THE ASSUMPTION UNIVERSITY LIBRAR)

J-0:t:f-b ~

A Study on the Relationship on Corporate Cultur e, Employee Work Commitment,
Internal Communication an .Proposed OD Intervention: A Case Study of JQ
Company

R07

Chen Ming Hui
LAB

CIT

An Action Research Submitted in Partial Fulfillment of the Requirements
for the Degree of Master of Management
in Organization Development and Management
Faculty of Graduate School of Business
Assumption University
Academic Year 2011
Copyright of Assumption University

A Study on the Relationship on Corporate Culture, Employee Work Commitment,
Internal Communication and Proposed OD Intervention: A Case Study of JQ Company

Chen Ming Hui

ABO

NCIT

An Action Research Submitted in Partial Fulfillment of the Requirements
for the Degree of Master of Management
in Organization Development and Management
Faculty of Graduate School of Business
Assumption University
Academic Year 2011
Copyright of Assumption University

Action Research Title

A Study on the Relationship on Corporate Culture, Employee
Work Commitment, Internal Communication and Proposed
OD Intervention: A Case Study of JQ Company

By

Chen Ming Hui

Major

Master of Management in Organization Development and
Management MM (OD)

Action Research Advisor

Salvacion Villavicencio, Ph.D.

Action Research Co-advisor

Perla Rizalina M. Tayko, Ph.D.

Academic Year

2/2011

The Graduate School/Faculty of Graduate School of Business, Assumption
University, has approved this action research as a partial fulfillment of the requirements
for the Degree of Master of Management m Organization Development and
Management.

Dean of Graduate School of Business, Kitti Phothikitti, Ph.D.

ACTION RESEARCH EXAMINATION COMMITTEE

l=t

I.

~

..'f10l~~~ ..... .

ChaITman

Program Director of OD,J>erla Rizalina M. Tayko, Ph.D.

'6\

~

...
Sa

/.//:~.'?;-?./..{~~ .................. Action Research Advisor
Villavicencio, Ph.D.

~o~ ~

TcvvJtv4\

cA\
WVLU
... -:-.....................................................
External Member
Somchai Tantasanee, Ph. D.

Sirichai Preudhikulp dab, Ph.D.

Abstract

Corporate culture is considered as one of the most significant underlying factors
for employees' behavior in organizations. It directs people for what to do and
knowing what comes first when an incident happens. It is very pervasive and the
easiest resistance to change, therefore it is chosen as the main studying object and the
independent variable in this study.
This research consists of two other variables, which are employee work
commitment and internal communication. These two aspects are essential to
performance and efficiency in an organization, and most of all they are deeply
influenced by corporate culture. Therefore this study is aiming at researching the
relationships between corporate culture, employee work commitment and internal
communication and eventually proposing appropriate OD Intervention to the
researching business unit.
The researcher chose JQ Company as the researching business unit. It is a new
acquisition of a Chinese s irit company by a famous Thai company. The fact that it is
in its transformation of organization developmen and cultural change process drew
the attention of the researcher. Hence, observation, interview and survey
questionnaires have been used to test the situation of this company by the researcher.
After data was collected from all, an integrated analysis was given to the research.
The main finding from analysis proved that HAl: There is significant relationship
between independent variable, which is corporate culture, and dependent variables
namely, work commitment, and internal communication. HA2: There is significant

relationship between employee work commitment and internal communication.
Nevertheless the SPSS test showed that the correlations among the three variables in
this case study are weak.
Lastly, the researcher gave recommendations on how to align corporate culture
with employee work commitment and internal communication. Moreover, OD
Interventions were proposed for better improving employee work commitment and
internal communication, and hence to enhance the correlation among these three
variables.
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Chapter 1
The Problem/ Potential Challenge for Change
1.1 Background of the Study
1.1.lGlobal Context

Chinese distilled spirit is still weak in Global market. Currently, only a few of the leading
Chinese distilled-spirit enterprises and a few export-oriented companies are exporting Chinese
distilled-spirit to the global market. The consumption targets are mostly Chinese immigrants in
Europe, America and Southeast Asia, plus countries like Japan and So th Korea that also have the
customs of drinking distilled spirit. A lot of the export business is not conducted directly between
mainland China and the consuming country, for instance, an approximately 2400 ton of Chinese
distilled spirit Taiwan imports from the main land annually, needs to be transited from a third party
country or region, like Hong Kong, it takes 50% of the entrepot trade for Chinese spirit.
On 2008, the amount of national Chinese distilled spirit export was approximately 30,000 tons;
it only took 0.06% of the total volume. There were only eight enterprises which exported more than
lOOtons, brand-named Chinese distilled companies barely exported. The average exports from
"Wuliangye" in recent years have been less thah 0.1 billion U.S. dollar. "Maotai", as the most well
known Chinese liquor, its annual exports are less than 52 tons, which only takes up 0.62% of its total
output. Yet, as strong liquor like Vodka, its annual export volume is over 60,000-70,000ton. Scotch
whisky contributed 3.45 billion pounds of export in 2010. Statistics from Scotch whisky association
shows that Scotch whisky contributes 109 pounds to England's export economy every second of time.
Therefore there is great potential for Chinese distilled spirits in the global market compare to the
leading brands in the world spirit industry. (Wu, 2011)
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This is a list of countries by alcohol consumption measured in litres of pure ethyl alcohol
consumed per capita in a given year, according to the most recent data from the World Health
Organization. The methodology used by the WHO counted use by persons 15 years of age or older.
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India

0. 5 5 1

2. 041

2. 591

0. 06

Table 1.1 (List of countries by alcohol consumption, 20 n)
Source: adapted from wikipedia
The headings in this table are explained as follows. All columns refer to 2005 only, except Recorded and Total. Recorded refers to an average of
recorded consumption for 2003-2005. Unrecorded consumption was calculated using empirical investigations and expert judgments. Total is the sum of
the first two columns. The last four columns are a breakdown of the (2005) i;ecor~ed alcohol consumption by type. Beer refers to malt beer, wine refers
to grape wine, spirits refers to all distilled beverages, and other refers to all other alchoholic beverages. Values were corrected for tourism only in
countries where the number of tourists per year was at least equivalent to the number of inhabitants.
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Compared to most of the developed countries, China has a much greater population.
Nevertheless the total consumption of spirit for China does not make a direct ratio. As the market in
western countries, Chinese spirit still needs to do much work to open up. From the table we can see
that most of the main competitive western countries have high consumption of alcohol, although
their consumption of spirits is no more than their consumption of beer and wine, at the best case, it
is equal. Asian countries do not all have high consumption of alcohol, except Russia and South
Korea, but Asian countries have much higher number on the consumption of spirits.

13

1.1.2 International Industry Background

Alcohol beverage plays a significant role in social and cultural events throughout the history of
human evolution. The trace of the earliest alcohol history could be dated back to late Stone Age. The
use of alcohol has always been diverse, from social celebration to medical care to industrial
manufacturing, you name it. Nevertheless, Ethyl alcohol, also known as ethanol, has been consumed
by human beings for its intoxicating and mind-altering effects. The term 'alcohol', unless specified
otherwise, refers to ethanol or ethyl alcohol. It is a thin, clear liquid with harsh burning taste and high
volatility. It is usually consumed in diluted concentrations of absolute (i.e. 100 per cent) ethyl
alcohol. (TYPES OF ALCOHOL AND ALCOHOL BEVERAGES, 201 1)
Alcohol beverages are generally divided into 3 types: wines, beer and spirits. Spirit, refers to
distilled spirit, the first recorded distilled spirit in Europe was date back to the mid-12th century. As
for china, Chinese people believe it's born with our national history. Including Chinese distilled
spirits there are normally 6 kinds of distilled spirit, the other 5 are: brandy, rum, gin, whiskey, vodka.
Chinese spirit is in general grain distilled spirit. The process are boiling, saccharification,
fermentation, distill, aging, storage and blending. Name brand Chinese distilled spirits like Maotai,
Wuliangye, Fen and so on all uses this process.

*

In between 2008 and 2010, Chinese distilled spirit output has maintained a steady increase. In
2008, the total output was 5,693,439,22ton; it increased 15.79% compare to same period last year.
The increment in 2009 was 23.82%. In 2010, it was 26.64% compared to 2009. The scale of Chinese
distilled spirit has been experiencing large expansion. The average increment of sales revenue of this
industry in between 2007 and 2009 was 31.48%. From the anticipation from Chinese Investment
Consultants, Chinese spirits will go into a steady development period in the next 8-10 years. By 2015,
the production value should reach 868, 84 billion RMB. The annual revenue in 2015 should reach
155, 08 billion RMB. (China Investment Corporation, 2011)
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1.1.3 Asian Context

From figurel.1 showed before, we can see that some of the developed Asian countries like
South Korea and Japan both have big consumption in the spirit catalog. Although they have a strong
tradition of drinking local spirits, because of a similar drinking custom, Chinese spirit has made
successful entries into their markets.

Chinese and Thai Business Environment

Thailand has always had superior advantages with its business environment. Its favorable
physical location - center of Southeast Asia, transparent policies and high trade liberalization has
attracted plenty of business opportunities. In the "global most attractive emerging market to invest"
ranking, Thailand was paralleling with Malaysia at the eighth place. In recent years, Chinese and
Thai mutual trading has been rapidly rising. In 2009, the value of Chinese and Thai bilateral trade
was 38.2 billion U.S. dollar. Thailand became the third biggest trade partner for China in ASEAN
(the Association of Southeast Asian Nations). On the other hand, Thai board of investment approved
929 investment projects, which worth lObilliion U.S. dollar to China. Compare to 2008, it was 10
times. (CABC, 2010)

*

*

TCC group from Thailand, founded by Thai ethnic Chinese Su Xuming in 1960, is one of the
most influential consortiums in Southeast Asia.
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Figure 1.1: Overview of the business

It has over 300 enterprises, which involves in hotel, insurance, finance, manufacturing,
agriculture, beverage, travel industry, real estate and so on. The general asset is over 3 billion U.S.
dollar. Its beverage business occupies 70%-80% of Thai market. Their business is all over the world.
By 2009, investment from TCC Group to Yunan china has exceeded one billion RMB. It includes the
JQ Company the researcher researches on.

1.1.4 National Context in China

AB
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Spirits as a special carrier of culture plays a significant role in Chinese history. Its pervasive
condition affects every field of people' s life in the society. First of all, China has always been an
agriculture-based country over centuries; our politic, economy activities are all based on the
development of agriculture. Chinese spirits are mostly brewed with grains, therefore spirit industry
depends strongly on agriculture, and moreover it's a part of agricultural economy. Depending on the
situation of grain harvest, the rulers in the history used the announcement of whether open the spirit
production or not to control the grain supply to the nation. Thus spirit became the "weatherglass" of
national agriculture. In many districts in China, the booming of spirits industry brought great benefit
to people's living. For example, in Han dynasty, the government started monopolizing spirit industry;
16

the huge amount of tax became the main resource of state revenue, and it was even used as military
expenditure to protect our country. Spirit is a sign of civilization, and an inevitable part of Chinese
culture.

Back to current Chinese spirit market. In the past 5 years, many Chinese distilled enterprise's
senior executives have a common sense that it's been the most active period of Chinese spirit
evolution. Capital operation has brought great influence into Chinese spirit industry. Alone with the
high speed development of the national macro-economy, many Chinese spirit companies diversified
its operation patterns. There are several commonly used patternsjn the field nowadays. Firstly, brand
strategy. It's a common sense that strong brand draw close the capital. Secondly, broaden the
distribution and sales channels. The distribution channel itself became a valuable approach. Thirdly,
introduce foreign investment. Fourthly, strategic alliance among brands. Fifthly, retail chain, it's a
new leading way of distribution and sales. Sixthly, build industrial circles to gather more companies
as new development direction. (Qiao & Zhao, 2011)

1.1.5 General Comparison between Thai Culture and Chinese Culture

China: Chinese culture is one of oldest and most complex one the world, it influence a large

geographic area in eastern Asia. Today there are 56 distinct recognized ethnic groups in China. In
terms of numbers; the pre-eminent ethnic group is the Han Chinese. Throughout history, many
groups have been assimilated into neighboring ethnicities or disappeared without a trace.
Chinese culture has been influenced by Confucianism and Taoism greatly. Most of the national
social values are derived from these two old philosophies. In Chinese business culture,
For example: our way of thinking permits a paradoxical balance of opposites in all things;
whereas Westerners tend to look for clear alternatives (option A instead of option B). Therefore when
easterners try to combine option A and option B, some westerners think it's illogical.
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Second example derived from the ancient philosophy is "Guan xi", which is pronounced as
'gwan shee' . According to business analyst Tim Ambler of the London Business School, the kernel
of guanxi is doing business through value-laden relationships. Chinese believe that prospective
business partners should build a relationship first, other than building transaction. The obligations of
guanxi are very real. In the wrong place, at an inappropriate time, with unsuitable people, the
obligations can become a trap.
Another example will be "face". the Roughly translated as 'good reputation', 'respect' or 'honor,'
one must learn the subtleties of the concept and understand the possible impact it could have on your
doing business in China. It is critical that you give face, save face and show face when doing
business in China.

Thailand: Known as the Land of smiles, Thailand is a country of natural beauty, tropical climate
and hospitable people. The Culture of Thailand incorporates cultural beliefs and characteristics
indigenous to the area known as modem day Thailand coupled with much influence from ancient
India, China, Cambodia, along with the neighboring pre-historic cultures of Southeast Asia. It is
influenced primarily by Animism, Hinduism, Buddhism, as well as by later migrations from China,
and southern India. The key concept and values in Thai culture includes: family, indirect
communication and hospitality.

