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Cross-Cultural Adaptation and the 
Performance of Sino-Indonesian Joint 
Ventures: An Empirical Study 
 Bing CHI1 , Xiang GAO2  

Abstract:  China has emerged as Indonesia's largest trading partner, creating new opportunities for bilat-
eral economic cooperation. However, challenges related to cultural differences in joint ventures have be-
come increasingly important. Improving cross-cultural adaptability and joint venture performance is cru-
cial to strengthen collaboration and exchange. This study aims to explain the theory of cross-cultural ad-
aptation in joint ventures, establishing connections between employee backgrounds, cross-cultural activ-
ities, support, and networks to develop new theoretical foundations for promoting such adaptation. The 
study examines the dynamic impact of cross-cultural adaptation on business performance by analyzing 
data from 30 China-Indonesia joint ventures between 2008 and 2019. The results indicate that cross-cul-
tural adaptation comprises four components: employee backgrounds, cross-cultural spending, support, 
and networks. Notably, as cross-cultural adaptability improves, joint venture performance increases sig-
nificantly. Among these components, cross-cultural networks have the most substantial impact on per-
formance. These findings suggest joint ventures should enhance cross-cultural resilience through targeted 
activities to improve performance.   

Keywords: Cross-cultural adaptation, Sino-Indonesian joint ventures, enterprise performance, cross-cul-
tural networks 

1. Introduction 
Under the Belt and Road Initiative (BRI) framework, China has signed over 230 co-
operation agreements with 150 countries and more than 30 international organizations 
(Yidaiyilu, 2023). In 2023, China's net outward direct investment reached $153.71 
billion, reflecting a year-on-year increase of 12.3%, as the National Bureau of Statis-
tics calculated in its 2022 annual report. This initiative has strengthened international 
connections, allowing many Chinese enterprises to establish themselves in BRI coun-
tries (Zhang & Alon, 2010). As the birthplace of the "21st Century Maritime Silk 
Road," Indonesia plays a crucial role in the BRI and is a significant link between the 
Chinese and ASEAN economies (Lu, 2016). Since the resumption of diplomatic rela-
tions in 1990, Sino-Indonesian economic and trade cooperation has flourished, partic-
ularly in trade, investment, and engineering contracting (Lin, 2003a). In October 2013, 
Chinese President Xi Jinping proposed the construction of the "21st Century Maritime 
Silk Road" in Indonesia, elevating bilateral relations to a comprehensive strategic part-
nership (Xi, 2013). According to Chinese customs statistics, the trade volume between 
the two countries surged to $149.09 billion in 2022, marking a 19.8% increase from 
2021. Indonesia has consistently ranked among the top ten overseas markets for Chi-
nese engineering contractors. Chinese investment projects continue to propel the In-
donesian engineering market, with Chinese companies actively constructing power 
stations, highways, bridges, dams, and other infrastructure projects, thereby enhancing 
connectivity and development throughout Indonesia (Ministry of Commerce of China, 
2022a; 2022b). 

As bilateral cooperation deepens, Sino-Indonesian joint ventures have progressed 
rapidly. However, significant cultural differences between the two countries present 
challenges for cross-cultural adaptation. Indonesia, the world's largest Muslim nation, 
has religious beliefs that profoundly influence daily life and work habits. In contrast, 
Chinese culture tends to be more implicit and indirect in communication, while Indo-
nesian culture is more direct and open, which can lead to misunderstandings. Chinese 
employees are accustomed to a variety of Chinese cuisine, whereas Indonesian em-
ployees prefer local traditional foods such as rice, coconut milk, and chili sauce. These 
dietary differences can create inconveniences and conflicts during communal meals. 
Such cross-cultural issues not only impact daily life but also impede project progress. 
The cultural differences extend beyond surface behaviors and habits, profoundly af-
fecting the management and operation of Sino-Indonesian joint ventures. For instance, 
cultural conflicts in a cooperative project can significantly diminish team cooperation 
efficiency, ultimately resulting in delays or even termination. An example is the 2023 
protest at PT Gunbuster Nickel Industry (GNI) smelter in Central Sulawesi, Indonesia,  
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where a lack of understanding by Chinese workers of the labor union's demands, particularly regarding occupa-
tional safety, led to protests and a production halt, resulting in the deaths of two Indonesian workers and one 
Chinese worker. Cultural differences and ideological disparities hindered effective communication and conflict 
resolution with the Indonesian labor union. These cases illustrate that cross-cultural issues have become a critical 
factor affecting the smooth development of Sino-Indonesian joint ventures, necessitating urgent solutions for 
cross-cultural adaptation. 

Under business globalization, cross-cultural management has become a crucial element of international busi-
ness. As companies expand their operations, effective cross-cultural management promotes cultural integration 
and significantly enhances their competitive advantage in the global marketplace (Rozkwitalska et al., 2017). Re-
cent studies have shown that cross-cultural management capabilities directly impact firms' innovativeness and 
financial performance (Barmeyer et al., 2019). At the same time, Merkin (2009) explored issues such as cultural 
differences and stereotypes in cross-cultural communication from the perspective of employees. Although this 
study primarily focuses on cross-cultural training and adaptation in the Chinese context, we recognize the im-
portance of situating it within a broader global cross-cultural management framework. As Szkudlarek et al. (2020) 
noted, effective intercultural management facilitates intra-organizational communication and improves the overall 
performance of multinational firms and employee satisfaction. In addition, Liu and Meyer's (2020) study empha-
sizes the critical role of cross-cultural management in MNCs' successful operations in emerging markets. 

This study analyzes how cross-cultural adaptation impacts firm performance in Sino-Indonesian joint ven-
tures. The objectives are to identify the indicators of cross-cultural adaptation that significantly affect firm perfor-
mance, explore the roles of employee background, cross-cultural activities, cross-cultural support, and cross-cul-
tural networks in cross-cultural adaptation, and determine how enhancing cross-cultural adaptation can improve 
overall firm performance. By addressing these questions, we aim to provide new insights into the theory of cross-
cultural management and the practice of Sino-Indonesian joint ventures. 

2. Literature Review 

Cross-cultural adaptation refers to the capacity of various cultural groups to interact, interpenetrate, and maintain 
a dynamic equilibrium (Chen, 2012). This adaptive capacity can pertain to the ability of sojourners or immigrants 
to navigate the challenges that arise from the mismatch or incompatibility between their host and home cultures. 
It can also refer to the ability to manage the adaptation process within the host culture (Chen & Starosta, 2007). 
The cross-cultural adaptation discussed in this paper emphasizes the adjustment process by mitigating the impact 
of cultural conflicts that emerge during interactions between individuals or teams from different cultural back-
grounds on their lives, psychology, and work. This definition underscores three critical elements of cross-cultural 
adaptation: Contact, conflict, and adjustment. 

2.1. Theories of Cross-Cultural Adaptation 

The extant studies categorize cross-cultural adaptation into two dimensions: psychological adaptation and socio-
cultural adaptation. Based on emotional responses, psychological adaptation pertains to psychological well-being 
and life satisfaction during cross-cultural interactions. Socio-cultural adaptation refers to the capacity to adjust to 
the local social and cultural environment, encompassing effective interaction and communication with individuals 
from the local cultural background. Black et al. (1991) further classify socio-cultural adaptation into general ad-
aptation, work adaptation, and interaction adaptation. Ward (2001) synthesizes the most influential theories and 
empirical approaches in cross-cultural adaptation from three perspectives: Affective, behavioral, and cognitive. 
These perspectives include the stress and coping theoretical model, cultural learning, and social identity theory 
(Argyle & Williams, 1969). 

