality and costs.

Interviewer: Do you think that these cultural fast@re managed well? Is there a current plan in

place?
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Manager BR: Like I mentioned previously, there fisa’direct plan in place to manage different

cultures that Germans work with — they just adapind) the project.

Interviewer: What cultural differences or factorsybu think (if any) exist between working in South
Africa and in Germany?

Manager BR: The living conditions are differente thinguage (even though Germans are starting to
become more fluent in English), racism and othejualices... But please, bear in mind that this exists
everyone but in different forms. So in Germany &ualth Africa there may be different forms of
prejudices. Sometimes these are visible in the lwgr&nvironment; and especially in workshops were
employees can speak to each other more freelyhShiutca and Germany both have a history of
apparent prejudices (and the history was not trad hgo) so people that are new to working in each
other these countries must bear their historiesiimd. The crime is somewhat higher in Pretoria than
Dortmund (the German workshop); employees mightyc#nis fear and stress into the Pretoria
workshop when they are doing work. So managers teéé sensitive of this fact — it may not be a

cultural difference, but it is definitely a differee.

Interviewer: Do you think that South Africans an@r®ans need to be supervised and managed
differently?

Manager BR: | would say yes and no. There are somes when both are the same and times when
they are different. For example; South Africansche®ebe supervised and assisted more often. Also,
they require more guidance and would feel more idenf if they could see or knew that their
supervisor was around all the time. Germans tendoidk more as individuals and would prefer less
interaction (or commands) from their supervisorstidlly when the expats were sent to work in
Pretoria they gave the workshop floor instructiomsa Monday morning and then never checked-in
with their workshop teams until Friday. Because 8weith Africans were a little afraid to question
authority they just worked slower (because theyew#icertain of things and had no one to ask) and a
times made mistakes. Then there are the Germanswillhaork consistently, on their own, but if they
are doing the wrong thing then the supervisor arilly see it right at the end (no constant monitgrin
Another example of a difference is how supervisgirsuld speak to employees. South Africans are
used to a more calm and patient tone whereas Germant a confident and loud tone. If you speak
softly to the employees in the German workshop thegin to question your confidence and your
knowledge of what you're talking about. This sommes created problems in the South African
workshop; the German managers felt that they netmled more abrupt (and less approachable) and
this didn’t work out well with the South African wars. They would feel disrespected and maybe

even insulted.
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Interview Transcript: Manager MS

Company GER
August 30, 2016 at 12h00-12h55

I ntroduction:

Brief summary of the intended purpose of the intemwas covered before the start of the interview.
A print out of thelnterview Participant Information Sheet andLetter of Consent was brought to the
interview (even though the participant was emaitbdse forms prior to the interview). The
interviewer then went through thetter of Consent with Manager MS to ensure that he understood all
his rights since he was a bit nervous beforehagdrdeng the confidentiality of information. It was
also signed. Manager MS did not agree to have ntexview recorded. Manager MS’s English is
relatively good so most of the interview was coriddcin English. The interview was conducted

during Manager MS'’s lunch break; therefore, he way relaxed and open to communicate honestly.

Interviewer: What is your position at Company GER?

Manager MS: Head/Manager of Proposals

Interviewer: Are you involved in the Medupi/Kusjpeoject and other international projects (outsifle o
Germany)?

Manager MS: | was involved briefly in the Medupiffle project during the proposals, costing and
commercial stages that happened in Germany. Thigydatided to move some of the production to
South Africa after the first unit has already beesfabricated in Germany. So, at the beginning, Yes

am involved in many international projects; in Ghiindia, Vietnam, Egypt, UK and Turkey (as well

as Germany).

Interviewer: How long did you work on the Medupifle during the proposal stage and how long
have you been working for Company GER?

Manager MS: The proposals stage took about a y#aatlthe same time the workshop planning (to
build in South Africa) was taking place. | have bhe&arking for 17 years but | have been at Bilfinger

for 5 years. So | started just after the order grasn to Company GER for Medupi/Kusile.

Interviewer: Have you ever worked in South Africa &ny given period of time?

Manager MS: No, unfortunately not. | have not etremelled there.
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Interviewer: Do you spend more time in your offarein the workshop?
Manager MS: | work in an office so | am there mostthe time but | make regular visits to the

workshop in Dortmund and to our workshops in theotountries — the ones | mentioned above.

Interviewer: Are you aware of existing cultural tiars in the international project that you're waord
specifically for the Medupi/Kusile project betwe@ermany and South Africa?

Manager MS: Yes, | am aware.

Interviewer: Could you maybe give me an examplexamples which come to mind?

Manager MS: Well, factors such as language, fobglyette and manner, working style and so on. For

example; projects between Austria and Germany h Bpeak German and have similar styles of

working so they work well together; whereas prgdmttween India and Germany are a different case.
The languages are different and if an Indian mgasnscheduled for 12h00 it usually takes place at
13h30 but in Germany if a meeting is scheduled &7100 it takes place punctually.

[Pauses]

| guess it would be important to brief yourselftbe other culture before starting a project where y

have to work together.

Another example would be eating out in France (@dar lunch or supper) with business colleagues;
if it is a three-set menu then typically the Fremdh only eat mains and dessert. Germans would eat

all three meals — to ensure efficiency. [Laughs]

Interviewer: Do you think that your employees anage of cultural factors; especially the ones that
work closely with international projects?

Manager MS: | would assume that they do becausgréhevorking on those projects but | could
probably confidently say that they are not. Notrggae is aware how the other culture works until

they are placed in that situation — so when theysant to site or the workshops.

Interviewer: Do you think that cultural factorsexdt the successful outcome of projects?

Manager MS: Yes, absolutely.

Interviewer: Do you think that cultural factors arenaged well at Company GER and is there a
current plan in place to educate employees on these

Manager MS: Yes, | think that Company GER is abladapt well during the course of a project — but
there is no current plan in place to train or mak®loyees aware before a project begins. There is a

book that is referenced quite often at Company GERigge”. Most Germans are aware of this book
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but | am not sure how many have read it. Companig Gliould have a plan in place and then have an

agenda to manage them — the cultural factors amiogees.

For example, the last company | worked with hadagegpt with China. One of their tasks was to bring
a group of Chinese project managers over to Gerrbahyhe problem was that these guys had never
been out of China before and their English skileravalmost minimal. So the first step was to take
them out to a restaurant and teach them how tausefe and fork and basic table etiquette. Then
they had an English crash course which also indud®v to read an airplane ticket; how to board an
aircraft (so to sit in the seat allocated on thkdi and not just in any free seat); and to briresents
(but not expensive ones). Also, they were taught $mall talk was not appreciated by the Germans.
The Germans are very exact and to the point. Thep were brought to Germany. So they were

partially trained on their home ground, in familgard comfortable surroundings, before being moved.

Interviewer: Do you remember Company GER taking ainthese precautionary steps before sending
expats to Company SA (in South Africa)?
Manager MS: Yes, but not that intensely. Some expare sent for English courses. This had to be

included in the cost calculation.
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Interview Transcript: Manager BY
Company: SA

Date: November 7, 2016

Time: 15h45-16h30

Introduction:

A brief summary of the intended purpose of theriieav was covered before the start of the
interview. A print out of thenterview Participant Information Sheet and Letter of Consent was
brought to the interview (even though the partinipaas emailed these forms prior to the interview).
The interviewer then went through thetter of Consent with Manager BY to ensure that she
understood all her rights regarding the confiddityiaf information. It was also signed. Manager BY
did not agree to have the interview recorded arsiirasl that her answers would be truthful and
relevant to the project. Manager BY’s English wheiiit as it was her mother tongue so the entire
interview was conducted in English (however, she alale to speak and understand a bit of German).
The interview was conducted just before ManagercBNcluded with her working day. She was very
relaxed, professional and open to communicate hign@$e interviewer has not worked directly with
Manager BY, in Company SA; however, they have compated during the interviewee’s time at

Company GER.

Interviewer: What is your position at Company SAl &iow long have you been working here?
Manager BY: | am the Project Manager based at Cagn@A’'s workshop. | have been here since
2011, so that would be approximately 5 years; h@wnelvhave only been based at the workshop for

the last 4 years.

Interviewer: Are you involved in the Medupi/Kusipeoject and other international projects (outsifle o
South Africa)?

Manager BY: Yes, | am the main Technical and ConcraéProject Manager, for the Medupi/Kusile
project, based at Company SA. The rest of the prgj@mnagement team are based in Germany, at
Company GER. | am also the single-point contact lantdbetween all manufacturing activities here

and the team in Germany; all communication is cotetlivia me.

Interviewer: Before we continue, could you tell mbat core tasks your position entails? And how
regularly you communicate with the team in Germaalgo, do you communicate via email or
telephone mostly?

Manager BY: | communicate with the Project ManageGermany about two to three times a week. |

usually call first to explain or discuss the topitd then send an email straight afterwards thaudes
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the necessary details, drawings, specificationguirements, etc. This email will also include a
requested date when feedback is required. Thed®idignager in Germany will then decide to which
department the request needs to be forwarded loe i able to answer immediately. The Project
Manager in Germany has technical, as well as, cawiatlgesponsibilities — very similar to my tasks.
| must point out that even though the Project Manag Germany has a good level of English, it is
still more efficient and leaves less room for eiifoa call is made first. Then | am also able tarhe

from the tone in his voice whether he understandscampletely or not; if the call is not made first
then it could take him time to understand the exaeson for the email. We have been working
together for four years and have a good undersigndnowever, there is always room for

misinterpretation in emails (this could even oowith other members in Company SA).

Interviewer: How long have you worked on and bewmlved in the Medupi/Kusile project?

Manager BY: | was aware of the project since Itethworking for Company SA - it was still in its
design phase. However, when | moved here, to th&skop, four years ago only then did | become
fully involved in the project. | was lucky becausgtarted working on the project since prefabrmati
begun here so | did not have to have too many dhistessons” — the project developed as |
developed. There was a Senior Project Managemntbatored me for the first year and then | was left

to control the project on my own.

Interviewer: Have you ever worked in Germany foy given period of time? And do you think that
this has had an effect on the way you manage thjeqi?

Manager BY: No, unfortunately not. | have only wedkwith the expats that are based here. Ummm, |
wouldn’t think so. At the start | had to get to kndhe members here, at Company SA, and at
Company GER. That also meant developing relatigussthiat would benefit the project. | have learnt,
from the members at Company GER, that relationshipsimportant for a project as it will affect
whether the project has a good or bad outcome. &ftdywards did | realise that it was easy for them
because employees usually stay in their positionsét less than five years, here, at Company SA,
employees leave much earlier (sometimes even @fteryears). So even though I might not have

worked in Germany, | have tried to familiarise mfseth their working methods.

Interviewer: Do you spend more time in your offaraen the workshop?
Manager BY: Well, my office is situated right abate workshop, but | would say that on average |
go to the workshop at least once every two daymly really need to go down there if problems

arise... And at times just to make sure that evengtlig still running smoothly.
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Interviewer: Do you think that your employees antleagues are aware of cultural factors; especially
the ones that work closely with international potgdike the current Medupi/Kusile project?

Manager BY: Well, | technically don’t have any eyges directly under me — no one reports to me. |
am the Project Manager on the project organograim am responsible for managing team members
with regards to their tasks. | would have to sat,thesides language, | don't think that they'reasv

of specific cultural differences. This answer isated to the workshop and office employees at
Company SA and the expats that have been locaredftoen Company GER. | don'’t think that the
employees were trained or made aware beforehahereltbelieve they were just introduced to the
new manager that they had to report to and thamsadjalso don’t think that the time for adjustrhen

was foreseen in the project planning stages.

Interviewer: Do you think that cultural factors edt the successful outcome of projects? Could you
possibly point out some of these cultural factohsf®l maybe use the Medupi/Kusile project as an
example.

Manager BY: Yes, | am sure that they play a bi@ ol whether projects are successful or not; some
factors probably more than others. Communicatiovery important for this project so the language
barrier at the beginning posed a slight problemyédwer, even though the expats arrived with little t
basic knowledge of the English language, they teapretty fast. | am not sure whether the way you
write is considered cultural, but when the Germange a “1” it looks a lot like a “7”. This created
problems as manufacturing was conducted basedeodrtwings that the German expats edited and
wrote on. This is still a small problem, but novatthwe're aware of it we can point it out quickly.
Obviously, if there are manufacturing errors (beegaof drawings that were not legible) then this
would raise the costs of the project severely @hewvery expensive material involved here). | gues
leading styles would also be a cultural factor;elpats had to learn how to manage and communicate

with the workshop guys — even some of the officgsgu

Interviewer: Do you think that cultural factors ananaged well at Company SA and is there a current
plan in place to educate employees on these?

Manager BY: | don't think, in fact, | know that tteeisn’t a current plan in place. Most of the potge
that are conducted here (at Company SA) are loeahtenance and design projects. There aren’t
many international projects. So this could be @oaas to why Company SA does not want to invest
time and money into a plan to manage cultural factdt the start, the expats that arrived from
Company GER tended to stick together; howevery a&oene time (of learning on their own) they
integrated with the employees at Company SA. Thes do our workshop also took some time to

warm up to the expats — they were obviously notluseéheir leadership styles.

28



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

Interviewer: Do you think that differences existtiiaeen working in South Africa and Germany;
specifically any cultural differences?
Manager BY: Well, like | mentioned before, | havevar actually worked in Germany — | have only

worked with the Germans from Company GER.

Interviewer: Do you think that South Africans aneér@ans need to be managed or supervised
differently? Could you tell me how?

Manager BY: Well, | don’t have any experience inn@ging Germans, but South Africans need a lot
of direction and detailed instructions. It's alsgportant to constantly follow-up and in order tokea
sure that the instruction or email or meeting wadewstood. For example; it's quite common for
someone to misunderstand and do the incorrect #madgf not monitored then you will only discover
the mistake towards the end (and it might be to®).a\Iso, if you have an intimidating attitude tthe
some people will not tell you if they misunderstagmmething... They will just continue doing the

work the incorrect way.

Interviewer: Do you remember Company GER taking ainthese precautionary steps before sending
expats to Company SA? Or Company SA taking anysdieelp and prepare the South African guys
understand and integrate with the expats?

