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ABSTRACT

The study is intended to assess the relationships between cultural dimensions
(utilizing nine cultural dimensions from GLOBE project of power distance,
uncertainty

avoidance,

societal

collectivism,

in-group

collectivism,

gender

egalitarianism, assertiveness, future orientation, performance orientation, and human
orientation) and performance effectiveness of employees in terms of skills, time
management, accountability and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

The significant factors of this study are to help managerial and supervisory
employees in both C.P. Thailand and C.P. Kunming have better understanding on
cultural dimensions and employees' performance effectiveness. The findings of this
study will contribute to the enhancement of the field of performance effectiveness
development in both C.P. Thailand and C.P. Kunming and other companies that
wishes to apply this study in their organizations.

Further research is recommended, a study to examine the organization cultural
differences between Thai and Chinese organizations which impact managerial and
supervisory employees' performance effectiveness, a study to examine the
relationships between organizational culture and managerial and supervisory
employees' performance effectiveness.
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CHAPTERl
GENERALITIES OF THE STUDY

1.1 Introduction to the Study

Intensified technological and competitive challenges accompanying market
globalization have resulted in the upsurge of international joint ventures over the past
two decades (Beamish/Delios 1997). Despite the risk of greater resource commitment,
IJV arrangements provide potentially better long-term financial payback in
comparison with less resource-laden foreign market entry and expansion modes such
as exporting, licensing, and contract manufacturing. The strategic importance of an
IJV operation lies in that a firm can maintain more control over international business
and enhance experiential knowledge, critical for further overseas commitments
(Berdrow/Beamish 1999). Moreover, it may be neither feasible nor wise to compete in
foreign markets via wholly owned production subsidiaries, as environmental risk of
protectionist legislation may require local involvement (Blodgett 1992).

Examination of the international business and strategic management literatures
reveals that the identification of factors in influencing IJV performance has received
focal empirical attention. These studies have been stimulated by two major trends.
First, the proliferation of IJVs as critical elements in an organization's business
network and strategic weapons for competing within core markets (Harrigan 1986).
Second, there is substantial evidence reporting unsatisfactory IJV performance. Fedor
and Werther (1995) state that an estimated 37-70% of international joint ventures are
reported to suffer from performance problems leading to costly failures. Cartwright
and Cooper (1993) suggest that culture differences between joint ventures partners
have usually been considered a major factor that might influence venture failure or
unsatisfactory performance.

In the context of both mergers and joint ventures, scholars have generally argued
that alliances between culturally similar partners are more likely to be successful than
alliances between culturally dissimilar partners. Cartwright and cooper (1993) define
culture as "social glue", which serves to bind individuals and creates organizational
cohesiveness. They state that in alliances "selection decisions are generally driven by
financial and strategic considerations, yet many organizational alliances fail to meet
expectations because the cultures of partners are incompatible". Indeed, cultural
incompatibility may cost more than strategic incompatibility in organizational
alliances. Cartwright and Cooper (1993) say that different culture types create
different psychological environments for the joint venture, and differences in practices
have a negative influence on performance. Thus, "the degree of culture fit that exists
between combining organizations is likely to be directly correlated to the success of
the combination".

Cross-national joint ventures have been reported to suffer from communication,
cooperation, commitment, and conflict resolution problems caused by partners' value
and behavior differences, which in turn cause interaction problems that adversely
influence joint venture performance (Harrigan, 1998; Mohr and Spekman, 1994;
Parkhe, 1991; Ring and Van de Ven 1994). Values and behavioral differences between
culturally distant partners influence interpretation and responses to strategic and
managerial issues, compounding transactional difficulties in international joint
ventures (Park and Ungson, 1997).

The problem in joint ventures is that people from different cultures are expected to
work together, to discuss, and to solve complex strategic and operative tasks. It is
difficult to impose a new culture that does not have the acceptance of the people.

Thus, understanding in culture leads to a successful joint venture and integration.
Culture influence the performance of an organization; since it determines the way the
organization tackles problems, people's attitude to changes, the way people interact
2

with each other, the way organization interacts with stakeholders, and people's
commitment to strategy. In working with business leaders towards effective culture
bridging, the leaders need to understand when a company's culture fits the needs of its
external environment and company strategy, employees can create an organization
that is tough to beat. An important task of leaders is to try to manage the ideas and
understandings of their subordinates in a way that would tap the best potentials of the
staff. Also it is the task of leadership and management to deal with technical
issues-budgets, infonnation system and enable people to ascribe a positive attitude
towards work well.

1.2 Statement of Problem

It has already been highlighted that values and behavioral differences between

culturally distant partners influence interpretation and responses to strategic and
managerial issues, compounding transactional difficulties in international joint
ventures (Park and Ungson, 1997). C.P. group is a global company operating in
different cultures and has many joint venture companies with different countries. It is
for this reason that the research was conceived and the intent to explore the
relationships between culture dimensions and performance effectiveness among Thai
and Chinese managerial and supervisory employees.

1.3 Objectives of the Study

The main objective of this research is to find out the relationships between culture
dimensions and performance effectiveness among Thai and Chinese managerial and
supervisory employees in C.P. Kunming Co., Ltd. and C.P. Thailand.
Specifically, the objectives of this research are:
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I.

To examine the perceptions of respondents toward culture dimensions in terms of
power

distance,

uncertainty

avoidance,

societal

collectivism,

in-group

collectivism, gender egalitarianism, assertiveness, future orientation, performance
orientation, human orientation.

2.

To examine the perceptions of respondents toward performance effectiveness in
terms of skills, time management, accountability, and job dedication.

3.

To study the relationships between culture dimensions (measured by power
distance, uncertainty avoidance, societal collectivism, in-group eollectivism,
gender egalitarianism, assertiveness, future orientation, performance orientation,
human orientation) and employees' performance effectiveness (measured by
skills, time management, accountability, job dedication) among Thai and Chinese
managerial and supervisory employees in C.P. Kunming Co., Ltd. and C.P.
Thailand.

1.4 Research Questions

This research contains the following research question:
I.

What are the perceptions of Thai and Chinese managerial and supervisory
Employees in C.P. Thailand and C.P. Kunming on culture dimensions?

2.

What are the perceptions of Thai and Chinese managerial and supervisory
Employees in C.P. Thailand and C.P. Kunming on performance effectiveness?

3.

What are the relationships between culture dimensions and performance
effectiveness among Thai and Chinese managerial and supervisory Employees in
C.P. Thailand and C.P. Kunming?

4

1.5 Scope of the Study

The research focused on the relationships between one independent variable,
which is culture dimensions, and one dependent variable, that is performance
effectiveness. Target respondents included in this study are I 00 Thai managerial and
supervisory employees working in C.P. Thailand and I 00 Chinese managerial and
supervisory employees working in C.P. Kunming. The researcher has chosen I 00
Chinese managerial and supervisory employees working in C.P. Kunming is because
the total numbers of employees working in managerial and supervisory level in C.P.
Kunming are I 00. In order to compare the survey result, the total numbers of
managerial and supervisory employees working in C.P. Thailand are chosen based on
the total numbers of managerial and supervisory employees working in C.P. Kunming.

1.6 Limitations of the Study

There are some limitations of this study; I am not an employee of both of the
companies, so it is difficult to collect the information in deep detail from interview or
observation in work place. The respondents may not give true answers. The
questionnaires received from the respondents who work in C.P. Kunming and C.P.
Thailand may not represent the characteristic of all the C.P. companies in China. In
addition, China is a country with huge physical area; regional culture differences
cannot be ignored.

1.7 Significance of the Study

Through the research of this topic, the researcher expect that the result could help
managerial and supervisory employees in both C.P. Thailand and C.P. Kunming have
better

understanding

on

culture

dimensions

and

employees'

performance

effectiveness.
5

The findings of this study will contribute to the enhancement of the field of
performance effectiveness development in both C.P. Thailand and C.P. Kunming and
other companies that wishes to apply this study in their organizations.

1.8 Definition of Critical Terms

Accountability is defined as the expectation that each employee will accept
credit or blame for results achieved in performing assigned tasks (Hellriegel and
Slocum, 1996).

Assertiveness is the degree to which individuals in organizations or societies are
assertive, confrontational, and aggressive in social relationships (Mansour
Javidan, Robert J. House, 2001).

Culture is defined as the set of key values, assumptions, understandings, and
norms that is shared by members of an organization and taught to new members
as correct (Daft, 2002).

Future orientation is the degree to which individuals in organizations or
societies engage in future-oriented behaviors such as planning, investing in the
future, and delaying gratification (Mansour Javidan, Robert J. House, 2001).

Gender egalitarianism is the extent to which an organization or a society
minimizes gender role differences and gender discrimination (Mansour Javidan,
Robert J. House, 2001 ).

Human orientation is the degree to which individuals in organizations or
societies encourage and reward individuals for being fair, altruistic, friendly,
generous, caring, and kind to others (Mansour Javidan, Robert J. House, 2001 ).

6

In-group collectivism reflects the degree to which individuals express pride,

loyalty and cohesiveness in their organizations or families (Mansour Javidan,
Robert J. House, 200 I).

Job dedication is referred to as the self-disciplined behaviors that demonstrate

loyalty and commitment of employees to the organization. They are doing the
jobs with hard working and enthusiastic for successful in their jobs and
organizational achievement (http://www.metricsone.com).

Managerial Employees is defined as employees who have significant

responsibilities for formulating or administering policies and programs.
(http://www.umbc.edu/collectivebargaining/glossary.html)

Performance effectiveness is a measure of task output or goal accomplishment

by an individual or group at work. (Schermerhorn and Chappell, 2000).

Performance orientation refers to the extent to which an organization or society

encourages and rewards group members for performance improvement and
excellence (Mansour Javidan, Robert J. House, 2001).

Power distance is defined as the degree to which members of an organization or

society expect and agree that power should be unequally shared (Mansour
Javidan, Robert J. House, 2001).

Skills is related to learn or acquire capabilities (Krafke and Kossen, 2002). The

skills can be grouped into three dimensions that are technical skills, interpersonal
skills, and communication skills. Technical skills are the ability to apply specific
methods, procedures, and techniques in a specialized field. Interpersonal skills are
the ability to lead, motivate, manage conflict and work with others.
Communication skills are the ability to send and receive information, thoughts,
7

feelings, and attitudes (Hellriegel and Slocum, 1996).

Societal collectivism reflects the degree to which organizational and societal

institutional practices encourage and reward collective distribution of resources
and collective action (Mansour Javidan, Robert 1. House, 2001).

Supervisory employees is defined as individuals (regardless of his/her job

description or title) having authority, in the interest of the employer, to hire,
transfer, suspend, lay off, recall, promote, discharge, assign, reward or discipline
other employees of the employer. A supervisory employee is also one who has
responsibility for

directing employees,

answering their

grievances,

or

recommending disciplinary action, if authority is not merely clerical but requires
independent judgment. (http://www.umbc.edu/collectivebargaining/glossary.html)

Time management provides information when it is needed most. Timelines is

used for evaluating employee performance. If the organization thinks task is
important, employees are typically motivated to perform that task, perform it on
time, and to perform it well (http://guts.studentorg.wisc.edu/brtmmng.htm).

Uncertainty Avoidance is defined as the extent to which members of an

organization or society strive to avoid uncertainty by reliance on social norms,
rituals, and bureaucratic practices to alleviate the unpredictability of future events
(Mansour Javidan, Robert J. House, 2001).
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CHAPTER2
REVIEW OF THE LITERATURE

The purpose of this chapter is to review the literature related to culture and
performance effectiveness of employees. The study was intended to assess the
relationships between culture differences (utilizing nine cultural dimensions from
GLOBE project of power distance, uncertainty avoidance, societal collectivism,
in-group collectivism, gender egalitarianism, assertiveness, future orientation,
performance orientation, and human orientation) and performance effectiveness of
employees in terms of skills, time management, accountability and job dedication
among Thai and Chinese managerial and supervisory employees in C.P. Thailand and
C.P. Kunming.
This chapter presents a discussion of culture and performance effectiveness of
employees, discusses pertinent literature and research, and analyzes the dimensions of
culture and dimensions of performance effectiveness of employees.

2.1 Definition of Culture

There is no comprehensive, or commonly accepted, definition of culture. The
numerous and varied definitions of culture are contingent upon the researcher's area
of interest and academic discipline (Dorfman & Howell, 1988). Some researchers
perceive cultures as systems that link people to their ecological environments. Harries
(1968) suggests that culture consists of groups' behavior patterns in their individual
ecological environments. Cultural changes evolve as groups of people adapt to their
environments by adopting patterns of behavior conducive to survival. However, other
researchers view culture as a system of shared symbols and meanings (Geertz, 1965).
Triandis, et al., (1986) maintains that culture is a construct that is difficult to define
and proposes that considering different kinds of systems of variables is essential to the

9

field of cross-cultural studies. The socio-economic theoretical framework set forth by
Dorfman & Howell (1988) deals with institutions, roles, values, and norms.
According to this framework, people develop the cognitive framework of reference
and acceptable behavior patterns characteristic of a particular culture. The
acculturation and socialization process is regarded as the assimilation of capabilities,
dispositions, and values that make individuals members of their particular society
(Dorfman & Howell, 1988; Beres & Portwood, 1979). Hofstede (1980) suggested that
culture is the collective, mental programming of groups in a given environment, and
prescriptions of acculturation that allow individuals to deal with multiple roles in a
society are depicted in his dimensions of national culture. These prescriptions are
enforced to varying degrees, depending on the circumstances (Dorfman & Howell,
1988).

2.2 Theories Related to Culture

2.2.1 Hofstede's Cultural Dimensions
Many of the extant theories of culture used in managerial studies have come
under considerable criticism (e.g., cultural universals, high and low context cultures,
self-reference criterion) (Jack and Desmond, 1996). Few studies have received as
much support and praise as Hofstede's (1984) examination of the influence cultural
differences have on work-related values between the members of different societies
resulting in the creation of five indices of culture: uncertainty avoidance, power
distance, masculinity, individualism and long-term orientation. Hofstede (1984)
argues that people carry mental programs which highlight the differences in values
between people from different countries and that are developed in the family in
childhood and receive reinforcement from various bodies such as educational
establishments and other organizations such as religious institutions.

Kale and Mcintyre (1991) suggest that Hofstede's work offers tremendous
10

459811 ('
potential and that a review of his work uncovers the possibility of applying this
framework to the context of dyadic channel relationships - one of the most neglected
areas in international marketing. His work has also been viewed as seminal
(Deshpande and Webster, 1989) which allows for comparisons to be made in a
quantifiable manner of a large number of countries (Barkema and Vermeulen, 1997).
Hofstede's indices are also viewed as robust as they assimilate or subsume many of
the conclusions drawn in earlier studies of culture (Hofstede, 1984). These major
strengths have led to the recognition that Hofstede's research is a landmark study and
is one of the principal theories that can be successfully applied to cross-cultural
marketing enquires. The table offers a typology ofHofstede's indices.

Table 2.1 A typology of Hofstede's cultural indices

Dimension

Associated Traits

Measure

Individualism

Belief in individual actions of decisions Low versus High
rather than group.

Long-term Orientation

Attitudes towards the future rather than Long-term orientation
the past and present.

versus

Short-term

orientation
Masculinity

Level of inequality between sexes. Masculine

versus

Attitudes towards work, confrontation, Feminine
achievement etc.
Power Distance

Level

of

inequality

in

society. Low versus High

Privileges of power holders. Attitudes
towards conflict and cooperation.
Uncertainty Avoidance

Attitude towards uncertainty in life.

Strong versus Weak

Need for formal rules and regulations.

Source: Adapted from Hofstede (1997)

II

I.

Individualism versus Collectivism
Individualism stands for a preference for a loosely knit social framework in

society wherein individuals are supposed to take care of themselves and their
immediate families only. Collectivism stands for a preference for a tightly knit social
framework in which individuals can expect their relatives, clan, or other in-group to
look after them in exchange for unquestioning loyalty. The key issue is the degree of
interdependence a society maintains among individuals. It relates to people's
self-concept: 'I' or 'We'.

Hofstede (1984) perceives individualism as the relationship between the
individual and his or her acquaintances, from firmly to loosely integrated groups. This
index is linked to how individuals relate to one another, referred to in some instances
(due to their theoretical proximity) as interpersonal orientation (Rubin and Brown,
1975). Individualism represents the relationship between the individual and his or her
acquaintances, from firmly to loosely integrated groups, or the extent to which
identity derives from the self versus the collectivity (Newman and Nollen, I 996).
Cultures

that

are

diametrically

opposed

to

one

another

as

regards

collectivist-individualist values are Eastern and Western cultures (largely based on
religious ideology). Countries and regions have different attitudes towards
individualism and collectivism. Countries such as China consider the value of
tradition as paramount: The traditional Chinese person hardly thinks of himself as an
individual (Riesman et al., 1953) as the western concept of personality does not exist
in the Chinese tradition (Hofstede, 1984). Economic and political systems also
enforce individualism or collectivism. The capitalist market economy philosophy
emphasizes individualism and the achievement of the individual, whereas socialist
forms economic control and state planning encourage collectivism. Of the five indices
of culture developed by Hofstede, the individualism-collectivism index is considered
to be the most pervasive difference associated with the cultures of various countries
(Williams et al., 1998). In a relational context it is argued that firms from low-scoring
individualism countries (high interpersonal orientation) subsequently have an
12

increased propensity to build social bonds compared to firms from countries with high
individualism scores (low interpersonal orientation) (Williams et al., 1998). Similarly,
Kale and Mcintyre (1991) argue that low-scoring individualism countries choose
relationship partners they consider as friends.

2.

Large versus Small Power Distance
Power Distance is the extent to which the members of society accept unequal

distribution of power. This affects the behavior of both less powerful and more
powerful members. People in Large Power Distance societies accept a hierarchical
order in which everybody has a place which needs no further justification for power
inequalities. The fundamental issue addressed by this dimension is how a society
handles inequalities among people. This has consequences for building institutions
and organizations.

Power distance refers to the preferred type of decision making and is a society's
way of dealing with power, Hofstede (1984) describes power distance as problems
associated with inequality associated with variation in ability, translating into
differences in power and wealth which are reinforced by the social stratification of
society, economic planning and historical inheritance. Although no society can ever
truly achieve equality between the divisions of status within it, (Hofstede, 1984)
countries (or cultures) may place a relatively greater of lesser degree of importance on
its class or status divisions. Pluralist cultures have fewer social barriers linked to
status, whereas elitist cultures emphasize consistency of status between their social
groupings (Blais, 1974). Economic and political systems also reinforce power
distance. Democratic/free market philosophies emphasize few differences between the
power of groups whereas totalitarianism or dictatorial political and command/planned
economic systems emphasize significant power distance between groups. However,
this innate power imbalance can lead to inequality, misuse of power held and also the
exertion of influencing behavior that might be harmful for the durability of a
relationship. Thus, in high power distance cultures there may conceivable be more use
13

of coercive power by firms. (Kale and Mcintyre, 1991). In contrast, companies from
societies characterized as having a low power distance score are less likely to use
coercive power to influence their partners.