Hofstede (1984) and Hofstede et al. (2010) outline six dimensions that describe the impact of a society's 
culture on the values and behaviors of its members: individualism vs. collectivism, uncertainty avoidance, power 
distance, masculinity vs. femininity, long-term vs. short-term orientation, and indulgence vs. restraint. These cul-
tural dimensions provide a theoretical foundation for understanding cultural differences across countries and re-
gions and are significant for research on cross-cultural management and corporate cultural adaptation. Black 
(2006) explore cross-cultural adaptation through three dimensions: general adaptation, work adaptation, and inter-
action adaptation. General adaptation refers to an individual's ability to adjust to the living environment of the host 
country, encompassing daily life aspects such as clothing, food, and housing. Work adaptation pertains to an indi-
vidual's ability to adjust to their job, tasks, work environment, and interactions with colleagues in the host country. 
Interaction adaptation refers to the comfort and proficiency an individual experiences in social interactions with 
local people within the host country. 

Since its introduction, Hofstede's theory of cultural value dimensions has been a substantial framework for 
cross-cultural research. However, it has also sparked widespread controversy. Critics argue that the theory over-
simplifies the complexity of culture and fails to consider the dynamics and diversity of culture adequately 
(McSweeney, 2002). For instance, in a meta-analysis, Kirkman et al. (2017) emphasize that Hofstede's dimensions 
may need to accurately represent the reality of national cultural changes over time, especially in rapidly developing 
countries. Furthermore, Venaik and Brewer (2013) have raised concerns about the applicability of Hofstede's 
model, suggesting that it may be biased towards Western cultures and lead to misinterpretations of non-Western 
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cultures. As a result, researchers have proposed alternative theoretical frameworks, such as the GLOBE research 
project, to offer a more comprehensive and dynamic tool for cultural comparison (House, 2004). Yi (2021) ex-
plored the validity and applicability of Hofstede's uncertainty avoidance dimension in the contemporary world. 
These controversies have deepened the academic understanding of cultural values and prompted further develop-
ment in cross-cultural management. 

The theory of "third culture" refers to the idea that when people from different cultural backgrounds interact, 
they create a new and unique culture through mutual understanding and integration. This new culture is different 
from the cultures of the individuals involved and promotes teamwork and innovation. As defined by Useem and 
Cottrell (1993), the third culture results from cross-cultural exchanges and highlights the culture's dynamic and 
adaptive nature. Recent studies have shown that the third culture plays a crucial role in multinational enterprises 
and joint ventures, helping to reduce cultural conflicts and improve organizational cohesion and innovation (Zhang 
et al., 2020; Lee and Sukoco, 2010). By establishing shared values and behavioral norms, the third culture can 
foster trust and cooperation among team members, enhancing overall performance. 

Cultural Intelligence (CQ) plays a crucial role in cross-cultural adaptation research and has received much 
attention in recent years. Studies have shown a significant positive correlation between cultural intelligence and 
cross-cultural adaptation. Ang et al. (2007) defined cultural intelligence as an individual's ability to function ef-
fectively in multicultural environments, which includes four dimensions: metacognition, cognition, motivation, 
and behavior. Huff et al.'s (2014) meta-analysis found that cultural intelligence significantly impacted psycholog-
ical, socio-cultural, and work adaptation. Presbitero (2016) further explored the mediating role of cultural intelli-
gence in cross-cultural adaptation, emphasizing its role as a bridge between personal traits and adaptive capacity. 
In addition, Jyoti and Kour (2017) noted that leaders with high cultural intelligence can manage multicultural 
teams more effectively and facilitate team members' adaptation. On the other hand, Sharma and Hussain (2019) 
found that cultural intelligence not only directly affects cross-cultural adaptation but also indirectly affects the job 
performance of overseas employees by improving adaptive capacity. These studies emphasize the importance of 
cultural intelligence in promoting cross-cultural adaptation and provide theoretical foundations and practical guid-
ance for cross-cultural training and global talent management. 

2.2. Cultural Conflict and Adaptation in Joint Ventures 

Joint ventures have swiftly evolved in the context of globalization, yet cultural integration presents significant 
challenges. Employees from varied cultural backgrounds often display marked differences in values, work styles, 
and management approaches, leading to communication barriers and issues in team collaboration. Hofstede et al. 
(2010) emphasized that cultural differences among countries—such as power distance, individualism versus col-
lectivism, and masculinity versus femininity—impact employee behavior and managerial decisions. Joint ventures 
must navigate this cultural diversity to create a cohesive corporate culture (Taras et al., 2010). 

The complexity of cross-cultural management heightens the challenges of cultural integration. Adler and 
Gundersen (2008) suggested that cross-cultural management not only requires an understanding and respect for 
diverse cultures but also necessitates skills in cross-cultural communication and conflict resolution. Managers in 
joint ventures must establish communication bridges between employees from various cultural backgrounds to 
promote cultural integration and mutual understanding. This demands that managers possess high cultural sensi-
tivity and adaptable management strategies to address potential cultural conflicts and misunderstandings (Thomas 
& Inkson, 2009). 

The success of cultural integration also relies on the support of internal systems and policies. Bird and 
Mendenhall (2016) emphasized that companies should formulate clear cultural integration strategies and provide 
cross-cultural training to assist employees in adapting to and understanding different cultures, thereby minimizing 
cultural conflicts and enhancing cross-cultural adaptation and job satisfaction (Bhawuk & Brislin, 2000). There-
fore, joint ventures must consider multiple factors to achieve effective cultural integration, including cultural dif-
ferences, cross-cultural management capabilities, and internal corporate policies. 

2.3. The Impact of Cultural Differences on Joint Ventures 

Cultural differences between countries significantly impact the operations of joint ventures. Firstly, these differ-
ences influence management styles and decision-making processes. Hofstede et al. (2010) noted that countries 
with varying cultural backgrounds display considerable differences in power distance, individualism versus col-
lectivism, masculinity versus femininity, and uncertainty avoidance. For instance, companies tend to prefer cen-
tralized management in high power distance cultures, while in low power distance cultures, they are more inclined 
towards decentralization and democratic decision-making. Such differences affect organizational structures, man-
agement processes, and employee relations, ultimately impacting operational efficiency and decision quality. 

Cultural differences also shape communication styles and employee interactions. Trompenaars and Hampden-
Turner (2012) suggested that employees from diverse cultural backgrounds exhibit significant variations in com-
munication styles, time orientation, and work attitudes. For example, in high-context cultures, communication 
relies heavily on background information and non-verbal cues, while in low-context cultures, it is more direct and 
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explicit. These differences can result in misunderstandings and conflicts within cross-cultural teams, impacting 
teamwork and work efficiency (Gudykunst, 2003). 

Significant cultural differences exist between China and Indonesia, which present unique challenges for Sino-
Indonesian joint ventures. According to Hofstede's theory of cultural dimensions, Chinese culture is characterized 
by higher power distance and collectivism, while Indonesia, although also characterized by collectivism, has a 
relatively low power distance. This difference may lead to conflicts in decision-making processes and leadership 
styles. Table 1 lists the potential cultural differences that may have significant implications for the cross-cultural 
management of Sino-Indonesian joint ventures. 

Table 1: Hofstede's Cultural Dimension Indices (China and Indonesia) 

Cultural Dimension China Indonesia Explanation 
Power Distance 80 78 Both countries are relatively high and tend to accept un-

equal power distribution. 
Individualism vs. Collectiv-
ism 

20 14 Both countries are more collectivist, but Indonesia is 
more so. 