,. .
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Firstly family was given a great a great value in Thai society. Thai family is very close; many
generations may live in the same house. Secondly, being subtle and indirect is a valued characteristic
in Thai culture. Not to lose face is a very significant part in Thai social culture, Thai people avoid
direct confrontations and criticism, if given at all, is delivered indirectly. At this point it's very
similar to Chinese culture. Thirdly, the essence of Thai people's nature, hospitality is visible in both
social and professional contexts.
If compare Thai culture with Chinese culture in business world, they both value relationship

very much. And 'face' has being given great importance in both countries social customs. Besides
18

that, there are great more similarities in both Thai and Chinese culture, given the neighborhoods
geographically and ethnically. Other than that, there is also great difference between these two
countries culture. For example, languages, cousin, art, timing and so on. Because of the
diversification of national culture differences, this research could capture a lot valuable and
interesting objective.
1.2 Company Background
1.2.1 Company Profile
Yunnan JQ Co., Ltd. is located at the Yulin spring natural resource protected zone in E'shan
County, Yuxi, Yunnan Province, China. Its 120 kilometers far from the capital of Yunan province, and
it is only 30 kilometers far from the downtown ofYuxi city.
To have a better view of JQ Company, we cannot ignore the location of it, and therefore the
special traditional background it inherited. E'shan is the first autonomous counties of minorities in
Yunnan province. 54.03% of the population in E'shan is Yi minority, and it has been self-governed by
Yi minority since 1951. Yi culture has influenced the whole region profoundly. In JQ Company, there
are many Yi employees (ruore than 43% of them). Besides the flavor of the product; the whole
corporate culture could be impacted by Yi culture deeply. For example, every June 24th is the New
Year-Torch Festival for Yi minority; the whole town would be having holiday and celebrate this
festival together.
The start of Yi minority could be traced back to 4500 years ago, because most of them have
been living in the mountains in southwest of the China generation by generation. Their tradition is
considered been kept originally. Spirit is breaded within the core of its culture. Yi people love
drinking alcohol. There are 'sweet' and 'spicy' two kind's flavors in Yi alcohol. JQ is the 'spicy' kind
according to the flavor and original material-sorghum. In the custom of Yi minority, they are
extremely friendly to guests, and alcohol is used as a necessity for treating guests. There is a saying in
their slang "alcohol is for the olds and guests, meat are for the youth.", although nowadays both olds
19

and youth are consuming very much alcohol. For that reason alcohol is seen as a significant and
precious object for Yi minority.

Figure 1.2: Pictures of the Yi Region
Its production factory is surrounded by miles of forests and it is richly endowed with fresh
spring water all year long. With its favorable nature condition, Chinese liquor JQ was made and
introduced to more and more people over the hundreds and thousands of years.
The first JQ liquor was made during the Qing dynasty; up to early 1990s it had made its
recognition in the whole southeast China. On 1977, JQ stopped being only folk workshop and JQ
brewery was officially established. In 1984 it became local state owned company. Its second
transformation was in 1997, according to the new corporation law; it constructed Limited Liability
Company. In 2002, it became private enterprise by public audition. The latest transformation was on
September 2005. TCC Group from Thailand carried out acquisition on JQ, and established Yunnan JQ
Co., Ltd. It became the first foreign single-proprietorship company in Chinese distilled spirit industry.
At present, the register capital of Yunnan JQ Co., Ltd. is 120,000,000 RMB. It owns over 500
workers, and its annual output is 7000 ton.
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Figure 1.3: Pictures of the Factory
After the acquisition by the TCC Group, it has always insisted "5 Invariants". Namely- the
brand of JQ remains unchanged; the condition of JQ remains unchanged; the tradition craft remains
unchanged; the pure grain brewing technique rell\ains lp-Changed and the production geographic
position remains unchanged. On top of inheriting these traditions come other innovations and
development.
1.2.2 Current Situation of the Company
1.2.2.1 Production

After the acquisition by TCC Group, Yunnan JQ Co., Ltd. has increased its technique
investment and enhanced the dynamic of technique improvement. For instance, the company
introduced in more specialized employees and reinforced the training of professional workers. The
integrated quality control system of brewing, storage, mixing, testing, evaluation and canning has
21

gradually formed. With the investment of over 40,000,000 RMB, they built over 8000 square meters
of brewing factory; introduced advanced encapsulation equipment; combined modem biological
fermentation engineering technique with advanced quality control system and traditional production
craft, so that their product JQ reached up to a higher stage of development. The mean while the
annual output of JQ after the acquisition has increased to 7000 ton, which before the acquisition was
only 3000 ton per year. In the field of new products development, JQ has had the 53 degree "big
classic" and 53 degree original liquor successfully made. With its good condition, and exquisite
packaging, it is leading the Yunnan Fen-flavor xiaoqu liquor to compete in both intermediate and
high-end markets in Chinese distilled spirit industry. Moreover it has changed the fact that Yunnan
only has fine tobacco and tea, but not fine distilled spirit.
1.2.2.2 Market

At the same time of capacity expansion, products condition development and innovation for new
products, JQ has reinforced the investment in the marketing field. It has been practicing branding
strategy, which incluoes advertising and brand promotion. This strategy has been enhancing the
popularity and image of JQ.
In the field of marketing network, after 4 years development, it has expanded into the whole

province, instead of a relatively closed regional market. Along with the mature of market inside of
Yunan province, it is tentatively exploiting markets outside of the province, like Shanghai, Suzhou
and Guangdong.
At the present, JQ Company is on a fast and virtuous developing track. Its sales revenue has huge
increase. Compare to the previous year, on 2008, its revenue took up by 70%. On 2009, the increase
was 40% compared to 2008. The total sales revenue reached one hundred million.
1.2.2.3 Management

After the acquisition by TCC Group, Yunnan JQ Co., Ltd has been practicing integrity
management. It made great contribution the state tax. On 2006, a year after acquisition, with a fairly
22

same output and sales to previous year, it handed in over 11 million RMB, which equals the total tax
it turned over in the past 5 years. On 2007, the tax increased to 12 million, and on 2008, they doubled
the amount with 25million RMB. Up to 2009, it was 32millon. The year-over-year increasing revenue
has made enormous contribution to the regional government.
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1.2.2.4 Organization Chart

,

•!• Finance Management
•!• Finance Report
•!• Key Indicators
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Compliance

•!• Production
•!• Technique Development
•!• Cost control and efficiency

Table 1.2: Organization Chart
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Price Policy
Gross Profit Developmet
Products Integrated Management and Development
New Products Development

•!• Sale Distribution
•!• Sales Distribution Permeability
•!• Sales

1.2.3 SWOTAR Analyze

Strength
Favorable Physical location
Fen-flavor xiao qu liquor is the best substrate alcohol for medicated
liquor
Technique strength and good industry reputation
Good taste, unique brewing technique and big developing room
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Varying degrees of work commitment from employees from different
departments
-;Higb turnover rate in Sells Company
Blurry work division and low collaboration among departments
Complicated hierarchy
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Weakness

Ineffective training
Ineffective internal communication

Opportunities

Controversial Treatment
Threats

Fen-flavor xiao qu liquor has potential for intemhtiohal market

Gap between local units and Thai ownership

Legendary industry background brings opportunity

Intensive competition

Cf)

Government supports

High revenue charged for this industry.
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People's awareness of health is increasing.
Price pressure from Inflation in china
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Aspiration

Results

1st-stage, from 2009-2012, sales revenue reach 300,000,000 RMB.

Client's satisfaction
Nature-oriented industry

2nd-stage, from 2013-2016, sales revenue reach l,000,000,000 RMB.
3rd-stage, from 2017-2020, sales revenue reach 2,000,000,000 RMB.

~

'I-

~

,...

"
tVJ

~

Cf)
-

I> o
~

m

~~

Table 1.3 SWOTAR Analyses

}lo

~

~
...) z

Create platform for staff development and enhancing human resource

·I'

'

l!j,:::

.'

~
~·
)~/.~
. ·~
~ ~~~~ ,, >
'
'

!

0

~~
-

/

i'-'

----~

t! -- .;
~t

CJ).

~~

'°~ ~-

~.

~~ ~

-·
(I

l

~

~* ~~
qN1111'1~\.

~

--

rn

:0
(I)

v
'>~
......

26

1.2.3.1 Strengths
1) Favorable Physical location
Yunnan JQ Co., Ltd. is located at the Yulin spring natural resource protected zone in E'shan
County, Yuxi. Its 120 kilometers far from the capital of Yunan province, and it is only 30 kilometers
far from the downtown of Yuxi city. Yuxi is in the middle of Yunnan with strong ultraviolet radiation
and red soil of tableland. The average sunlight time is 2300 hours per year, which provides good
condition for the brewing grain - sorghum's growing. Its production factory is surrounded by miles
of forests and it is richly endowed with fresh spring water all year long. With its favorable nature
condition, Chinese liquor JQ was made and introduced to more and more people over the hundreds
and thousands of years.
Yunnan is a province with 26 minorities; the local customs is very primitive. A lot of people
have preference of drinking in daily life, as well as serving guests. Therefore there is a big market in
Yunnan's Chinese distilled spirit market.

-

2) Fen-flavor xiao qu liquor is the best substrate alcohol for medicated liquor
JQ is categorized in Fen-flavor xiao qu liquor. There is evidence to show that Fen-flavor xiao qu
liquor is the best substrate alcohol for medicated liquor.

3) Technique strength and good industry reputation

IN err

*

JQ technology center was established on the April on 2007, it was approved by the regional
technology center on 2009 and by provincial technology center on 2010. The center has one national
Chinese liquor expert, two national Chinese liquor judges, several national registered senior wine
tasters, and several provincial Chinese liquor judges. The JQ technology center's comprehensive
strength stands at the forefront of Chinese liquor industry and especially Fen-flavor xiaoqu liquor.
JQ Company first initiated lite(low-alcohol)-Chinese distilled spirit; it invented 32degree,
29degree and 12degree Chinese liquor. Especially the 12 degree one is identified by Chinese liquor
experts as "original and unique in china".
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With its innovative company sulture, JQ Company has achieved and rewarded scores of praise
along the years. The researcher is going to pick out only two most recent remarkable ones to write. In
2006, it was selected as the exam sample for national Chinese-distilled-spirit critic exam. The
52degree JQ was chosen as the standard Chinese fen-flavor xiao qu liquor sample. In 2009, JQ
Company jointly with another 14 famous high-quality Chinese liquor companies and Chengdu branch
court of Chinese Academy of Science, Chinese food fermentation research institute and Jiangnan
university biological engineering institute, undertook the Chinese distilled spirit "169 Plan" scientific
research item. This is also the biggest national Chinese distilled spirit scientific research item in china
since the establishment of our state.

4) Good taste, unique brewing technique and big developing room

0

At present, the main Chinese distilled spirit producing districts are Guizhou, Sichuan, and Shanxi.
Guizhou is known for its Maotai-flavor liquor, Sichuan is famous for its Luzhou-flavor liquor. Shanxi
is concentrating on Fen-flavor da qu liquor. If Yunnan follows after these types' products like other
provinces, it will be difficult to distinguish, and moreover it is almost impossible to compete with
them. Nevertheless, if we focus on local fen-lavor xiao qu liquor, Yunnan will have plenty of
developing room. First of all, it is unique Yunnan Chinese liquor. It has very special brewing
technology- ferment within small cans for over 30days long, and it will be distilled from its solid state.
The end product is high-acid and low-ester:; and it looks crystal clear, smells fragrant, tastes rich and
clear with different layers; it normally does not give people headache. In Yunnan 70%-80% of
Chinese liquor market uses this type of Chinese liquor.

1.2.3.2 Weakness
Because of the acquisition, fundamental change and various problems were caused in the
company.

1) Varying degrees of work commitment from employees from different departments
-High turnover rate in Sells Company
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First of all was declining work commitment from some departments. This was first started from
the unclear future for the company. When JQ Company was "forced" to be sold to a foreign company,
there were two kinds of voice from their workers. One thought foreign company would bring more
money and opportunities to it; one thought Chinese liquor should be only managed by local people,
foreigners have no idea what it is. Whether they agree or not, the future was not clear for both. Most
of the employees felt insecure. Their performance was affected.
Especially from the sales department, turnover rate of the sales team was very high, in 2010; over
half of the sales team employees were changed. In particular for promoting staff, statistically, every
month there were 6 new staffs hired, and 5.8 people would leave. Staffs that left company after only
one or two months of work were over 60. That really shows their management problem.

2) Blurry work division and low collaboration among departments
There were huge changes happening in the management level. Work assignment was not clear
from top down. Work load were delayed, work division was unclear. It caused not only declining
work commitment, but also a conflict between different levels and various departments. During the
interview of one of their eldest manager, the most often used word was "blurry". He told the
researcher from 2005 to 2007, 4 general managers assigned by Thai headquarter had been resigned.

3) Complicated hierarchy
Complicated hierarchy after acquisition confused the old workers quite a bit. One worker said
"we cannot even make a decision to buy a tea cup ourselves, the headquarter has to calculate the rate
of return on investment for every penny they spend." Apparently if they want an approval for buying
things, the process of applying takes many times longer than before. For example, one of their boilers
was broken, if it did not get fixed it would affect the whole production process. But the applying took
much longer than it needed. "Before the work was done by one person, now it needs four or five to do
it!" one worker told the researcher during the interview. Workers felt that there is no freedom in the
work that needs to be done at all. Managements felt they do not have actual power in managing work,
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everything was centralized.

4) Ineffective training
Under the circumstance of low general employee quality, not many employees get an actual
chance to be trained. Normally only management people have the opportunities of being trained and
most of the training is not effective.