Manager BY: Ummm, | believe that a lot of the espatent for English lessons before coming to
South Africa and during their time here at Comp&#y. Also, before prefabrication works began,
Company GER arranged for the Quality Assurance Mangrom Company SA, to train for a few
months in Germany. This was important because tedif) Management System is the core system
that determines the quality of the product so thesgn in charge needs to understand exactly how it
works. By Company GER arranging for this they eaduthat the Quality Assurance Manager was not
only familiar with the system (so that she coukldrrothers) but also with the work and social aeltu

of the Germans. This enabled her to understand thetter and she passed this knowledge on to the
rest of the team here. | would have thought thah@any GER would have involved more employees
in their plan but, unfortunately, that did not happlIt could have been the fact that it's a costly
exercise. | don’t think Company SA equipped its Eypes with dealing with the German way of
managing and culture. The workshop (and officeyallit) employees have had to adapt and try to

find a common ground.
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Interview Transcript: Manager AN
Company: Company SA

Date: November 7, 2016

Time: 15h00-15h40

I ntroduction:

Brief summary of the intended purpose of the intemwas covered before the start of the interview.
A print out of thelnterview Participant Information Sheet andLetter of Consent was brought to the
interview (even though the participant was emaitedse forms prior to the interview). The
interviewer then went through thetter of Consent with Manager AN to ensure that he understood all
his rights regarding the confidentiality of infortizan. It was also signed. Manager AN did not agree
to have the interview recorded and assured thataigsvers would be truthful and relevant to the
project. Manager AN’s English is good so most o thterview was conducted in English. The

interviewer has worked with Manager AN, in Comp&#yand Company GER, for five years.

Interviewer: What is your position at Company GER?

Manager AN: | am the Manager of the Work Preparabepartment.

Interviewer: How are you involved in the Medupi/lasproject and other international projects
(outside of Germany)?

Manager AN: | am responsible for the project manag® of the prefabrication works for the
Medupi/Kusile project; it is my task to ensure thyatlity, time and cost of the project remain withi
the project specifications. | also ensure that neteptimisation takes place for the material tisat
used for prefabrication. | also manage continuoysdvement of processes in liaison with the client.
It was my task at the beginning of the project remsfer and integrate German systems in South
Africa; because of cultural and educational diffees, also differences in standards and
specifications. We manufactured some componentsaf@ompany in Mozambique. We also do

additional maintenance jobs for Eskom.

Interviewer: How long have you worked on and bewmlved in the Medupi/Kusile project?

Manager AN: The total duration has been 7 yearss Ticludes the half a year that | spent in

Duisburg (Germany) finalising the design enginagrimith the client and another half year in

Dortmund (Germany) training for the works prepamasi and how to use it in our workshop here, at

Company SA.
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Interviewer: Have you ever worked in South Africa &ny given period of time?

Manager AN: Yes, | have been here for 5 years amdihs.

Interviewer: Do you spend more time in your offarein the workshop?
Manager AN: | was based in the office; | had a daskl a computer. To me “working in the
workshop” means that | am based there — with wankstools. This is not the case, but | make

frequent trips to the workshop during the day iguesvision, monitoring and control.

Interviewer: Are you aware of any existing cultufattors? Do you think that your employees are
aware of cultural factors?

Manager AN: Yes, | am aware. | believe that someleyees are aware; they mentioned things like
“they liked the way the Germans worked”. But somerevalso against the way of working because
they would say things like “we’re in South Africae do things differently” or “this is Africa”. Also
“tomorrow is another day” when there were deadlitlesy were not very good at meeting deadlines.
But then again, sometimes the clients were nobredde with deadlines. For example; if they needed
something prefabricated for Monday they would dslithe material on Saturday and not even deliver
all the correct documentation or have detailed irequents. They require high quality service and
product but they don't provide it. Racism is alddl @n issue amongst the blacks and whites.
Europeans are considered whites. There is a gtpniking even after 20 years. There are also BEE
restrictions — the background being that they wargromote equality for the black people that were
disadvantaged during the Apartheid time. This jsablem because they will hire a person in order to
get the BEE certification but that person might betqualified to do the task. The BEE idea made a
few people rich, very quickly, and a lot of othexople just remained poor. Language was also a
problem because my English was average when kedtavbrking here and it was very difficult to
communicate with the lower-level education guys the workshops; there were many
misunderstandings. There is a big gap in educdtienals; often personal need more guidance. At the
beginning a lot of employees needed guidance béifene started working on their own — and a a lot
of them still need continuous guidance. Some eng@sydidn’t know how to read or work with part
lists. For example; if there were ten componends Were all the same, they would just take any one

without reading the component item number writtarthee part list first.

South Africa seems to also have a lot of “job hephdahey change jobs very quickly and this could

be salary-related; for example, welders will takether job even if the salary is R5 more per hour.
Sites also pay more and provide more allowancestrilite these welders and then they just leave to
go work on sites for higher pay. Also, in the Wdrkeparation Department, at the beginning, we

trained a whole lot of guys and then they just. I&fso, with sending emails you need to be more
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specific and detailed with South Africans; with tB@rmans you just expect them to know certain

things so you don’t write too much.

Interviewer: Do maybe know why South Africans jaiptso frequently?

Manager AN: Well, the reason the Germans don’thjop so often is because the salary difference in
companies, in Germany, are not that great. Soréluigces the reasons for Germans to just move; it
also decreases flexibility amongst Germans. Fompka some provinces have a “set tariff” for
paying their employees. But there are some emptoyeeSouth Africa that remain for extended
periods of time. It's difficult to run a project wh the members are constantly changing — coming and
going. Also, it could be that there are more sHileople in German in comparison to South Africa so

companies are willing to offer higher salaries lbéain more skilled employees.

Interviewer: Do you think that cultural factorsexdf the successful outcome of projects?

Manager AN: Yes.

Interviewer: Do you think that cultural factors ar@naged well at Company GER and is there a
current plan in place to educate employees on these

Manager AN: Yes, | think that they are managed wiéiere was a lot of effort put into the beginning
of the project to implement structures and proces&erman personnel came to also train South
Africans and transfer knowledge so that they cdal@ over afterwards. “Quality culture” thinking

was also important.

Interviewer: Do you think that differences existtiiaeen working in South Africa and Germany;
specifically any cultural differences?

Manager AN: Yes, | think | mentioned most of thelowee.

Interviewer: Do you think that South Africans aneér@®ans need to be managed or supervised
differently? Could you tell me how?

Manager AN: Yes, | do. South Africans need to b&led more frequently and supervised closely

quite often. You need to be more specific; misus@erdings regarding giving instructions and

interpreting the instruction can arise very oftdihey also need to made aware that they are
responsible for their actions and the work thay theoduce; especially if something is wrong — but

also if something is right. Germans tend to workenas individuals.

Cultural factors definitely have an influence onmagement styles. You have to aim to instil a celtur

of responsibility. Also, if you form a good teanethyou can produce good work.
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C

Field Notes: First Workshop Participant Observation at Company SA
Date: November 11, 2016; Friday (summer)

Place: Workshop Company SA

Time: 09h30-11h30 (approximately 2 hours)

Physical description of team;
The core project team was made up of nine membéexe were seven men and two women. The
team was made up of the following roles; Productitemager, Assembly Manager, two Assembly

supervisors, one Welding Supervisor, one Weldet three Boilermakers (two of which are women).

The Production Manager was a tall, large German mah Turkish roots (i.e. an expat from
Company GER) with short, neat hair. He was dress@ehns, a formal shirt, a jacket (which also had
reflector strips on it), safety boots, a pair despgoggles (which were on his head) and earpldgs.
also carried a clipboard. He had an office in dgimecated building that is connected the workshop
but spent most of his time in the workshop with teiem. The Assembly Manager was also an expat
from Company GER but with Moroccan roots. He haartsicurly black hair and he wore glasses. He
was also shorter than the Production Manager. Hee viaue overalls with the standard personal
protective equipment (PPE) which included; safetggies, earplugs and safety boots. Both managers

were approximately between the ages of 40-45.

The two Assembly Supervisors were both AfrikaanatBd\fricans. They were of similar statue and
younger than 30. They also wore blue overalls bt \Wwinter jackets instead of the overall jackets on
The Welding supervisor and Welder were both Afri&outh Africans. They also wore blue overalls
and the standard PPE; however, the Welder hadrd awaund his head and a pair of thick leather
gloves (for heat protection during welding). Thelditey Supervisor carried a clipboard. Of the three
Boilermakers, the man was a Coloured South Afrieanyvell as the two women. The Boilermakers
(including the two women) also wore overalls and t# standard PPE. The women had scarves on

their heads but for personal reasons (they dicheed it for safety purposes).
There are workshop floor employees that are agiasther project teams that assist with work when
the load is too much for the core team; there wenee of them. Similarly, they wore the same type o

blue overalls and standard PPE. They were AfricautiBAfricans.

The core project team has been working togethealfoost four years.
Verbal behaviour;
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The Production Manager and the Assembly Managekespaly German to one another (i.e. the two
German expats). Sometimes they struggled to conuateiin English with their workshop team.
They attempted to always speak in English but wthey struggled to get their point/idea/instruction
across then they spoke in German just to one anothe times the other members looked
uncomfortable and uncertain of what the resulhefdonversation was so they either waited for them
to finish or they continued to speak to each othHaunt discussion that were off the topic of the @b
hand. The two Afrikaans supervisors spoke Afrikaansne another and worked closely together. The
others spoke in the mutual African language (iree that they were all familiar with). None of the

South African project members spoke German.

The Production Manager spoke in a medium to lone @nd the Assembly Manager always spoke in
a loud, almost abrasive tone; however, the reiteam seemed to be familiar with him and his way
of talking — there was an unspoken understandimg dther men spoke in a normal tone to one
another. One of the two women was very soft spe@kehthe other was much more self-assured; they
stuck closely together. They spoke informally amé ivery friendly way amongst each other and used
a lot of slang; however, when speaking to the Petidn and Assembly Manager they tried to be a bit
more formal (possibly also thinking that the Germanight not understand the South African slang).
The Assembly Manager frequently attempted to undedsthe slang words. There was the odd

conversation or comment that was not related t@tbgct during work.

When they needed to communicate in a group theyldvepeak effectively in English. All the

instructions, specifications, codes, drawings, ware provided to the team in English.

Physical behaviour;
There seemed to be “cliques” that formed in theugrepecific to the cultural group; i.e. with the

Afrikaans, Africans and even the women preferredaock separately from the men.

When the Production Manager came to the team hHeegpainly to the Assembly Manager and it was
the Assembly Manager’'s task to communicate the ages$o the rest of the team. The Production
Manager looked less approachable than the AsseMblyager. The Assembly Manager and the
Welding Supervisor were on extremely familiar terfmsimost looked as though they spent their free
time together too). The Assembly Manager would &ad pat employees on the back. None of them
minded, in fact, they would smile and they lookedrenmotivated. There was definitely a degree of

physical contact.
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The Production Manager’s body language gave offrgmession of being more strict and orderly. The
Assembly Manager had a lot of energy, but not npatience. The Welding Manager seemed to have
the most work because he was the guy that moshefAfricans would approach first. The two
Assembly Supervisors worked moderately fast. Thie rBailermaker did not really have any sort of
alliance and worked on his own most of the timey(\auietly). The women were a bit more relaxed
and spoke often to each other and to the Welder Walder confided a lot in the Welding Supervisor;

however, he also had a good relationship with titside members that were assisting the team.

Relationship between leader ship and employees;

There was a respectful way of acting and speakimgngst all team members; especially towards the
two managers. The two managers played the maireislaig roles, on the workshop floor, and in the
project team. Due to the Assembly Manager’s frigraaid open approach to the rest of the team, they
seem to be closer to him and follow his instructeillingly. He was more charismatic in his
leadership approach; whereas the Production Marsggmed to be leaning towards a bureaucratic
style. The Assembly Manager tried to make greatreffto involve everyone in the team. He had
personal relationships with each individual and wesn numerous times laughing or talking about
personal jokes and stories. The employees seemadktmwledge his efforts and cooperated well
with him and asked for assistance without any féaey did not have this kind of relationship with
the Production Manager. The Assembly Manager efied to teach the others a few German words
and he had learnt quite a few Afrikaans and Zuludsdrom the others; in this way they appreciated

his effort to try to get to know them and they tethwell to him.

The employees seemed to want to find a way to solpmblem, on their own, before addressing it to
one of the two managers. The Afrikaans superviseesned bolder in approaching the Production and
Assembly Manager than the African members in tlaenteother than the Welding Supervisor. The
women went first to the Welding Supervisor with ithproblems and he spoke directly to the

Assembly or Production Manager when he could notédliately assist them on his own.

It looked as though the project team had a lotosffidence and trust in the two managers. They saw
the Production Manager as their superior and appdarbe less fearless in approaching the Assembly

Manager for guidance and support.

Human traffic;
During the observation there was not too much exfae from people that were not involved in the
project. The workshop was divided into “cells” (ijgroject-related demarcated areas) and it was

designed in a way that people passing by do nat kawalk through the area. When the Production
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Manager was in the cell there was an employee faowther project team that came to ask him
something. He was familiar with the two Boilermakesymen so he stopped to talk to them, as well,

for a short while.

People who stood out;

There was not a specific individual that stood exitept, possibly, the Boilermaker who tended to
work on his own without much influence from theatteam members and he did not tend to be a part
of any of the cliques. For this reason he was @bEmmunicate and mix well with everyone in the
team. However, he did not communicate at all whii Production Manager. He gave some feedback

to the Assembly Manager after the manager spokeantdirst.

General layout and description of working area;

Storage and Layout Areas

Work Bays Welding Bay

Layout Area Offices Machinery

Stores ---------------------------------------------------------------------------- Qutside Area
: Laydown Area

I:I Area where observations took place

General notes;
= This observation was conducted in summer; it mighie been beneficial to conduct a second
one in winter too.
= The participants were always aware of the obsesy@esence.
= The observation was conducted in the morning, aft#r tea and before luncheon. The
workshop opens at 07h00 so they had already bedangdor 1.5 hours.
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= The observation was conducted for two hours. Thiseeded the allowable time that the
Production Manager agreed on; however, this wasudged with him and he accepted it. He
did not see the observer as a major hindrancesttehim’s work.

= The observer remained in the same position foettiee duration of the observation.

= All project team members were aware of the obsenvatnd were given forms to understand
the research process well beforehand.

= All participants signed theeetter of Consent prior to the observation.

= The time for opening and closing comments and sgyof thelLetter of Consent was included
in the total duration of the observation; the Paiahin Manager did not want his team to be

“distracted” for long periods of time.
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Field Notes: First Workshop Participant Observation at Company GER
Date: July 22, 2016; Friday (summer)

Place: Workshop Company GER

Time: 09h15-11h00 (approximately 2 hours)

Physical description of team;
The core team for the project is made up of onlyr fmembers; the Production Manager, the
Assembly Supervisor, the Boilermaker and the Weldaey were all men. This team is just more

than half the size of the team at Company SA.