Masculinity vs. Femininity 66 46 China is more masculine, while Indonesia is more mod-
erate. 

Uncertainty Avoidance 30 48 Chinese are less averse to ambiguity, while Indonesians 
are moderately so. 

Long-Term Orientation vs. 
Short-Term Orientation 

87 62 China is very long-term oriented, while Indonesia is rel-
atively lower. 

Indulgence vs. Restraint 24 38 China is more restrained, while Indonesia is more indul-
gent. 

Source: Hofsted et al. (2010). 

Moreover, cultural differences significantly influence market strategies and customer relationships. Kotler 
and Keller (2016) highlighted that companies must adapt their marketing strategies and customer service to align 
with local cultural characteristics when entering markets with varying cultural backgrounds. For instance, in cul-
tures prioritizing relationships and trust, companies should concentrate on building and maintaining customer re-
lationships. In contrast, cultures that value efficiency and results should focus on product quality and service speed 
(Usunier & Lee, 2013). Research indicates that cross-cultural management significantly influences the perfor-
mance of international joint ventures. For instance, Liu et al. (2020) found that national cultural differences (NCD) 
negatively affect the performance of international construction joint ventures (ICJV). However, this adverse im-
pact can be alleviated through cooperative conflict management strategies. Similarly, Boyacigiller et al. (2003) 
suggested that a dynamic and hybrid cultural perspective in multicultural settings aids in better understanding 
cultural dynamics in international joint ventures (Lin, 2023b). 

In Southeast Asia, significant attention has been paid to the issue of cross-cultural adaptation. Lo and Nguyen 
(2023) conducted a study on the challenges faced by local employees and expatriate managers in Vietnam, identi-
fying language barriers, differences in values, and conflicting work styles as the main issues. Lauring and Selmer 
(2012) focused on cross-cultural adaptation in Singaporean multinational corporations, highlighting the im-
portance of establishing a solid social network for employee adaptation. Pekerti and Arli's (2017) research found 
that religious beliefs and family responsibilities impact the adaptation of Indonesian employees to foreign cultures. 
Froese et al. (2016) also compared the cross-cultural adaptation of Korean and Vietnamese employees in Chinese 
subsidiaries, identifying cultural distance and language differences as critical factors. Bader and Berg (2013) ex-
amined cross-cultural management practices in Thai multinational corporations, emphasizing the significance of 
fostering employees' cultural intelligence. Selmer and Lauring (2015) explored cross-cultural teamwork in Singa-
porean MNCs, finding that the diversity of team members' cultural backgrounds affects team performance. These 
studies suggest that cross-cultural adaptation in Southeast Asia has distinct regional characteristics and warrants 
further exploration. 

In conclusion, cultural differences between countries profoundly influence the operations of joint ventures. 
Companies must implement effective cross-cultural management and cultural integration strategies to mitigate the 
adverse effects of cultural differences, thereby enhancing operational efficiency and market competitiveness 
(Thomas & Peterson, 2017). Although extensive research exists on the impact of culture, most studies focus on 
macro-level aspects such as countries or industries, with relatively few addressing cross-cultural adaptation issues 
in business management. In particular, there needs to be more research on cross-cultural issues between Chinese 
and Indonesian joint ventures, making exploring these matters at the corporate level highly relevant. 

3. Cross-Cultural Analysis of Sino-Indonesian Joint Ventures 

Under the background of globalization, cross-cultural adaptation has become a critical factor in the successful 
operation of international joint ventures. Research has shown that employees' international experience is closely 
linked to their ability to adapt cross-culturally, and by controlling for background variables, cross-cultural adapta-
tion can be assessed more precisely (Chang et al., 2013). Furthermore, cross-cultural activities are crucial in fos-
tering cross-cultural understanding and cooperation, such as enhancing adaptation through cultural inclusivity and 
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team-building initiatives. Previous studies indicate that cross-cultural competence is positively associated with 
expatriate performance, and support measures like cross-cultural training can effectively alleviate work stress for 
expatriates (Chen, 2019). The significance of cross-cultural networks in the adaptation process is also highlighted, 
as training can equip employees to establish business and social networks, thereby improving their adaptation 
capabilities. These studies provide a robust theoretical foundation and empirical evidence for understanding and 
developing metrics for cross-cultural adaptation. Thus, cross-cultural adaptation involves individual psychological 
and behavioral adjustments and necessitates comprehensive adaptation through practical activities, support 
measures, and network assistance. This paper will explore the theoretical framework of cross-cultural adaptation 
from four aspects: diverse employee backgrounds, cross-cultural activities, cross-cultural safeguards, and cross-
cultural networks. These four dimensions are interrelated and affect a firm's ability to adapt cross-culturally. 

Indonesian joint ventures have taken concrete measures to address cross-cultural challenges (Bird & Menden-
hall, 2016). These measures include incorporating diverse employee backgrounds to enhance cultural understand-
ing, organizing cross-cultural exchange activities such as attending local employees' weddings and celebrating 
important festivals to promote cultural integration, providing special cultural subsidies, building halal cafeterias 
and prayer rooms to meet religious needs, and respecting and observing Indonesian holidays to demonstrate respect 
for the local culture. Additionally, they strengthen cross-cultural networks by hiring local talent and partnering 
with local businesses, all designed to improve employee job satisfaction, team cohesion, and the company's ability 
to adapt to the marketplace, thereby enhancing overall corporate performance. 

3.1. Diverse Employee Backgrounds 

Diverse employee backgrounds play a crucial role in cross-cultural adaptation. According to Hambrick's Upper 
Echelons Theory, executives' cognitive base and behavioral performance are profoundly influenced by their back-
ground characteristics (Hambrick & Mason, 1984). This theory emphasizes that decision-makers' experience, ed-
ucation, and cultural background directly affect their strategic decisions and organizational performance. In Sino-
Indonesian joint ventures, employee diversity is reflected at the executive and workforce levels. Employees with 
diverse backgrounds bring different cultural perspectives and experiences, promoting innovation and flexibility 
(Stahl et al., 2010). Employees from various cultural backgrounds can provide diverse solutions and coping strat-
egies when faced with cross-cultural challenges, enhancing the organization's adaptive capacity. Research has 
shown that employees with international experience are more likely to understand and respect different cultures, 
thus enhancing cross-cultural adaptability (Ng et al., 2009). 

Additionally, executives' overseas experience enables them to reexamine their behaviors and values and focus 
more on the firm's long-term development. This diversity of backgrounds allows executives to more fully consider 
the needs and expectations of different cultures when formulating strategies, promoting cross-cultural integration 
and adaptation in the firm (Carpenter et al., 2017). Recent research states that diverse executive teams can respond 
more effectively to the complexity and uncertainty of the global marketplace (Nielsen & Nielsen, 2013). This 
diversity is reflected not only in cultural backgrounds but also in gender, age, and professional backgrounds, which 
enhance a firm's ability to innovate and be competitive in the marketplace (Zhang & Qu, 2016). 

In summary, the diversity of employee backgrounds significantly enhances the cross-cultural adaptability of 
Sino-Indonesian joint ventures by influencing executives' decision-making, promoting innovation, and enhancing 
cross-cultural understanding. This theoretical framework provides essential support for the successful operation 
of firms in a globalized environment. 