3.

Long versus Short Term Orientation
Short term orientation stands for a society fostering virtues oriented towards

persistence and perseverance, thrift, ordering relationships by status and observing
this order by having a sense of shame. Long term orientation stands for a society
fostering virtues of personal steadiness and stability, protecting face, respect for
tradition and reciprocation of greetings, favors and gifts.

The four previous indices of national culture developed by Hofstede (1984) are to
some degree restricted, as the survey produced to measure the values of the four
dimensions was the product of the minds of western academics. As Hofstede (1997)
notes when the surveys were administered, not only western but also non-western
respondents were confronted with western questions. Bond (1987) reanalyzed data
gathered by a group of researchers from nine Asian and Pacific countries who had
administered a modified survey based on the Rokeach value survey (developed by
American psychologist Milton Rokeach and designed to examine the values in US
society in the 1970s). Bond's (1987) re-analysis of this data revealed five dimensions
of national culture, four of these dimensions correlated with Hofstede's (1984) indices
of culture, a fifth, however, could not be interpreted (Hofstede and Bong, 1984). The
extra index referred to the Confucian dynamism-later renamed long-term orientation
by Hofstede (1991 )-based on the teachings of the Chinese intellectual Confucius
which have received limited attention in the literature. The long-term orientation
index embodies 40 factors that help to explain differences between western and
eastern values. Long-term orientation cultures are posited to place considerable
importance on perseverance, the ordering of relationships by status, thrift and having
an enduring sense of shame-values more oriented towards the future,

wherea~

short-term oriented cultures place more importance on stability, protecting face,
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respecting tradition and the reciprocation of greetings, favors and gifts-values more
oriented towards the past and present (Hofstede, I 997). Therefore, it is proposed that
firms from long-term orientation cultures will have a greater long-term ethos towards
relationship management with a greater emphasis on long-term goals, whereas firms
from low-scoring, short-term oriented cultures should place relatively less emphasis
on long-term goals.

4.

Masculinity versus Femininity
Masculinity stands for a preference m society for achievement, heroism,

assertiveness, and material success. Its opposite, Femininity, stands for a preference
for relationships, modesty, caring for the weak, and the quality of life. The
fundamental issue addressed by this dimension is the way in which a society allocates
social (as opposed to biological) roles to the sexes.

Hofstede (1984) describes masculinity as the division of mankind into two sexes;
resulting in subsequent roles that relate to these differences (ie men who tend to make
their own self-concept a model for society). The roles apportioned to the sexes have
been described as being at the core of our cultural systems (chetwynd and Harnett,
1978). Masculine cultures have been viewed as doing and acquiring rather than
thinking and observing (Newmand and Nollen, 1996), whereas feminine cultures are
posited to exhibit a greater pattern of nurture (Kale and Mcintyre, 1991). Hofstede
(1984) suggests that every society recognizes many behaviors as more suitable to
females or more suitable to makes. In a management context, McGregor (1976)
argues: the good manager is aggressive, competitive, firm, just. He is not feminine; he
is not soft or yielding reflecting upon the origins of masculinity-femininity, Hofstede
( 1984) argues that religious heritage may be a motivator. He suggests that the Catholic
Church emphasizes a lack of equality with no female leadership, whereas the
Protestant Church stresses greater equality and has some female leadership.

5. Strong versus Weak Uncertainty Avoidance
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Uncertainty Avoidance is the degree to which members of a society feel
comfortable with uncertainty and ambiguity. Strong Uncertainty Avoidance societies
maintain rigid codes of belief and behavior, promising certainty and protecting
conformity. These societies are intolerant towards deviant persons and ideas. Weak
Uncertainty Avoidance societies maintain a more relaxed atmosphere and deviance is
more easily tolerated. Fundamentally, this dimension addresses how society views
linearity of time and to control future or let it happen. Uncertainty Avoidance has
consequences for the way people build their institutions and organizations.

Uncertainty avoidance comprises the values individuals place on the uncertainty
of time, leading in some cases to unwillingness to take risks and a greater degree of
planning to reduce uncertainty (Hofstede, 1984). From an organizational perspective,
Newman and Nollen (1996) perceive uncertainty avoidance to be the extent to which
people feel threatened by uncertainty or unstructured situations; uncertainty is
manifested in terms of clarity of plans, policies, procedures; and systems. Countries
with strong uncertainty avoidance scores are generally perceived as unwilling to take
risks, and actively seek relationships to help reduce their perceived uncertainty and to
increase stability (Kale and Mcintyre, 1991 ). Compared with companies from weak
uncertainty avoidance countries, companies from strong uncertainty avoidance
cultures may seek proven track records, performance guarantees and positive
reputations of feasible exchange partners.

2.2.2 Trompenaars' dimensions of culture
Trompenaars (1993) views culture as a way in which a group of people solve
problems. His research focuses on the cultural dimensions of business executives. He
identifies seven value orientations. Some of these value orientations can be regarded
as nearly identical to Hofstede's dimensions. Others offer a somewhat different
perspective.
The seven value dimensions identified were:
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I.

Achievement versus ascription
Members of some societies are ascribed higher status than others indicating that

unusual attention should be focused upon such persons and their activities. While
some societies accord status to people on the basis of their achievements, others
ascribe it to them by virtue of age, class, gender, education and such other factors.
The former is labeled achieved status and the latter as ascribed status which
respectively refers to doing and being. Although Trompenaars does not recognize this,
Parsons (1977) suggests that the evolution of societies replaces particularism by
universalism and ascription by achievement. An extrapolation would conclude that
such an evolution would eventually foresee all societies joining the US in the
universalism-achievement quadrant of Parsons' taxonomy. This dimension which
recognizes ascribing status seems to be very similar to Hofstede's construct of Power
distance.

2.

Attitude to time
Perception of time can range from sequential (linear series of passing events) to

synchronic (interrelated past, present and future). This orientation of time from past,
present and future is a central dimension of culture (Kluckhohn and Strodtbeck, 1961)
enabling members to co-ordinate activities (Durkheim, 1960). This construct has
implications for both individuals and groups since an agreed meeting time may be
precise or approximate. Time allocated to complete a task may be critical or merely a
guide. Thus depending on the individual's attitude to time, managers may plan for the
next century or get obsessed by monthly-reporting.

3.

Attitude to environment
Trompenaars identifies attitude to the environment as a major cultural variable.

Societies have two major orientations towards nature: they either believe that they can
and should control nature by imposing their will upon it, or they believe that man is
part of nature and must go along with its laws, direction and forces. The former kinds
of culture tends to identify with mechanisms, that is the organization is conceived of
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as a machine that obeys the will of its operators and may be described as
inner-directed. The latter or outer-directed cultures tend to see an organization as a
product of nature, owing its development to the nutrients in its environment and a
favorable ecological balance. This idea is based upon Rotters' (1969) locus of control
and in some ways seems to overlap Hofstede's cultural dimension of uncertainty
avoidance.

4.

Diffuse versus specific
Diffuse (low-context) and specific (high-context) cultures explore the way in

which individuals are engaged in specific areas of communication (high level of
shared knowledge is required). In specific cultures, task-relationships are segregated
from other dealings. In specific cultures, a boss and subordinate have a tacit
communication ground for work settings, which is different from social setting,
indicating adaptability and flexibility. In diffuse cultures, the CEO not only runs the
company but this individual's values are shared across the organization work and
social settings. This dimension appears to have particular significance to the issues of
evaluation and assessment in an international setting, and does not appear to be
relevant in a national cultural context.

5.

Individualism versus Collectivism
Trompenaars recognizes this dimension representing the conflict between

individual and group interests. Trompenaars describes Individualism as a prime
orientation to the self and Collectivism as a prime orientation to common goals and
objectives.

In international management,

negotiations,

decision-making and

motivation are affected by individualistic or collectivistic preferences. Trompenaars,
like Hofstede, views Individualism and collectivism on a continuum which implies
that collectivists have little individualism.

6.

Neutral versus affective
This dimension includes the range of feelings expressed. Reason and emotion
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both play a role in relationships between people. Which of these will dominate
depends upon whether members are affective (display emotion) or neutral (do not
display emotion). Members of neutral cultures keep their feelings and expressions
carefully subdued and controlled. People in affective cultures tend to be
demonstrative.

7.

Universalism versus particularism
Universalism cultures stand for rather strictly implied rule-based behaviors

reflecting a general mistrust in humanity while particularist cultures tend to focus
more on the exceptional nature of present circumstances. Zurcher et al., (1965)
support this classification. This dimension contrasts the extent to which a respondent
is willing to interpret socially formed rules in favor of ones friends or relations and to
an extent overlaps the dimension of Individualism described below. This dimension
finds application in various aspects of international business including contracts,
timing business trips, role of head office and job evaluation and rewards.

2.2.3 Triandis' cultural syndromes
According to Triandis (1994), culture is a set of human-made objective and
subjective elements that in the past have increased the probability of survival and
resulted in satisfaction of the participants in an ecological niche, and thus became
shared among those who could communicate with each other because they had a
common language and lived in the same time and place. Although the definition of
culture is very broad, Triandis distinguishes objective elements of culture from the
subjective ones. Objective aspects of culture include tools, roads and radio stations
while subjective aspects include categorizations, associations, norms, roles and values
which form some of the basic clements effecting social behavior. The subjective
elements of each culture are organized into unique patterns of beliefs, attitudes, norms
and values. Triandis identifies four cultural syndromes that apply to all cultures:
cultural complexity; cultural tightness; individualism and collectivism.
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I. Cultural complexity
In complex cultures, people make large numbers of distinctions among objects
and events in their environment. The ecology and history of a society determines its
complexity, as does the number of occupations in a society where non-literate cultures
have barely twenty occupations (Triandis 1994). Societies that subsist on hunting and
gathering tend to be simple; agricultural societies tend to be somewhat complex;
industrial societies are more complex; and information societies are the most complex.
The contrast between simple and complex cultures is the most important factor of
cultural variations in social behavior (Ember and Levinson, 1991 ). However, Triandis
does not offer any objective method of measuring and rating cultural complexity.
Carneiro (1970), Lomax and Berkowitz (1972), and Murdock and Provost (1973)
have constructed several indexes and obtained reliable rank orders of cultural
complexity.

2. Individualism and Collectivism
Individualists are emotionally detached from their in-groups and emphasize
self-reliance, independence, pleasure, affluence and the pursuit of happiness.
Individualists do not switch their behavior dramatically when an out-group member
becomes an in-group member, whereas collectivists do. The behavior of individualists
tends to be friendly but non-intimate toward a wide range of people outside the family.
Triandis further recognizes a correlation between cultural complexity and
Individualism: the more complex the culture, the more individualistic it is, because in
complex cultures a person has the choice of becoming a member of various groups. In
collectivistic culture self is defined in terms of membership in in-groups, a priority
among vertical collectivists. Collectivists are often, but not always organized
hierarchally and tend to be concerned about the results of their actions on members of
their in-groups, share resources with in-group members, feel interdependent with
in-group members, and feel involved in the lives of in-group members (Hui and
Triandis, 1986). They also feel strongly about the integrity of their in-groups (Triandis,
et al., 1986). If an individual is an in-group member, the behavior is very associative,
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and may reflect self-sacrifice. If the individual is an out-group member, the behavior
is indifferent or disassociative. Triandis identifies individualism and collectivism as
distinct but related constructs. Such a view contrasts with others, particularly
Hofstede's where individualism-collectivism is a continuum implying that collective
cultures may not possess individualism.

3. Tight and loose cultures
In 'tight' cultures people are expected to behave according to clear norms and
deviations are likely to be punished with sanctions. Tight cultures exhibit such
characteristics as: the corporate control of property, corporate ownership of stored
food and production, power, strong religious leaders, hereditary recruitment into
priesthood and high taxes. Such relationships suggest that tightness is correlated with
Collectivism (Pelto, 1968). In tight cultures, if one does what everyone is doing, one
is protected from criticism. Tightness is more likely when norms are clear and this
requires a relatively homogenous culture. Loose cultures either have unclear norms or
tolerate deviance from norms. Cultural heterogeneity, strong influences from other
cultures and physical space between people can lead to looseness. Loose cultures are
often found at the intersections of major distinct cultures that are rather different from
each other (Triandis, 1994). Urban environments are usually more loose than rural
ones. Looseness is caused by conflicting norms or is traceable to norms that are not
especially functional. Moreover, if occupations permit much solitary action (e.g.,
hunting or writing) norms may be weak and loosely imposed (Triandis, 1994).

2.2.4 Nine Cultural Dimensions from the GLOBE Project
Project GLOBE (Global Leadership and Organizational Behavior Effectiveness)
is the brainchild of University of Pennsylvania professor Robe1t J House. It is a
massive and ongoing attempt to develop an empirically based theory to describe,
understand, and predict the impact of specific cultural variables on leadership and
organizational processes and the effectiveness of these processes. GLOBE has
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evolved into a network of more than 150 scholars from 62 countries since the project
was launched in 1994. Most of the researchers are native to the particular cultures
they study, thus greatly enhancing the credibility of the project. During the first two
phases of the GLOBE project, a list of nine basic cultural dimensions was developed
and statistically validated. The GLOBE project is a comprehensive, valid, and
up-to-date tool for better understanding cross-cultural similarities and differences.
GLOBE has defined culture as a set of shared values and beliefs. Beliefs are
people's perceptions of how things are done in their countries. They are the reported
practices in a particular culture. Values are people's aspirations about the way things
should be done. They are their reported preferred practices. (Mansour Javidan, Robert
J. House, 200 I)

The nine cultural dimensions from the GLOBE project are:
1. Assertiveness

Assertiveness is the extent to which a society encourages people to be tough,
confrontational, assertive and competitive versus modest and tender. Highly assertive
societies tend to have a "can-do" attitude and tend to value competition. They have
sympathy for the strong and the winner. The less assertive societies tend to prefer
warm and cooperative relations and harmony. They have sympathy for the weak and
emphasize loyalty and solidarity. A sample question is "How confrontational and
dominant should individuals be in social relationships?"

2. Future orientation
Future orientation refers to the extent to which a society encourages and rewards
future-oriented behaviors such as planning, investing in the future, and delaying
gratification. Countries with a strong future orientation are associated with a higher
propensity to save for the future and longer thinking and decision-making time frames.
Countries with weak future orientation are associated with shorter thinking and
planning horizons and greater emphasis on instant gratification. A sample questions is
"How much should people delay gratification by planning and saving for the future?"
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3. Gender egalitarianism
Gender egalitarianism is the extent to which a society maximizes gender role
differences. Less gender differentiated societies tend to accord women a higher status
and a stronger role in decision-making. They have a higher percentage of women
pmticipating in the labor force and more women in positions of authority. Men and
women in these cultures tend to have similar levels of education. In high degrees of
gender differentiation, they tend to accord men higher social status and have relatively
few women in positions of authority. A sample question is "How much effort should
be put into minimizing gender discrimination and role inequalities?"

4.

Human orientation
Human orientation is defined as the degree to which a society encourages and

rewards individuals for being fair, altruistic, generous, caring, and king to others. In
high human orientation countries, human relations, sympathy, and support for others,
especially the weak and the vulnerable, are highly valued. Belongingness and
sympathy are very important. Individuals are expected to care for the well-being of
the others. Paternalistic and patronage relationships are valued. People are usually
friendly, sensitive and tolerant, and value harmony. In low human orientation
countries power and material possessions motivate people. Self-enhancement is a
predominant value. Assertive styles of conflict resolution are preferred. People are
expected to solve their own problems. A sample question is "How much should
society encourage and reward people for being kind, fair, friendly, and generous?"

5.

In-group collectivism
In-group collectivism refers to the extent to which members of a society take

pride in membership in small groups such as their family and circle of close friends,
and the organizations in which they are employed. In high in-group collectivism
societies, being a member of a family and of a close group of friends, an in-group, is
very important to people. Family members and close friends tend to have strong
expectations from each other. Taking care of their needs and satisfying their
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expectations is critical to each individual. It is not unusual to forgo due diligence, or
equal employment opportunity, and to favor as close friend or family member in
recruiting or in allocating rewards and promotions. In low in-group collectivism
societies, family members and close friends do not expect any form of special
treatment, and people do not feel an obligation to ignore rules or procedures to take
car of close friends. A sample question is "How much pride and loyalty should
individuals have for their family or organization?"

6.

Performance orientation
Performance orientation refers to the degree to which a society encourages and

rewards group members for performance improvement and excellence. Countries with
high performance orientation, training and development are highly valued. People
have a "can-do" attitude and believe in taking initiative. They prefer a direct and
explicit style of communication and tend to have a sense of urgency. Countries with
low performance orientation tend to emphasize loyalty and belonging, view feedback
as discomforting, emphasize tradition, and pay attention to one's family and back
ground rather than performance. They associate competition with defeat and value
sympathy. A sample question is "How much should individuals be rewarded for
improvement and excellence?"

7.

Power distance
Power distance is defined as the degree to which members of a society expect

power to be unequally shared. It represents the extent to which a community
maintains inequality among its members by stratification of individuals and groups
with respect to power, authority, prestige, status, wealth, and material possessions. It
also reflects the establishment and maintenance of dominance and control of the less
powerful by the more powerful. Societies that are high on power distance tend to
expect obedience towards superiors and clearly distinguish between those with status
and power and those without it. Countries practice low power distance, expecting less
differentiation between those with power and those without it. They tend to be more
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egalitarian and favor stronger participation in decision-making. A sample question is
"How much unequal distribution of power should there be in organizations and
society?"

8.

Societal collectivism
Societal collectivism reflects the degree to which individuals are encouraged by

societal institutions to be integrated into groups within organizations and the society.
It emphasis on collectivism consists of allocating resources and making opportunities

available for members of the society to participate in societal legislative, economic,
social, and political process. Societies that strongly value individualism tend to value
autonomy and individual performance because self-interest is more strongly valued
than the collective good. In the opposite side, group harmony and cooperation is
paramount. Rewards are designed to recognize the group and not the individual.
People in these societies tend to prefer similarity to others rather than distinctiveness.
They are motivated by other members' satisfaction and cooperation rather than
individual autonomy and achievement. A sample question is "How much should
leaders encourage and reward loyalty to the social unit, as opposed to the pursuit of
individual goals?"

