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ABSTRACT 
For the last few years, the number of international joint ventures has been increasing and IJV success factors draw 

scholars’ attention. In many different cultures, especially in IJV, many scholars agreed that trust is an important factor 

in successful IJV. Most of international investments in Mongolia are from Chinese organizations. The purpose of this 

paper is to examine level of trust and its’ impact on organization’s performance in Sino-Mongolian IJV. Results show 

that trust does have impact on performance and Mongolian employees have lower level of trust compared to Chinese 

employees. Also results show that, people with experience in abroad have higher level of trust and performance 

satisfaction. Moreover, employees had higher level of trust, but managers had higher level of satisfaction in IJV 

performance. The findings of this paper will help future researchers and investors, and have provide implications and 

limitations for further research. 
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1. INTRODUCTION  
For the last three decades researchers has been 

paying lot more attention on international joint 

venture (IJV) and its’ success key factors in financial 

and non-financial ways. Joint ventures are helpful for 

firms to reduce transaction cost, gain more access in 

technology and entering global markets. Therefore, 

trust is one of the key factors in successful IJV.  

Trust has been studied from many different 

angles and perspectives, but in IJV field trust can be 

studied from inter-personal level, inter-organizational 

level and organizational level. Previous scholars 

recognized that higher the trust level in different 

cultural groups, higher the information exchange, and 

more enjoyable environment in workplace, which 

directly leads to better performance and employee 

engagement.  

Compared to other countries China’s investments 

and joint ventures take big place in Mongolia’s 

market. Mongolian economy is dependent on foreign 

trade and mining. China accounts the most of the 

IJV’s partners and almost 60 percent of foreign trade 

of Mongolia economy. More than 90 percent of 

Mongolian mining exports to China and more than 

one third of Mongolian imports are from China.  

On the other hand, According to Khishigjargal 

(2018) Mongolians perceive China’s foreign 

investment and activities in Mongolia as a threat in 

Mongolian economy independence and national 

identity. This leads Mongolian people to perceive 

Chinese investment and Chinese people in some kind 

of negative way. These perceptions may influence 

Mongolian partner’s decision-making, which in turn 

influences Sino-Mongolian IJV investments and 

performance. 

This papers aims to examine Mongolian people’s 

trust level from inter-personal perspective and its 

impact on Sino-Mongolian IJV performance. Some 

variables like personal experience, workload, job 

position and home country are examined. The result 

will help to improve Sino-Mongolian IJV 

performance and provides more understandable 

information on importance of trust between local and 

foreign employees. Furthermore, it can be useful for 

foreign investors and enhance their IJV performance 

in Mongolia. 

 

2. LITERATURE REVIEW 

2. 1 Trust in IJV 

IJV and its successful performance have been 

drawing great deal of researchers’ attention lately. 

Foreign investors perceive international joint venture 

as a tool to enter global market. It is no secret that 

employees are soul of the company and assets. Many 
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researchers suggest, performance of employee has 

positive impact on organization’s performance and 

trust has been recognized as one of the important 

factor influencing it. Moreover, as Guar, Ma & Ding 

(2018) suggested that by combining two or more 

companies it will improve their competencies and 

accomplish projects that cannot be accomplished by 

one self. Thus becoming a part of international joint 

venture can be good strategy for partners, it will 

insure their survival and increase competence. 

Partner’s home country has an impact on trust 

building between employees. Previous history and 

current economic relationship between partners’ 

home country have significant effect on trust level 

between partners and employees (Gokhan, 2013). 

According to Xiaosong (2011), younger age 

employees more easily put trust on their coworkers 

and employee’s communication skills played a big 

role in trust building. As Margreet and Peter (2003) 

examined in international joint venture trust is 

basically based on individual’s perceived interest of 

the partner.  

As the world becoming globalized, individual’s 

communication and acceptance in different cultures 

are increasing (Chen, 2005). Yu and Chen (2008) 

suggested that general communication becomes more 

crucial when it comes to different culture and country. 

From another angle, Zhan and Chen (2013) examined 

that multi-cultural backgrounds tends to behave in 

different ways, based on difference in organizational 

culture and business practices, which may lead to 

misunderstanding between partners in international 

joint venture. And these differences in culture and 

misunderstanding may cause negative effect on 

development and level of trust building (Gulati & 

Sytch, 2007). Even perceived trustworthiness of 

partners from different countries may differ. Since the 

home country is an salient category in international 

joint venture, home country is an another factor 

determining the trust in international joint venture.  

2. 2 Performance of international joint 

venture 

Dozens of previous papers examining 

international joint venture has enhanced the 

understanding of IJV, but there is none appropriate 

concept and measurement of international joint 

venture performance. In international joint venture, 

the concept of measuring performance is an often 

argued issue (Reus & Ritchie, 2004). In general, 

performance of international joint venture has been 

conceptualized as IJV survival, financial outcome, 

overall satisfaction and achievement of goals. 