5) Ineffective internal communication
During the internal communication process, there are lots of phenomena which show
ineffectiveness. For example: the joint meeting. The joint meeting was one of the big challenges for
management. It takes place in Kunming- the capital of Yunnan once each month, which is quite far
away from the physical lozation of the factory. People from the headquarter will fly to China, listen to
the report and mostly get the finance numbers audited.
Firstly, in fact, Chinese workers hope headquarters can see how works are like in the factory by
themselves, so that when they report issues, leaders will have better understanding for the work.
Secondly, finance report was an immense work for their workers when there is actually not much
to report every month. Because of the hierarchy of management, actual changes of the finance report
are not very much. Nevertheless they have to prepare for the reporting material every half month
before the joint meeting.

Ir'

Thirdly, there are language problems between eople from different countries and backgrounds.
Although they have used translators, their conversation was ineffective. Somehow it also caused a
certain level of trust issues.

6) Controversial Treatment
Within the company foreign workers have very different treatment from local workers.
Employees had the sense of unfair in their mind. For example, foreign management people with less
experience get better paid and a better "package" than the old ones. Local workers in the factory have
relative longer working hours than foreign ones.
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1.2.3.3 Opportunity
There are seven ways of liquor brewing in this world. Chinese distilled spirit is one of them.
Although there are many types of Chinese distilled spirit, all of them are made from grain. Chinese
distilled liquor is known as "Maotai" out of china. Because it was the first Chinese liquor that was
introduced to foreign markets.
1)

Fen-flavor xiao qu liquor has potential for international market
Compared to other types of Chinese liquors, the taste of Fen-flavor xiao qu liquor is the closest to

international flavor. With innovation it can break into international market. For instance, the "Jinmen
sorghum liquor" has made its rapid developmen in Taiwan, it has occupied almost 80% of Taiwan
market, its annual sales revenue is more than 3billion.
2) Legendary industry background brings opportunity

Fen-flavor xiao qu liquor used to have more than 70% market share in china before 1970s. But
later on it was replaced by Maotai-flavor liquor. In recent years, Fen-flavor xiqo qu liquor's market
has been returning. It was 9% in 2006, 12% in 2007, 18% in 2008, in 2009 it has raised up to 23%. It
has been developing fast, because it has good historical recognition in most areas in china.
3)

Government supports

AB
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It is known that liquor has high revenue. In the twelfth five-year plan, JQ became one of the key

support projects for Yunnan province. It has not only capital supp ort, but also great favorable policies,
for example, official hosting alcohol has to be provincial local alcohol.
1.2.3.4 Threats
1) Gap between local units and Thai ownership
As one foreign company, JQ has had very stiff relationship with local units for a while. The
special nature of Chinese liquor was somewhat the beginning of problems. The taste of Chinese
liquor is very special, for people who like it, its savory and mellow; yet, for people who never had it,
it could be extremely disgusting. Thus Chinese liquor was never popular in the foreign market, no
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matter how globalization is impacting all industries; Chinese liquor was still in a competitively
conservative environment, and has its own way in the market. Moreover because of the high revenue
alcohol brings to government, liquor companies normally have strong relationship with local
governments. Although, TCC was one professional international enterprise, it has been running
beverage business for ages globally, and it has its own way of managing. When it firstly involved in
Chinese liquor business, it sharply cut off the old marketing approaches, and started act in its own
way in the local markets. The consequence was their old partners or retailers stopped using their
products; people who loved JQ could not buy it from shops or restaurants. The relationship among
old local managers and its Thai headquarter and local units were awkward.
2)

Intensive competition

Intensive competition is another challenge for JQ Company. Within Yunnan Chinese liquor
market, people know there is a "2:8" phenomenon. 80% of the market share is occupied by local
Yunnan Chinese liquor; only 20% of the market uses other provinces products. Nevertheless the 20%
market, which was occupied by products from other provinces, is aiming at the high-end market. As a
result, this 20% market share is making 80% benefits. But the local Chinese liquor, which has bigger
market - low and intermediate range, is still just making 20% of the benefit from market.
3) High revenue charged for this industry.

Based on the <Policy of Minimum Taxing for Chinese Distilled Spirits Consumption> by inter
revenue commission, for Chinese distilled spirit producing companies, that set up its own selling
companies, the base tax is 50%-70% of its factory price. Based on that, each province can set up its
own price. At present, Yunnan province charges 60% of the base tax from factory price of distilled
spirits. In order to speed up the development of Chinese liquor company, this price is not extreme
favorable.
4)

People's awareness of health is increasing.

Nowadays as the general education is broaden in all over china. People's consciousness of health
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is greatly rising. People know the harm alcohol can do to people's health. Plus the mainstream media
in China is proposing healthy living all the time. There are less and less liquor drinkers than before.
So the market is also limited somehow.

5) Price pressure from Inflation in china
Since 2008, Chinese alcohol companies have been enduring pressures from inflation. Firstly,
even though cost of production has been rising, factory price were suppressed from changing too
much by NDRC(national development and reform commission). Secondly, along with the increase of
residents' income, people's consumption ability has been greatly raised and the consumer orientation
was likely shifted to high-end products. Yet, JQ is still mainly focusing on low and intermediate
market range. At this point, inflation is a great threat to small Chinese liquor companies.

1.2.3.5 Aspiration
In order to strengthen and expand JQ Company, after the acquisition, TCC group has managed
the first-stage technically improvement. The production output has increased from 300 ton to 7000
ton per year. The comeany is planning to invest 230,000,000 RMB for the second-stage improvement,
which will bring up the liquor output to 15,000 ton per year. The actual capacity will be 25,000 ton
per year, and the output value will be over 100,000,000 RMB, therefore the revenue will be over
300,000,000.
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Based on the capacity plan and development _Qian, JQ Company identifies the plan as 3 stages.
First-stage, from 2009-2012, sales revenue reach 300,000,000 RMB.
Second-stage, from 2013-2016, sales revenue reach 1,000,000,000 RMB.
Third-stage, from 2017-2020, sales revenue reach 2,000,000,000 RMB.
At the third stage, the company will purchase 3-4 companies within the Yunann province, and
1-2 outside of Yunnan, so that the capacity will break 50,000 ton per year, and the sales revenue could
reach 2,000,000,000RMB.

1.2.3.6 Result
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1) Client's satisfaction
Clients' satisfaction is the main focus for JQ Company' s future development. Their clients
include customers, distributors and partners. JQ Company is working for the best in achieving
mutual benefits with clients. They have been always working on developing new products and
improving and sustaining its products' quality.
2) Nature-based industry
Natural spring water and grain are the basis on which the existence of JQ Company relies. JQ
Company sincerely feels grateful to the rich resources the nature endows it with and has made great
value out of it. JQ Company is trying to preserve natural resources and avoid ecological destruction
for sustainable development.
3)

Create platform for staff development and enhancing human resource
JQ Company realizes that human resource is the most treasures resource in this age. The

professional development of staff is the source of strength for the growth of JQ Company. JQ
Company has been making efforts to provide platforms and opportunities for staff to display their
abilities and create channels for talents to develop themselves.
1.2.3.7 Conclusion of SWA OTAR Analysis

NCIT

In conclusion, after analyzing internal, external, current and future situation of JQ Company

with the SWOTAR model, it is obvious that there is a challenge existing within the company's
developing process. Although there are great opportunities lying in front of it. With this research the
researcher intends to find out appropriate OD intervention for the benefit of JQ Company's
development.
1.3 Analysis for the Focal Scope of Research
1.3.1 General working process of production
The researcher is going to focus the study on the production part of the company. Because of the
real situation of the company, they have unclear work division in the real function system, thus when
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the researcher says production part, it also includes the administration office for the company. The
SWOTAR Analysis for the whole company shares similar Strengths, Aspirations, Results and
Opportunities as the production system. Nevertheless within the production part, they have their own
Weakness and Threats, shows as below.
Weakness

Threats

Improvable factory condition

Less and less original spirit storage

Slow problem solving process
Rough division of work
Table 1.4 Analysis of Focal Research Area
During the observation, the researcher had deep impression and concern for the focal company's
production factories ' condition. Although Chinese spirit has its own traditional way of brewing,
which means it is nice to have some aged brewing workshop. The outlook and working process of
some parts of the factory still surprised the researcher a bit.
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Figure 1.4: Pictures of Working Areas
The recycling bottles were placed all over the empty area of the factory. The beginning cleaning
process seemed very intense, yet not so professional. That implies a direct improvement in a new
factory construction. Nevertheless it takes a very long time for the decision to be made. Because of
the shortage of new factories, there is a huge need in the storage of original spirit. It takes a long time
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for the original spirit to become available for blending. Therefore the longer it takes for the new
factory to be built, the more shortage it will be in terms of the original spirit.
There are situations regarding rough work division in the production factory. For instance,
giving the general work condition, female and male employees were divided into different
workshops. There are only females working in the end-product workshop, while there are only males
working in the brewing workshop. This division caused management difficulties, but management
believes this is a good way to arrange the employees.

•Boiling

•Sa_ccharillcatian
•Fermentation
•Distill
•Aging
•Storage

•Techniques

•Filling machine
•Capper
•Dryer
•Inkjet printer
•Labeling
•Boxing

Figure 1.5: Production Process
Figure 1.5 shows a working flow of production part of the company, there are 180 male
employees working for the brewing workshop, 25 employees work in the blending section, 70 female
employees work for the end-product workshop.
1.4 Research Objectives

The research objectives of this study are as follows:
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1) To describe and analyze the current situation, functioning and performance of the company as
"human social system"
2)

To describe and analyze the current corporate culture, employee work commitment, and internal
communication

3) To identify and propose appropriate ODI on corporate culture, employee work commitment, and
internal communication based on key findings of this study.
4)

To determine the relationship between independent variable, which is corporate culture, and dependent

variables namely, employee work commitment, and internal communication
5)

To determine the relationship between employee work commitment and internal communication.

6)

1.5 Statement of problem
The main purpose of this study is on the relationship of corporate culture, employee work
commitment, internal communication and proposed OD interventions in JQ Company.

1.6 Research question

-

1) How does corporate culture look like in terms of shared value and beliefs?
2)

rl::=a

What is the current situation of the company in terms of employee work commitment, and internal
communication?

LAB
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3) What are the appropriate OD interventions that should be proposed and recommended for corporate
culture, employee work commitment, and internal communication in TLQ Company?
4) Is there a significant relationship between independent variable, which is corporate culture, and
dependent variables namely, employee work commitment, and internal communication
5) Is there a relationship between employee work commitment and internal communication?

1.7 Hypothesis
HOl: There is no significant relationship between independent variable, which is corporate culture,
and dependent variables namely, employee work commitment, and internal communication
HAl: There is significant relationship between independent variable, which is corporate culture, and
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dependent variables namely, employee work commitment, and internal communication
H02: There is no significant relationship between employee work commitment and internal
communication.
HA2: There is a significant relationship between employee work commitment and internal
communication.
1.8 Definition of Terms

Culture: culture in general refers to an integrated pattern of human knowledge, belief, and
behavior that depends upon the capacity for symbolic thought and social learning and the set of
shared attitudes, values, goals, and practices that characterizes an institution, organization, or group.

Corporate Culture: system of shared values and beliefs, tradition and norms that shape the
behavior of individuals and groups in the organization which affect work commitment and internal
communication.

-

Norms: What people should feel and do, both written (regulation and principle) and unwritten.
are organized and shared ideas regarding what members should do and feel, how this behavior
should be regulated, and what sanctions should be applied when behavior does not coincide with
social expectations. (Brown & Harvey, 2006) Norms in each organization is unique, because each
organization has its unique values and belief system, hence the norm which produced within this
special shared value and belief system is unique.
Employee Work Commitment: is defined as relative importance of work to one's sense of self, in
terms of sense of pride about the job, work involvement, motivated to do more and willingness to
sustain the job.
Internal Communication: refers to timely, accurate, consistent information exchange within and
across departments.
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Goal Setting: is a process intended to increase efficiency and effectiveness by specifying the
desired outcomes toward which individuals, teams, and the organization should work. (Brown &
Harvey, 2006)
1.9 Significance of the Study

By studying corporate culture, employee work commitment, and internal communication, the
researcher expects to benefit the organization's further development, in both employee and
management levels.
1) An analysis of the relationship of the corporate culture, employee work commitment, and
internal communication, the company w:ill have an alternative choice to understand the company, and
make better decision for its development.
2) This study should benefit employees, management and the stakeholders, because it's
objectively studied based on academic purpose and the data would be a reference for management.
Firstly, for employees, they will have a chance to express their opinions about their work. Secondly,
for management people, they will have a better view of the current situation regarding corporate
culture, work commitment and internal communication. Thirdly, for the stakeholders, as we know
how these research variables can benefit the company's performance, once the performance is
improved, the stakeholders will be benefited.
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3) This research should have potential contribution to new knowledge and policy implications.
4) Other possible uses for its results.
1.9 Scope and Delimitation of the Study

Scope
This study focuses on corporate culture, employee work commitment, and internal
communication and proposed ODI. The focal departments are the production part of the company,
which includes approximately 320 employees currently.
Delimitation
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The delimitation of this study concerns the name of the organization, data gathering process, and
organization development intervention. Firstly, for private concerns, the real name of this company
will be kept confidential. Secondly, some divisions and departments were not included in this study
because their respondents are not the main focus of this study. Thirdly, during this research period,
due to the management restriction and time limitation, the researcher was asked not to implement
ODI.
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Chapter 2
Review of Related Literature
Conceptual Framework
2.1 Organization as a System