The Production Manager was a tall, large Germah shbrt, neat black hair; and between 50-55 years
of age. He was dressed in a white t-shirt withelidwerall pants that had yellow reflector strips a
the standard personal protective equipment (PPEhwhcluded; goggles, ear plugs and safety boots.
He had a pen and a Vernier in his shirt. The As$emtanager, also German, was dressed in the
similar attire; and between 40-45 years of age. Bb#ermaker was a short, stout man with light
brown hair. He wore blue overalls and the stané&&. The Boilermaker was much younger than the
rest of the team; he was between the ages of 2543®.Welder was dressed completely in blue
overalls, a leather apron and a scarf on his haddancap on top of it. The Welder was most likely

between 40-45 years of age (similarly to the Asdgtanager).

All members were of German origin.

Verbal behaviour;

The team spoke only in German to one another. THoeuetion Manager spoke loudly and in a
confident, firm way. He engaged with everyone amal/tlooked at each other in the eyes when they
communicated. The language between him and the teasvery formal. The conversation and

discussion was also brief and to the point.

The workshop was loud so all members had to spea&la¢h other loudly, as well. But they seemed
familiar with each other’s tone of voice. They didt speak in formal German; there was a lot ofgslan
that was used as well. All of the topics of disemss and verbal communication between members

were strictly work-related. There wasn’t much tatkwhilst each member was performing their task.

Physical behaviour;
The team was too small to form any “cliques” angheanember worked as an individual. The

Production Manager entered and greeted each ingivldy shaking their hands while maintaining eye
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contact, at the start of the observation, for témubtes and then left. No one asked him any question
He did not return during the rest of the observati@riod. The remaining three spoke for a few
minutes (it looked as though they were clarifyinfea details with each other) and then moved to
their separate areas to complete their individasg. They always kept a distance between each othe
when communicating. They seemed content and satiséi work on their own. The Welder had a

small radio that had German folk music playing.

Relationship between leader ship and employees;

There was a strictly professional relationship lestwthe Production Manager and the rest of the team
members. There was not much personal interactioweder, the team members all respected him
and listened attentively when he spoke; and whesplo&e loudly they did have not fearful looks on
their faces. It was as though they required hirhadorceful and firm. Amongst the rest of the team
there was a more closer, but unspoken persondioredhip. It would seem that they would possibly

eat luncheon together and discuss activities tegt tonduct in their private time.

Human traffic;
During the observation there were no other empleyae the workshop floor that came to the area
under observation. The only person who enteredmbri area, and only at the beginning, was the

Production Manager.

People who stand out;
No individual stood out. They had similar ways adrking as individuals and that worked for them

together, as a team.

General description of working area;

Each member in the team kept their working areteqgiean. The Production Manager had a separate
office in the main building. The Assembly Managexdhsome files with drawings that each had
printed labels with the drawing numbers. He onlyg lome file open (presumably the one that they
were working on at the moment). The Boilermaker @awhe tools lying on his table and the rest were
in his toolbox (which had white markings designated each tool). The Welder had his welding
consumables in a toolbox and only the ones he &g were out. There was a white screen board
with the following on it; drawing that they were ong on, a Gantt chart with a timeline indicating
milestone dates, the latest toolbox talk notes the fifteen minute meeting that is held every

morning) and safety requirements.
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Machinery

+—— Qutside

.....................................

Equipment

Welding

Layout Area

Stores

Offices

I:l Area where observations took place

General notes;

Company GER'’s team is smaller than Company SA. Asiiite reason is that Company

GER’s the scope of work for the project was abailft the size of Company SA's.

The observation was conducted in summer; it mighbéneficial to conduct a second one in

winter too.

The observation was conducted in the morning, aistr tea and before luncheon. The

workshop opens at 06h30 so they had already bedangdor 2.75 hours.

The observation was conducted for just less thanhurs.

The observer remained in the same position foettiee duration.

All project team members were aware of the obsemwatnd were given forms (including the

Letter of Consent) to understand the research process well befodehan
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Field Notes: Second Workshop Participant Observation at Company SA
Date: January 9, 2017; Monday (summer)

Place: Workshop Company SA

Time: 09h15-10h15 (approximately 1 hour)

NO LADIES PRESENT ON THIS DAY.

Physical description of team;

The core project team was made up of seven menibeese were seven men; the two women from
the previous observation were not present. The t@asnmade up of the following roles; Production
Manager, Assembly Manager, two Assembly supervjsame Welding Supervisor, one Welder, and

one Boilermaker.

The Production Manager was a tall, large German mah Turkish roots (i.e. an expat from
Company GER) with short, neat hair. He was dressgdans, a t-shirt, a thin jacket (which had
reflector strips on it), safety boots, a pair despgoggles (which were on his head) and earpldgs.
also carried a clipboard. He had an office in dgimecated building that was connected the workshop
but spent most of his time in the workshop with teams — walking around. The Assembly Manager
was also an expat from Company GER but with Morpacats. He had short, curly black hair and he
wore glasses. He was shorter than the Productioralyta. He wore blue overalls with a casual t-shirt
(no overall jacket) with the standard personal gutive equipment (PPE) which included; safety
goggles, earplugs and safety boots. Both managees approximately between the ages of 40-45.

The two Assembly Supervisors were both AfrikaanstBdfricans. They were tall with short brown
hair; they were of similar statue and younger tB&nThey also wore blue overalls with t-shirts but
also had their overall jackets on. The Welding sviser and Welder were both African South
Africans. They also wore blue overalls and the daath PPE; however, the Welder had a scarf around
his head and a pair of thick leather gloves (foathprotection during welding). The Welding
Supervisor carried a clipboard. The Boilermaker waSoloured South African man. He was very

neatly dressed in his overalls; even his overakgeawas buttoned-up.

There are workshop floor employees that are agfasther project teams that assist with work when
the load is too much for the core team; previodukBre were three, this time there was only one.
Similarly, he wore the same type of blue overafld atandard PPE but had a different company’s

name written on his overall jacket. He was an AfiniGSouth African. All the other overall jackets had

42



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

Company SA’'s name and logo printed on them. The pooject team has been working together for

almost four years.

Verbal behaviour;

The Production Manager and the Assembly Managekespaly German to one another (i.e. the two
German expats). Sometimes they struggled to conuateiin English with their workshop team.
They attempted to always speak in English but wthey struggled to get their point/idea/instruction
across then they spoke in German just to one anoiffee Production Manager's German was
somewhat better than the Assembly Manager’'s. Theokthe project members just stood around
when the Production Manager and the Assembly Managee speaking to each other. The two
Afrikaans supervisors spoke Afrikaans to one anodmed worked closely together; when they
communicated with the rest of the team they spokenglish. The others spoke in the mutual African
language (i.e. one that they were all familiar yitdone of the South African project members spoke

German.

The Production Manager spoke in a medium to lone @nd the Assembly Manager always spoke in
a loud, almost abrasive tone; however, the retmfeam seemed to be familiar with him and his way
of talking — there was an unspoken understandingirdes the South African members raised their
voices, as well. The German expats did not seeroraftetable with it. When the other men (not the
German expats) spoke to one another they spokdawered tone. They spoke informally and in a
very friendly way amongst each other and used aofoslang; however, when speaking to the
Production and Assembly Manager they tried to b& more formally (possibly already realising that
the Germans do not understand the South Africangsldhe Assembly Manager frequently attempted
to understand the slang words. There was the oaddecsation or comment that was not related to the

project during work; but not too much.

When they needed to communicate in a group theyldvepeak effectively in English. All the

instructions, specifications, codes, drawings, ware provided to the team in English.

Physical behaviour;

There seemed to be “cliques” that formed in theugrepecific to the cultural group; i.e. with the

Afrikaans and Africans (the women were not preseisttime). Since the Production Manager walked
around the rest of the workshop quite often, theefsbly Manager (when he was not inspecting
reports) would spend a lot of his time with the Wied) Supervisor; either discussing a work-related
topic or, once, the Assembly Manager asked the Wgl8upervisor to assist him with one of his

other employees. He felt that the Welding Supervigould be able to understand and relate to his
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employee a little better. He did not leave his eypé alone with the Welding Supervisor; he stood

there while they spoke to each other in an Afrieanrguage.

The Production Manager spoke to his team in Englisth mentioned that if they needed assistance
they were to go to the Assembly Manager first dnahtto him if the problem could not be solved. The
Production Manager looked less approachable thamdsembly Manager. The Assembly Manager
and the Welding Supervisor were on extremely faanterms. They were very friendly to one another.
The Welding Supervisor was teaching the Assemblyadar a South African “hand greeting”. The
Assembly Manager would hug and pat employees orbdio&. None of them minded, in fact, they

would smile and they looked more motivated. Theas definitely a degree of physical contact.

The Production Manager's body language gave offirapression of being strict, orderly and
professional. The Assembly Manager had a lot ofrg@nebut not much patience. The Welding
Manager seemed to have the most work because heheaguy that most of the Africans would
approach first. The two Assembly Supervisors workextierately fast. The Boilermaker worked on
his own most of the time (very quietly) and occasity spoke to the Welder. The Welder confided a
lot in the Welding Supervisor; however, he also hagbod relationship with the outside man that was
assisting the team. One of the Assembly Superviatesacted and communicated with the Assembly
Manager, Welding Supervisor and Boilermaker; howete other Assembly Supervisor kept more to

himself. He tended to work on his own quite often.

None of the project team members communicated thighProduction Manager, at all, during the

entire period of observation; only the Assembly lsiger did.

Relationship between leader ship and employees;

There was a respectful way of acting and speakimgngst all team members; especially towards the
two managers. The two managers played the maireislaigh roles, on the workshop floor, and in the
project team. Due to the Assembly Manager’s frigrasld open approach to the rest of the team, they
seem to be closer to him and follow his instructigilingly. He was more charismatic in his
leadership approach; whereas the Production Marsggmed to be leaning towards a bureaucratic
style. The Assembly Manager tried to make greatreffto involve everyone in the team. He had
personal relationships with each individual and wesn numerous times laughing or talking about
personal jokes and stories. They did not havekinid of relationship with the Production Manager.
The Assembly Manager even tried to teach the othdesv German words and he had learnt quite a
few Afrikaans and Zulu words from the others; iisttvay they appreciated his effort to try to get to

know them and they related well to him. Howevere @i the Assembly Supervisor did not seem

44



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

interested in “following” the Assembly Supervistie tended to keep his distance and tried to do

tasks on his own.

The employees seemed to want to find a way to solpmblem, on their own, before addressing it to
one of the two managers. However, most of the te@mbers approached the Welding Supervisor for
assistance; they did not go directly to the Assgnidanager or the Production Manager. The
Afrikaans supervisors seemed bolder in approacthiag”roduction and Assembly Manager than the

African members in the team; other than the Wel@ogervisor.

It looked as though the project team had a lotosffidence and trust in the two managers. They saw
the Production Manager as their superior and appdarbe less fearless in approaching the Assembly
Manager for guidance and support. However, it ditl seem as though they would approach these

managers if they did not understand something thely were unsure of anything.

Human traffic;
Besides the Production Manager who often walkeodutfin the working stations, there was not much
human traffic. The team did not require the asststeof the “other guy” — so even he was not seen

entering or leaving the working stations.

General notes;

= This observation was also conducted in summer I@imio the first observation).
Unfortunately, it was not possible to conduct améhie winter due to time restrictions.

= All participants remained the same as the previdiservation; however, the two Boilermaker
women were not present.

= The participants were always aware of the obsesy@esence.

= The observation was conducted in the morning, aft#r tea and before luncheon. The
workshop opens at 07h00 so they had already bedangdor 1.5 hours.

= The observation was conducted for about one hour.

= The observer remained in the same position foettiee duration of the observation.

= All project team members were aware of the obsenvaind were given forms to understand
the research process at the previous observation.

= All participants had already signed theiter of Consent at the previous observation.

= The time for opening and closing comments was dwiuin the total duration of the
observation; the Production Manager did not wastéam to be “distracted” for long periods

of time.
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Field Notes: Second Workshop Participant Observation at Company GER
Date: November 18, 2016; Friday (winter)

Place: Workshop Company GER

Time: 09h30-10h30 (approximately 1 hour)

Physical description of team;
The core team for the project was made up of theesdaur members; the Production Manager, the
Assembly Supervisor, the Boilermaker and the Wel@laey were all men. This team was about less

than half the size of the team at Company SA.

The Production Manager was a tall, large Germah shbrt, neat black hair; and between 50-55 years
of age. He was dressed in a thick winter jackét Wiue overall pants that had yellow reflectoipstr

and the standard personal protective equipment)(RBE included; goggles, ear plugs and safety
boots. He had a pen in his shirt. The Assembly Manaalso German, was dressed in the similar
attire; and between 40-45 years of age. The Bodkanwas a short, stout man with light brown hair.

He wore blue overalls with a winter jacket and skendard PPE. The Boilermaker was much younger
than the rest of the team; he was between the @ig25-30. The Welder was dressed completely in

blue overalls, a leather apron, leather gloves arstarf on his head with a cap on top of it. The

Welder was most likely between 40-45 years of agailarly to the Assembly Manager).

All members were of German origin.

Verbal behaviour;

The project team seemed less relaxed than thellastvation; they seemed to have more work to do
and they were moving faster and speaking less ¢oamother. Occasionally they would stop to ask
each other about a drawing tolerance or dimen&ionthat was it. They seemed to want to finish the
task before delving into any “friendly talk”. Thelyd not even look up, or look at each other often —

even the observer seemed to be “invisible”.

The team spoke only in German to one another. Tioduetion Manager spoke loudly and in a
confident, firm way. He engaged with everyone amal/tlooked at each other in the eyes when they
communicated. The language between him and the teasmvery formal. The conversation and
discussion was also brief and to the point. Th& fime the Production Manager made an entrance he

shook everyone’s hand; and once again, maintaiceygct.
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The workshop was loud so all members had to spea&lach other loudly, as well. But they seemed
familiar with each other’s tone of voice. They diot speak in formal German; there was a lot ofgslan
that was used as well. All of the topics of diséoriss and verbal communication between members

were strictly work-related. There wasn’'t much tatkiwhilst each member was performing their task.

At one stage the Production Manager came into tr&king bay (because he was not there all the time
— and not frequently either) he raised his voiciegudly and spoke to the Welder. Apparently the

Welder had forgotten to sign some procedures be#leasing them; the Production Manager looked
quite furious. The Welder apologised, took the pthoes, signed them and returned them to the

Production Manager (he did not leave until the pdures were signed and handed back to him).

Physical behaviour;

The team was too small to form any “cliques” andheenember worked as an individual, with his
head down. The Production Manager entered and egreetich individual at the start of the
observation, for ten minutes, and then left. No asleed him any questions. He only returned when he
came to ask the Welder to sign procedures thaatlddrgotten to sign. The Assembly Supervisor and
Boilermaker did not get involved when the Produttdanager came to the Welder; they simply
carried on working on what they were doing at thedividual work stations. They always kept a
distance between each other when communicating: 3&emed content and satisfied to work on their

own.