However, these measures still have considerable 

disagreement about validity and reliability. Because 

some researchers use financial outcome and 

organization’s survival as a key indicator for 

performance, on the other hand, some researchers use 

overall satisfaction and accomplishment of 

organization’s goals as a key factor for performance.  

Moreover, cultural differences on IJV 

performance has an negative effect on managerial 

approach, international joint venture managers should 

be careful for choosing appropriate management 

styles for multinational groups (Junying, Yingben,. 

Etc, 2020). 

In this paper overall satisfaction concept used to 

investigate Sino-Mongolian joint venture 

performance. In number of studies international joint 

venture’s performance measured by manager’s 

evaluation on organizations overall performance 

(Kwon, 2008). Even though, this method often 

receives treats to validity because of sampling error, it 

is commonly used measurement for international joint 

venture performance. Also, each respondent’s 

satisfaction might be perceived differently depending 

on each individual (Hong, Kim & Barbara, 2009).    

3. Hypotheses  

In international joint venture trust is an 

independent social categorization, which builds 

through information exchange, communication and 

liable. This mainly means experience based trust in 

international joint venture is relevant. According to 

Gulati (1995), in international business, partners 

make contract based on specific experiences with 

another. Gulati defined trust as a factor that can only 

gain through time as a function between partners.  

Moreover, in international joint venture partner 

companies see nationality as an important 

categorization in the context of collaboration. Home 

country of other partner is a strong category in 

international joint venture. From here Guiso (2009) 

studied trustworthiness perception among European 

countries. Result showed that lower perceived 

trustworthiness countries had less trade, less 

collaboration and less investments, showing that 

nationality perceived trustworthiness have important 

economic implications.  

But according to Khishigjargal (2018) Mongolian 

people perceive Chinese investments and activities as 

threat in Mongolian economy independence and 

identity. 

Based on these arguments above 

Hypothesis 1: Nationality of employee has positive 

impact on other employees’ trust level. 

Trust among employees is one of the most 

important thriving workforces. If there is no trust in 

workplace there will be argument and questioning in 

any decision making, also disrespectful 

communication and stress will turn down employees’ 

productivity and may have negative impact on IJV 

performance.  

Nathalie & Jordana (2016) studied students’ 

life style and experience in abroad impacting their 

decision making process. Result showed that students’ 

experience in abroad had big impact on their decision 
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making and careers. Students’ language learning and 

teaching, facing problem skill, cultural difference 

awareness led personal development in individual’s 

identity. Benson (2012) also suggests experience in 

abroad has a direct positive impact on individual’s 

competence, language level, emotional expression 

and intelligent emotion.  

Hypothesis 2:  Trust level of employee with 

experience in abroad is higher. 

Workload balance is an important factor for 

employees. Overworked employees might lose their 

motivation, work engagement and facing difficulties 

completing their tasks. This will automatically lead to 

work related stress, poor mental focus, and poor 

communication among employees, these will directly 

affect mistakes and have negative impact on group 

project, decision making, information exchange and 

performance. 

Henry and his colleagues (2020) studied the 

effect of workload fairness influencing employee 

engagement and performance. Their result shows that 

employees comparing their workload with colleagues 

significantly impacting their job satisfaction and 

communication. Those whit unbalanced workload 

employees showed poor performance and had an poor 

communication with colleagues.  

Hypothesis 3: Trust in workload balance has an 

positive effect on performance. 

Employees put trust on each other and 

evaluate their managers based on each individual’s 

personal skills, not by their job position. According to 

Katarzyna and Dagmara (2012) employees think that 

their managers are supposed to protect them, and 

employee’s trust level decreases when his/her job 

becomes more responsible. 

Hypothesis 4: Employee’s job position has direct 

impact on their trust level. 

 

4. METHODOLOGY 
4.1 Data collection 

For data collection I used online survey method, 

and used SPSS software for analysis. Sino-Mongolian 

IJV company employees participated. Mongolia has 

become substantial recipients of foreign investment 

originating from a wide range of countries and IJVs 

are an important vehicle for foreign investors to enter. 

This allowed us to survey IJVs with partners and 

making our sample suitable to test our hypotheses. 

For our paper data collection, I sent out 200 

questionnaires to Sino-Mongolian IJV companies’ 

managers and employees. 128 questionnaires were 

returned, but only 121 questionnaires contained 

sufficient information for our analysis. In addition, 

60.9% of participants were Mongolian and 47.9% of 

participants were Chinese, also 52.1% of respondents 

were workers and 47.9% of respondents were 

managers.  

The aim of this research is to study trust level of 

Sino-Mongolian international joint ventures 

employees and to test how trust is effecting its’ 

performance. Hence, the most of Sino-Mongolian 

joint ventures in Mongolia are mining and petroleum 

companies. 