9. Uncertainty avoidance
Uncertainty avoidance is defined as the society's reliance on social norms and
procedures to alleviate the unpredictability of future events. It refers to the extent to
which its members seek orderliness, consistency, structure, formalized procedures and
laws to cover situations in their daily lives. Societies that are high on uncertainty
avoidance have a stronger tendency toward orderliness and consistency, structured
lifestyles, clear specification of social expectations, and rule and laws to cover
situations. In contrast, there is strong tolerance of ambiguity and uncertainty. People
are used to less structure in their lives and are not as concerned about following rules
and procedures. A sample question is "How much should people rely on social norms
and rules to avoid uncertainty and limit unpredictability?"
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Table 2.2 Culture Construct Definitions

Assertiveness .

Specific questionnaire item

The degree to which individuals are People

are

(should

be)

generally

assertive, dominant & demanding in their dominant.
relationships with others.
Future Orientation

The

extent

to

Specific questionnaire item

which

a

collective More people live (should live) for the

encourages & rewards future-oriented present than for the future.
behaviors such as delaying gratification,
planning & investing in the future.
Gender egalitarianism

The

degree

to

Specific questionnaire item

a

which

collective Boys

minimizes gender inequality.

are

encouraged

(should

be

encouraged) more than girls to attain a
higher education.

Human Orientation

The

degree

to

Specific questionnaire item

which

a

collective People

are

generally

(should

be

encourages & rewards individuals for generally) very tolerant of mistakes.
being fair, altruistic, generous, caring and
kind to others.
In-group Collectivism

Specific questionnaire item

The degree to which individuals have In this society, children live with parents
strong ties to their small immediate until they get married.
groups.
Performance Orientation

The

degree

to

which

Specific questionnaire item

a

collective Students are encouraged (should

be

encourages & rewards group members encouraged) to strive for continuously
for

performance

improvement

&

improved performance.

excellence.
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Power distance

Specific questionnaire item

The degree to which member s of a Followers are (should be) expected to
collective expect power to be distributed obey their leaders without question.
equally.
Societal Collectivism

Specific questionnaire item

The degree to which individuals are

Leaders encourage (should encourage)

integrated into groups within the society.

group loyalty even if individual goals
suffer.

Uncertainty Avoidance

The

extent

to

which

Specific questionnaire item

a

society, Most people lead (should lead) highly

organization, or group relies on social structured lives with few unexpected
norms, rules and procedures to alleviate events.
unpredictability of future events.

Source: http://www.haskayne.ucalgarycalmg!GLOBE!Public

2.3 Discussion of Chinese Culture

Confucian

Chinese people regard Confucian values and guanxi as the two most critical
ingredients to establish long-term success. Confucian is the key components of
Chinese culture. Confucius lived from 551-479 BC. "The Analects, a composite work,
is commonly considered the main and most reliable source of Confucius' teachings.
Some of the Confucian traditions include: an orthodoxy-conscious tradition, a
culture-conscious tradition, a morally conscious tradition, a socially conscious
tradition, and a this-worldly conscious tradition. The body of Confucius's work
envisaged humankind as essentially a social creature bound to others by pinyin or
humanity. Pinyin is expressed in five relationships: sovereign to subject, parent to
child, elder brother to younger brother, husband and wife, and friend to friend. The
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relations between members of society are made to work by a rigid adherence to Ii,
which is a synthesis of etiquette and ritual. Habitually, westerners have come to know,
superficially, Confucian ethics via expressions such as trouble arises not from poverty
but from lack of fairness or do not do onto others what you don't want done onto you
(Krieger and Trauzettel, 1991).

Michael Bond, a professor in the department of psychology at Chinese University
of Hong Kong, conducted a survey to determine Chinese values. The top nine values
of his research are:

1.

Filial piety (obedience to parents)

2.

Working hard

3. Tolerance
4.

Harmony

5. Humbleness
6.

Loyalty to superiors

7.

Observation of rites

8.

Reciprocation of greetings and favors

9.

Kindness
Obviously, the spirit of Confucius is evident in the Chinese top nine values.

(Neulip, 2000)

Connection-GuaxXi
In Chinese (Confucian-based) societies, it is said that connections-guanxi-are
more important than what you know. While Americans often state that "it not what
you know, but who you know", the Chinese definition of this oft-stated axiom is far
more profound and sets up an exquisite comparison between American and Chinese
definitions. There is a common belief among Asians that to be successful in
Confucian societies, guanxi, or proper connections, are more frequently crucial than
product, price, place, etc. Basically, there are three spheres in Chinese society; at the
center are the family, the extended family, and nonfamily members who provide
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special services to the family. The more distant the sphere, the weaker the connection
and fewer responsibilities one has to assume to maintain the reputation ("face") of an
associate (Selmer, 1998).
Guanxi is not something that is created after a visit or two or by signing a
contract. There are several principles that explain guanxi's power and application,
cultivation, utilization, and maintenance.
•

Guanxi is transferable. This means if one has guanxi with person X, and X is
a friend ofY, then X can recommend Z to Y.

•

Guanxi is reciprocal. If person X does not follow a rule of reciprocity by
refusing to return favor for favor, person X will lose face with person Y.

•

Guanxi is contextual. It is situational. In some cases, favors are the right
thing to do; in other cases, they may be construed to be a bribe.

•

Guanxi is long-term oriented. It's like a long-term investment.

•

Guanxi is personal. There is no group connection (Luo, 2000).

2.4 Discussion of Thai Culture

2.4.1

The Concept of Power in Thai Society

Hofstede (1991) used IBM employees, who worked in similar positions, in
different countries to investigate power distance, focusing on employee fear, a
superior, autocratic or paternalistic management style and preferred working
environment. Hofstede suggested that Thai society has high power distance,
which can be interpreted to suggest that Thais accept wide differences in power in
their organizations (Komin, 1990) and subordinates will not influence their
superior's ideas or decisions (Holmes & Tangtongtavy, 1995). In Thai society, a
person's power normally comes with his/her title, rank and status (Komin, 1990).
High power distance creates tall organizational structures in most Thai
organizations. This high power-oriented culture tends to create respect for the
leader as the father figure of the organization (Trompenaars, 1993). Therefore,
29

without superior's directions and guidance, effectiveness may be reduced within
organizations. McKenna (1995 in Rohitratana, 1998, p 190) suggests the
superior's role 'are almost like those in a family. There is respect and obligation.
This is how things get done. Power in the Thai context is constructed not by
influence or personality, rhetoric or education. Rather it is created by position and
the

status

associated

with

position

and

rank

(Thanasankit,

1999a).

Superior-inferior relationships are clearly defined by acceptance and implicit
recognition of rank and status. Thai culture accepts that power relations are
implicitly constructed in all organizations and at levels of Thai society by
appointment to a position, title or status.

2.4.2

Exploring some Thai values and their association with
Power

Decision-making power

A Pu Yai (superior or authority-power figure) will normally have the authority to
make decisions. Decision making is the domain of high-level management. Their
subordinates believe that since the superiors are qualified for the top positions, they
possess certain knowledge, wisdom, or experience, which goes beyond their
subordinates (Holmes & Tangtongtavy 1995). It is fair to state that the
decision-making system in Thailand is an 'upward' delegation. The result, of course,
is a build up of a myriad of major and minor decisions on the top person's desk.
(Holmes & Tangtongtavy, 1995, p 63). In Thailand, subordinates tend not to get
involved in decision-making processes, thus avoiding confrontation with their
superiors or even with other employees at the same level. Involvement in
decision-making processes may engage subordinates with unwanted responsibilities
(Rohitratana, 1998). Thai culture does not encourage subordinates to dare to make
mistakes, nor to take initiative. Thais avoid taking on more responsibility and avoid
taking risks, because risk means bringing on more uncertainty situations and
increasing their responsibilities. Thai culture encourages only a few people at the top
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of Thai organizations to make decisions and take risks (Holmes & Tangtongtavy,
1995, p 84). Thai decision-making is commonly not in a team.
From a recent survey in Thailand, it was found that superiors in Thai organizations
accept that they have to make decision in an authoritarian way (Holmes &
Tangtongtavy, 1995, p 63). However, there is a fine line between an 'authoritarian
superior' and a 'dictatorial manager'. A dictatorial manager makes decisions without
consulting anyone, but an 'authoritarian manager' should nevertheless ask for
subordinates' opinion and show some interest in their views (Holmes & Tangtongtavy,
1995). However, the authoritarian manager is entitled to make decisions about what
he/she thinks is correct (Holmes & Tangtongtavy, 1995). It is his/her job to decide
and guide their subordinates, as he/she is their father/mother figure.

KrengJai
Kreng Jai (considerate) is defined by Klausner (1981, p

199) as: ... to be considerate, to feel reluctant to impose upon another person, to take
another person's feelings (and 'ego') into account, or to take every measure not to
cause discomfort or inconvenience for another person. Kreng Jai behavior can be
observed by all superiors, equals and inferiors and includes intimate relationships
between husband and wife and between close friends. The only difference is the
degree of Kreng Jai. Komin (1990, p 136) suggests that:
A Thai knows how far he/she can go in displaying the degree of Kreng Jai in
accordance to different degree of status discrepancy, degree of familiarity, and
different situations. It is a basic rule to Kreng Jai. Showing Kreng Jai towards one
who is higher in rank and seniority also means showing consideration merged with
respect (Klausner, 1981 ).

Face saving

Face saving, or the criticism avoidance value, plays a very important role in Thai
culture. Thais try to avoid conflict and criticism at all times because of the face saving
value. Komin (1990, p 135) suggests that:
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The 'face' is identical with 'ego' and is very sensitive. Since the Thais give
tremendous emphasis on 'face' and 'ego', preserving one another's 'ego' is the basic
rule of all Thai interactions both on the continuum of familiarity-unfamiliarity and the
continuum of superior-inferior, with difference only in degree.
Therefore, whenever there is a problem to be solved, Thais would find softer
approaches or tone down the negative messages used, avoiding confrontation in
public such as during meetings. Thais try to avoid making a person 'lose face' at all
cost. Losing face also means that a person is being insulted by the other party. This
leads to criticism avoidance. Komin (1990, p 135) suggests that Thais 'are very 'ego'
oriented, to the extent that it is very difficult for the Thai to dissociate one's ideas and
opinions from the 'ego' self. This is why a person who presents the ideas and gets
criticism for the ideas will take the criticisms personally and not as criticism of the
ideas themselves. Criticism creates insulting situations (Mulder, 1978). Face saving
will influence the quality of requirements where subordinates do not wish to challenge
their superiors' ideas during the elicitation stage.

BunKhun
Thais believe in Bun Khun which, can be described as:
.... .indebted goodness is a psychological bond between someone who, out of sheer
kindness and sincerity, renders another person the needed help and favor and the
latter's remembering of the goodness done and his ever-readiness to reciprocate the
kindness (Holmes & Tangtongtav, 1995, p 30).
This Bun Khun would be used for the base relationship between two people to respect
and or do favors for each other. Bun Khun:
..... must be returned, often on a continuous basis and in a variety ways, because Bun
Khun should not and cannot be measured quantitatively in material terms. It is an

ongoing, binding of good reciprocal feelings and lasting relationship ..... the Thai are
brought up to value this process of gratefulness-the process of reciprocity of
goodness done, and the ever-readiness to reciprocate. Time and distance are not the
factors to diminish the Bun Khun (Komin 1990, p139). For subordinates to create
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conflict or influence their superiors (Pu Yai) in meetings or public places would be
considered as not respecting them and not returning Bun Khun. However, it 1s
important to understand that superiors (Pu Yai) build/create Bun Khun (Saang Bun
Khun) toward their subordinates in the first instance, before they can expect to get

back reciprocal gratitude from their subordinates. Saang Bun Khun can also be
exploited and used in establishing power in Thai society (Rohitratana, 1998). This
power and connections sometimes can build an empire for that person.
Subordinates,under their superior's empire, might then gain a certain degree of
protection and benefits in return (Komin, 1990; Rohitratana, 1998). This process may
create job security for subordinates and good relationships with their superiors. They
will work in a group and share their success. The concept of Bun Khun plays an
important role throughout of all levels in Thai social hierarchy. Bun Khun creates a
behavioural pattern, which enables different levels of people at different social levels
to interact

2.5 Discussion of Chinese and Thai Culture Differences Based on
Hofstede's Ranking

Table 2.3 Differences in the Chinese and Thai national cultures according to
Hofstede
PDI

IDV

MAS

UV!

LTD

China

80

15

66

40

118

Thailand

64

20

34

64

56

Difference

China+24

Thailand+5

China+32 Thailand+24 China+62

Asian Average

71

20

53

58

80
···--·--·····-~

(Asian Average includes China, Hong Kong, Indonesia, Japan, South Korea, Taiwan
and Thailand)
Adapted from http://www.geert-hofstede.com
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Thailand
Thailand gets two highest Hofstede rankings being equal at 64-Power Distance
and Uncertainty Avoidance. The high Power Distance (PD!) is indicative of a high
level of inequality of power and wealth within the society. This condition is not
necessarily forced upon the population, but rather accepted by the society as a part of
their cultural heritage. The ranking of 64 is slightly lower than the Asian average of
71.
The equally high Hofstede Dimension ranking of Uncertainty Avoidance (UAI)
indicates the society's low level of tolerance for uncertainty. In an effort to minimize
or reduce this level of uncertainty, strict rules, laws, policies, and regulations are
adopted and implemented. As a result of this high Uncertainty Avoidance
characteristic, the society does not readily accept change and is very risk adverse. The
Thailand rank of 64 is slightly higher than the Asian average of 58.
Thailand's lowest Dimension is Individualism (IDV) at 20. A low score, as
Thailand has, indicates the society is Collectivist as compared to Individualist. This is
manifest in a close long-term commitment to the member 'group', is that a family,
extended family, or extended relationships. Loyalty in a collectivist culture is
paramount, and over-rides most other societal rules and regulations. The society
fosters strong relationships where everyone takes responsibility for fellow members of
their group.
Thailand has the lowest Masculinity ranking among the Asian countries listed at
34, compared to the Asian average of 53. This lower level is indicative of a society
with less assertiveness and competitiveness, as compared to one where these values
are considered more important and significant. This situation also reinforces more
traditional male and female roles within the population.

China
Hofstede analysis for China has Long-term Orientation (LTO) the highest-ranking
factor (118), which is true for all Asian cultures. This Dimension indicates a society's
time perspective and an attitude of persevering; that is, overcoming obstacles with
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time, if not with will and strength.
The Chinese rank lower than any other Asian country in the Individualism (IDV)
ranking, at 15 compared to an average of 24. This may be attributed, in part, to the
high level of emphasis on a Collectivist society by the Communist rule, as compared
to one of Individualism. The low Individualism ranking is manifest in a close and
committed member 'group', be that a family, extended family, or extended
relationships. Loyalty in a collectivist culture is paramount. The society fosters strong
relationships where everyone takes responsibility for fellow members of their group.
Of note is China's significantly higher Power Distance ranking of 80 compared to
other Asian countries' average of 71. This is indicative of a high level of inequality of
power and wealth within the society. This condition is not necessarily forced upon the
population, but rather accepted by the society as their cultural heritage.

2.6 Critical Analysis/Discussion of Theories Related to Culture

Table 2.4 Summary of Different Culture Theories

Main Culture Theories

Dimensions of Each Culture Theory

Hofstede's

1.

Individualism/Collectivism

2.

Power Distance

3.

Uncertainty Avoidance

4. MasculinityIF emininity

5. Long-term/Short-term orientation
Trompenaars's

1. Universalism/Particularism
2. Individualism/Collectivism

3. Neutral/Affective

4. Diffuse/Specific

5. Achievement/Ascription
6. Attitude to Time
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7. Attitude to Environment
Triandis's

GLOBE project

I.

Cultural Complexity

2.

Tight and Loose Cultures

3.

Individualism/Collectivism

I.

Power distance

2.

Uncertainty avoidance

3.

Societal collectivism

4.

In-group collectivism

5.

Gender egalitarianism

6. Assertiveness
7.

Future orientation

8.

Performance orientation

9. Human orientation

Of Trompenaars's seven value dimensions, two reflect closely the Hofstede's
dimensions of individualism/collectivism and to a lesser extent power distance.
Trompenaars individualism/collectivism value orientation seems to be virtually
identical to Hofstede's individualism/collectivism. His achievement/ascription value
orientation, which describes how status is accorded, appears to be linked to Hofstede's
power distance index, at least if one accepts that status is accorded by nature rather
than achievement, and that this reflects a greater willingness to accept power
distances. It is, however, not a complete match, as Hofstede's power index does not
only relate to how status is accorded, but also to the acceptable power distance within
a society, an area that is not touched upon by Trompenaars.

Trompenaars's

universalism/particularism

value

orientation,

describing

a

preference for rules rather than trusting relationships, could be interpreted as part of
Hofstede's uncertainty avoidance dimension on the one side, and to some extent the
collectivist/individualist dimension. Neutral/Affective, This measure is however
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confounding and clearly inapplicable in a national cultural context. Attitude to
environment is to some extent similar to uncertainty avoidance.

Diffuse/Specific dimension, which is similar to Hall's (1959) low-context and
high-context culture, and attitude to time dimension are two identical indices from
Hofstede and Triandis cultures.

Triandis's culture syndromes present a unique and interesting interpretation of
cultural typology. The syndromes are rich with meaning and replete with pioneering
insights, often drawn from deep knowledge of cultural-history. Compared with
Hofstede cultural dimensions, Triandis's culture syndromes are very complex to apply
to the international settings.

2. 7 Discussion of Selection of Variables

Based on the summary of different culture models, the researcher would therefore
choose nine cultural dimensions from GLOBE project as the variables of culture in
the conceptual framework.

The first six cultural dimensions of GLOBE project had their origins in the
dimensions of culture identified by Hofstede (1980). The three scales are intended to
reflect the same constructs as Hofstede's dimensions labeled Uncertainty Avoidance,
Power Distance, and Individualism. The societal collectivism dimension measures
societal emphasis on collectivism. The in-group collectivism scale measures in-group
(family and/or organization) collectivism-pride in and loyalty to family and/or
organization and family and/or organizational cohesiveness. In lieu of Hofstede's
Masculinity dimension, the author developed two dimensions labeled Gender
Egalitarianism and Assertiveness. Future Orientation is derived from Kluckhohn &
Strodtbeck's (1961) Past, Present, Future Orientation dimension, which focuses on the
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temporal mode of a society. Performance Orientation was derived from McClelland's
work on need for achievement. Human Orientation has its roots in Kluckhohn and
STrodtbeck's (1961) work on the Human Nature Is Good vs. Human Nature Is Bad
dimension, as well as Putnam's (1993) work on the Civic Society and McClelland's
(1985) conceptualization of the affinitive motive.