Relationship between leader ship and employees;

There was a strictly professional relationship lestwthe Production Manager and the rest of the team
members. There was not much personal interactiomwveder, the team members all respected him
and listened attentively when he spoke; and whespb&e loudly they did have not fearful looks on
their faces. It was as though they required hirhedorceful and firm. Even the Welder did not seem
too phased when the Production Manager spoke to dbnuptly about forgetting to sign the
procedures; instead he looked as though he unddrshat he had made a mistake and needed to

correct it. Amongst the rest of the team there ava®ore closer, but unspoken personal relationship.
Human traffic;

During the observation there were no other empleyae the workshop floor that came to the area

under observation.
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General notes;

= Company GER’s team is smaller than Company SA. Asinte reason is that Company
GER'’s the scope of work for the project was abailft the size of Company SA's.

= The observation was conducted in winter; the previane took place in summer.

= The team remained the same as the previous obiservabd one was absent.

= The observation was conducted in the morning, aftgr tea and before luncheon. The
workshop opens at 06h30 so they had already beegkingdor 2.75 hours. The was the same
time as the first observation.

= The observation was conducted for just less thanhwurs.

= The observer remained in the same position foettiee duration.

= All project team members were aware of the obsenvatnd were given forms (including the

Letter of Consent) to understand the research process at the bestreation.
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Appendix D: Emails and Correspondence

Interview Invitation Email to Managers at Company SA and Company GER

Dear Mr | IR

| trust you are well.

As you already know, | am conducting research, for my masters, regarding cultural factors that arise in
international projects. My research project is titled Cultural Factors in the Development of International
Projects; A Case Study of South Africa and Germany in the Engineering/Construction Industry (a bit of

a mouth-full, I know).

The research involves understanding what cultural factors exist in South Africa and Germany.

Therefore, the research will be done by compiling information from | | | I 2o GG

I would like to formally invite you to participate in this study. As a Manager of a well-established
engineering company in Germany, your knowledge and experience would contribute significantly.
Hence, | would like to spend at least an hour interviewing you. | will do prepare the questions in

advance so that not too much of your time is taken up.

Participation in the study is completely optional and you may choose to not participate. The company
name, manager names, employee names, etc. will always remain anonymous and the confidentiality

of all the information will always be strictly private and respected.

Your consent on the Letter of Consent (attached) will be required. | have also attached a Participant

Information Letter that has more details; this is also for your records to keep.

The results of the study will form part of my masters report. Also, a summary of the results will be

made available to you on request.
Also, as discussed earlier, | would like to propose the following date and time for the interview;

= July 26, 2016 (Tuesday)
= 15h00-16h00

Please could you confirm this time. If it is not suitable for you then please let me know and we

discuss a new one.
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Please do not hesitate to contact me should you have any further questions or require more

information.

Thank you and best regards,

Yashmee

Best regards/mit freundlichen GriuRRen,
Yashmee Bhana Jogessar

Project Engineer

Phone +49 208 4575 5273
Fax +49 208 4575 230
Mobile +49 173 3424 661

Disclaimer

Diese E-Mail enthalt vertrauliche und/oder rechtlich geschitzte Informationen.
Wenn Sie nicht der richtige Adressat sind oder diese E-Mail irrtiimlich
erhalten haben, informieren Sie bitte sofort den Absender und vernichten

Sie diese E-Mail. Das unerlaubte Kopieren sowie die unbefugte Weitergabe

dieser E-Mail ist nicht gestattet.
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Participant Observation Invitation Email to Production Managers at Company SA

and Company GER

Dear Mr | IR

| trust you are well.

I am conducting research, for my masters, regarding cultural factors that arise in international projects.
My research project is titled Cultural Factors in the Development of International Projects; A Case
Study of South Africa and Germany in the Engineering/Construction Industry (a bit of a mouth-full, |

know).

The research involves understanding what cultural factors exist in South Africa and Germany.

Therefore, the research will be done by compiling information from || | | I a0 G

I would like to formally invite you to participate in this study. As the Production Manager of a well-
established engineering company in Germany, your knowledge and experience, along with your team,
would contribute significantly. Hence, | would like to spend at least an hour observing your workshop

team.

Participation in the study is completely optional and you may choose to not participate. The company
name, manager names, employee names, etc. will always remain anonymous and the confidentiality

of all the information will always be strictly private and respected.

Your consent on the Letter of Consent (attached) will be required. | have also attached a Participant

Information Letter that has more details; this is also for your records to keep.

The results of the study will form part of my masters report. Also, a summary of the results will be

made available to you on request.
I would like to propose the following date and time for the interview;

= July 29, 2016 (Friday)
= 08h00-09h00

Please could you confirm this time. If it is not suitable for you and your team then please let me

know and we discuss a new one.
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Please do not hesitate to contact me should you have any further questions or require more

information.

Thank you and best regards,

Yashmee

Best regards/mit freundlichen GriuRRen,
Yashmee Bhana Jogessar

Project Engineer

Phone +49 208 4575 5273
Fax +49 208 4575 230
Mobile +49 173 3424 661

Disclaimer

Diese E-Mail enthalt vertrauliche und/oder rechtlich geschitzte Informationen.
Wenn Sie nicht der richtige Adressat sind oder diese E-Mail irrtiimlich
erhalten haben, informieren Sie bitte sofort den Absender und vernichten

Sie diese E-Mail. Das unerlaubte Kopieren sowie die unbefugte Weitergabe

dieser E-Mail ist nicht gestattet.
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Appendix E: NVivo 11 Starter Data and Analyses

Report Summaries of Interviews based on Coded “Nodes”
Cultural Awareness: Employee

<Internals\\Manager AN> - § 1 reference coded [4.72% Coverage]
Reference 1 - 4.72% Coverage

| believe that some employees are aware; they oredithings like “they liked the way the Germans
worked”. But some were also against the way of wgykecause they would say things like “we’re in
South Africa, we do things differently” or “this ifrica”. Also, “tomorrow is another day” when
there were deadlines; they were not very good &tingedeadlines.

<Internals\\Manager BR> - § 2 references coded [3.16% Coverage]

Reference 1 - 2.21% Coverage

| don’t think that my employees are directly awafeany differences in cultural factors — they just
tried their best to work, with an understandingjwhe South Africans.

Reference 2 - 0.95% Coverage

Some expats that were sent had never even worksiflewf Germany before.

<Internals\\Manager BY> - § 2 references coded [3.28% Coverage]
Reference 1 - 0.78% Coverage

besides language, | don't think that they’re awarspecific cultural differences.

Reference 2 - 2.50% Coverage

| don’t think that the employees were trained odmaware beforehand either. | believe they werte jus
introduced to the new manager that they had tortépcand then adjust. | also don’t think that the
time for adjustment was foreseen in the projeatmleg stages.

<Internals\\Manager MS> - § 1 reference coded [4.49% Coverage]

Reference 1 - 4.49% Coverage

| would assume that they do because they're worlongthose projects but | could probably
confidently say that they are not. Not everyonawsre how the other culture works until they are

placed in that situation — so when they are sesit¢oor the workshops.
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<Internals\\Manager SW> - § 2 references coded [2.41% Coverage]

Reference 1 - 1.81% Coverage

Well, my employees (and all other members in thegeot) are not specifically given an introduction
on this (for example how to behave in a differestirtry and how to work together with the cultures

in these countries; there is simply “learning byndd

Reference 2 - 0.60% Coverage

Also, older members (more experienced) will pasf tixperiences and knowledge down.

54



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

Cultural Awareness: Management

<Internals\\Manager AN> - § 6 references coded [10.28% Coverage]
Reference 1 - 0.21% Coverage

Yes, | am aware.

Reference 2 - 3.33% Coverage

Yes, | think that they are managed well. There aést of effort put into the beginning of the prcje
to implement structures and processes. German rpes@ame to also train South Africans and
transfer knowledge so that they could take ovesrafirds.

Reference 3 - 0.61% Coverage

“Quality culture” thinking was also important.

Reference 4 - 0.58% Coverage

Yes, | think | mentioned most of them above.

Reference 5 - 5.02% Coverage

South Africans need to be guided more frequentty supervised closely quite often. You need to be
more specific; misunderstandings regarding givinstructions and interpreting the instruction can
arise very often. They also need to made awardlkgtare responsible for their actions and thekwor

that they produce; especially if something is wrertgut also if something is right.

Reference 6 - 0.54% Coverage

Germans tend to work more as individuals.

<Internals\\Manager BR> - § 3 references coded [3.74% Coverage]
Reference 1 - 0.78% Coverage

bear in mind that this exists everyone but in défe forms.

Reference 2 - 1.19% Coverage

people that are new to working in each other tices@tries must bear their histories in mind.

Reference 3 - 1.77% Coverage
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employees might carry this fear and stress intoPttedoria workshop when they are doing work. So
managers need to be sensitive of this fact

<Internals\\Manager BY> - § 2 references coded [6.72% Coverage]

Reference 1 - 0.67% Coverage

That also meant developing relationships that wbeldefit the project.

Reference 2 - 6.06% Coverage

Also, before prefabrication works began, CompanRr@Eanged for the Quality Assurance Manager,
from Company SA, to train for a few months in GenypaThis was important because the Quality
Management System is the core system that detesntieequality of the product so the person in
charge needs to understand exactly how it worksCBmpany GER arranging for this they ensured
that the Quality Assurance Manager was not onlyilfamwith the system (so that she could train
others) but also with the work and social cultuir¢he Germans. This enabled her to understand them
better and she passed this knowledge on to thefrést team here.

<Internals\\Manager MS> - § 2 references coded [4.78% Coverage]

Reference 1 - 0.27% Coverage

Yes, | am aware.

Reference 2 - 4.51% Coverage

There is a book that is referenced quite oftencah@any GER, “Knigge”. Most Germans are aware of
this book but | am not sure how many have rea@ampany GER should have a plan in place and
then have an agenda to manage them — the culaatak$ and employees.

<Internals\\Manager SW> - § 14 references coded [18.85% Coverage]

Reference 1 - 0.60% Coverage

Also, older members (more experienced) will pasg taxperiences and knowledge down.

Reference 2 - 0.86% Coverage

| explained how systems and the culture worked rigtd?ia. | did so before and during the trip —

sometimes afterwards too.

Reference 3 - 2.07% Coverage
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All of the knowledge about other cultures has beetained from older and experienced employees;
so, “learning by doing” and keeping one’s “eyes aviopen”. The doing what you learn becomes
experience and it becomes automatic behaviour;csp adjust and fit in with the local business
culture.

Reference 4 - 0.97% Coverage

You need to know and understand the different cedtand working culture) to understand and
manage projects; internally and externally.

Reference 5 - 0.80% Coverage

It becomes important to know these differencesasuaccessful business in countries and to expect
more business.

Reference 6 - 1.60% Coverage

The holdings company has ideas, regulations andketines implemented that are directly related to
client and third party relationships, social bebaviand cultural rules. This is also a part of the
company’s code of conduct.

Reference 7 - 0.79% Coverage

The company has now adopted this method of integra¢émployees from other countries in
international projects.

Reference 8 - 1.24% Coverage

There are many cultural differences between Sofiicas and Germans, as well as, a different set of
skills (i.e. for welders, fitters, boilermakerspguvisors, and so on).

Reference 9 - 0.42% Coverage

each individual in the project and their specifeckground

Reference 10 - 2.11% Coverage

The Managing Director had to develop his knowledgehese cultural differences and he did this by
being friendly, open, honest, and he tried to baildtrong relationship with individuals; he got to

know each individual right to their personal lif@rd this included staff on the workshop floor.

Reference 11 - 4.49% Coverage
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In South Africa and Germany the skill sets at défe levels are very different. This is a resulttuf
different economic structures and the classespibaple are categorised into. The classes are dlwser
one another and mixed in Germany; whereas, in Safitba, they are more separate and noticeable.
Also, the percentage of people that go to univiessitand so on, is greater in Germany compared to
South Africa. Germany also has a solid, trainind apprenticeship program for all young adults once
they leave school. So you have to consider edutdtdoguage, experience, and social standing when

managing both cultures.

Reference 12 - 1.17% Coverage

the company did not consider these differences wvihefirst team of expatriates were sent to work in
South Africa. German management did not prepara trexy well.

Reference 13 - 0.79% Coverage

Supervisors and managers are not specificallygthon how to deal with different cultures; they éav
to learn.

Reference 14 - 0.93% Coverage

I must also add that it was easier to work with $maith Africans than the French; our culture seems
closer than our neighbours.

<Internals\\Manager TR> - § 2 references coded [6.46% Coverage]

Reference 1 - 2.49% Coverage

Yes, | am aware of these. | worked in America fdorg period of time and there are also many
cultures to manage so that everyone can work éfédgttogether.

Reference 2 - 3.98% Coverage

Well, there isn't a specific method and procesplate (such as in the Quality Management System);
however, most of the managers (if not all) areyfalvare of these. They try to learn the different

cultures first and then organise the project adogig.

58



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

Cultural Factors

<Internals\\Manager AN> - § 15 references coded [38.36% Coverage]
Reference 1 - 5.66% Coverage

| believe that some employees are aware; they oregdithings like “they liked the way the Germans
worked”. But some were also against the way of wylecause they would say things like “we’re in
South Africa, we do things differently” or “this i&frica”. Also, “tomorrow is another day” when
there were deadlines; they were not very good atinmg deadlines. But then again, sometimes the

clients were not reasonable with deadlines.

Reference 2 - 1.82% Coverage

Racism is also still an issue amongst the blacksvelrites. Europeans are considered whites. There is

a gap in thinking even after 20 years.

Reference 3 - 3.92% Coverage

There are also BEE restrictions — the backgrouridgbthat they want to promote equality for the
black people that were disadvantaged during thathAei time. This is a problem because they will

hire a person in order to get the BEE certificatiom that person might not be qualified to do skt

Reference 4 - 2.79% Coverage

Language was also a problem because my Englistaveaage when | started working here and it was
very difficult to communicate with the lower-levetiucation guys in the workshops; there were many

misunderstandings.

Reference 5 - 2.88% Coverage

There is a big gap in educational levels; ofterspeal need more guidance. At the beginning a lot of
employees needed guidance before they started mgpdti their own — and a a lot of them still need
continuous guidance.

Reference 6 - 2.99% Coverage

Some employees didn’'t know how to read or work wadrt lists. For example; if there were ten
components that were all the same, they wouldtgk&t any one without reading the component item

number written on the part list first.

Reference 7 - 1.52% Coverage
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South Africa seems to also have a lot of “job hagheahey change jobs very quickly and this could
be salary-related

Reference 8 - 2.30% Coverage

Also, with sending emails you need to be more $igeand detailed with South Africans; with the
Germans you just expect them to know certain thgoggou don’t write too much.

