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ABSTRACT

The study of organisational culture and the linkages that it has with both organisational
outcomes and national culture is a crucial topic in management literature and a gap in this
research was identified in Vietnam. This research took an Explanatory Sequential Mixed
Methods approach so that a qualitative stage could verify and explore the quantitative results
in the Vietnamese context. The Denison Organizational Culture Survey (DOCS) was used to
collect responses from 123 Vietnamese employees to understand the nature of organisational
culture in Vietnamese organisations and to predict the relationship with performance using
PLS-SEM. The quantitative results informed the development of interview questions for the
qualitative stage which then involved interviewing ten Vietnamese employees and categorising
their responses using NVivo. The findings showed that traditional Vietnamese cultural
characteristics are important in forming the organisational culture in contemporary Vietnamese
organisations while contemporary Western management values are also influencing the
organisational cultural dynamics. Collectivist and family values were shown to be a key part
of Vietnamese organisational culture while more contemporary Western values such as
empowerment are seen as increasingly important against a backdrop of continued respect for
hierarchies. The strongest drivers of performance are a focus on the mission, and goals and
objectives of the organisations supported by the internal focus of teams being well coordinated
and aligned in achieving these objectives. An increasing focus on the customer and employee
capability development are also important drivers of performance while the nature of
organisational culture is internally focussed while demonstrating characteristics of both
stability and flexibility. This study contributes to the broader body of research related to
organisational culture, organisational performance, and Vietnamese culture and to these areas
in the Vietnamese context. It adds to research employing the Denison Model (DM) and
contributes to the growing body of mixed methods research in business and in organisational
culture and performance studies. The findings add validity to the application of the DM to test
these relationships and for the use of PLS-SEM as a tool that demonstrates predictive validity.
The research also makes practical contributions to managers in Vietnamese organisations
through better understanding organisational culture and the relationships between national
culture and performance to allow for more informed managerial decision making in shaping

the culture of organisations in Vietnam with an aim of improving performance outcomes.
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CHAPTER 1: INTRODUCTION

1.1 Introduction

Chapter one discusses the underpinning basis for this research study and provides an overview
of this dissertation. Firstly, section 1.2 provides a background to the research which presents
the motivation for this research and an overview of organisational culture, organisational
outcomes, and Vietnamese culture that underpin this research study. Section 1.3 outlines the
research problems with a focus on the gaps in literature in relation to the broader body of
research that were identified as the motivation to undertake this research. Section 1.4 then goes
on to outline the aims of the research with respect to the gap that has been identified and
presents the research questions and sub-questions. Section 1.5 presents a broad overview of the
contributions to knowledge that this research provides. This is followed by a discussion of the
context of the study in section 1.6 before an overview of the research methodology in section
1.7 that includes a discussion of the research paradigm, the research design, and the research
strategy. Section 1.8 outlines the structure of the thesis and a brief overview of each chapter.
Finally, a summary of the chapter is presented in section 1.9.

1.2 Background

The title for this dissertation is ‘Organisational Culture and Organisational Outcomes: An
Inquiry into Vietnamese Organisations’ which indicates the broad purpose of the
research. With roots in anthropology, social psychology, and sociology; research directly
related to organisational culture and outcomes is still a relatively recent field of study having
largely only emerged in the 1980s (Kummerow & Kirby 2014; Schein 1990). Research by
Hofstede (1980) is often considered as pioneering in contemporary studies in business aiming
to understand the impact of national cultures on organisational culture. Since around the same
time, interest started to grow in understanding different cultures that exist within organisations
with works by Pettigrew (1979), Schein (1981), and Peters and Waterman (1984) igniting
interest in understanding these organisational dynamics. In understanding the difference in
cultures of organisations, researchers’ interest in the relationship between organisational

culture and organisational outcomes also began to grow with models of organisational culture



being linked to different areas of performance (Quinn & Rohrbaugh 1981) while Denison
(1984) sought to directly link dimensions of organisational culture with indicators of

performance to understand the relationships.

Since these pioneering studies of the early 1980s, there has been an explosion in research aimed
at better understanding organisational culture across organisations, industries, national
cultures, and regional cultures with thousands of studies now having been conducted (Williams
2022). Organisational culture has come to be seen as a key driver of organisational outcomes
and studies have sought to assess relationships between a wide range of organisational culture
in a multitude of contexts and against ever expanding range of quantitative and qualitative
outcome metrics (e.g. Cao 2019; El Emary, Brzozowska & Bubel 2020; Firestone 2020;
Hodges 2018; Panda 2022; Snyder 2002).

Vietnam is at a unique stage of economic and social development where since ‘Déi méi’
(English: Renovation) (Bodewig & Badiani-Magnusson 2014) and a move from a centrally
controlled economy to a social market economy, there has been rapid growth in Foreign Direct
Investment (FDI) and the internationalisation of Vietnamese organisations (Anwar 2011; Kalra
2015; Steer & Sen 2010). This positions Vietnam in a unique position where there is a clash of
traditional and contemporary cultural influences driving changes in the culture of people and

its organisations.

Overall, upon exploration of the literature, the number of studies in the field of organisational
culture in Vietnam was relatively limited and is only recently beginning to grow largely owing
to this economic stage of Vietnam’s development (e.g. Ha, Bui & Tung 2020; Moslehpour et
al. 2016; Nguyen et al. 2018; Nguyen et al. 2019; Ralston, Nguyen & Napier 1999; Rowley &
Truong 2009). Research has been increasing in recent years however these studies have been
focused on specific industries or geographic locations rather than trying to build a broader
picture of organisational culture and the links between organisational culture and national
culture (e.g. Mai & Nguyen 2015; Nguyen et al. 2018; Tuan 2010). Therefore, research of this
nature is timely from both a practical and theoretical standpoint to contribute to the extensive
body of research into these topics that have been conducted in many other countries and regions
around the world and to guide managers and organisations as Vietnam continues to emerge

economically in an increasingly globalised business environment.



With respect to the link between these three overarching areas; Organisational culture,
Organisational performance, and Vietnamese culture form the three parent theories that
underpin the basis for this thesis. The coming together of these three parent theories is driven

by the gaps in knowledge related to the context of this study in Vietnamese organisations.

The gaps in knowledge related to the general understanding of the nature of organisational
culture in Vietnamese organisations, the relationship that exists between organisational culture
and performance in Vietnamese organisations, and the relationships between national culture
and organisational culture in Vietnamese organisations are the motivations for this research

study.

1.3 Research problems

There has been extensive research in attempting to understand differences in national cultures
and how this can be applied to management, with seminal works by Hofstede (1980) and
Trompenaars (1993) focussing on national cultural dimensions. However, there has been
comparatively less research aimed at understanding how national culture impacts on

organisational culture and outcomes, especially in rapidly developing economies and Vietnam.

Notable research aimed at better understanding the link between organisational culture and
organisational outcomes emerged in the early 1980s led by researchers such as Quinn and
Rohrbaugh (1981), developing the Competing Values Framework (CVF), and by Denison
(1984), developing the Denison Model (DM). The research of Denison has focussed on the
relationship between organisational culture and organisational outcomes and in comparing
these across cultures (Denison 1984; Denison 1990; Denison, Haaland & Goelzer 2004;
Denison & Mishra 1995; Fey & Denison 2003; Gillespie et al. 2008). Such research could
provide managers with valuable insights in improving organisational outcomes in Vietnam
through understanding the impacts of traditional cultural influences on organisational culture
and may provide insights into this relationship in developing economies and/or countries with

similar broader cultural similarities.

The recent rapid economic development in Vietnam has created a unique situation where
businesses look to emulate Western management philosophies against a backdrop of a complex

make-up of traditional Vietnamese values that continue to permeate management and



organisational culture (Nguyen 2016). This situation creates an opportunity to conduct research
that can provide a picture of contemporary organisational culture in Vietnamese organisations
while then also developing an understanding of the influences on organisational culture in

Vietnamese organisations as well as the links between organisational culture and performance.

1.4 The research aims

The primary aim of this study is to develop new knowledge in understanding organisational
culture and the relationship to organisational performance in Vietnamese organisations. In
addition, this research sets out to understand the impact of traditional Vietnamese values on
organisational culture in a rapidly developing socialist market economy and how this
potentially impacts on organisational outcomes within Vietnamese organisations. The research
will specifically explore organisational culture, Vietnamese culture, and organisational

outcomes to develop this knowledge. There are three broad research aims.

Firstly, the research aims to build a picture of the characteristics of organisational culture in
Vietnamese organisations. This should provide an understanding of the attributes of
organisational culture that are prominent in Vietnamese organisations along with those that are
lacking. This will also add to the body of research that has developed pictures of organisational
culture in different national and regional cultural contexts while providing an opportunity for

a comparison and discussion of all the results.

Secondly, the research aims to better understand the impact of organisational culture on
performance in Viethamese organisations. The literature review focuses on the three parent
theories to better understand organisational culture, organisational performance, and
Vietnamese culture. This allows for hypotheses to be developed into the relationships between
traits of organisational culture in Vietnamese organisations and organisational performance in
Vietnamese organisations. By establishing the current organisational cultural traits within
Vietnamese organisations according to the DM (Denison & Mishra 1995), relationships with
performance are also able to be tested. This can be achieved through surveying employees
across a cross section of Vietnamese organisations and testing the hypotheses using
guantitative analysis to predict the relationships between dimensions and sub-dimensions of

organisational culture and performance. The results of these analyses also enable for a



comparison of the relationships between attributes of organisational culture and performance

in Vietnamese organisations to organisations in other cultural contexts.

Thirdly, the study seeks to better understand the influence of Vietnamese culture on
organisational culture in Vietnam. An understanding of Vietnamese cultural characteristics is
explored in detail in the literature review while the relationships to specific cultural dimensions
are discussed in the development of the hypotheses and then quantified via the DM. The
influence of Vietnamese culture on organisational culture in Vietnamese organisations is
further explored through the qualitative study that seek to better explain the relationship that
are explored in the literature review and quantified by the DM. The outcome of this part of the
research enables a more informed approach to organisational cultural development aimed at
improving performance in Vietnamese organisations with respect to the underlying national

cultural influences.

This research will provide an important guide for Vietnamese managers in understanding the
relative importance of organisational culture in impacting organisational outcomes. The
research attempts to look forward as to identify how organisations can develop the
organisational culture within Vietnamese organisations in a way that can maximise
organisational performance while considering the unique and diverse make-up of the workforce
within the organisations operating in Vietnam. This contributes to guiding industry best
practice and the integration into processes and policies driving organisational management and

governance.
1.4.1 Research questions

The research questions are directly related to the three main research aims previously discussed
and seek to understand the impact of Vietnamese culture upon organisational culture and to
quantify and explore the outcomes of these relationships to guide organisational cultural
development. The sub-questions are designed to add to the broader body of literature that has
been conducted in other cultural contexts that is directly related to the objectives of this

research. The three research questions and respective sub-questions are presented below:



1. What is the nature of organisational culture in Vietnamese organisations?

la. How do the organisational cultural dimensions of Viethamese

organisations compare to those in other cultures?

2. To what extent do organisational culture and its subdimensions influence

organisational performance in the Vietnamese context?

2a. How do the effects of organisational culture on organisational

performance in Vietnam compare to those effects in other cultures?

3. What role does Vietnamese national culture play in influencing organisational

culture in Vietnamese organisations?

1.5 Contributions and significance of the research

This research has valuable implications for both theory and practice. Contributions of this
research to theory include the advancement of research into organisational culture and the
relationships with national culture and performance in general and in the specific Vietnamese
context. This research also adds to and advances the application of the DM in research and
provide new insight into validating the use of PLS-SEM predictive modelling as well as the
application of Explanatory Sequential Mixed Methods research in organisational culture.
Contributions to practice are especially valuable in Vietnam by providing insight to managers
in Vietnamese organisations that can guide the development of organisational culture with an

understanding of the relationships to national culture and desired performance outcomes.

The Explanatory Sequential Mixed Method approach is appropriate for these research aims and
questions given that the quantitative data will provide a picture of organisational culture in
Vietnamese organisations while the qualitative date will then provide detail to explain and
verify these findings via triangulation (Creswell 2014; Denscombe 2010). In addition, the
second qualitative stage will serve to specifically address research question three in
understanding the links between national culture and organisational culture more broadly and

in the specific Vietnamese context.



1.6 Context of this study

The context of this study is the assessment of organisational culture in Vietnamese
organisations and exploring the relationships between national culture and organisational

performance.
1.6.1 Scope of the research

The scope for this research project is broad in developing an overall picture of organisational
culture in Vietnamese organisations and understanding the influence of Vietnamese culture on
organisational culture and of organisational culture on organisational outcomes. This research

was open to participants who were employed in any organisation in Vietnam.

1.7 Overview of the methodology

The methodology in this study is driven by the nature of the research problem and the

worldview of the primary researcher.
1.7.1 Research paradigm

The realism (pragmatic) paradigm was chosen for this study in line with the world view of the
principal researcher and the nature of the research. This paradigm aligns with the belief that
reality is “real” but imperfectly apprehensible with findings that are probably true (Parry &
Healy 2000). An Explanatory Sequential Mixed Methods methodology was chosen to also
align with this paradigm which has the flexibility incorporate qualitative and quantitative
methods to present the findings in the context of the research that are probably true (Parry &
Healy 2000). The research paradigm is discussed in detail in section 3.2 and its suitability

justified with consideration to the other research paradigms.
1.7.2 Research design

The purpose of choosing an Explanatory Sequential Mixed Methods design is in
accommodating the fact that this is one of the first times that such research has been done in
Vietnam or that the survey tool has been translated into Vietnamese. Therefore, the outcomes

of the quantitative stage could be unexpected, and the qualitative stage provides an opportunity



to further clarify and understand the findings. In addition, the constraints of data collection
with consideration to the population for the study related to the sample may also present results
that are better understood with the additional qualitative stage. The research design for this

study is discussed in full in section 3.3 of this thesis.
1.7.3 Research strategy

The Explanatory Sequential Mixed Methods approach to support the realism paradigm was the
most suitable research strategy for to address the research questions through surveying and
interviewing employees in Vietnamese organisations. The justification and discussion of the

research strategy is in section 3.4 of this thesis.
1.7.4 Selection of research participants

Selection of the research participants required two approaches for each stage of the research
owing to the mixed methods design and the requirement for a survey tool for the quantitative
stage and interviews for the qualitative stage. The sampling frame was established for the
quantitative stage as employees in any Vietnamese organisation. From this frame, owing to the
constraints in data collection ability for this project, non-probability convenience sampling was
employed. There was an aim to recruit at least 120 participants to allow for proper analysis of
data (Hair et al. 2017) with the chosen data analysis methodology. For the qualitative stage, it
IS important in this research design to ensure that the interview participants are drawn from the
quantitative stage to validate the findings (Creswell 2014). Therefore, participants in the second
stage are employees in Vietnamese organisations who also participated in the first quantitative
stage with the addition of two respondents who did not participate in the first stage. There was
an aim to recruit ten participants in this stage in line with the rule of thumb for this type of
research (Creswell 2014). The selection of participants for this research is discussed in sections
3.5.5 and 3.7.2 of this thesis.

1.7.5 Quantitative data collection

The existing and well-established Denison Organizational Culture Survey (DOCS) was utilised
to assess organisational culture while eight demographic questions were also included along
with five questions to assess organisational performance. The DOCS questions utilised Likert

scaling (1= Strongly disagree to 5 = Strongly agree) while the performance questions utilised
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a six-point scale. After translation into Vietnamese, these questions were combined into a
single survey using Qualtrics where all questions were presented in Vietnamese and English,
and an anonymous link could be used for access. The survey was first piloted and then survey
respondents were sought from locations throughout Vietnam through the primary researchers
existing network of industry contacts and via LinkedIn. Potential participants were supplied
with appropriate information about the research project to allow for informed consent to
participate along with an anonymous link to the survey in line with the University of Southern
Queensland's human ethics process (University of Southern Queensland 2022). A total of 175
respondents participated in the survey and a total of 123 responses were able to be used in data
analysis following the cleaning of the data. A detailed discussion of the quantitative data

collection stage is found in section 3.5 of this thesis.
1.7.6 Quantitative data analysis

The quantitative data analysis utilises Partial Least Squares Structural Equation Modelling
(PLS-SEM) to assess the relationship between the Dimensions and Indexes of the DM and
performance. Bootstrapping (5000 samples) (Hair et al. 2017) is utilised to assess these
relationships to test the hypotheses that were developed from the literature review with an aim
towards answering the research questions. This process required the construction of two
models. Firstly, the relationship between the Indexes and Performance were assessed with
appropriate tests of the measurement model and structural model presented. A two-step
approach is then employed to use the results from the first model to create Higher Order
Constructs (HOCs) to represent the Dimensions of the DM and allowed for testing of the
relationships between the Dimensions and Performance. The results from the hypotheses are
then presented. A detailed discussion of the quantitative data analysis stage is found in section
3.6 of this thesis.

1.7.7 Qualitative data collection

Owing to the Explanatory Sequential Mixed Methods research design for this study, the
qualitative data collection follows the quantitative data collection and analysis (Creswell 2014).
The purpose of the qualitative stage of data collection is to build on the results of the
quantitative stage (Creswell 2014). Therefore, it was necessary to interview participants from
the quantitative stage and ask questions that were related to the findings from the quantitative



stage. In addition, to broaden and verify the results from the first stage, some participants not
involved in the first stage were added. The research questions were developed after reviewing
the findings of the quantitative stage with an aim to verify and better understand those results
(Creswell 2014). A detailed discussion of the qualitative data collection stage is found in

section 3.7 of this thesis.
1.7.8 Qualitative data analysis

The qualitative data analysis sought to categorise comments and identify themes related to the
quantitative data that helped to paint a picture of the respondents' findings that is consistent.
NVivo was utilised as a qualitative research tool to look for these themes in the transcripts of
the interviews to categorise comments to assist in building this picture. A detailed discussion

of the qualitative data collection stage is found in section 3.8 of this thesis.
1.7.9 Research ethics

The University of Southern Queensland’s human research ethics process (University of
Southern Queensland 2022) was followed in conducting research for this study and is discussed
in section 3.11. This included generally applicable ethical approaches such as informed consent
and anonymity of participants (Bryman 2016; Cozby & Bates 2012; Wiles 2013) as well as
issues specific to the Vietnamese context such as ensuring appropriate translations and grading
of language to ensure understanding along with sensitivity to unique cultural sensitivities such
as power distance relationships and ‘face’ (Hofstede Insights 2022; Nguyen 2015). Documents
related the ethics process in the administration of this research are presented in appendices E
to K.

1.8 Structure of the thesis

The thesis is structured with an introduction chapter presented first, followed by an extensive
literature review in chapter two, justification, and outline of the research methodology in
chapter three, quantitative and qualitative findings in chapter four, and discussions and
conclusions in chapter five. A reference list and appendices are provided at the end of the thesis.

10



1.8.1 Chapter 1 — Introduction

The first chapter provides a background to the motivation and reasoning for commencing this
research. The aim of the research is presented along with the justification. Brief overviews of
the methodology and data analysis are provided along with an overview of the structure of the

thesis.
1.8.2 Chapter 2 — Literature Review

The second chapter presents a detailed literature review that is built around the three parent
theories of Organisational Culture; Organisational Outcomes; and Vietnamese Culture. This
chapter explores the development of the study of organisational culture with a particular focus
on models that have been developed to assess and describe organisational culture that are
predominant in contemporary research and practice. The exploration of organisational
performance also explores the development of organisational performance measures in
organisations with a focus on the link to organisational culture. The exploration of Vietnamese
culture looks at the influences of traditional cultural drivers mixed with contemporary cultural
drivers to build an understanding of the current culture in Vietnam and how this may relate to
changing organisational culture in Vietnamese organisations. The chapter concludes with the
development of hypotheses that draw from these parent theories to predict relationships
between Dimensions and Indexes of organisational culture and performance in Vietnamese

organisations.
1.8.3 Chapter 3 — Methodology

The third chapter provides a detailed description and justification for the research methodology
chosen for this research project. The research paradigm of the primary researcher is explored
to set the context for the development of the research strategy before presenting the research
design. The quantitative and qualitative research methods are then discussed in the context of
the Explanatory Sequential Mixed Methods approach for this study. This includes detailed
discussions of the data collection and data analysis processes and justification for each for each

stage of the research.
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1.8.4 Chapter 4 — Findings

The fourth chapter presents the findings of the research. Following the Explanatory Sequential
Mixed Methods design, this chapter presents the findings from the quantitative stage of the
research first, followed by the presentation of the findings from the qualitative stage of the
research. These sections are linked by the development and presentation of the qualitative
questions which were developed from the results of the quantitative analysis and the context

of the research questions.
1.8.,5 Chapter 5 — Discussion

The final chapter presents the discussions of the findings that are presented in chapter four.
This chapter links the literature review to the hypotheses' development in the context of the
findings. Discussions related to each research question and associated sub-questions with
regard to the Dimensions and Indexes of organisational culture and the relationships between
national culture and organisational culture are presented which are followed by conclusions. In
addition, this chapter presents the key contributions of this research to both theory and practice,
the limitations of this research, and the future directions of research as a result of the findings

of this research.

1.9 Summary

Chapter one gave an overview to the field of this study and the gaps in literature that provided
the motivation to conduct this research. This led to the discussion of the development of the
research questions and the subsequent development of a research strategy with consideration
of the research problem and the worldview of the primary researcher. Details of the
Explanatory Sequential Mixed Methods research strategy chosen for this study were then
outlined. This included an overview of the quantitative and qualitative approaches to the data
collection and analysis. The chapter concluded with an overview of the structure of the thesis

which included a brief overview of each of the chapters presented in this dissertation.
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CHAPTER 2: LITERATURE REVIEW

2.1 Introduction

The previous chapter introduced the background of this study and the research problems that
were developed into three research questions. An overview of this research project was
provided with relation to the research strategy and methodology. This chapter will explore the
literature related to the three parent theories that were identified to develop hypotheses that can
be tested and provide a strong background with links to the discussions that will conclude the
thesis in the final chapter. The objective of the literature review chapter is to provide a solid
context for the research in this project and the contribution that it makes to the existing body
of research and to Vietnamese organisational development. The chapter will conclude with the
development of specific hypotheses that will then be tested as per the methodology outlined in
chapter three with an overarching goal to answer the research questions and that have been

proposed in chapter one.
2.1.1 Objective of the chapter

The literature review highlights the gaps in knowledge as it relates to the research questions.
These gaps owe to the developmental stage of Vietnam’s economy; the rapid and dynamic
changes of policy and investment, and to the quality and breadth of the research conducted in
the field, specifically in Vietnam. The transformative change away from more traditional
agricultural jobs since ‘D6i méi” (Bodewig & Badiani-Magnusson 2014) has seen a move from
dominant Government control to privatisation with rapid growth in Foreign Direct Investment
(FDI) and the Internationalisation of Vietnamese companies (Steer & Sen 2010; Anwar 2011;
Kalra 2015). This has driven a rapid shift in the knowledge and skills demanded by businesses
and will continue to drive further change in demand into the future (Bodewig & Badiani-
Magnusson 2014; Salt 2017). This has created an environment where traditional Vietnamese

values collide with contemporary Western business values.

Therefore, the chapter examines the three relevant parent theories that were identified in the
preliminary stages of research. Section 2.2 discusses organisational culture, section 2.3

discusses Vietnamese culture, and section 2.4 discusses organisational outcomes. In addition,
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the chapter then goes on in section 2.5 to discuss and examine the development of the DM and
its application in similar research to provide a robust background into the application of the
model for this research project and provide a basis of comparison for the findings. The literature
review concludes in section 2.8 with the development of hypotheses that can then be tested by
the application of the DM to organisations in Vietnam which will then be built upon through
the collection of qualitative data. Both stages of data analysis are mixed in the discussions

chapter in the context of the topics explored in the literature review.

2.2 Organisational Culture

The discussions and definitions of organisational culture are not universally agreed upon and
have formed a great source of debate within the business field even after decades of research
(Williams 2022). This is generally attributed to the broader study of organisational behaviour
existing in a space occupied by various social sciences including anthropology, social

psychology, psychology, and sociology (Robbins et al. 2020; Schein 1990).

From the perspective of social psychology, early researchers did not refer to organisational
culture specifically, however, their focus on groups dynamics was the beginnings of
understanding organisational behaviour and the eventual discussions of organisational culture
(Schein  1990). From an anthropological perspective, Geertz (1973) noted that the
acknowledgement of culture superseded the idea of a uniformitarian view of man and that
human behaviour cannot and has not ever existed in the absence of the customs of places. This
notion can be extended to the ‘place’ of work and the idea that organisations would indeed
have their own unique customs. In this vein, Bolman and Deal (2017) place culture in the
‘symbolic’ frame of their four-frame model alongside other symbols such as ritual, ceremony,

stories, and heroes.

Although there is no universal definition of organisational culture, scholars have attempted to
define this concept from different perspectives (Ashkanasy, Broadfoot & Falkus 2000). For
instance, Deal and Kennedy (1982, p. 2) described organisational culture as ‘the way we do
things around here’. Peters and Waterman (1982, p. 103) described organisational culture as
‘A dominant and coherent set of shared values conveyed by such symbolic means as stories,

myths, legends, slogans, anecdotes, and fairy tales’. Schein (1995 p. 222) described
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organisational culture as ‘The pattern of basic assumptions that a given group has invented,
discovered or developed in learning to cope with its problems of external adaptation and
internal integration’. Smith Yellowley, and McLachlan. (2020, p. 164) described organisational
culture as ‘the shared values, norms, and behaviours that guide how employees work within an

organisation and act as a cohesive force’.

Underlying these differing definitions, it is generally agreed that organisational culture consists
of levels, much in line with Schein’s model that can be divided into artefacts, values, and
assumptions (Robbins et al. 2020). Through acknowledgement of these levels and drawing on
the commonalities of these various definitions, Robbins et al. (2020 p. 390) describe
organisational culture as ‘A system of shared meaning held by members that distinguishes an

organisation from other organisation’.

