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Appendix 1: Data structure
First order code	Second order category	Theoretical construct
	Trustor groups

	Being raised in a first-tier city
	Modern context of upbringing
	Cosmopolitans

	Being raised in an open and independent way
	
	

	Early international exposure
	Significant cross-cultural exposure and Westernization
	

	Interest in cross-cultural experiences
	
	

	Cross-culturally savvy self-concept
	Upbringing allowing for tactical adaptability 
	Hybrids

	Aligned behavior to corresponding cultural context
	
	

	Cross-cultural living context
	Moderate cross-cultural exposure and limited acculturation
	

	Cross-cultural working context
	
	

	Being raised on the countryside
	Traditional context of upbringing
	Culturally-bounds

	Being raised in a traditional way
	
	

	Relationship orientation
	Highly limited cross-cultural exposure and preservation of cultural norms
	

	Harmony orientation
	
	

	
Relationship phases

	Intention to trust supervisors
	High initial trust levels
	Initial Contact Phase

	Prior international supervisors
	
	

	Paternalistic expectations leading to initial trust
	Presumptive trust based on role-expectations
	

	Feeling of dependency leading to initial trust
	
	

	Continuously high trust levels 
	High trust levels throughout by cosmopolitans
	Trust Continuation phase

	Interest in cross-cultural collaboration 
	
	

	Complete immersion into other culture
	Identity-based trust
	

	Strong identification with the other culture
	
	

	Lack of common understanding
	Lack of knowledge-based trust
	Trust Disillusionment phase

	Lack of common beliefs
	
	

	No adaptation efforts
	Trust decline
	

	Violation of role-based expectations
	
	

	Deeply-rooted cultural values 
	Permanent low trust levels for the segment of culturally-bounds 
	Separation phase

	Unwillingness for cross-cultural collaboration 
	
	

	Inability to reconsider original cultural identity
	Preservation of own cultural identity
	

	Unwillingness to reconsider original cultural identity
	
	

	Formation of appropriate expectations from supervisors
	Emerging cognitive understanding of cultural difference and knowledge-based trust 

	Early acculturation phase: Surface level adaptation

	Formation of appropriate expectations by supervisors
	
	

	Cultural accommodation 
	Moderating factors triggering cultural adaptation
	

	Country context
	
	

	Trusted third party of trustor nationality
	
	

	Internalization of other culture
	Renegotiation of the own cultural identity and identity-based trust 
	Mature acculturation phase: Deep level adaptation

	Estrangement of own culture
	
	

	Trusted third party of trustee nationality
	Moderating factors promoting trust consolidation
	

	Time spent in the foreign environment
	
	



Appendix 2: Trustor Cultural Profile
	a) Cosmopolitans

	“When I grew up in Shanghai, I was exposed to a lot of international influences early on.” (Chinese 35)

	“I was raised in Shanghai and I consider myself as more individualistic than other Chinese. I am relatively pragmatic and less relationship-oriented. […] It was my plan to work abroad. I always wanted to work in a foreign setting, in order to learn from each other and grow from this experience.” (Chinese 25)

	b) Hybrids

	“I still think Chinese in a lot of ways, and I am still rooted in Chinese culture. I would not deny this fact and I think it is good and it is an important part of my identity what I want to keep. But overall I am a blend. For example, with human encounters I pay close attention to feelings and the face of my counterpart. Politeness, this form of Asian interaction. I think this is a clever and elegant part. And Germans are more egocentric, which is also okay, why should it not be okay. In these aspects I am not completely German, but my lifestyle is not Chinese any more. I don’t let social norms dictate my life. I am very autonomous, even more autonomous than some Germans.” (Chinese 31)

	“I can only say that I am not a typical Chinese, but that doesn’t mean that my behavior is completely different. […] I’m a more open compared to the normal Chinese.” (Chinese 64)

	c) Culturally-bounds

	“I was always a good child. I have always listened to my parents and my boss. […] I only did what my parents were telling me to do: you need to go to a good university, don’t have your own thoughts. And I transport this now to my working environment in Germany and I think that I need to do what my boss tells me to do.” (Chinese 49)

	“I was raised in a very strict way, which has been quite formative for me, and this is what I pass on to my kids. […] One value was especially important to my father: learning is everything. Therefore, I was always learning and studying to make it to the top. Many do not understand this. They say: you have a job, you have a family, you are a woman, why do you expose yourself to all this pressure? The answer is evident: That is because of my upbringing.” (Chinese 56)





[bookmark: _Hlk77242077]Appendix 3: Trust Development I – Initial Contact, Trust Continuation, Trust Disillusionment and Separation Phases
	a) Initial Contact Phase: A High Level of Initial Trust 

	“I always trusted her because, anyway, she is my boss. If I cannot trust her, then whom would I trust? ... This is the only way how you can survive. If you don’t trust your boss, then you cannot trust anybody.” (Chinese 51)