3.2. Intercultural Activities 

Intercultural activities are crucial in facilitating acculturation. According to Cultural Learning Theory (CLT), ac-
culturation is a dynamic learning process in which individuals gradually understand and integrate into a new cul-
tural environment through interactions with different cultures (Paige et al., 2003). This learning process involves 
not only the acquisition of knowledge but also the development of understanding and respect for cultural differ-
ences through practice and experience (Bhawuk & Brislin, 2000). 

In Sino-Indonesian joint ventures, cross-cultural activities such as cultural exchanges, team building, and lan-
guage training effectively promote mutual understanding and trust among employees. Studies have shown that 
employees who participate in cultural exchange activities perform more prominently in terms of cultural adapta-
bility because they can gain direct cultural experience through practice, which allows them to better cope with 
cross-cultural challenges. 

Furthermore, cross-cultural activities aid individuals' cultural adaptation and enhance team cohesion and over-
all performance. Organizing employees to participate in local festival celebrations or cultural exchange programs 
can help them understand Indonesian culture more deeply, thus reducing cultural conflicts and misunderstandings 
(Qin et al., 2023). Studies have found that cross-cultural training and cultural exchange activities can significantly 
improve employees' cultural intelligence and adaptability, enhancing an organization's market competitiveness. 
Therefore, enterprises should pay attention to and actively organize various cross-cultural activities to promote 
employees' cultural learning and adaptation process and then enhance overall cross-cultural adaptability and en-
terprise performance. 
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3.3. Intercultural Safeguards 

Intercultural safeguards are crucial for promoting employees' cultural identity and adaptation. According to Social 
Identity theory, an individual's self-concept is partly shaped by the social group to which they belong. This sense 
of identity significantly influences employee behavior and attitudes (Tajfel & Turner, 2003). In cross-cultural 
environments, an employee's cultural identity can impact their sense of belonging and adaptability to the organi-
zation. Adequate cross-cultural safeguards, such as providing cultural training, building supportive networks, and 
implementing inclusive policies, can enhance employees' cultural identity, thus facilitating their adaptation process 
(Hofhuis et al., 2016). 

Research indicates that intercultural safeguards can notably improve employees' cultural adaptability and job 
satisfaction (Kirkman et al., 2006). For instance, cross-cultural training and psychological support can help em-
ployees better understand and integrate into new cultural environments, reducing cultural conflict and adaptation 
stress. Furthermore, creating multicultural work environments and supportive networks can strengthen employees' 
social identity and make them feel more secure and supported in the face of cultural differences (Ng & Sears, 
2017). This sense of identity contributes to employees' mental well-being and enhances team cohesion and overall 
performance (Zhang et al., 2022). Therefore, companies should prioritize the implementation of cross-cultural 
safeguards to promote employees' cultural identity and adaptation, ultimately enhancing the organization's overall 
effectiveness. 

3.4. Cross-cultural Networks 

Cross-cultural networks are essential for sharing information and acquiring resources, and Social Network Theory 
(SNT) helps us understand this process. SNT emphasizes that an individual's position and relationships within a 
social network can significantly influence their ability to access information and resources (Borgatti & Halgin, 
2011). In cross-cultural environments, effective cross-cultural networks facilitate the rapid dissemination of infor-
mation and promote the sharing and integration of resources, enhancing employees' cross-cultural adaptability 
(Granovetter, 1983). 

Research has shown that cross-cultural networks provide employees with significant social support and criti-
cal information resources when adapting to a new culture (Chen et al., 2022). For example, employees with exten-
sive cross-cultural connections have easier access to information about the local culture, market dynamics, and 
work processes, which helps them adapt more quickly to a new work environment. In addition, cross-cultural 
networks can facilitate knowledge sharing and innovation and enhance teamwork. By participating in cross-cul-
tural activities and establishing diverse social networks, employees can gain more support and understanding when 
facing cultural differences, thus enhancing their cultural adaptability. Therefore, companies should pay attention 
to the construction of cross-cultural networks and encourage employees to actively participate in cross-cultural 
exchanges and cooperation to promote the dissemination of information and access to resources, thus enhancing 
the overall cross-cultural adaptive capacity and organizational performance. 

Employees' diverse backgrounds, cross-cultural activities, safeguards, and networks are critical to cross-cul-
tural adaptation in Sino-Indonesian joint ventures. These elements interact with each other and collectively influ-
ence the process and outcomes of the company's cross-cultural adaptation. Based on the literature review above, 
we have developed the following hypotheses: 

H1: Cross-cultural adaptation is positively correlated with the cross-cultural adaptability of joint ventures; 

H2: Increased intercultural activities will significantly enhance the overall performance of joint ventures; 

H3: Implementing cross-cultural support measures will increase employee job satisfaction and improve firm 
performance; 

H4: Establishing cross-cultural networks has a positive impact on the market adaptation of joint ventures. 

4. Methodology 

4.1. Research Method 

This study utilizes a questionnaire survey method to gather data, assessing the perspectives and evaluations of 
employees and management in Sino-Indonesian joint ventures regarding cross-cultural adaptation indicators. The 
questionnaire survey is a quantitative research approach that systematically collects extensive data and uncovers 
relationships between variables through statistical analysis (Creswell, 2014). This method is commonly employed 
in cross-cultural research (Bryman, 2015) and effectively captures respondents' attitudes and perceptions toward 
cross-cultural adaptation. In this study, we will use questionnaires and semi-open-ended questions to examine the 
cross-cultural adaptation of Chinese joint ventures thoroughly. 

First, we gathered information about 30 Chinese joint ventures, including company size, overseas business 
scope, and years of experience. Our research discovered that these joint ventures vary widely in size, ranging from 
small and medium-sized enterprises to large multinational corporations. Additionally, the scope of business and 
years of experience in overseas markets differed significantly. 
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Next, we created a questionnaire to assess employees' cross-cultural adaptation, covering cultural awareness, 
emotional adaptation, and behavioral adaptation. The questionnaire also included some open-ended questions to 
allow respondents to freely describe the company's practices in cross-cultural training and corporate culture. We 
collected a total of 297 valid questionnaires. 

Finally, we comprehensively analyzed the questionnaire data. We used statistical analysis to explore the im-
pact of different company sizes and overseas business experiences on employees' cross-cultural adaptation. Addi-
tionally, we conducted a content analysis of the responses to the open-ended questions to identify typical practices 
and challenges in cross-cultural management. 

4.2. Data Collection 

A questionnaire was used to gather opinions and assessments from employees and management of Sino-Indonesian 
joint ventures on indicators of cross-cultural adaptation. The questionnaire design was based on the Socio-Cultural 
Adaptation Scale (SCAS) developed by Ward and Kennedy (1999), as well as the Evaluation of the Corporate 
Sustainability Competency Research Scale (Wang, 2021). It utilized a 5-point Likert scale to capture respondents' 
fundamental beliefs on cross-cultural adaptability and corporate sustainability competency. Experts reviewed the 
questionnaire. It was distributed via WeChat, email, and paper to ensure coverage across all departments and 
personnel levels. The collected data from the questionnaires were carefully entered and organized to ensure accu-
racy and completeness. The final data were analyzed using descriptive statistics and regression equation hypothesis 
testing to understand the impact of different cross-cultural adaptation indicators on corporate performance. The 
questionnaires are distributed via WeChat, email, and paper forms to ensure comprehensive personnel coverage 
across various departments and levels. Collected questionnaires are entered and organized to guarantee data accu-
racy and completeness. The final data is analyzed using descriptive statistics and hypothesis testing through re-
gression equations to uncover the impact of different cross-cultural adaptation indicators on corporate perfor-
mance. 