The definition of organisational culture for the purposes of this research is taken from Schein
and Schein (2017, p. 6):

‘The accumulated shared learning of that group as it solves its problems of external adaptation and
internal integration, which has worked well enough to be considered valid and, therefore, to be taught to

new members as the correct way to perceive, think, and feel in relation to those problems’

This definition is appropriate for this study for several reasons. Firstly, Schein and Schein’s
(2017) definition brings together the various definitions that acknowledge the levels that are
central to Schein’s model of organisational culture (Robbins et al. 2020). In doing so, it
provides a more comprehensive definition of organisational culture that integrates aspects of
all these definitions. This definition clearly indicates the development of shared values (Deal
& Kennedy 1982; Peters & Waterman 1982; Robbins et al. 2020; Smith, Yellowley &
McLachlan 2020) while giving insight into how this occurs. Secondly, the definition explicitly
includes the statement “...solves its problems of external adaptation and internal integration’
(Schein & Schein 2017) which is pertinent to this research owing to the attempt to identify
external influences from traditional and contemporary cultural influences while also attempting
to understand how influences from traditional and contemporary influences internally drive the
achievement of outcomes. Finally, this definition is well aligned to the model that will be used
to assess organisational culture and links to performance in Vietnamese organisations in this

study as it divides internal and external drivers of organisational culture into Dimensions and
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Indexes that also align with stability or flexibility (Denison & Neale 1999) and can be used to
relate to specific cultural traits and influences.

2.2.1 Importance of Organisational Culture

Despite any debate or difficulty as to defining organisational culture, the importance of
organisational culture in business is widely agreed upon and thousands of studies have now
been conducted (Hartnell, Ou & Kinicki 2011; Williams 2022). Highlighting the importance
of organisational culture, Peter Drucker is often credited with the quote ‘culture eats strategy
for breakfast’ to emphasise the point that without getting the organisational culture right, other
aspects of business such as strategy and finance have little chance of success (Bolman & Deal
2017; Robbins et al. 2020). This sentiment has been echoed by contemporary leaders of
numerous organisations including Lou Gerstner from IBM who stated that ...culture is not just
one aspect of the game — it is the game’; Jim Sinegal from Costco who asked rhetorically ‘What
else have we got besides stories? It’s what brings meaning to the work we do’; and Howard
Shultz from Starbucks who opined that ‘A company can grow big without losing the passion
and personality that built it, but only if it’s driven not by profits but by the values and people’
(Bolman & Deal 2017).

Although earlier studies were primarily interested in understanding organisational culture
within specific organisations, the emergence of culture types have driven interest in linking
organisational culture and organisational effectiveness (Hartnell, Ou & Kinicki 2011). The idea
that organisational culture is an important driver of performance in organisations in line with
the quote credited to Drucker is reflected in the wide body of research that aims to tie
organisational culture to the outcomes of many facets of business. Research linking

organisational culture to success across a wide range of the facets of business can be found.

This includes studies that link organisational culture to performance in specific industry types
such as government (Grahovac & Pandrc 2018; Prowle, Kalar & Barrow 2016; Zubko &
Karkovska 2022), information technology (Criveanu & Ivanescu 2019), supply chain
(Alamsjah & Yunus 2022), healthcare (Cleemput,et al. 2020; Jiménez et al. 2020; Kourakos &
Kafkia 2019; Ross 2011), family businesses (Nguyen et al. 2014; Sindakis, et al. 2022),
aviation (Diacanu & Maxim 2015; Owen 2017), construction (Nukic & Matotek 2014), and
hospitality (Nazarian, Atkinson & Foroudi 2017; Pantelescu & Maniu 2015).
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It also includes research that links organisational culture to performance in a vast array of
business management areas such as strategic planning (Panda 2022), engagement (Hodges
2018; Moran 2019; Sayma, Treharne & Williams 2016; Uhunoma, Lim & Kim 2021), change
(El Emary, Brzozowska & Bubel 2020; Omazic, Mihanovic & Sopta 2020), projects (Snyder
2002), risk (Tangsgaard 2021), clusters (Bembenek 2014), brand (de Chernatony 2010),
leadership (Firestone 2020; Sackmann 2021), management (Baragan, lonescu & Roxana 2013;
Jurcevic 2022), sustainability (Carro-Suarez, Sarmiento-Paredes & Rosano-Ortega 2017; Negi
& Dangwal 2019), Corporate Social Responsibility (Cao 2019), and growth (Zupan & Kase
2010).

The examples given show organisational culture is important across a diverse range of
industries while also being linked to almost all facets of business management. This serves to
demonstrate the fundamental idea that organisational culture is key to maximising the
performance of organisations and that by understanding and maximising the culture within

organisations, performance will be improved.
2.2.2 Development of Organisational Culture theory

Early, pioneering studies including ‘The Division of Labour in Society’ (Durkheim 1893) and
studies that focussed on social facilitation by Ringelmann (1913; cited in Moede 1927) and
Allport (1924) showed an understanding between the way people worked together and group
outcomes. Although these very early studies pre-date the concept of human relations and
organisational culture, they show an understanding that the relationships between individuals
was understood to be a driver in performance outcomes. Perhaps of greatest note was the
emergence of the ‘Humans Relations Movement’ from Mayo’s research and the Hawthorne
studies (Porter & Beyerlein 2000). While understanding the dynamics of individuals working
in groups and the impact on outcomes, they were not yet discussing the broader concept of
organisational culture. While these studies caused a divide between researchers down
ideological lines related to proponents of ‘Human Relations’ and those of ‘Industrial
Sociology’ (Muldoon 2018b), it is clear today that regardless, these studies form a foundation

of the study of organisational culture as we know it today.

The changing culture within a factory (Jaques 1951) was the first research to discuss the
concept of organisational culture explicitly. This research was interested in looking beyond the
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theoretical underpinnings that had been the basis for the strong development of scientific
management concepts in the previous half century and wanted to understand the reality of how
social systems impacted on the application of these principles (Jagues 1951). Relative to the
post WWII era of booming full employment, this research suddenly brought the influence of
these social interactions into new light (Jaques 1951). Although this was a pioneering study
into organisational culture, Jaques (1951) was looking for ‘concepts of measure’ in the same
way that dimensions would later be used in models such as the Competing Values Framework
(Cameron & Quinn 2011) and the DM. These later models would eventually be considered the

predominant models of the late 20+ and early 21« century studies of organisational culture.

Within the field of social psychology, groundbreaking research into group dynamics was also
being conducted around this time by pioneering researcher Kurt Lewin (Lewin 1947; Ramage
& Shipp 2009). Following the work of earlier researchers such as Durkheim, Ringelmann,
Alport, Mayo, and Jaques; Lewin’s research was conducted with and understanding that group
dynamics shape organisational outcomes and that these could be ‘changed’ to align with
desired outcomes as demonstrated by ‘Lewin’s Change Management Model’ (Appendix A)
through a process of ‘unfreezing’, ‘changing’, and then ‘refreezing’ behaviours (Schein 1996).
Lewin’s change model has been considered one of the most important models for
organisational development (Levasseur 2001) and is still often applied and discussed in
research in this field today (Crosby 2020; Cummings, Bridgman & Brown 2016; Hussain et al.
2018; Rothwell, Imroz & Bakhshandeh 2021). Although the focus of Lewin’s research was on
change management, the research was essentially referring to organisational culture when

discussing group dynamics.

Despite this early research into group dynamics, it was not until the 1970s and 1980s and the
influences that were being seen on outcomes in organisations that the concept of organisational
culture began to emerge (Linnenluecke & Griffiths 2010). At this time managers began to
develop an understanding that organisational culture could improve various dimensions of
organisations such as turnover and employee satisfaction by seeing it as something that could
be purposefully developed in a way that could influence organisational outcomes (Luoma-aho
& Canel 2018).
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2.2.3 Contemporary Organisational Culture theory

The importance of organisational culture to managers came to prominence in the late 1970s
and early 1980s which gave way to a greater interest into research in this field with an aim to
understanding its impact upon organisational outcomes (Coffey 2010; Kotter & Heskett 1992).
This interest was driven by a group of universities and consulting firms who started to push the
importance of organisational culture in relation to performance owing to increased competition
and performance of Japanese organisations (Kotter & Heskett 1992). Prior to this,
organisational culture was considered from the perspective of social anthropology (Coffey
2010; Hartnell, Ou & Kinicki 2011). This newfound desire to understand and exemplify the
importance of organisational culture was largely popularised in the early 1980s by seminal
publications such as Peters and Waterman’s ‘In Search of Excellence’ and Deal and Kennedy’s
‘Corporate Cultures’ (Kotter & Heskett 1992). Kotter and Heskett (1992) conducted research
in the late 1980s and early 1990s to determine a definitive relationship between organisational
culture and performance and found that it had significant impact of long-term performance,
would be more important in the future, poor organisational culture is not rare, and that
performance can be enhanced through organisational cultural change. Around the same time,
research emerging in the 1990s was quite critical of prior research as being observational as
opposed to attempting to determine objective measures of how good or bad organisational

culture impacted organisational outcomes (Denison 1990).

During this time, researchers became interested in the different types of cultures that existed
within organisations and the relationships that these differing organisational types have with
other dimensions of the organisation such as the structure, responsiveness, turnover,
productivity, etc. These interactions with these organisational dimensions helped to form what
have become the basis for understanding organisational culture such as the Schein’s Model of
Organisational Culture (Schein 1981), the Competing Values Framework (CVF) (Cameron &
Quinn 2011) and the Denison Model (DM) (Denison 1990).

Schein’s model (Figure 2.1) built three layers of levels of culture and interaction that were
divided into Artefacts and Creations, Values, and Basic Assumptions and demonstrated the
interactions between these levels while also dividing them between being observable or not
(Schein 1981).
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1. Artefacts

« Visible and feelable structures and processes

e Observed behaviour

Hard to decipher

2. Espoused Beliefs and Values

o Ideals, goals, values, aspirations
o Ideologies

o Rationalisations

May or may noy be congruent with behaviour and other artifacts

3. Basic Underlying Assumptions

« Unconscious, taken-for-granted beliefs and values

Determine behaviour, perception, thought, and feeling

Figure 2.1 - Schein's Model

(Source: Adapted from Schein & Schein 2017, p. 18)

The CVF (Figure 2.2) began as a visual summary of research that showed ‘competing value
sets and effectiveness models’ (Quinn & Rohrbaugh 1981, p. 136) (Appendix B). This

developed into the CVF and today has become a dominant framework for assessing

organisational culture (Cameron & Quinn 2011). The CVF divides organisations into four types

arranged in dimensions that are more internally or externally focussed and associated with

either flexibility or stability (Cameron & Quinn 2011).
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Individuality

flexibility
Organization form: CLAN Organization form: ADHOCRACY
Orientation: COLLABORATE | Orientation: CREATE
Internal External
maintenance positioning

Organization form: HHERARCHY Organization form: MARKET
Orientation: CONTROL Orientation: COMPETE

Stability
control

Figure 2.2 — The Competing Values Framework (CVF)

(Source: Cameron et al. 2006 p. 7)

The DM (Figure 2.3) (Denison 1990) was developed building on the CVF and Schein’s
Model’s ideas of values to represent cultural characteristics of an of an organisation related to
organisational Dimensions with these characteristics mapped on axes of internal versus
external focus and flexibility versus stability (Denison 1990) (Appendix C). However, it is
important to note that while the CVF is used to classify different organisational types, the DM
has a focus on the balance between the Dimensions (Denison, Nieminen & Kotrba 2014).
Therefore, when interpreting the DM, it is important to understand that the most effective

organisational cultures should display strong results across all Dimensions (Denison 1990).
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External Focus

BELIEFS &

ASSUMPTIONS

Flexible
Stable

Internal Focus

Figure 2.3 - The Denison Model (DM)

(Source: Denison Consulting 2021)

The previous section showed that more contemporary studies of organisational culture have
sought to develop models that categorise different aspects and types of organisational culture.
Three of the most popular and influential of these models are Shein’s model, the CVF, and the
DM. These different models show that while organisational culture is important to understand
and that it can be moulded to influence organisational performance, there is not a one size fits
all model for all organisations. Organisations exist in a multitude of types across a multitude
of industries and cultures. Each organisation is unique, and the organisational culture needs to

meet the needs of the organisation with consideration to an extensive variety of factors.

The DM was chosen as the organisational culture assessment tool for this research for several
reasons. Firstly, the DM and the DOCS were developed for over twenty years in the business

environment rather than the academic environment with a specific goal of practical application
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in real world businesses (Denison & Neale 1999). As such, it has been designed in a way that
allows for fast and easy implementation, uses business language, and can be applied across all
levels of the organisation (Denison & Neale 1999). Secondly, the design in behaviourally based
rather than psychologically based to provide a more robust measure of organisational cultural
traits rather than perceptions or feelings of employees (Denison & Neale 1999). Thirdly, as
well as the ability to provide a picture of organisational cultural traits, it is also able to connect
these directly to organisational performance (Denison & Neale 1999). Fourthly, unlike other
popular models such as the CVF, the DM does not aim to classify cultural types — the aim is to
instead build a picture of organisational culture according to the scores related to the specific
Indexes and Dimensions with the ability to link these directly to performance measures. This
is especially important considering the aims of this research to understand the links between
national culture and organisational culture and the links between organisational culture and
performance in Vietnamese organisations. Furthermore, the DOCS is a well-developed tool
that has been administered and verified across dozens of studies in different cultural contexts
which provides strong validation of the tool as well as allowing for this research to add to this
growing body of extensive literature. This allows for the results of this research to build on the
literature that has also the DOCS and for comparison between similar studies. Finally, as this
model aligns Dimensions and Indexes with attributes of external or internal focus and stability
or flexibility, it allows for robust discussions with how these are related to Vietnamese culture,
which is also a key aim of this research. It is also important to consider the knowledge of

organistional culture specifically in the Vietnamese context.
2.2.4 Organisational Culture in Vietnam

Research into organisational culture in Vietnam is limited in volume and methodology but
varied with respect to the relatively recent decentralisation of the Vietnamese economy and the
unique traits that this imparts of organisational cultural development in Vietnam. Early studies
focussed on comparing and understanding the values and attitudes of managers in Vietnam
(Ralston, Nguyen & Napier 1999; Rowley & Truong 2009) while later studies have come to
focus more on organisational culture, in line with the developmental stage of Vietnam’s
economy (Ha, Bui & Tung 2020; Mai & Nguyen 2015; Moslehpour et al. 2016; Nguyen et al.
2018; Nguyen et al. 2019; Tuan 2010). Methodologies of these studies are dominated by a

variety quantitative surveys and questionnaires (e.g Ralston, Nguyen & Napier 1999;
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Moslehpour et al. 2016; Nguyen et al. 2018; Ha, Bui & Tung 2020). There is a large gap in the
research for qualitative studies, mixed methods studies, and the use of a well-established
quantitative measurement tool addressing organisational culture and performance specifically.
In addition, the application of varying methodologies creates great potential for future

directions of research that can look more in depth across industries, regions, and organisations.
2.2.4.1 Importance of Organisational Culture in Vietnam

The overview of organisational culture in Vietnam shows the importance of developing a more
comprehensive understanding of organisational culture in Vietnam to maximise performance
that will drive the economic development and transformation that will help to shift Vietnam
from a developing nation to a fully developed nation in the future. This is of particular
importance given the Vietnamese economies heavy reliance on manufacturing and the
requirement to develop service sectors in the economy to help make this transition (Salt
2017).

2.2.4.2 Vietnamese Organisational Culture Studies

In one of the earliest studies, Ralston, Nguyen, and Napier (1999) looked for comparisons
between managers in North and South Vietnam compared to managers in China and the USA.
This study focussed on dimensions of individualism versus collectivism and attempted to place
Vietnamese managers from the North and the South on a continuum with managers from China
and the USA (Ralston, Nguyen & Napier 1999). This study found, unexpectedly, that Northern
Vietnamese managers were higher in individualism than Southern Vietnamese managers and
hypothesised that this was owing to a greater influence from doing business with more
cosmopolitan Chinese managers who also scored higher in individualism (Ralston, Nguyen &
Napier 1999). Subsequent research to understand this finding more comprehensively revealed
that these lower levels of individualism were directly influenced by re-education in the south
following reunification and a reluctance to step out of line with Hanoi authority in the north
(Ralston, Nguyen & Napier 1999). At the time, Ralston, Nguyen, and Napier (1999)
hypothesised that an ‘Asian Paradox’ may exist where there is a melting pot of old and new
values with a move from Confucianism to western values and from collectivism to

individualism.
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Rowley and Truong (2009) explored the changing nature of management in one of the most
comprehensive studies across a range of industries including HRM, financial services, and
marketing while also looking at the emergence of female managers in small and medium
enterprises. The case studies explored by Rowley and Truong (2009) were aimed at especially
understanding Vietnamese management practices in the rapidly growing economy considering
the economic liberalisation at the end of the 20" century. Major findings in Rowley and
Truong’s (2009) research were that development of HR quality would be very important for
continued development while the sharing of skills from international firms in marketing would
be vital in continuing the transfer of knowledge and skills. Overall, Rowley and Truong (2009)
found that continued changes in traditional thinking and ways of doing business would be vital

to Vietnam’s global competitiveness.

While Ralston, Nguyen, and Napier (1999) and Rowley and Truong (2009) consider the
changing culture more explicitly from a management point of view, other studies look more

specifically at organisational culture itself.

Studies by Tuan (2010) and Mai and Nguyen (2015) attempt to understand the impact of
management practices on organisational culture in the plastics manufacturing and tourism
industries, respectively. Tuan (2010) sought to understand the impact of organisational cultures
on organisational performance using the CVF model and more subjective measures of
performance. Tuan (2010) found that transactional leadership promoted hierarchy and clan
culture while transformational leadership promoted adhocracy and market culture. These
findings interestingly highlight the juxtaposition between more traditional and contemporary
business management practices in Vietnam. Transformational leadership was also found to be
more positively associated with integrated performance measurement (Tuan 2010). Mai and
Nguyen (2015) looked specifically at the effects of ethical leadership and organisational culture
with relation to employee sociability and commitment. Mai and Nguyen (2015) applied the
cultural dimensions of the DM and found that a stronger correlation with ethical leadership and
the Dimensions of Involvement, Mission, and Adaptability indicated ethical leadership and
organisational culture positively impacted organisational commitment. In addition, the study
found that recruitment that favoured those that were higher in sociability would more positively
impact organisational commitment under ethical leadership and organisational culture (Mai &
Nguyen 2015).
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More recently, Ha, Bui, and Tung (2020) also explored the relationship between organisational
culture and employee commitment in the telecom industry in Vietnam. The research found
positive relationships between six dimensions of organisational culture and organisational
commitment with innovativeness and teamwork being the most impactful while empowerment
was the least (Ha, Bui & Tung 2020). While these studies focussed on organisational culture
within specific industries, other research has been conducted to make comparisons against
organisational culture in Vietnam. Moslehpour et al. (2016) compared organisational culture
differences between Vietnam and Taiwan while another study looked at the differences in

organisational culture between industries (hospital) (Nguyen et al. 2018).

Moslehpour et al. (2016) used Trompenaars and Turner’s (2012) four main culture types
(Family, Eiffel Tower, Guided missile, Incubator) to classify corporate culture while they
developed a survey based on the dimensions of the CVF. The study found significant
differences between corporate culture in Vietnam and Taiwan in three out of four of the culture
types (Moslehpour et al. 2016). Specifically, it was found that Family culture was stronger in
Vietnam while Guided missile and Incubator cultures were weaker (Moslehpour 2016). These
findings align well with Hofstede’s dimensions for Vietnam relating to collectivism and power
distance (Hofstede Insights 2022). These findings highlight the importance of understanding
corporate culture in Vietnam and raise questions as to the connectedness of organisational

outcomes.

Nguyen et al. (2018) also used the CVF to understand organisational culture amongst hospital
workers in Central Vietnam. This research showed a mix among the four cultural traits of the
CVF while a clear difference was noted between managers and non-managers with the former
more market oriented and the latter more clan oriented (Nguyen et al. 2018). Overall, it was
shown that clan and hierarchy cultures were the strongest which also aligns well with
Hofstede’s dimensions of collectivism and power distance for Vietnamese culture (Hofstede
Insights 2022). It was suggested that a better shared understanding of future directions of the
organisation through enhanced communication could better align stakeholders and manage

expectations of future directions for enhanced commitment (Nguyen et al. 2018).

Nguyen et al. (2019) used a modified and adapted version the DOCS and the DM that featured
an additional dimension of Well-being and four-point Likert scaling. The survey was used to
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assess the relationship between the four Denison Dimensions of organisational culture with the
addition of well-being as a fifth dimension and employee innovation in the IT industry in
Vietnam. This study found that overall organisational culture has a positive impact on
employee innovation however, it found that only the Dimensions of Adaptability, Well-being,
and Mission had a significant positive relationship with employed innovation. The Nguyen et
al. (2019) study shares commonality with this study in that it used a modified and translated
version of the DOCS in Vietnam although it was looking specifically at the IT industry and the

relationships between only the Dimensions and employee innovation.
2.2.5 Conclusion

While the number of studies on organisational culture in Vietnam over this period is limited,
the results are interesting in the context of understanding the historical and modern influences
as drivers of organisational cultural change in Vietnam. As may be expected, these studies
share a common theme that is mostly focussed on the cultural dimensions of individualism
versus collectivism as Vietnam continues the transition from a centrally planned economy to a
social-oriented market economy. This research will contribute to these studies and serve to help
identify opportunities and threats to the continued economic development of Vietnam with
relation to the effects of organisational culture on organisational performance. This research
will also allow the comparison to the earlier research discussed here to confirm or counter
themes and conclusions that were identified especially in relation to changing culture. In order
to better understand the nature of organisational culture in Vietnamese organisations, an

exploration of Vietnamese culture is important.

2.3  Vietnamese Culture

Vietnam has a strong and unique cultural heritage that has developed over thousands of years
through the influence of foreign cultures, geography, religions, philosophy, conflict, and
politics (Corfield 2008; Dutton, Werner & Whitmore 2012; Murray 2008). While the previous
section discussed organisational culture in Vietnam, it is important to explore the unique
drivers of the national culture to understand the relationship to the culture within Vietnamese

organisations.
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2.3.1 Importance of Vietnamese Culture

It was noted in the discussion introducing organisational culture that from an anthropological
perspective, customs of places influence human behaviour (Geertz 1973). Therefore, it is
important to explore the customs of Vietnam and the Vietnamese people to gain a better
understanding of how these customs may influence behaviours within organisations. The
unique Vietnamese culture would in turn be expected to impact aspects of organisational
culture differently than in other cultural contexts and therefore have varying impacts of
organisational outcomes. Therefore, an insight and understanding of these influences will
provide important context to understanding and exploring the relationship with organisational

culture.

The discussion of Vietnamese culture will first discuss the historical influences behind what is
considered today as more traditional Vietnamese culture before moving on to discuss the more
modern cultural influences that give rise to contemporary Vietnamese culture as it is today. It
is important to explore and discuss these traditional and contemporary aspects of Vietnamese
culture to gain an insight into the nature of the often-conflicting values that may be evident in

modern Vietnamese organisational culture owing to these influences.
2.3.2 Historical influences on Vietnamese Culture

Historically, artifacts found in Vietnam date back to at least 10,000 BC with cultural influences
from the Chinese identifiable from over 1000 years ago while more recently, in the past 300
years, there has been influence from French culture (Corfield 2008). However, throughout this
period of historical development there has been influence through a mix of regional cultures
which linguists can identify through the fusion of the Mon-Khmer or Thai languages which
points to a common ancestry of the Viethamese and the Muong (Corfield 2008). These older
cultural influences draw heavily on Confucianism, Buddhism, and Taoism while the more
recent French influence has seen these traditional beliefs infused with elements of European
culture and Catholicism (Murray 2008). However, the more recent French cultural influence
has also created a divide in cultural values and traits across Vietnam with greater influence in
urban areas compared to rural areas, and in the South as opposed to the North, owing to the
1954 partition (Murray 2008).

28



In addition to broader cultural influences, the development of modern Vietnamese culture has
also been influenced by conflict and political ideology. There has been a consistent theme of
North and South conflict from within Vietnam since at least the first century AD while
throughout more recent history of the last millennia Vietnam has fought off foreign invaders
from China, Europe, and the West (Dutton, Werner & Whitmore 2012). These conflicts are
heavily rooted in Vietnamese culture and the Vietnamese leaders of the defence are icons and
heroes of the Vietnamese people with tales of their triumphs passed through generations and
their names adorning city streets across the country along with statues honouring them common
in public places. These events, stories, and heroes create an extraordinarily strong nationalistic
pride exhibited by the people (Murray 2008).

The political structures and ideologies have also created a complex and unique influence that
ranges from generations of family dynasties and Kings through to colonial European
government control to the Communist revolution led by the greatest hero of modern
Vietnamese culture, Ho Chi Minh (Dutton, Werner & Whitmore 2012). Evidence of these
influences abound in architecture, language, literature, philosophy, and cuisine while the

people themselves exhibit unique and complex cultural traits as a result.

When attempting to define these traits to give an insight into this complex nature of Vietnamese
culture we can look to cultural models to help shed light of how this affects behaviour in its
own unique way. Hofstede Insights (2022) (Figure 2.4) show that upon the dimensions
developed by Hofstede, the Vietnamese have a relatively higher degree of power distance while
having relatively lower levels of masculinity and indulgence with particularly low levels of

individualism and uncertainty avoidance.
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Figure 2.4 - Vietnamese scores for Hofstede’s cultural dimensions

(Source: Hofstede Insights 2022)

These views of Vietnamese cultural traits are also similarly noted in literature discussing
Vietnamese culture which note strong family values and responsibility to the family; strict
family, and community hierarchies; conservative attitudes towards behaviour; and a generally
happy and relaxed approach to life (Murray 2008; Nguyen 2023; World Trade Press
2010). This cultural development provides Vietnam with a rich and unique culture that is now
being rapidly influenced by more global influences creating a clash of tradition and

contemporary outside influences.
2.3.3 Contemporary Vietnamese Culture

While the historical context provides a solid insight into traditional Vietnamese culture, the
rapid development of Vietnam is fast challenging these traditional cultural traits and creating a

juxtaposition in society that can also be observed in organisations.