2.8 Performance Effectiveness

The definition term of the job performance is the degree of accomplishment of
tasks that make up an employee's job (Rue and Byars, 1995). It means the degree that
each person can finish the task may, or may not take him or her to the goal. But
performance effectiveness often concerns goals that are set by an organization, as
some authors explain as follows:

Schermerhorn and Chappell (2000) explain that performance effectiveness is a
measure of task output of goal accomplishment by an individual or group at work.
Performance is the "bottom line: for people at work". It is a cornerstone of
productivity and it should contribute to the accomplishment of organizational
objectives.

Williams (2002) suggested four higher-order dimensions being identified, certain
of which contained several dimensions of performance effectiveness. These are
summarized as process ownership; which is defined as people's autonomy in the work
itself, they have responsibility and accountability to do their jobs. Social skills, it is
defined as the effectiveness of communication with and across group boundaries,
team working and cooperation, it is the important tools to share information and
create good working condition. Personal style is defined as people's flexibility with
the environment situation, they can do their tasks systematically and well. Lastly, loss
prevention is characterized an individuals who are organized; keep a tidy work area
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and know where everything is; show good attention to detail; are consistent in quality
and output.

Some authors cited that high performance work refers to work approaches used to
systematically pursue ever higher levels of overall organizational and human
performance,

including quality,

productivity,

and

time performance.

High

performance work results in improved service of customers and other stakeholders.
Approaches to high performance work vary in form, function, and incentive system.
Effective approaches frequently include: cooperation between management and the
work force, including work force bargaining units; cooperation among work units,
often involving teams; self-directed responsibility/employee empowerment, employee
input to planning; individual and organizational skill building and learning; flexibility
in job design and work assignments; a flattened organizational structure, where
decision-making is decentralized and decisions are made closet to the "front line"
(http://www.utahqualityaward.org/htm).

Wiley and Brooks (2000) proposed the characteristics of high performance
organizations in the employee perspective is that people in an organization are aware
of quality work and are able to improve continuously to serve their customers or
others. Employees have authority and support they need to serve their customers.
People are encouraged to participate in decisions affecting their work and, perhaps
more importantly, to innovate. Moreover, employees have the ideas for written
development plans to take advantages of the fornml and informal skills improvement
opportunities that exist within the company.

Sample (200 I) proposed performance indicators to identify how to measure the
aspects of job performance in the organization. It is composed as core task
performance; refer to the key results or outcomes associated with the set of duties and
core tasks that define a particular job. Job dedication involves self-disciplined
behaviors that demonstrate loyalty, commitment, and motivation, such as taking
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initiative, following rules and working hard. Interpersonal effectiveness refers to
putting people at ease, building and mending relationships, sensitivity, cooperation,
and consideration. Retention refers to remaining on the job or in the organization
(http://www.metricsone.com).

Daft (1995) suggested that in the internal environment of organization,
effectiveness performance is measured as internal organizational health and efficiency.
The indicators of an effectiveness organization as seen from an internal process
approach are: strong corporate culture and positive work climate; team spirit, group
loyalty, and teamwork; confidence, trust, and communication between workers and
management; decision making near sources of information, regardless of where those
sources are on the organization chart; undistorted horizontal and vertical
communication, sharing of relevant facts and feeling; rewards to managers
performance, growth, and development of subordinates and for creating an effective
working group; interaction between the organization and its parts, with conflict that
occurs over projects resolved in the interest of the organization.

Effectiveness is a broad concept. It implicitly takes into consideration a range of
variables at both the organizational and departmental levels. Effectiveness evaluates
the extent to which multiple goals whether official or operative are attained. Then
organizational tie performance measurement to strategy execution, it can be a
valuable tool for helping organizations to reach their goals.
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The following framework summarizes the characteristics of organizational culture
which affect performance effectiveness of employees. Organizational culture and
practices in a given work environment, energize and makes the workforce productive.
In tum, the more effective the performance is, the greater customer satisfaction and
the stronger the long-term business performance of the organization.

Organizational Culture

•

•
•
•
•

Outcome Orientation
People Orientation
Stability
Involvement
Flexibility

~\
Performance Effectiveness

•

Business

•

•
•

Performance

Skills
Time Management
Accountability
Job Dedication

Customer's
Satisfaction

Figure 2.1

Framework of Understanding Organizational Culture and

Performance effectiveness
(Adapted from Wiley and Brooks, 2000. The High-Performance Organizational
Climate. Handbook of organizational Culture and Climate, 178).
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2.9 Sub-Variables of Performance Effectiveness

Based on the above literature, the researcher selected some indicators that can
measure performance effectiveness, described as follow:

Accountability

Hellriegel and Slocum (1996) cited the following about accountability:
Accountability is the expectation that each employee will accept credit or blame
for results achieved in performing assigned tasks. Employees are expected to report
the results of their work. This feedback enables management to determine weather
effective decisions are being made and whether tasks are being performed properly.
No supervisor can check everything an employee does. Therefore guidelines are
established within which responsibilities are carried out. The employee is accountable
for performance within these limits (Hellriegel and Slocum, 1996: 318)

The employee is then held accountable for his/her behavior while working task.
When either authority or responsibility are lacking, supervisor cannot judge a
subordinate's accomplishments fairly. And when managers are reluctant to hold
subordinates accountable for their tasks, subordinates can easily pass the buck for
nonperformance.

Then, the accountability define the key result areas of the job, it should cover all
the key aspect of job that together contribute to achieving its overall purpose.

Job Dedication

Job dedication involves self-disciplined behaviors that demonstrate loyalty,
commitment, and motivation, such as taking initiative, following rules and working
hard. (http://www.metricsone.com).
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Skills

Skills are abilities related to performance that are not necessarily inborn. They
can be learned and developed. Hellriegel and Slocum (1996) suggested managerial
skills are group in five categories: technical, interpersonal, communication, and
critical thinking. The relative mix of skills required depends on the employee's level,
responsibility, and function. Dessler (1994) cited that successful performance
depended not just on motivation but on ability as well. Technical knowledge and
managerial competence are the occupational skills that people can work with
effective.

Technical skills involve the ability to apply specific methods, procedures, and
techniques in a specialized field.

Interpersonal skills include the abilities to lead, motivate, manage conflict, and
work with others.

Communication skills are the ability to send and receive information, thought,
feelings, and attitudes.

(Hellriegel and Slocum, 1996: 26)

Time Management
Several authors explained that time management could be divided into four steps:
determine and set goals, develop a plan to reach the goals, implement the plan, and
monitor and revise the plan as needed. These four steps must fit together for time
management to be effective. Thus, the important part of time management is
developing the plan and time line to reach the target.
(http:/I guts.studentorg. wisc.edu/brtmmng.htm)

In the workplace, time management is important, not only to accomplish more of

the things you wish and need to do, but also to control the many activities and
pressures that try to waste your time. Good time management, especially in the
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workplace, also affects productivity, perfo1mance, and self-esteem. Wise management
of the time can increase people's productivity, performance effectiveness and
increased productivity can add people's self-esteem.

2.10 Previous Study

Thitima Chewsakul (2003) had completed a study on the relationships between
organizational culture in terms of outcome orientation, people orientation, stability,
involvement, and flexibility and performance effectiveness in terms of skills, time
management, accountability, and job dedication of employees of ABC bank public
company limited. From the study, it was shown that the outcome orientation had
significant relationship with skills, time management, accountability, and job
dedication. People orientation had significant relationship with skills and job
dedication. Stability had significant relationship with skills, time management,
accountability, and job dedication. Involvement had significant relationship with skills
and job dedication. Flexibility had significant relationship with skills, time
management, accountability, and job dedication.

Josephine Sosa Fey (2001) had done a cross-cultural study of the moderating
effects

of culture

m

individualism/collectivism,

terms

of power

paternalism,

and

distance,

uncertainty

masculinity/femininity

avoidance,
on

the

relationship between transformational leadership and subordinate's extra effort,
perceived leader effectiveness, and satisfaction with leader. The result showed that the
cultural dimensions of individualism/collectivism and power distance had a
moderating effect on subordinates' perception of leader effectiveness. Cultural
dimension of paternalism had a moderating effect on subordinates' satisfaction with
the leader.
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Supapom Leekhaphan (1999) had finished a study on the relationships between
corporate culture in terms of power orientation, role orientation, people orientation,
task orientation, work attitude, readiness for change and excellent performance in
terms of vision, leadership, participation, innovation, team work, and organization
structure. The result indicated that corporate culture had the weakest positive
correlation with excellent performance, work attitudes had moderate positive
correlation with excellent performance, and readiness for change had the strongest
positive correlation with excellent performance. The study also showed the corporate
culture of the studied organization had the high tendency towards people orientation.
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CHAPTER3
RESEARCH FRAMEWORKS

This chapter describes the theoretical framework, conceptual framework, research
hypotheses, and operationalization of the independent variables and dependent
variables. The theoretical framework is a model that explores the relationship of
variables in a logical and prescribed form. The conceptual framework is the
researcher's own model, which explains the independent and dependent variables.
Research hypothesis is the statement specifying the relationship between variables.
Finally, the operationalization of variables is the example translated into action of all
variables.

3.1 Theoretical Framework

Theoretical framework is a big picture of ideas of the study and it presents the
relationship of one main independent variable that is cultural dimensions, and one
main dependent variable that is performance effectiveness.

Figure 3.1 shows societal cultural values and practices affect what leaders do.
Substantial empirical evidence supports this assertion (House et al., 1997). First,
founders of organizations-the organization's original leaders-are immersed in their
own societal culture, and they are most likely to enact the global leader behavior
patterns that are favored in that culture. Founders influence the behavior of
subordinate leaders and subsequent leaders by use of selective management selection
criteria, role modeling, and socialization. Further, the dominant cultural norms
endorsed by societal cultures induce global leader behavior patterns and
organizational practices that are differentially expected and viewed as legitimate
among cultures. Thus, the attributes and behaviors ofleader are, in part, a reflection of
the organizational practices, which in turn are a reflection of societal cultures. (e.g.,
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Kopelman, Brief, & Guzzo, 1990).

Leader effectiveness is a function of the interaction between leader attributes and
behaviors and organizational contingencies. Leaders who effectively address
organizational contingencies will be more effective than leaders who do not. (R.
House, 2002)

Figure 3.1 Theoretical Framework

Societal
Culture, Norms
& Practices

1------ ----------

Organizational
Form, Culture
& Practices

'

~----~'

Leader
Attributes &
Behaviors

:'
.

Leader
Effectiveness

'
-----------------·

Adapted from The GLOBE conceptual model, R. House et al., Journal of World
Business 37 (2002) 3-10

3.2 Conceptual Framework

The conceptual framework is shown in the figure below. It demonstrates the
overview of idea in this research. The main objective of this research is to find out the
relationships between culture differences and employees' performance effectiveness
among Chinese and Thai managerial and supervisory employees in C.P. Thailand and
C.P. Kunming Co., Ltd.
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From the conceptual framework, there is one independent variable mainly
cultural dimensions, and one dependent variable mainly performance effectiveness.
The framework shows that cultural dimensions in terms of power distance,
uncertainty

avoidance,

societal

collectivism,

m-group

collectivism,

gender

egalitarianism, assertiveness, future orientation, performance orientation, and human
orientation have relationships with performance effectiveness in terms of skills, time
management, accountability, and job dedication.

Figure 3.2 Conceptual Framework

Independent Variables

Dependent Variables

Cultural Dimensions

•

Power Distance

•

Uncertainty Avoidance .

•

Societal collectivism

•

In-group collectivism

•

Gender egalitarianism

•

Performance Effectiveness

•

Skills

•

Time Management

Assertiveness

•

Accountability

•

Future orientation

•

Job Dedication

•

Performance orientation

•

Human orientation

~

v

3.3 Research Hypotheses

Based on the framework of this study, the hypotheses that are about to be tested
are stated in both null hypothesis and alternative hypothesis. Hypotheses for the study
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are listed below:
Ho 1: There is no significant relationship between power distance and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha 1: There is a significant relationship between power distance and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

H02 : There is no significant relationship between uncertainty avoidance and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha2 : There is a significant relationship between uncertainty avoidance and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

Ho1: There is no significant relationship between societal collectivism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha3 : There is a significant relationship between societal collectivism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

H04 : There is no significant relationship between in-group collectivism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
H~:

There is a significant relationship between in-group collectivism and skills, time

management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

Ho 5 : There is no significant relationship between gender egalitarianism and skills,
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time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kumning.
Ha5 : There is a significant relationship between gender egalitarianism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kumning.

H06 : There is no significant relationship between assertiveness and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
H~:

There is a significant relationship between assertiveness and skills, time

management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

H07 : There is no significant relationship between future orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha7 : There is a significant relationship between future orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kumning.

Hos: There is no significant relationship between performance orientation and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha8 : There is a significant relationship between performance orientation and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kumning.

H09 : There is no significant relationship between human orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
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Ha9 : There is a significant relationship between human orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

3.4 Operationalization of the Independent and Dependent Variables

The operationalization of variables is the statement to translate all sub variables
of independent and dependent variables into action by using its proxies or sub-sub
variables. These are the examples and clear statements for easy understanding to
readers, or these statements similar to the questionnaires.

3.4.1

The sub-variables of Cultural dimensions

Table 3.1 Operationalization of Cultural dimensions

Sub Variables

•

The degree of assertive, dominant Likert Scale (1-5)
in relationships with others

Assertiveness

Future
Orientation

Level of Measurement

Sub variables operationalized

•

The

extent

encourages

of
&

future-oriented behaviors

)

Strongly Disagree

)

Disagree

)

Neutral

)

Agree

)

Strongly Agree

collective Likert Scale (1-5)
rewards

)

Strongly Disagree

)

Disagree

)

Neutral

)

Agree

)

Strongly Agree
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Gender
Egalitarianism

•
•

Level of inequality between sexes

Likert Scale (1-5)

Attitudes

)>

Strongly Disagree

)>

Disagree

)>

Neutral

)>

Agree

)>

Strongly Agree

towards

work,

confrontation, achievement etc

Human
Orientation

In-group

•

•

Collectivism

Performance
Orientation

•

The

degree

collective Likert Scale (1-5)

of

encourages & rewards individuals

)>

Strongly Disagree

for being fair, altruistic, generous,

)>

Disagree

caring and kind to others

)>

Neutral

)>

Agree

)>

Strongly Agree

The degree of individuals' ties to

Like1t Scale (1-5)

their small immediate groups

)>

Strongly Disagree

)>

Disagree

)>

Neutral

)>

Agree

)>

Strongly Agree

The

degree

encourages

&

members

for

of

collective

Likert Scale (1-5)

group

)>

Strongly Disagree

performance

)>

Disagree

)>

Neutral

)>

Agree

rewards

improvement & excellence

Strongly Agree

)>

·-

Power

•

Level of inequality in society

Likert Scale ( 1-5)

Distance

•
•

Privileges of power holders

)>

Strongly Disagree

Attitudes towards conflict and

)>

Disagree

cooperation

)>

Neutral

)>

Agree
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>
Societal

•

Collectivism

The

degree

of

Strongly Agree

individuals Likert Scale (1-5)

integrated into groups within the

>

Strongly Disagree

society

>

Disagree

> Neutral
> Agree
>
Uncertainty

•

Avoidance

Attitude towards uncertainty m Likert Scale (1-5)
life

•

Need

for

formal

rules

and

regulations

3.4.2

Strongly Agree

>

Strongly Disagree

>

Disagree

> Neutral
>

Agree

>

Strongly Agree

The sub-variables of Performance Effectiveness

Table 3.2 Operationalization of Performance Effectiveness of Employees

Sub Variables

Accountability

Sub variables operationalized

•

Level of Measurement

Expectation that each employee Likert Scale (1-5)
will accept credit or blame for

>

results achieved m performing >
assigned tasks.

Very Unsatisfied
Unsatisfied

> Neutral
>

Satisfied
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)>

Job

•

Dedication

self-disciplined

behaviors

Very Satisfied

that Likert Scale (1-5)

demonstrate loyalty, commitment,

)>

Strongly Disagree

and motivation

)>

Disagree

)>

Neither Agree nor
Disagree

Skills

•

)>

Agree

)>

Strongly Agree

Managerial skills are grouped in Likert Scale (1-5)
five

technical,

)>

Strong! y Disagree

communication,

)>

Disagree

)>

Neither Agree nor

categories:

interpersonal,

and critical thinking.

Disagree

Time
Management

•

)>

Agree

)>

Strongly Agree

Developing the plan and time line Likert Scale ( 1-5)
to reach the target.

)>

Strongly Disagree

)>

Disagree

)>

Neither Agree nor
Disagree

)>

Agree

)>

Strongly Agree
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CHAPTER4
RESEARCH METHODOLOGY

This chapter contains the methodology employed to analyze the relationships
between cultural dimensions (measured by power distance, uncertainty avoidance,
societal collectivism, in-group collectivism, gender egalitarianism, assertiveness,
future orientation, performance orientation, and human orientation) and performance
effectiveness (measured by skills, time management, accountability, and job
dedication) among Thai and Chinese managerial and supervisory employees in C.P.
Kunming and C.P. Thailand.
The

chapter

includes

respondents

and

sampling

procedures,

research

instruments/questionnaires, collection of data/gathering procedures, and the statistical
treatment of data.

4.1 Research Methods

This research focused on the relationships between cultural dimensions and
performance effectiveness of Thai and Chinese managerial and supervisory
employees in C.P. Thailand and C.P. Kunming. The research used correlation methods
in analyzing data. The correlation methods of analysis were used to detennine the
relationships between independent variables and dependent variables. After collecting
data from the target respondents, the data will be coded into the symbolic form that
will be used in SPSS software.

4.2 Respondents and Sampling Procedures

Target respondents included in this study are I 00 Thai managerial and
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supervisory employees working in C.P. Thailand and I 00 Chinese managerial and
supervisory employees working in C.P. Kunming. The researcher has chosen I 00
Chinese managerial and supervisory employees working in C.P. Kunming is because
the total numbers of employees working in managerial and supervisory level in C.P.
Kunming are I 00. In order to compare the survey result, the total numbers of
managerial and supervisory employees working in C.P. Thailand are chosen based on
the total numbers of managerial and supervisory employees working in C.P. Kunming
that is I 00.

4.3 Research Instruments

In this study, the questionnaires will be used as the research instrument for
studying the relationships between cultural dimensions and performance effectiveness
among Thai and Chinese managerial and supervisory employees in C.P. Thailand and
C.P. Kunming. The primary data compiled through the questionnaire will be classified
into two parts as follows:

Part I

The measurement of perceptions of the respondents on cultural

dimensions in terms of power distance, uncertainty avoidance, in-group
collectivism, societal collectivism, gender egalitarianism, assertiveness,
future orientation, performance orientation, and human orientation.