Reference 9 - 2.98% Coverage

Well, the reason the Germans don't job hop so aftdrecause the salary difference in companies, in
Germany, are not that great. So this reduces teons for Germans to just move; it also decreases
flexibility amongst Germans.

Reference 10 - 1.11% Coverage

But there are some employees in South Africa #aiain for extended periods of time.

Reference 11 - 3.51% Coverage

It's difficult to run a project when the memberg @onstantly changing — coming and going. Also, it
could be that there are more skilled people in G&rm comparison to South Africa so companies are
willing to offer higher salaries to obtain morel&d employees.

Reference 12 - 0.61% Coverage

“Quality culture” thinking was also important.

Reference 13 - 5.02% Coverage

South Africans need to be guided more frequentty supervised closely quite often. You need to be
more specific; misunderstandings regarding givingtructions and interpreting the instruction can
arise very often. They also need to made awardlibgtare responsible for their actions and thekwor
that they produce; especially if something is wrertgut also if something is right.

Reference 14 - 0.54% Coverage

Germans tend to work more as individuals.

Reference 15 - 0.71% Coverage

You have to aim to instil a culture of responstiili
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<Internals\\Manager BR> - § 9 references coded [11.75% Coverage]

Reference 1 - 1.69% Coverage

| am sure that there are cultural differences bebtwthese two countries; but | didn’t see too many
when | was there, or working here.

Reference 2 - 1.83% Coverage

| only dealt with the managers and the managingcttir and since most of them were of European
origin there weren't too many differences for me.

Reference 3 - 0.45% Coverage

Obviously not everyone spoke German.

Reference 4 - 0.99% Coverage

It was mostly English and Afrikaans (which was adifua bit difficult for me)

Reference 5 - 1.97% Coverage

Also, and important point might be that there wai@e women in the workshop and in the technical
department, in South Africa, than in the Germanksbops.

Reference 6 - 1.23% Coverage

We chose employees who had good English skills eamaigh knowledge on the project scope of
works.

Reference 7 - 1.78% Coverage

living conditions are different, the language (etleough Germans are starting to become more fluent
in English), racism and other prejudices

Reference 8 - 0.84% Coverage

Germany and South Africa there may be differentnof prejudices

Reference 9 - 0.95% Coverage

The crime is somewhat higher in Pretoria than Dortdh(the German workshop)

<Internals\\Manager BY> - § 10 references coded [18.01% Coverage]
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Reference 1 - 3.52% Coverage

| must point out that even though the Project Manag Germany has a good level of English, it is
still more efficient and leaves less room for eiifoa call is made first. Then | am also able tarhe
from the tone in his voice whether he understandscampletely or not; if the call is not made first

then it could take him time to understand the exa@&son for the email.

Reference 2 - 0.67% Coverage

That also meant developing relationships that wbeldgefit the project.

Reference 3 - 2.03% Coverage

Only afterwards did | realise that it was easy floem because employees usually stay in their
positions for not less than five years, here, an@any SA, employees leave much earlier (sometimes

even after two years).

Reference 4 - 0.78% Coverage

besides language, | don't think that they’re awarspecific cultural differences.

Reference 5 - 2.20% Coverage

Communication is very important for this project the language barrier at the beginning posed a
slight problem; however, even though the expaisedrwith little to basic knowledge of the English

language, they learnt it pretty fast.

Reference 6 - 0.92% Coverage

but when the Germans write a “1” it looks a lotli& “7”. This created problems as manufacturing

Reference 7 - 1.52% Coverage

| guess leading styles would also be a culturalofadhe expats had to learn how to manage and

communicate with the workshop guys — even sombeabffice guys.

Reference 8 - 3.60% Coverage

but South Africans need a lot of direction and dietiainstructions. It's also important to constgntl
follow-up and in order to make sure that the indfton or email or meeting was understood. For
example; it's quite common for someone to misurtdes and do the incorrect thing and if not

monitored then you will only discover the mistakevards the end (and it might be too late).
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Reference 9 - 1.57% Coverage

Also, if you have an intimidating attitude then someople will not tell you if they misunderstood
something... They will just continue doing the wokle incorrect way.

Reference 10 - 1.21% Coverage

| believe that a lot of the expats went for Englisesons before coming to South Africa and during
their time here at Company SA

<Internals\\Manager MS> - § 4 references coded [6.12% Coverage]

Reference 1 - 1.32% Coverage

factors such as language, food, etiquette and mawoeking style and so on.

Reference 2 - 2.54% Coverage

an Indian meeting is scheduled for 12h00 it usualkes place at 13h30 but in Germany if a meeting
is scheduled for 12h00 it takes place punctually.

Reference 3 - 0.24% Coverage

English skills

Reference 4 - 2.02% Coverage

Also, they were taught that small talk was not apjated by the Germans. The Germans are very
exact and to the point.

<Internals\\Manager SW> - § 26 references coded [29.75% Coverage]

Reference 1 - 0.77% Coverage

for example how to behave in a different countrg &ow to work together with the cultures in these

countries

Reference 2 - 0.44% Coverage

But there are no specific cultural factors that@mesidered.

Reference 3 - 1.40% Coverage

| explained that staff needed more coaching andifspeénstructions, also, how to behaviour in the

country whilst driving or going out at night (to bafe), possible language barriers, and so on.
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Reference 4 - 3.51% Coverage

working with South Africans it's very important tee honest, friendly and open. If you do not act in
this manner then when you try to give instructibeyt will say “yes” to do it but they might fear
authority too much to be honest and say “no” ifytreenot able to. So it's very important to gaireith
trust right at the beginning of the project so ttrey are not afraid to approach you. The South
African employee might also blame himself/hersieliey are not able to succeed at the task.
Reference 5 - 1.16% Coverage

The Germans are a little different; they are manefident and they don’t need a manager that is open
— they will ask straight away if they’re unawaresofmething.

Reference 6 - 0.91% Coverage

Another example is the South Africans don’t alwlnak you in the eye when speaking to you; this is
their way of showing respect.

Reference 7 - 1.05% Coverage

However, it is the opposite for Germans. If a mamagy colleague does not speak to them while
keeping eye contact they are suspicious and daubtin

Reference 8 - 0.69% Coverage

give and gain respect; how to handle situatioresimore technical as opposed to emotional manner

Reference 9 - 0.32% Coverage

close relationships in projects are important

Reference 10 - 0.79% Coverage

Social development is also a function of timesiimportant to become familiar with the members in
the project

Reference 11 - 0.25% Coverage

business, sport, language, religion

Reference 12 - 0.20% Coverage

“learning on the job” factors
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Reference 13 - 1.19% Coverage

at first she was reluctant and cautious to be toweht but eventually she realised that her honveasy
important to us; and business was more technieal émotional

Reference 14 - 0.66% Coverage

punctuality and accuracy — this was mainly refldeteplanning and times to finalise tasks..

Reference 15 - 0.17% Coverage

German business culture.

Reference 16 - 1.07% Coverage

We believed that by “winning over” one of their owie other South Africans would be more
susceptible to adopting and working with our qyadigstems.

Reference 17 - 0.65% Coverage

develop relationships with German managers (haaitfgce” to the emails is very important).

Reference 18 - 1.24% Coverage

There are many cultural differences between Sofiicahs and Germans, as well as, a different set of
skills (i.e. for welders, fitters, boilermakerspguvisors, and so on).

Reference 19 - 2.11% Coverage

The Managing Director had to develop his knowledgehese cultural differences and he did this by
being friendly, open, honest, and he tried to baildtrong relationship with individuals; he got to
know each individual right to their personal lifard this included staff on the workshop floor.

Reference 20 - 2.07% Coverage

Another factor is compliance. Are the relationshipat are developed compliant with the code of
conduct of the company? Compliance will be conagwéh the interaction between cultures. The

managers in Germany and the expats in South Afidchto take care to stay within compliance rules.

Reference 21 - 0.63% Coverage

Germans are more interested in management witlifiqgaibns (university degrees, etc.)
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Reference 22 - 0.46% Coverage

South Africans are more accepting to managemehtexperience.

Reference 23 - 4.49% Coverage

In South Africa and Germany the skill sets at défe levels are very different. This is a resulttuf
different economic structures and the classespibaple are categorised into. The classes are dloser
one another and mixed in Germany; whereas, in Safitba, they are more separate and noticeable.
Also, the percentage of people that go to univessitand so on, is greater in Germany compared to
South Africa. Germany also has a solid, trainind apprenticeship program for all young adults once
they leave school. So you have to consider edutdaoguage, experience, and social standing when

managing both cultures.

Reference 24 - 1.40% Coverage

Germans require less supervision but will also megan educated manager in higher standards
(although, this is not a necessity — they will Isetfor a manager who has completed his
apprenticeship).

Reference 25 - 0.95% Coverage

The German culture seems to be “working and goomgdi; no attention is paid to the characteristics
of other colleagues and employees.

Reference 26 - 1.18% Coverage

South Africans are different and form closer relaships and partnerships with their colleagues;
although, they tend to work longer hours (this ratigct the speed).

<Internals\\Manager TR> - § 6 references coded [12.68% Coverage]

Reference 1 - 0.92% Coverage

South Africans are more personally-orientated @irtivork.

Reference 2 - 2.40% Coverage

The guys in our workshop [Germany] don't seem teehany cultural problems — they work well

together (even though there are German, TurkislisiR@tc.).

Reference 3 - 2.26% Coverage
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the South Africans are more likely to make frieragl be friends at work. Their trust is built on a

friendship as well as a working understanding.

Reference 4 - 3.79% Coverage

The guys in the German workshop are a little d#ifér work communication and relationships are
strictly on a non-personal basis. Friendship andkvese separated. Trust is built more on judging

whether the other person has the necessary skills.

Reference 5 - 1.66% Coverage

different ethics, South Africa has the BEE systamhistory of segregation according to colour
differences.

Reference 6 - 1.66% Coverage

They had training before they left and some of thed to practice their English; but they knew the

basics.
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Management of Germans

<Internals\\Manager AN> - § 1 reference coded [0.54% Coverage]
Reference 1 - 0.54% Coverage

Germans tend to work more as individuals.

<Internals\\Manager BR> - § 3 references coded [6.19% Coverage]

Reference 1 - 1.41% Coverage

Germans tend to work more as individuals and wepodder less interaction (or commands) from their
supervisors.

Reference 2 - 2.34% Coverage

Then there are the Germans who will work consigtenn their own, but if they are doing the wrong
thing then the supervisor will only see it rightla¢ end (no constant monitoring).

Reference 3 - 2.45% Coverage

whereas Germans want a confident and loud tory@ufspeak softly to the employees in the German
workshop they begin to question your confidenceyand knowledge of what you're talking about.
<Internals\\Manager BY> - § 1 reference coded [1.21% Coverage]

Reference 1 - 1.21% Coverage

| believe that a lot of the expats went for Englisesons before coming to South Africa and during
their time here at Company SA

<Internals\\Manager MS> - § 1 reference coded [3.05% Coverage]

Reference 1 - 3.05% Coverage

Yes, | think that Company GER is able to adapt waling the course of a project — but there is no
current plan in place to train or make employeearavbefore a project begins.

<Internals\\Manager SW> - § 10 references coded [9.20% Coverage]

Reference 1 - 1.11% Coverage

It was important to explain the change to our @ajlees in the South African workshop as our German

colleagues were already fully aware of the namagba
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Reference 2 - 1.16% Coverage

The Germans are a little different; they are manefident and they don’t need a manager that is open
— they will ask straight away if they’re unawaresoimething.

Reference 3 - 1.05% Coverage

However, it is the opposite for Germans. If a mamagr colleague does not speak to them while
keeping eye contact they are suspicious and daubtin

Reference 4 - 0.69% Coverage

give and gain respect; how to handle situatioresnmore technical as opposed to emotional manner

Reference 5 - 0.32% Coverage

close relationships in projects are important

Reference 6 - 0.79% Coverage

Social development is also a function of timesiirportant to become familiar with the members in
the project

Reference 7 - 1.19% Coverage

at first she was reluctant and cautious to be toweht but eventually she realised that her horveasy
important to us; and business was more technieal é#motional

Reference 8 - 1.07% Coverage

We believed that by “winning over” one of their owe other South Africans would be more
susceptible to adopting and working with our qyadigstems.

Reference 9 - 0.42% Coverage

each individual in the project and their specifeckground

Reference 10 - 1.40% Coverage

Germans require less supervision but will also megan educated manager in higher standards
(although, this is not a necessity — they will Isetfor a manager who has completed his

apprenticeship).

<Internals\\Manager TR> - § 1 reference coded [2.43% Coverage]
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Reference 1 - 2.43% Coverage

however, most of the managers (if not all) areyfalvare of these. They try to learn the different

cultures first and then organise the project adogiyl.
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Management of South Africans

<Internals\\Manager AN> - § 4 references coded [11.39% Coverage]

Reference 1 - 2.88% Coverage

There is a big gap in educational levels; ofterspeal need more guidance. At the beginning a lot of
employees needed guidance before they started mgpda their own — and a a lot of them still need
continuous guidance.

Reference 2 - 2.30% Coverage

Also, with sending emails you need to be more $geand detailed with South Africans; with the
Germans you just expect them to know certain thgoggou don’t write too much.

Reference 3 - 1.20% Coverage

It's difficult to run a project when the memberg aonstantly changing — coming and going.

Reference 4 - 5.02% Coverage

South Africans need to be guided more frequentty supervised closely quite often. You need to be
more specific; misunderstandings regarding givingfructions and interpreting the instruction can
arise very often. They also need to made awardlibgtare responsible for their actions and thekwor
that they produce; especially if something is wrergut also if something is right.

<Internals\\Manager BR> - § 3 references coded [5.47% Coverage]

Reference 1 - 2.47% Coverage

South Africans need to be supervised and assisted often. Also, they require more guidance and
would feel more confident if they could see or kribat their supervisor was around all the time.
Reference 2 - 2.31% Coverage

Because the South Africans were a little afraiquestion authority they just worked slower (because
they weren't certain of things and had no one &) aad at times made mistakes.

Reference 3 - 0.69% Coverage

South Africans are used to a more calm and patieret

<Internals\\Manager BY> - § 5 references coded [12.91% Coverage]

Reference 1 - 1.66% Coverage
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| go to the workshop at least once every two daysly really need to go down there if problems

arise... And at times just to make sure that evengtls still running smoothly.

Reference 2 - 2.50% Coverage

| don’t think that the employees were trained odmaware beforehand either. | believe they werte jus
introduced to the new manager that they had tortdpcand then adjust. | also don't think that the

time for adjustment was foreseen in the projeatmilag stages.