In 1986 the Vietnamese government implemented P6i méi (English: Renovation) to move
away from a centrally controlled economy (Murray 2008). B6i méi and the move to a Socialist-
Oriented Market Economy has created an environment where there is a collision of cultural
and political values. Prior to P6i méi in 1986, the economy was almost entirely centralised

under strict Government control which included a monopoly for State Owned Enterprises
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(SOEs) and Government ownership of the means of production (Collins 2009). The post Péi
mdi period can be divided into three distinct stages that include the reformation of SOEs from
1986 to 1994, the pre Asian Financial Crisis until 1997, which saw the tremendous growth on
the back of the influx of Foreign Direct Investment (FDI), and the post Asian Financial Crises
from 1997 onwards which has seen continued reforms, liberalisations of the market, increased
FDI, and sustained strong economic growth to reach lower middle income country status today

(Collins 2009; The World Bank 2020).

This has led to a situation where contemporary Vietnamese culture represents an intersection
of influences from traditional Vietnamese values, Confucianism and Taoism, Buddhism,

Catholicism, Western values, and Socialist values (Figure 2.5) (Kieth 2012; Nguyen 2016).

Traditional
Vietnamese values

o Confucian and
Socialist values Taoist values
Western values Buddhist values

Catholisism

Figure 2.5 - Vietnamese cultural influences

(Source: Adapted from Nguyen 2016, p. 34.)

From an organisational perspective this creates an environment where management is
influenced by a unique set of cultural and business drivers. Now operating in a global economy

more than ever, this creates challenges in moving from what would be considered a more
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traditional view of business management to a more contemporary view. In addition, in
organisations that are pushing a drive towards more Westernised contemporary business
management, they are still challenged by the cultural paradigms that are engrained in
management through culture and education where traditional influences have been found to be
more predominant in Vietnamese managers’ style with a resistance to more modern approaches
(Phan 2008). Dang (2017) notes that this is particularly apparent in gender equality where
despite policy decisions aiming to move more in line with Western values, traditional
Vietnamese values prevail and undermine these efforts. Traditional culture that draws from
Confucianism places a greater emphasis on interpersonal relationships and hierarchy compared
to contemporary management ideas (Edwards & Phan 2013). This also includes certain cultural
characteristics rooted in traditional influences such as saving ‘face’ and teacher centred ‘rote’
learning approaches that persist and continue to heavily influence modern relationships
(Nguyen 2015; Vo 2014). Overall, many facets of traditional culture remain relatively
unchanged despite the economic liberalisation and global influences with family values still
reflecting the traditional collectivist cultural values (Nguyen 2023) and traditional power

distance relationships still reflected in community hierarchies (Murray 2008).

It can be argued that the necessity to modernise management from a Western viewpoint has
not been present while comparatively low costs of labour in an economy dominated by
manufacturing industries has propelled growth, however, as Vietham develops and this
competitive advantage dissipates coinciding with an inevitable move towards a more service-
based economy, there may need to be an increased focus on modernising some of the more
traditional management practices (Rowley & Truong 2009).

2.3.4 Conclusion

In conclusion, the research reflects the developmental stage of Vietnam very much as it moves
from a closed economy with very traditional values to a more open economy with more
Western influence on values. This developmental stage creates a unique mix of influences on
Vietnamese culture that could affect organisational culture in Vietnam in ways that may be
both conflicting and complementary. Where complementary values exist, it may be expected
that the outcomes of Vietnamese organisations may be positively impacted. Where conflicting

values exist, it may be expected that the influence on the outcomes of Vietnamese organisations
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may be negatively affected and that there is still room for development to ensure more positive
impacts on performance. With an understanding of cultural drivers of performance, it is
important to consider the measurement of organisational outcomes to better understand the

relationships that exist.

2.4 Organisational Outcomes

Measuring organisational outcomes is universally undertaken by organisations and can include
a wide variety of both objective and subjective measures depending on which outcome is
deemed of importance for measurement with a focus on measuring key factors that impact on
achieving organisational goals (Jenkins 2012; Singh, Darwish & Potocnik 2016).
Organisational outcomes can also be referred to as organisational performance. In the context
of this research, it is critical to understand why it is important to be able to measure
organisational outcomes and to understand how this can be achieved. It is also vital to
understand how this is related to organisational culture and how attempting to find this link can

drive potential improvements in organisational outcomes.
2.4.1 Importance of Organisational Outcomes

Early research in social psychology linked group performance to outcomes, however, these
scientists were interested in human behaviour rather than the impact on organisations. Similar
to the research conducted into organisational culture, researchers and organisations began to
seek a much wider array of metrics in the late 20* century to understand more dimensions of
performance and how it could be viewed and quantified (Neely 2002). Today, there is an
abundance of data available and utilised to assess organisational performance with Richard et
al. (2009) identifying 207 different measures of performance used by private sector
organisations. A trend toward Corporate Social Responsibility (CSR) began occurring in
second half of the 20" Century (Dolan & Barrero Zalles 2021) with a broad shift noted around
the beginning of the 21 Century towards triple bottom line reporting and more recently the
evolution of this idea to Environmental, Social and Governance (ESG) (Duque-Grisales &
Aguilera-Caracuel 2021) measures being advocated by some organisations today.
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2.4.2 Development of Organisational Outcomes measurement

From the earliest observations of group facilitation that were discussed earlier, a connection to
the outcomes has been observed to understand the dynamics of those groups. In the 1880’s,
Ringelmann was able to measure the collective efforts of individuals by measuring the amount
of weight pulled on a rope to establish the theory of social loafing (Kravitz & Martin 1986)
while Triplett (1898) observed the effect of group dynamics in athletes on performance. The
Hawthorne Experiments in the 1920s and 1930s led by Elton Mayo famously studied groups
reactions to external stimuli and used production output as a measure of this stimuli (Gillespie
1993). However, much of the criticism of earlier work on organisational culture from the
perspective of anthropology and social psychology lies in the fact that it was too observational

and failed to attach performance measures or quantify the research.

Measuring outcomes in organisational settings came to prominence with Taylor (1911) and his
seminal work on ‘Scientific Management’. Taylor’s research focussed on measurement of time
and motion and was subsequently developed by researchers such as the Gilbreth’s and
entrepreneurs such as Ford (Muldoon 2018a; Muldoon 2018b). These early researchers
understood that to improve organisational outcomes, first you had to measure outcomes so that

the effect of changes to processes and practices could be demonstrably exhibited.

While Taylorism focussed on improving the performance of individual’s tasks and processes,
later researchers began to look at how the organisations could be arranged to create greater
efficiency. Weber proposed the bureaucracy as a way for organisations to most effectively
arrange themselves to improve performance while Fayol developed a set of ‘universal’
principles that organisations could apply as a General Administrative Theory (Robbins &
Coulter 2018). Improved outcomes through application of this theory could be expected to be
seen and measured in the rationalisation of human and physical resources which could be

measured in terms of time and cost savings (Robbins & Coulter 2018).

Like organisational culture, the focus on organisational outcomes has seen rapid development
since the 1980s (Neely 2002). The 1980s saw the emergence in popularity of the quantitative
approach and particularly the application of Total Quality Management (TQM) in Japan
(Robbins & Coulter 2018). TQM focussed on applying mathematical and statistical
measurements to improve outcomes (Robbins & Coulter 2018).
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During the 1970s and 1980s, the focus on performance management was linked most closely
with the financial outcomes of organisations in line with the management focus of the time
being more short term oriented (Halachmi 2005). As the importance of strategy and a more
long-term focus began to come into prominence in the later 1980s, focus on how to measure
performance began to focus on other measurable outcomes and led to the emergence of tools
such as The Balanced Scorecard which evolved to be more strategically focussed (Halachmi
2005).

2.4.3 Measuring Organisational Outcomes today

More recently, researchers have begun to investigate more and more connections between a
diverse range of influences on organisational outcomes. These include influences such as
gender demography (Frink et al. 2003), individuals’ spirituality (Karakas 2010), learning
orientation (Baba 2015), manager effects (Hall & Pedace 2016), big data (Rogge, Agasisti &
De Witte 2017), and considering the recent large-scale shift towards remote working, flexible
work performance (Chatterjee, Chaudhuri & Vrontis 2022).

Today, organisations employ a variety of financial and non-financial performance indicators
(Waggoner, Neely & Kennerley 1999). These include feedforward/concurrent/feedback
controls, financial controls, information controls, and instruments such as the balanced

scorecard and benchmarking (Robbins & Coulter 2018).

Over this time this has created a situation where a wide variety of subjective and objective
measures of performance have been used to assess organisational outcomes. This creates a
situation where different measures may take on different value for different organisations in
different contexts. This adds to the difficulty in applying a universal set of performance
indicators and therefore furthermore complicates the understanding of the relationship between
organisational culture and organisational outcomes. Historically, emphasis was placed on
objective financial measures such as Return of Equity (ROE) or earnings (Singh, Darwish &
Potocnik 2016), however, today, with the rise of the role of Corporate Social Responsibility
(CSR) in organisations, performance is very often viewed from a triple bottom line perspective
that incorporates outcomes in the context of economic, social, and environmental outcomes
(Wickert & Risi 2019). Several researchers have sought to evaluate the differences in

subjective and objective measures of organisational performance as it is not always possible to
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collect similar objective metrics given the variation in the size and reporting standards of
organisations and the availability of data in different contexts (Real, Roldan & Leal 2014).

2.4.4 Measuring Organisational Outcomes and culture

As can be seen from the previous discussion, a situation exists where there is argument between
a wide variety of both objective and subjective metrics being used to assess organisational
performance. In the context of this research, it is important to find appropriate metrics for
assessing organisational performance so that the relationship to organisational culture can be
assessed.

Looking at the Denison studies, the use of both objective (Denison 1984) and subjective
(Denison & Mishra 1995) measures can be noted. In particular, the study by Denison and
Mishra (1995) sought to explore different findings in relation to organisational culture and
organisational performance across different organisations using both objective and subjective
metrics. The study found that objective measures were size dependent on the organisations in
the study and suggested that therefore subjective measures of performance were more suitable

when comparing a range of different organisations (Denison & Mishra 1995).

Denison, Nieminen, and Kotrba (2014) conducted a meta-analysis of studies linking
organisational culture and performance and found many issues in the use of both objective and
subjective indicators and the failure to often validate such measures. The use of subjective
measures related to sales growth, profitability, quality, employee satisfaction, and overall
performance (Denison, Nieminen & Kotrba 2014; Gillespie et al. 2008) were shown to be
reliable and valid in assessing the relationship between organisational culture and performance
and could overcome issues when comparing a variety of organisation types in a variety of

contexts.

Singh, Darwish, and Potocnik (2016) further support a case for subjective measures
successfully being used to assess organisational performance. While noting that a portion of
literature exists which supports the use of objectives measures of performance, a large
proportion of differentials in performance using such measures remains unexplained (Singh,
Darwish & Potocnik 2016). Singh, Darwish, and Potocnik (2016) refute the notion that

subjective measures are often overestimated and that therefore common method bias can make
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subjective measures inaccurate by arguing that it is dependent on the appropriate collection of
the data. Further, Singh, Darwish, and Potocnik (2016) also note the advantages of subjective
data that were also highlighted by Denison and Mishra (1995) in overcoming disparities

between organisations and the objective data available for comparison.
2.4.5 Conclusion

While the desire to measure organisational outcomes came to prominence with Taylorism in
the early 20" century, it was not until the latter decades of the century that researchers began
to explore the diverse connections between organisational inputs and outcomes. Since this time
there has been an emergence of a vast amount of literature related to which inputs affect
organisational outcomes as well as development in the way that these outcomes are measured.
There has been a distinctive shift away from more objective traditional metrics to include more
subjective metrics such as wellbeing as well as a move towards measurement of more

sustainable objectives that go beyond bottom-line performance.

There has been significant debate in research regarding the measurement between
organisational culture and performance and the use of objective and subjective methods of
performance management. Research presents advantages and disadvantages to both types of
metrics however, in the context of a wide variety of organisation types, sizes, and cultures it
has been demonstrated that subjective measures of performance are valid and present
advantages over objective measures. This is particularly evident in the use of the DM which

will form the basis of the cultural and performance measures for this research.

2.5 Development of the Denison Model (DM)

The DM was developed over more than twenty years in a professional setting with the explicit
aim of being able to identify specific traits of organisational culture and make links between
these traits and measures of organisational performance (Denison & Neale 1999). Today, the
Denison Organizational Culture Survey (DOCS) and the DM has become both a
commercialised tool for organisational culture assessment as well as a popular tool for research
into organisational culture in different cultural settings (Denison Consulting 2021; Denison,

Nieminen & Kotrba 2014). The research can be broadly divided into the research conducted
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by Denison to validate the tool across industries and global contexts and research conducted

by others to use the tool as an assessment of organisational culture for a variety of purposes.

The foundation for this research began in 1984 with the publication of ‘Bringing Corporate
Culture to the Bottom Line’ by Daniel Denison in 1984 (Denison 1984). This research led to
the later development of the DOCS and the emergence of the DM in seeking to address the
relative lack of attention devoted to understanding the effect of culture on the performance of
organisations (Denison 1984). Whilst acknowledging the difficulties and debate surrounding
the ability to measure corporate culture, Denison sought to use survey techniques and the Likert
scaling that he hypothesised could give an insight into organisational culture that is common
across organisations and industries, and that could be measured (Denison 1984).

Denison and Mishra (1995) published ‘Toward a Theory of Organizational Culture and
Effectiveness’ which presented a theoretical model of cultural traits that would go on to be
developed as the DM. The model presented was based on the testing of four hypotheses related
to cultural Dimensions which were believed to be aligned with positive outcomes for the
organisation (Denison & Mishra 1995). The testing of these hypotheses showed that these
Dimensions could be used to correlate with organisation effectiveness in a quantifiable manner
(Denison & Mishra 1995).

The DM is built around four Dimensions of organisational culture: Involvement, Consistency,
Adaptability, and Mission (Figure 2.3) (Denison & Mishra 1995). Each Dimension is formed
by three Indexes which are reflective of values held by employees within organisations
(Denison & Mishra 1995). The Dimensions link Adaptability and Mission to external
orientation while linking Involvement and Consistency to internal integration (Denison &
Mishra 1995). At the same time, the model links Adaptability and Involvement with degree of
change and flexibility and Mission and Consistency with stability and direction (Denison &
Mishra 1995). Several case studies of organisations were used to construct and validate this
model using an exploratory mixed methods approach that built quantitative measures from

qualitative surveys (Creswell 2014; Denison & Mishra 1995).

By 1998 the DM had been fully developed and formed the basis of much subsequent research

by Denison and others and became a commercial tool for the assessment of organisational
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cultures with an aim to help organisations improve performance by identifying and addressing
areas of negative organisational cultural influence (Denison Consulting 2021).

Subsequent studies by Denison sought to validate the model across a broader range of
organisations, industries, and cultures (Denison, Haaland & Goelzer 2004; Fey & Denison
2003). This was first done in Russia with a paper titled ‘Organizational Culture and
Effectiveness: Can American Theory Be Applied in Russia’ in 2003 (Fey & Denison 2003)
and then more globally with the paper titled ‘Corporate Culture and Organizational
Effectiveness: Is Asia Different from the Rest of the World’ (Denison, Haaland & Goelzer
2004). The Russian study sought to validate the model in the Russian context especially by
examining the hypothesis that owing to the transitional nature of the Russian economy at the
time that effectiveness would be more reliant flexibility and change and the Dimension of
Adaptability (Fey & Denison 2003). The findings of the study supported the researcher's
hypothesis that Adaptability would be most important Dimension to understand the overall
effectiveness of organisations given the transitionary nature of the Russian economy while also
supporting the significance of the Dimension of Involvement owing to the collectivist culture
(Fey & Denison 2003). In addition, this paper was important in demonstrating that the DM
could not only be used as a predictor of organisational cultural traits and their link to
organisational outcomes across cultures but that it could also be used as a valid tool to measure

these organisational cultural Dimensions across cultures (Fey & Denison 2003).

These findings were then supported with the subsequent aforementioned research that sought
to validate the model across an even broader range of organisations, industries, and cultures.
This research sought to identify cultural differences within Asian firms compared to those in
the rest of the world (Denison, Haaland & Goelzer 2004). With the regions in the study divided
into North America, Asia, and Europe, Middle East & Africa (EMEA), the link between
organisational culture and effectiveness was found to be strong and consistent despite the
known cultural differences of the regions (Denison, Haaland & Goelzer 2004). This study
therefore further validated the DM as an effective tool to measure and predict organisational
effectiveness across a variety of organisations, industries, and cultures while noting that while
the characteristics align, the behaviour contributing to the characteristics was not necessarily
the same (Denison, Haaland & Goelzer 2004).
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Denison, Nieminen, and Kotrba (2014) also sought to better understand the validity and
reliability of a broad range of organisational culture surveys and found that most surveys were
not adequate. The DOCS was found to be the most effective and well researched of the nine
instruments that were assessed and evidence to support this finding was presented through an
in-depth discussion (Denison, Nieminen & Kotrba 2014). While noting that the DOCS has
underpinnings related to similar models such as the CVF, the discussion highlights the ways in
which the DM is differentiated in by using a profile approach that seeks a balance of the cultural
elements of the organisation as being critical to the long-term effectiveness of the organisation
(Denison, Nieminen & Kotrba 2014). Denison, Nieminen, and Kotrba (2014) highlight the
importance of establishing predictive validity in the development of the DOCS and how this
has been demonstrated across industries and cultures in subsequent studies. In addition,
Denison, Nieminen, and Kotrba (2014) provide support for the DOCS internal reliability and
validity, ability to differentiate culture at an organisational level, and the validity of the specific

cultural Index measures and the measures of organisational effectiveness.
2.5.1 Dimensions of the Denison Model

The four Dimensions of the DM are each formed by the values of three Indexes which are each
a reflection of five indicators formed by the survey questions (Denison & Neale 1999).
Dimensions are either internally or externally focussed while also being either associated with
stability or flexibility (Denison & Neale 1999). In addition, these attributes are also associated

with specific indicators of performance as shown in figure 2.6 below.
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Figure 2.6 - Denison Model (DM) associated with performance indicators

(Source: Reproduced from Denison & Neale 1999, p. 2-5)

The following definitions of the Dimensions of the DM come from the facilitator guide
(Denison & Neale 1999, p. 1-14) and will be used in this research to develop the hypotheses
with relation to the literature review and then used in the analysis in the discussion of the

quantitative and qualitative results.

Involvement
Consistency
Adaptability

Mission

(by employees in decisions and day to day tasks)
(of organizational procedures)
(organizational change in response to customers and markets)

(a sense of direction and performance expectations)
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2.5.2 Indexes of the Denison Model

Each Index of the DM reflects five indicators which are measured via the DOCS questions
(Denison & Neale 1999). The following definitions of the Indexes of the DM come from the
facilitator guide (Denison & Neale 1999, pp. 2-8 — 2-15) and will be used in this research to
develop the hypotheses with relation to the literature review and then used in the analysis in

the discussion of the quantitative and qualitative results.

Empowerment

Team Orientation

Capability
Development

Coordination and

Integration

Agreement

Core Values

Creating Change

Customer Focus

Organizational
Learning

Individuals have the authority, initiative, and ability to manage their own work.
This creates a sense of ownership and responsibility toward the organization.

Value is placed on working cooperatively toward common goals for which all
employees feel mutually accountable. The organization relies on team effort to get
work done.

The organization continually invests in the development of employees' skills in
order to stay competitive and meet ongoing business needs.

Different functions and units of the organization are able to work together well to
achieve common goals. Organizational boundaries do not interfere with getting
work done.

The organization is able to reach agreement on critical issues. This includes both
the underlying level of agreement and the ability to reconcile differences when they
occeur.

Members of the organization share a set of values which create a sense of identity
and a clear set of expectations.

The organization is able to create adaptive ways to meet changing needs. It is able
to read the business environment, quickly react to current trends, and anticipate
future changes.

The organization understands and reacts to their customer, and anticipates their
future needs. It reflects the degree to which the organization is driven by a concern
to satisfy their customer.

The organization receives, translates, and interprets signals from the environment
into opportunities for encouraging innovation, gaining knowledge and developing
capabilities.
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Strategic Direction  Clear strategic intentions convey the organization's purpose and make it clear how
and Intent everyone can contribute, and “make their mark” in the industry.

A clear set of goals and objectives can be linked to the mission, vision, and strategy,

Goals and Objectives and provide everyone with a clear direction in their work.

The organization has a shared view of a desired future state. It embodies core values
Vision and captures the hearts and minds of the organization's people, while providing
guidance and direction.

2.5.3 Application of the Denison Model in research

The validation of the DM in the previously discussed studies has led to the DM being accepted
as a useful tool for researchers and organisations to gain insights into organisational culture
and the link between culture and performance across the spectrum of organisations, industries,

and cultures around the world.

Since 1999 researchers around the world have used the DM as a basis for various research
studies for a variety of purposes. These studies have ranged from simply assessing
organisational culture within organisations, industries, or regions to the assessment of the
relationships between the cultural Dimensions and Indexes to organisational effectiveness and
a wide range of other organisational outcomes. To align with this research, these studies can
roughly be divided into categories of assessing organisational culture and various relationships
with an exogenous variable and assessing organisational culture and the relationship with

organisational performance.
2.5.3.1 Assessing Organisational Culture and relationships

Most of the studies applying the DM have sought to assess organisational culture in various
contexts and to link the Dimensions and Indexes of organisational culture with a variety of
different outcomes other than a broad measure of organisational effectiveness or performance.
These contexts include different cultures, regions, industries, or organisational types. These
include studies such as customer satisfaction in the USA (Gillespie et al. 2008), the ‘Human
Synergistics Organizational Culture Inventory (OCI)’ (Cercel & Marina 2011; Cercel 2012),
on CSR in the Automotive Industry in Iran (Daraei & Parsaamal 2012), Knowledge
Management in Dubai and Iran (Ahmady, Nikooravesh & Mehrpour 2016; Kia, Danaei &
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Oroei 2013), the education sector in Shiraz, Iran (Hosseini 2014), the food industry in Iran
(Salajege & Naderifar 2014), Enterprise Project Culture in China (Zeng et al. 2015),
organisational culture in China (Caraballo 2016), Work Team Commitment in Healthcare in
Hamedan Provence, Iran (Hamidi et al. 2017), hotels in Jogyakarta, Indonesia (Wahyuningsih
et al. 2019), Risk Management in Hungary (Abuzarga 2019), across industries and geographic
locations in Serbia (Kirin, Gavric & Kirin 2019), and local Government employees in Ghana
and Iran (Abane, Adamtey & Ayim 2022; Mohammadi 2020). Each of these studies and their

findings will be briefly discussed in more detail.

Gillespie et al. (2008) compared the relationship between organisational culture and customer
satisfaction in the regional home-building markets and automotive dealerships across the USA.
The study found that the four Dimensions of organisational culture of the DM had a significant
relationship to customer satisfaction although the significance of these effects differed for each
of the Dimensions and in the two different industries (Gillespie et al. 2008). Interestingly, it
was found that when looking at the contribution of the Indexes towards customer satisfaction
in the automotive dealerships that while Coordination and Integration, and Customer Focus
related positively to customer satisfaction, Vision and Creating Change were found to have a
negative relationship (Gillespie et al. 2008). Overall, this study demonstrated how better
understanding of organisational culture can be an important and effective way to better develop
organisational culture to provide better customer satisfaction in different industries (Gillespie
et al. 2008).

Cercel and Marina (2011) aimed to understand how different national cultures aligned with
organisational culture within a multinational organisation in Romania by using the Human
Synergistics model to assess the management culture and the DM to assess the broader
organisational culture. The research concluded that the cultural traits of Romanian managers
and employees (e.g., high power-distance; tolerance for uncertainty) negatively impacted the
performance of the organisation and that improvements in these areas of organisational culture

could be beneficial to the performance of the organisation (Cercel & Marina 2011).

Cercel (2012) again used both the DM and the Human Synergistics model with an aim to
understand the accuracy and usefulness of the two models in practice as two of the most used

organisational culture evaluation models. Organisational profiles were developed from the
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ground up and assessed against the model's depiction of the organisational culture (Cercel
2012). The organisational profiles were found to align well with the models, and it was
proposed that by using these models in combination, organisational culture could be

transformed to benefit the performance of the organisation (Cercel 2012).

Daraei and Parsaamal (2012) used the DM to assess the workplace culture within the
automobile industry in Iran and to understand the effects of organisational culture on Corporate
Social Responsibility (CSR). The study found that the effect of organisational culture was
significant and recommended that efforts to develop organisational culture could be effective

in producing desired outcomes (Daraei & Parsaamal 2012).

Kia, Danaei, and Oroei (2013) and Ahmady, Nikooravesh, and Mehrpour (2016) both
conducted studies to assess the impact of organisational culture on knowledge management in
Iran and Dubai respectively. Kia, Danaei, and Oroei (2013) found a positive and meaningful
association between all Dimensions of organisational culture and knowledge management in
the PVC (Polyvinyl Chloride) industry in Iran. Ahmady, Nikooravesh, and Mehrpour (2016)
similarly found a positive correlation between organisational culture and knowledge
management. Both studies proposed that understanding and developing organisational culture
in a way that promotes communication and builds trust and commitment could positively
impact knowledge management within organisations while demonstrating that the DM could
be used as an appropriate tool to do so (Ahmady, Nikooravesh & Mehrpour 2016; Kia, Danaei
& Oroei 2013).