5. Data Analysis 

5.1. Questionnaire Design 

The questionnaire for this study aims to explore the influence of cross-cultural adaptation capabilities on corporate 
development. A questionnaire survey was chosen as the research method to gather the necessary data for theoret-
ical support. After formulating the research questions and variables, the questionnaire contains 12 key questions. 
We divide them into three sections. The first section gathers respondents' basic information, the second examines 
corporate cross-cultural adaptation capabilities, and the third evaluates corporate development capabilities. Please 
see the appendix for a sample questionnaire. 

5.2. Sample Characteristics Distribution 

The distribution of sample characteristics is relatively balanced: 51.18% male and 48.82% female. The age distri-
bution is mainly between 26-30 years (34.68%) and under 25 years (25.93%). Individuals with a bachelor's degree 
represent 48.48%, while those with an associate degree or vocational training make up 27.95%. Respondents with 
2-5 years of work experience constitute 43.43%. Among the cross-cultural adaptation capabilities, environmental 
adaptation received the highest score (3.906), whereas physical and mental health received the lowest (2.348). 
Regarding corporate development capabilities, financial indicators scored the highest (3.836), while corporate 
philosophy received the lowest (3.649). 

Table 2: Distribution of Basic Sample Characteristics 

Variable Option Frequency Percentage (%) 
Gender Male 152 51.18  

Female 145 48.82 
Age Under 25 years old 77 25.93  

26-30 years old 103 34.68  
31-40 years old 70 23.57  
41-50 years old 31 10.44  
Over 51 years old 16 5.39 

Education Level High school or below 38 12.79  
Diploma/Associate 83 27.95  
Bachelor 144 48.48  
Postgraduate or above 32 10.77 

Years of Employment in JV Less than one year 45 15.15  
2-5 years 129 43.43  
6-10 years 68 22.90  
10-20 years 40 13.47  
Over 20 years 15 5.05 

Total 
 

297 100.00 

Source:  Authors’ own calculation using survey data. 
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As can be seen from the above table, 38.05% of respondents can communicate freely in English. This largest 
proportion is followed by those who can manage general daily communication in English, accounting for 30.30%. 
Respondents who can understand English but seldom communicate in it make up 20.20%, while those who cannot 
communicate in English represent 7.74%. The remaining 3.70% fall into other categories. This pattern indicates 
that most employees are highly proficient in English listening and speaking. 

5.3. Descriptive Statistics of Each Dimension 

Table 3: Descriptive Analysis in Each Dimension 

Primary Indicator Secondary Indica-
tor 

Sample Size Min Max Mean Std. Dev. Median 

Cross-Cultural Adaptabil-
ity 

Environmental Ad-
aptation 

297 1.000 5.000 3.906 0.942 4.250 
 

Interpersonal Com-
munication 

297 1.000 5.000 3.848 0.956 4.250 
 

Service Mode 297 1.000 5.000 3.716 1.010 4.000  
Physical and Mental 
Health 

297 1.000 5.000 2.348 1.078 2.000 
 

Satisfaction 297 1.000 5.000 3.835 0.915 4.250  
Cross-Cultural Ac-
tivities 

297 1.000 5.000 3.541 1.141 4.000 
 

Cross-Cultural Sup-
port 

297 1.000 5.000 3.778 1.079 4.000 
 

Cross-Cultural Net-
works 

297 1.000 5.000 3.829 1.033 4.000 

Enterprise Development 
Capability 

Executive Hiring 297 1.000 5.000 3.783 1.098 4.000 
 

Employee Training 297 1.000 5.000 3.761 1.081 4.000  
Corporate Philoso-
phy 

297 1.000 5.000 3.649 1.088 4.000 
 

Communication 297 1.000 5.000 3.834 0.991 4.000  
Research and De-
velopment Capabil-
ity 

297 1.000 5.000 3.816 0.985 4.250 

 
Financial Indicators 
Capability 

297 1.000 5.000 3.836 0.934 4.000 
 

Organizational 
Management Capa-
bility 

297 1.000 5.000 3.831 0.977 4.000 

Source:  Authors’ own calculation using survey data. 

From the table above, it is evident that within the dimensions of cross-cultural adaptability, the Environmental 
Adaptation dimension boasts the highest mean score of 3.906, followed by the Interpersonal Communication, 
Satisfaction, and Cross-Cultural Networks dimensions. In contrast, the Physical and Mental Health dimension 
records the lowest mean score of 2.348. Regarding enterprise development capability, the Financial Indicators 
Capability dimension achieves the highest mean score of 3.836, followed by the Communication, Organizational 
Management Capability, and Research and Development Capability dimensions. In contrast, the Corporate Phi-
losophy dimension has the lowest mean score of 3.649. 

5.4. Reliability and Validity Analysis 

5.4.1. Reliability Analysis 

Cronbach's alpha is a widely used method for assessing the reliability of psychological or educational tests. It 
estimates a test's internal consistency using a specific formula and serves as an indicator of reliability. Generally, 
a higher alpha coefficient signifies the tool's excellent reliability. In basic research, a reliability coefficient of at 
least 0.80 is considered acceptable, whereas in exploratory research, a coefficient of 0.70 is deemed acceptable. 
Coefficients ranging from 0.70 to 0.98 indicate high reliability, while those below 0.35 suggest low reliability and 
should be rejected. The formula is given by: 

𝛼 =
𝑁 ⋅ 𝑐̅

𝑣̅ + (𝑁 − 1) ⋅ 𝑐̅, 

where α is the reliability coefficient, N represents the number of items, 𝑐 ̅is the average inter-item covariance 
among the items, and 𝑣̅ denotes the average variance. In this study, Cronbach's alpha was employed for reliability 
analysis. Data were imported into SPSS software, and reliability analysis was performed by navigating to Analyze 
> Scale > Reliability Analysis. The resulting Cronbach's alpha coefficient was 0.944, indicating that the question-
naire demonstrates high reliability, fulfilling the research objectives and providing favorable data for subsequent 
factor analysis. 
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Table 4: Reliability Statistics 

Cronbach's Alpha Number of Items 
0.944 53 

Source: Authors’ own calculation using survey data. 

5.4.2. Validity Analysis 

We utilize the Kaiser-Meyer-Olkin (KMO) measure to compare the simple and partial correlation coefficients 
among variables, with values ranging from 0 to 1. Typically, a KMO value exceeding 0.7 is deemed sufficient for 
the experiment. The formula for calculating the KMO measure is: 

𝐾𝑀𝑂 =
∑ 𝑟!"#!$"

∑ 𝑟!"#!$" +∑ 𝑢!"#!$"
. 

Bartlett's test of sphericity is used to test whether the correlation matrix is an identity matrix, indicating that 
variables are independent. The formula can be written as: 

𝜒# = −6𝑛 − 1 −
2𝑝 + 5
6 < ⋅ 𝑙𝑜𝑔|𝑅|, 

where 𝜒# is the Chi-square statistic, n is the sample size, p is the number of variables, and R is the correlation 
matrix. 

Table 5: Validity Analysis 

KMO and Bartlett's Test 
 

KMO Measure of Sampling Adequacy 0.863 
Bartlett's Test of Sphericity 

 

Approx. Chi-square 1329.059 
Degrees of Freedom 123 
Significance 0.000 

Source: Authors’ own calculation using survey data. 