Reference 3 - 3.60% Coverage

but South Africans need a lot of direction and ifietainstructions. It's also important to constgntl
follow-up and in order to make sure that the indtan or email or meeting was understood. For
example; it's quite common for someone to misurtdes and do the incorrect thing and if not

monitored then you will only discover the mistakevards the end (and it might be too late).
Reference 4 - 1.57% Coverage

Also, if you have an intimidating attitude then someople will not tell you if they misunderstood
something... They will just continue doing the wohle incorrect way.

Reference 5 - 3.58% Coverage

would have thought that Company GER would haveolired more employees in their plan but,
unfortunately, that did not happen. It could haeerbthe fact that it's a costly exercise. | dohitk
Company SA equipped its employees with dealing tithGerman way of managing and culture. The
workshop (and office, actually) employees have toaatapt and try to find a common ground.
<Internals\\Manager SW> - § 14 references coded [25.12% Coverage]

Reference 1 - 1.11% Coverage

It was important to explain the change to our @glges in the South African workshop as our German
colleagues were already fully aware of the namagba

Reference 2 - 1.40% Coverage

| explained that staff needed more coaching andifspénstructions, also, how to behaviour in the

country whilst driving or going out at night (to bafe), possible language barriers, and so on.

Reference 3 - 3.51% Coverage
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working with South Africans it's very important tee honest, friendly and open. If you do not act in
this manner then when you try to give instructibeyt will say “yes” to do it but they might fear
authority too much to be honest and say “no” ifytteenot able to. So it's very important to gaireith
trust right at the beginning of the project so thay are not afraid to approach you. The South
African employee might also blame himself/hersielfiey are not able to succeed at the task.
Reference 4 - 0.91% Coverage

Another example is the South Africans don’t alwkgak you in the eye when speaking to you; this is
their way of showing respect.

Reference 5 - 0.32% Coverage

close relationships in projects are important

Reference 6 - 0.79% Coverage

Social development is also a function of timesiimportant to become familiar with the members in
the project

Reference 7 - 1.19% Coverage

at first she was reluctant and cautious to be toweht but eventually she realised that her horveasy
important to us; and business was more technieal émotional

Reference 8 - 1.07% Coverage

We believed that by “winning over” one of their owe other South Africans would be more
susceptible to adopting and working with our qyadigstems.

Reference 9 - 0.42% Coverage

each individual in the project and their specifeckground

Reference 10 - 2.11% Coverage

The Managing Director had to develop his knowledgehese cultural differences and he did this by
being friendly, open, honest, and he tried to baildtrong relationship with individuals; he got to

know each individual right to their personal lifard this included staff on the workshop floor.

Reference 11 - 2.07% Coverage
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Another factor is compliance. Are the relationshipat are developed compliant with the code of
conduct of the company? Compliance will be conagmwéh the interaction between cultures. The

managers in Germany and the expats in South Afidchto take care to stay within compliance rules.

Reference 12 - 4.49% Coverage

In South Africa and Germany the skill sets at défe levels are very different. This is a resultio#
different economic structures and the classespibaple are categorised into. The classes are dlwser
one another and mixed in Germany; whereas, in Safriba, they are more separate and noticeable.
Also, the percentage of people that go to univessitand so on, is greater in Germany compared to
South Africa. Germany also has a solid, trainind apprenticeship program for all young adults once
they leave school. So you have to consider edutdtoguage, experience, and social standing when

managing both cultures.

Reference 13 - 1.24% Coverage

South Africans require more supervision, guidanmmsupport in this regard and will be more trusting

to an educated manager — who will be able to peodigtailed instruction.

Reference 14 - 4.50% Coverage

But the South Africans allowed them to adjust aadheindividual allowed themselves to learn about
the expatriates, and vice versa. There were sladiss (short meetings) that took place every morning
in the workshop where employees were given the ahda; get to know their supervisor, build
confidence and learn to communicate, learn torlisteothers, be given their daily tasks and safety
information, and to learn other team members amwd toowork well with one another. This was also
very beneficial for the supervisors and manageth@ggot to know the individuals they had to learn

and more importantly, how to lead them.
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Methods

<Internals\\Manager AN> - § 2 references coded [5.90% Coverage]

Reference 1 - 2.57% Coverage

We train these welders and then they just leaxgotaork on sites for higher pay. Also, in the Work
Preparation Department, at the beginning, we tdhanevhole lot of guys and then they just left.
Reference 2 - 3.33% Coverage

Yes, | think that they are managed well. There aés of effort put into the beginning of the proje
to implement structures and processes. German rpes@ame to also train South Africans and
transfer knowledge so that they could take ovarafirds.

<Internals\\Manager BR> - § 3 references coded [5.56% Coverage]

Reference 1 - 1.00% Coverage

No, the employees were not specifically traineditok with different cultures.

Reference 2 - 2.64% Coverage

There was only a meeting held between expats befuirgy. And the South African country doesn't
really train employees to work with people from eatltountries. Everyone just learnt to adapt with
one another.

Reference 3 - 1.92% Coverage

Like | mentioned previously, there isn't a diredam in place to manage different cultures that
Germans work with — they just adapt during the gz

<Internals\\Manager BY> - § 9 references coded [22.07% Coverage]

Reference 1 - 3.52% Coverage

| must point out that even though the Project Manag Germany has a good level of English, it is
still more efficient and leaves less room for eiifoa call is made first. Then | am also able tarhe
from the tone in his voice whether he understandscampletely or not; if the call is not made first

then it could take him time to understand the exa@&son for the email.

Reference 2 - 2.50% Coverage

75



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

| don't think that the employees were trained odmaware beforehand either. | believe they welte jus
introduced to the new manager that they had tortdpcand then adjust. | also don't think that the

time for adjustment was foreseen in the projeatmilag stages.

Reference 3 - 2.20% Coverage

Communication is very important for this project the language barrier at the beginning posed a
slight problem; however, even though the expaisedrwith little to basic knowledge of the English

language, they learnt it pretty fast.

Reference 4 - 1.52% Coverage

| guess leading styles would also be a culturalofadhe expats had to learn how to manage and
communicate with the workshop guys — even sombebffice guys.

Reference 5 - 0.32% Coverage

there isn’t a current plan in place

Reference 6 - 1.16% Coverage

So this could be a reason as to why Company SA doewant to invest time and money into a plan

to manage cultural factors.

Reference 7 - 1.21% Coverage

| believe that a lot of the expats went for Englisesons before coming to South Africa and during

their time here at Company SA

Reference 8 - 6.06% Coverage

Also, before prefabrication works began, CompanRr&@Eanged for the Quality Assurance Manager,
from Company SA, to train for a few months in GemypaThis was important because the Quality
Management System is the core system that detesntieequality of the product so the person in
charge needs to understand exactly how it worksCBmpany GER arranging for this they ensured
that the Quality Assurance Manager was not onlyilfamwith the system (so that she could train
others) but also with the work and social cultuir¢he Germans. This enabled her to understand them

better and she passed this knowledge on to thefrést team here.

Reference 9 - 3.58% Coverage
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would have thought that Company GER would haveolired more employees in their plan but,
unfortunately, that did not happen. It could haeerbthe fact that it's a costly exercise. | dohitk
Company SA equipped its employees with dealing tithGerman way of managing and culture. The

workshop (and office, actually) employees have toaatapt and try to find a common ground.

<Internals\\Manager MS> - § 5 references coded [27.13% Coverage]
Reference 1 - 2.15% Coverage

I guess it would be important to brief yourselftbe other culture before starting a project where y

have to work together.

Reference 2 - 3.05% Coverage

Yes, | think that Company GER is able to adapt waling the course of a project — but there is no

current plan in place to train or make employeearavbefore a project begins.

Reference 3 - 4.51% Coverage

There is a book that is referenced quite oftenaah@any GER, “Knigge”. Most Germans are aware of
this book but | am not sure how many have rea@adtmpany GER should have a plan in place and

then have an agenda to manage them — the culaatak$ and employees.

Reference 4 - 15.38% Coverage

For example, the last company | worked with hadagept with China. One of their tasks was to bring
a group of Chinese project managers over to Gerrhahyhe problem was that these guys had never
been out of China before and their English skilerevalmost minimal. So the first step was to take
them out to a restaurant and teach them how tausefe and fork and basic table etiquette. Then
they had an English crash course which also indutd®v to read an airplane ticket; how to board an
aircraft (so to sit in the seat allocated on tokei and not just in any free seat); and to briresents
(but not expensive ones). Also, they were taught $mall talk was not appreciated by the Germans.
The Germans are very exact and to the point. They were brought to Germany. So they were

partially trained on their home ground, in familéard comfortable surroundings, before being moved.

Reference 5 - 2.03% Coverage

Yes, but not that intensely. Some expats werefseriinglish courses. This had to be included in the

cost calculation.

<Internals\\Manager SW> - § 11 references coded [30.46% Coverage]
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Reference 1 - 1.77% Coverage

my employees (and all other members in the propeet)hot specifically given an introduction on this
(for example how to behave in a different countng dow to work together with the cultures in these

countries; there is simply “learning by doing”.

Reference 2 - 0.60% Coverage

Also, older members (more experienced) will pasf tixperiences and knowledge down.

Reference 3 - 0.86% Coverage

| explained how systems and the culture worked rigtdfia. | did so before and during the trip —

sometimes afterwards too.

Reference 4 - 2.07% Coverage

All of the knowledge about other cultures has beletained from older and experienced employees;
so, “learning by doing” and keeping one’s “eyes aviopen”. The doing what you learn becomes
experience and it becomes automatic behaviour;csp adjust and fit in with the local business

culture.

Reference 5 - 1.60% Coverage

The holdings company has ideas, regulations andketines implemented that are directly related to
client and third party relationships, social bebaviand cultural rules. This is also a part of the

company’s code of conduct.

Reference 6 - 4.66% Coverage

how to start the project with people from differéaickgrounds; how to behave during a project; how
to trust the people that you are working alongsate so on. Social development is important in a
project and the code of conduct may not have inftion to assist with that. Social development is
also a function of time; it is important to becofaailiar with the members in the project as knowing
common/uncommon things (such as business, spogu#ae, religion) about one another will steer
the dynamics of the project — and this knowledgeaay be gained during individual projects. These

things cannot be stated in any code of conductimiegine.

Reference 7 - 10.66% Coverage

at the beginning of the project the lady who wasig@o lead Quality Management and Assurance in

South Africa was brought to Germany to gain knowkedn the “German way of doing things”. She
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spent two months in Germany. During this time stiended workshops and courses. She also spent
time with German managers and was frequently askeddher things were done differently. Her input
was very important to us; at first she was reluctard cautious to be too honest but eventually she
realised that her honesty was important to us;barsihess was more technical than emotional. One of
the main differences she noticed was the puncyualitd accuracy — this was mainly reflected in
planning and times to finalise tasks.. She spergkesgds learning about the other side of German
business culture. She could also take this knoveldziek to South Africa and help other employees
integrate quicker with the German expats (i.e. Xplaning their methods of working). We believed
that by “winning over” one of their own, the oth8puth Africans would be more susceptible to
adopting and working with our quality systems. |#oagave her an opportunity to familiarise herself
with the project scope of works and to developtir@tships with German managers (having a “face”
to the emails is very important). She went on &y st the project for its entire duration and proei
great results. The company has now adopted thihadedf integrating employees from other

countries in international projects.

Reference 8 - 2.11% Coverage

The Managing Director had to develop his knowledgdhese cultural differences and he did this by
being friendly, open, honest, and he tried to baildtrong relationship with individuals; he got to

know each individual right to their personal lifard this included staff on the workshop floor.

Reference 9 - 0.84% Coverage

His wise preparations, in doing this, greatly assishe other German expats that were sent to imork
South Africa.

Reference 10 - 4.50% Coverage

But the South Africans allowed them to adjust aadheindividual allowed themselves to learn about
the expatriates, and vice versa. There were shadiss (short meetings) that took place every morning
in the workshop where employees were given the a#hdo; get to know their supervisor, build
confidence and learn to communicate, learn torlisteothers, be given their daily tasks and safety
information, and to learn other team members amwd toowork well with one another. This was also
very beneficial for the supervisors and managethegsgot to know the individuals they had to learn

and more importantly, how to lead them.

Reference 11 - 0.79% Coverage

Supervisors and managers are not specificallygdhon how to deal with different cultures; they édav

to learn.
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<Internals\\Manager TR> - § 3 references coded [5.59% Coverage]

Reference 1 - 2.49% Coverage

The expats that were sent from Germany to workhin $outh African workshop had to learn to
develop a working or personal relationship — skedon the culture.

Reference 2 - 1.44% Coverage

there isn’t a specific method and process in p{aaeh as in the Quality Management System);

Reference 3 - 1.66% Coverage

They had training before they left and some of thed to practice their English; but they knew the

basics.
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Relationships: Employee-Employee

<Internals\\Manager BR> - § 1 reference coded [2.21% Coverage]

Reference 1 - 2.21% Coverage

| don't think that my employees are directly awafeany differences in cultural factors — they just
tried their best to work, with an understandinghwhe South Africans.

<Internals\\Manager BY> - § 1 reference coded [2.89% Coverage]

Reference 1 - 2.89% Coverage

At the start, the expats that arrived from Comp@mR tended to stick together; however, after some
time (of learning on their own) they integratediwihe employees at Company SA. The guys in our
workshop also took some time to warm up to the expathey were obviously not used to their
leadership styles.

<Internals\\Manager SW> - § 4 references coded [3.58% Coverage]

Reference 1 - 0.60% Coverage

Also, older members (more experienced) will pasf tixperiences and knowledge down.

Reference 2 - 0.84% Coverage

Some of these expats were based in South Africajfiiie some time, so there were existing (and
strong) relationships.

Reference 3 - 0.95% Coverage

The German culture seems to be “working and goomgéi; no attention is paid to the characteristics
of other colleagues and employees.

Reference 4 - 1.18% Coverage

South Africans are different and form closer relaships and partnerships with their colleagues;

although, they tend to work longer hours (this ratfgct the speed).

81



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

Relationships: Manager-Employee

<Internals\\Manager BR> - § 1 reference coded [2.51% Coverage]
Reference 1 - 2.51% Coverage

the German managers felt that they needed to be atwupt (and less approachable) and this didn't

work out well with the South African workers. Thewuld feel disrespected and maybe even insulted.

<Internals\\Manager BY> - § 2 references coded [3.40% Coverage]
Reference 1 - 0.51% Coverage

developing relationships that would benefit thejgeb

Reference 2 - 2.89% Coverage

At the start, the expats that arrived from Comp@mR tended to stick together; however, after some
time (of learning on their own) they integratediwihe employees at Company SA. The guys in our
workshop also took some time to warm up to the expathey were obviously not used to their

leadership styles.