Part II

The measurement of perceptions of the respondents on performance

effectiveness in terms of skills, time management, accountability, and job
dedication.

Table 4.1 Arrangement of Questionnaires

c

Part

Variables

Questions Num~
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I

Cultural dimensions

•
•

Power Distance

1-4

Uncertainty Avoidance

5-8

•

Societal Collectivism

9-12

•
•

In-group Collectivism

13-16

Gender Egalitarianism

17-20

Assertiveness

21-24

Future Orientation

25-28

Performance Orientation

29-32

Human Orientation

33-36

•
•
•
•
II

Performance Effectiveness

•
•
•
•

Skills

1-5

Time Management

6-10

Accountability

11-15

Job Dedication

16-20

4.4 Data Collection Techniques and Procedures

In collecting data, there are two types of data; primary and secondary. Primary

data was collected from respondents by using questionnaire as the research
instrument.

The secondary data was gathered from books, journals, published theses, and
internet and other references of the library of Assumption University.

The following are the action steps the researcher will take:

Step 1 The questionnaire was arranged into two main parts which include
perception of cultural dimensions and perception of performance effectiveness. The
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researcher translated the questions into Thai language and Chinese language versions
to facilitate the understanding of respondents who are Thai and Chinese.

Step 2 The questionnaire will be pre-tested with 20 people testing their
understanding of the wordings and subsequences of the questions.

Reliabilitv Test

As the first step of measurement validation, the reliability of each construct
variable was examined by using SPSS Reliability Test's coefficient alpha. As shown
in Table 4.2, all constructs exhibited relatively high alpha values, falling within the
acceptable range.

A low value of alpha (close to 0) indicates that the sample of items is poor
representation of underlying variable, while a high vale of alpha (close to 1) indicates
that the items are internally related in the manner expected. In this study, all the
reliability tests produced relatively high alpha values (0.7) that are acceptable.

Table 4.2 the reliability tests
Reliability Value

Factor
Power distance

.

.8016

Uncertainty avoidance

.8284

In-group collectivism

.8400

Societal collectivism

.8104

Gender egalitarianism

.8264

Assertiveness

.9270
----

Future orientation

.9164

Performance orientation

.9316

Human orientation

.8860
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Skills

.8674

Time management

.9102

Accountability

.9210

Job dedication

.9216

Step 3 The questionnaires will be distributed to 100 Thai respondents and I 00
Chinese respondents.

Step 4 The questionnaires will be collected within 20 days after distribution.

For questionnaire, the questions are using Five Point Likert Scales: 5 = Strongly
Agree, 4 = Agree, 3 = Neutral, 2 = Disagree and 1 = Strongly Disagree, so that it is
easier giving information. Questions are asked in a series of statements by indicating
whether he or she is Strongly Agree, Agree, Neutral, Disagree, or Strongly Disagree
with each statement.

4.5 Statistical Treatment of Data

The data was analyzed using SPSS. The statistics tool which was used in the
research is shown below:
Pearson product moment correlation coefficient
The nine determinants (power distance, uncertainty avoidance, societal collectivism,
in-group collectivism, gender egalitarianism, assertiveness, future orientation,
performance orientation, and human orientation) of cultural dimensions represent the
independent variables and four determinants (skills, time management, accountability
and job dedication) represent dependent variables. The instrument measures both
independent and dependent variables containing interval scale. Correlation analysis
will be performed using Pearson product moment correlation coefficient to assess the
strength and direction of the relationship between cultural dimensions and joint
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venture performance.

Question 1 : Used of average weighted means measuring the perception of
respondents on the relationships between cultural dimensions and performance
effectiveness.

Result

lntemretation of levels

4.21-5.00

Strongly Agree

3.41-4.20

Agree

2.61-3.40

Neutral

1.81 -2.60

Disagree

1.00- 1.80

Strongly Disagree

Question 2 : Pearson Correlation Coefficient was used to measure the level of
correlation of each variable, a range of confidence level was set at 99 percent, and the
interpretation of the correlation results were as follows:

Result

lntemretation of Correlation

0.70 or higher

High positive correlation

0.50- 0.69

Strong positive correlation

0.30- 0.49

Moderate positive correlation

0.10- 0.29

Weak positive correlation

0.01 -0.09

No correlation

-0.01 - 0.09

No correlation

-0.10-0.29

Weak negative correlation

- 0.30- 0.49

Moderate negative correlation

-0.50- 0.69

Strong negative correlation

-0.70 or lower

High negative correlation
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CHAPTERS
RESEARCH FINDINGS AND ANALYSIS

This chapter was provided to substantiate the thirty-six sets of hypotheses
established under this study. Surveyed data were brought into use for analyzing and
answering the research questions. There were three parts in this chapter beginning
with the description ofrespondents' cultural dimensions. The following parts were the
statistical findings and analysis presented according to the hypotheses set up in
Chapter 3, and the assumption concerning the strongest relationship of one
independent variable and performance effectiveness.
The researcher first distributed I 00 questionnaires to all the managerial and
supervisory employees working in C.P. Kunming and 80 questionnaires were totally
collected back. Then the researcher distributed another 80 questionnaires, which were
based on the number of questionnaires collected back from C.P. Kunming, to
managerial and supervisory employees working in C.P. Thailand and all the 80
questionnaires were collected back. Therefore, the researcher conducted a data
analysis based on 160 collected questionnaires.

5.1 Perceptions of Respondents on Cultural Dimensions

This section was set to find measurement on perceptions of respondents of the
nine cultural dimensions. The findings presented in this part were provided to answer
research questions and also analyze all measurement on perceptions of respondents.
The mean ( X) and standard deviation (S.D.) were used to analyze the measurement
on perceptions of respondents of all cultural dimensions. The interpretation of
measurement results were as follows:
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Interpretation of levels

Result

5.1.1

4.21 - 5.00

Strongly Agree

3.41-4.20

Agree

2.61-3.40

Neutral

1.81 -2.60

Disagree

1.00 - 1.80

Strongly Disagree

Analysis of Perceptions of Respondents on Power Distance

Table 5.1.1 shows that the level of power distance dimension of all Thai
managerial and supervisory employees was disagree

(X

=

2.21). As considerate by

item in questionnaire, the power distance dimension which the employees got the
most mean, was item 2 "It is frequently necessary for a manager to use authority and
power when dealing with subordinates."; the mean score was at high level (2.63),
while the least critically level was item 3 "Managers should seldom ask for the
opinions of employees."; the mean score was at lowest level (1.78).
Table 5.1.1 also shows that the level of power distance dimension of all Chinese
managerial

and

supervisory

employees

was

neutral

(

X

=

2.71).

As considerate by item in questionnaire, the power distance dimension which the
employees got the most mean was item 1 "Managers should make most decisions
without consulting subordinates."; the mean score was at high level (2.29), while the
least critically level was item 3 "Managers should seldom ask for the opinions of
employees."; the mean score was at lowest levels (2.03).
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Table 5.1.1: Perceptions of Respondents on Power Distance (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Power Distance

I. Managers should make most decisions
without consulting subordinates.
2. It is frequently necessary for a manager to
use authority and power when dealing with
subordinates.
3. Managers should seldom ask for the
opinions of employees.
4. Managers should not delegate important
tasks to employees.
Total

Thai managerial and
supervisory employees

x

S.D.

2.36

0.96

2.63

1.25

1.78

Chinese managerial and
supervisory employees

x-

S.D.

Levels

2.29

1.09

Disagree

Neutral

2.20

0.88

Neutral

0.98

Neutral

2.03

1.01

Agree

2.09

0.98

Disagree

2.15

0.76

Neutral

2.21

0.76

Disagree

2.71

0.65

Neutral

Levels
Disagree

Thai managerial and supervisory employees showed disagree, while Chinese
managerial and supervisory employees showed neutral on perceptions of respondents
of power distance. This result was corresponding to Hofstede's power distance score,
in which China received a higher than Thailand; it indicates a high level of inequality
of power and wealth within the society.

5.1.2

Analysis of Perceptions of Respondents on Uncertainty
Avoidance

Table 5.1.2 shows that the level of uncertainty avoidance dimension of all Thai
managerial and supervisory employees was strongly agree (

X

=

4.30).
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As considerate by item in the questionnaire, the uncertainty avoidance dimension
which the employees got the most mean was item 5 "It is important to have job
requirements and instructions spelled out in detail so that employees always know
what they are expected to do."; the mean score was at high level (4.40), while the
least critically level was item 6 "Rules and regulations are important because they
inform employees what the organization expects of them."; the mean score was at
lowest level (4.23).
Table 5. 1.2 also shows that the level of uncertainty avoidance dimension of all
Chinese managerial and supervisory employees was agree ( X

=

4.12).

As considerate by item in the questionnaire, the uncertainty avoidance dimension
which the employees got the most mean was item 8 "Instructions for operations are
important for employees on the job."; the mean score was at high level (4.19), while
the least critically level was item 5 "It is important to have job requirements and
instructions spelled out in detail so that employees always know what they are
expected to do."; the mean score was at lowest level (3.99).

Table 5.1.2: Perceptions of Respondents on Uncertainty Avoidance (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Uncertainty Avoidance

5. It is important to have job requirements
sand instructions spelled out in detail so that
employees always know what they are
expected to do.

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x

S.D.

Levels

x

S.D.

Levels

4.40

0.70

Strongly
Agree

3.99

0.63

Agree
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6. Rules and regulations are important
because they inform employees what the
organization expects of them.
7. Standard operating procedures are helpful
to employees on the job.
8. Instructions for operations are important
for employees on the job.
Total

4.23

0.55

Strongly
Agree

4.18

0.57

Agree

4.29

0.48

4.14

0.71

Agree

4.28

0.59

4.19

0.55

Agree

4.30

0.42

Strongly
Agree
Strongly
Agree
Strongly
Agree

4.12

0.53

Agree

Thai managerial and supervisory employees showed strongly agree, while
Chinese managerial and supervisory employees showed agree on perceptions of
respondents of uncertainty avoidance. This result was corresponding to Hofstede 's
national uncertainty avoidance score, in which Thailand received a higher score than
China; it indicates Thai society's low level of tolerance for uncertainty. Therefore, in
an effort to minimize or reduce this level of uncertainty, strict rules, laws, policies,
and regulations should be adopted and implemented.

5.1.3

Analysis

of Perceptions

of Respondents

on

Gender

Egalitarianism

Table 5.1.3 shows that the level of gender egalitarianism dimension of all Thai
managerial

and

supervisory

employees

was

disagree

(

X

=

2.30).

As considerate by item in the questionnaire, the gender egalitarianism dimension
which the employees got the most mean was item 11 "Solving organizational
problems usually requires an active forcible approach, which is typical of men."; the
mean score was at high level (2.43), while the least critically level was item 9 "It is
preferable to have a man in a high level position rather than a woman."; the mean
score was at lowest level (2.16).
Table 5.1.3 also shows that the level of gender egalitarianism dimension of all
Chinese managerial and supervisory employees was disagree (

X

=

2.57).
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As considerate by item in the questionnaire, the gender egalitarianism dimension
which the employees got the least mean was item I 0 "Men usually solve problems
with logical analysis; women usually solve problems with intuition."; the mean score
was at the lowest level (2.31 ), while the highest critically level was subject 11
"Solving organizational problems usually requires an active forcible approach, which
is typical of men."; the mean score was at the highest level (2.68).

Table 5.1.3: Perceptions of Respondents on Gender Egalitarianism (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Gender Egalitarianism

•
9. It is preferable to have a man in a high
level position rather than a woman.
I 0. Men usually solve problems with logical
analysis; women usually solve problems
with intuition.
11. Solving organizational problems usually
requires an active forcible approach, which
is typical of men.
12. Meetings usually run more effectively
when a man chairs them.
Total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x

S.D.

Levels

x-

S.D.

Levels

2.16

1.15

Disagree

2.14

1.13

Disagree

2.41

1.14

Disagree

2.31

1.15

Disagree

2.43

1.06

Disagree

2.68

0.82

Neutral

2.20

1.04

Disagree

2.29

1.19

Disagree

2.30

0.95

Disagree

2.57

0.84

Disagree

Thai managerial and supervisory employees showed disagree, while Chinese
managerial and supervisory employees showed disagree too. It implies nowadays
women in the organization have higher status and a stronger role in decision-making.
They have a higher percentage of women participating in the labor force and more
women in positions of authority. Gender discrimination and role inequalities in both
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companies are minimized.

5.1.4 Analysis

of Perceptions

of Respondents

on

In-group

Collectivism

Table 5.1.4 shows that the level of in-group collectivism dimension of all Thai
managerial and supervisory employees was agree (X = 3.64). As considerate by
item in questionnaire, the in-group collectivism dimension which the employees got
the most mean was item 15 "Being accepted by the members of your work group is
very important."; the mean score was at high level (4.09), while the least critically
level was item 14 "Individuals may be expected to give up their goals in order to
benefit group success."; the mean score was at lowest level (3.44).
Table 5.1.4 also shows that the level of in-group collectivism dimension of all
Chinese managerial and supervisory employees was agree (

X

=

3.54).

As considerate by item in questionnaire, the in-group collectivism dimension which
the employees got the most mean was item 15 "Being accepted by the members of
your work group is very important."; the mean score was at high level (3.83), while
the least critically level was item 14 "Individuals may be expected to give up their
goals in order to benefit group success."; the mean score was at lowest level (3 .31 ).

Table 5.1.4: Perceptions of Respondents on In-group Collectivism (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
In-group Collectivism

Thai managerial and
supervisory employees

x

S.D.

Levels

Chinese managerial and
supervisory employees

x-

S.D.
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Levels

13. Group welfare is more important than
individual awards.
14. Individuals may be expected to give up
their goals in order to benefit group success.
15. Being accepted by the members of your
work group is very important.
16. Employees should only pursue their
goals after considering the welfare of the
group.
Total

3.53

1.04

Agree

3.46

0.86

Agree

3.44

0.84

Agree

3.31

0.77

Neutral

4.09

0.83

Agree

3.83

0.87

Agree

3.50

1.18

Agree

3.58

0.76

Agree

3.64

0.73

Agree

3.54

0.57

Agree

Thai managerial and supervisory employees showed agree while Chinese
managerial and supervisory employees showed agree too. It indicated that mangers
from both cultures prefer group harmony, group loyalty and cooperative relationships
in order to carry out their managerial skills.

5.1.5 Analysis of Perceptions of Respondents on Societal
Collectivism

Table 5.1.5 shows that the level of societal collectivism factor overall of Thai
managerial and supervisory employees was agree ( X = 4.09). As considerate by
subject, the societal collectivism factor which the employees was criteria most mean
was subject 20 "Group harmony and cooperation should be promoted."; the mean
score was at high levels (4.34), while the least critically level was subject 17
"Mangers should encourage group loyalty even if individual goals suffer."; the mean
score was at lowest levels (3.84).
Table 5.1.5 also shows that the level of societal collectivism dimension of all
Chinese managerial and supervisory employees was

agree (

X

=

3.54).

As considerate by item in questionnaire, the societal collectivism dimension which the
employees got the most mean was item 20 "Group harmony and cooperation should
be promoted."; the mean score was at high level (4.31), while the least critically level
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was item 18 'The pay and bonus system should be designed to maximize collective
interests."; the mean score was at lowest level (3.59).

Table 5.1.5: Perceptions of Respondents on Societal Collectivism (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Societal Collectivism

17. Mangers should encourage group
loyalty even if individual goals suffer.
18. The pay and bonus system should be
designed to maximize collective interests.
19. Teamwork should be promoted in the
organization.
20. Group harmony and cooperation should
be promoted.
Total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x

S.D.

Levels

x

S.D.

Levels

3.84

0.79

Agree

3.94

0.60

Agree

4.03

0.78

Agree

3.59

0.87

Agree

4.16

0.65

Agree

4.11

0.67

Agree

4.34

0.67

4.31

0.61

4.09

0.56

Strongly
Agree
Agree

3.99

0.47

Strongly
Agree
Agree

Thai managerial and supervisory employees showed agree while Chinese
managerial and supervisory employees showed agree on perceptions of respondents of
societal collectivism. The two countries got the same result. The result parallels to
Hofstede's national culture score on collectivism. Both countries are collectivism
country.

5.1.6

Analysis of Perceptions of Respondents on Assertiveness
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Table 5.1.6 shows that the level of assertiveness dimension of all Thai
managerial and supervisory employees was agree (.X

=

3.42). As considerate by

item in questionnaire, the assertiveness dimension which the employees got the most
mean was item 22 "Employees should be encouraged to be tough, confrontational,
assertive and competitive."; the mean score was at high levels (3.85), while the least
critically level was item 23 "Managers should be generally dominant."; the mean
score was at lowest level (3 .11 ).
Table 5.1.6 also shows that the level of assertiveness dimension of all Chinese
managerial

and

supervisory

employees

was

agree

(

X

3.95).

As considerate by item in questionnaire, the assertiveness dimension which the
employees got the most mean was item 22 "Employees should be encouraged to be
tough, confrontational, assertive and competitive."; the mean score was at high level
(4.14), while the least critically level was item 23 "Managers should be generally
dominant."; the mean score was at lowest level (3.76).

Table 5.1.6: Perceptions of Respondents on Assertiveness (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Assertiveness

21. Employees should be encouraged to
solve problems by themselves.
22. Employees should be encouraged to be
tough, confrontational, assertive and
competitive.
23. Managers should be generally dominant.

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x-

S.D.

Levels

x-

S.D.

Levels

3.49

1.08

Agree

3.89

0.69

Agree

3.85

0.84

Agree

4.14

0.74

Agree

3.11

1.18

Neutral

3.76

0.60 - - Agree
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24. Competition should be promoted in the
organization.
total

3.21

0.96

Neutral

4.03

0.71

Agree

3.42

0.56

Agree

3.95

0.52

Agree

Thai managerial and supervisory employees showed agree while Chinese
managerial and supervisory employees showed agree on perceptions of respondents of
assertiveness. This indicates that both companies may pay much attention to
encouraging employees to be tough, confrontational, assertive and competitive. The
difference is Chinese managerial and supervisory employees concerned more on
competition between employees and managers' dominant position in the organization.

5.1.7 Analysis of Perceptions of Respondents on Future Orientation

Table 5.1.7 shows that the level of future orientation dimension of Thai
managerial and supervisory employees was agree ( X

=

3.94). As considerate by

item in questionnaire, the future orientation dimension which the employees was got
the most mean was item 28 "It is wise to keep good relationship and promote
reciprocation with colleagues in the organization."; the mean score was at high level
(4.23), while the least critically level was item 27 "Employees will feel shame and
losing facing when criticized by managers in front of colleagues."; the mean score
was at lowest level (3.71).
Table 5. I. 7 also shows that the level of future orientation dimension of all
Chinese managerial and supervisory employees was strongly agree ( X

=

4.44).