This study evaluated the questionnaire's reliability and validity from both perspectives and employed explor-
atory and confirmatory factor analysis methods for comprehensive data analysis. The results indicate that the ques-
tionnaire's Cronbach's alpha coefficients exceed 0.7, demonstrating high reliability and suitability for further re-
search. The KMO value is 0.863, and the p-value in Bartlett's test of sphericity is less than 0.001, suggesting that 
the questionnaire data is appropriate for factor analysis and possesses good validity. 

5.5. Correlation Analysis 

Correlation analysis involves examining two or more correlated variables to assess the strength of their relation-
ship. The Pearson correlation coefficient analysis was performed using SPSS 24.0 software in this study. The 
Pearson correlation coefficient is calculated using the following formula: 

𝜌 =
∑ (𝑥! − 𝑥̅)(𝑦! − 𝑦E)%
!&'

F∑ (𝑥! − 𝑥̅)#∑ (𝑦! − 𝑦E)#%
!&'

%
!&'

, 

Table 6: Correlation Analysis 
 

(1) (2) (3) (4) (5) (6) (7) (8) (9) (10) (11) (12) (13) (14) 
Environmental Adaptation 1 

             

Interpersonal Communica-
tion 

0.377** 1 
            

Service Mode 0.343** 0.358** 1 
           

Physical and Mental 
Health 

-0.131* -0.108 -0.100 1 
          

Satisfaction 0.362** 0.416** 0.413** -0.094 1 
         

Cross-Cultural Activities  0.256** 0.296** 0.482** -0.090 0.365** 1 
        

Cross-Cultural Support 0.246** 0.241** 0.310** -0.061 0.277** 0.356** 1 
       

Cross-Cultural Networks  0.266** 0.436** 0.353** -0.202** 0.374** 0.430** 0.311** 1 
      

Executive Hiring 0.331** 0.274** 0.383** -0.205** 0.272** 0.393** 0.397** 0.474** 1 
     

Employee Training  0.314** 0.318** 0.337** -0.111 0.358** 0.292** 0.370** 0.318** 0.425** 1 
    

Organizational Manage-
ment Capability 

0.283** 0.290** 0.299** -0.169** 0.241** 0.173** 0.260** 0.369** 0.390** 0.339** 1 
   

Financial Indicators Capa-
bility 

0.264** 0.337** 0.366** -0.159** 0.229** 0.255** 0.345** 0.428** 0.440** 0.307** 0.471** 1 
  

Research and Develop-
ment Capability 

0.317** 0.339** 0.351** -0.185** 0.406** 0.311** 0.371** 0.484** 0.405** 0.275** 0.378** 0.464** 1 
 

Communication 0.341** 0.476** 0.483** -0.147* 0.358** 0.279** 0.405** 0.401** 0.370** 0.415** 0.441** 0.442** 0.347** 1 
Corporate Philosophy 0.332** 0.393** 0.416** -0.177** 0.322** 0.292** 0.346** 0.413** 0.431** 0.371** 0.314** 0.413** 0.381** 0.449** 

* p<0.05 ** p<0.0 Source: Authors’ calculation using survey data. 
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where n represents the sample size, ρ is the correlation coefficient, and x and y denote the corresponding 
elements in the two variables. The results of the correlation analysis are presented in the table below. The analysis 
reveals that significant correlations exist between most of the influencing factors. 

The correlation analysis revealed significant relationships among the various dimensions, with environmental 
adaptation, cross-cultural activities, and cross-cultural networks notably exerting a positive impact on enterprise 
development capability. Hypothesis testing further confirmed the positive predictive effect of cross-cultural adapt-
ability on enterprise development capability, indicating that enhancing employees' cross-cultural adaptability is 
essential for enterprise growth. Enterprises should prioritize cross-cultural training and exchange activities, estab-
lish robust cross-cultural support mechanisms, and enhance employees' cross-cultural adaptability. This strategy 
will improve the company's international competitiveness and internal team collaboration, fostering sustainable 
development. 

5.6. Hypothesis Testing 

5.6.1. The Impact of Employees' Cross-Cultural Adaptability on Enterprise Development Capability 

To examine the linear regression relationship between the variables in the "Employees' Cross-Cultural Adaptabil-
ity—Enterprise Development Capability" pathway, Models 1 and 2 were developed following Byrne (2016) for 
verification. The summarized results are presented in the table below. 

Table 7: Hypothesis Testing Regression Analysis Results (1) 

 Enterprise Development Capability 
Variable Model 1 Model 2 Variable Model 3 
Cross-Cultural Adaptability  0.879** Cross-Cultural Activities 0.075* 
Constant 4.027** 0.806** Cross-Cultural Support 0.224** 
Gender -0.055 -0.007 Cross-Cultural Networks 0.302** 
Age 0.018 -0.016 Gender 1.715** 
Education Level -0.027 -0.029 Age 0.026 
Years of Employment in JV -0.022 -0.047 Education Level 0.008 
Current Job Position -0.007 0.000 Years of Employment in JV -0.057 
English Proficiency -0.029 0.028 Current Job Position -0.050 

𝐹 0.233 41.995 English Proficiency 0.007 
𝑅! 0.005 0.504 Gender worker 0.001 
∆𝑅!  0.499 𝐹 30.676 

   𝑅! 0.490 
* p<0.05 ** p<0.01 

In Model 1 (see Table 7), enterprise development capability is the dependent variable, while age, gender, 
education level, and other control variables act as the independent variables. These variables were incorporated 
into the regression equation, and the results indicated no significant correlations between the control variables and 
enterprise development capability. This implies that employee background cannot predict enterprise development 
capability. In Model 2 (see Table 7), based on Model 1, cross-cultural adaptability was introduced as an independ-
ent variable. The results revealed a significant positive correlation between cross-cultural adaptability and enter-
prise development capability (β=0.879, p<0.01). This indicates that employees' cross-cultural adaptability has a 
solid positive predictive effect on enterprise development capability. These findings suggest that enterprises should 
prioritize cultivating and enhancing employees' cross-cultural adaptability in human resource management. This 
focus will improve the company's international competitiveness and foster multicultural exchange and teamwork 
within the enterprise, thereby driving company development. 

5.6.2. The Impact of Cross-Cultural Activities, Support, and Networks on Enterprise Development Capa-

bility 

To examine the linear regression relationship among the variables in the pathways of "Cross-Cultural Activities—
Enterprise Development Capability," "Cross-Cultural Support—Enterprise Development Capability," and "Cross-
Cultural Networks—Enterprise Development Capability," Model 3 was developed for verification. The summa-
rized results are presented in the table below. 

Model 3 (see Table 7) considers enterprise development capability as the dependent variable and cross-cul-
tural activities, cross-cultural support, and cross-cultural networks as the independent variables. The results show 
that cross-cultural activities are significantly positively correlated with enterprise development capability 
(β=0.075, p<0.05), cross-cultural support is significantly positively correlated with enterprise development capa-
bility (β=0.224, p<0.01), and cross-cultural networks are significantly positively correlated with enterprise devel-
opment capability (β=0.302, p<0.01). This indicates that employees' cross-cultural activities, cross-cultural sup-
port, and cross-cultural networks have a strong positive predictive effect on enterprise development capability. 
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This study utilized multiple linear regression analysis to examine the inherent functional relationship between 
enterprise development capability and various influential factors. The regression analysis involved cross-cultural 
activities, security, and network as independent variables and enterprise development capability as the dependent 
variable. 