Hosseini (2014) conducted research using the DM to assess whether organisational culture was
at or above ideal levels in the region of Shiraz, Iran, among high school principals. Hosseini
(2014) found that the four Dimensions from the DM rated the levels of organisational culture
among these principals as greater than ideal. This study was also able to rank these Dimensions
of organisational culture and determine that Consistency was rated the highest and while
Mission was rated the lowest, and at the same time determine that employment experience or
education level were not significantly correlated with a strong organisational culture (Hosseini
2014). Hosseini (2014) was able to make several practical recommendations to facilitate a

strong organisational culture as a result of this study.
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Salajege and Naderifar (2014) used an adapted DOCS questionnaire to investigate
organisational culture in the food industry in Iran. This study was a simple assessment of the
culture within a single organisation and found no significant difference in internal versus
external focus while also finding higher degrees of Involvement and organisational

compatibility with lower levels of Consistency and Mission (Salajege & Naderifar 2014).

Zeng et al. (2015) sought to build an enterprise project culture evaluation model by optimising
the existing DM. Through application of the DM, Zeng, et al. (2015) were able to build a new
tool that identified twelve factors that could be scaled and used in a preliminary manner for
Chinese enterprise project culture construction. The researchers noted that this tool could be
dynamic and could be the basis for further research that would allow for greater refinement of
the tool (Zeng et al. 2015).

Caraballo (2016) conducted research for a PhD dissertation that sought to compare
organisations in China and the USA via evaluation using the DM. Caraballo (2016) ensured
closed matching of the organisations used in terms of founding year, type, number of
participants, and the year the DM survey was conducted. It was shown that these organisations
were similarly matched on the Dimensions of the model, although there was no link to
performance added (Caraballo 2016). This research suggests that organisations with certain
similar characteristics develop similar organisational cultures despite slight differences in
organisational behaviour which may be influenced by broader national cultural traits (Caraballo
2016). These findings supported the earlier research conducted by Denison, Haaland, and
Goelzer (2004).

Hamidi et al. (2017) sought to determine the relationship between organisational culture and
organisational commitment using the DM questionnaire and the Meyer and Allen
organisational commitment questionnaire. The study was conducted among administrative
employees of health care centres and concluded that increased focus on all Dimensions of
organisational culture could be correlated with an improvement in organisational commitment
and that factors promoting continuance commitment would increase levels of organisational

commitment (Hamidi et al. 2017).

Abuzarga (2019) explored the link between organisational culture, risk management, and
organisational performance within the banking industry in Hungary. This study varied
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somewhat from the similar studies being discussed here in that it incorporated linkages with
risk management into the study and that in addition to the DM it also applied the Matis model
(Abuzarga 2019). Also, unlike other studies, this research did not use primary data collection
and instead relied on secondary data and literature review (Abuzarga 2019). The findings of
this research indicated that organisations who were more effective at developing their
organisational culture and managing risk could operate more efficiently and effectively
(Abuzarga 2019).

Kirin, Gavric, and Kirin (2019) used the DM to assess organisational culture in Serbia with an
aim to provide information that could be useful to policymakers in understanding how to
improve business efficiency. The research took a large sample across a variety of enterprises
in Serbia and was able to identify those improvements in areas of Involvement and Adaptability
in particular could be effective in increasing the competitiveness of organisation (Kirin, Gavric
& Kirin 2019).

Wahyuningsih et al. (2019) conducted research using the DM to understand the relationship
between organisational culture and enhancing business competitiveness. The research focussed
on an international hotel in Yogyakarta with the aim of understanding how to develop specific
culture types that could be used to increase competitiveness (Wahyuningsih et al. 2019). The
findings indicated that the DM was useful for assessing organisational culture in this setting
and that in particular was useful to help organisations align internal factors and place that an
emphasis on promoting factors related to Empowerment, Team Orientation, Capability
Development, Core Values, and Agreement components of the model would be most beneficial
(Wahyuningsih et al. 2019).

Mohammadi (2020) used the DM to assess organisational culture withing District 19
Municipality employees in Iran and to find gaps to improve organisational performance.
Mohammadi (2020) found that the strongest Dimension of organisational culture was Mission
while Involvement was the weakest and was able to make recommendations that organisational
mission and strategic goals need to be well formulated within the municipality to maximise
organisational performance. More specifically, Mohammadi (2020) was able to recommend
that managers focus on increasing staff awareness of goals, courses to increase employee

collaboration, and skill enhancement through personal development.
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Abane, Adamtey, and Ayim (2022) used the DM to test the relationship between organisational
culture and employee productivity in the local government sector in Ghana. This study found
strong and positive culture across each of the Dimensions while the relationships between
employee productivity and the Dimensions showed significant positive relationships with
Mission and Involvement and a statistically significant negative relationship with Adaptability
(Abane, Adamtey & Ayim 2022).

2.5.3.2 Assessing Organisational Culture and performance

In line with the original intent of the Denison studies previously discussed (Denison, Haaland
& Goelzer 2004; Denison & Mishra 1995; Fey & Denison 2003), numerous studies have sought
to explore the relationship between organisational culture and organisational effectiveness in
the context of different industries or, national and geographic cultures. This has included
studies conducted in India (Nazir & Lone 2008), Columbia (Avella & Ernesto 2010), Iran
(Taheri, Monshizadeh & Kordiani 2015), and Ecuador (Tulcanaza-Prieto, Rodriguez & Artieda
2021). Some of these studies have looked broadly at organisational culture on a regional or

national level while others have looked at specific industries in specific locations.

Nazir and Lone (2008) conducted research with the aim to validate the effectiveness of the DM
in demonstrating organisational effectiveness in the Indian context. This study supported
previous validation studies such as the Russian study conducted by Fey and Denison (2003)
and the Denison and Mishra (1995) study (Nazir & Lone 2008). Overall, the study found that
measures between culture and effectiveness were strong and that in particular the relationship
between Mission and organisational outcomes were particularly significant (Nazir & Lone
2008). As a result, the authors concluded that Mission should be the most important cultural
trait for organisations to focus on to improve organisational effectiveness (Nazir & Lone
2008).

Avella and Ernesto (2010) conducted a study on Columbian firms to assess the links between
organisational culture and organisational outcomes. Similarly, to the Indian study, Avella and
Ernesto (2010) found a significant relationship between Mission and performance measures.
However, the Columbian study did not find significant relationships between the other traits

and performance measures (Avella & Ernesto 2010).
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Taheri, Monshizadeh & Kordiani (2015) looked at a group of different departments within
Khorasan Razavi in Iran to assess links between organisational culture and organisational
effectiveness. The study showed a positive correlation between organisational culture and
organisational effectiveness in all the departments surveyed (Taheri, Monshizadeh & Kordiani
2015). However, there was a variation in findings when looking at different factors of the DM
across the different departments with results showing different levels of influence for different
factors in different departments (Taheri, Monshizadeh & Kordiani 2015). The findings of this
study indicated that sustainable competitive advantage could be obtained through the
development of these factors of organisational culture (Taheri, Monshizadeh & Kordiani
2015).

Tulcanaza-Prieto, Rodriguez, and Artieda (2021) surveyed organisations in the Ecuadorian
service sector using a self-designed performance assessment questionnaire that incorporated
concepts from the DM and Triguero et al. The research found a significant positive correlation
between organisational culture and organisational performance and that cultural characteristics
that motivate employees could be used to enhance performance (Tulcanaza-Prieto, Rodriguez
& Artieda 2021).

These studies vary widely in their size and scope as well as the quality of publications in which
they have been published. However, in the context of the studies, they seek to replicate the
model developed by Denison by including the same, or in some cases adapted, survey questions
to ensure reliability while in studies where they seek to draw links with organisation culture,
the similar or the same subjective measures of performance based on previous Denison studies

have been used.

2.6 Literature review summary

Denison began research into the connection between organisational culture and organisational
outcomes in his 1984 research ‘Bringing Corporate Culture to the Bottom Line’ (Denison
1984). This large study sought to quantify connections between organisational culture and the
outcomes of organisations (Denison 1984). Denison noted that there was great debate over the
ability to objectively measure organisational culture and to quantify a connection to

organisational outcomes (Denison 1984). However, Denison saw value in attempting to
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measure culture and outcomes in search of a connection and this original study showed that
there was merit in doing so (Denison 1984). The study, using survey data to gauge
organisational culture and financial ratios to gauge outcomes, indicated that a model could be
developed for this purpose (Denison 1984). As a result, a model that could measure
organisational culture with reliability and validity to make comparisons to organisational
outcomes was developed (Denison 1990). This model has since formed the basis on numerous
studies measuring organisational outcomes in relation to organisational culture (Denison &
Mishra 1995) and been applied to further across a variety of organisations and broader cultural

settings.

Denison’s research has evolved through several large studies and today comprises a
commercial framework for consulting of the Denison Consulting Group (Denison Consulting
2021). Some of the larger studies of note include comparing the supermarket industry in six
countries in comparison to Japan (Denison, Haaland & Goelzer 2004) and a study comparing
the impact of culture and performance between US and Russian organisations (Fey & Denison
2003). In addition, the DM has also been applied in numerous smaller studies in a variety of
industry settings (Hospitals, Government, Education, PVC Industry) in a number of countries
(Iran, Latvia, China) (Barati et al. 2009; Kia, Danaie & Oroei 2013; Kokina & Ostrovska 2013;
Mozaffari, Soltani & Bozorgzad 2012; Zeng et al. 2015).

The review of the literature for this research showed that there are large gaps in research that
attempts to link organisational culture and outcomes in Vietnam. However, in recent years
there has been a dramatic increase in research aimed at looking into various aspects of

organisational culture and organisational outcomes in Vietnamese organisations.

Nguyen and Teo (2018) examined the impact of the effectiveness of the HR department on the
performance of Vietnamese organisations while Nguyen et al. (2019) looked at the relationship
between organisational culture and employee innovation. Huynh et al. (2020) studied the
effects of organisational culture on human resource management while Nguyen et al. (2023a)
studied the impact of the environmental and task uncertainty on the relationship between
performance management systems and organisational performance. Nguyen and Ngo (2021)
examined the relationship between job performance of individuals in relation to their

psychological capital and organisational commitment and found a positive relationship.
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Nguyen et al. (2020a) found a positive relationship between organisational mindfulness and

the performance of the firm.

This represents a good opportunity for a large study that incorporates the well-established DM
in a way that will provide a broad range of valuable insights as proposed by the research
questions. This is of importance when considering the rapidly developing economy of Vietnam
and the range of established and emerging industries and the complex variety of organisational
types influenced by Vietnam’s historic economic policies merging with rapid
internationalisation and privatisation. This opportunity is exemplified when considering the
cultural drivers previously discussed and when considering the changing industry demands that
will be driven through modernisation over the coming two decades (Salt 2017). This is
predicted to see a shift over the next generation that will begin with urbanisation in the 2020s
with a continued shift towards middle class prosperity and coinciding with a continued decline
in agriculture, strength in manufacturing and growth in pharmaceuticals and technology (Salt
2017). There is also an additional opportunity, to develop guidelines in business governance
and management in Vietnam that can direct businesses towards closing any gaps in

organisational culture that are compromising organisational outcomes.

As a result of this literature review, the value of improving the understanding of organisational
culture in Vietnam can be seen. The value of understanding organisational culture and its link
to performance is well established in the literature and given that Vietnam is a rapidly
developing country that is at a cultural crossroads the timing is especially important. From this
literature review it is possible to develop hypotheses regarding the connections between the
four Dimensions of the DM as well as the twelve Indexes that comprise these Dimensions and
the perceptions of organisational performance in Vietnamese organisations. These hypotheses
are based largely on the relationship to Viethamese culture and the transition from more
traditional values towards more contemporary values that have influenced business since the
opening of the economy. While this transition is occurring, it is still noted in the literature that
has been reviewed with relation to organisational culture in Vietnam, that we can still expect

to see a reflection of more traditional values.
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2.7 Hypotheses Development

To gain an understanding of the how organisational culture affects organisational outcomes in
Vietnam, the DOCS and the DM can be utilised. Through the collection of survey data, it will
be possible to link the Dimensions and the Indexes of the DM to the performance of
organisations to understand how each of these Dimensions and Indexes impacts organisational
performance in Vietnam. First, hypotheses need to be developed to predict these relationships.

The literature related to each of these Dimensions and Indexes will be briefly discussed in the
context of the literature already reviewed in this chapter and hypotheses will be formed in
relation to the Dimensions and the Indexes of the DM and their link to organisational
performance. The focus in the development of these hypotheses is especially related to
Vietnamese culture and the shifting paradigm from traditional values to more contemporary
values as discussed in the previous section on Vietnamese culture and Vietnamese

organisational culture.
Three main considerations were the focus of the hypotheses development:

1. The characteristics of the Dimensions and the Indexes of the DM as described in the
Denison Survey Facilitator Guide (Denison & Neale 1999);

2. The influences of traditional and contemporary Vietnamese culture on characteristics
of each Dimension and Index; and

3. Theory that is related to the characteristics of each Dimension and Index
2.7.1 Key considerations in hypotheses development

The key considerations as to how each of these Indexes and Dimensions more broadly relate

to Vietnamese culture as a result of the literature review is summarised in Table 2.1 below.
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Table 2.1 - Key considerations from the literature in hypotheses development

Dimension

Index

Attributes

Key Considerations in Vietnam

Strategic Direction &

External

Close alignment between traditional and

Intent Focus/ |contemporary values. Stability and a
Mission o Stable  [focus on external goals would align well
Goals & Objectives . o )
with traditional Vietnamese cultural
. values.
Vision
Coordination & Internal  |Close alignment with traditional values
Integration . -
Focus/ [that emphasise stability and bureaucracy
Adaptability Stable  |but could be conflicted with a mixture of
Agreement
contemporary values.
Core Values
Capability Internal  [Strong traditional cultural drivers could be
Development Focus/ [seen to make some of these factors
Involvement _ ) Flexible [challenging in contemporary work culture
Team Orientation o
In Vietnam.
Empowerment
Creating Change External |These are more contemporary oriented
Focus/ |values that have some contradiction to
Adaptability | Customer Focus Flexible [traditional Vietnamese cultural values.

Organisational
Learning
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Hypotheses will be developed related to each of the Dimensions and each of the Indexes that
comprise these Dimensions like other Denison studies such as Denison, Haaland and Goelzer
(2004) and Gillespie et al. (2008) that sought to understand the broader relationships between
the Dimensions and outcomes as well as the relationship between each of the Indexes and the

outcomes.

2.8 Hypotheses

The hypotheses are presented in the following sections divided into the four Dimensions
(numbered 1 to 4) with the three corresponding Indexes of each Dimension presented following

the hypothesis for each Dimension (lettered a, b, c).
2.8.1 Hypothesis 1: Mission

The Dimension of Mission is externally focussed while being aligned with stability. This
Dimension shares characteristics with the traditional culture of Vietnam and their history of
achievement over adversity and against the odds (Murray 2008) while also being a critical
contemporary characteristic of performance in organisations today (Taghi Alavi & Karami
2009). The focus on stability for this Dimension aligns with the collectivist, long-term
orientation, and hierarchical values seen in Vietnamese culture (Hofstede Insights 2022). These
cultural traits are also reflected in the strong responsibility to the family, community
hierarchies, and conservative attitudes to behaviour that are observed in Vietnamese society
(Murray 2008).

The research by Tuan (2010) also supports these cultural dimensions and observations as
transactional leadership would support hierarchy and clan culture which could be considered
in alignment with more traditional values while transformational leadership would promote
adhocracy and market culture which would align well with the external focus. This is supported
by Nguyen et al. (2018) who found that while managers are more market oriented and workers
are more clan oriented, these characteristics would align well with the external outcome focus

of this Dimension.

While Dang (2017) found that these traditional values prevail despite the contemporary

changes in the economic environment and Rowley and Truong (2009) found that modernising
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some traditional business practises in certain areas would be required for competitive
advantage in some respects, the alignment with the external focus and stability characteristics

of this Dimension would not be compromised.

Therefore, good alignment with the dimension of Mission should be expected regardless of the
more predominant influences of traditional or contemporary culture. It is expected that the
Dimension of Mission positively impacts performance in Vietnamese organisations and is
expected to be the Dimension with the strongest relationship to performance in Vietnamese

organisations.
H1: Mission has a positive impact on performance in Viethamese organisations
2.8.1.1 Hypothesis la: Strategic Direction and Intent

In the Vietnamese context, Strategic Direction and Intent are closely aligned in terms of
traditional and contemporary cultural values. Examples of this in the traditional culture of
Vietnam as seen in the continued ability over thousands of years to come together collectively
to contribute to the defence and advancement of national interests in the face of adversity with
leadership from dynastic Kings (Dutton, Werner & Whitmore 2012; Murray 2008). In more
recent history this can be seen in the unification of the people against the odds under the
direction of Ho Chi Minh to overcome French and American adversaries (Dutton, Werner &
Whitmore 2012). This aligns well with Hofstede’s dimensions and the strong collectivist and
hierarchical values exhibited (Hofstede Insights 2022) as well as being reflected in the literature
(Murray 2008; Nguyen 2023). Therefore, it is deducted that organisations remain clearly
aligned on this Index across the transition between generations and that this is one of the
stronger Indexes associated with organisational performance in Vietnamese organisations in
the DM.

H1la: Strategic Direction and Intent has a positive impact on performance in Vietnamese

organisations
2.8.1.2 Hypothesis 1b: Goals and Objectives

In the Vietnamese context, examination of history and the development of Vietnamese culture,

adversity is overcome and as discussed previously, this is often a source of national identity

55



and pride (Murray 2008). This steely determination is driven with a goal and objective focused

orientation, and it would be expected to complement traditional and contemporary values.

With clear goals and objectives in an organisation, it would be expected that the cultural
dimensions related to collectivism and family values, long term focus, and power distance
relationships and community hierarchies (Murray 2008; Hofstede Insights 2022) would be
positively associated with performance.

It is expected that there is a positive relationship between the Index of Goals and Objectives,

and organisational performance in Vietnamese organisations.

H1b: Goals and objectives has a positive impact on organisational performance in

Vietnamese organisations
2.8.1.3 Hypothesis 1c: Vision

Vision is the final Index in the Dimension of Mission, again it could be deducted that the link
between Vision in traditional and contemporary culture is more aligned that other Indexes in
the model. However, unlike Strategic Direction and Intent, and Goals and Objectives; Vision
relies on the leaders of the organisation to effectively communicate and inspire in line with the

other Indexes.

In line with the expectations of this Index in the DM, David (2020) notes that a clear vision
acts as a foundation towards the mission of the organisation and is positively associated with
organisational performance. This is supported by James and Lahti (2011) who also found a
positive link between vision and organisational performance while exploring key influences of
organisational vision. Similarly, Slatten, Mutonyi and Lien (2021) also found that work
performance is enhanced by vision which would be expected to improve organisational

outcomes.

In the historical cultural context of Vietnam, it has been shown that the leaders' vision, from
the dynastic kings to modern heroes like Ho Chi Minh, is a strong guiding light for aligning
the people to the direction, goals, and objectives of the leadership (Dutton, Werner & Whitmore
2012; Murray 2008). Therefore, the Vision Index in Vietnamese organisations could be

positively impacted owing to the traditional power distance relationships and collectivism that
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exist in Vietnamese culture (Hofstede Insights 2022) while some variation across industries,
geographic locations, and age groups could be expected (Ralston, Nguyen & Napier 1999).
While this may mean that it is not expected to have as strong a positive impact on performance
as the other Indexes of the Mission Dimension as it determined largely by the ability of
individual leaders, it is still expected that Vision would have a positive impact on performance

in Vietnamese organisations.
H1c: Vision has a positive impact on performance in Vietnamese organisations
2.8.2 Hypothesis 2: Consistency

The Dimension of Consistency is internally focused while also aligned with stability. It would
be expected that this dimension would align well with traditional Vietnamese organisations
that rely heavily on bureaucratic operations, collectivism, long term orientation, and traditional
power distance in relationships (Hofstede Insights 2022; Murray 2008). Nguyen et al. (2018)
also found that using the CVF, Vietnamese organisational culture in hospitals was strongest in
the dimensions of clan and hierarchy which both align with Internal focus while hierarchy also

aligns with stability.

However, organisations could experience disruptions to this consistency when these more
traditional values are challenged and there is conflict across each of the Indexes which was
described by Ralston, Nguyen, and Napier (1999) as an ‘Asian Paradox’. This ‘Asian Paradox’
could be expected to increase over time as more Western values permeated the national culture
and the culture of organisations. However, Ralston, Nguyen, and Napier (1999) only found this
to be the case among some managers in the North and regardless, the consistency of the
subordinates should lead the organisation in a positive direction regardless of individualistic
managers owing to the power distance relationships and community hierarchies that exist in
Vietnamese culture (Hofstede Insights 2022; Murray 2008). This idea is supported by the
findings by Nguyen et al. (2018) that while managers tend to be more market orientated, non-
managers are more clan orientated which in turn could be expected to bring consistency and

positively impact performance.

H2: Consistency has a positive impact on performance in Vietnamese organisations
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2.8.2.1 Hypothesis 2a: Coordination and Integration

With Coordination and Integration being associated with stability and internal focus, it could
be expected that Coordination and Integration brings good alignment between traditional and
contemporary culture in Vietnam although some issues may exist. While the history of
Vietnamese people in overcoming adversity and the collectivist nature of the culture would be
seen as drivers to strengthen this Index, power distance relationships could at times interfere
with communication across levels in the organisation and negatively impact coordination
(Hofstede Insights 2022; Murray 2008). This could potentially stifle performance owing to the
organisational boundaries that could be created by the nature of the power distance
relationships and the potential for essential information or ideas to move up the hierarchy.
While research in the Vietnamese context is limited, Nguyen et al. (2018) found different
perceptions at different organisational levels could potentially impact Coordination and Integration
and that communication would be a key determinant of effectiveness. However, at the same time
the power distance relationship would also create a situation of alignment in the hierarchy,
albeit of a top-down nature, that could facilitate strong Coordination and Integration. This was
demonstrated by Ralston, Nguyen, and Napier (1999) when discussing the ‘Asian paradox’
where in spite of the more individualistic approaches of some managers, the top-down
approach to management meant that this did not impact further the Coordination & Integration
of subordinates. Overall, it is expected that this would impact performance positively in

Vietnamese organisations.

H2a: Coordination and Integration has a positive impact on performance in Viethamese

organisations
2.8.2.2 Hypothesis 2b: Agreement

In the Vietnamese context, agreement can be interpreted in a very different context than in
Western cultures. Often, agreement is given or implied despite not agreeing owing to the strong
power distance culture (Hofstede Insights 2022). Cultural norms that include a higher power
distance relationship (Hofstede Insights 2022) and a strong focus on maintaining ‘face’
(Nguyen 2015) often mean that agreement comes not from agreeing but instead from the power

of the relationship or to preserve ‘face’.
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Tafvelin, von Thiele Shwarz, and Hasson (2017) found that differences in perceptions of
organisational issues between leaders and their teams could negatively impact work
performance. However, unlike Western cultures where disagreement, either expressed or not,
could generate dissent, the nature of the power distance relationship in Vietnam (Hofstede
Insights 2022) would be expected to align those within the organisation from the top down and
contribute positively to organisational outcomes. Ralston, Nguyen, and Napier (1999) found
that even when managers were adapting to more contemporary trends and displaying greater
levels of individualism there were no significant differences found in achievement which
supports no impact on outcomes. Therefore, although agreement may be superficial, the nature
of the hierarchical values would provide for a positive impact regardless of the perceptions

between the leaders and their teams.
H2b: Agreement has a positive impact on performance in Vietnamese organisations
2.8.2.3 Hypothesis 2c: Core Values

In the Vietnamese context, core values have been found to be compromised by individual
values in some contexts (Ralston, Nguyen & Napier 1999). This is a contrast to many cultural
indicators that suggest the collective nature of Vietnam (Hofstede Insights 2022), however, it
is evident in the contrasting ethical values (Mai & Nguyen 2015) that often result in higher
levels of corruption and nepotism than would be acceptable in Western cultures. In addition,
the low level of uncertainty avoidance evident in Vietnamese culture shows a level of flexibility
and adherence to rules or values that do not seem important (Hofstede Insights 2022). In this
sense, an Index such as Goals and Objectives would be expected to drive performance rather
than an Index such as Core Values which may appear unnecessary and disconnected from daily
work tasks and goals. Therefore, it is not expected that core values would always guide
organisations in Vietnam towards success as often these can be compromised by individuals

with conflicting values and a focus on measurable achievements.
H2c: Core Values has a negative impact on performance in Vietnamese organisations
2.8.3 Hypothesis 3: Involvement

The Dimension of Involvement is internally focused while also aligned with flexibility. While

the internal focus should provide a positive link between traditional Vietnamese culture which
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emphasises hierarchy and interpersonal relationships, these are less aligned with contemporary
management values (Edwards & Phan 2013). Nguyen et al. (2018) found that clan culture was
the strongest when applying the CVF to workers in hospitals in Vietnam which aligns with the
internal focus and flexibility characteristics of Involvement in the DM. Clan culture aligns
closely with the collectivist values of Vietnamese culture (Hofstede Insights 2022). This is
expected to align strongly with the Team Orientation Index of this Dimension, while Capability
Development could be expected to align well with the cultural trait of long-term orientation
(Hofstede Insights 2022). Karatepe and Aga (2016) found that work engagement fully mediated
the relationship between worker performance and mission. Given the expected positive
relationship between Mission and organisational performance in Vietnamese organisations,
this would also support that involvement via engagement would contribute positively.
Similarly, this is also supported by findings from Macedo, Pinho and Silva (2016) who found

that organisational commitment was enhanced via organisational mission statements.