As considerate by item in questionnaire, the future orientation dimension which the
employees got the most mean was item 26 "Saving for the future and longer time
thinking and decision-making frame should be promoted."; the mean score was at
high level (4.43), while the least critically level was item 27 "Employees will feel
shame and losing facing when criticized by managers in front of colleagues."; the
mean score was at lowest level (3.65).
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Table 5.1.7: Perceptions of Respondents on Future Orientation (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Future Orientation

25. Planning for the future should be
encouraged and rewarded.
26. Saving for the future and longer time
thinking and decision-making frame should
be promoted.
27. Employees will feel shame and losing
facing when criticized by managers in front
of colleagues.
28. It is wise to keep good relationship and
promote reciprocation with colleagues in the
organization.
Total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x-

S.D.

Levels

x-

S.D.

Levels

3.90

0.56

Agree

4.21

0.56

3.93

1.04

Agree

4.43

0.61

Strongly
Agree
Strongly
Agree

3.71

1.16

Agree

3.65

0.80

Agree

4.23

1.04

Strongly
Agree

4.31

0.62

Strongly
Agree

3.94

0.68

Agree

4.44

0.45

Strongly
Agree

Thai managerial and supervisory employees showed agree while Chinese
managerial and supervisory employees showed strongly agree on perceptions of
respondents of future orientation. This indicates that Chinese mangers may pay more
attention to encouraging and rewarding future-oriented behaviors such as planning,
investing in the future when compared with Thai mangers.

5.1.8 Analysis of Perceptions of Respondents on Performance
Orientation
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Table 5.1.8 shows that the level of performance orientation dimension of all
Thai managerial and supervisory employees was agree ( X = 4.11 ). As considerate
by item in questionnaire, the performance orientation dimension which the employees
got the most mean was item 29 "Employees should be encouraged to strive for
continuously improved performance."; the mean score was at high level (4.48), while
the least critically level was item 30 "Managers should promote persistence, hard
work, and thrift in the company."; the mean score was at lowest level (3.38).
Table 5.1.8 also shows that the level of performance orientation dimension of
all Chinese managerial and supervisory employees was strongly agree ( X

=

4.30).

As considerate by item in questionnaire, the performance orientation dimension which
the employees got the most mean was item 30 "Managers should promote persistence,
hard work, and thrift in the company."; the mean score was at high level (4.41), while
the least critically level was item 29 "Employees should be encouraged to strive for
continuously improved performance."; the mean score was at lowest level (4.15).

Table 5.1.8: Perceptions of Respondents on Performance Orientation (no. of
Thai managerial and supervisory employees = 80. And no. of Chinese managerial
and supervisory employees = 80)

Perceptions of respondents
Performance Orientation

29. Employees should be encouraged to
strive
for
continuously
improved
performance.
30. Managers should promote persistence,
hard work, and thrift in the company.
31. Employees should be rewarded for
improvement and excellence.

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x

S.D.

Levels

x

S.D.

Levels

4.48

0.81

Strongly
Agree

4.15

0.51

Agree

3.38

1.04

Neutral

4.41

0.59

4.19

0.81

Agree

4.26

0.69

Strongly
Agree
Strongly
Agree

- .
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32. Training program and self-enhancement
should be promoted in the organization.
Total

4.39

0.80

4.11

0.63

Strongly
Agree
Agree

4.39

0.72

4.30

0.51

Thai managerial and supervisory employees showed agree while Chinese
managerial and supervisory employees showed strongly agree on perceptions of
respondents of performance orientation. This is because Chinese managerial and
supervisory employees are more concerned about performance. Performance
improvement and excellence, training and development are highly valued in C.P.
Kunming.

5.1.9

Analysis of Perceptions of Respondents on Human
Orientation

Table 5.1.9 shows that the level of human orientation dimension of all Thai
managerial and supervisory employees was agree ( X

=

3.83). As considerate by

item in questionnaire, the human orientation dimension which the employees got most
mean was item 34 "Employees should be promoted to be kind, fair, friendly, and
generous."; the mean score was at high level (4.10), while the least critically level was
item 35 "Employees should be rewarded for helping and caring others."; the mean
score was at lowest level (3.55).
Table 5.1.9 also shows that the level of human orientation dimension of all
Chinese managerial and supervisory employees was agree ( X

=

3.78).

As considerate by item in questionnaire, the human orientation dimension which the
employees got the most mean was item 34 "Employees should be promoted to be
kind, fair, friendly, and generous."; the mean score was at high level (4.11), while the
least critically level was subject 33 "Managers should be generally very tolerant of
mistakes."; the mean score was at lowest level (3.51).
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Strongly
Agree
Strongly
Agree

Table 5.1.9: Perceptions of Respondents on Human Orientation (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Human Orientation

33. Managers should be generally very
tolerant of mistakes.
34. Employees should be promoted to be
kind, fair, friendly, and generous.
35. Employees should be rewarded for
helping and caring others.
36. Relationships, sympathy, and supporting
the weak should be encouraged.
Total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x

S.D.

Levels

x-

S.D.

Levels

3.78

0.83

Agree

3.51

0.91

Agree

4.10

0.77

Agree

4.11

0.69

Agree

3.55

0.81

Agree

3.65

0.81

Agree

3.91

0.73

Agree

3.86

0.72

Agree

3.83

0.63

Agree

3.78

0.57

Agree

Thai managerial and supervisory employees showed agree, while Chinese
managerial and supervisory employees showed agree on perceptions of respondents of
human orientation. The results from both countries are the same. It indicates a that
high level of management from both companies have paid much attention to human
relations, sympathy, being fair, altruistic, caring, and support to others.

5.2 Perceptions of Respondents on Performance Effectiveness

This section was set to find measurement on perceptions of respondents of the
four performance effectiveness factors. The findings presented in this part were
provided to answer research questions and also analyze all measurement on
perceptions of respondents. The mean (X) and standard deviation (S.D.) was used to
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analysis the measurement on perceptions of respondents of all perfonnance
effectiveness factors. The interpretation of measurement results were as follows:

Result

5.2.1

Interpretation the levels

4.21-5.00

Strongly Agree

3.41-4.20

Agree

2.61-3.40

Neutral

1.81 -2.60

Disagree

1.00-1.80

Strongly Disagree

Analysis of Perceptions of Respondents on Skills

Table 5.2.1 shows that the level of skills factor of all Thai managerial and
supervisory employees was agree (

X

=

3.79). As considerate by item in

questionnaire, the skills factor which the employees got the most mean was item 2
"I always like to develop my knowledge to be more effective."; the mean score was at
high level (4.11 ), while the least critically level was item 4 "I am the negotiator when
my team has conflict, and the situation is calmed down."; the mean score was at
lowest level (3.48).
Table 5.2.1 also shows that the level of skills factor of all Chinese managerial
and supervisory employees was agree ( X

=

3.98). As considerate by item in

questionnaire, the skills factor which the employees got the most mean was item 2 "I
always like to develop my knowledge to be more effective."; the mean score was at
high level (4.15), while the least critically level was item 4 "I am the negotiator when
my team has conflict, and the situation is calmed down."; the mean score was at
lowest level (3.63).
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Table 5.2.1: Perceptions of Respondents on Skills (no. of Thai managerial and
supervisory employees = 80. And no. of Chinese managerial and supervisory
employees = 80)

Perceptions of respondents
Skills

1. I am able to apply techniques and
knowledge in solving problems of my job.
2. I always like to develop my knowledge to
be more effective.
3. I can manage the conflict and work with
others very wells.
4. I am the negotiator when my team has
conflict, and the situation is calmed down.
5. I am able to translate the information to
other people with excellence.
total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x-

S.D.

Levels

x-

S.D.

Levels

3.81

0.71

Agree

3.98

0.50

Agree

4.11

0.69

Agree

4.15

0.68

Agree

3.70

0.77

Agree

3.70

0.70

Agree

3.48

0.83

Agree

3.63

0.82

Agree

3.85

0.64

Agree

4.00

0.62

Agree

3.79

0.52

Agree

3.89

0.51

Agree

Thai managerial and supervisory employees showed agree, while Chinese
managerial and supervisory employees showed agree on perceptions of respondents of
skills. The results from both countries are the same. It indicates that mangers from
both countries can apply use their managerial skills very well.

5.2.2

Analysis of Perceptions of Respondents on Time Management

Table 5.2.2 shows that the level of time management factor of all Thai
managerial and supervisory employees was agree

(X

=

3.75). As considerate by

item in questionnaire, the time management factor which the employees got the most
mean was item 9 "I can manage to prioritize job very well."; the mean score was at
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high level (3.76), while the least critically level was item 7 "I can do several tasks at
the same time."; the mean score was at lowest level (2.94).
Table 5.2.2 also shows that the level of time management factor of all Chinese
managerial and supervisory employees was agree (X

=

3.98). As considerate by

item in questionnaire, the time management factor which the employees got the most
mean was item 6 "I always finish my job on time." ; the mean score was at high level
(4.14), while the least critically level was item 7 "I can do several tasks at the same
time."; the mean score was at lowest level (3.65).

Table 5.2.2: Perceptions of Respondents on Time Management (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Time Management

6. I always finish my job on time.
7. I can do several tasks at the same time.
8. My organization stresses to perform job
on time.
9. I can manage to prioritize job very well.
10. I always set a weekly plan in advance to
follow up and do the job.
Total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x

S.D.

Levels

x

S.D.

Levels

3.75
2.94
3.66

0.82
1.07
0.69

Agree
Neutral
Agree

4.14
3.65
4.04

0.55
0.81
0.49

Agree
Agree
Agree

3.76
3.54

0.73
0.91

Agree
Agree

4.10
3.73

0.70
0.81

Agree
Agree

3.75

0.82

Agree

4.14

0.55

Agree

Thai managerial and supervisory employees showed agree, while Chinese
managerial and supervisory employees showed agree on perceptions of respondents of
time management. The only difference is Thai managers showed

neutral in item 7. It
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indicates Thai managers don't prefer multi-tasking when compared with Chinese
managers.

5.2.3

Analysis of Perceptions of Respondents on Accountability

Table 5.2.3 shows that the level of accountability factor of all Thai managerial
and supervisory employees was agree ( X

=

3.99). As considerate by item in

questionnaire, the accountability factor which the employees got the most mean was
item 12 "I assume the responsibility for both positive and negative results of my job.";
the mean score was at high level (4.09), while the least critically level was item 14 "I
demonstrate for my job to other people."; the mean score was at lowest level (3.90).
Table 5.2.3 also shows that the level of accountability factor of all Chinese
managerial and supervisory employees was strongly agree ( X

=

4.24).

As considerate by item in questionnaire, the accountability factor which the
employees got the most mean was item 12 "I assume the responsibility for both
positive and negative results of my job."; the mean score was at high level (4.38),
while the least critically level was item 14 "I demonstrate for my job to other
people."; the mean score was at lowest level (4.05).

Table 5.2.3: Perceptions of Respondents on Accountability (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

..

-

Perceptions of respondents
Accountability

Thai managerial and
supervisory employees

x

S.D.

Levels

Chinese managerial and
supervisory employees

x

S.D.

Levels
--
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11. I know the scope of my duties quite well 4.01
and responsible for it.
12. I assume the responsibility for both 4.09
positive and negative results of my job.
13. My job description is very clear, and I 4.00
know what I am responsible for.
14. I demonstrate for my job to other 3.90
people.
15. I assume the responsibility to work over 3.94
time if necessary.
Total
3.99

0.75

Agree

4.21

0.57

0.72

Agree

4.38

0.51

0.78

Agree

4.34

0.62

0.87

Agree

4.05

0.63

0.80

Agree

4.21

0.52

0.65

Agree

4.24

0.41

Thai managerial and supervisory employees showed agree; while Chinese
managerial and supervisory employees showed strongly agree on perceptions of
respondents of accountability. It indicates Chinese mangers may feel more confidence
about their responsibility to the organization.

5.2.4

Analysis of Perceptions of Respondents on Job Dedication

Table 5 .2.4 shows that the level of job dedication factor of all Thai managerial
and supervisory employees was agree ( X

=

3.75). As considerate by item in

questionnaire, the job dedication factor which the employees got the most mean was
item 18 "! like to learn new things for improving my tasks that may enhance
excellence of my organization's performance."; the mean score was at high level
(4.00), while the least critically level was item 19 "If the organization asks me to
work on weekend, I am willing to do it."; the mean score was at lowest level (3.40).
Table 5.2.4 also shows that the level of job dedication factor of all Chinese
managerial

and

supervisory

employees

was

agree

(

X

=

4.14).

As considerate by item in questionnaire, the job dedication factor which the
employees got the most mean was item 18 "! like to learn new things for improving
my tasks that may enhance excellence of my organization's performance."; the mean
score was at high level (4.31 ), while the least critically level was item 19 "If the
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Strongly
Agree
Strongly
Agree
Strongly
Agree
Agree
Strongly
Agree
Strongly
Agree

organization asks me to work on weekend, I am willing to do it."; the mean score was
at lowest level (4.08).

Table 5.2.4: Perceptions of Respondents on Job Dedication (no. of Thai
managerial and supervisory employees = 80. And no. of Chinese managerial and
supervisory employees = 80)

Perceptions of respondents
Job Dedication

16. I am hard working, and enthusiastic to
do my job at the best.
17. I love my organization, and I am ready
to participate in the things that are related to
organization's interest.
18. I like to learn new things for improving
my tasks that may enhance excellence of my
organization's performance.
19. If the organization asks me to work on
weekend, I am willing to do it.
20. I involve in several activities of the
organization aside from the job assigned to
me.
total

Thai managerial and
supervisory employees

Chinese managerial and
supervisory employees

x-

S.D.

Levels

x-

S.D.

Levels

3.89

0.73

Agree

4.11

0.62

Agree

3.80

0.96

Agree

4.09

0.73

Agree

4.00

0.87

Agree

4.31

0.65

Strongly
Agree

3.40

1.03

Neutral

4.08

0.71

Agree

3.66

0.86

Agree

4.10

0.65

Agree

3.75

0.69

Agree

4.14

0.50

Agree

Thai managerial and supervisory employees showed agree; while Chinese
managerial and supervisory employees showed strongly agree on perceptions of
respondents of accountability. It indicates the managers from both countries may
dedicate to their job and organization.
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5.3 Testing

Relationships

between

Cultural

dimensions

and

Performance Effectiveness

This section was set to find out the relationships between cultural dimensions
and performance effectiveness. The findings presented in this part were provided to
answer research questions and also analyze hypotheses I - 4. The Pearson Correlation
Test was used to test the relationship of power distance with performance
effectiveness. And the level of significance in all hypotheses tests in this study was

0.01. The interpretation of measurement results were as follows:

Result

Interpretation of Correlation

0.70 or higher

High positive correlation

0.50-0.69

Strong positive correlation

0.30- 0.49

Moderate positive correlation

0.10- 0.29

Weak positive correlation

0.01 - 0.09

No correlation

-0.01 - 0.09

No correlation

-0.10-0.29

Weak negative correlation

- 0.30- 0.49

Moderate negative correlation

-0.50- 0.69

Strong negative correlation

-0.70 or lower

High negative correlation

In this part, any null hypothesis would be rejected, if the p-value of the
hypothesis were less than alpha or significance level of 0.01.
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5.3.1

Hypothesis 1

H01 : There is no significant relationship between power distance and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha 1: There is a significant relationship between power distance and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.1.1 Analysis Hypothesis 1

Table 5.3. l shows that there are no relationships between power distance and
time management, and accountability among Thai managerial and supervisory
employees. There is weak positive correlation between power distance and skills at
level of 0.05 significance; there is moderate positive correlation between power
distance and job dedication at level of 0.0 I significance among Thai managerial and
supervisory employees.
Table 5.3.1 also shows that there are no relationships between power distance and
time management, and accountability among Chinese managerial and supervisory
employees. There are moderate positive correlations between power distance and
skills, and job dedication at level of 0.0 I significance among Chinese managerial and
supervisory employees.

Table

5.3.1: Correlation Coefficient of Power Distance and Performance

Effectiveness
Thai
Perfonnance
Effectiveness Factor

Skills

Time
Management

Accountability

Job

Dedication
83

Power Distance

Pearson Correlation

.284'

.257*

.207

.096

.315**

Sig. (2-tailed)

.Oil

.021

.066

.398

.004

N

80

80

80

-80

Time

Accountability

80

Chinese
Performance

Skills

Effectiveness Factor
Po\ver Distance

Job

Dedication

Management

Pearson Correlation

.280'

.419"

.188

.050

.388'*

Sig. (2-tailed)

.012

.0000

.095

.662

.001

N

80

80

80

80

80

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

5.3.2

Hypothesis 2

H02 : There is no significant relationship between uncertainty avoidance and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha2 : There is a significant relationship between uncertainty avoidance and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.2.1 Analysis Hypothesis 2

Table 5.3.2 shows that there are no relationships between uncertainty avoidance
and skills, time management, and job dedication among Thai managerial and
supervisory employees. There is moderate positive correlation between uncertainty
avoidance and accountability at level of 0.01 significance among Thai managerial and
supervisory employees.
Table 5.3.2 also shows that there are no relationships between uncertainty
avoidance and skills, time management, and accountability among Chinese
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managerial and supervisory employees. There is weak positive correlation between
uncertainty avoidance and job dedication at the level of 0.05 significance among
Chinese managerial and supervisory employees.

Table

5.3.2: Correlation Coefficients of Uncertainty Avoidance and

Performance Effectiveness
Thai
Performance

Skills

Effectiveness Factor
Uncertainty Avoidance

Time

Accountability

Management

Job
Dedication

Pearson Correlation

.154

-.008

.065

.358**

.118

Sig. (2-tailed)

.174

.941

.565

.001

.298

N

80

80

80

80

80

Skills

Time

Accountability

Job

Chinese
Perfonnance

Uncertainty Avoidance

Dedication

Management

Effectiveness Factor

Pearson Correlation

.239*

.209

.160

.145

.239*

Sig. (2-tailed)

.033

.062

.156

.199

.033

N

80

80

80

80

80

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the O.Ol level (2-tailed)

5.3.3

Hypothesis 3

H03 : There is no significant relationship between societal collectivism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha3 : There is a significant relationship between societal collectivism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
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5.3.3.1 Analysis Hypothesis 3

Table 5.3.3 shows that there are no relationships between gender egalitarianism
and time management, accountability and job dedication among Thai managerial and
supervisory employees. There is weak negative correlation between gender
egalitarianism and skills at the level of 0.05 significance among Thai managerial and
supervisory employees.
Table 5.3.3 also shows that there are no relationships between gender
egalitarianism and skills, time management, accountability, and job dedication among
Chinese managerial and supervisory employees.