Table 8: Results of testing the functional relationship 
 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t p Collinearity 
Diagnosis 

B Standard 
Error 

Beta VIF Tolerance 

Constant 1.729 0.227 - 7.628 0.000** - - 
Gender 0.042 0.061 0.030 0.683 0.495 1.058 0.945 
Age 0.007 0.034 0.012 0.211 0.833 1.697 0.589 
Education Level -0.059 0.037 -0.071 -1.595 0.112 1.103 0.907 
Year of Employment in 
the Joint Venture 

-0.050 0.037 -0.075 -1.357 0.176 1.730 0.578 

Current Job Position 0.006 0.023 0.011 0.251 0.802 1.147 0.872 
English Speaking 
Proficiency 

0.000 0.028 0.001 0.014 0.989 1.098 0.911 

Cross-Cultural 
Activities 

0.069 0.031 0.112 2.234 0.026* 1.410 0.709 

Cross-Cultural Support 0.220 0.031 0.338 7.223 0.000** 1.224 0.817 
Cross-Cultural 
Network 

0.306 0.033 0.448 9.315 0.000** 1.297 0.771 

𝑅! 0.487 
Adjusted 𝑅! 0.471 
F F (9,287) = 30.325, p=0.000 
D-W Value 1.856 

Note: Dependent variable is dimensions of enterprise development capability. * p<0.05; ** p<0.01. 

The results presented in Table 8 can be interpreted as follows. First, the coefficient of determination (R2) is 
0.487, and the adjusted R2 is 0.471. This means that each influencing factor can account for 47.1% of the variation 
in the dimension of enterprise development capability. Second, in the analysis of variance (ANOVA), the F value 
is 30.325, and the P value is 0.000, which is less than 0.05. This indicates that at least one of the independent 
variables significantly affects the enterprise development capability, and the regression equation is significant. 
Third, the variable "cross-cultural activities" is the most important in the regression analysis. The partial regression 
coefficient value (B) of the variable "cross-cultural activities" is 0.069 (t=2.234, P=0.026<0.05). The partial re-
gression coefficient value (B) of the variable "cross-cultural security" is 0.220 (t=7.223, P=0.000<0.01), and the 
partial regression coefficient of the variable "cross-cultural network" is 0.306 (t=9.315, P=0.000<0.01). This indi-
cates that cross-cultural activities, cross-cultural security, and cross-cultural networks have a significant positive 
impact on the development capability of enterprises. At last, in the model's covariance diagnosis, it was found that 
the variance and covariance of the independent variables are not significant. The independent variables' variance 
inflation factor (VIF) is less than 5, indicating no multicollinearity among the independent variables, reflecting 
this model's accuracy and reliability. 

In sum, we provide a thorough analysis of cross-cultural adaptation in Chinese-Indonesian joint ventures. It 
emphasizes the significant impact of diverse employee backgrounds, cross-cultural activities, safeguards, and net-
works on corporate performance. The main cross-cultural management challenges faced by Chinese-Indonesian 
joint ventures include differences in employee values, communication styles, and work habits, which affect team 
collaboration and business goals. The study observes insufficient cross-cultural adaptation, such as a lack of sys-
tematic cross-cultural training, limited cultural exchange activities, and inadequate fulfillment of employees' reli-
gious and cultural needs. It suggests the necessity of strengthening cross-cultural social network construction, with 
areas for improvement in local talent recruitment and participation in local public welfare activities. To address 
these issues, the study proposes the following recommendations: (1) Enhance cross-cultural management training, 
including language training and cultural exchange activities. (2) Improve cross-cultural management support 
mechanisms, such as establishing halal restaurants and prayer rooms. (3) Emphasize the construction of cross-
cultural social networks, including recruiting local talents and encouraging participation in local public welfare 
activities. (4) Formulate a clear cross-cultural integration strategy, incorporating cross-cultural management into 
the overall business development plan. 

The study acknowledges that although there is a correlation between improved cross-cultural adaptation abil-
ities and enhanced joint venture performance, it cannot confirm a causal relationship. It emphasizes that correlation 
does not imply causation and acknowledges the limitations of the current research design in establishing causality. 
The study proposes future research directions, suggesting that experimental designs or longitudinal studies might 
better establish causal relationships. It recommends that future research consider conducting long-term tracking 
studies or designing intervention experiments to more accurately assess the impact of cross-cultural adaptation 
abilities on joint venture performance. These additions aim to more clearly articulate the study's limitations and 
provide directions for future research. 
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6. Conclusion and Implication 

This study provides a comprehensive analysis of the effects of cross-cultural adaptation on the performance of 
Sino-Indonesian joint ventures. The empirical findings underscore the importance of four critical factors: employee 
backgrounds, cross-cultural activities, cross-cultural support, and cross-cultural networks. Together, these ele-
ments significantly enhance joint ventures' overall performance by promoting innovation, strengthening organiza-
tional cohesion, and increasing job satisfaction. A diverse workforce with international experience significantly 
enhances a company's capacity for innovation and global competitiveness. Tailored language training and cultural 
exchange initiatives improve team collaboration and facilitate cultural integration. Cross-cultural support 
measures, contribute to employee satisfaction and bolster organizational cohesion by addressing cultural and reli-
gious needs. Establishing strong cross-cultural networks by recruiting local personnel and organizing joint activi-
ties facilitates knowledge transfer and resource integration, ultimately enhancing market adaptability and compet-
itiveness. Future research can be expanded to include other Southeast Asian countries. Cross-country comparative 
analyses could be conducted to understand better the factors influencing cross-cultural adaptation, identify regional 
differences, and provide broader reference for cross-country cooperation in different contexts. 

Further, implementing systematic cross-cultural adaptation strategies is essential for the success of joint ven-
tures in today's globalized environment. Companies should prioritize cross-cultural training and support initiatives 
to cultivate a culturally inclusive workplace, improving their international competitiveness and promoting sustain-
able development. This study offers valuable insights into cross-cultural management theory and provides practical 
recommendations for enhancing cross-cultural adaptation and performance in Sino-Indonesian joint ventures. 

Regarding future research directions, our paper indicates that future research should focus on developing 
effective cross-cultural adaptation strategies at both individual and organizational levels, including customized 
training programs to enhance cultural intelligence and adaptability. Comparative analyses across various industries 
and regions are necessary to identify best practices and sector-specific solutions. Furthermore, the impact of gov-
ernment policies and support mechanisms, such as local subsidies and cultural initiatives, should be investigated 
to enhance the adaptability and success of joint ventures. Socio-cultural integration programs promote mutual 
understanding and collaboration among employees, including language training, cultural exchange activities, and 
social networking opportunities. These research areas can yield valuable insights and practical recommendations 
for improving cross-cultural adaptation and the performance of Sino-Indonesian joint ventures. 

The findings indicate a correlation between improved intercultural adaptability and enhanced joint venture 
performance. However, it is essential to note that this correlation does not necessarily imply causation. We recog-
nize the limitations of the current cross-sectional research design in establishing causation and recommend future 
research to explore this relationship further. Utilizing experimental designs or longitudinal studies may provide 
better insights into causality. To achieve a more accurate assessment of the impact of cross-cultural adaptability 
on joint venture performance, future research could consider conducting long-term follow-up studies or imple-
menting intervention experiments. By acknowledging these limitations and suggesting future research directions, 
we aim to understand better the study's scope and potential areas for further investigation. 