It could be argued that the Indexes of Capability Development and Empowerment could
potentially be negatively impacted by the cultural characteristics related to the power distance
relationships and uncertainty avoidance (Hofstede Insights 2022). However, the cultural traits
that support Vietnamese collectivism and the ability of the people to come together to achieve
common goals aligned with strong leadership (Dutton, Werner & Whitmore 2012; Murray
2008) would support strong Involvement in organisations. Overall, considering the close
relationship between the Dimension and the attributes of clan culture, it is expected that the
Dimension of Involvement will have a positive impact on organisational performance in

Vietnamese organisations.
H3: Involvement has a positive impact on performance in Vietnamese organisations
2.8.3.1 Hypothesis 3a: Capability Development

In the Vietnamese context learning is still deeply influenced by Confucian values and,
capability development may be different to in the West where the emphasis on learning is
different (Vo 2014). Western learning places a far greater emphasis on problem solving and is
learner centred as opposed to rote learning and teacher centred in the Vietnamese context as a
broader East Asian characteristic (Liu & Littlewood 1997). Often, in Vietnam, the emphasis is

on the perceived outcome as opposed to the process which is reflected in the cultural trait of

60



low uncertainty avoidance (Hofstede Insights 2022). This can hamper the true nature of
capability development where capabilities are not truly developed so much as an appearance
of capability development exists for the sake of social harmony (Vo 2014). This is further
compounded by the traditional power distance relationships and preservation of ‘face’
(Hofstede Insights 2022; Nguyen 2015) where, even if capabilities are developed at lower
levels of the organisation, there may not be opportunity for these capabilities to be effectively
utilised within the organisation. However, Vietnamese culture also exhibits a strong long-term
orientation (Hofstede Insights 2022) which would align with developing the capability of
employees for success in alignment with goal orientation. Furthermore, the alignment of
strategic direction and goal orientation seen in Vietnamese culture (Dutton, Werner &
Whitmore 2012; Murray 2008) supports an understanding of the importance of collective
Capability Development regardless of the effectiveness of the learning methodology. Overall,
it is expected that the Index of Capability Development would have a positive impact on

organisational performance in Vietnam.

H3a: Capability Development has a positive impact on performance in Vietnamese

organisations
2.8.3.2 Hypothesis 3b: Team Orientation

In the Vietnamese context, Team Orientation closely aligns with the collectivist values while
complementing the power distance values (Hofstede Insights 2022) and is a general feature of
cultural and organisational cultural studies in the Vietnamese context as has been shown in the
literature review. The strong relationship with clan culture found by Nguyen et al. (2018) aligns
closely with Team Orientation. Similarly, Moslehpour et al. (2016) found that teamwork was
one of the most impactful dimensions on organisational commitment in Vietnamese
organisations. This is further supported by the observations in society related to the family
values and community hierarchies while also having strong alignment with goals and
overcoming adversity (Murray 2008) that would require strong alignment of individuals

working together.

Ralston, Nguyen, and Napier (1999) showed that this could vary in relation to various levels
of organisational hierarchy and may be affected by factors such as geographic location. This

could mean that the Team Orientation may provide a positive relationship with performance in
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certain contexts, but this may be undermined in other contexts owing to changing cultures and
individualistic desires (Ralston, Nguyen & Napier 1999). However, at the same time it would
be expected that the power distance relationship, clan culture, and commitment to community
hierarchies (Hofstede Insights 2022; Murray 2008; Nguyen et al. 2018) would override any
disconnect between employees at different organisational levels and that the teams would align
from a top-down perspective with a focus on the goals. Overall, it is expected that Team
Orientation is strong and that it has a positive impact on performance in Vietnamese

Organisations.
H3b: Team Orientation has a positive impact on performance in Viethamese organisations
2.8.3.3 Hypothesis 3c: Empowerment

In the Vietnamese context, empowerment runs up against the power distance relationship that
is evident in more traditional culture (Hofstede Insights 2022). While contemporary
organisations may attempt to empower employees in line with modern Western management
practices, resistance still exists, and younger generations are still very respectful of the power
distance relationship that is predicated on age and gender in Vietnam (Dang 2017; Murray
2008; Phan 2008). It would also be expected that seniority in organisations is still dominated
by older members of the workforce whose expectations are even more closely aligned with
these traditional values. This could create a top-down vision for the organisation which has
been found to create a misalignment in the dynamic between employees and management (Fey
& Denison 2003). This is further supported by Denison, Haaland , and Goelzer (2004 p. 103)
who noted that ‘organisations with a top-down vision often find it difficult to focus on the
empowerment...” Research by Ha et al. (2020) also found that the relationship between
organisational commitment and empowerment was the weakest of the six dimensions studied
which could also be expected to mirror in the relationship with performance. Therefore, it is
expected that attempts to empower employees create issues that result in a negative impact on

performance in Vietnamese organisations.

H3c: Empowerment has a negative impact on performance in Vietnamese organisations
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2.8.4 Hypothesis 4: Adaptability

The Dimension of Adaptability is externally focused and aligned with flexibility. While the
characteristics of this Dimension oppose characteristics of traditional Vietnamese culture in the
context of a collectivist and conservative culture that is tied to tradition, at the same time, an
extraordinary level of adaptability has been displayed historically in the many adversities that
the Vietnamese people have had to face and overcome and aligns with the long-term
pragmatism evidenced in Vietnamese culture (Hofstede Insights 2022; Murray 2008). Fey and
Denison (2003, p. 701) found that in Russia, the ...turbulent and unpredictable environment’
contributed to Adaptability having the most use in understanding organisational effectiveness
overall. When considering the historical context as mentioned, there could be an expectation
that Vietnam could also potentially share this connection between Adaptability and

organisational performance.

In addition, Vietnamese culture shows a low degree of uncertainty avoidance which aligns with
the high degree of long-term orientation (Hofstede Insights 2022) indicating that there is a fair
degree of scope to adapt to present situations in pursuit of long-term goals. While there may be
a move towards embracing these more contemporary values in young and dynamic
organisations it would be expected that the more traditional values stifle or conflict with these
in more conservative Vietnamese organisations (Phan 2008). However, ironically, it may be
expected that the characteristic to adapt to overcome adversity, such as a stifling of the ability
of the organisation to adapt caused by more traditional views could be overcome by the very
nature of the Vietnamese culture to adapt to these obstacles and succeed despite them. While
there may be some variation in the consistency of Adaptability across the Indexes of this
Dimension, overall, it is expected that Adaptability will have a positive impact on

Performance.
H4: Adaptability has a positive impact on performance in Vietnamese organisations
2.8.4.1 Hypothesis 4a: Creating Change

In the Vietnamese context, moving from a collectivist to more liberalised marketplace means
that the ability for organisations to create change should promote significant competitive
advantage. Vietnamese cultural values feature a more long-term pragmatist approach that

63



aligns with flexibility and adaptability which has also been seen throughout Vietnamese history
in the achievement of goals (Hofstede Insights 2022; Murray 2008). However, Vietnamese
cultural drivers of power distance and collectivism could stifle the ability to create change from
the bottom up or without open contemporary leadership (Hofstede Insights 2022). Furthermore,
research specifically related to Creating Change in the Vietnamese context is limited however,
it was noted by Nguyen et al. (2018) that communication would be an important driver in
organisational outcomes with relation to differing values at different organisational levels. At the
same time. However, the overall external alignment and historical evidence of adaptability
combined with a pragmatic long-term orientation and continued support for hierarchy in
Vietnamese culture indicates that there should be a positive relationship between an

organisations ability to create change and organisational performance.
H4a: Creating Change has a positive impact on performance in Vietnamese organisations
2.8.4.2 Hypothesis 4b: Customer Focus

Customer Focus also belongs to the Dimension of Adaptability which indicates flexibility and
external focus according to the DM. The external focus on customer needs could be seen as at
odds with the broader hierarchical nature of society displayed in the high-power distance and
the collectivist nature of employees which is also reflected in the bureaucracy of organisations,
but at the same time Vietnamese traditions show strong focus on external objectives (Hofstede
Insights 2022; Murray 2008). Although, the developmental stage of the Vietnamese economy
is still largely manufacturing focussed while service industries are still developing (Salt 2017),
the success of the manufacturing industry in Vietham owes in part to a strong focus on customer
satisfaction (Nguyen 2019). This is also seen carrying over into other service based industries
such as transportation, retail, and airlines as their development rapidly continues and
competition intensifies (Nguyen et al. 2020b; Nguyen et al. 2023b; Pham & Hoang 2021)
Drive comes from customers in adaptable organisations (Fey & Denison 2003) and the power
distance relationships and process-oriented operations of business could create a negative
impact on Customer Focus. However, the adaptability to uncertainty and change reflected in
the historical context of Vietnamese culture (Murray 2008) is aligned with flexibility which is
also supported by the low level of uncertainty avoidance seen in the Vietnamese cultural

dimensions (Hofstede Insights 2022). Furthermore, it may be expected that a Customer Focus
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that is directly tied to the Goals and Objectives of the organisation could create a positive
impact on performance given the previous discussions related to the expected positive
relationship with Goals and Objectives and Mission. Therefore, owing to the external focus
and alignment with flexibility, Customer Focus overall would be expected to positively impact

Vietnamese organisations.
H4b: Customer Focus has a positive impact on performance in Vietnamese organisations
2.8.4.3 Hypothesis 4c: Organisational Learning

Organisational Learning also has a strong external focus and requires managers to react
effectively to the marketplace. These characteristics align well with Vietnamese cultural
dimensions of long-term orientation and low levels of uncertainty avoidance (Hofstede Insights
2022). However, this is another Index that would be expected to be conflicted by traditional
and contemporary values owing to power distance relationships and a greater focus of family
values and harmonious work environments (Hofstede Insights 2022; Murray 2008). Owing to
the clash between traditional and contemporary values, Organisational Learning would be
expected to contribute less to more traditional organisations while contributing more to
contemporary organisations (Pham & Hoang 2019) and rapidly developing industries such as
tourism (Mai, Do & Le 2023) and hospitality (Han et al. 2023) that focus more on external
opportunities to create competitive advantage rather than focussing on internal processes and
top-down management practices. Overall, it is expected that while Organisational Learning
could be disruptive to the relationships dominated by hierarchy and family values in more
traditional organisations that, overall, owing to the traditional external focus and flexibility of
the Vietnamese people (Hofstede Insights 2022; Murray 2008) combined with the rapid
development and modernisation of Vietnamese organisations (Salt 2017), there would be a

positive impact the relationship between Organisational Learning and performance.

H4c: Organisational Learning has a positive impact on performance in Vietnamese

organisations
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2.9 Summary

This chapter began with the literature review which explored the three parent theories of
organisational culture, organisational outcomes, and Vietnamese culture. The review of the
literature highlighted the DM and the DOCS as appropriate instruments that were then used as
the basis for the development of hypotheses that will predict the relationships between
organisational cultural Dimensions and Indexes according to the DM and organisational culture
in Vietnamese organisations. As well as its importance of developing the hypotheses in
answering the research questions, the exploration of the parent theories provides valuable
background and support for the qualitative stage of this research in better understanding and
explaining the quantitative results as well as the connections between Vietnamese culture and
organisational culture in Vietnamese organisations. Overall, the hypotheses that were
developed predict that positive relationships will be found between all Dimensions of the DM
and performance and all Indexes of the DM and performance with the exception of the Indexes

of Core Values and Empowerment.
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CHAPTER 3: METHODOLOGY

3.1 Introduction

Chapter one gave an overview of the research problem and an introduction to the relevant
parent theories and areas that are connected to these for the purposes of this research. Gaps in
the literature were highlighted and the research questions were presented. Chapter two used the
basis of the three identified parent theories as the building blocks of an extensive literature
review. The parent theories presented were organisational culture, organisational outcomes
(performance), and Vietnamese culture. The parent theories were then further explored in
relation to the research questions with a focus on organisational culture in Vietnam and the
development of, and body of research, using the DM. The literature review was able to
demonstrate the gaps in the research relative to the research questions and allowed for the
development of the hypotheses which can be tested by the research. This chapter will guide the

development of the methodology for this research.
3.1.1 Objective of chapter

The objective of chapter three is to detail the design of the research and the research methods
that will be used to answer the research questions and to test the hypotheses that have been
developed. Firstly, section 3.2 justifies the research paradigm while section 3.3 then discusses
the research design with consideration to the research aims and questions and the research
paradigm related to the primary researcher and the mixed methods design. Section 3.4 then
presents the research strategy which includes a conceptual model of the research to illustrate
research strategy from identification of the research problem through to the final discussion of
results. Section 3.5 presents the quantitative data collection process which includes discussion
of the measures, piloting, sample design, sampling process, and participants. Section 3.6
discusses the quantitative data analysis process including justification for the use of PLS-SEM
and the development of the required models. The qualitative data collection process is
presented in section 3.7 which includes sections related to the interview question development,
interview participants, and interview administration. Section 3.8 discusses the qualitative data

analysis process before a final discussion of the process is presented in section 3.9 which
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includes details of the quality and the trustworthiness of the findings. The research ethics
process is presented in section 3.11 with a summary of the chapter presented in section 3.12.

3.2 Research Paradigm

The realism (pragmatic) paradigm was the basis for this research which is justified in this
section. Giddings and Grant (2006) highlight the importance of the researcher’s worldview
aligning with the research methods chosen. This is further supported by Hesse-Biber (2014)
who asserts that understanding our worldview before embarking on our research can help to
offset the tendency to let the method drive the research and by Creswell (2014) who notes that
the philosophical assumptions of the researcher should be part of informing the research
methodology and design. Therefore, it is firstly important to understand the worldview of the
primary researcher, how this aligns with different research paradigms, and how this can be

related to the goals of this research.

It is agreed that there are generally four different scientific paradigms or worldviews (Creswell
2014; Parry & Healy 2000). While these four different paradigms often use varying
terminology, the categories fit within the same definitions (Appendix D). According to the
four categories of scientific paradigms as adapted from Parry and Healy (2000) (Figure 3.1),
in line with the world view of the primary researcher and the nature of the study, the research
took a ‘realism’ approach which is referred to as a ‘pragmatism’ worldview according to

Creswell (2014).
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Paradigm

Element Positivism Critical Theory | Constructivism Realism
Reality is real and[“Virtual” reality |Multiple local and |[Reality is “real”
apprehensible  [shaped by social, [specific but only

Ontology economic, ethnic, [‘constructed” imperfectly and

political, cultural, |realities probabilistically
and gender values apprehensible
Obijectivist: Subjectivist: Subjectivist: Modified
. Findings true \Value mediated |Created findings [objectivist:
Epistemology . L
findings findings probably
true
Experiments/  |Dialogic / Hermeneutical /  (Case studies /
Surveys: Dialectical: Dialectical: Convergent
\Verification of  [Researcherisa |Researcherisa |[interviewing:
Common hypothesis, “transformative [‘passionate Triangulation,
. [chiefly intellectual” who |participant” within |interpretation of
Methodologies - . . .
quantitative changes the social the world being  |research issues by
methods world within investigated qualitative and
which participants some quantitative
live methods
Not suitable Not suitable Not suitable Suitable

Suitability for
this research

This research is
not only testing a
hypothesis or
measuring
objective facts

This research is
not seeking to
provide
transformational
change to society
or a virtual view
of reality

This research
builds on multiple
realities of
participants and
does not seek to
portray constructed
realities

This research aims
to use quantitative
and qualitative
methods to build a
picture within the
context of the
cohort that is
probably true

Figure 3.1 - Research Paradigms

(Source: Adapted from Parry & Healy 2000, p. 119)
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Creswell (2014) notes that the pragmatist worldview is not confined to a particular philosophy
and is driven by finding what works best to provide solutions with respect to the research
problems. From an ontological perspective this means taking the view of a shallow realist
where the challenge is to discover and describe observable phenomena that exists
independently of the researcher (Blaikie & Priest 2019). This takes a Parmenidean perspective
of the world as ‘being’ while understanding that this interpretation is imperfect, we still have a
good chance of being able to understand and interpret it. Epistemologically, this follows an
empiricism approach where the findings are verified through their observation from a neutral
perspective to produce reliable knowledge (Blaikie & Priest 2019). By taking a modified
objectivist approach the research will endeavour to find what is probably true (Creswell 2014)
through integrating methods that can be verified through both measurement and experience
(Trochim & Donnelly 2008). Giddings and Grant (2006) highlight the Axiological frame as
perhaps the most important in guiding the research paradigm as they are related to the personal
values that we hold and, in this sense, the ‘realism’ or ‘pragmatism’ approach is best suited to
the primary researcher for the purposes of this research and aligns with the research aims of
the study. Pragmatism (realism) gives researchers more freedom to choose the methods based
on the purpose and needs of their research (Creswell 2014). This approach allows researchers
to use both quantitative and qualitative methods in a way that allows for the best understanding
of the research problem from a consequence driven, problem centred, and real-word practice

orientation (Creswell 2014).

With an understanding of the research paradigm, it was important to develop a research strategy
that aligned with the world view of the primary researcher and the objectives of the research

and research questions.

3.3 Research Design

The research design can be informed by the worldview of the primary researcher as discussed
in the previous section with consideration to the research aims and the research questions that

were presented in chapter one.
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3.3.1 Research aims and questions

Gaps in knowledge related to the understanding of the contemporary nature of organisational
culture in Vietnam, the relationship between Vietnamese culture and organisational culture,
and the link between organisational culture and organisational performance in Vietnamese
organisations led to questioning whether an improved understanding of these relationships
could be valuable in understanding where gaps may exist that could be used as a focus to drive
improvements in organisational performance. The research questions relate to understanding
the unique position that Vietnam is in with relation to its economic and social development and

the gaps in research that were presented.

The literature review uncovered ways to measure organisational culture and the relationship
with performance and particular focus was given to the DOCS and the DM owing to its purpose
in alignment with the research questions and the wide-spread use of the DM that has established
the validity and reliability of the model in a wide range of contexts and cultures. However, the
results of the quantitative analysis, while identifying potential gaps and issues, may not be
sufficient to answer the research questions comprehensively and Teddlie and Tashakkori
(2009) note that a second qualitative stage should be undertaken when this is the case. In
addition, to explore the link between Vietnamese culture and organisational culture in Vietnam,
a qualitative tool was also required. Therefore, in line with the world view of the primary

research and the research aims and questions, a mixed methods design was well suited.
3.3.2 Mixed Methods research

Three broad research approaches are most used and discussed in research literature:
quantitative, qualitative, and mixed methods (Creswell 2014). Quantitative research dominated
the social sciences up until the middle of the 20" century before qualitative research became
more popular which then led to the development of the mixed-methods approach (Creswell
2014). Mixed method approaches to research became popular in the 1980s and 1990s from a
range of different fields, including management (Creswell 2014; Tashakkori & Teddlie 2003).
Tashakkori and Teddlie (2003) described mixed-methods research as the third methodological
movement and mixed methods research is now well established as a third major research
approach that has been endorsed across numerous fields by methodologists (Molina &
Cameron 2016). Mixed methods involve the mixing of quantitative and qualitative data, which
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is suitable for this study as discussed, however, this mixing can occur in a variety of assorted

designs.

Creswell, and Plano-Clark (2017) note that many authors in many fields describe numerous
mixed method design typologies. However, Creswell (2014) maintains that mixed methods
research can generally be classified as descriptive, exploratory, or explanatory depending on
the purpose. Descriptive research aims to describe what can be observed by building on
exploratory research which aims to understand what is happening now while explanatory
research goes further with an objective to explain why this is happening (Creswell 2014). The
order of the data collection can be concurrent or sequential with data gathered in earlier stages
of research informing the direction of the later stages of the research (Creswell 2014). Creswell
(2014) notes three generally used approaches; Convergent Parallel Mixed Methods Design,
Explanatory Sequential Mixed Methods Design, and Exploratory Sequential Mixed Methods
Design. The primary difference in these methods is the order in which the data is collected with
concurrent collection happening at the same time, exploratory collection happening with
qualitative data collection being followed by quantitative data collection, and explanatory
collection happening with quantitative data collection being followed by qualitative data
collection (Creswell 2014).

An Explanatory Sequential Mixed Methods approach involves the collection of quantitative
data first, with an aim to inform the researcher as to the types of questions and participants that
can be used for the qualitative stage (Creswell 2014). The objective of the qualitative data is
then to add more detail in explaining the results of the quantitative data collection (Creswell
2014). Finally, the findings can examine all the data so that it can be connected and mixed
(Creswell 2014). This is often also referred to as methodological triangulation of the data in
mixed methods research to provide a better understanding of results through combining two or
more perspectives (Denscombe 2010). Given the researcher’s world view and the purpose of
this study, an Explanatory Sequential Mixed Methods approach was well suited. This approach
allows for a picture of Vietnamese organisational culture to be established and the relationship
between organisational culture and organisational performance to be quantified which can be
followed by a qualitative stage to confirm and better understand these relationships. In addition,
the second qualitative stage will provide an opportunity to verify and understand organisational

culture in Vietnamese organisations and the relationship to Vietnamese national culture. These
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discussions can then be expanded to compare to other similar studies to expand the knowledge
of organisational culture and the relationships with performance in different broader national
and regional cultural contexts. In addition, this methodology allows for the qualitative stage to
also take on a confirmatory role of the quantitative results (Creswell 2014) which is important
considering this is one the first studies that the DOCS has been translated into Vietnamese and
administered in Vietnam. This approach is also well suited with consideration to the constraints
of this research study where a very large sample size representative of the population was not

attainable.

Taking this into account, this research takes an Explanatory Sequential Mixed Methods
approach incorporating the use of both quantitative and qualitative data where the analysis of
the data from the quantitative stage is used to inform the qualitative stage of data collection
before a final mixing and discussion of the results (Creswell 2014; Hesse-Biber 2014; Ivankova
& Kawamura 2010).

3.4 Research strategy

Having justified the research design in the previous section, a conceptual framework can be
developed to illustrate the research strategy (Figure 3.2). The conceptual framework articulates
the connections between the research questions and how these will be answered through
exploration of the parent theories and application of appropriate methodological approaches
(Ravitch & Riggan 2016). The conceptual framework uses quantitative analysis to test the
hypotheses developed from the parent theories explored in the literature review. The
quantitative results are then used to develop the qualitative questions to confirm and explain
the results of the quantitative analysis. Finally, a discussion mixes and triangulates the results
of each stage in line with the Explanatory Sequential Mixed Methods design (Creswell 2014;
Denscombe 2010).
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Procedure
Identify gaps in research

Procedure
Parent theories
- Vietnamese culture
- Organisational culture
- Organisational performance

Procedure
Predict relationships

Procedure
Recruit participants
Distribute survey

Procedure
Descriptive statistics
Measurement model

Structural Equation Modelling

Procedure
Develop qualitative questions

Procedure
Recruit participants
Conduct interviews

Procedure
Categorisation
Thematic analysis

Procedure
Mixing of results

Research Questions

Output
Development of three research
questions

Literature Review

Output

hypotheses development

Hypothesis Development

Output
16 hypotheses developed

Quantitative Data Collection

Output
175 surveys collected
123 usable surveys for analysis

Quantitative Data Analysis

Output
Hypotheses tested

Extensive literature review to allow for

Informing Qualitative Design

Output
Qualitative research questions

Qualitative Data Collection

Output
10 mterviews conducted

Qualitative Data Analysis

Output
Categories and Themes

Interpretation
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3.5 Quantitative data collection

An observational tool was required, and a survey was well suited to collect the required data
(McClave & Sincich 2017). A survey such as the DOCS is a well-established and appropriate
tool for measuring owing to factors such as the economy of the design in identifying attributes
from a large population and has a short turnaround time (Denison & Neale 1999). It is
important to understand that a sample of a relative sub-set of the population should be used
either drawing from a probability or non-probability approach (Hair, Page & Brunsveld 2020).
As this research has both a quantitative and qualitative stage, different approaches were
required for the selection of participants for each stage. The following sections describe the

process and methodology of the quantitative stage of this research project.
3.5.1 Measures

The previous section outlined the requirements of the data collection. This section will provide
a greater level of detail of the quantitative data collection tools and measures. The survey

contained a total of 73 questions that can be divided into three parts.
1. Demographic data questions (8 questions)
2. Denison Organisational Culture Survey (DOCS) questions (60 questions)
3. Organisational performance questions (5 questions)

The demographic data of the research participants was collected to allow for interpretation of
the responses in relation to the demographics of the population and for more meaningful
comparison between results from each stage of the research. The demographic data categories
were adapted from previous research using the Denison Organisational Culture Survey (DOCS)
(Kirin, Gavric & Kirin 2019) to allow also for comparison to other studies and to allow for the
consideration of bias in the sample data collected with relation to the population. The
demographic data questions used for both the quantitative and qualitative stages is shown in

Appendix K.

The next sixty items were statements that mirrored the Denison Organisational Culture Survey

(DOCS) questionnaire in line with the research objectives and guided by the ‘Facilitator Guide’
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(Denison & Neale 1999). The questionnaire used Likert scaling in line with Denison’s research
following a standard five scale rating (Strongly disagree, Disagree, Neutral, Agree, Strongly
Agree) (Denison & Neale 1999; Trochim & Donnelly 2008). While the modern DOCS used
for commercial purposed is modified from the original sixty item survey (Denison Consulting
2021) and numerous studies have modified these statements, the original statements were
unaltered to allow for comparison with the most comprehensive and highest quality studies that
have been published across the broadest range of cultures (Denison, Haaland & Goelzer 2004;

Fey & Denison 2003). The DOCS questionnaire items are shown in Appendix L.

The final five questions were aimed at getting a perception of the performance of the
respondents’ organisations. This was important in relation to the second research question to
be able to interpret the relationship between the Dimensions and Indexes of the DM and
organisational performance. It was also important to answer research questions one and two
and sub-questions to be able to compare this study in Vietnam with other studies in other
nations and regions. The questions that were used reflect those used in the study by Denison,
Haaland, and Goelzer (2004) which compared the relationship between the Indexes and
Dimensions of the DM to performance across multiple regions and seven individual nations.
These questions were aimed at assessing the perceptions of respondents to develop measures
of performance; sales growth, profitability, quality, and employee satisfaction (Denison,
Haaland & Goelzer 2004). These questions were verified as effective measures of performance
(Denison & Mishra 1995; Denison, Nieminen & Kotrba 2014; Gillespie et al. 2008) and have
also been used in other studies such as Avella & Ernesto (2010) and Nazir and Lone (2008)
which showed a high level of reliability and validity. The performance questions allowed for
the development of hypotheses of the relationship between each of the Indexes and Dimensions
in the DM to performance to gain a deeper understanding of how each element of organisational
culture related to performance in the Vietnamese context. These questions were vital to allow
for the testing of hypothesis and the findings of this analysis was necessary in the Explanatory
Sequential Mixed Methods design for the development of the qualitative interview

questions. The performance questions are shown in Appendix M.