There are numerous researches, study and topics on organizations, however it's not easy to track
down a straightforward definition about what ' an organization' is, or even if there are some, not one
is hundred percent agreed upon. The following are two of these:
An organization is a social arrangement for achieving controlled performance m
pursuit of collective goals. (Buczynski and Buchanan, 2001, p.7 in Senior, 2002)
Organization: a group of people brought together for the purpose of achieving certain
objectives. As the basic unit of an organization is the role rather than the person in it
the organization is maintained in existence, sometimes over a long period of time,
despite many changes of members. (Statt, 1991, p. 102 in Senior, 2002)
The figure below shows the general functioning elements in most organization. They are
grouped and divided into 2 subsystems.
NCIT

Figure 2.1 Senior's Functioning Elements in the Organization
42

Source: Senior B., 2002, Organizational Change, (pp. 5). London, Pearson Inc.
2.2 Organization Development

Organization development (OD) comprises the long-range efforts and programs aimed at
improving an organization's ability to survive by changing its problem-solving and renewal
processes. OD involves moving toward an adaptive organization and achieving corporate excellence
by integrating the desires of individuals for growth and development with organization goals.
According to a leading authority on OD, Richard Beckhard, "organization development is an effort:
(1) planned, (2) organization-wide, (3) managed from top, (4) to increase organization effectiveness
and health, through(5) planned interventions in the organization's processes using behavioral science
knowledge. (Brown & Harvey, 2006)

2.3 Change Management
Yunnan JQ Co., Ltd. has been constantly dealing with changes in its business since the
acquisition. It is known that "In almost every acquisition the buyer is looking for market share,
earning, cash flow, strategic advantage, or some kind of synergy, either alone or combination," says
Sam Kaplan, president of Central Chase Associates LLC in New York City. (Brown & Harvey, 2006)
Organization change involves innovations and changes (In this case, it's everything of the business)
that will probably encounter some degree of resistance. This resistance will be evident in individuals
and groups in such forms as controversy. (Brown & Harvey, 2006) Thus, manage readiness for
change in both individual and organizational level is essential in terms of change management.
Why is readiness for change important?
The genesis of readiness lies in Lewin's (1947) concept of unfreezing or getting organizational
members to let go, both physically and psychologically, of the current ways of doing things within
the organization. Management must provide evidence that the current ways are no longer acceptable
or appropriate if the organization is to remain successful or regain success.
Change readiness is not automatic and it cannot be assumed. To miss assessing organizational
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and individual change readiness may result in managers spending significant time and energy dealing
with resistance to change. By creating change readiness at both individual and organizational level
can achieve a double benefit. Positive energy will go into creating preparedness for the changes and,
in turn, there can be a significant reduction in the need for managing resistance once organizational
revival is underway. (Smith, 2005)
Resistance to change
Maurer (1996) defines resistance as, "a force that slows or stops movement" (p. 23), with
Bridges ( 1986) suggesting that it is an incomplete transition in responding to change. Although, there
is not an all-agreed-on methodology or theory that comprehensively addresses all potential sources
of resistance. However, Holt et al. (2007) identified four dimensions for assessing change readiness,
which includes the content of the change, the context of the change, the change process and factors
related to individuals involved in the changes.

Eight Stages of Successful Large-scale Change

,,_.

-

Regarding that the-Yunnan JQ Co., Ltd. has just been purchased by a large m odern multinational
foreign enterprise, and in this age of turbulence, it is constantly dealing with new technologies,
mergers and acquisitions, restructurings, new strategies, culture building, globalization in an entire
organization, an office and individuals. To understand why some organization are leaping into the
future more successfully than others, you need first to see the flow of effective large-scale change
efforts. In most all cases, there is a flow, a set of eight steps, namely: (Kotter & Cohen, 2002) 1)
Increase urgency 2) Build the guiding team 3) Get the vision right 4) Communicate for buy-in 5)
Empower action 6) Create short-term wins 7) Don't let up 8) Make change stick
lOX Change
Andrew Grove calls a very large change in one of the competitive forces in an industry, a "lOX"
change, suggesting that the force has become ten times what it was just recently. In the face of such
"lOX" forces, a company can lose control of its destiny. Things happen to the business that did not
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before. The business no longer responds to the company's actions as it used to in the past.

(Grove,

1999)
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Source: Grove, Andrew S., 1999, Only the Paranoid Survive, (pp. 8). New York, Doubleday, a
division of Random House, Inc.
Grove (1999) says "Sooner or later, something fundamental in your business world will change."
In the ever aggressively changing industry of S]Dirit, we cannot say if the fundamental change has
occurred or not. Yet, for JQ Company, the acquisition was hundred percent of a fundamental change/
transition to itself. What such a transition does to a business is profound, and how the business
manages this transition determines its future. Grove describes this phenomenon as a strategic
inflection point. Put it another way, a strategic inflection point is when the balance of forces shifts
from the old structure, from the old ways of doing business and the old ways of competing, to the
new.

Maslow's hierarchy of needs
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Figure 2.3 Maslow's Hierarchy of Needs
Source: Maslow's Hierarchy of needs

Maslow's hierarchy of needs first came out in 1943 in his paper called A Theory of Human
Motivation. The theory-was presented as a pyramid. The contains of the four layers at the bottom of
the pyramid was called "deficiency needs": esteem, friendship and love, security, and physical needs.
It is said for most of the people, if these "d-needs" are not met, man's body gives no physical

indication but the individual feels anxious and tense. Maslow's theory suggests before one strongly
desires for secondary or higher level of needs, his or her basic level of needs should be met. Maslow
also defined the level beyond the basic needs-- "Metamotivation" . People that are metamotivated are
driven by B-needs (Being Needs).

The link between corporation culture and change management

By the very nature of culture, it is the most pervasive yet fragile and most resistant to change of
all organizational processes. Through shared values and beliefs and unconscious, underlying
assumptions regarding organizational reality, of which govern actual behavior. (Hames, 1991)
According to Sathe:
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Individuals within the organization become fundamentally committed to the
organization's beliefs and values when they internalize them; that are, when the
individual comes to hold them as personal beliefs and values which result in
specific behaviors. (Sathe, 1987)
Therefore, corporate culture change management is essential to the change management.

2.4 Review on Topics Related to Variables and areas of study
2.4.1 Corporate Culture
Culture exists generally everywhere. Every organization, every nation and society contains
unique culture. There are many definitions about culture. Hofstede( 1981, p.24 in Senior, 2002) says:
Culture is the collective programming of the human mind that distinguishes the
members of one human group from those of another. Culture in this sense is a
system of collectively held values.
People from different groups (whether societal or organizational) differ significantly because
of their culture differences. We shall use the term "corporate culture" to refer to the culture' of all
types of organizations. (Brown & Harvey, 2006)

Brown and Harvey's Culture Formation
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Because of the nature of corporate culture, it provides the organization an underlying guide
regarding what to do, how to behave and where to set the priorities in getting a work done.
Corporate culture helps the employees to fill in the gap between formal directives and how the
work actually gets done. Therefore corporate culture is essential on the process of strategy
implementation. (Brown & Harvey, 2006)
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The figure below indicates how the interdependent variables of corporate culture interact with each
other.

feedback
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•Roles
•Structure
•Systems
•Technology

feedback

Bigure2.4: Brown and Harvey's Culture Formation
Source: Brown, D.R. ; Harvey, D., 2006, An organizational experiential approach to organization
development, (pp.70). New Jersey, Pearson Inc.
Brown and Harvey believe that corporate culture develops from both management and
organization itself. Management level set up the basis tone for the whole organization; culture
emerges within the organization itself. At the most externalized level, culture could be seen from the
organization' shared sayings, jargon, actions and feelings. The researcher adjusted Brown and
Harvey's figure comparing with the current real situation of the research company, shown as below:
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Source: Adapted diagram from Brown, D. R.; Harvey, D., 2006, An organizational experiential
approach to organization development, (pp. 70). New Jersey, Pear-son Inc.
Based on the current situation of the research company, the researcher adds on the elements of
externalization of culture. Besides shared jargon, actions and feelings, JQ Company as a traditional
and local spirit company has its interesting and unique stories and ceremonies, which has greatly
contributed to its culture.

Hall's compass model
Hall's compass model is relevant to the study of the research, as JQ Company has gone through a
series of change since the merger. The compass model of culture identified two components of
behavior or cultural styles of behavior in the form of alliances, mergers, acquisitions or some other
intercompany relationships. They are assertiveness and responsiveness. (Hall, 1995, p. 52 in Senior,
2002)
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High
Assertive
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Responsive

Figure 2.6: The compass model: characteristics of each style
Source: Senior B., 2002, Organizational Change, (pp. 134). London, Pearson Inc.
Hall says companies which show high assertiveness are more decisive, quick and firm, whereas
companies with low assertive are slower and acting more steadily. Companies with high
responsiveness are more relaxed and spontaneous, more important is they are more employee friendly;
whereas companies with low responsiveness are more reserved and acting in a more closed way.
(Hall, 1995, p. 54-5 in Senior, 2002)
The compass model is not only used to compare culture relationships between organizations, but
also applied in national range and across departments in multinational corporations. The level of
responsiveness and assertiveness vary significantly from country to country. Corporate operates in
different environment with different market situation may need to have different corporate culture,
which meets its unique goal and strategies to compete in different arena.
Hall's Iceberg Model of Culture
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In 1976 the iceberg model was used as analog to culture by Edward T. Hall. He suggested that
culture has two parts- internal and external- and there is only a small part of the external culture
above the water is visible. The tip part above the water is normally seen as behavior, and some other
externalized phenomenon of culture. The large part of the iceberg hidden beneath the water is like
internal part of a culture, which includes beliefs, values and thought patterns and so on. Hall suggests
that in order to learn the internal culture of others, one need to actively participate in their culture.
(Hall, 197 6)

Figure 2. 7: Hall's Iceberg Model

Other argues regarding corporate culture
Hofstede suggests that culture manifests itself at the deepest level through people's value and at
the shallowest level in terms of the things which symbolize those values. Things that symbolize
culture vary given different companies' situations and through different scholars. Brown (1995, p. 8)
listed: artifacts, language, behavior patterns, norms, heroes, symbols and symbolic actions, ethical
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codes, basic assumptions, history.
Robin 's lists of culture characteristics are : innovation and risk taking level, attention to detail
level, outcome orientation level, people orientation level, team orientation level, team orientation
level, aggressiveness, stability.
Johnson and Sholes's culture web emphasize the influence of the general organizational
paradigms. The link between beliefs and assumptions make up the paradigm, and lie within the
culture web, which bonds them to the day-to-day action of organization life.
The Strategy- Culture Matrix

It is believed that a company's effectiveness will be increased if the company's culture supports
its goal and strategy, and shared value is an important component of corporate culture. Therefore the
number of members who share the value, and the level of commitment members have with the values
highly affect its strength.
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to Value

j
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Culture
(intense)

AB

Strong
Culture
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+--~~~~~~~~~~~-+--~~~~~~~~~~~___,

Moderate
Culture
(stable)
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Culture
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SharingValues
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Figure 2.8: Brown and Harvey's Relative Strength of Corporate Culture
Source: Brown, D.R.; Harvey, D., 2006, An organizational experiential approach to organization
development, (pp. 439). New Jersey, Pearson Inc.
2.4.2 Employee Work Commitment

In many researches nowadays, work commitment has been highlighted as one of the most
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important factors for general work performance and many other contexts like turnover rate, absence
rate and lateness. (Schyns & Veldhoven, 2010) Moreover through the study by Sophia Su*, Kevin
Baird and Bill Blair (2009), it is proved that work commitment has positive impact on enhancing the
adaptability of employees to organizational change. fu the early research, Employee work
commitment reflects on individuals' identification with and involvement in a specific organization
(Steers, 1997). Porter et al. (1974) defined employee organizational commitment as an employee's
identification with the organization's goals and values; their willingness to exert a great effort on
behalf of the organization; and their intention to stay with the organization. This is very relevant to
the researcher's current study.
There are different pers ectives of defining employee work commitment. Some are from the
attitude perspective, while some other studies from the behavior perspective. Meyer and Allen (1991)
provided a more in-deJ?th analysis of it, classifying it into three components: affective; continuance;
and normative commitment.