Table

5.3.3: Correlation Coefficients of Gender Egalitarianism and

Performance Effectiveness
Thai
Performance

Skills

Effectiveness Factor

Gender Egalitarianism

Time

Accountability

Job

Dedication

Manage1nent

Pearson Correlation

-.071

-.230*

.131

-.038

.179

Sig. (2-tailed)

.531

.040

.245

.740

.112

N

80

80

80

80

80

Skills

Time

Accountability

Job

Chinese
Performance
Effectiveness Factor

Gender Egalitarianism

Dedication

Management

Pearson Correlation

.007

.000

-.041

.035

.020

Sig. (2-tailed)

.953

.998

.721

.758

.859

N

80

80

80

80

80

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

5.3.4

Hypothesis 4

86

H04 : There is no significant relationship between in-group collectivism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
H~:

There is a significant relationship between in-group collectivism and skills, time

management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kumning.

5.3.4.1 Analysis Hypothesis 4

Table 5.3.4 shows that there are no relationships between in-group collectivism
and time management, accountability among Thai managerial and supervisory
employees. There is moderate positive correlation between in-group collectivism and
skills at the 0.01 level of significance; there is weak positive correlation between
in-group collectivism and job dedication at the 0.01 level of significance among Thai
managerial and supervisory employees
Table 5 .3 .4 also shows that there are no relationships between in-group
collectivism and time management, accountability. There is moderate positive
correlation between in-group collectivism and skills at the 0.01 level of significance;
there is weak positive correlation between in-group collectivism and job dedication at
the 0.01 level of significance among Chinese managerial and supervisory employees.

Table

5.3.4: Correlation Coefficients of in-group collectivism and Performance

Effectiveness
Thai
Perfonnance

Skills

Effectiveness Factor
InMgroup collectivism

Time

Accountability

Job

Dedication

Management

Pearson Correlation

.003*

.450**

.094

.151

.275**

Sig. (2-tailed)

.016

.005

.405

.183

.009

N

80

80

80

80

80
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Chinese
Performance

Skills

Effectiveness Factor
in~group

collectivism

Titne

Accountability

Job

Dedication

Management

Pearson Correlation

.273*

.444**

.!00

.061

.288**

Sig. (2-tailed)

.014

.000

.377

.592

.010

80

80

80

80

80

N

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the O.Ol level (2-tailed)

5.3.5

Hypothesis 5

Ho 5 : There is no significant relationship between gender egalitarianism and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and superviso1y employees in C.P. Thailand and C.P. Kunming.
Ha5 : There is a significant relationship between gender egalitarianism and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.5.1 Analysis Hypothesis 5

Table 5.3.5 shows that there are no relationships between societal collectivism
and skills, time management, and job dedication among Thai managerial and
supervisory employees. There is weak positive correlation between societal
collectivism and accountability at 0.05 level of significance among Thai managerial
and supervisory employees.
Table 5.3.5 also shows that there are no relationships between societal
collectivism and time management among Chinese managerial and supervisory
employees. There are moderate positive correlation between societal collectivism and
skills, job dedication at 0.01 level of significance among Chinese managerial and
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supervisory employees. There is strong positive correlation between societal
collectivism and accountability at 0.01 level of significance among Chinese
managerial and supervisory employees.

Table

5.3.5: Correlation Coefficients of Societal Collectivism and Performance

Effectiveness
Thai
Performance

Skills

Effectiveness Factor
Societal Collectivism

Time

Accountability

Job

Dedication

Management

Pearson Correlation

.135

-.061

.114

.279*

.131

Sig. (2-tailcd)

.233

.588

.312

.012

.246

N

80

80

80

80

80

Skills

Titne

Accountability

Job

Chinese
Performance
Effectiveness Factor
Societal Collectivism

Management

Dedication

Pearson Correlation

.507**

.308**

.144

.622**

.481 **

Sig. (2-tailed)

.000

.005

.201

.000

.000

N

80

80

80

80

80

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the O.Ol level (2-tailed)

5.3.6

Hypothesis 6

Ho6: There is no significant relationship between assertiveness and skills, time

management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha,;: There is a significant relationship between assertiveness and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
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and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.6.l Analysis Hypothesis 6

Table 5.3.6 shows that there is weak positive correlation between assertiveness
and skills at 0.01 level of significance; there is weak positive correlation between
assertiveness and job dedication at 0.05 level of significance among Thai managerial
and supervisory employees. There are moderate positive correlations between
assertiveness and time management, accountability at 0.01 level of significance
among Thai managerial and supervisory employees.
Table 5.3.6 also shows that there are strong positive correlation between
assertiveness and skills, job dedication at 0.01 level of significance among Chinese
managerial and supervisory employees. There are moderate positive correlation
between assertiveness and time management, accountability at 0.01 level of
significance among Chinese managerial and supervisory employees.

"

Table

5.3.6: Correlation Coefficients of Assertiveness and Performance

Effectiveness
Thai
Performance

Skills

Effectiveness Factor
Assertiveness

Time

Accountability

Job

Dedication

Management

Pearson Correlation

.439*'

.298'*

.439**

.393**

.272*

Sig. (2-tailed)

.000

.007

.000

.000

.015

N

80

80

80

80

80

Skills

Time

Accountability

~.

Chinese
Performance

Assertiveness

Dedication

Manage1nent

Effectiveness Factor

Job

**

Pearson Correlation

.546**

.500**

.333*'

.371 **

Sig. (2-tailed)

.000

.000

.003

.001

.000

N

80

80

80

80

80

.521

90

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

5.3. 7

Hypothesis 7

H07 : There is no significant relationship between future orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha7 : There is a significant relationship between future orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.7.1 Analysis Hypothesis 7

Table 5.3.7 shows that there are weak positive correlation between future
orientation and skills, time management, accountability and job dedication at 0.05
level of significance among Thai managerial and supervisory employees.
Table 5.3.7 also shows that there are moderate positive correlation between future
orientation and skills, job dedication at 0.01 level of significance among Chinese
managerial and supervisory employees. There is weak positive correlation between
future orientation and time management at 0.05 level of significance. There is strong
positive correlation between future orientation and accountability among Chinese
managerial and supervisory employees.

Table

5.3.7: Correlation Coefficients of Future Orientation and Performance

Effectiveness
Thai
Performance

Future Orientation

-- --·
Skills

Time

Accountability

Job

Dedication

Management

Pearson Correlation

Effectiveness Factor
.327**

.266*

.265*

.282*

.227'

Sig. (2-tailed)

.003

.017

.017

.Oii

.042

N

80

80

80

80

80
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Chinese
Performance

Skills

Effectiveness Factor
Future Orientation

Time

Accountability

Job

Dedication

Management

Pearson Correlation

.539**

.375**

.238*

.601**

.460**

Sig. (2-tailed)

.000

.001

.034

.000

.000

N

80

80

80

80

80

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

5.3.8

Hypothesis 8

Hos: There is no significant relationship between performance orientation and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kunming.
Has: There is a significant relationship between performance orientation and skills,
time management, accountability, and job dedication among Thai and Chinese
managerial and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.8.1 Analysis Hypothesis 8

Table 5.3.8 shows that there is weak positive correlation between performance
orientation and skills at 0.05 level of significance and there is weak positive
correlation between performance orientation and time management at 0.01 level of
significance among Thai managerial and supervisory employees. There are strong
positive correlation between performance orientation and accountability, job
dedication at 0.01 level of significance.
Table 5.3.8 also shows that there are strong positive correlation between
performance orientation and skills, accountability, and job dedication at 0.01 level of
significance among Chinese managerial and supervisory employees. There is weak
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positive correlation between performance orientation and time management at 0.01
level of significance.

Table

5.3.8: Correlation Coefficients of Performance Orientation and

Performance Effectiveness
Thai
Performance

Skills

Pearson Correlation

.506**

Accountability

Job
Dedication

Management

Effectiveness Factor

Performance Orientation

Ti1ne

.250*

.299**

.492**

.580*'

.000

.000

Sig. (2-tailed)

.000

.025

.007

N

80

80

80

80

80

Skills

Time

Accountability

Job

Chinese
Performance

Perforn1ance Orientation

Dedication

Management

Effectiveness Factor
Pearson Correlation

.579**

.463**

.288**

.521 **

.538*'

Sig. (2-tailed)

.000

.000

.010

.000

.000

N

80

80

80

80

80

-

* Correlation is significant at the 0.05 level (2-tailed)
**Correlation is significant at the 0.01 level (2-tailed)

5.3.9

Hypothesis 9

H09 : There is no significant relationship between human orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.
Ha 9: There is a significant relationship between human orientation and skills, time
management, accountability, and job dedication among Thai and Chinese managerial
and supervisory employees in C.P. Thailand and C.P. Kunming.

5.3.9.1 Analysis Hypothesis 9
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Table 5.3.9 shows that there is no relationship between human orientation and
accountability among Thai managerial and supervisory employees. There is strong
positive correlation between human orientation and skills at 0.0 I level of significance;
there is moderate positive correlation between human orientation and time
management at 0.01 level of significance; there is weak positive correlation between
human orientation and job dedication at 0.05 level of significance among Thai
managerial and supervisory employees.
Table 5.3.9 also shows that there is no relationship between human orientation
and time management among Chinese managerial and supervisory employees. There
is strong positive correlation between human orientation and skills at 0.01 level of
significance; there are moderate positive correlation between human orientation and
accountability, job dedication at 0.01 level of significance among Chinese managerial
and supervisory employees.

Table

5.3.9: Correlation Coefficients of Human Orientation and Performance

Effectiveness
Thai
Performance

Skills

Effectiveness Factor
Human Orientation

Time

Job

Accountability

Management

Dedication

Pearson Correlation

.389**

.515'*

.431 **

-.025

.245*

Sig. (2-tailed)

.000

.000

.000

.828

.028

N

80

80

80

80

80

Skills

Time

Accountability

Job

Chinese
Performance
Effectiveness Factor
Human Orientation

Dedication

Management

Pearson Correlation

.509**

.579**

.193

.409**

.440**

Sig. (2-tailed)

.000

.000

.086

.000

.000

N

80

80

80

80

80

* Correlation is significant at the 0.05 level (2-tailed)
** Correlation is significant at the 0.01

level (2-tailed)
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CHAPTER6

SUMMARY OF FINDINGS, CONCLUSION AND
RECOMMENDATION

This chapter contains a summary of the study that is divided into four major
sections; first, the summary of the findings of research questions and hypotheses;
second, the conclusions of the research; third, recommendations, and the last section
contains the suggestions for further research.

6.1 Summary of Findings

The study identified the independent variable, which is cultural dimensions, and
the dependent variable, which is performance effectiveness, of managerial and
supervisory employees working at C.P. Kun Ming Co., Ltd. and C.P. Thailand.
The survey instrument used was divided into two parts. Part I contained
questions on the cultural dimensions profile of respondents related to several subjects.
Such as power distance, uncertainty avoidance, societal collectivism, in-group
collectivism, gender egalitarianism, assertiveness, future orientation, performance
orientation, and human orientation, Part II represented factors associated with
performance effectiveness, including skills, time management, accountability, and job
dedication.
The 200 questionnaires were distributed to all Thai and Chinese managerial and
supervisory employees working at C.P. Kun Ming Co., Ltd. and C.P. Thailand.
Respondents completed the questionnaires and 160 sets were returned.
The collected data was analyzed by using the Statistical Package for Social
Science (SPSS), the statistics that were used were average weighted mean and
Pearsons Correlation Coefficient.
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This study explored the relationships between cultural dimensions and
performance effectiveness. The following are the summary findings that were based
on the research questions and hypotheses.

6.1.1 Relationships between Cultural dimensions and Performance
Effectiveness Factors

The question was hypothesized as follows:
Hal: Cultural dimensions in terms of power distance, uncertainty avoidance, societal
collectivism, in-group collectivism, gender egalitarianism, assertiveness, future
orientation, performance orientation, and human orientation has significant
relationship on performance effectiveness of managerial and supervisory employees
in tem1s of skills, time management, accountability, and job dedication.

Table 6.1 Summarization of the Relationships between Cultural dimensions and
Performance Effectiveness

Hypothesis I

Null Hypothesis I Thai

Null Hypothesis I Chinese

Hal :Power Distance and Skills

Weak positive correlation*

Moderate positive correlation

Reject

Reject

Hal :Power Distance and Time

-

-

Management

Fail to Reject

Fail to Reject

-

-

Accountability

Fail to Reject

Fail to Reject

Hal :Power Distance and Job

Moderate positive correlation

Moderate positive correlation

Dedication

Reject

Reject

-

-

Fail to Reject

Fail to Reject

-

-

and Time Management

Fail to Reject

Fail to Reject

Hal :Uncertianty

Moderate positive correlation

-

Hal:Power

Distance

Hal :Uncertainty

and

Avoidance

and Skills
Hal :Uncertainty

Avoidance
Avoidance

-
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and Accountability

Reject

Fail to Reject

-

Weak positive correlation*

and Job Dedication

Fail to Reject

Reject

Ha 1:Gender Egalitarianism and

Weak negative correlation*

-

Skills

Reject

Fail to Reject

Hal :Gender Egalitarianism and

-

-

Time Management

Fail to Reject

Fail to Reject

Hal :Gender Egalitarianism and

-

-

Accountability

Fail to Reject

Fail to Reject

Hal :Uncertainty

Avoidance

Ha 1:Gender Egalitarianism and

-

-

Job Dedication

Fail to Reject

Fail to Reject

Hal :In-group Collectivism and

Moderate positive correlation

Moderate positive correlation

Skills

Reject

Reject

Ha 1:In-group Collectivism and

-

-

Time Management

Fail to Reject

Fail to Reject

Hal :Jn-group Collectivism and

-

-

Accountability

Fail to Reject

Fail to Reject

Hal :In-group Collectivism and

Weak positive correlation

Weak positive correlation

Job Dedication

Reject

Reject

Hal :Societal Collectivism and

-

Moderate positive correlation

Skills

Fail to Reject

Reject

Hal :Societal Collectivism and

-

-

Time Management

Fail to Reject

Fail to Reject

Hal :Societal Collectivism and

Weak positive correlation*

Strong positive correlation

Accountability

Reject

Reject

Hal :Societal Collectivism and

-

Moderate positive correlation

Job Dedication

Fail to Reject

Reject

Hal :Assertiveness and Skills

Weak positive correlation

Strong positive correlation

Reject

Reject

Hal :Assertiveness and Time

Moderate positive correlation

Moderate positive correlation

Management

Reject

Reject

Moderate positive correlation

Moderate positive correlation

Reject

Reject

Weak positive correlation*

Strong positive correlation

Reject

Reject

Hal :Assertiveness

and

Accountability
Hal :Assertiveness

and

Job

Orientation

and

Dedication
Hal:Future
Skills
Hal:Future

Orientation

and

Time Management
Hal:Future

Orientation

and

Accountability
Hal:Future

Orientation

Job Dedication

and

--

--

Weak positive correlation*

Moderate positive correlation

Reject

Reject

Weak positive correlation*

Weak positive correlation*

Reject

Reject

Weak positive correlation*

Strong positive correlation

Reject

Reject

Weak positive correlation*

Moderate positive correlation

Reject

Reject

-
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Hal :Performance

Orientation

Weak positive correlation*

Moderate positive correlation

Reject

Reject

Strong positive correlation

Weak positive correlation

and Time Management

Reject

Reject

Ha I :Performance

Weak positive correlation

Strong positive correlation

Reject

Reject

Strong positive correlation

Strong positive correlation

and Job Dedication

Reject

Reject

Hal:Human Orientation and

Strong positive correlation

Strong positive correlation

Skills

Reject

Reject

Hal:Human Orientation and

Moderate positive correlation

-

Time Management

Reject

Fail to Reject

and Skills
Ha I :Performance

Orientation
Orientation

and Accountability
Hal :Performance

Orientation

Hal:Human Orientation and

-

Moderate positive correlation

Accountability

Fail to Reject

Reject

Hal:Human Orientation and

Weak positive correlation *

Moderate positive correlation

Job Dedication

Reject

Reject

* Correlation is significant at the 0.05 level (2-tailed)

6.1.2 Interpretation of Relationships between Cultural dimensions
and Performance Effectiveness Factors

For power distance and performance effectiveness factors, Thai managers and
Chinese managers get a similar result. The only difference is that it shows moderate
positive correlation between power distance and skills among Chinese managers,
while it shows only weak positive correlation between power distance and skills
among Thai managers. The result represents that in order to complete the assigned
task efficiently by using techniques and knowledge, Chinese managers may prefer
more authority and power when dealing with subordinates, when compared with Thai
mangers.

For uncertainty avoidance and performance effectiveness factors, both Thai and
Chinese mangers shows there are no relationships between uncertainty avoidance and
skills and time management. The differences are Thai mangers shows there is
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moderate positive correlation between uncertainty avoidance and accountability while
Chinese managers shows there is only weak moderate positive correlation between
uncertainty avoidance and job dedication. This is because Thai mangers may have a
stronger tendency toward orderliness and consistency, structured lifestyles, clear
specification of social expectations, and rule and laws to cover situations. If the
detailed job description and working procedure are given out, Thai managers may
complete their job more effectively. Chinese mangers may prefer more rules and
regulations in time management. If a clear time table is given out, Chinese mangers
may control time more efficiently.

For gender egalitarianism and performance effectiveness factors, both Thai and
Chinese managers show similar results. There are no relationships between gender
egalitarianism and performance effectiveness factors. It implies nowadays women in
the organization have higher status and a stronger role in decision-making. They have
a higher percentage of women participating in the labor· force and more women in
positions of authority. Gender discrimination and role inequalities in both companies
are minimized.

For in-group collectivism and performance effectiveness factors, both Thai
and Chinese mangers show the same result. It implies managers from both countries
may have paid attention to team-work and the loyalty to the group. Loyalty in a
collectivist culture is paramount, and over-rides most other societal rules and
regulations. The society fosters strong relationships where everyone takes
responsibility for fellow members of their group. The result shows there is moderate
positive correlation between in-group collectivism and skills and there is weak
positive cmTelation between in-group collectivism and job dedication from both
countries. It means that mangers from both cultures prefer group harmony, group
loyalty and cooperative relationships in order to carry out their managerial skills.
For societal collectivism and performance effectiveness factors, Thai managers
show no relationship between societal collectivism and skills, time management, and
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job dedication, only weak positive correlation with accountability while Chinese
mangers show moderate positive correlation with skills, and job dedication, strong
positive correlation with accountability. This is because Chinese people regard
Confucian values and guanxi (societal relationships) as the two most critical
ingredients to establish long-term success. Confucian is the key components of
Chinese culture. In Chinese societies, it is said that connections-guanxi-are more
important than what you know. Most Chinese mangers feel they can complete job
effectively, if they keep good relationships with the society, especially other
companies or government departments which have business relationships with the
company.