<Internals\\Manager SW> - § 13 references coded [19.95% Coverage]
Reference 1 - 0.60% Coverage

Also, older members (more experienced) will pasf tixperiences and knowledge down.

Reference 2 - 3.51% Coverage

working with South Africans it's very important b honest, friendly and open. If you do not act in
this manner then when you try to give instructibeyt will say “yes” to do it but they might fear
authority too much to be honest and say “no” ifytreenot able to. So it's very important to gaireith
trust right at the beginning of the project so ttiey are not afraid to approach you. The South

African employee might also blame himself/hersielhiey are not able to succeed at the task.

Reference 3 - 1.16% Coverage

The Germans are a little different; they are manefident and they don’t need a manager that is open

— they will ask straight away if they’re unawaresoimething.

Reference 4 - 0.91% Coverage

Another example is the South Africans don’'t alwkak you in the eye when speaking to you; this is

their way of showing respect.
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Reference 5 - 1.05% Coverage

However, it is the opposite for Germans. If a mamagr colleague does not speak to them while

keeping eye contact they are suspicious and daubtin

Reference 6 - 0.84% Coverage

Some of these expats were based in South Africajdde some time, so there were existing (and

strong) relationships.

Reference 7 - 0.65% Coverage

develop relationships with German managers (haaitfgce” to the emails is very important).

Reference 8 - 0.42% Coverage

each individual in the project and their specifeckground

Reference 9 - 2.11% Coverage

The Managing Director had to develop his knowledgehese cultural differences and he did this by
being friendly, open, honest, and he tried to baildtrong relationship with individuals; he got to

know each individual right to their personal lifard this included staff on the workshop floor.

Reference 10 - 2.07% Coverage

Another factor is compliance. Are the relationshipat are developed compliant with the code of
conduct of the company? Compliance will be conagmwéh the interaction between cultures. The

managers in Germany and the expats in South Afidchto take care to stay within compliance rules.

Reference 11 - 4.50% Coverage

But the South Africans allowed them to adjust aadheindividual allowed themselves to learn about
the expatriates, and vice versa. There were sladiss (short meetings) that took place every morning
in the workshop where employees were given the adao; get to know their supervisor, build
confidence and learn to communicate, learn torlisteothers, be given their daily tasks and safety
information, and to learn other team members amwd toowork well with one another. This was also
very beneficial for the supervisors and manageth@ggot to know the individuals they had to learn

and more importantly, how to lead them.

Reference 12 - 0.95% Coverage

83



Cultural Factors in the Development of InternatidPajects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

The German culture seems to be “working and goomgdi; no attention is paid to the characteristics

of other colleagues and employees.

Reference 13 - 1.18% Coverage

South Africans are different and form closer relaships and partnerships with their colleagues;

although, they tend to work longer hours (this ratgct the speed).
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Report Summaries for Participant Observations based on Coded “Nodes”
Cultural Factors

<Internals\\First Company GER Observation> - § 10 references coded [21.97% Coverage]
Reference 1 - 0.82% Coverage

The team spoke only in German to one another.

Reference 2 - 2.53% Coverage

But they seemed familiar with each other’s tone@te. They did not speak in formal German; there
was a lot of slang that was used as well.

Reference 3 - 3.08% Coverage

All of the topics of discussions and verbal comneation between members were strictly work-
related. There wasn’'t much talking whilst each memias performing their task.

Reference 4 - 1.51% Coverage

The team was too small to form any “cliques” anchemember worked as an individual.

Reference 5 - 3.15% Coverage

The Production Manager entered and greeted eacihvidadl by shaking their hands while
maintaining eye contact, at the start of the olseym, for ten minutes and then left.

Reference 6 - 3.40% Coverage

The remaining three spoke for a few minutes (ikémbas though they were clarifying a few details
with each other) and then moved to their separa@sao complete their individual tasks.

Reference 7 - 0.71% Coverage

There was not much personal interaction.

Reference 8 - 2.78% Coverage

However, the team members all respected him ateh&s attentively when he spoke; and when he
spoke loudly they did have not fearful looks onirtfieces.

Reference 9 - 1.55% Coverage

He only had one file open (presumably the onettigt were working on at the moment).
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Reference 10 - 2.42% Coverage

The Boilermaker had some tools lying on his talvld the rest were in his toolbox (which had white
markings designated for each tool).

<Internals\\First Company SA Observation> - § 4 references coded [3.72% Coverage]

Reference 1 - 0.61% Coverage

and even the women preferred to work separatefy tree men.

Reference 2 - 0.50% Coverage

There was definitely a degree of physical contact.

Reference 3 - 0.82% Coverage

The women were a bit more relaxed and spoke ofteat¢h other and to the Welder.

Reference 4 - 1.80% Coverage

The women went first to the Welding Supervisor wiitieir problems and he spoke directly to the
Assembly or Production Manager when he could notédliately assist them on his own.
<Internals\\Second Company GER Observation> - § 4 references coded [14.89% Coverage]

Reference 1 - 3.02% Coverage

All of the topics of discussions and verbal comneation between members were strictly work-
related. There wasn’'t much talking whilst each memvas performing their task.

Reference 2 - 3.26% Coverage

At one stage the Production Manager came into trking bay (because he was not there all the time
— and not frequently either) he raised his voicigedoudly and spoke to the Welder.

Reference 3 - 3.09% Coverage

The Welder apologised, took the procedures, sigihedn and returned them to the Production

Manager (he did not leave until the procedures wigeed and handed back to him).

Reference 4 - 5.51% Coverage
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Even the Welder did not seem too phased when théuBtion Manager spoke to him abruptly about
forgetting to sign the procedures; instead he Ido#e though he understood that he had made a
mistake and needed to correct it. Amongst theaktie team there was a more closer, but unspoken
personal relationship.

<Internals\\Second Company SA Observation> - § 17 references coded [30.23% Coverage]

Reference 1 - 1.77% Coverage

The Production Manager and the Assembly Managetespaly German to one another (i.e. the two
German expats). Sometimes they struggled to conuatein English with their workshop team.
Reference 2 - 1.53% Coverage

The two Afrikaans supervisors spoke Afrikaans t@ @amother and worked closely together; when
they communicated with the rest of the team th@kspn English.

Reference 3 - 0.87% Coverage

The others spoke in the mutual African language @ne that they were all familiar with).

Reference 4 - 0.53% Coverage

None of the South African project members spoken@aer

Reference 5 - 2.34% Coverage

The Production Manager spoke in a medium to lone @nd the Assembly Manager always spoke in
a loud, almost abrasive tone; however, the reimteam seemed to be familiar with him and his way
of talking — there was an unspoken understanding.

Reference 6 - 1.12% Coverage

At times the South African members raised theircesj as well. The German expats did not seem
uncomfortable with it.

Reference 7 - 1.76% Coverage

When the other men (not the German expats) spoked@nother they spoke in a lowered tone. They

spoke informally and in a very friendly way amongath other and used a lot of slang;

Reference 8 - 1.77% Coverage
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however, when speaking to the Production and Askeltnager they tried to be a bit more formally

(possibly already realising that the Germans daunderstand the South African slang).

Reference 9 - 1.71% Coverage

When they needed to communicate in a group theyldvepeak effectively in English. All the

instructions, specifications, codes, drawings, ware provided to the team in English.

Reference 10 - 1.53% Coverage

There seemed to be “cliques” that formed in theugrepecific to the cultural group; i.e. with the

Afrikaans and Africans (the women were not pregeaisttime).

Reference 11 - 3.28% Coverage

once, the Assembly Manager asked the Welding Sigmerto assist him with one of his other
employees. He felt that the Welding Supervisor wobe able to understand and relate to his
employee a little better. He did not leave his eypé alone with the Welding Supervisor; he stood

there while they spoke to each other in an Afrieanrguage.

Reference 12 - 3.83% Coverage

The Assembly Manager and the Welding Supervisoreveer extremely familiar terms. They were

very friendly to one another. The Welding Supemvig@as teaching the Assembly Manager a South
African “hand greeting”. The Assembly Manager wobldy and pat employees on the back. None of
them minded, in fact, they would smile and theykkmb more motivated. There was definitely a degree

of physical contact.

Reference 13 - 1.14% Coverage

The Welding Manager seemed to have the most wodause he was the guy that most of the
Africans would approach first.

Reference 14 - 2.27% Coverage

The Assembly Manager even tried to teach the othdesv German words and he had learnt quite a
few Afrikaans and Zulu words from the others; irsttvay they appreciated his effort to try to get to

know them and they related well to him.

Reference 15 - 1.19% Coverage
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The employees seemed to want to find a way to solpmblem, on their own, before addressing it to
one of the two managers.
Reference 16 - 0.86% Coverage

It looked as though the project team had a loaofidence and trust in the two managers.

Reference 17 - 2.72% Coverage

They saw the Production Manager as their supendragppeared to be less fearless in approaching the
Assembly Manager for guidance and support. Howeitedid not seem as though they would

approach these managers if they did not understamething or if they were unsure of anything.
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Management Style
<Internals\\First Company GER Observation> - § 6 references coded [12.96% Coverage]

Reference 1 - 2.78% Coverage

The Production Manager spoke loudly and in a cemfidfirm way. He engaged with everyone and
they looked at each other in the eyes when theyhraamcated.

Reference 2 - 3.15% Coverage

The Production Manager entered and greeted eacihvidadl by shaking their hands while
maintaining eye contact, at the start of the olseym, for ten minutes and then left.

Reference 3 - 1.07% Coverage

He did not return during the rest of the observagieriod.

Reference 4 - 2.00% Coverage

There was a strictly professional relationship lestwthe Production Manager and the rest of the team
members.

Reference 5 - 2.78% Coverage

However, the team members all respected him atehés attentively when he spoke; and when he
spoke loudly they did have not fearful looks onitifeces.

Reference 6 - 1.18% Coverage

The Production Manager had a separate office imthia building.

<Internals\\Second Company GER Observation> - § 3 references coded [8.39% Coverage]
Reference 1 - 2.09% Coverage

The first time the Production Manager made an angde shook everyone’s hand; and once again,

maintain eye contact.

Reference 2 - 0.79% Coverage

the Production Manager looked quite furious.

Reference 3 - 5.51% Coverage
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Even the Welder did not seem too phased when théuBtion Manager spoke to him abruptly about
forgetting to sign the procedures; instead he Ido#e though he understood that he had made a
mistake and needed to correct it. Amongst theaktie team there was a more closer, but unspoken

personal relationship.

<Internals\\Second Company SA Observation> - § 16 references coded [29.74% Coverage]
Reference 1 - 2.34% Coverage

The Production Manager spoke in a medium to lone @nd the Assembly Manager always spoke in
a loud, almost abrasive tone; however, the reiieteam seemed to be familiar with him and his way

of talking — there was an unspoken understanding.

Reference 2 - 1.71% Coverage

The Assembly Manager frequently attempted to undedsthe slang words. There was the odd

conversation or comment that was not related t@tbgect during work; but not too much.

Reference 3 - 0.76% Coverage

Since the Production Manager walked around theofesie workshop quite often,

Reference 4 - 1.51% Coverage

the Assembly Manager (when he was not inspectipgrte) would spend a lot of his time with the

Welding Supervisor; either discussing a work-relatepic or,

Reference 5 - 3.28% Coverage

once, the Assembly Manager asked the Welding Sigmerto assist him with one of his other
employees. He felt that the Welding Supervisor wobe able to understand and relate to his
employee a little better. He did not leave his eypé alone with the Welding Supervisor; he stood
there while they spoke to each other in an Afrieanrguage.

Reference 6 - 6.38% Coverage

The Production Manager spoke to his team in Englisth mentioned that if they needed assistance
they were to go to the Assembly Manager first dnahtto him if the problem could not be solved. The
Production Manager looked less approachable tharAisembly Manager. The Assembly Manager
and the Welding Supervisor were on extremely fanterms. They were very friendly to one another.

The Welding Supervisor was teaching the Assemblynadar a South African “hand greeting”. The
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Assembly Manager would hug and pat employees orbélok. None of them minded, in fact, they
would smile and they looked more motivated. Theas definitely a degree of physical contact.
Reference 7 - 0.99% Coverage

The Production Manager's body language gave offimpression of being strict, orderly and
professional.

Reference 8 - 0.61% Coverage

The Assembly Manager had a lot of energy, but natmpatience.

Reference 9 - 1.14% Coverage

The Welding Manager seemed to have the most wodause he was the guy that most of the
Africans would approach first.

Reference 10 - 0.89% Coverage

the other Assembly Supervisor kept more to hims#dftended to work on his own quite often.

Reference 11 - 1.46% Coverage

None of the project team members communicated thighProduction Manager, at all, during the
entire period of observation; only the Assembly lsiger did.

Reference 12 - 0.93% Coverage

The two managers played the main leadership rotethe workshop floor, and in the project team.

Reference 13 - 1.90% Coverage

Due to the Assembly Manager’s friendly and openr@ggh to the rest of the team, they seem to be

closer to him and follow his instruction willinglie was more charismatic in his leadership approach

Reference 14 - 3.50% Coverage

whereas the Production Manager seemed to be ledémivayyds a bureaucratic style. The Assembly
Manager tried to make great efforts to involve ggae in the team. He had personal relationships
with each individual and was seen numerous timaghimg or talking about personal jokes and

stories. They did not have this kind of relatiopshith the Production Manager.

Reference 15 - 1.51% Coverage

92



Cultural Factors in the Development of InternatidPajects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

However, most of the team members approached thdivgeSupervisor for assistance; they did not

go directly to the Assembly Manager or the Productanager.

Reference 16 - 0.85% Coverage

< the Production Manager did not want his team ttdistracted” for long periods of time.
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Relationships

<Internals\\First Company GER Observation> - § 9 references coded [17.93% Coverage]

Reference 1 - 2.12% Coverage

The language between him and the team was veryafoithe conversation and discussion was also
brief and to the point.

Reference 2 - 1.27% Coverage

The workshop was loud so all members had to smeakdh other loudly,

Reference 3 - 1.50% Coverage

They did not speak in formal German; there wag aflglang that was used as well.

Reference 4 - 1.51% Coverage

The team was too small to form any “cliques” anchemember worked as an individual.

Reference 5 - 3.40% Coverage

The remaining three spoke for a few minutes (ikembas though they were clarifying a few details
with each other) and then moved to their separai@sao complete their individual tasks.

Reference 6 - 2.17% Coverage

They always kept a distance between each other whemmunicating. They seemed content and
satisfied to work on their own.

Reference 7 - 2.71% Coverage

There was a strictly professional relationship lestwthe Production Manager and the rest of the team
members. There was not much personal interaction.

Reference 8 - 1.59% Coverage

Amongst the rest of the team there was a more rgclbaeunspoken personal relationship.