-

Two of these three factors: continuance and normative commitment are relatively out of the scope of
management, although the degree of affective commitment appears very manageable. By enhancing
the organizational environment we can improve the employee's emotional attachment to a particular
organization, hence it makes them ):Villing to add up to the achievement of an organization's goal. (Su,
Baird, & Blair, 2009)
fu this study, the researcher will associate the study of employee work commitment with
corporate culture and internal communication, which requires it to cover both attitude and behavior
aspects.
2.4.3 Internal communication

fu the definition of terms, the researcher had futemal Communication defined as: refers to timely,
accurate, consistent information exchange within and across departments. fu the literature review of
Organization as a System, the internal organization was divided into formal and informal subsystems.
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In this section, we can also look into the organization at two types of communication: formal and
informal. (Hamilton, 2005) Formal communication refers to formal messages that flow downward,
upward and horizontally in certain organization charts and forms. Yet not all of the information flow
along the official channels. Many messages communicated in an informal network, which is
sometimes called the "grapevine". While formal communication allows people to deal with
predictable, routine situations; "Grapevine" let information travels faster. Some scholars say: People
who regularly use grapevine are more satisfied with their jobs and more committed to the
organization" (Hamilton, 2005)
Many internal communication professionals believe that enhancing internal communication will
help guiding the collective talent and overall work commitment, and eventually facilitate the
corporate to achieve both organizational and individual objectives. Because internal communication
is always associated with internal development plans, organization behaviors, attitudes, culture, and
work commitment and so on, therefore it is a holistic management process, by enhancing which the
whole organization could be benefited. (Clutterbuck & James, 1996)

AB

NCIT
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2.5 Conceptual Framework
The figure below is the conceptual framework of this study. The chosen of the variables from
this conceptual framework are based on the status quo of the researching company. Corporate culture,
internal communication and work commitment are three interacting factors in researcher' s
framework. The roll of dependent variable and independent variables can be rotated.
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Figure 2.9: Conceptual Framework
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Firstly, it is commonly agreed that corporate culture is the underlying factor regarding
employee's behavior. It guides people to what to do and knowing what comes the first when things
happen. It's very pervasive and most easy to resistance to change. Therefore it is one independent
variable for work commitment and internal communication.
Commitment and internal communication are both essential to the efficiency, performance and
other contextual of work. Moreover they are both deeply affected by corporate culture. From the
researcher's summarize of the definition of corporate culture according to this real life case.
Corporate culture is a system of shared values and beliefs, tradition and norms that shape the
behavior of individuals and groups in the organization which affect work commitment and internal
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communication. Therefore they are dependent variables to corporate culture.
Secondly, work commitment can be an independent variable to internal communication. Higher
level of work commitment will increase the collective employee work involvement and willingness
to sustain the job. Hence it motivates employees to communicate more actively and effectively.
Action Research Model

The following table is action research model of this study. It includes three variables: corporate
culture, work commitment and internal communication, and the three stages of the action research.
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Table 2.1: Action Research Model
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At the Pre-ODI stage, the research identifies possible improvable areas and
potential challenges with each variable in the study. For example, there is untimely
internal communication within the company, and it can be categorized with internal
communication. The second stage is Proposed ODI, at which the researcher will try to
analyze the challenges the first stage came up with, and create appropriate
interventions and approaches to facilitate the organization with each problem. For
example, corporate culture as its nature inherited, it could be an underlying factor for
lots of organizational phenomenon. Within this study, corporate culture is the
independent variable for work commitment and internal commu ication, thus, the
proposed ODI for these three variables are interconnected and supportive for each
other. Lastly comes the third stage of this action research: Desired result. Due to the
limitation of the study, the researcher can only predict a desired result for each
proposed OD Intervention. For example, aligned and supportive corporate culture will
help employees to better commit to work and more efficiently communicated. So that
a desired results for corporate culture intervention is to identify and develop an
aligned and supportive corporate culture to benefit work commitment and internal
communication.
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Chapter 3
Methodology

This chapter provides the research methodology, research design; respondents and
instruments are to be used, sampling procedure. This chapter also describes the data
collection techniques and procedure.
3.1 Research Design

*

Table 3 .1 : Research Design

*

With these 3 phases of OD in the design, the researcher concentrates on the first
pre ODI phase and diagnosis phases. The researcher had sufficient observation,
interview and all the means to collect data and analyze in the diagnosis phase. After
giving feedback to the company, the researcher had conformation to release the study
results andpropose an appropriate ODI.

3.2 The Respondents
The respondents of this research are employees from JQ Company, mainly
includes production side of the company and mid-managements.
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Table 3 .2 the Responds

3.3 The Instrument
During this study, the research used three instruments to collect data: questionnaire
survey, interview guide, and observation guide. The research instruments of this study
were a combination of qualitative and quantitative research.

~
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Table 3.3: The Questionnaire Design
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The questionnaire has an alignment of both variables and sub variables. The
reliability and validity are ensured. Questions in the questionnaires are generated
based on the company situation and literature review regarding variables and sub
variables. The questionnaire was developed by me and reviewed by experts,
especially the ones who are professional in both Chinese and English. The
questionnaire had been pre-tested with 20 employees of the company who were not
respondents of the study. Cronbach' s Alpha Value for Each Variables has been used
to test the reliability of the questionnaire. Below is the result of the pre-test from the
questionnaire.

Table 3.4 Cronbach's Alpha Value for Each Variables
This research contents three variables: corporate culture, employee work
commitment and internal communication. Each variable includes numerous of
sub-variables. In order to further continue this survey questionnaire, the researcher
has to firstly determine the internal consistency reliability of the all variables of the
questionnaire.
Data displayed from Table3.4 presents a good comprehensive reliability of all
questions from this questionnaire. The lowest item score on Cronbach's Alpha
coefficient was 0.765, and the highest Cronbach's Alpha score on coefficient was
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0.851. All of them are above the minimum level of reliability. The average of each
variable is above 0.803. Therefore the questionnaire is reliable.

3.3.2 Interview Guide
In order to have sufficient data, the researcher conducted both formal and

informal interviews with selected employees from the company. To ensure efficiency
and effectiveness the researcher conducted interview guide before the interviews. The
interview guide was about corporate culture, work commitment and internal
communication.

Table 3.5: observation guide/ interview guide/check list

3.3.3 Observation Guide and Checklists
Observation guide contains what the areas the researcher will observe for this
study. It will always be significant during this action research. It was used during the
whole research, before and after. With good observation can the researcher raise up
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relevant questions with good insights.
Checklists include necessary updated company information for this study. It
might include that will not be able to get by short observation, interviews and
questionnaires, therefore to ensure the research is sufficient.
3.4 Data Collection- Techniques

The researcher used face to face, telephone, computer-assisted information
exchange to collect data from interviews with certain staffs. Interview also includes
normal one and in- normal ones. The earliest interview began in March, after further
analysis, interviews were continued again in May and June; after the proposal defence,
in order to give ODI, the researcher conducted another series of interviews.
Administering questionnaires is a key research technique for this study. The
questionnaire was conducted in May and be distributed to non-respondents in similar
industry for pre-test (Alpha Coefficient Scale for reliability test). Secondly, the
questionnaires were hand out by the researcher self and on-line test to respondents .
The data analysis was after the collectio~ of statistics.

al.~

•

Observation was focused on individuals, environment, atmosphere and events,
with or without videotaping or audio recording.
3.5 Data Collection Procedure
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Table 3.6 Data Collection Procedure
A ction Research Plan
Mav
Actions
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Au •ust
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Literature review, Co11pany background, Proposal general structure

- Writing on chapter 1 & 2;Real-l i.fe research
Suba it & present the proposa.1- (lst t ime)
Revise the proposal after rece i vi ng feedback:Ouestionoaire
- Suba i t the r evised proposal
- Sub• it & present the final proposal to the conit tees
Getting the valid ation on surv ey instru11ent fro11. the

f:tf~

rtm

Table 3.7 Action Research Plan

3.6 Data Analysis

ROTJt

Data analysis in this study includes both qualitative and quantitative analysis. To
analyze data collected from interviews and observation, the researcher clustered
information and explain.

3.6.1

October

NoTeJ

1st 2nd 3rd 4th 1st 2nd 3rd 4th 1st 2nd 3rd 4th lst 2nd 3rd 4th 1st 2nd 3rd 4th 1st 2nd 3rd 4th 1st 2nd 3rd 4th 1st 2nd
tl wk ~ wk wk ~ wk d
wk wk wk wk wk wk wk wk wk wk ~ d
d
wk d
d
wk rl rl wk wk wk

Qualitative Data Analysis
Qualitative data will derive from recording of events and result being gathered
from conducting interviews and observations sessions. The data was analyzed by
clustering, and by using the model, which is adapted from Brown and Harvey.

3.6.2 Quantitative Data Analysis
While quantitative data derived from results gathered from questionnaires and
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analyzed by Statistical Package for Social Science (SPSS). After collecting data from
questionnaires, the researcher firstly used Statistical Package for Social Science for
quantitative analysis. Frequency and percentage were used to measure the
demographic profile. Average mean and standard deviation were used for
questionnaires. For quantitative analysis - the relationship of independent variables
will be analyzed using Pearson correlation.
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Chapter Four
Presentation and Analysis of Data

This chapter presents and analyzes data and information, which was collected,
based on the data collection techniques, methods and procedures refer to the previous
chapter. This chapter provides research findings and analysis from the survey
questionnaires of (330) three-hundred-and-thii;ty respondents, interview with one top
management, two mid-management/admin/HR, two government officers and ten
frontline workers.
This chapter is begun with demographic profile presenting and then findings from
Pre-ODI results, which includes both quantitative and qualitative data and information.
With the full picture of the current situation, the researcher comes up with an
appropriate OD intervention plan. Lastly, the desired result is presented based on the
previous analysis.

Nerf

LABO

4.1 Demographic Profile of the Respondents
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The demographic profile of the respondents includes the Response rate of the
questionnaires, gender, nationality, age, education level, and work duration, level of
position, department and marital status.
4.1.1 Response Rate of the Questionnaires

The total number of questionnaires, which were distributed, was 330, out of
which 116 questionnaires were completed, accounting for 95.75% response rate. 300
of the response questionnaires were valid, which accounts for 94.94% valid response
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rate.
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Table 4.1 Response Rate of the Questionnaires
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Table 4.2 Demographic Profile

4.1.2Age

Age
m 115-under 30

m123 31-40
m ss41-so
maboveSO

As shown in Figure 4.3, there were 115 respondents younger than age 30, which
takes 38.33% of the total respondents. There were 123 respondents (4 1%) between the
age of 31 to 40. There are 55 respondents (18.33%) between the age of 4 1to50, and
there were only 7 respondents (2.33%) aged over 50.
4.1.3 Nationality

'i
*

RO

Nationalities
ID Han108
11!1

9

Hani60

WYi 130

*

Ill! Mongolian 1

From figure 4.7, we can see the uniqueness of employees of JQ Company. There
are multiple nationalities working for this company. Yi minority is in majority, among
300 respondents, there are 130 Yi people, which takes 43.33% of the total. Second to
Yi minority is Han people, Han takes up 36% of the respondents. Thirdly is Hani
minority, there are 60 of them (20% ). There are only 2 people who belong to other
minorities.
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4.1.4 Gender

Gender

m Male219
m Female81

Among respondents there are 219 male employees and 81 female employees.
Male staff takes the majority of 73%, while the rest of the27% of the staff were
female.
4.1.5 Work Duration

Work Du ration

Ill! 1-5,139

!!!6-10,108
m. 11-15,9
!!! 16-20,13
B0bove20,
31

The majority of the workers work for the company less than 10 years. 139 of
them (46.33%) have been working for the company less than 5 years; 108 employees
(36%) have worked for the company more than 5 years and less than 10 years; 9
people (3%) have worked with the company more than 10 years and less than 15
years; 13 employees (4.33%) have worked with the company for 16-20 years; 31
employees (10.33%) have been with the company for more than 20 years.
4.1.6 Position
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Position
m ManagementlO
!lli!Technique53
m0thers237

Among the respondents, 10 people (3.3%) are management level, 53 people 17 .67%
are technique employees, and the rest 237 people (79%) work for the frontline.
4.1.7 Department

'"

S/J"y
()~

Departments
imOfficeSO

Im Brewery187
~m

Packaging63

~
~

r-

There are 50 people (16.67%) working in the office, which mainly includes HR,
Finance, Admin, Security, Warehouse and Purchasing. 187 employees (62. 33%) work
in the brewery, and 63 employees (2L%) work in the packaging.
4.1.8 Marital Status

Marital Status

iru Married236

WSingle64

In the whole factory, 236 employees are married, which makes over 78.7% of the

total. 64 staff are single, they occupies 21.3% of the total amount.
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4.1.9 Education Level

Education Level
Ill! Bachelor24
111!1

High school and Techsecondary school128

s~i

Middle school137

m Primary schoolll

Most of the employees do not have high education. 24 employees (8%) have
bachelors' degrees; 128 employees (42.67%) had finished high school or technique
school, 137 of them (45.67%) finished only middle school, and 11 of them (3.67%)
had only finished primary school.
4.2 Pre-ODI (Results)
4.2.1 Answering Research Questions 1 and 2

This survey questionnaire is designed to test and analysis the relationship among
corporate culture and work commitment and internal communication; thus it is a
highly people/ individual related research. The general background of employees'
individual differences on education level, gender, and nationality and so on has major
influence on variables of this questionnaire. The researcher uses One-Way ANOVA to
test the Significant Difference from Mean of the study population, and uses Paired
Sample test to analyze the result from (LSD).
1)

How does corporate culture look like in terms of shared value and beliefs?
From table in 4.3.2.1 to 4.3.2.3, we can see that individual differences do not have

major influence on corporate culture. Employees have different education level,
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different nationalities and different gender share no significant difference on the
sub-variables of corporate culture. Especially on shared value and beliefs, employees
appear to have similar understanding on the items. Firstly, employees have shared
understanding of the history of their products, which brought them common respect
and sense of pride of the product. Secondly, because of the joint purpose of products,
in their daily work, employees who have different individual background, adhere to
shared values and beliefs in terms of ethics and professionalism.
2)

What is the current situation of the company in terms of employee work
commitment, and internal communication?
From the statistics showing below, different individual background has various
impacts on sub-variables of work commitment and internal communication.
For instance, employees have different education level vary significantly in NQ
(Corporate Culture-Norms-Quality control, Hygiene, Punctual, P-Value = 0.016

<

0.05), WP (Work Commitment-Sense of pride about the job, P-Value = 0.033

<

0.05), and IC (Internal Communication, P-Value =0.035

<

0.05).

Employees have various nationalities have very high significant difference in WP
(Work Commitment-Sense of pride about the job, P-Value = 0.005

<

0.05).

Employees have different genders have significant differences on WP (Work
Commitment-Sense of pride about the job, P-Value = 0.000
Commitment-Work involvement, P-Value = 0.000

<

<

0.05), and WI (Work

0.05).

