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People First in the China+1 Era: 

Driving Employee Engagement in a Mixed Local–Chinese Workforce 

 

Introduction  

 

The China+1 strategy is reshaping the workforce landscape across Malaysia and ASEAN. As 

more Chinese investors, managers, engineers, and technical specialists establish operations 

locally, organisations are experiencing not only structural and operational change, but also a 

significant shift in workplace dynamics. While capital and technology move quickly, employee 

sentiment often lags behind. Questions around fairness, communication style, leadership 

approach, career progression, and cultural respect begin to surface quietly within teams. In 

many organisations, engagement declines not because of capability gaps, but because 

employees feel uncertain, unheard, or disconnected during transition. Local employees may 

worry about job security or advancement. Incoming Chinese managers may struggle to 

interpret local workplace norms. Misunderstandings can easily evolve into mistrust, informal 

groupings, and reduced collaboration. If not addressed early, these people-side issues affect 

productivity, retention, and organisational stability. 

This programme focuses entirely on the human dimension of China+1 expansion. It equips 

leaders and HR practitioners with practical engagement tools to stabilise morale, strengthen 

trust, and foster a unified culture in mixed local–Chinese teams. Rather than treating 

engagement as a survey score, this programme emphasises daily leadership habits, inclusive 

communication, fair recognition, and structured listening mechanisms that build long-term 

commitment. The goal is simple but critical: to ensure that as organisations grow under 

China+1, employee engagement grows alongside business performance. 

 

Programme Objectives 

1. To strengthen employee engagement during organisational transition under the 

China+1 strategy. 

2. To equip leaders and HR with practical tools to sustain morale, trust, and belonging in 

mixed local–Chinese teams. 

3. To develop a structured and practical engagement framework that can be implemented 

within 90 days to stabilise morale and improve team cohesion. 
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Learning Outcomes 

By the end of the programme, participants will be able to: 

1. Identify key engagement risks and early warning signs in multicultural work 

environments. 

2. Apply trust-building and culturally sensitive communication strategies in mixed 

local–Chinese teams. 

3. Conduct effective engagement conversations such as 1:1 discussions, listening 

sessions, and team dialogues. 

4. Design practical recognition and motivation approaches that are perceived as fair and 

inclusive. 

5. Develop a measurable 30–60–90 day employee engagement action plan for their 

department or organisation. 

 

Program Outline  

Day 1: 

Understanding Engagement Risks and Building Trust 

Module 1: Employee Engagement in the China+1 Context 

• What engagement really means: emotional commitment, discretionary effort, advocacy 

• The “transition dip” during expansion or leadership changes 

• Common employee concerns: job security, fairness, communication gaps, cultural bias 

• Early warning signs of disengagement: silence in meetings, absenteeism, drop in quality 

Activity: Quick Engagement Risk Mapping for your department 

Module 2: Cultural Sensitivity and Belonging at Work 

• Key workplace value differences: hierarchy, communication tone, decision-making speed 

• Understanding Malaysian multicultural sensitivities (religion, language, respect norms) 

• How cultural misunderstanding affects morale 

• Avoiding unintended exclusion (language dominance, informal inner circles) 

Module 3: Building Trust in Mixed Teams 

• The four pillars of trust: competence, consistency, fairness, and care 

• How favouritism perceptions damage engagement 

• Transparent decision-making practices 

• Psychological safety: encouraging voice without fear 

Module 4: Communication That Drives Engagement 

• Moving from “announcement culture” to listening culture 
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• Structuring townhalls and Q&A safely 

• Managing rumours and fear early 

• Giving feedback without loss of dignity 

 

Day 2:  

Practical Engagement Systems and Retention 

Module 5: The Manager’s Daily Engagement Habits 

• High-impact routines: 1:1s, daily huddles, weekly check-ins 

• Clarity of expectations and fair workload distribution 

• Coaching conversations that motivate instead of intimidate 

• Recognising effort beyond results 

Module 6: Recognition and Motivation Across Cultures 

• Public vs private recognition preferences 

• Individual vs team-based rewards 

• Avoiding unequal reward perception 

• Low-cost, high-impact recognition strategies 

Module 7: Career Growth, Skill Transfer and Retention 

• Preventing local talent from feeling “blocked” 

• Knowledge transfer from incoming Chinese specialists 

• Structured mentorship pairing (local + expatriate) 

• Creating visible development pathways 

Module 8: 90-Day Engagement Action Plan 

• 30–60–90 day engagement roadmap 

• Pulse survey essentials (short and actionable) 

• Engagement KPIs: turnover risk, absenteeism, internal mobility, productivity trends 

• Handling engagement crisis and rebuilding morale 

 