	“I trust my boss and I trust the company. All people here can be trusted. So the first instinct is to trust.” (Chinese 63)

	b) Trust Continuation Phase: Trust Remains High

	“As I have lived here before, things did not change for me. Over time, the supervisor and I work better because we developed a routine, but I have the feeling that our common attitudes and values, such as trust and respect, existed from the beginning.” (Chinese 37)

	“My boss and I have little private contact, but we were on several business trips together and solved problems together during meetings. I was always very diligent and accomplished the tasks to his satisfaction. He gradually trusted me more and gave me more tasks. I could also trust him more because I felt close to him and there was a mutual understanding.” (Chinese 45)

	c) Trust Disillusionment Phase: Gradual but Steady Decline of Trust
(The statements from the Chinese and the Germans are from direct subordinate-supervisor dyads)

	“The German thinking is different from the Chinese thinking. It depends on what you think and what we think and whether your style matches our style. So, if you are not sharing our beliefs, then probably trust cannot be built.” (Chinese 4)

	“As a manager it is important to me that I treat everybody in my team the same way, I think this is fair towards my employees. Nobody likes to see when people are treated in a different way.” (German supervisor of Chinese 4)

	“It was difficult to build a relationship with my boss. […] My boss never showed up and asked how I was doing. In China, the boss will always be around, especially in the beginning, to see how you are doing. Otherwise you cannot build trust. It got worse and worse.” (Chinese 7)

	“I think the best way to show that I trust my subordinates is if I give them more responsibilities and if I do not interfere with their work. They feel that I trust them because I do not check up on them or I do not control them. If they have questions, of course they can come to me and ask me. But I try to let them work as independently as possible.” (German supervisor of Chinese 7)

	d) Separation Phase: Perpetuation of Lost Trust

	“I cannot trust them [German supervisors] in the future. The time I have been working here shows that they don’t care about what is important to us.” (Chinese 19)

	“There was no way to rebuild trust. My former boss wanted to offer me another position in marketing, but with such a high degree of mistrust, I cannot work in such a company. So, I quit.” (Chinese 44)



Appendix 4: Trust Development II – Early Acculturation Phase: Trust Repair
	a) Emerging Cognitive Understanding of Cultural Differences

	“I have not really changed, but I got used to this. When my current boss says he still wants to carefully think about my suggestion, because I didn’t think it completely through, I will understand. There won’t be a conflict. But for my style, it’s difficult to change completely, but I can understand.” (Chinese 52)

	b) Moderating Factors Triggering Surface-Level Adaptation
Cultural Accommodation by the Supervisor

	“The interdependence of private and business life is significantly higher in China. In Germany, when you want to go out with your colleagues you would suggest: Let’s do this together. But then most of the team members would say: No, sorry, I cannot join, today I am doing sports or I am playing in a band or whatever…This is not the case in China. If you suggest to do something in China, then everybody joins. And those who cannot come, they apologize a couple of times in front of the team and the supervisor as for some reason they really do not have time. But generally, everybody joins. Therefore, I also organize trips over the weekends or invite for dinner because this is part of their working life.” (German 8)

	Country Context

	“Wherever you go, you need to follow the rules of that place. And this is what I do.” (Chinese 3)

	Trusted Third Party of Trustor Nationality

	“We have a Chinese dinner every other week. Our group only consists of people who were born in China and came here [to Germany], so we all speak Mandarin. So we hang out and discuss what is happening at work and in our lives. This helped me a lot. There are friends who are already in Germany for a long time and they can help me to better understand.” (Chinese 41)



Appendix 5: Trust Development III: Mature Acculturation Phase: Trust Consolidation
	a) Renegotiation of the Own Cultural Identity 

	“This change process is somehow not so distinguishable. I mean, I’ve changed at work and adapted to the situation. But also in life [outside the workplace] I am somehow not typical Chinese anymore. […] I remember my wife complained and said: ‘don’t take your work style to our family’ (laughing). But it’s like, okay, you are already thinking every day more than eight hours in this way and speak in this way, it’s already part of you. And so you have changed, no matter whether at work or in the family.” (Chinese 59)

	b) Moderating Factors Promoting Deep-level Adaptation
Trusted Third Party of Trustee Nationality

	“I appreciate when people are transparent and communicate openly. And the people are honest. I like Germany and I also feel German. Maybe it is because I studied abroad, I worked abroad, but also I have very good German friends here. They taught me a lot about work here, how to do marketing, how to deal with different customers, but I also learned from them about life in Germany. I think they like to be with me because they think I am different from the other Chinese. I also like to be with them because it helps me to understand this place better. I also learned from them. We learn from each other, the different cultures. Now this is like home. If I think, I might have to go back in the future, it makes me very sad.” (Chinese 24)

	Time spent in the Foreign Environment

	“I definitely think that the longer you are connected to a culture, the better you merge with the culture.” (Chinese 40)
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