4.2.2 The Relationship between IV and DV---Answering Research Question 4 and
5

In order to analyze the relationship between Independent Variable and Dependent
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Variables, the researcher uses Principal Factor Analysis (PFA), and uses the relative
weight from each item's factor load, and method of weighted mean, had the integrated
value for each variable concluded. And then use Regression Analysis to test the
relationship between IV and DVs. The results of PFA are below:
Corporate Culture =
( 0.26*SH1 +0.333*SH2+0.333*SH3+0.362*SH4+0.433*SE1 +0.441 *SE2+0.339*S
E3+0.411 *SPl +0.435*SP2+0.404*SP3+0.539*NC 1+0.539*NC2+0.524*NQ1 +0.524
*NQ2+0.55*TT1 +0.55*TT2) I
(0.26+0.333+0.333+0.362+0.433+0.441 +0.339+0.411 +0.435+0.404+0.539+0.539+0.
524+0.524+0.55+0.55)
Work Commitment =
( 0.322 *WPl +0.361 *WP2+0.282*WP3+0.326*WP4+0.379*WI1 +0.441 *WI2+0.40
5*WI3+0.376*WM1 +0.374*WM2+0.346*WM3) I
(0.322+0.361 +0.282+0.326+0.379+0.44 l +0.405+0.3 7 6+0.37 4+0.346)
Internal Communication =
(0. 747*IC1+0.847*IC2+0.541 *IC3+0.846*IC4+0.0.876*IC5+0.486*IC6+0.636*IC7)
I (0.747+0.84 7 +0.541 +0.846+0.876+0.486+0.636)
1) To determine the elationship between independent variable, which is corporate
culture, and dependent variables namely, work commitment, and internal
communication.

Relationship between Corporate Culture and Employee Work Commitment:

Dependent Variable:
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Figure 4. 1 Relationships between Corporate Culture and Work Commitment
The figure shows that there is positive correlation between corporate culture and
work commitment. Change with corporate culture will cost change )Vith work
commitment. Work commitment= 2.958+0.22corporate culture, t-value=2.847,
sig=0.005<0.05, t-value passes the test, which explains the positive correlation.

Relationship between Corporate Culture and Internal Communication:
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Figure 4.2 Relationships between Corporate Culture and Internal CoIIlll)unication
The figure shows that there is positive correlation between Corporate Culture
and Internal Communication. Change with corporate culture will cost change with
Internal Communication. Internal Communication = 3.014+0.203corporate culture,
t-value=2.639, sig=0.009<0.05, t-value passes the test, which explains the positive
correlation.
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2) To determine the relationship between work, commitment and internal
communication.

Relationship
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Employee
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Figure 4.3 Relationships between Employee Work Commitment and Internal
Communication
The figure shows that there is a positive correlation between Work Commitment
and Internal Communication. Change with Work Commitment will cost change with
Internal Communication. Internal Communication = l .502+0.607wok commitment,
t-value=l3.342, sig=0.000<0.05, t-value passes the test, which explains the positive
correlation.
4.2.3 Summary of Hypothesis
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THE ASSUMPTION UNNERSITY LIBRAR)

HAl: There is a significant relationship between independent variable, which is
corporate culture, and dependent variables namely, work commitment, and internal
communication
HA2: There is a significant relationship between work commitment and internal
communication.
4.2.4 Clustering Results from Interview and Observation
In addition to the survey questionnaire, the researcher had a face-to-face

interview with one top management memeber, two mid-rnanagement/admin/HR, two
government officers and ten frontline workers. Moreover the researcher had over ten
times visit in the company, therefore there is sufficient information collected through
different levels of the workforce for all research variables.
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company.

company.
Because of the merger, the new system of
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effective.
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Because of the merger, the new system of

I Difficult
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Corporate culture is significant to the development of the

I Believe
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I Believe it's extremely important.

company.

company.

Do not know very well.

I

Believe the culture had great impact on the product and ,Employees are very committed to their
the image of the company.

work.
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Need more attention from the leaders,

Knowing it's very important.

Do not talk about corporate culture often.
Have the general knowledge about the corporate culture,

especially injury incurred while working

I Gave effort to committing to their work.

needs timely handling.

yet not sure how it affect their work.
It's not easy.

Need clearer guidance towards company

Need employee affair.

regulation. E.g. Holiday overwork system

Not everyone is committed to the work.

~~

*

Need more reward

,...

improve in employees welfare

lo

Table 4.3 Clustering Results from Interview and Observation
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4.3 Comprehensive Data Analysis

The assumptions of this research were that corporate culture was an underlying factor regarding
employees' behavior, which has a profound influence on both work commitment and internal
communication. If that is truthful, it indicates that there are strong correlations among the variables
of the research, so that the work commitment and internal communication could be vastly improved
by a better corporate culture.
The results of this real-life questionnaire survey was not all strongly supportive for the
assumption. Although the analysis of the statistics shows there are relationships between independent
variable and dependent variables. The correlations are considered very weak in-between corporate
culture and work commitment, corporate culture and internal communication. Therefore in this

-

specific company, the culture does not greatly improve employee work commitment and internal
communication.

In order to find out the best recommendations to improve the situation, the researcher traced

back to the initial of the topic--- corporate culture, and relates to Maslow's hierarchy of needs.
Although this theory was originally for individuals, a corporate could be seen as a holistic
organization. Thus if the researcher adjust the theory slightly, it can be applied on organizational
wide.
Maslow suggests that when individual's d-needs are not met, people's body give no physical
indication but the individual would fell anxious and tense. Before one strongly desires for secondary
or higher level of needs, his or her basic needs should be met.
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Figure 4.4: Corporate Culture Adapted from Maslow's hierarchy of needs
Corporate culture at the highest sense is shared value and beliefs for each and every employee in
the organization. Value and beliefs are considered beyond the "deficiency needs" of people, and as
the "being needs". Thus if corporate culture did not strongly influence employee work commitment
and internal communication, the researcher assumes the basic layers of corporate culture did not
meet the needs of organization development, and hence it did not apply to tfie needs of individuals in
the organization as a whole. At the basic part of this "culture pyramid", the researcher chose system,
regulation, and externalized signs of culture to support the tip of the corporate culture.
Therefore meeting the basic needs for corporate culture can be related to employees' satisfaction
with the current deficiency needs. The very basic reasons could be because employees are not
satisfied with the biological needs, like safety needs, and treatment and so on. From the observations
and interviews, it more or less exists. For example, employees ask for more timely attention when
injuries accuse at works And if it relates to the culture pyramid, it might be caused from the
corporate system or regulations.
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As far as the researcher is concerned, at JQ Company, there are more needs to be met until the
current culture meets the needs of the development of the company. Or there should be a better way
to align corporate culture with work commitment and internal communication, although corporate
culture is an intangible element theoretically.
4.4 Proposed OD Intervention and Desired Result
Part 1: Proposed Integrate Corporate Culture Intervention
1.

Corporate Culture Orientation
Objective: Identify and clarify the corporate culture to be more relevant and the best for

improving employees' work commitment and internal communication.

~

Theory: base on literature review of Brown and Harvey's Culture Formation and Rubber-band

theory.
Participants: staff-representative from headquarter;

Top rnanagement; mid-management;
Staff-representative

from

workforce

(poll

from

each

department)/

'!A.@

Staff-representative from employee af(air

ot~V

Method:

Open space and Brain storm

1at1at\~

Figure 4.5: Culture Orientation Framework
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1) Open Space: firstly organize the par6cipants into a broad conference room, arrange the chairs
into a circle, and let them sit randomly. Articulate the purpose of the meeting (use a bulletin boards
or PowerPoint), show participants it's an open and free environment, set out the reward. Secondly,
set up discussion time. Break up the crowd into small groups, let participants circulate, walk and talk,
learn and contribute to the topic freely, the meanwhile have the ideas written down on the charts.
Thirdly, discuss with the whole meeting.
For example, these are the identified externalized signs of corporate culture. These could be
given as examples for the discussion. After these are identified, people can discuss if these are
relevant to the needs of development; can these signs influence their work commitment (e.g. whether
it encourage employees' sense of pride of this job) and internal communication.

,_.
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Vision: China's world known spirit enterprise

r-

Mission: 3 steps strategic development

1st Step: Optimize the resource, and laid the foundation of enterprise development, occupy the
market in Yunnan.

LABO
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2nd Step: Technical innovation, and pave the way of the development of the company, cover the
market countrywide.
3rd Step: Brand strategies, power up the company, target the market worldwide.
Slogan for the Company: let the world taste JQ.
Slogan for the Product: China's JQ, classic Yunnan flavor.
2) Brainstorm how to change and adjust the current corporate culture to be more relevant to
improve work commitment and internal communication. Set up speech time for each volunteer, when
the person is giving speech, other people can not interrupt. At the end of this subject, organizer
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summarizes the result and method; highlight the identified signs of corporate culture. All of the idea
will be aligned with brand promotion for the product.

Expected outcome: 1) raise up the sense of importance of corporate culture in an organizational
range, acknowledge people with the interaction among these three variables 2) enable participants to
be aware of the current situation of corporate culture 3) enable the management people to hear from
the workforce regarding their understanding to corporate culture 4) the to-be identified corporate
culture will fit the expectation from all levels of the company

Pass onto each Department: With the company wide orientation held, mid management people
and staff representative should be leading new small sessions to align the main idea of what was
discussed with employees that did not join the meeting. The sessions could be kept small, and all
participants should get reward.

2.

Set up regular free Cross-culture class for Both Thai and Chinese employees and employee
representative from different

nationalities

Corporate culture is always influenced by the local
culture it emerged within. Because of the special
nature of the industry, and the transformation of its
business,

JQ

has

even

bigger

issue

with

its

cross-cultural building. Cross culture classes at the
higher level will benefit the merged JQ Company in terms of corporate culture, and it will increase
the understanding for employees from different nationalities and backgrounds. From the top
management to mid management people should be definitely involved in this subject. The frequency
should be at least twice a month at the beginning.
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Moreover, from the questionnaire statistic we can see, employees have various nationalities have
very high significant difference in WP (Work Commitment-Sense of pride about the job, P-Value =
0.005

<

0.05). Minority employees accounts for over 63% of the whole population, as a result,

representatives of each minority at the frontline should also be involved into this session.

Part 2 Proposed Employee Work Commitment Raising Intervention
From the One-Way ANOVA test and paired sample test, we see that employees with different
education level, different nationalities and different genders, have a significant difference in
WP(Work Commitment-Sense of pride about the job, P-Value = 0.033
Commitment-Work involvement, P-Value
interventions:
1.

=

0.000

<

<

0.05), and WI (Work

0.05). The researcher proposes four

J.;;,

Visit advanced enterprises, learn and exchange ideas from each other: In order to better
encourage and motivate employees, and increase the sense of pride about job for all of them, the
leaders should always know what the company is good at and not. This intervention had been taken
place; the tour was meaningful and inspiring, and the feedback was positive.

2.

Improve employee welfare, for example, improve tl;le worker meal quality: Most of the staffs
work in JQ Company is strong manual labor. From the observation, the researcher had heard a lot of
complaints on the quality of food. Most of the employees think that there should be one more meat
dishes for the meal.

3.

Experimental workshop for new dividing/mixing of male and female employees: In the previous
chapter, the researcher has mentioned about a unique way of dividing the work in this company. The
brewery is full of male workers, and the packaging has only female workers. At the end of August
some issues had been raised in these two departments. Therefore the researcher proposes for a new
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way of mixing both genders of the employees. Because the packaging is not only dealing with light
and exquisite work, and the brewery is not only manual labor work. Not to mention, female can also
be strong and male can be extremely attentive as well. Moreover, it is commonly agreed that when
female and male employees work together, the efficiency is increased. All in all, scientifically
dividing work will be good for the performance of the company as a whole.
4.

Set up training plan for employees who has willingness of further developing their career path:
firstly, the HR of the company should summarize and identify the main areas of need for professional
employees, according to the development needs from eacb deparlment. Employees, who have the
willingness for further developing of their career path in these areas, should be given opportunities
and training. It will increase self-identification for them and as well as the willingness of staying

1.

-

with the company longer.

~

Part 3 Proposed Internal Communication Interventions

r-

Establish employee affair: During the interview, some workers mentioned "the boss do not hear the
sound from the 'small' workers", they have demands for them to be heard. Once they thought a
employee affair could be helpful, but it existed like nothing. The idea of employee affair was brought
up in 2009 in this company, yet the chairman and members never paid full attention to it. Therefore
the researcher proposes a completed system for employee affair that practically provides the channels
of communication employees need.

2.

Create integrated communication program for the whole organization and divide into different
target groups: staff, mid-management, top management and overall, so that information could be
exchanged in a timely and accurate manner.

3.

Complete the company website: when this report first started, the official JQ Company's website
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was unavailable. Even the mid management people did not know, the web site has been unavailable.
The researcher proposed the idea of establishing and completing the official company website at that
moment, for the benefit of the company's external image and internal communication. The HR took
this suggestion and started out sourcing professional website construction people several months ago.
Now the company website has been working regularly, although the site is still young, and
information on that is still insufficient. The researcher proposes to establish a department especially
to manage the website.
4.

Set up regular English training lessons for management people: in order to better communicate
with the Thai headquarters, Chinese management team needs not only interpreters or translators, but
also language ability of their own. When the researcher proposed a systematic English training plan
for the management team, they accepted and applied the training formally.

-

,,_.