Following the translation of all survey questions into Vietnamese with the assistance of a
Vietnamese research assistant, the survey was built and conducted using Qualtrics to allow for

ease of distribution of the survey (an anonymous link) and to allow for ease and accuracy of
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the data collected. This also allowed for the data to be anonymised easily while still allowing
for in depth analysis of each individual response. This in-depth analysis was important to allow

to check for biases in the data and to clean the data.
3.5.2 Piloting

Pilot testing is important to allow for any errors in the design of the survey and to allow for
refinement before conducting the final survey (Schindler 2021). The questionnaire was first
piloted among a group of eleven colleagues in mid-2022 with a mixture of first and second
languages that included both English and Vietnamese. Schindler (2021) notes that one of the
important opportunities that this provides is to revise scripts which was of special importance
in this instance owing to the translation of the survey from English to Vietnamese. Piloting
ensured that the translation was valid and allowed for any corrections to be made that ensured
the intended meaning was appropriately conveyed in each question and that the elicited answers

match the intended meaning.

The survey remained open for ten days to collect responses and provide the opportunity for
feedback from the participants. The survey was completed by seven of the participants and
some written feedback was provided by three of the participants. Most of the feedback received
was related to the questions in the survey that were part of the DOCS. Some suggestions
included adding an N/A option to the Likert scale while others related to the terminology used.
While this feedback was well received, the survey was not changed as it was important to
administer the survey in parallel with other Denison studies and the original DOCS. Other
feedback also noted the difference in the Likert scale between the organisational culture
questions and the performance-related questions. It was also noted in the feedback that the
Likert scale for the organisational performance questions appeared to be missing some data.
Again, this was not changed as this was intentional to align with the other studies and allow
for an equal comparison. Finally, some feedback suggested the addition of more explicit
questions related to the demographic data collection; specifically, it was suggested that in
addition to years of work experience that years of work experience in the current organisation
and industry could also be collected. This suggestion prompted a review of other studies to find
out if this information would allow for any additional meaningful analysis. Ultimately, it was

decided that there would be no additional benefit in adding this data to this study with relation
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to the research questions. However, the review of the other studies did prompt for the addition
of demographic data collection questions that would allow for better alignment with other
studies, specifically, the inclusion of a question to allow for a specific selection of the industry
type of the participant. Following the piloting of the survey, the next steps were to select and

recruit respondents so that the survey could be administered.
3.5.3 Sample design

Hair, Page, and Brunsveld (2020 p.180) list three considerations for helping to determine the

sampling design:

1. Should a sample or census be used
2. If a sample, then which sampling approach is best?

3. How large a sample is necessary?

Given that the aim of this research was to assess a general view of organisational culture and
the relationship between organisational culture and organisational performance in Vietnam, the
population consisted of all people employed in an organisation in Vietnam and a sample of this
population was the most appropriate. Secondly, the sampling approach needed to consider the
accessibility to potential respondents and the limited resources available in this study (Hair,
Page & Brunsveld 2020). For the quantitative stage, a random procedure should be utilised to
ensure objectivity with the findings then applied to the population (Hair, Page & Brunsveld
2020). This approach required a large sample for the quantitative stage compared to a much
smaller sample for the qualitative stage. (Hair, Page & Brunsveld 2020). For the purposes of
this research and considering the limitations, an aim of one-hundred and twenty or more
respondents was established for the quantitative stage. The sample size is further discussed and

justified in subsequent sections.
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3.5.4 Sampling process

Hair, Page, and Brunsveld (2020 p.182) list the following procedures for the sampling process:

1. Defining the target population
2. Choosing the sampling frame
3. Selecting the sampling method
4. Determining the sample size

5. Implementing the sampling plan

The following sections will address each of the stages in the sampling process.

Firstly, it was important to identify the target population which the sample would be
representative of (Nardi 2018). Given the broad aim of the first research question in this study,
the target population for this study was current employees in organisations in Vietnam.
Secondly, Hair, Page, and Brunsveld (2020, p.183) describe the sampling frame as °...a
comprehensive list of elements from which the sample is drawn’. Given the broad nature of
this research to assess the nature of organisational culture and the relationship between
organisational culture and organisational performance in Vietnamese organisations, the

sampling frame consisted of only one required element:
1. Participants employed in an organisation in Vietnam

Thus, a specific list was not required to be developed for the sampling frame and potential
flaws in the sampling frame such as accuracy of the list (Hair, Page & Brunsveld 2020) could
be eliminated. Flaws such as including participants from outside the sampling frame (Hair,
Page & Brunsveld 2020) could also be mitigated via the demographic responses; those who
did not fit the employment criteria could be excluded from the analysis. Thirdly, the sampling
method needed to consider both theoretical and practical issues with the data collection (Hair,
Page & Brunsveld 2020). Given the nature of this research with consideration to the population
size and resources available, it was not possible to develop a list that would be an accurate
representation of the population to allow for probability sampling. Therefore, this research used
nonprobability sampling. While noted by Hair, Page, and Brunsveld (2020) that this means that
not every person in the target population had an equal chance of being selected, this was

mitigated to some extent via the selection process.
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Types of Sampling Methods

Probability

Nonprobability

Simple random

Convenience

Systematic Judgement
Stratified Snowball / referral

Cluster Quota
Multistage

Figure 3.3 - Types of Sampling Methods

(Source: Reproduced from Hair, Page & Brunsveld 2020 p. 185)

This research used convenience sampling for the quantitative stage as a broad range of attitudes
and opinions were desirable, the relatively limited timeframe, and access to such a wide range
of industries. This methodology also allowed for easier dissemination of the survey via email
and social media through the network of people that could be accessed by the primary
researcher and industry connections. Convenience sampling has drawbacks related to the bias
and sampling error (Nardi 2018) contained in the network that can be accessed, and this is

discussed in the limitations section in the discussion chapter.

Fourth, Hair, Page, and Brunsveld (2020) note that the appropriate sample size of the
population may be influenced by a variety of factors that include time, budget, generalisability,
precision, and confidence which need to be balanced. While statistical methods can be
employed to determine the sample, often other methods such as rule of thumb, personal
experience, previous studies, or affordability may be employed (Hair, Page & Brunsveld 2020).
For the purposes of this research and the limitations in data collection ability, it was also only
possible to conduct a prospective estimation of the sample size rather than a retrospective

estimation which may have required the collection of additional data (Kock & Hadaya 2018).
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Also, it is recommended that prospective estimations are used although there is debate as to the
use of prospective and retrospective estimates (Nakagawa & Foster 2004). Therefore, the
sample size aimed to meet the requirements for analysis using PLS-SEM. As noted, a
prospective method was needed for this research and most commonly in PLS-SEM modelling
the ‘10 times rule method’ is employed widely as a rule of thumb (Hair et al. 2017). The
minimum sample size specified for PLS-SEM according to the 10 times rule method’ specifies
that the sample size should be ten times number of arrow heads pointing towards the
endogenous construct (Hair et al. 2017). In this case, given the that we want to test the
relationship of twelve Indexes of the DM as exogenous latent variables, the minimum sample
size needed to be 120 respondents. This allowed for the limited sampling frame to still provide
a good proxy for the population from which credible and representative results could be
assessed (Hair, Page & Brunsveld 2020). However, it is acknowledged that while this is the
minimum sample size for the purposes of meaningful analysis using PLS-SEM, this itself does
not ensure that the data is a meaningful representation of the population which sometimes
researchers attempt to portray (Hair et al. 2017). The final stage was to implement the sampling
plan via the data collection process. With the sample size determined, it was possible to move

onto the quantitative data collection process.
3.5.5 Quantitative research participants

For the quantitative stage, a random procedure was utilised to ensure objectivity with the
findings then applied to the population (Hair, Page & Brunsveld 2020). This approach required
a large sample for the quantitative stage compared to a much smaller sample for the qualitative
stage. (Hair, Page & Brunsveld 2020). Given the extremely broad and exploratory nature of
this stage of the research, the only requirement for people to participate was that they were
currently working in an organisation in Vietnam. Therefore, while a convenience sampling
method was employed, it was purposeful in the context that respondents needed to fulfil the
criteria of working in Vietnam. As this research aimed to gather an overall picture of
organisational culture in Vietnam it was desirable to distribute the survey to a wide variety of
participants from all the demographic categories as there were no restrictions on industry,
geographic location, age etc. However, it was recognised that owing to limited means to
distribute the survey widely among the population in a way that would accurately reflect the
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demographics of the working population, that there would inevitably be some degree of
selection bias related to the distribution of the survey. This was dealt with in two ways.

Firstly, the survey was distributed through the primary researcher’s network with an aim for
some degrees of separation from the relatively limited network of the primary researcher.
Secondly, it was important to include questions relating to such demographic data in the survey
to give the results more meaning and allow for a more robust analysis in the context of the
respondents and to better explain the limitations of the research. For example, owing to the
geographic location of the network of the primary researcher, it was expected that there is a
geographic bias towards Ho Chi Minh city in the data collection compared to other locations
in Vietnam. By collecting demographic data of the respondents, it was possible to compare the
results of this study to the broader population and to consider the bias in the survey respondents

compared to the population.

Self-completed surveys were used to be able to gather more data and meet the minimum
requirements for meaningful PLS-SEM analysis of at least 120 usable responses with a trade-
off that the quality of data collected may not be as good as interviewer administered surveys
(Cozby & Bates 2012). While self-completed surveys can result in problems with language
translation and cultural interpretation; recording errors; authenticity of respondents; and
reduced completion rate; these problems had been mitigated through professional translation,
piloting, and data cleaning (Bryman and Bell 2015; Peterson 2009). In addition, this method of
survey completion mirrored that of the comparative studies for the relevant research questions
of this study which allows for more meaningful comparison of the data. The questionnaires,
after translation and piloting, were administered via self-completed web surveys using
Qualtrics. Individuals were contacted by email, messaging app, or LinkedIn with information
containing links to the Questionnaire Invitation Letter (Appendix F), the Participant
Information Sheet — Questionnaire (Appendix G) and the link to the Qualtrics survey which
contained the Demographic questions (Appendix K), the DOCS items (Appendix L), and the

performance questions (Appendix M).

The survey was opened for a total of three months at the end of 2022 and was closed once the
number of usable responses had been achieved. This research gathered data from a variety of

organisation types in a diverse range of industries and geographic locations in Vietnam and a
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total of 175 responses were received. Following cleaning and coding of the data a total of 123
responses were valid, achieving the goal of more than 120 survey respondents to provide a
good picture of organisational culture in Vietnam and allows for the comparison of data

between the different types, locations, and industries.

3.6 Quantitative data analysis

With the quantitative data collected, cleaned, and coded it was possible to begin the analysis
of the data that would allow for the demographics of the respondents to be presented, a picture
of organisational culture in Vietnam to be established, and for the hypotheses that were

developed to predict the relationships between the Dimensions and Indexes to be tested.

Descriptive statistical analysis was first performed to build a picture of organisational
behaviour in Vietnam. This included measures of central tendency and measures of dispersion
(Bryman & Bell 2015) so that a map of organisational results could be presented. This map
included an overall map incorporating all the results from the twelve sectors and four quadrants
of the DM as well as maps of each of the quadrants according to the questions in each quadrant.
This allowed for an overall picture of the organisational culture as well as looking more deeply
as to the contributions to this culture in each sector. These analyses also allowed for

comparisons against parallel studies.

To assess the relationship between the dependent and independent variables, it was necessary
to conduct Partial Least Squares Structural Equation Modelling (PLS-SEM). For this research,
SmartPLS 4 was chosen to predict these relationships. The choice for analysis required the
consideration of either PLS-SEM or CB-SEM (Covariance Based Structural Equation
Modelling). The rules of thumb as presented by Hair et al. (2017) to help guide this decision
are presented in Figure 3.4 below.
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Use PLS-SEM when Use CB-SEM when

e The goal is predicting key e Testing or confirming theory
constructs

o Error terms require additional
e Formative constructs form part specification
of the model

e The structural model contains
e Many indicators circular relationships
e Small sample e The research requires a global

goodness of fit criterion
e Using Latent variable scores to

form Higher Order Constructs

Figure 3.4 - Considerations for use of PLS-SEM or CB-SEM

(Source: Adapted from Hair et al. 2017, p. 23)

Using the rules of thumb presented in Figure 3.4, the choice to use PLS-SEM analysis can be

justified as follows:

1. The goal of the analysis was to predict the relationships between the variables,

not to confirm these relationships

2. Totest the hypotheses related to the dimensions of the DM, formative constructs
were required for a Type Il reflective-formative model and these Higher Order

constructs required the use of the latent variable scores
3. The model contained many indicators (up to 65)

4. The sample size was small (Greater than 120)

5. There were no circular relationships

In addition, PLS-SEM is recommended for use with non-parametric data rather than CB-SEM
(Hair et al. 2017). As demonstrated above, the choice of SmartPLS 4 for PLS-SEM analysis is
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well justified for the requirements of this research methodology in the context of this study and
its design and limitations.

Therefore, bootstrapping (5000 samples as recommended) was conducted to assess the
relationship between each of the Indexes in the DM and performance (Hair et al. 2017). PLS-
SEM tests for the significance of the coefficients through application of the non-parametric
bootstrapping procedure (Hair et al. 2017). The data provided measures of the beta coefficients
between the endogenous and exogenous variable along with t-values and p-values that allowed
for the assessment of the significance of these relationships. In addition, the level of R square,
f square, and Q square was also provided to assess the relationships between the variables, the
effect of the exogenous variables on the endogenous variables, and the predictive relevance of

the model respectively.

These latent variable scores allowed the development of Higher Order Constructs (HOCs) to
create a Type Il Reflective Formative model (Sarstedt et al. 2019) that allowed for the
assessment of the relationships between the Dimensions of the DM and performance by also
conducting bootstrapping (5000 samples). The significance of these relationships was
presented via the beta coefficients along with the t scores and p values to confirm or refute the
hypotheses developed from the literature review. In addition, the overall predictive power of
the model that has been developed was assessed and reported to give the results greater context
in this study and to assist in the development of future studies. The results of the hypotheses

that were developed because of the literature review could then be presented.

3.7 Qualitative data collection

In line with the Explanatory Sequential Mixed Methods, the qualitative data collection was
built as a result of the analysis and findings of the quantitative data collection (Creswell 2014).
The quantitative data was analysed to test the hypotheses that were developed as a result of the
literature review. The results of these hypotheses testing allowed questions to be developed
that could explain the data in more depth by using purposively selected participants from the
first quantitative stage (Creswell 2014). Interviews were attended by the primary researcher
and conducted in English. Each interview was scheduled for a twenty-minute duration and took

place via Microsoft Teams.
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3.7.1 Interview question development

Inductive reasoning is the basis for the qualitative research where the focus is on unexplored
areas for discovery to generate theories and ideas or build on previous research (Court & Abbas
2018; Hair, Page & Brunsveld 2020). This contrasts with the previous quantitative stage which
used deductive reasoning to test hypotheses (Hair, Page & Brunsveld 2020). This second stage
of qualitative research was seen as a necessary part of this research in order to validate and
explain the quantitative findings in the Vietnamese context and given that the quantitative
research ‘...incompletely explains the research question’ (Hair, Page & Brunsveld 2020, p.306).
The qualitative research adds validity and insight to the quantitative findings in answering
research questions one and two and is essential to answer research question three. Tashakkori
and Teddlie (2016) note that mixing questions are often used in mixed methods research in a
way that indicates the procedure of integrating the results. Creswell and Plano-Clark (2007)
note that these questions should be tied to the design being used and be indicative of the
procedure for mixing. For research questions one and two, where the Explanatory Sequential
Mixed Methods design is being applied, the mixing question that the research aims to answer

is:

How do the qualitative responses enhance the interpretation of the quantitative results
showing a picture of organisational culture and the relationship between the
Dimensions and Indexes of the Denison Model to organisational performance in

Vietnamese organisations?

Therefore, these questions needed to be directly related to the organisational culture of the
organisations in which the respondents were employed, how respondents perceive any
relationship between strong culture and performance, and to explore specific Dimensions and
Indexes in relation to respondents’ organisations to better understand the relationships that

these have to performance in Vietnamese organisations.

In developing the qualitative interview questions, while aiming to build on, validate, and
expand the findings of the quantitative stage, it is important to look back to the research
questions of this study as the primary drivers to ensure alignment with the purpose of the study
(Agee 2009; Creswell 2014). Given that the quantitative survey provides us with a picture that

provides answers to the research questions, the primary goal of the qualitative questions is to
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support or to contrast these findings to provide a greater level of validation and insight.
Therefore, the research questions were aimed at exploring the same themes as the quantitative

questions to provide support or contrast and allow for transparency and reproducibility.

To formulate appropriate qualitative questions, Court and Abbas (2018) recommend that the
questions be open and broad enough to allow for unexpected discoveries yet are well
formulated and robust in relation to the focus of the research. Creswell (2014) recommends
that to be able to evaluate the themes that emerge, it is important to formulate questions in a
way that allows for the emergence of these themes by ensuring that open ended questions begin
with words like “how’ or ‘what’. In addition, Creswell (2014) encourages the use of verbs with
an intent that seeks to describe and explore. However, at the same time it was important to
ensure that the development of the questions allowed a view from the participants perspective
to be gathered without any bias from the researchers experience or expectations (Court &
Abbas 2018). Court and Abbas (2018) further note that the number of questions asked is critical
and that while at time just one question may be adequate while more than seven would be too
many while Miles and Huberman (1994) advise no more than twelve questions in total.
Creswell (2014) advises that one or two central questions are appropriate with five to seven

sub-questions in addition to the central questions.

With these guidelines to qualitative question development in mind, the goal in development of
the qualitative questions for this study was to develop one or two central questions for each of
the research questions and additional appropriate sub questions more specifically related to
specific quantitative findings. The results of the hypothesis testing showed whether
relationships between Indexes or Dimensions of the DM were significant or not however, while
this indicates that there is potential for development of organisational culture to improve
outcomes, it does not tell us how or whether it is possible. To understand how or to what extent
improvement in these Indexes and Dimensions can improve organisational outcomes, broader
considerations of the ability to change these elements must be considered in the broader context
of Vietnamese culture. In order to enhance the reproducibility of the qualitative study and to
provide reliability it was important that both the questions and the themes be based on the

Dimensions and Indexes of the DM.
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Given the requirements for a small number of open-ended questions and considering the
required alignment with the DOCS items and the DM, the questions needed to reflect the
Indexes and Dimensions of the DM. Therefore, questions were developed to reflect the
Dimensions of the model and the wording of these questions sought to gain insight into the
three Indexes that form each Dimension. In line with the research questions, these questions
related to the performance of organisations in the Vietnamese context and culture.

3.7.2 Interview participants

The recruitment of interview participants for the qualitative stage in Explanatory Sequential
Mixed Methods research should include participants from the first quantitative stage of the
research to build on, validate, and expand upon the findings (Creswell 2014). Owing to the
limitations of the quantitative stage in the sampling method for the selection of participants,
the gualitative stage will aim to take a more purposeful sample of participants to add depth to
the demographics of the sample with respect to the population (Creswell 2014). The number
of participants can be guided by heuristics which suggest that the number should be largely
determined by the type of qualitative research being conducted (Creswell 2014). This stage
aimed for ten interview participants that were purposefully selected to best represent the

demographics of the population within the sample of quantitative survey participants.

This research was gathered via qualitative interviews with a selection of participants from the
quantitative stage of the research to build on, validate, and expand upon the findings (Creswell
2014) as well as other participants to broaden the range of responses. Owing to the limitations
of the quantitative stage in the sampling method for the selection of participants, the qualitative
stage aimed to take a more purposeful sample of participants to add depth to the demographics

of the sample with respect to the population (Creswell 2014).
3.7.3 Interview administration

A total of eight respondents from the first quantitative stage and two new respondents were
contacted by email where they were provided with a research Invitation Letter (Appendix H).
All the respondents indicated willingness to participate in the interviews and were subsequently

emailed a proposed interview time, calendar link for the Microsoft Teams meeting,
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instructions, and an Interview Protocol Pack (Appendix I) and Consent Form (Appendix J)
attached.

The Interview Invitation Letter (Appendix H) provided respondents with an overview of the
study. The Consent Form (Appendix J) was to be filled in by each respondent to indicate
consent to take part in the interview. The Interview Protocol Pack (Appendix I) was to allow
the respondents to be adequately prepared to answer the questions in the interview and to
collect demographic information for each respondent. The Interview Protocol Pack was divided

into three parts:

Part 1 — Provided respondents with an overview of the DM and definitions of the Dimensions
and Indexes as well as an overview of the Hofstede Dimensions of Culture for Vietnam and

explanations of each of these dimensions in the Viethamese context.

Part 2 — Respondents were provided with demographic questions that were also administered

in the quantitative data collection phase.

Part 3 — Provided respondents with the interview questions in advance to allow for
contextualisation with the information provided and an opportunity to ask for any clarification

prior to the commencement of the interview. Respondents were asked a total of six questions.

After acceptance of the calendar invites, all interviews were conducted over a two-week period
in mid-2023 online via Microsoft Teams. Prior to commencing the interviews all participants
were asked whether they required any clarification of information provided and that they were
aware that the interview was being recorded and transcribed to allow for analysis of the data.
All interviews were conducted between the primary researcher and each participant and lasted
between eleven and twenty-five minutes. Participants were thanked for their participation at
the conclusion of the interviews and reminded to return the Consent Form and demographic
information in the Interview Protocol Pack if they had not already done so. Following the
conclusion of the qualitative interviews it was possible to move on to the qualitative data

analysis.
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3.8 Qualitative data analysis

Freeman (2016, p. 6) asserts that the mode of thinking should drive the strategy for analysis
and advises that five modes of thinking can be considered.

1. Categorical
2. Narrative
3. Dialectical
4. Poetical

5. Diagrammatical

In line with the worldview of the primary researcher, the methodology, and the aims of the
research questions, a combination of modes mode of thinking should guide the analysis for this
study. Freeman (2016) notes that categorical thinking is essential in helping to make sense of
the world and that it allows us to group things together. This will be essential owing to the
research design employed to allow for a clear comparison between the qualitative and
quantitative findings. As such, the themes for the research questions seeking to validate and
explore the quantitative findings are directly derived from the Dimensions and Indexes of the
DM to allow for direct comparison and to enhance the reproducibility of the study. These
themes will also allow for a focus on the relevant data to be extracted from the vast qualitative
responses while irrelevant data in relation to the quantitative data can be excluded (Creswell
2014). In addition, a narrative will be essential for the research questions that are not related to
the quantitative findings to tell a story from a Vietnamese perspective regarding the
contribution of Vietnamese culture to organisational culture within Vietnamese organisations
and whether there is a perception that this influence is similar in other cultures. The themes
emerging from the narrative qualitative data will be guided by the purpose of the relevant
research questions which seek to aggregate essential data related to the two themes (Creswell

2014) related to traditional and contemporary culture in Vietnamese organisations.

Firstly, all interviews needed to be transcribed to allow for the analysis of the interviews to
identify themes according to the categorical approach (Freeman 2016). All interviews were
conducted on Microsoft Teams with the recording and transcription feature activated. This

allowed for simultaneous recording and automatic transcription of the interviews. In addition,
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this allowed for appropriate clarification of poorly pronounced and transcribed words when
analysing the transcripts.

The interview transcripts were analysed to identify and categorise the themes that could be
related to answering the research questions in line with both the Dimensions and Indexes of
the DM and with relation to contemporary and traditional influences on the culture in
Vietnamese organisations. This allowed for the appropriate mixing of the results (Creswell
2014) with a discussion of the alignment between the hypotheses developed from the literature
review, the quantitative data, and the qualitative findings to answer the research questions and

determine meaningful impacts on practice, theory, and directions of future research.

To allow for the identification of and categorisation of themes for the qualitative analysis, it
was possible to utilise specialised qualitative analysis software. The primary researcher chose
to use both Excel and NVivo to aid in the categorisation of comments into themes and sub
themes that aligned with the Indexes and Dimensions from the quantitative study to allow for
data consolidation and merging in line with the research method (Caracelli & Green 1993;
Creswell 2014). For exploration of the qualitative research question, the related interview
questions utilised themes when discussing cultural influences that could be divided into the

typologies of traditional or contemporary.

Firstly, Excel was used for a preliminary analysis and familiarisation with the data. The
transcripts were roughly divided into themes and sub-themes that aligned with the Dimensions
and Indexes of the DM for the questions related to the quantitative analysis and into broad
themes related to traditional or contemporary influences for questions related to the qualitative

research question.

Following this preliminary analysis and familiarisation with the data, NVivo was utilised to
analyse each of the questions separately. For interview questions one and two the themes
related to the Dimensions of the DM became the parent nodes and the sub-themes related to
the Indexes became the child nodes. This allowed for the number of comments related to the
Dimensions and Indexes to be directly compared to the quantitative findings while each of the
comments could also be explored in more detail to show relationships and develop more
comprehensive understanding. For interview question three and the sub-questions, the themes

were created as parent nodes that related to the Indexes of the DM. This allowed for the
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calculation of the number of comments related to each of the Indexes and for the calculation of
the number of comments related to each Dimension. The sub-questions used themes that were
explicitly related to the significant findings of the quantitative stage by creating parent nodes
that were aligned with each of the significant Indexes and Dimension. This allowed for a deeper
exploration of the comments to help confirm the findings and to develop a deeper

understanding of the results in line with the methodological purpose.