4.2 Companies 

The first company is PetroChina Daqing Tamsag  

LLC, which is extracting oil in the Tamsag area of 

Dornod province, Mongolia. The 100 percent Chinese 

owned PetroChina Daqing Tamsag  LLC has a 20 

years agreement to exploit hydrocarbon reserves in 

the Tamsag area, . Company has about 400 

employees, 75 percent of the 300 employees are local 

Mongolian.  

The second company is Dong Sheng Petroleum 

Mongolia LLC, which is extracting oil in Dornogobi 

province in Mongolia. The company has been 

working since 2001, and now has about 260 

employees; most of the employees are Chinese. 

4.3 Measurements 

In this paper, Likert 5-item scale was used to 

capture the relationships between IJV variables. The 

respondents gave their answers according to their 

perceptions the degree. The scale items are listed in 

the Appendices. Then Spss21.00 software was used to 

calculate the results. 

Home country: In this paper, appendix (1) is to 

measure the home country perceived trustworthiness. 

Main factors impacting trustworthiness are cultural 

difference, organizational and history of  home 

country. 

Personal experience: These variables are measured 

by description (1) and description (5) from Appendix 

2. In addition, here used mainly two dimensions: the 

first one is personal experience working with 

foreigners and the second one is the time spent 

together by foreign and local employees, the 

similarity of value and work attitudes. Those 

dimensions can reflect the life styles and attitude of 

the different employees. 

Unbalanced workload: The variables are measured 

by description (5) (see appendix 3).The workload 

distributive inequity will result anger in employees, 

which will cause poor communication in workplace 

and psychological unbalance in employees, therefore 

influencing trust level. Variables of communication 

are measured by description (1), description (2), and 

description (3) (see appendix 3). There are many 

factors conducing ineffective communication, such as 

language system, psychological issues, different 

communication styles and distance, etc. Thus 

description (4) and description (6) (see appendix 3) 

measured trust between local and foreign employees. 

Job position: Degree of trust is measured by 

description in appendix 2 and appendix 3. During the 

research through previous literature, found some 

literatures compared manager-employee trust level, so 
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in this paper i will test individual’s job position 

impact on their trust level. 

IJV Performance: Performance can be measured by 

how well the interests of the parents were satisfied. In 

survey, the respondents were asked to rate the degree 

to which their IJV had achieved these goals and each 

individuals satisfaction of their company performance 

on Likert scale (see appendix 4). The items were 

divided into financial and non-financial achievements. 

 

5. DATA ANALYSIS 
The results in table 1 shows coefficient of 

company trust is 0.449 (>), which means company 

trust coefficient has positive impact on company 

performance. Also Mongolian and Chinese people’s 

trust coefficient was 0.432 and 0.488, both are greater 

than 0, which means employees’ trust has positive 

impact on company performance, and Chinese 

employees showed more outstanding trust coefficient. 

Moreover, compared to managers, employees’ trust 

has greater positive impact on company performance.   

 

Table 1: Regression coefficient of company trust and performance   

 
Result from table 2 shows employees with 

experience abroad average value was 11.80, 

employees without experience abroad average value 

was 12.24, which means compared to employees 

without experience abroad; employees with 

experience abroad are easier to put trust.  

 

 

Table 2: Statistics table of level of trust of people with and without experience in abroad 
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The result from table 3 shows employees 

trust coefficient is 0.495 > (0), which means 

employee trust level has positive impact on 

performance. Also, Mongolian and Chinese 

employees’ coefficient number was 0.489 and 0.512, 

meaning that compared to Chinese people, 

Mongolian people have lower level of trust and 

satisfaction. In addition, coefficient number of 

employees with experience in abroad was 0.513 and 

coefficient number of employees without experience 

in abroad was 0.415, which is meaning that 

employees with experience in abroad have higher 

level of trust and satisfaction.  

 

Table 3: Regression coefficient of employee trust and performance 

 
The result of table 4 shows that managers’ level of 

trust is 12.05 and employees’ level of trust is 11.78, 

which means employees more easily put trust. Also 

Mongolian managers and employees have similar 

level of trust, but Chinese employees have higher 

level of trust compared to managers. Moreover, 

managers and employees who have experience in 

abroad did not have any difference in their level of 

trust, but on the other hand people without 

experience in abroad have slightly different level of 

trust, for example employees without experience in 

abroad had highest level of trust.  

 

Table 4: Statistics table of level of trust of people with different job position 
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6. DISCUSSION  
Home country: Based on a data above hypothesis 1 

is supported. 

Here conclude that Chinese people are more likely to 

show inter-organizational trust than Mongolian 

people. Also employees tend to hold higher level of 

trust to their colleagues than managers. Mongolian 

people are more aware of home country of their IJV 

colleagues, and showed lower level of trust than 

Chinese people. 