Part 4 Proposed Integration Corporate Culture Oriented Branding Intervention

LABO

Nerf

87

Figure 4.6: Integrated Corporate Culture Oriented Branding Interventions
Brand is a main intangible component of a company's assets. Good branding increases the
recognition, awareness, favorite, loyalty and association from customers. Products that have good
quality and are associated with good branding strategy will make significant progress in the market.
A good brand has its corporate culture with it.
The researcher proposes the company to have an integrated VIS design. A Vision Identity
System (VIS), which includes product design, company name, logo, standard font and color, patterns,
slogan mascot, stores and so on. Items that are included in VIS are considered as the externalized
part of a corporate culture. The accomplishing of external signs for corporate culture will be built on
the foundation for its culture development. According to the target mission of JQ Company, the
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second step for its development plan is expanding the market country wide, and then into the world
market, which requires the company to have a strong brand strategy. Within the market of Yunnan
province, JQ has made recognition for itself, yet it's not enough, if the company wants to make it
grow beyond the province, the current branding strategy will not be sufficient, since the high-end
market that gains the majority of profit nowadays is occupied by famous Chinese spirits, which come
from all over the country. Without good recognition, awareness, favorite, associable brand, JQ
Company will not make its entrance into that market. Thus a VIS design would be the initial of this
project.
Once the target of its mission is reached, the company's revenue will be enhanced and then
employees' treatment, which has become the main issue that blocks the production progress, can be
improved. Therefore another variable of this study-employee work commitment will be enhanced.
As a result internal communication will benefit and in tum it will give a good feedback to corporate
culture.
LABO
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Chapter Five
Summary, Conclusions and Recommendations
Chapter five consists of the summary of the study, conclusions and recommendations of JQ
Company based on the findings and analysis of the research. Lastly is the recommendation for
further study.
5.1 Summary
This research 1s focusing on the relationship between corporate culture, employee work
commitment and internal communication. It is based on an 8 months-long real life research on JQ
Company. The research includes interview, observation and survey questionnaires in a range of 300
employees. It reveals the current situation of the company. After the data was analyzed, the
researcher answers the problems that were stated from the first chapter, and the hypothesis are tested
as well, OD interventions are proposed, and each variable of this research, namely corporate culture,
work commitment and internal communication, are thoroughly analyzed by comparing the data
among different education level groups, different nationalities groups and different gender.
Based on the conceptual framework of this study:
IV
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Employee Work Commitm1mt
•Sense of pride <:ibout ;ob
•vVork Involvement
~YVilli ngness t o sustain th e job
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Figure 5.1: Conceptual Framework
Here is the summary of findings of this study:
There are positive correlations between IV Corporate Culture and DV, which are Employee
Work Commitment and Internal Communication. There is a positive correlation between IV
Employee Work Commitment and DV Internal Communication.
From the statistics from Demographic Profile, all subjects have generally common grading on
variable Corporate Culture. Yet different education levels and different nationalities and gender differ
on variable Employee Work Commitmen and Internal Communication.
According to the data, which represents the correlation between Corporate Culture and
Employee Work Commitment and Internal Communication, the correlations are comparably weak. It
means corporate culture in this specific company has not been greatly supportive to the employee
work commitment and internal communication. Referring to Maslow's hierarchy of needs, the
researcher suggests there are more basic needs to be met until the current corporate culture becomes
Nerf

supportive to this development phase.
5.2 Conclusions
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The purpose of the study is to define the relationship between Corporate Culture, Employee
Work Commitment, Internal Communication and Proposed OD Interventions on JQ Company.
Before we go into next step, which is the recommendations, we need to clarify and conclude the
findings for each variable of this study.
Firstly, corporate culture is the main subject of study in this paper, there are six sub-variables
related to it in the questionnaire. 300 respondents gave their mark to the questions. In the observation
and interview, corporate culture was the major object to be focused as well. Coming to the
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conclusion of the situation in JQ Company, although data from the questionnaire shows that
employees have common understanding on sub-variables, the scores are generally low. In the
interview, employees from different position give different importance to it. Moreover, the low
correlation between IV and DVs shows, firstly, the way the organization embraces corporate culture
is not greatly supportive to its employee work commitment and internal communication. Another
inference to the low correlation is that the current defined corporate culture does not meet the need
for current development of the company. Based on the Maslow's hierarchy of needs, JQ Company's
employees still have basic needs to meet; relate to corporate culture, the whole system of
distribution/welfare/ regulations and so on are not yet perfect. Therefore shared value and beliefs
does not seem so relevant to some of the front line workers.
Secondly, this Company is located in a minority autonomy place in the border area of China; the
local culture is very unique. And also because of the very special period-acquisition and
transformation, this company is dealing with, all elements of this study result are under certain
circumstances. For example, Employees' work commitment and internal communication are highly
influenced by different nationalities and special ways of dividing work according to the genders, and
the vary backgrounds of education. Thus the current pe spective for the DVs---two variables should
be related to the specialty of the regional situation.
Thirdly, although just between Employee Work Commitment (IV) and Internal Communication
(DV), from the data analysis, there are strong correlations seen, which means that interaction and the
relationship between these two variables are relevant and positive. The more employees are
committed to work, the better the people within the organization communicate. In the big picture,
since there are positive correlation among IV-Corporate culture, and DVs-Employee Work
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Commitment and Internal Communication, a better corporate culture can positively influence work
commitment and internal communication, the people are more committed and communicate better,
and that will give a positive feedback to the corporate culture. As a result, the organization can be in
a positive cycling loop.
5.3 Recommendations
5.3.l How to improve Organization based on the results of the study

Findings of the study

Recomme dation- proposed

Expected result

OD Intervention

corporate
• Current
culture is irrelevant for

•
•

improving employee
work commitment and
internal communication
Different nationalities
differ their
understanding for
corporate culture
Lack of integrated
culture oriented
branding strategy

Corporate culture
• orientation
Set up regular
• cross-culture
class for
both Thai and Chinese
employees and
employees from
different nationalities
Integrate corporate
culture oriented
branding strategy (VIS
design)

or1t

Clarify corporate
• culture.
Rise up

•
~

°' -9.~
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•

• oflackjob,of senseandof pride
work

Organize tours for
• employees
to learn

involvement
regarding
Issues
employee treatment
Unscientific diving of

and exchange ideas
from advanced
enterprises
Improve employee

•
•

•

•

importance of
corporate culture at all
levels, and enable
different level of
employees hear from
each other
benefit the merger of
JQ Company in terms
of corporate culture
and increase
understanding among
employees
Increase employee
work commitment and
internal
communication

Leaders are more
aware of what the
company is good at
and lack of, hence can
better encourage and
motivate employees
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•

work
Lack of systematic
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design

•
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•
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Un-functioning
employee affair
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communication channel
Unfinished company
website
Language disability at
management level
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communication
program for the whole
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develop their future
career path

•
•

0
•

•

A

SINCE1969ot

~,,v1at1a"'t\~

•

work commitment
Scientifically dividing
of work will enhance
performance of the
company as whole
Rise up
self-identification for
employees and the
willingness to stay
with the

Practically provide the
channel of
communication
employees need, and
increase the sense of
belonging for
employees
fuformation can be
exehanged timely and
accurately
For the benefit of
company's external
image and another
way of internal
communication
fucreasing the
language ability for
management people
so that the
communication can be
more effective and
accurate

Table 5.1: Framework of How to improve Organization Based on the Results of the Study
5.3.1.1 Corporate Culture

The chosen of topic for this research paper began with corporate culture; not only is it an interesting
and dynamic factor of organization development, but also because it applies to almost all business units.
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JQ Company was chosen as the studying object, because regarding its industry nature, its corporate

culture has a significant relationship to do with its business development; moreover the signs revealed
from corporate culture has drawn attention from the researcher.
The findings after interviews, observations and questionnaires show three main dysfunctional
aspects of its corporate culture, in terms of improving employee work commitment and internal
communication. Firstly, in real working situation employees do not relate corporate culture with the
other two variables, so the correlations in-betwee

they are very low. Secondly, employees of JQ

Company are from very different nationalities, which inherited different customs of life, that impact their
way of doing thing and working. Therefore the understanding they harbor of corporate culture are could
differ very much. Thirdly, good branding includes its culture in all details, but JQ has not yet best utilize
its corporate culture to its branding strategy.
Regarding the findings of corporate culture, the researcher pro-posed OD Interventions accordingly.
The main interventions are: 1) corporate culture orientation; 2) set up regular Cross-culture classes for
both Thai and Chinese employees and representatives from different nationalities; 3) integrate corporate
culture oriented branding strategy (VIS design) . Details of each point can be found in Chapter four.
The desired results for these proposed interventions are: 1) Clarify corporate culture. Rise up and
align importance of corporate culture at all levels, and enable different level of employees hear from
each other; 2) benefit the merger of JQ Company in terms of corporate culture and increase
understanding among employees; 3) Increase employee work commitment and internal communication.
5.3.1.2 Employee Work Commitment

Employee work commitment is a factor that impacts work performance significantly and directly,
and it is deeply influenced by corporate culture. The main dilemmas JQ Company has regarding its
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employee work commitment are: 1) employees lack of sense of pride of job and work involvement; 2)
Issues regarding employee treatment; 3) Unscientific dividing of work. 4) Lack of systematic employee
career path design.
From the data the researcher collected from questionnaires, the researcher finds that in all tests,
especially the pared sample t-test show that, employees lack pride of sense at the job and work
involvement are not optimistic. The reasons behind are various, but from the most resent interview the
researcher found that the company had so much issues with their workforce, regarding employee
treatment. Because of the requirement from this company, the researcher was asked to keep the issue
confidential; anyhow, there are problems in this area. The other interesting problem that aroused was
work commitment as the work was divided. In short, male and female are separately divided into
different workshops. Lastly, the company lacks a systematical employee career path design.
Regarding the finding from employee work commitment, the researcher proposes these OD
Interventions: 1) Organize tours for employees to learn and exchange ideas from advanced
enterprises; 2) Improve employee welfare, e.g. improve workers meal quality; 3) Experimental
workshop for new dividing/mixing of male and female employees at work; 4) Set up training plan for
employees who has willingness to develop their future career path. Details can be found in chapter 4.
The expected results and result are: 1) Leaders are more aware of what the company is good at
and lack of, hence can better encourage and motivate employees; 2) Better treatment would enhance
the work commitment; 3) Scientifically dividing of work will enhance performance of the company
as whole; 4) Rise up self-identification for employees and the willingness to stay with the company.
5.3.1.3 Internal Communication
Internal communication was chosen to be dependent variable at this research for both corporate culture
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and employee work commitment, and the results were both positive. The condition of internal
communication was directly impacted by employee work commitment and corporate culture and in tum, it
gives feedback to them. The main findings of internal communication are: 1) Un-functioning employee
affair; 2) Unsystematic communication channel; 3) Unfinished company website; 4) Language disability at
management level. Firstly, the problem of employee affair was the latest findings the researcher had,
because of issues relating to employee treatment, employees are asking for an employee affair. Secondly,
there is always a need for JQ Company to have an 'ntegrated communication system, including company
website. Lastly, the English problem with management people has been causing many problems during
work with the Thai headquarters.
The proposed OD futervention according to the findings are: 1) Enable the functioning of
employee affair; 2) Create an integrated communication program for the whole mganization and
divide into different target group;3) Complete the company website; 4) Set up regular English
training class for management people. Details can be found in chapter 4.
The expected results for proposed ODI are: firstly, employee affair should practically provide the
channel of communication employees need, and increase the sense of belonging for employees;
secondly, an integrated internal communication system should let information exchanged timely and
accurately; thirdly, accomplished company website for the benefit of company's external image as
another way of internal communication; lastly, the English training program will be increasing the
language ability for management people so that the communication can be more effective and
accurate.

5.3.2 Recommendations for further Research
Corporate culture, employee work commitment and internal communication are the three variables of
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this study; they are rather relevant with each other. Yet, if time allows, the researcher recommends
including development stage of the company into the study. The very development stage of each company
would require a different culture to support the development; hence, the employee work commitment and
internal communication would differ significantly accordingly.
Corporate culture as the main study area in this research is not a short-term element in change
management. The change of corporate culture and the influence of corporate culture would be extremely
difficult to test or to see in a short amount of time. Moreover, because of that corporate culture immerges
from all areas of the company, the definition of specific studying area, would be helpful for getting precise
data researchers need. In this research, the scope of corporate culture includes mainly shared value and
beliefs, norms and tradition; in terms of timeline, it is very difficult to cover all these three parts. Therefore
the researcher recommends firstly, a longer term of research especially for corporate culture; secondly,
take the development stage of the company into concern, when corporate culture is the study area, choose
a more specific scope of studying, in terms of both time and space.
Regarding JQ Company, the researcher recommends firstly the implementaton the proposed OD
interventions. Afterwards, compare the significant differences between pre- and post ODI. Some of the
proposed OD Interventions have been implemented during the past 3monthes, for example: English
training for management team and learning tour in advanced companies. The feedback was very positive
and meaningful; it gives a better reason to continue the following proposed interventions. Secondly,
branding strategy as a significant part of corporate culture development and company development plan
should be highlighted and studied next. Thirdly, in order to have a mature corporate culture and
development, the researcher recommends the followed study of the research should be on establishing an
integrated distribution, motivation system and regulations.
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Epilogue