Based on the results of this study, we offer the following policy recommendations for government agencies 
and multinational corporations managing Sino-Indonesian joint ventures to address cultural challenges and en-
hance cross-cultural adaptability. The government should formulate regulations and policies related to cross-cul-
tural management, provide clear guidelines and support for joint ventures, establish assessment and certification 
mechanisms to provide professional diagnosis and organize forums to facilitate experience sharing. Enterprises 
should prioritize employees' cross-cultural adaptability in recruitment and promotion, provide systematic training 
to enhance cross-cultural skills, implement flexible work welfare policies, and encourage joint ventures to establish 
close ties with local communities. Through collaboration between the government and enterprises, more targeted 
support can be provided to Sino-Indonesian joint ventures to effectively deal with cross-cultural challenges and 
further promote economic cooperation and cultural exchanges between China and Indonesia. 
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Appendix 

Survey Questionnaire 

Dear Sir/Madam. 

Hello! We are conducting a study on cross-cultural adaptation in Chinese and Indonesian joint ventures and have 
designed this questionnaire according to the needs of the research work, with the aim of finding out your real 
feelings about the situation of cross-cultural management in the operation of Chinese and Indonesian joint ven-
tures. The purpose of this questionnaire is to study the impact of intercultural adaptation on the development of 
enterprises. Your answers are important for us to further improve the theoretical study of cross-cultural adapta-
tion in Chinese and Indonesian joint ventures, so please complete the following questionnaire with your coopera-
tion. The questionnaire needs to be written with your name to show your authenticity, but in no way exposes 
your privacy and is only used for academic research. Please complete the questionnaire according to your real 
experience. Thank you very much for your support and help, and have a nice day! 

Part I: Basic information 

1. Your gender 

¨ Male Female  

2. Your age? 

¨ Under 25 years old Between 26-30 years old Between 31-40 years old Between 41-50 years old Above 51 
years old 

3. What is your education level? 

¨ High school and below College/college Bachelor's degree Graduate and above 

4. How many years have you been working in this joint venture? 

¨ Less than 1 year 2-5 years 6-10 years 10-20 years 20 years or more 

5. What is your current position? 

¨ General employee Basic manager Middle manager 

¨  Senior management Shareholder Head of the company 

6. What is your level of spoken English? 

¨ Can communicate freely Can communicate generally in daily life Can understand but communicate little 

¨ Can't communicate at all Other: 

Part II: Cross-cultural adaptation survey 

1. The following scale is designed to investigate your social cross-cultural adaptation ability in a joint venture. 
Please select the appropriate choice according to your real situation, where 1-5 points with increasing scores, the 
higher the score, the higher your level of agreement. 

Ques-
tion 

number 

Item Agree 

Strongly 
disagree 

D
isagree 

G
ener-
ally 

A
gree  

Strongly 
A

gree 

Living Environment 
Q1 You are well adapted to the climate in Indonesia      
Q2 You are more adaptable to the food conditions in Indonesia      
Q3 Your adaptability to living in Indonesia is high      
Q4 Your ability to adapt to the pace of daily life in Indonesia is high      

Interpersonal communication 
Q5 You are able to communicate with people around you in a normal way      
Q6 You are able to make friends here      
Q7 You are able to maintain friendship with your friends      
Q8 You accept to understand and respect the culture of Indonesia      

Service model 
Q9 You can adapt to the service model of Indonesian stores and supermarkets      
Q10 You are able to seek medical treatment in Indonesia's hospitals      
Q11 You are comfortable ordering food in restaurants in Indonesia      
Q12 You can quickly understand the traffic rules and legal regulations in Indone-

sia 
     

2、The following scale is designed to investigate your psychological cross-cultural adaptation in a joint venture. 
Please select the appropriate choice according to your real situation, where the score is 1-5 in increasing scale, 
and the higher the score, the higher your agreement level. 
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Question 
number Item 

Agree 

Strongl
y disa-
gree  

D
isa-

gree 

G
ener-

ally 

A
gree  

Strongl
y agree  

Physical and mental health 
Q1 You are easily unhappy and depressed      
Q2 You easily feel anxious, irritable, and insomnia      
Q3 You are not as confident as before, and I am easily lonely      
Q4 You need to go to the hospital often      

Satisfaction 
Q5 You are very happy living in Indonesia      
Q6 You can feel safe      
Q7 It is easy for you to find things you like to do in Indonesia      
Q8 You will go to other countries to experience work when you have the chance      
 

3. The following scale is designed to investigate your ability to adapt to work cross-culturally in a joint venture. 
Please choose the appropriate choice according to your real situation, where the score is 1-5, Increasingly, the 
higher the score, the higher your level of agreement. 

Question 
number Item 

Agree 

Strong
ly dis-
agree 

D
isa-

gree  

G
ener-

ally  

A
gree  

Strong
ly 
A

gree  

Communication 
Q1 Colleagues can quickly understand your spoken language      
Q2 You can start normal communication with your colleagues      
Q3 You know some weak everyday Indonesian language      

Work ability 
Q4 You are able to complete your work according to schedule      
Q5 You are able to find documents and receive customers independently      

Q6 You are able to perform your job normally or even beyond your ability      
Management skills 
Q7 You can actively cooperate with company requirements      
Q8 You are able to create a good and pleasant working atmosphere      
Q9 You are able to adapt to the company's management style      

 

Section III: Business Development Capability Survey 

The following scale is designed to investigate which of the following aspects can enhance sustainable business 
development when provided by a joint venture. Please select the appropriate choice according to your real situa-
tion, where the score is 1-5 in increasing order, and the higher the score, the higher your level of agreement. 

Question 
number Item 

Agree 

Strongly 
disagree  

D
isagree  

G
enerally  

A
gree 

Strongly 
A

gree 

Executive Employment 
Q1 Give a higher grade      
Q2 Hire executives with strong professional capabilities      
Q3 Enhance overall professionalism      

Employee training 
Q4 Enhance job content training      
Q5 Enhance language skills training for employees      
Q6 Strengthen group building activities among employees      

Corporate Philosophy 
Q7 Strengthen corporate culture inculcation      
Q8 Focus on the history of each country's culture      
Q9 A bit difficult to integrate two cultures      

Communication 
Q10 Helping employees communicate      
Q11 Using professional translation software      
Q12 Speaking requirements for employee onboarding      
 

The following scale is designed to investigate the sustainability of a company, where a score of 1-5, in increasing 
order, indicates that the higher the score the more outstanding the company is in that area. 
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Question 
number Question item 

Degree of agreement 

V
ery satis-

fied 

V
ery Satis-

fied 

Satisfied  

D
issatisfied 

V
ery dis-

satisfied 

Research and Development Capability 
Q1 Self-innovation capability      
Q2 Scientific research capability      
Q3 Intellectual Property Rights Filing Capability      
Q4 Manufacturing capacity      

Financial index capability 
Q5 Debt-servicing ability      
Q6 Profitability      
Q7 Operating Capacity      
Q8 Growth capability      

Organizational Management Capability 
Q9 Employee Motivation Capability      
Q10 Risk avoidance      
Q11 Corporate social reputation      
Q12 Business blueprint development      
 

1. What difficulties have you encountered in cross-cultural communication and collaboration in your daily work? 
How have you dealt with them? 
_______________________________________________________________________________________ 
 

2. In your opinion, what aspects of cultural differences between China and Indonesia are most prominent? How 
do these differences impact your work? 
_______________________________________________________________________________________ 
 

3. What were your initial feelings at this multinational company? What difficulties did you encounter during the 
adaptation process?  
_______________________________________________________________________________________ 
 

4. What measures should the company take to promote cultural integration and teamwork among Chinese and 
Indonesian employees? 
_______________________________________________________________________________________ 
 

This concludes the questionnaire, thank you very much for your great support! 
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