Experience in abroad: Based on the data above, 

hypothesis 2 is supported and here conclude that trust 

level of workers with experience in abroad and 

workers without experience in abroad were similar. 

And managers with experience in abroad possess 

higher trust than managers without experience in 

abroad. 

Unbalanced workload: Based on the data above, 

hypothesis 3 is supported and there exists no direct 

relationship between unbalanced workload and 

satisfaction. 

Job position: Based on the data above, hypothesis 4 

is supported and here conclude that Chinese 

managers showed less trust than Chinese employees, 

while Mongolian managers and workers showed 

similar trust level. 

 

7. CONCLUSION 
In this paper to investigate trust and its’ effect on 

company performance, I did a survey from Sino-

Mongolian international joint venture employees and 

gave an empirical evidence supporting hypotheses. 

The conclusions of this paper contributes empirical 

explanations to a relationship between trust and 

organization’s performance, also our empirical 

evidence shows that certain variables do have an 

impact on level of trust in international joint venture. 

Here are the summarized main results are shown 

down below: 

1. People with experience in abroad have 

higher level of trust and performance 

satisfaction. 

2. Mongolian people have lower level of trust, 

and Mongolian managers and employees did 

not have significant difference in their IJV 

performance satisfaction. 

3. Chinese employees have higher level of 

trust than Chinese managers. 

4. Managers have higher level of IJV 

performance satisfaction than employees. 

The findings of this paper provide useful information 

for international investors. For the future research 

hoping to build trust among Mongolian employees 

some implications have suggested. 

First of all, IJV companies should encourage their 

employees by multiple activities, those activities 

should increase employees communication and level 

of trust. 

Second, pay proper attention on each employees’ 

workload balance, balanced workload should 

improve employees psychology and decrease their 

work related stress.  

Third, available public information exchanging area 

in office, where employees can spend some time 

together and talk about not work related topics. For 

example: resting corner, lunch table and foosball 

table etc. 

The last implication is to encourage and support 

employees to go on international business trip or 

something, this will improve their personal 

understanding and acceptance toward different 

cultures. 

While the conclusions and results helping to 

understand Sino-Mongolian IJV level of trust and 

performance, few limitations have suggested for 

further research. 

First, strive for larger data sampling. This paper’ 

survey respondents are petroleum company 

employees, who live together on camp, which might 

have an impact on their trust level. Different field IJV 

employees trust level result might be differentiate. 

Second, data sampling method. This paper used 

online survey sampling method, but conducting an 

interview might have different result. 

The last limitation is to use different variables. Using 

different variable to examine the results might end up 

with different results.  
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APPENDIX 
Demographic data 

Nationality 

Job position 

Do you have experience in abroad? 

 

Appendix 1: The measurement of home country affecting trust among parents.  

Do you agree or disagree with the following statements? ( Please use a 5-point scale where 1 is Strongly Agree 

and 5 is Strongly Disagree). 

a. The other parent will stick to the contract even if it may cost them. 

b. The other parent will not violate the promises they made in contract even if it would be beneficial. 

c. The history between parents’ home country and religion difference does not impact the relationship 

between them. 

d. Current government relationship of parents’ home country does not impact the relationship between 

them. 

e. Home country of other parent has big impact on local parent’s trustworthiness. 

 

Appendix 2: Measurement of trust of personal view. 

Do you agree or disagree with the following statements? ( Please use a 5-point scale where 1 is Strongly Agree 

and 5 is Strongly Disagree). 

a. My experience in abroad helped me to understand and accept cultural differences. 

b. If I need help in workplace, I would prefer foreign colleagues. 

c. I trust my colleagues by their personal honesty but not by their nationality. 

d. I don’t have any difficulties to work as a group with my foreign colleagues. 

e. I trust my foreign colleagues who can speak and understand my language and culture than who cannot. 
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Appendix 3: Measurement of trust between employees 

Do you agree or disagree with the following statements? ( Please use a 5-point scale where 1 is Strongly Agree 

and 5 is Strongly Disagree). 

a. I enjoy chatting with my foreign colleagues on our rest time. 

b. I only talk do work related talk with my foreign colleagues. 

c. Our local and foreign colleagues invite each other to their personal events (such as birthday party, 

dinner party etc…) outside work. 

d. My foreign colleagues can be honest when there is a mistake on our work. 

e. My foreign and local colleagues share workloads equally. 

f. My relation with local colleagues is better than my relation with foreign colleagues. 

 

Appendix 4: Measurement of performance 

Do you agree or disagree with the following statements? ( Please use a 5-point scale where 1 is Strongly Agree 

and 5 is Strongly Disagree). 

a. Our company always achieves our scheduled works. 

b. Our company income is increasing. 

c. I think my company is one successfully growing company. 
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