Reference 9 - 1.66% Coverage

They had similar ways of working as individuals dhat worked for them together, as a team.

<Internals\\First Company SA Observation> - § 5 references coded [4.96% Coverage]
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Reference 1 - 0.69% Coverage

The core project team has been working togethealfoost four years.

Reference 2 - 0.61% Coverage

and even the women preferred to work separatefy free men.

Reference 3 - 1.15% Coverage

The male Boilermaker did not really have any sédlltance and worked on his own most of the time
(very quietly).

Reference 4 - 0.82% Coverage

The women were a bit more relaxed and spoke ofteat¢h other and to the Welder.

Reference 5 - 1.69% Coverage

except, possibly, the Boilermaker who tended tokwaw his own without much influence from the

other team members and he did not tend to be apanty of the cliques.

<Internals\\Second Company GER Observation> - § 3 references coded [11.62% Coverage]

Reference 1 - 3.02% Coverage

All of the topics of discussions and verbal comnoation between members were strictly work-
related. There wasn’'t much talking whilst each memvas performing their task.

Reference 2 - 3.09% Coverage

The Welder apologised, took the procedures, sigihedn and returned them to the Production
Manager (he did not leave until the procedures wigmeed and handed back to him).

Reference 3 - 5.51% Coverage

Even the Welder did not seem too phased when théuBtion Manager spoke to him abruptly about
forgetting to sign the procedures; instead he Ido#e though he understood that he had made a
mistake and needed to correct it. Amongst theaktie team there was a more closer, but unspoken
personal relationship.

<Internals\\Second Company SA Observation> - § 18 references coded [39.42% Coverage]

Reference 1 - 0.66% Coverage
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The core project team has been working togethealfoost four years.

Reference 2 - 1.53% Coverage

The two Afrikaans supervisors spoke Afrikaans t@ @amother and worked closely together; when

they communicated with the rest of the team th@kspn English.

Reference 3 - 1.76% Coverage

When the other men (not the German expats) spoked@nother they spoke in a lowered tone. They

spoke informally and in a very friendly way amongath other and used a lot of slang;

Reference 4 - 1.71% Coverage

The Assembly Manager frequently attempted to undedsthe slang words. There was the odd

conversation or comment that was not related t@tbgect during work; but not too much.

Reference 5 - 1.71% Coverage

When they needed to communicate in a group theyldvepeak effectively in English. All the

instructions, specifications, codes, drawings, ware provided to the team in English.

Reference 6 - 1.53% Coverage

There seemed to be “cliques” that formed in theugrepecific to the cultural group; i.e. with the

Afrikaans and Africans (the women were not pregeaisttime).

Reference 7 - 1.51% Coverage

the Assembly Manager (when he was not inspectipgrte) would spend a lot of his time with the

Welding Supervisor; either discussing a work-relatgic or,

Reference 8 - 3.28% Coverage

once, the Assembly Manager asked the Welding Sigmer¢o assist him with one of his other
employees. He felt that the Welding Supervisor wobke able to understand and relate to his
employee a little better. He did not leave his eypé alone with the Welding Supervisor; he stood

there while they spoke to each other in an Africanguage.

Reference 9 - 4.54% Coverage

The Production Manager looked less approachable tha Assembly Manager. The Assembly

Manager and the Welding Supervisor were on extrerfahiliar terms. They were very friendly to

96



Cultural Factors in the Development of InternatidPijects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

one another. The Welding Supervisor was teachiegAbsembly Manager a South African “hand
greeting”. The Assembly Manager would hug and papleyees on the back. None of them minded,
in fact, they would smile and they looked more watiéd. There was definitely a degree of physical

contact.

Reference 10 - 4.99% Coverage

The two Assembly Supervisors worked moderately. fEisé Boilermaker worked on his own most of
the time (very quietly) and occasionally spoke he Welder. The Welder confided a lot in the
Welding Supervisor; however, he also had a goatiogiship with the outside man that was assisting
the team. One of the Assembly Supervisors intetlaantel communicated with the Assembly Manager,
Welding Supervisor and Boilermaker; however, theeotAssembly Supervisor kept more to himself.

He tended to work on his own quite often.

Reference 11 - 1.07% Coverage

There was a respectful way of acting and speakimgngst all team members; especially towards the
two managers.

Reference 12 - 1.90% Coverage

Due to the Assembly Manager’s friendly and openr@agh to the rest of the team, they seem to be
closer to him and follow his instruction willinglie was more charismatic in his leadership approach
Reference 13 - 2.72% Coverage

The Assembly Manager tried to make great effortstolve everyone in the team. He had personal
relationships with each individual and was seen gmonms times laughing or talking about personal

jokes and stories. They did not have this kindetdtionship with the Production Manager.

Reference 14 - 3.86% Coverage

The Assembly Manager even tried to teach the othdesv German words and he had learnt quite a
few Afrikaans and Zulu words from the others; irsttvay they appreciated his effort to try to get to
know them and they related well to him. Howevere aif the Assembly Supervisor did not seem
interested in “following” the Assembly Supervistie tended to keep his distance and tried to do

tasks on his own.

Reference 15 - 1.51% Coverage
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However, most of the team members approached thdivgeSupervisor for assistance; they did not
go directly to the Assembly Manager or the Productanager.

Reference 16 - 1.55% Coverage

The Afrikaans supervisors seemed bolder in appingdhe Production and Assembly Manager than
the African members in the team; other than thediiglSupervisor.

Reference 17 - 0.86% Coverage

It looked as though the project team had a loafidence and trust in the two managers.

Reference 18 - 2.72% Coverage

They saw the Production Manager as their supenidragppeared to be less fearless in approaching the
Assembly Manager for guidance and support. Howeitedid not seem as though they would

approach these managers if they did not understamething or if they were unsure of anything.
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Team Compositions

<Internals\\First Company GER Observation> - § 4 references coded [9.68% Coverage]
Reference 1 - 4.12% Coverage

The core team for the project is made up of onlyr fmembers; the Production Manager, the
Assembly Supervisor, the Boilermaker and the Weldéey were all men. This team is just more

than half the size of the team at Company SA.

Reference 2 - 0.61% Coverage

All members were of German origin.

Reference 3 - 2.05% Coverage

During the observation there were no other empleyae the workshop floor that came to the area

under observation.

Reference 4 - 2.91% Coverage

¢ Company GER'’s team is smaller than Company SA. Asiibte reason is that Company

GER'’s the scope of work for the project was abailt the size of Company SA’s.

<Internals\\First Company SA Observation> - § 4 references coded [14.96% Coverage]
Reference 1 - 2.78% Coverage

The core project team was made up of nine membéexe were seven men and two women. The
team was made up of the following roles; Productitemager, Assembly Manager, two Assembly

supervisors, one Welding Supervisor, one Weldet three Boilermakers (two of which are women).

Reference 2 - 7.72% Coverage

The two Assembly Supervisors were both AfrikaanatBd\fricans. They were of similar statue and
younger than 30. They also wore blue overalls bt \Wwinter jackets instead of the overall jackets on
The Welding supervisor and Welder were both Afri&outh Africans. They also wore blue overalls
and the standard PPE; however, the Welder hadrd awaund his head and a pair of thick leather
gloves (for heat protection during welding). Thelditey Supervisor carried a clipboard. Of the three
Boilermakers, the man was a Coloured South Afrieanyvell as the two women. The Boilermakers
(including the two women) also wore overalls and b# standard PPE. The women had scarves on

their heads but for personal reasons (they dicheed it for safety purposes).
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Reference 3 - 2.71% Coverage

There are workshop floor employees that are aqfasther project teams that assist with work when
the load is too much for the core team; there whaee of them. Similarly, they wore the same type o
blue overalls and standard PPE. They were AfricautiSAfricans.

Reference 4 - 1.76% Coverage

an employee from another project team that canaskdim something. He was familiar with the two
Boilermaker women so he stopped to talk to themyedk for a short while.

<Internals\\Second Company SA Observation> - § 3 references coded [5.04% Coverage]

Reference 1 - 2.89% Coverage

The core project team was made up of seven membleese were seven men; the two women from
the previous observation were not present. The t@asnmade up of the following roles; Production
Manager, Assembly Manager, two Assembly supervjsame Welding Supervisor, one Welder, and
one Boilermaker.

Reference 2 - 1.05% Coverage

Besides the Production Manager who often walkeduijin the working stations, there was not much
human traffic.

Reference 3 - 1.10% Coverage

« All participants remained the same as the prevotoservation; however, the two Boilermaker

women were not present.
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Appendix F: Ethics Clearance (MIAEC 012/16)

School Ethics Clearance No: (office use only)

All submissions and materials must be typed. Handwritten submissions are NOT acceptable.

Surname: Jogessar Name: Yashmee Bhana

Title: Prof Dr Mr X | Ms Mrs Other:

School: School of Mechanical, Industrial and Aeronautical Engineering

Staff/Student number: 0402210M Full time x | Part time Staff

Your telephone(s): +27842392179

Your Email: yashmee@gmail.com

Name of Supervisor (if applicable): Bernadette Sunjka

Supervisor's email address: bernadette.sunjka@wits.ac.za

Supervisor's tel. number(s):

1. Specifics about the research project (attach project proposal as an appendix)

Title of research project

Cultural Factors in the Development of International Projects;

A Case Study of South Africa and Germany in the Engineering/Construction Industry

Registered degree Masters (research Investigational
Undergrad | x Other, specify
report) Project

Where will the research be carried out?

In South Africa and Germany; company SA and company GER (see attached research proposal for further details).

What are the aims and objectives of the research? (Please list; be brief)

The following includes the intended aim of the research report:

= To determine a method/model, for leadership of Company SA and Company GER, to incorporate that will
allow for the smooth facilitation of opposing and similar cultural factors in the project.

In order to achieve the desired aims of the research report the following objectives will be pursued, in both countries:

=  To identify the key cultural factors that emerges during the course of prefabrication and documentation
completion of the Medupi/Kusile contract, with reference to Company SA and Company GER.

= To analyse whether participants in projects are able to communicate, learn, network and adapt to one
another’s cultural differences in actual/physical situations.

= To determine if cultural factors affect the successful completion and outcome of projects; in the
construction/engineering industry.

=  To identify whether management/leadership are aware that they play a significant role in handling cultural
factors in project teams.

=  To determine if participants in project teams are aware that management and understanding of cultural
differences affect the successful outcome of projects.

101



T

Cultural Factors in the Development of InternatidPajects; é
A Case Study of South Africa and Germany in theiiggring/Construction Industry 7

2. How will data on human research participants be collected (instruments, methods, procedures)? (Attach
instruments as an appendix)

Brief details of instruments to be used (attach instrument or draft to this application)
Semi-structured interviews and participant observations will be utilised to collect data and information for the

research. Details are available in the attached research proposal, as well as, the two attached protocols.

3. Who will the research participants be?

Brief description of human participants, including age range and sample size, for each sample:
The following sample will be used:

=  From the engineering and construction industry, in the Republic of South Africa (RSA) and Germany.

= Across all employment levels; from managerial (for semi-structured interviews) to the workshop floor (for
participant observations).

=  Employees between the ages of 25-65 years.

=  Employees from different cultural backgrounds, in RSA and Germany.

=  Employees from the construction engineering industries.

=  Employees who communicate in English and German.

=  Where possible, familiar contacts will be utilised for data collection. If this is not feasible, unfamiliar
employees will need to be utilised (however, the trust between parties will need to be developed first).

= Both genders; male and female.

=  Sample sizes will be similar in Company SA and Company GER.

Does this research expose either the participant or the researcher to any potential v N
es X 0
risks or harm that they would not otherwise be exposed to?

If ‘yes’, explain:

4. How will informed consent be obtained? (Attach Participant Information Sheets and Consent Forms for
each sample group, and/or other related materials)

How will potential participants be identified / selected / recruited?

=  Based on the sample size described above.
=  Based on whether they sign the consent form and agree to participate in the research.

What will participants be told about the research (including the promises to be made)?

=  Prior to interviews and participant observations; all participants will be briefed regarding the content of the
research, purpose and aims/objectives.

=  They will also be informed as to the process of conducting the research, collecting and (briefly) the analysis of
the data.

=  They will also be provided with contact details that can be used should questions arise or further information
be requested.

How will informed consent be obtained?

x | Formal (Signed form) Informal (e.g. verbal) Other

Briefly explain your strategy for ensuring informed consent.

=  Prior to commencement of the data collection process the research will first have to be approved by the
Ethics Committee at the University of the Witwatersrand.

= A consent form (see attached) will be distributed to all participants which will need to be signed and returned
before they may be included in data collection.

= The consent form will include a brief summary of the research; including the purpose, the time allocation,
how the interviews/participant observations will be conducted,

5. Protecting participant identities

Can confidentiality be guaranteed? x | Yes No

Can anonymity be guaranteed in resulting reports, theses and/or publications? x | Yes No
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Explain how this will be done? (What will participants be told in this regard?)

= They will remain anonymous (including the company names).

= All data and information collected will be treated as highly confidential.

= Participation is voluntary and participants may choose to refrain providing information.

= Semi-structured interviews will be recorded and later transcribed for data analysis.
(They have the option of viewing the transcribed information.)

= The research was approved by the University of the Witwatersrand and they may contact the
university/Head of School should they require further information.

6. Formal permission (Attach letter requesting permission and letter granting permission)

Has appropriate formal permission been obtained, if required (e.g. employer, government department, land owner,

etc.)?

Yes (attached) Not required x | Pending (must be supplied before permission is granted)

7. Protection of data during and after the research

How will the data be protected while the research is in progress? (This includes how the identities of participants will
be protected.)

All participation information and consent forms will be filed and keep in a place that is only accessible to the
researcher. Preferably in a locked cupboard when it is not in use. All information that is saved as soft copies will be
stored in files that are password protected. For backup purposes it will be stored on a separate hard drive or USB

which is also password protected.

What is to be done with the research data after completion of the project?
Data will be store in a secure place. It will also be accessible for future reference. It will remain highly confidential and

not discussed with any third parties, at all times.
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SIGNATURES (REQUIRED)

In signing this form, the researcher and supervisor (if any) of this project undertake to ensure that
any amendments to this project that are required by the Schoal Research Ethics Committee are

made before the project commences.

DPeclaration: We, the signatories, declare that all information on this form is correct, that we will
strive to maintain the highest ethical standards in this research at all times, according to
disciplinary and university expectations, recognising that ethical practice in research is always a
continuing process.

Date Name A Signature
Applicant 03.062016 Yashmee Bhana Jogessar
o
Supervisor 03.06.2016 Bernadette Sunjka

SCHOOL ETHICS COMMITTEE APPROVAL (DFFICE USE ONLY)
Date Name Signature

Member 1

Member 2
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