This research is the most comprehensive study the researcher conducted in the studying of
Organization Development in Assumption University in Thailand. The study of OD has provided the
researcher a much more systematic way of thinking, a more opening view of the world, and a more
professional perspective for looking at things. Although the study in AU is reaching the end, the
study of OD is constantly continuing for the researcher. Because it is not only a method in
professional field, it is more of a tool of leading a life.
This research has lasted for about eight months. It is based on a Thai-Chinese company, which is
in the period of transformation. There were countless difficulties along the way of collecting and
analyzing data, after data was collected (especially after the numbers from 300 pieces of
questionnaires were input into SPSS); the researcher felt such an achievement that is beyond
description. This was the best experience I got. Moreover because this was the first time the
researcher got in touch with a company in person. The way of communicating with new people in
business was a brand new skill the researcher has to lean and practice more in the future.
Furthermore the researcher leaimed as soon as the project was begun, it takes so much respect,
persistence, time-control skill and responsibility from the individual that is in this alone, and if one
has the ability to continue the work with consistent appreciation, joys and creativity, the work can be
finished even prettier.
This report still has many flaws regarding the time limitation, lacking of experience of the
researcher and restraint of researching unit. Nevertheless the action research and the conduction of
this report really brought the researcher a great experience of observing and researching on a
business unit. The leaning gained from the research will be adapted into the researcher's real-life
99

business/ work thoroughly.
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Appendix A
This survey is designed to quickly and simply gather views about aspects of your company. Its purpose is to assess your concerns and
opinions about your job. We would like you to assess each of the statements in the questionnaire based on a 6-point rating scale. At the most left:
1 represents Strongly Disagree, which means your answer is negative; as the rating travels towards right, your answer for the question gets more
and more positive, 6 represents Strongly Agree.
Please consider the full range between 1 and 6 in making your response. Each statement should be answered according to your own
experience and opinion, and should reflect yol1r perception of present c?.~.~~~.~?ns at
~t~: : : : : : : :;~:;: : : : ;: : : : : : :

Corporate Culture-Shared value and beliefs-History of the production

I 1) I am familiar with the companies history and traditions.
I 2) We provide valuable services and products that occupy a unique place in the market.
I 3) The local minority culture has a profound impact on our corporate culture.
I 4) Our company respects the profound influence local minority culture had on the corporate culture and products.
Coruorate Culture-Shared value and beliefs-Ethical
SE1 I 1) We work with team members who all adhere to the highest ethical standards.
SE2 I 2) I agree with this organ ization's policies on important matters relating to its employees.
SE3 I 3) We apply company policies fairly and consistently, even in stressful circumstances.
Corporate Culture-Shared value and beliefs-Professionalism
SP1 I 1) We have work procedures tJiat.enable us to maintain high aualit •.
SP2 I 2) We continuously make key improvements that enhance our ability to compete in the market.
SP3 I 3) We are encouraged to improve the quality of our products and services.
Coruorate Culture-Norms-Carin2 for each other
NC1 I 1) We fill in for each other effectively when the need arises.
NC2 I 2) We help each other innovate and adapt as the team responds to new developments.
Coruorate Culture-Norms-Quality control, Hygiene, Punctual
SH1
SH2
SH3
SH4
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NQ1
NQ2

1) There are clear instructions towards our quality control.
2) I can always reach the standards which were set up for hygiene and punctual.

Corporate Culture-Tradition-The remaining of tradition spirit taste and reputation
TT1
TT2

1) We are encouraged to maintain our products tradition even during major transformation.
2) As a named Chinese spirit company, we are confident about the remaining of the tradition of products' taste.

Employee Work Commitment-Sense of prid~ about the j ob
WP1
WP2
WP3
WP4

1)
2)
3)
4)

..,
I am proud to tell others I am part of this organ ization.
....
I would recommend the company to others as a good place to work.
I am extremely glad that I chose this organization to work for over others I was consideri ng at the time I joined.
I really care about the fate of th is organization.
~

Employee Work Commitmen t-Work involvement
Wl1
Wl2
Wl3

1) I feel satified with my contribution to work almost everyday.
2) I recognize my work involvement contributes to the company as a whole.
3) I feel the organization can support me in reaching my personal goals.

~
~~,,.

~

-

..-'!

Employee Work Commitment-Willin2ness to sustain the job and motivation to do more
WM1
WM2
WM3

1) I am willing to put in a great deal of effort beyond that normally expected in order to help this organization be successful.
2) I would accept almost any type of job assignment in order to keep working for this organiization.
3) I would prefer to remain with my company even if a com parable (salary, title, job scopp ) job was available in another
company.

Internal Communication-timely, accurate and consistent information exchan2e
IC1
IC2
IC3
IC4
IC5
IC6
IC?

1) We get constructive feedback from our im mediate manager that gives us assistance exactly when we need it.
3) Our immediate manager does an excellent job setting clear and realistic goals for our work.
4) Our immediate manager does a good job of giving public recognition to the team members who excel.
5) We receive timely, accurate, and helpful information from the higher levels of the company.
6) We maintain good comm unication between our team and other team s in the company.
7) We get compelling and clear explanations when new developm ents require important changes.
8) We receive all the information we need to understand our i:ples in executing the company's strategy.
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Internal Communication
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1,. 002

~

300

-1.90679

1.39041

- .00014

43906

~

300

-4.497

3.221

-.001

1.008

300

Mahal. Distance

. 001

5.534

.997

1.005

3001

Cook's Distance

.000

.108

0

.009

300'

Centered Leverage Value

.000

,.,h1

.003

3001

Adjusted Pred icted Value
Residual

Deleted Residual
Stud. Deleted Residual

~
~

.004
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Factor Analysis
The researcher uses Principal Factor Analysis (PFA) to analyze every item of the
questionnaire, the result is shown as below:

Corporate Culture~- Corporate
Cu.ltureDSha:red
value and
beliefs*History
of
the 2
3
production

SH1
SH2
SH3
SH4
59.433

4
Variance

~

Contribution

0.26
0.333
0. 333
0.362
characteristic

2.377

value

Ratio

SE1
SE2
SE3
67.051

Corporate
Culture*Shared
value and beliefs-.Ethkru

=

Variance
Contribution

0.433
0.441
0.339
characteristic

2.012

value

Ratio

Corporate
Culture-Shared
and
value
belief:'i-Profossionalisn1

aftz,.

Variance
Contribution

SPl
SP2
SP3

0.411

63.982

characteristic

7

0.435

0. 404
1. 919

value

Ratio

Corporate
CulhtreMNorms~Caring

fo:r

NCl
NC2

0.539
0. 539

85. 988

characteristic

each other
Variance
Contribution

1.

72

value

Ratio

Corpor ate
Cuitu:re-No:rm.~~Quality

control, Hygiene, Punctual

NQl

0. 524
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Variance

NQ2

0, 524

91 . 157

characteristic

Contribution

1. 823

value

Ratio

Cor.po:rate
Cultu re-'I'r adition-The
rernaini:ng of tradition spirit
taste and :reputation
Variance

TT1
TT2

0,55
0. 55

82. 544

characteristic

Contribution

1. 650

value

Ratio

Table 4.3 Factor Analysis of Corporate Culture
With the relative weight from each item's factor load, and method of weighted
mean, the concluded scores for six integrated sub-variables of corporate culture are:
SH=(0.26*SH1+0.333 *SH2+0.333*SH3+0.362*SH4)/(0.26+0.333+0.333+0.362)
SE=(0.433*SE 1+0.44 1*SE2+0.339*SE3)/(0.433+0.441 +0.339)
SP=(0.411 *SP l +0.435*SP2+0.404*SP3)/(0.411 +0.435+0.404)
NC=(0.539*NC 1+0.539*NC2)/(0.539+0.539)
NQ=(0.524*NQ1+0.524*NQ2)/(0.524+0.524)
TT=(0.55*TT1 +0.55*TT2)

Commitment~Sense
Work
pride about the j ob

WP1
WP2
WP3
WP4

of

aftz,1
Variance

IT

59. 533

0.322
0. 361
0.282
0. 326
characteristic

2. 381

value

Contribution
Ratio

Commitment-Work
Work
in volvement
Variance

WI 1
Wl2
W13

0. 379
0. 441
0. 405

66.475

characteristic

1. 994

value

Contribution
Ratio

Wo:rk CommitmcntwW illingness
to sustain the job and motivation
to do more
Variance
Contribution

WM1
WM2
WM3

0. 376
0.374
0.346

83.065

characteristic

2,492

value
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I Ratio
Table 4.4 Factor Analysis of Employee Work Commitment
With the relative weight from each item's factor load, and method of weighted
mean, the concluded scores for three integrated sub-variables of work commitment
are:
WP=(0.322*WP1+0.0.361 *WP2+0.0.282*WP3+0.326*WP4)/(0.0.322+0.361+0.282
+0.326)
Wl=(0.379*Wll +0.441 *WI2+0.405*WI3)/(0.379+0.441 +0.405)
WM=(0.376*WM1+0.374*WM2+0.346*WM3)/(0.376+0.374+0.346)

IC1
0. 747
Internal
Communication-timely, f----'-----'----+--------4-----+----~
IC2
0. 847
accurafo
and
consistent f--------+--------4-----+----~
IC3
0. 541
information exchange
IC4
0.846
IC5
0.876
R

Variance
A

IC6
IC7

0.486
0. 636

62. 422

characteristic

Contribution

2. 125

value

Ratio

Table 4.5 Factor.Analysis of Internal Communication
With the relative weight from each item's factor load, and method of weighted
mean, the concluded scores for integrated sub-variables of internal communication
are::
IC=
(0.747*1Cl +0.847*IC2+0.541 *IC3+0.846*IC4+0.0.876*IC5+0.486*IC6+0.636*IC7)
I (0.747+0.847+0.541+0.846+0.876+0.486+0.636)

Relationship between Individual Differences with Research Variables:
Relationship between Education Levels on Research Variables
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3.81

3.75

4.04

0.927

0.428

4.08

4.08

3.96

0.247

0.863

4.11

4.13

4.21

0.233

0.873

3.81

3.90

3.64

0.697

0.555

4.34

4.37

4.32

3.508

OJH6

3.66

3.63

3.81

2.955

0.033

3.92

3.97

4.01

0.561

0.641

3.77

3.86

3.84

2.904

0.035

Table 4.6 Impact from Education Level on Research Vari ables
From the table we can see, Variable NQ's P-Value
WP's P-Value
<P

~

= 0.033 <

= 0.016 <

0.05, and variable IC's P-Value

0.05, variable

= 0.035 <

0.05. When

0.05, its F-Test appears significant difference. Therefore different education

level appears significant difference in NQ, WP and IC. The rest of the variables'
P-Values are higher than 0.05, therefore education level does not different
significantly in them.
In the Paired Sample Analysis, the researcher had result from LSD Test analyzed:

For group NQ, option Bachelor has Significant Difference from option High School
and Middle School (the P-Value for each were 0.003 and 0.002); option Bachelor has
not Significant Difference from option Primary School.
125

For group WP, option Bachelor (P-Value=0.010), and Middle School (P-Value=0.005)
are both less than 0.05, therefore Significant Difference exists; the rest of the option
has not Significant Difference.
For group IC, option Bachelor and option High School's P-Value=0.004, and Middle
School's P-Value=0.024, they are all less than 0.05, therefore Significant Difference
exists; the rest of the option has not Significant Difference.
Relationship between Nationality Differences on Research Variables

3.801

3.871

4.5

2.582

0.054

4.13

4.18

3.99

0.883

0.450

3.92

3.84

4.00

0.312

0.817

4.4

4.32

5.00

1.066

0.364

4.53

4.44

4.75

0.308

0.819

3.68

3.56

3.25

4.351

0.005

3.96

3.92

3.51

0.982

0.401

3.86

3.89

3.33

1.321

0.268

3.82

3.81

3.84

1.149

0.330

El.

f

~
1~

,

Table 4.7 Impact from Nationality Differences on Research Variables
From the table we can see, Variable WP's P-Value = 0.005
~

< 0.05. When

<l>

0.05, its F-Test appears significant difference. Therefore different nationalities
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appear significant difference in WP. Variable SH's P-Value is slightly higher than 0.5,
therefore it appears little difference in SH The rest of the variables' P-Values are
higher than 0.05, therefore nationality difference does not different significantly in
them.
In the Paired Sample Analysis, the researcher had result from LSD Test analyzed:

For group SH, option Han has Significant Difference from option Yi Minority, the
P-Value= 0.024<0.05.
For group WP, option ijan has Significant Difference from Yi Minority, the
P-Value=0.001 <0.05.

ABO

3.86

1.301

0.255

3.98

3.630

0.058

2.797

0.096

0.003

0.959

3.93

22.389

0.000

4.19

18.659

0.000

4.19

?

E- I ~

ti'

4.46

Table 4.8 Impact from Gender Differences on Research Variables
From the table we can see, Variable WP's P-Value = 0.000 < 0.05, variable
WI's P-Value = 0.000 < 0.05. When

<t>

::::;;

0.05, its F-Test appears significant

difference. Therefore genders appear significant difference in WP and WI. The rest of
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the variables' P-Values are higher than 0.05, therefore nationality difference does not
different significantly in them.
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AppendixB
Interview Guide
1) Can you give me a general introduction about the company background?( history/
population/ achievements)
2) What would you like to resolve after this session?
3) What is the slogans/logo/ceremony?
4) What are the norms employees take p:t:ide of?

S/

5) What did the special tradition bring about to your company's advantage?
6) What are the strengths your company has compare to the competitors in the market?
7) What are the plans or Strategy Company is trying to accomplish?
8) What are the areas you would like to improve?
9) What challenges the company is facing?
10) How did the transformation go through?
11) How did the corporate culture affect this transformation?
12) What is the specific working process for the workshops?

~

*

13) How does information get exchanged internally?
14) Are you personally satisfied with company's status?
15) What do you personally like to change within the organization, if you can?
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Appendix C
Observation Guide
1) What is the status quo for this company?
2) What are they good at?
3) What do the employees have in common?
4) What differences employees from different apartments have?
5) What could be improved?
6) What differences each interview has?

Ror,.,
LABO

Nerf
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