Question four used the themes of traditional and contemporary influences by creating parent
nodes so that comments could be allocated accordingly. This allowed for an assessment of the
number of comments that reflected more traditional or contemporary influences on the
organisational culture while also allowing for connections to Vietnamese culture to be explored

and understood in more detail.

Question five simply looked at the comments to establish broadly whether there was a
perception between the influence of traditional cultures on organisational culture. Comments
were presented to allow for a discussion that demonstrated the opinions of the respondents
while making links between specific cultural characteristics and the influences perceived on

organisational culture in various contexts related to the respondents’ experience.

All the qualitative analysis in NVivo was completed twice to improve the reliability and

validity of the results and to reduce bias of the primary researcher.

3.9 Discussion

Finally, all the data collected could be analysed for discussion in the thesis in line with the
Explanatory Sequential Mixed Methods approach (Creswell 2014) and the conceptual
framework which has been presented. This allowed for an in-depth discussion surrounding the
relationship between the performance and organisational culture in Vietnamese organisations
that can answer the research question and sub-questions. It is anticipated that this analysis
provides both strong validity in the explanatory approach (Creswell 2014; Trochim & Donnelly
2008) while also providing an in-depth discussion that will adequately address the research

questions while also providing a basis for further research in the future.
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3.10 Quality and trustworthiness

The Explanatory Sequential Mixed Methods approach using quantitative and qualitative data
was justified and presented in the previous section. This section will discuss the dependability,
reliability, and validity of the research to ensure the quality and trustworthiness of the study
and the results presented. Owing to the mixed methods design of this study, this requires
discussions in both the context of the quantitative and the qualitative phases which requires a
shift in thinking owing to the different nature of these methodologies (Bhattacharya 2017).

3.10.1 Dependability and reliability

Dependability and reliability should be thought of in terms of their respective relationships
with qualitative and quantitative research (Bhattacharya 2017). Reliability is associated with
quantitative research methods and refers to consistency related to the ability for studies to be
reproduced using similar methodology (Saunders, Lewis & Thornhill 2015; Seale 1999;
Trochim & Donnely 2008;). Dependability is a more appropriate measure of qualitative
research methods owing to the interpretations of the researcher (Highfield & Bisman 2012) and
should instead be regarded more in terms of trustworthiness, transferability, and triangulation
in line with the purpose of the research (Bhattacharya 2017). The quantitative data collection
provides strong reliability as the methodology replicates data collection methods that have
already been proven (Denison Consulting 2019; Denison, Haaland & Goelzer 2004; Fey &
Denison 2003) which ensures it will be a robust instrument of measure (Creswell 2014) that
can be replicated. This validity of the DM and the Denison Organisational Culture Survey
(DOCS) have also been evaluated and confirmed in separate independent studies (Denison &
Neale 1999; Denison, Nieminen & Kotrba 2014; Nazir & Lone 2008; Zeng et al. 2015). In
addition, and of importance considering that this is the first time this questionnaire has been
translated and administered in Vietnam, statistical tests measuring Composite Reliability (CR)

could be performed when building the model in SmartPLS 4.

The dependability of the qualitative research in this study is supported using the Interview
Protocol Pack (Appendix 1) which was approved by a research supervisor and the USQ Human
Research Ethics Committee and demonstrates a consistent approach to data collection and

repeatability in potential future studies. In addition, participants were sought from the
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quantitative phase to validate the findings (Creswell 2014) while additional participants were
also sought to further extend this validation beyond the quantitative cohort and allow for
additional perspectives. Interview participants were asked the same questions and at times
where answers were not clear, participants were asked for clarification of their responses or
questions were clarified to ensure understanding. To ensure the best reflection of the qualitative
data was presented in the findings, the primary research analysed the transcripts multiple times
using both Microsoft Excel and NVivo software with a focus on the themes that were relevant
to each of the different research questions. Therefore, the quantitative phase of this study was

able to ensure reliability while the qualitative phase was able to demonstrate dependability.
3.10.2 Construct validity

Construct validity is not relevant to the qualitative phase of this study but is important to
understanding that the measures used in the quantitative phase are measuring what they
intended to measure (Saunders, Lewis & Thornhill 2015). The construct validity of the DM has
been proven in previous Denison studies and contributes to the popularity of the use in so many
studies as already reviewed in the literature. However, to confirm the construct validity of the
model in this study, statistical tests of convergent and discriminant validity were performed
using SmartPLS 4 to confirm the validity of the model construct (Hair et al. 2017; Saunders,
Lewis & Thornhill 2015). The Average Variance Extracted (AVE) was assessed to ensure
convergent validity of the model while the Heterotrait-Monotrait (HTMT) was assessed to
ensure the discriminant validity of the model (Hair et al. 2017). In addition, specific tests of R?,
f2 ;and Q2 relevant to PLS-SEM were conducted to assess and confirm the predictive relevance
of the model (Hair et al. 2017). These tests ensured the construct validity and reliability of the

quantitative model and are presented in the findings section.

3.11 Research ethics process

George (2016) notes ethical issues that are properly considered ensures that researchers,
organisations, and participants are protected while increasing value of the research
outcomes. Ethical issues that needed to be considered for this research mostly revolved around
principlist approaches (informed consent, anonymity, confidentiality), virtue ethics (researcher

integrity), and ethical regulations and guidelines (ethics committee and university guidelines)
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(Wiles 2013). Cozby & Bates (2012) note the importance of providing research participants
with the necessary information to allow them to make an informed decision whether they wish
to participate in the research project. In addition, most higher education institutions also
generally have guidelines regarding providing participants with the required information to
allow them to give informed consent to participate (Cozby & Bates 2012). The University of
Southern Queensland provides guidelines and processes for researchers to facilitate this aspect
of data collection in their research (University of Southern Queensland 2022). To ensure
informed consent, participants must have a clear idea of the nature and purpose of the research
and what their involvement will entail (Wiles 2013). Linked to informed consent, the degree
to which the participants’ anonymity and confidentiality will be protected must also be ensured
(Bryman 2016). This also involves the participants understanding their right to refuse to answer

questions and involve an interview consent form (Bryman 2016).

In accordance with the USQ human research ethics process (University of Southern
Queensland 2022), a participant information sheet and invitation to participate letter were
drafted and submitted for ethics review in line with the research proposal for the project. The
ethics application was approved (Appendix E) and the information in these documents was sent
in the emails and messages to recruit potential participants and attached to social media
postings for participants. For participants in the questionnaire, the consent to participate was
inferred based on the information provided and the participation of the participant in answering
the questions. For participants in the interviews, a participant protocol pack was also issued
along with a consent form that was required to be returned to the Principal Researcher. Ethics
approvals were sought from the USQ Human Research Ethics Committee prior to the

commencement of any primary data collection.

a) This research project was approved by the USQ Human Research Ethics Committee
(Appendix E).

b) Participants completing the questionnaire in the quantitative stage were supplied with a letter
of invitation (Appendix F), and information sheet (Appendix G) to enable them to make an

informed decision about their participation in the research.

c) Participants participating in the interviews in the qualitative stage were supplied with a letter
of invitation (Appendix H), an interview protocol pack (Appendix I), and a consent form
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(Appendix J) to enable them to make an informed decision about their participation in the

research.

d) Participants in both stages of the research were not coerced or pressured to participate by

the Principal Researcher.

e) Confidentiality of the participants completing the questionnaire in the quantitative stage was

maintained using an anonymous survey link.

f) Confidentiality of the participants in the qualitative interviews was maintained via coding of

the participants and storage of information in a password secured drive.
g) All findings were reported accurately in an ethical and unbiased manner.

h) All appropriate reports on the collection and outcome of data collection were presented to
the USQ Human Research Ethics office.

3.12 Summary

This chapter presented the methodology for this research project in relation to the research
questions that were presented in chapter one and the hypotheses that were developed in chapter
two. A pragmatist approach to this research was justified owing to the worldview of the
Primary Researcher with respect to the nature of the research questions and the hypotheses
development and an Explanatory Sequential Mixed Methods approach was justified. The
quantitative stages of data collection and analysis were then presented including the process of
participant recruitment and justification for the use of PLS-SEM for the data analysis using
SmartPLS4. The process for the development of the qualitative interview questions was then
outlined. The qualitative data collection and analysis methodology was then presented which
also outlined the process for the recruitment of participants and the approach to the data
analysis and the use of NVivo software. Finally, the ethical considerations for the project were
explored and the specific items to address these considerations were presented. The findings of

the processes outlined are presented in the following chapter.
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CHAPTER 4: FINDINGS

4.1 Introduction

The purpose of this research is to answer the main research questions relating to the nature of
organisational culture in Vietnamese organisations and the relationships between Vietnamese
organisational culture and national culture and organisational performance. In addition, in
answering the main questions, the sub questions can also be answered that allow for the
contribution of these finding to the broader body of research assessing the nature of

organisational culture and the relationships to performance in various cultural settings.

The literature review focused on the parent theories related to these questions and identified
and focused on the Denison Organisational Culture Survey (DOCS) and the DM as useful tools
to gather and assess quantitative data related to the hypotheses that were developed to aid in
answering these questions. In particular, the DM can be used to map the Dimensions of
organisational culture in Vietnam and provide a picture related to the Dimensions and Indexes
(Sub dimensions) while Partial Least Squares Structural Equation Modelling (PLS-SEM) can
be applied using the responses to the DOCS to demonstrate the relationship between these
Indexes and Dimensions of organisational culture and organisational performance in
Vietnamese organisations. These quantitative findings can then be verified and explored for a
better understanding of the nature and relationships with the addition of a second qualitative
stage. The second qualitative stage also allows for the exploration of the relationship between

national culture and organisational culture.
4.1.1 Obijective of the chapter

The objective of this chapter is to present the findings of both the quantitative and qualitative
data analysis to test the hypotheses that were developed from the literature review and to
categorise themes that were identified in the semi-structured interviews to answer the research
questions. Section 4.2 presents the descriptive statistics which include the demographics of the
respondents and the analysis of the quantitative survey data to present a picture of the
Dimensions and Indexes of organisational culture in Vietnam. Section 4.3 goes on to present
the quantitative testing using PLS-SEM to build a reflective model to predict the relationships

between the Indexes of organisational culture and performance according to the DM and to
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assess the predictive validity of the model. The results of the hypotheses testing for the Indexes
of the DM and performance are then presented in section 4.4 before these results are then used
to construct a Type Il Reflective Formative HOC model to predict the relationships between
the Dimensions and performance in section 4.5. The development of the qualitative interview
questions as a result of the quantitative findings that will be used to confirm the quantitative
results and to gain a deeper understanding as related to the research questions are then presented
in section 4.6. The findings of the qualitative data analysis are then presented in section 4.7
beginning with the demographic data and followed with analysis of each of the interview

questions before a summary of the findings is presented in section 4.8.

4.2 Descriptive statistics

The DOCS data was downloaded from Qualtrics into an Excel spreadsheet to show each
response. A total of 175 participants responded to the questionnaire. Of these responses, 52
were removed from the final data collection due to an insufficient response rate (>15% of
questions were not answered) (Hair et al. 2017). The responses were then coded according to
the Likert scaling (Strongly disagree = 1, Disagree = 2, Neutral = 3, Agree = 4, Strongly agree
=5).

Care was taken to ensure that each response was accurately coded and that the negative
statements were identified (questions code SDI3, V3, CI5, A5, CD5, CC4, CF5, and OL3) and
reverse coded. Some responses from some respondents were missing but below the 15% of
total responses threshold required for the entire respondent to be removed (Hair et al. 2017). A
total of 47 of the 7995 responses were missing. For responses with less than 15% of responses
missing, the data was filled in using mean value replacement for that specific question (Hair et
al 2017). The result of the data cleaning was a reduction in the total responses that could be

used from 175 surveys down to a total of 123 (Appendix N).

The descriptive statistics are presented first. This shows the demographics of the survey
respondents followed by the maps of the Dimensions and Indexes of organisational culture
which will include the mean scores and standard deviations for each Dimension and Index

according to the DM.
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4.2.1 Demographics of respondents

Demographic data for each respondent was also collected and is presented in Table 4.1 below.

Table 4.1 - Demographic Survey Responses

Criterion 123 participants Number Percentage
18-24 35 28%
25-34 40 33%
Age 35-44 33 27%
45 - 54 12 10%
55+ 2 2%
Nonresponse 1 1%
Male 56 46%
Gender Female 62 50%
Prefer not to say 4 3%
Nonresponse 1 1%
Senior Manager 12 10%
Level of employment Manager 41 33%
Non manager 69 56%
Nonresponse 1 1%
Years of work 0-5 >8 4
experience 6-15 41 33%
16 - 25 15 12%
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Criterion 123 participants Number Percentage

26 - 35 3 2%

More than 35 0 0%

Nonresponse 6 5%

HCMC 74 60%

Hanoi 9 7%

Work location Danang 13 10%
Other 25 20%

Nonresponse 2 2%

Foreign 57 46%

Organisation Type Vietnamese 65 53%
Nonresponse 1 1%

Vietnamese 115 93%

Native Language English 3 204
Nonresponse 5 4%

Services 22 18%

Government 4 3%

Production 15 12%

Industry type Education 20 16%
Finance & Insurance 12 10%

Logistics 6 5%

Hospitality 7 6%

Healthcare 7 6%
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Criterion 123 participants Number Percentage
Communications 4 3%
Administration 3 2%
Professional 1 1%
Entertainment 5 4%
Real estate 14 11%
Nonresponse 3 2%

The demographic statistics show a that the age distribution and years of work experience
broadly reflected the population. Vietnam has a younger population with the workforce
comprised of 61% of employees under the age of 45 compared to 87% in the survey (General
Statistics Office 2021). The youngest age group of 18 to 24 was overrepresented in the sample
with 28% compared to 10% in the workforce population. The age group 45 years and older
was underrepresented in the survey with 13% of respondents compared to 39% in the
workforce population (General Statistics Office 2021). The other age groups were well
represented in the survey with 25 to 34-year-old respondents representing 33% compared to
25% in the workforce population and 35 to 45-year-old respondents representing 27% which
is the same as the workforce population (General Statistics Office 2021). The age distribution
in the survey is also reflected in the years of work experience with a majority of the respondents

having less than twenty-five years work experience.

The gender responses showed that 50% of respondents were female, 46% were male, while 4%
chose not to disclose. This compares with the population of Vietnam with 53.5% males and

46.5% females making up the workforce population (General Statistics Office 2021).

A good distribution of employment level was seen with some skew towards more managers.
Senior level managers were the fewest number of respondents with twelve which overall gives

a good proportion of representation.
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Nearly all respondents’ native language was Vietnamese while there was a relatively even split

between foreign and Vietnamese organisations.

The responses were skewed towards Ho Chi Minh City with 60% of the respondents as was
predicted. However, the remaining forty percent represent a good cross section with 10% from

Danang, 7% from Hanoi, and 20% from other places.

Respondents came from all industry types represented in the questions with the largest number
coming from services and education while few were from government, professional,
communications, or entertainment. The responses were largely skewed to the services sector
overall with a total of 69% of respondents working in service industries compared to 37.8% in
the population (General Statistics Office 2021). Industry and construction sector industries
accounted for 28% of respondents in the survey compared to 33.1% in the population while no
respondents were from the agriculture, fishing, and forestry sector which accounts for 29.1%
of workers in Vietnam (General Statistics Office 2021). This is to be expected given the skew
in responses from urban workers compared to rural workers in this survey compared to 63.3%

of workers in the population belonging to rural areas (General Statistics Office 2021).
4.2.2 Organisational Culture Map — Vietnam

Based on the DOCS, it was possible to develop a model that reflects the aspects of
organisational culture tested by the DM. The Dimension of Involvement had the highest mean
score of 3.89 and contained the highest two mean Index scores of 4.06 for Empowerment and
3.97 for Team Orientation. The Dimensions of Mission and Consistency had the same mean
score of 3.75. Adaptability had the lowest mean score of 3.58 with each of the Index items of
this Dimension having the three lowest mean scores of 3.62 for Customer Focus, 3.60 for
Organisational Learning, and 3.52 for Creating Change. These results are shown in Figure 4.1
and Table 4.2.
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Figure 4.1 - Organisational Culture map of Vietnamese Organisations from the DOCS
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Table 4.2 - Dimension and Index scores of Viethamese Organisations from the DOCS

Dimension | Mean | Std. Dev. Index Mean Std. Dev.
Strategic Direction and Intent 3.73 0.508
Mission 375 0.182 Goals and Objectives 3.94 0.092
Vision 3.57 0.796
Coordination and Integration 3.66 0.482
Consistency 3.75 0.137 Agreement 3.67 0.504
Core Values 3.90 0.096
Capability Development 3.63 0.533
Involvement | - 3.89 0.229 Team Orientation 3.97 0.199
Empowerment 4.06 0.066
Creating Change 3.52 0.587
Adaptability | 3.58 0.051 Customer Focus 3.62 0.450
Organisational Learning 3.60 0.708

4.2.2.1 Mission

The Dimension of Mission in the DM is formed by the three Indexes of Strategic Direction and

Intent, Goals and Objectives, and Vision. Mission is associated with an external focus and

stability on the DM. The three Indexes of the Mission Dimension are reflected by five survey

questions each. The responses to the questions associated with the Mission Dimension shows

that the Goals and Objectives Index had the highest mean score of 3.94, followed by Strategic

Direction and Intent with a mean score of 3.73, and Vision with a mean score of 3.57. These

results are shown in Figure 4.2 and Table 4.3.
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Figure 4.2 - Mission Dimension map of Vietnamese Organisations from Indexes of the

DOCS

Table 4.3 - Mission Dimension scores of Vietnamese Organisations from the DOCS

Std.
Index Code Statement Mean
Dev.
SDI1 This organization has a clear mission that gives 390 | 0.918
meaning and direction to our work.
_ SpI2 This organization has a long-term purpose and 405 | 0904
Strategic .
direction.
Direction
and Intent | oo | The strategic direction of this organization is | 5 gy | 1397
unclear to me.
SpI4 This organization has a clear strategy for the 418 | 0958

future.
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Std.

Index Code Statement Mean
Dev.
SDI5 Our organization’s strategy is leading other firms 363 | 0.936
to change the ways that they compete.
GOl There is widespread agreement about the goals of 391 | 0.849
this organization.
GO2 The leaders of this organization set goals that are 380 | 0.975
ambitious, but realistic.
Gola|5 f';md GO3 The leadership of this organization has "gone on 396 | 0.863
Objectives record" about the objectives we are trying to meet.
GO4 We continuously track our progress against our 405 | 0.838
stated goals.
GO5 The people in this organization understand what 397 | 0.839
needs to be done for us to succeed in the long run.
V1 We have a shared vision of what this organization 383 | 0.866
will be like in the future.
V2 The leaders in this organization have a long-term 415 | 0.915
orientation.
Vision
V3 Short-term thinking often compromises long-term 217 | 0930
vision.
V4 Our vision creates excitement and motivation for 385 | 1.000

our employees.
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Index Code Statement Mean

Std.

Dev.

V5 We are able to meet short-term demand without 3.87

compromising our long-term vision.

0.896

4.2.2.2 (Statement Source: Denison & Neale 1999, pp. 2-14 — 2-15)Consistency

The Dimension of Consistency in the DM is formed by the three Indexes of Coordination and

Integration, Agreement, and Core Values. Consistency is associated with an internal focus and

stability on the DM. The three Indexes of the Consistency Dimension are reflected by five

survey questions each. The responses to the questions associated with the Consistency

Dimension shows that the Core Values Index had the highest mean score of 3.90, followed by

Agreement with a mean score of 3.67, and Coordination and Integration with a mean score of

3.66. These results are shown in Figure 4.3 and Table 4.4.

Figure 4.3 - Consistency Dimension map of Vietnamese Organisations from the Indexes

of the DOCS
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Table 4.4 - Consistency Dimension scores of Viethamese Organisations from the DOCS

Std.

Index Code Statement Mean
Dev.

cI1 Our approach to doing business is very consistent 373 0933
and predictable.

cI2 There is good alignment of goals across levels of 4.02 0.849

this organization.

Coordination CI3 People from different organizational units still 3.87 0.887

and .
share a common perspective.
Integration
Cla It is easy to coordinate projects across functional 3.87 0.849
units in this organization.
Working with someone from another part of this
CI5 o . : 2.82 1.208
organization is like working with someone from a
different company.
Al When disagreements occur, we work hard to 3.86 0.890
achieve "win-win" solutions.
A2 This organization has a strong culture. 398 0.882
Agreement A3 There is clear agreement about the right way and 3.94 0.994

the wrong way to do things in this organization.

Ad It is easy for us to reach consensus, even on 3.80 0.955

difficult issues.

A5 We often have trouble reaching agreement on key 278 1163

issues.
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Std.

get you in trouble.

Index Code Statement Mean
Dev.
cV1 There is a clear and consistent set of values in this 3.8 0.955
company that governs the way we do business.
cV2 This company has a characteristic management 3.95 0948
style and a distinct set of management practices.
Core Values | CV3 The managers in this company “practice what 3.80 0997
they preach."”
CV4 This organization has an ethical code that guides 401 0.864
our behavior and tells us right from wrong.
CV5 Ignoring the core values of this organization will 395 | 0876

(Statement Source: Denison & Neale 1999, pp. 2-10 — 2-11)

4.2.2.3 Involvement

The Dimension of Involvement in the DM is formed by the three Indexes of Capability

Development, Team Orientation, and Empowerment. Involvement is associated with an

internal focus and flexibility on the DM. The three Indexes of the Involvement Dimension are

reflected by five survey questions each. The responses to the questions associated with the

Involvement dimension shows that the Empowerment Index had the highest mean score of

4.06, followed by Team Orientation with a mean score of 3.97, and Capability Development

with a mean score of 3.62. These results are shown in Figure 4.4 and Table 4.5.
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Figure 4.4 - Involvement Dimension map of Vietnamese Organisations from the Indexes
of the DOCS

Table 4.5 - Involvement Dimension scores of Viethamese Organisations from the DOCS

Std.

Dev.

Index Code Statement Mean

cD1 This organization delegates authority so that 3.87 0915
people can act on their own.

The capability of the people in this
CD2 T . 402 | 0.824
Capability organization is viewed as an important source
of competitive advantage.

Development
cp3 | This organization continuously invests in the | 5 g5 1.086
skills of its employees.

cD4 The "bench strength™ of this organization is 3.72 0.978

constantly improving.
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Std.

Index Code Statement Mean
Dev.
Problems often arise in my organization
D . 2. 1.21
D5 because we do not have the skills necessary to 69 0
do the job.
TO1 Cooperation and  collaboration  across 416 0814
functional roles are actively encouraged in this
TO? Working in this organization is like being part 411 0828
of a team.
Work is sensibly organized in this organization
Team TO3 | so that each person can see the relationship | 397 | 0.923
Orientation between his/her work and the goals of the
organization.
TO4 Teams are the primary building block of this 3.98 0.854
organization.
This organization relies on horizontal control
T — : 967
o5 and coordination to get work done, rather than 365 0.96
hierarchy.
E1 Most employees in this organization are highly 411 0.960
involved in their work.
Decisions in this organization are usually made
E2 : .. | 4.04 | 0.927
Empowerment at the level where the best information is
available.
Information is widely shared in this
E3 414 | 0.908

organization so that everyone can get the

information s/he needs when it is needed.
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Std.

ongoing and involves everyone in the process

to some degree.

Index Code Statement Mean
Dev.
E4 Everyone in this organization believes that s/he 4.02 0.834
can have a positive impact.
Business planning in our organization is
E5 3.98 0.949

(Statement Source: Denison & Neale 1999, pp. 2-8 — 2-9)

4.2.2.4 Adaptability

The Dimension of Adaptability in the DM is formed by the three Indexes of Creating Change,

Customer Focus, and Organisational Learning. Adaptability is associated with an external

focus and flexibility on the DM. The three Indexes of the Adaptability Dimension are reflected

by five survey questions each. The responses to the questions associated with the Adaptability

dimension shows that the Customer Focus Index had the highest mean score of 3.62, followed

by Organisational Learning with a mean score of 3.60, and Creating Change with a mean score

of 3.52. These results are shown in Figure 4.5 and Table 4.6.
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Figure 4.5 - Adaptability Dimension map of Vietnamese Organisations from the Indexes
of the DOCS

Table 4.6 - Adaptability Dimension scores of Viethamese Organisations from the DOCS

Std.

Dev.

Index Code Statement Mean

ccl This organization is very responsive and 338 1.004
changes easily.

CCo This organization responds well to competitors 3.82 0.869

Creating and other changes in the external business

Change
cc3 This organization continually adopts new and 3.08 0.896

improved ways to do work.

cca Attempts to change this organization usually 255 1.103

meet with resistance.
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Std.

Index Code Statement Mean
Dev.

cC5 Different units in this organization often 3.86 0.843
cooperate to create change.

CF1 Customer comments and recommendations 3.80 0.868
often lead to changes in this organization.

CE2 Customer input directly influences our 3.80 0.920
decisions.

Customer i izati
CE3 All members of this organization have a deep 3.76 1.066
Focus understanding of customer wants and needs.

CE4 We encourage direct contact with customers 3.91 1.000
by members of the organization.

CE5 The interests of the final customer often are 282 1.268
ignored in our decisions.

oL1 This organization encourages innovation and 3.67 0.989
rewards those who take risks.

oL2 We view failure as an opportunity for learning 3.08 0.936

Organisational and improvement.
Learning

oL3 Lots of things "fall between the cracks" in this 237 1.067
organization.

oL4 Learning is an important objective in our day- 414 0.793

to-day work.
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Std.

Dev.