For assertiveness and performance effectiveness factors, the research showed
only weak positive correlation between assertiveness and skills and job dedication
among Thai managers, but it showed strong positive correlation between assertiveness
and skills and job dedication among Chinese mangers. This is because Chinese
society encourages people to be tough, confrontational, assertive and competitive. In
order to perform atask efficiently Chinese mangers tend to have a "can-do" attitude.
They have sympathy for the strong and the winner. On the contrary, Thai societies
tend to prefer warm and cooperative relations and harmony. They have sympathy for
the weak and emphasize loyalty and solidarity.

For future-orientation and performance effectiveness factors, the research shows
only weak positive correlation between future-orientation and skills, time
management, accountability and job dedication among Thai managers, but it showed
moderate positive correlation among Chinese mangers. The result is corresponding to
Hofstede's culture score, in which China gets a very high score in long-term
orientation. Chinese society associated with a higher propensity to save for the future
and longer thinking and decision-making time frames. Consequently, Chinese
managers may expect and prefer long-term oriented behaviors.
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For performance-orientation and performance effectiveness factors, the research
shows moderate positive correlation between performance-orientation and skills
among Chinese managers and only weak positive correlation among Thai managers.
This indicates Chinese managers may be more sensible to performance-oriented
behaviors and rewards systems. Chinese managers may expect more on fair rewards
and performance evaluation system. The research shows strong positive correlation
between performance-orientation and time management among Thai managers, and
weak positive correlation among Chinese managers. This indicates Thai managers
may expect much more on performance oriented behaviors in order to control time
effectively.

The

research

shows

strong

positive

correlation

between

performance-orientation and accountability among Chinese managers, and weak
positive correlation among Thai managers. It indicates Chinese managers may prefer
performance oriented behaviors in order to increase reliability.

For human-orientation and performance effectiveness factors, the research shows
strong positive correlation between human-orientation and skills among Thai mangers,
while Chinese managers show the same result. This indicates mangers from Thailand
and China expect a fair, altruistic, generous, and caring atmosphere in the
organization. Consequently, this friendly, tolerant, and harmonious environment will
stimulate the creativity of Thai and Chinese mangers in utilizing their managerial
skills. The research shows moderate positive correlation between human-orientation
and time management among Thai managers, while it shows no relationships among
Chinese managers. It indicates the caring and friendly environment can help Thai
managers in controlling time. Thai managers may expect more free and unforced
condition to implement previously established plan. The research shows moderate
positive correlation between human-orientation and accountability, human-orientation
and job dedication among Chinese managers, while it shows no relationships among
Thai managers. It indicates the warm and kind atmosphere may stimulate Chinese
managers' sense ofreliable and responsible to the organization.
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6.2 Conclusion

6.2.1

Relationships

between

Cultural

dimensions

and

Performance

Effectiveness

Power Distance
The research shows that there are no relationships between power distance and
time management, and accountability among Thai managerial and supervisory
employees. There is moderate positive correlation between power distance and job
dedication among Thai managerial and supervisory employees. There are no
relationships between power distance and time management, and accountability
among Chinese managerial and supervisory employees. There are moderate positive
correlations between power distance and skills, and job dedication among Chinese
managerial and supervisory employees.
According to Hofstede, both countries show a higher score in power distance than
the Asian average, and China get higher score than Thailand. It implies the employees
respect power, authority, prestige, status, wealth, and material possessions. It is
important for leaders in both companies to use power and authority sometimes when
dealing with subordinates, in order to keep high performance effectiveness especially
in leaders' skills and job dedication.

Uncertainty Avoidance
The research shows that there are no relationships between uncertainty avoidance
and skills, time management, and job dedication among Thai managerial and
supervisory employees. There is moderate positive correlation between uncertainty
avoidance and accountability at level Thai managerial and supervisory employees.
There are no relationships between uncertainty avoidance and skills, time
management, and accountability among Chinese managerial and supervisory
employees.
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According to Hofstede's national uncertainty avoidance score, Thailand gets
more than China, the research shows that there is moderate positive correlation
between uncertainty avoidance and accountability among Thai managerial and
supervisory employees. Leaders in C.P. Thailand have a stronger tendency toward
orderliness and consistency, structured lifestyles, clear specification of social
expectations, and rule and laws to cover situations. It indicates that in C.P. Thailand,
more detailed job description, rules, and regulations should be given out in order to
increase the leaders' performance effectiveness.

Gender Egalitarianism
The research shows that there are no relationships between gender egalitarianism
and time management, accountability and job dedication among Thai managerial and
supervisory employees. There are no relationships between gender egalitarianism and
skills, time management, accountability, and job dedication among Chinese
managerial and supervisory employees.
According to Hofstede, both countries show high score in gender egalitarianism.
But the research shows that there are no relationships between gender egalitarianism
and leaders' performance effectiveness. It implies nowadays women in the
organization have higher status and a stronger role in decision-making. They have a
higher percentage of women participating in the labor force and more women in
positions of authority. Thus, both C.P. Kunming and C.P. Thailand can ignore the
gender aspect as a factor in influencing leaders' performance effectiveness.

In-group Collectivism
The research shows that there are no relationships between in-group collectivism
and time management, accow1tability among Thai managerial and supervisory
employees. There is moderate positive correlation between in-group collectivism and
there is weak positive correlation between in-group collectivism and job dedication
among Thai managerial and supervisory employees. There are no relationships
between in-group collectivism and time management, accoWltability. There is
103

moderate positive correlation between in-group collectivism and skills; there is weak
positive correlation between in-group collectivism and job dedication among Chinese
managerial and supervisory employees.
According to Hofstede, both countries get a high score in collectivism. It implies
both countries pay attention to team-work and the loyalty to the group. Being a
member of a family and of a close group of friends, an in-group, is very important to
people in that group. The research shows moderate positive correlation between
in-group collectivism and leaders' performance effectiveness. Thus, both companies
should promote cooperative team-work, team loyalty, and team-work harmony.

Societal Collectivism
The research shows that there are no relationships between societal collectivism
and skills, time management, and job dedication among Thai managerial and
supervisory employees. There are no relationships between societal collectivism and
time management among Chinese managerial and supervisory employees. There are
moderate positive correlation between societal collectivism and skills, job dedication
There is strong positive correlation between societal collectivism and accountability
among Chinese managerial and supervisory employees.
According to Chinese social culture, the connections-guanxi-are more important
than what you know. While Americans often state that "it not what you know, but
who you know". The research proved this is the truth. In order to increase leaders'
performance effectiveness, Kunming C.P. should pay much more attention on social
relationships building.

Assertiveness
The research shows that there arn moderate positive correlations between
assertiveness and time management, accountability among Thai managerial and
supervisory employees. There are strong positive correlation between asse1tiveness
and skills, job dedication. There are moderate positive correlation between

104

assertiveness and time management, accountability among Chinese managerial and
supervisory employees.
It indicates that both companies should pay attention to encouraging employees to

be tough, confrontational, assertive and competitive versus modes and tender.

Future-Orientation
The research shows that there are just weak positive correlation between future
orientation and skills, time management, accountability and job dedication among
Thai managerial and supervisory employees. There are moderate positive correlation
between future orientation and skills, job dedication. There is strong positive
correlation between future orientation and accountability among Chinese managerial
and supervisory employees.
According to Hofstede's score, China gets a higher score than Thailand in
long-term orientation. It indicates that C.P. Kunming may pay much attention to
encouraging and rewarding future"oriented behaviors such as planning, investing in
the future, and delaying gratification.

Performance-Orientation
The research shows that there are strong positive correlation between
performance orientation and accountability, job dedication among Thai managerial
and supervisory employees. There are strong positive correlation between
perfonnance orientation and skills, accountability, and job dedication among Chinese
managerial and supervisory employees.
It implies that leaders in both C .P. Kunming and C .P. Thailand focus on
performance. Performance improvement and excellence, training and development are
highly valued. Both companies may focus on performance evaluation and rewards
system building.

Human-Orientation
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The research shows that there is strong positive correlation between human
orientation and skills; there is moderate positive correlation between human
orientation and time management among Thai managerial and supervisory employees.
There is strong positive correlation between human orientation and skills; there are
moderate positive correlation between human orientation and accountability, job
dedication among Chinese managerial and supervisory employees.
It indicates that leaders in both C.P. Kunming and C.P. Thailand pay attention to

human relations, sympathy, and support for others and rewards individuals for being
fair, altruistic, generous, caring, and king to others. It may influence the leaders'
effectiveness.

6.3 Recommendations

The recommendation section has purposed to provide some critical thinking and
potential ideas for C.P. based upon the results of this study.

6.3.1

Reward System and Performance Evaluation System Building

Referring to the survey result, performance orientation and human orientation
showed strong and moderate positive correlation with employees' performance
effectiveness in both C.P. Thailand and C.P. Kunming. It implies Thai and Chinese
managers are expecting fair, altruistic, generous, and caring atmosphere, and fair
rewards and performance evaluation system. Consequently, this friendly, tolerant, and
harmonious environment will stimulate the creativity and enthusiasm of Thai and
Chinese mangers in utilizing their managerial skills.
Therefore, it's necessary for both companies to strengthen reward systems and
performance evaluation systems for higher motivation and making stronger
commitment in the firm.
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6.3.2

Empowerment to Employees

The survey result shows that uncertainty avoidance has moderate positive
correlation with performance effectiveness in C.P. Thailand. As part of empowerment
to employees, leaders should set clear job descriptions for team members, and set
timeframes by delegating power to the members for decision-making for their own
tasks. If members cannot solve the problem, the leader should provide guidelines to
the solution or set the contingency meeting for brainstorming among members for
getting the best solution. Finally, trust is the core factor creating empowerment.
Leaders should trust in employees' skills that come from performance feedback of
employees. When leaders delegate power to followers, they should trust their
performance and respect their decision-making.

6.3.3

Creating the Openness Atmosphere in the Organization

The survey result shows that assertiveness has moderate positive correlation with
performance effectiveness in both C.P. Kunming and C.P. Thailand. It indicates that
both companies should pay attention to encouraging employees to be tough,
confrontational, assertive and competitive versus modest and tender. Therefore, the
managers should set regular face to face meetings among team members at least one
time per week in order to discuss and look to solve problems together. Besides, the
managers should support various channels for communication such as e-mail, memos,
and phone call in case of urgent topics at different location. Finally, a skill/knowledge
development program should be set for employees so that everyone can share the
knowledge or information within their team for organization development and making
commitment among members in the organization.
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6.3.4

Promoting Teamwork

The survey result shows that in-group collectivism has moderate positive
correlation with performance effectiveness in both C.P. Kunming and C.P. Thailand.
Therefore, it is important for both companies to promote cooperative team-work, team
loyalty, and team-work harmony.

6.4 Suggestions for Further Research

This research has focused on the national cultural dimensions level and
managerial and supervisory employees' performance effectiveness in C.P. Kunming
Co., Ltd and C.P. Thailand. The researcher would therefore like to suggest other
studies related to cultural dimensions in organizational level and the relationships
with managerial and supervisory employees' performance effectiveness that can be
done in the future.

6.4.1

A study to examine the organizational culture differences between Thai and
Chinese organizations which impact managerial and supervisory employees'
performance effectiveness.

6.4.2

A study to examine the relationships between organizational culture
differences and managerial

and

supervisory employees' performance

effectiveness.
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C.P. Kunming Company Background
Kunming Chia Tai Co., Ltd is a joint venture company invested by CP Group of
Thailand and Kunming Wheat Power Factory. The company was established in
October 1991 and the total investment was USD 13.94 million and the fixed assets
amount to RMB 124 million Yuan. The company's main business scope include
production and sales of feed, feed additive for livestock, chick breeding and sales of
raw materials, eggs, food, aquatic products and animal medicine. The company owns
a feed mill with annual production capacity of 240, 000 tons and a chick farm for PS
chick breeders. It produces 16 million birds of chick per year. Kunming Chia Tai Co.
Ltd is the largest modern agro-industry enterprise in Yunan province. For many years
that various types of feed produced by C.P. Kunming are much welcomed by clients.
The annual sales income is RMB 400 million yuan. Due to the company's quality
stability, its products were approved to be recommended product by government
authorities. Numerous honors have been given to the company such as "Advanced
Foreign Invested Company in Yunan Province'', "Quality Trust Enterprise'', "Fortune
I 00 Feed Manufacturers in China Feed Industry", "Key Company in Agriculture
Industrialization in Yunan" and "Advanced Feed Technology Company'', etc. Since
the company was established, it invested huge amount of capital in providing special
technology and consultancy to farmers. Technicians are sent to the countryside and
among farmers to give various seminars and training classes to improve farmers
breeding skills. All these services are free of charge. Contracts are signed with
farmers to ensure a take back of chicks they breed to reduce farmers risk. At the same
time, work places are provided for laid off people. The equipment and scientific
management method are introduced from CP. The company has strict rules and
management on product quality control system. In 2001, IS09001 :2000 certificate
was granted to the company due to excellent management and production.

C.P. Group Company Background
CP is one of the largest feed producers in the world. CP's feed manufacturing,
had its origins in Thailand in 1954, as an offshoot to its original seed supplying
business. Today, CP operates feed mills, producing food for poultry, swine, shrimp as
well as pet food for dogs, cats and fish, in Thailand, Cambodia, China, India,
Indonesia, Malaysia, Myanmar, Singapore, Turkey, Taiwan, USA and Vietnam. CP's
poultry and duck integration owes its beginning to the strategic alliance with two
US-based companies, Arbor Acres (1970) and Avian Farms (1980). Importing parent
pig stock from the US, Belgium and Holland, CP has developed its own three
cross-breed "superior hybrid" pigs. CP's agro-industry activities are fully integrated,
horizontally and vertically. Operations take in animal feed production, breeders,
farming systems, meat processing, food production and its very successful
value-added products, both for the export and local markets

QUESTIONNAIRE

This questionnaire is divided into two parts as follows:
Part I:

Culture Dimensions

Part II: Performance Effectiveness

Part I: Culture Dimensions

Below is a list of statements about culture dimensions. Read each one carefully, then,
using the scale below, decide the extent to which it actually applies to you and mark
./ or X . For best results, answer it as truthfully as possible according to the
following scale:
1 = Strongly Disagree

2 =Disagree

4=Agree

5 = Strongly Agree

No

Culture Dimensions

3 =Neutral
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Power Distance
1

2

3
4

Managers should make most decisions without
consulting subordinates.
It is frequently necessary for a manager to use
authority and power when dealing with
subordinates.
Managers should seldom ask for the opinions of
employees.
Managers should not delegate important tasks to
employees.

Uncertainty Avoidance
5

It is important to have job requirements and
instructions spelled out m detail so that
employees always know what they are expected
to do.

-·--

6

7

8
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11

12

13
14
15
16

17
18
19
20

21
22
23
24

Rules and regulations are important because they
info1m employees what the organization expects
of them.
Standard operating procedures are helpful to
employees on the job.
Instructions for operations are important for
employees on the job.
Gender Egalitarianism
It is preferable to have a man in a high level
position rather than a woman.
Men usually solve problems with logical analysis;
women usually solve problems with intuition.
Solving organizational problems usually requires
an active forcible approach, which is typical of
men.
Meetings usually run more effectively when a
man chairs them.
In-group Collectivism
Group welfare is more important than individual
awards.
Individuals may be expected to give up their
goals in order to benefit group success.
Being accepted by the members of your work
group is very important.
Employees should only pursue their goals after
considering the welfare of the group.
Societal Collectivism
Mangers should encourage group loyalty even if
individual goals suffer.
The pay and bonus system should be designed to
maximize collective interests.
Teamwork should be promoted m the
organization.
Group harmony and cooperation should be
promoted.
Assertiveness
Employees should be encouraged to ·solve
problems by themselves.
Employees should be encouraged to be tough,
confrontational, assertive and competitive.
Managers should be generally dominant.
Competition should be promoted m the
organization.

25
26
27

28

29

30
31
32

33
34
35
36

Future Orientation
Planning for the future should be encouraged and
rewarded.
Saving for the future and longer time thinking
and decision-making frame should be promoted.
Employees will feel shame and losing facing
when criticized by managers m front of
colleagues.
It is wise to keep good relationship and promote
reciprocation with colleagues in the organization.
Performance Orientation
Employees should be encouraged to strive for
continuously improved perfonnance.
Managers should promote persistence, hard work,
and thrift in the company.
Employees should be rewarded for improvement
and excellence.
Training program and self-enhancement should
be promoted in the organization.
Human Orientation
Managers should be generally very tolerant of
mistakes.
Employees should be promoted to be kind, fair,
friendly, and generous.
Employees should be rewarded for helping and
caring others.
Relationships, sympathy, and supporting the weak
should be encouraged.

Part II: Performance Effectiveness

Below is a list of statements about performance effectiveness. Read each one carefully,
then, using the scale below, decide the extent to which it actually applies to you and
mark -./ or X. For best results, answer it as truthfully as possible according to the
following scale:
I = Strongly Disagree

2 =Disagree

4=Agree

5 = Strongly Agree

3 =Neutral

;>,

No

Performance Effectiveness
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Time Management
6

I always finish my job on time.

7

I can do several tasks at the same time.

8

My organization stresses to perform job on time.

9

I can manage to prioritize job very well.

10

I always set a weekly plan in advance to follow
up and do the job.
Accountability
I know the scope of my duties quite well and
responsible for it.
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Skills
I am able to apply techniques and knowledge in
solving problems of my job.·
I always like to develop my knowledge to be
more effective.
I can manage the conflict and work with others
very wells.
I am the negotiator when my team has conflict,
and the situation is calmed down.
I am able to translate the information to other
people with excellence.
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§ ~

12
13
14
15

I assume the responsibility for both positive and
negative results of my job.
My job description is very clear, and I know what
I am responsible for.
I demonstrate for my job to other people.
I assume the responsibility to work over time if
necessary.

Job Dedication
16
17

18

19
20

I am hard working, and enthusiastic to do my job
at the best.
I love my organization, and I am ready to
participate m the things that are related to
organization's interest.
I like to learn new things for improving my tasks
that may enhance excellence of my organization's
performance.
If the organization asks me to work on weekend, I
am willing to do it.
I involve in several activities of the organization
aside from the job assigned to me.
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