Index Code Statement Mean

OL5 We make certain that the "right hand knows 3.83 0921
what the left is doing. "

(Statement Source: Denison & Neale 1999, pp. 2-12 — 2-13)

4.2.25 Performance

The performance questions mirrored those used in the largest Denison study (Denison, Haaland
& Goelzer 2004) and measured five traits of performance as perceived by respondents in
relation to their current organisation. These questions are shown in Appendix M and the
cleaned and coded data is shown in Appendix O. The responses showed that respondents rated
profitability / ROI and sales growth as the weakest with mean scores of 3.44 and 3.50
respectively, while they rated the quality of their products and services as the highest with a
mean score of 3.89. Employee satisfaction and the overall organisational performance were
rated similarly between the other measures at 3.65 and 3.66 respectively. These results are
shown in Figure 4.6 and Table 4.7.
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Figure 4.6 - Organisational Performance map of Vietnamese organisations from the

guestionnaire

Table 4.7 - Organisational Performance scores of Viethamese Organisations from the

guestionnaire
Index Code Indicator Mean Std. Dev.
PER1 | Sales Growth 3.50 1.375
PER2 | Profitability / ROI 3.44 1.461
Performance PER3 | Quality of Products and Services 3.89 1.253
PER4 | Employee Satisfaction 3.65 1.287
PERS5 | Overall organisational performance 3.66 1.247

While the data presented can give us an idea of the shape of organisational culture in Vietnam

and provide a basis for comparison to the shape of organisational culture in other cultural

contexts, it does not inform us of the link to organisational performance. In order to understand

this relationship, it is necessary to build a structural model linking the Indexes as Lower Order

Constructs (LOCs) exogenous variables to the endogenous variable of performance and to then
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build a second structural model that links the Dimensions as Higher Order Constructs (HOCs)
as endogenous variables to the endogenous variable of performance (Hair et al. 2017; Sarstedt
et al. 2019). To assess the relationship between each of the twelve Indexes and the four
Dimensions of the DM, SmartPLS 4 was utilised to build the required models as discussed in

the methodology chapter.

4.3 Quantitative testing

To assess all the hypotheses, it is required to first build a model that assess the relationship
between each of the Indexes and performance. The results of this model can then be used to
build a Hierarchical Component Model (HCM) to assess the hypotheses related to the
Dimensions of the model (Hair et al. 2017; Hair et al. 2018). The models are constructed using
SmartPLS 4. Firstly, the model to assess the relationships between the Indexes and
Performance will be presented followed by the model to assess the relationships between the

Dimensions and performance.
4.3.1 Reflective model

A reflective model is appropriate to test the relationships between the Indexes and performance
as the Indexes of the model reflect the responses to the five survey questions for each Index,
which will act as the indicators in the model (Diamantopoulos & Siguaw 2006). This is the
appropriate model as each of the survey questions (indicators) are interchangeable and
designed to reflect the construct (Hair et al. 2017).

4.3.2 Measurement model evaluation

It is necessary to assess the measurement model so that the results of the structural model can
be considered. Factor loadings, reliability, and validity of the outer measurement model must
first be evaluated, and the model must be adjusted to ensure the reliability and validity of the
construct (Hair et al. 2017).

4.3.2.1 Factor Loadings

Firstly, the PLS-SEM algorithm was run to look at the loadings between the indicators and the
latent variables. It is advised to retain indicators with loadings above 0.7 and to remove those
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with loadings below 0.4 while considering loadings between 0.4 and 0.7 according to their
impact on the reliability and validity of the model (Hair et al. 2017). Therefore, the first step
was to remove indicators that showed factor loadings of less than 0.4. In this step a total of
eight indicators were removed. Table 4.8 shows these indicators and their respective loadings.
It is noteworthy that these eight indicators were all the negative statements in the questionnaire

which were reverse coded in the analysis.

Table 4.8 - Indicators removed from the model showing loadings less than 0.4

Indicator Loading
SDI3 0.087
V3 -0.410
CI5 -0.109
A5 0.065
CD5 -0.355
CC4 -0.117
CF5 -0.356
OL3 0.048

This totalled 12.3% (8 / 65) of the responses in the survey. It was then necessary to assess the
impact of loadings between 0.4 and 0.7 on the reliability and validity of the measurement model
to determine whether they should be included or excluded. Other factors were systematically
removed from the model as discussed in the following sections. The reasons for the removal
of these factors are then summarised in Table 4.15. Below in Table 4.9 is a list of the final

factors and their loading in the model.
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Table 4.9 — Retained indicators and their respective loadings

Indicators and Indexes Outer loadings
A3 <- Agreement 0.876
A4 <- Agreement 0.849
CC1 <- Creating Change 0.651
CC2 <- Creating Change 0.700
CC3 <- Creating Change 0.722
CC5 <- Creating Change 0.670
CD1 <- Capability Development 0.566
CD2 <- Capability Development 0.580
CD3 <- Capability Development 0.798
CD4 <- Capability Development 0.811
CF1 <- Customer Focus 0.582
CF2 <- Customer Focus 0.560
CF3 <- Customer Focus 0.781
CF4 <- Customer Focus 0.657
Cl1 <- Coordination & Integration 0.753
ClI2 <- Coordination & Integration 0.809
CI3 <- Coordination & Integration 0.755
CV1 <- Core Values 0.719
CV2 <- Core Values 0.741
CV3 <- Core Values 0.794
CV4 <- Core Values 0.678
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Indicators and Indexes

Outer loadings

E2 <- Empowerment 0.776
E3 <- Empowerment 0.822
E4 <- Empowerment 0.735
GO1 <- Goals & Objectives 0.659
GO2 <- Goals & Objectives 0.776
GO3 <- Goals & Objectives 0.776
GO4 <- Goals & Objectives 0.765
GO5 <- Goals & Objectives 0.663
OL1 <- Organisational Learning 0.824
OL2 <- Organisational Learning 0.835
OL5 <- Organisational Learning 0.711
PER1 <- Performance 0.699
PER2 <- Performance 0.779
PER3 <- Performance 0.776
PER4 <- Performance 0.757
PERS5 <- Performance 0.818
SDI1 <- Strategic Direction & Intent 0.730
SDI2 <- Strategic Direction & Intent 0.819
SDI4 <- Strategic Direction & Intent 0.885
TO1 <- Team Orientation 0.707
TO2 <- Team Orientation 0.677
TO3 <- Team Orientation 0.763
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Indicators and Indexes Outer loadings
TO4 <- Team Orientation 0.754
V1 <- Vision 0.744
V4 <- Vision 0.845
V5 <- Vision 0.717

4.3.2.2 Internal Consistency Reliability

Internal consistency reliability needs to be assessed to judge the consistency of the results
across the items (Hair et al. 2017). Cronbach's alpha is the traditional measure of internal
consistency reliability that uses the intercorrelations of the indicators to provide an estimate
(Hair et al. 2017). However, Cronbach's alpha applies equal loadings to each of the indicators
(tau equivalency) while ‘...PLS-SEM prioritizes the indicators according to their individual
reliability” (Hair et al. 2017, p. 111). In addition, Cronbach’s alpha also generally
underestimates the internal consistency reliability as it is sensitive to the number of items on
the scale (Hair et al. 2017). Therefore, Hair et al. (2017) advises that Cronbach's alpha is not
the most appropriate measurement of internal consistency reliability and tends to be too
conservative. Hair et al. (2017) advise that it is more appropriate to use Composite Reliability
(rho c) to measure internal consistency reliability as it provides a better measure owing to the
consideration of different loadings in the calculation. However, it is also noted (Hair et al.
2017) that while the Cronbach’s Alpha can give an estimate of internal reliability that is too
conservative, the Composite Reliability (rho c) can have the opposite effect. Therefore,
Composite Reliability (rho a) is also provided by Smart-PLS to mediate this occurrence. Hair
et al. (2017) advises reporting Cronbach’s Alpha and Composite Reliability (rho c) while
acknowledging that tendency of underestimation and overestimation, respectively. Therefore,
tests were conducted to assess the Cronbach's alpha (a), Composite reliability (rho a), and
Composite reliability (rho c). The final results of the model are shown in Table 4.10 below

(these results are also after issues of discriminant validity were resolved).
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Table 4.10 - Internal Consistency Reliability results of the Indexes

Index Cronbach's Composite Composite
alpha (a) reliability (rho a) | reliability (rho c)
Agreement 0.657 0.660 0.853
Capability Development 0.656 0.698 0.787
Coordination & Integration 0.663 0.668 0.816
Core Values 0.717 0.727 0.823
Creating Change 0.629 0.635 0.781
Customer Focus 0.569 0.600 0.743
Empowerment 0.673 0.690 0.803
Goals & Objectives 0.781 0.797 0.850
Organisational Learning 0.703 0.720 0.834
Performance 0.825 0.830 0.877
Strategic Direction & Intent 0.746 0.788 0.854
Team Orientation 0.705 0.714 0.817
Vision 0.667 0.703 0.814

As discussed, there is some debate around which measures are acceptable and what a lack of
perceived reliability or validity may suggest. As can be seen from the final reliability measures
that were used in the model, some issues exist if considering the reliability of the data from the
Cronbach’s alpha score alone where a score greater than 0.7 is generally desirable and a score
of 0.6 can be acceptable when first used in a new culture (Churchill & Peter 1984; Nunnally
1978). However, as noted, the alpha score applies equal loadings (tau equivalence) and is not
considered the most appropriate score, which is why composite reliability should be considered

(Hair et al. 2017) and in this model is used to demonstrate internal reliability consistency.
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Hair et al. (2017) advise that Composite reliability scores should range between 0.7 to 0.9 in
well-established research while a lower cut-off of 0.6 is acceptable in exploratory research.
Therefore, considering the exploratory nature of this research (translated and used in a new
culture), a cut-off score of 0.6 for Composite Reliability can be accepted to establish the
Internal Consistency Reliability. The Composite Reliability (rho ¢) shows all measures greater
than 0.7 and if acknowledging the tendency of overestimation in this score and considering the

Composite Reliability (rho a), all scores are 0.6 and above.

In conclusion, while the Cronbach’s alpha and Composite Reliability (rho a) are reported here
and discussed, ultimately the Composite Reliability (rho c) establishes the reliability of the
measurement model (All indexes above 0.7) in this research in-line with contemporary

literature and the nature of this exploratory research in a new culture.

The removal and inclusion of indicators not only affects the reliability but also the convergent
and discriminant validity of the model and therefore it is also necessary to consider the impacts
on these measurements when assessing whether to retain or discard indicators to improve the

performance of the model construct (Hair et al. 2017).
4.3.2.3 Convergent Validity

The convergent validity of the indicators on the latent construct are measured by the Average
Variance Extracted (AVE) to establish the degree to which the indicators converge to measure
the construct (Hair et al. 2017). The value of the AVE should be greater than 0.5 as an
indication that the indicators are meaningfully measuring the same construct and explain
greater than half of the variance between the indicators (Hair et al. 2017). The Table below
shows the AVE for each of the indicators (these results are also after issues of discriminant

validity were resolved).
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Table 4.11 - Average Variance Extracted (AVE) for each Index

Index Average variance extracted (AVE)
Agreement 0.744
Capability Development 0.488
Coordination & Integration 0.597
Core Values 0.539
Creating Change 0.471
Customer Focus 0.424
Empowerment 0.509
Goals & Objectives 0.533
Organisational Learning 0.627
Performance 0.588
Strategic Direction & Intent 0.663
Team Orientation 0.528
Vision 0.594

While it was possible to remove and present other indicators that improved the AVE where it
was less than the desirable measure of 0.5, doing so very severely impacted measurements of
internal consistency reliability and discriminant validity. The AVE values in the final model
represent the best AVE values that could be achieved in consideration of the other reliability
and validity measures. While an AVE less than 0.5 is not desirable, because the composite
reliability of the construct has already been established, an AVE between 0.4 and 0.5 can still
be accepted and the convergent validity can be considered adequate (Fornell & Larcker 1981).
However, it is still important to acknowledge that these measurements are less than desirable

and measures to improve these in future studies to ensure greater robustness of the
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measurement model should be taken. It is also important to consider these issues with the

measurement model when discussing the findings of the structural model with relation to these

indexes. This will be further discussed in the limitations section of the discussions chapter.

4.3.2.4 Discriminant Validity

The inclusion or removal of indicators also requires the consideration of the discriminant

validity of the indicators in the measurement model. Discriminant validity issues indicate that

the latent variables are distinct and that indicators for each of the latent variables are not

measuring other variables in the model (Hair et.al 2017). Traditionally, cross loadings and the

Fornell and Larcker criteria have been used as measures of discriminant validity (Hair et al.

2017). The cross loadings and results of the Fornell and Larcker criteria demonstrate

discriminant validity in this model and are shown below in Tables 4.12 and 4.13 respectively.

Table 4.12 - Cross loadings

A CcC CD CF Cl Cv E GO oL PER SDI TO \%
A3 0.875 | 0.414 | 0.524 | 0.329 | 0.400 | 0.399 | 0.441 | 0.484 | 0.483 | 0.367 | 0.624 | 0.479 | 0.419
A4 0.850 | 0.420 | 0.538 | 0.404 | 0.442 | 0.475 | 0.413 | 0.476 | 0.479 | 0.336 | 0.427 | 0.473 | 0.449
CCl | 0.252 | 0.651 | 0.388 | 0.447 | 0.375 | 0.179 | 0.347 | 0.335 | 0.391 | 0.223 | 0.221 | 0.324 | 0.307
CC2 | 0.300 | 0.700 | 0.306 | 0.266 | 0.263 | 0.285 | 0.187 | 0.254 | 0.341 | 0.257 | 0.154 | 0.183 | 0.245
CC3 | 0.395 | 0.723 | 0.410 | 0.308 | 0.396 | 0.375 | 0.330 | 0.550 | 0.468 | 0.304 | 0.483 | 0.302 | 0.386
CC5 | 0.366 | 0.670 | 0.359 | 0.426 | 0.329 | 0.288 | 0.300 | 0.386 | 0.441 | 0.23 | 0.257 | 0.231 | 0.308
CD1 | 0.247 | 0.352 | 0.566 | 0.252 | 0.284 | 0.175 | 0.268 | 0.291 | 0.347 | 0.202 | 0.265 | 0.265 | 0.313
CD2 | 0.379 | 0.334 | 0.580 | 0.245 | 0.197 | 0.239 | 0.256 | 0.371 | 0.225 | 0.294 | 0.399 | 0.325 | 0.437
CD3 | 0537 | 047 | 0.798 | 0.440 | 0.569 | 0.447 | 0.437 | 0.537 | 0.490 | 0.429 | 0.486 | 0.521 | 0.465
CD4 | 0485 | 0.348 | 0.811 | 0.269 | 0.528 | 0.438 | 0.393 | 0.474 | 0.468 | 0.435 | 0.401 | 0.497 | 0.447
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A CcC CD CF Cl Cv E GO oL PER SDI TO \%

CF1 | 0.272 | 0.334 | 0.343 | 0.582 | 0.277 | 0.189 | 0.240 | 0.239 | 0.305 | 0.196 | 0.289 | 0.250 | 0.275
CF2 | 0.275 | 0.232 | 0.197 | 0.560 | 0.139 | 0.190 | 0.124 | 0.271 | 0.134 | 0.197 | 0.173 | 0.150 | 0.220
CF3 | 0.348 | 0.526 | 0.397 | 0.781 | 0.392 | 0.230 | 0.245 | 0.513 | 0.338 | 0.403 | 0.357 | 0.305 | 0.268
CF4 | 0.211 | 0.184 | 0.185 | 0.657 | 0.183 | 0.191 | 0.264 | 0.271 | 0.27 | 0.296 | 0.113 | 0.207 | 0.226
Cl1 0.349 | 0.408 | 0.466 | 0.296 | 0.753 | 0.355 | 0.379 | 0.382 | 0.481 | 0.295 | 0.391 | 0.456 | 0.446
Cl2 0.415 | 0.352 | 0.458 | 0.304 | 0.809 | 0.396 | 0.514 | 0.433 | 0.454 | 0.343 | 0.355 | 0.554 | 0.356
Ci3 0.362 | 0.400 | 0.472 | 0.329 | 0.755 | 0.305 | 0.387 | 0.346 | 0.358 | 0.305 | 0.258 | 0.412 | 0.375
CV1l | 0.449 | 0.265 | 0.309 | 0.144 | 0.299 | 0.719 | 0.337 | 0.426 | 0.367 | 0.285 | 0.472 | 0.420 | 0.474
Cv2 | 0.254 | 0.277 | 0.358 | 0.238 | 0.243 | 0.741 | 0.331 | 0.492 | 0.207 | 0.372 | 0.257 | 0.232 | 0.318
CV3 | 0.448 | 0.447 | 0.431 | 0.317 | 0.392 | 0.794 | 0.410 | 0.415 | 0.500 | 0.321 | 0.455 | 0.456 | 0.449
Cv4 | 0361 | 0.231 | 0.362 | 0.178 | 0.447 | 0.678 | 0.468 | 0.315 | 0.439 | 0.25 | 0.347 | 0.395 | 0.399
E2 0.423 | 0.332 | 0.413 | 0.227 | 0.430 | 0.344 | 0.722 | 0.411 | 0.430 | 0.305 | 0.319 | 0.426 | 0.402
E3 0.394 | 0.250 | 0.318 | 0.255 | 0.368 | 0.415 | 0.817 | 0.424 | 0.513 | 0.329 | 0.403 | 0.367 | 0.371
E4 0.236 | 0.336 | 0.328 | 0.162 | 0.453 | 0.386 | 0.709 | 0.408 | 0.406 | 0.282 | 0.232 | 0.45 | 0.489
ES5 0.356 | 0.301 | 0.377 | 0.346 | 0.338 | 0.327 | 0.587 | 0.357 | 0.345 | 0.235 | 0.411 | 0.466 | 0.279
GO1 | 0.350 | 0.478 | 0.491 | 0.298 | 0.283 | 0.423 | 0.381 | 0.659 | 0.470 | 0.325 | 0.510 | 0.473 | 0.448
GO2 | 0460 | 0.431 | 0.452 | 0.439 | 0.429 | 0.434 | 0.418 | 0.776 | 0.468 | 0.445 | 0.542 | 0.419 | 0.484
GO3 | 0.401 | 0.384 | 0.423 | 0.432 | 0.341 | 0.419 | 0.390 | 0.776 | 0.472 | 0.474 | 0.517 | 0.389 | 0.446
GO4 | 0.369 | 0432 | 0471 | 0.391 | 0.342 | 0421 | 0.472 | 0.765 | 0.417 | 0.511 | 0.406 | 0.324 | 0.485
GO5 | 0.474 | 0.367 | 0.441 | 0.349 | 0.458 | 0.403 | 0.382 | 0.663 | 0.454 | 0.347 | 0.377 | 0.333 | 0.384
OL1 | 0457 | 0516 | 0.471 | 0.317 | 0.479 | 0.445 | 0.503 | 0.483 | 0.824 | 0.338 | 0.405 | 0.325 | 0.492
OL2 | 0.464 | 0.488 | 0.548 | 0.375 | 0.556 | 0.436 | 057 | 0.519 | 0.835 | 0.35 | 0.428 | 0.572 | 0.525
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A CcC CD CF Cl Cv E GO oL PER SDI TO \%

OL5 | 0.400 | 0.412 | 0.283 | 0.281 | 0.250 | 0.286 | 0.322 | 0.466 | 0.711 | 0.263 | 0.284 | 0.251 | 0.429
PER1 | 0.274 | 0.201 | 0.349 | 0.543 | 0.274 | 0.277 | 0.255 | 0.389 | 0.209 | 0.699 | 0.253 | 0.25 | 0.281
PER2 | 0.304 | 0.205 | 0.404 | 0.277 | 0.249 | 0.343 | 0.274 | 0.391 | 0.231 | 0.779 | 0.305 | 0.244 | 0.249
PER3 | 0.377 | 0.239 | 0.383 | 0.315 | 0.397 | 0.383 | 0.321 | 0.431 | 0.318 | 0.777 | 0.416 | 0.398 | 0.379
PER4 | 0.291 | 0.466 | 0.425 | 0.335 | 0.322 | 0.322 | 0.383 | 0.576 | 0.476 | 0.758 | 0.389 | 0.294 | 0.384
PER5 | 0.311 | 0.274 | 0.386 | 0.246 | 0.298 | 0.298 | 0.297 | 0.429 | 0.259 | 0.817 | 0.281 | 0.311 | 0.277
SDI1 | 0.416 | 0.325 | 0.414 | 0.289 | 0.333 | 0.433 | 0.294 | 0.500 | 0.336 | 0.313 | 0.730 | 0.417 | 0.356
SDI2 | 0.468 | 0.301 | 0.438 | 0.304 | 0.275 | 0.32 | 0.318 | 0.514 | 0.288 | 0.291 | 0.819 | 0.544 | 0.375
SDI4 | 0590 | 0.391 | 0.516 | 0.304 | 0.423 | 0.476 | 0.504 | 0.549 | 0.499 | 0.437 | 0.885 | 0.563 | 0.484
TOl | 0.464 | 0.315 | 0.372 | 0.146 | 0.362 | 0.477 | 0.523 | 0.375 | 0.385 | 0.274 | 0.498 | 0.707 | 0.465
TO2 | 0.488 | 0.294 | 0.412 | 0.320 | 0.485 | 0.279 | 0.380 | 0.384 | 0.381 | 0.215 | 0.438 | 0.677 | 0.372
TO3 | 0.343 | 0.27 | 0.465 | 0.256 | 0.502 | 0.302 | 0.410 | 0.425 | 0.299 | 0.324 | 0.482 | 0.763 | 0.463
TO4 | 0.355 | 0.237 | 0.489 | 0.328 | 0.451 | 0.388 | 0.405 | 0.336 | 0.396 | 0.316 | 0.412 | 0.754 | 0.416
V1 0.438 | 0.360 | 0.440 | 0.227 | 0.373 | 0.436 | 0.419 | 0.51 | 0.485 | 0.313 | 0.519 | 0.454 | 0.744
V4 0.366 | 0.347 | 0.523 | 0.299 | 0.423 | 0.430 | 0.448 | 0.506 | 0.477 | 0.397 | 0.356 | 0.499 | 0.845
V5 0.373 | 0.371 | 0.404 | 0.361 | 0.371 | 0.417 | 0.384 | 0.394 | 0.465 | 0.221 | 0.289 | 0.409 | 0.717
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Table 4.13 - Fornell & Larcker Criteria

A CD Cl Ccv cC CF E GO oL PER SDI TO \%

A 0.863

CD | 0.615 | 0.698

Cl 0.487 | 0.601 | 0.773

CV | 0504 | 0.498 | 0.457 | 0.734

CC | 0.483 | 0.533 | 0.497 | 0.402 | 0.686

CF 0.423 | 0.437 | 0.400 | 0.305 | 0.515 | 0.651

E 0.495 | 0.498 | 0.556 | 0.517 | 0.422 | 0.339 | 0.713

GO | 0.556 | 0.617 | 0.502 | 0.571 | 0.566 | 0.528 | 0.561 | 0.730

OL | 0557 | 0.561 | 0.557 | 0.499 | 0.599 | 0.412 | 0.599 | 0.617 | 0.792

PER | 0.408 | 0.511 | 0.408 | 0.426 | 0.374 | 0.446 | 0.406 | 0.588 | 0.404 | 0.767

SDI 0.614 | 0.565 | 0.432 | 0.512 | 0.422 | 0.365 | 0.474 | 0.639 | 0.477 | 0.438 | 0.814

TO 0.552 | 0.601 | 0.616 | 0.498 | 0.378 | 0.358 | 0.589 | 0.520 | 0.496 | 0.396 | 0.627 | 0.726

V 0.500 | 0.590 | 0.500 | 0.550 | 0.457 | 0.371 | 0.542 | 0.616 | 0.611 | 0.418 | 0.506 | 0.593 | 0.771

While traditionally cross-loadings and the Fornell and Larcker criteria have been used to assess
discriminant validity, and they are included in SmartPLS 4 as presented above, Hair et. al
(2017) advise that these are not appropriate measures of discriminant validity. Henseler,
Ringle, and Sarstedt (2022) demonstrated that a more appropriate and accurate measure of
discriminant validity should be used; the Heterotrait-Monotrait Ratio (HTMT). Further, it is
advised by Hair et al. (2017) that cross-loadings and the Fornell and Larcker criteria do not
provide an accurate reflection of discriminant validity and that the HTMT should be used.

The HTMT ratio requires that all loadings be less than 0.9 to establish discriminant validity

(Hair etal. 2017). Therefore, while it was possible to achieve appropriate levels of discriminant
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validity using the cross-loadings and the Fornell and Larcker criteria following the removal of
items to achieve internal consistency reliability and convergent validity, issues remained with
discriminant validity when assessing using the HTMT Ratio. Therefore, it was necessary to
systematically assess the model to ensure the most robust model could be used which required
considering internal consistency reliability, convergent validity, and the discriminant validity
according to the HTMT. The HTMT ratio table is shown below in Table 4.14 and demonstrates

the discriminant validity of the model with all loading less than 0.9.

Table 4.14 - Heterotrait-Monotrait (HTMT) Ratio

A CD Cl Ccv CcC CF E GO oL PER SDI TO

CD 0.895

Cl 0.737 | 0.855

Cv 0.752 | 0.670 | 0.678

CcC 0.744 | 0.833 | 0.772 | 0.602

CF 0.688 | 0.692 | 0.610 | 0.463 | 0.827

E 0.746 | 0.738 | 0.831 | 0.758 | 0.662 | 0.547

GO 0.786 | 0.842 | 0.702 | 0.755 | 0.798 | 0.728 | 0.775

oL 0.819 | 0.785 | 0.793 | 0.713 | 0.891 | 0.623 | 0.848 | 0.846

PER | 0.550 | 0.654 | 0541 | 0.539 | 0.495 | 0.607 | 0.533 | 0.705 | 0.507

SDI 0.855 | 0.786 | 0.600 | 0.698 | 0.584 | 0.546 | 0.654 | 0.844 | 0.625 | 0.533

TO 0.833 | 0832 | 0.898 | 0719 | 0574 | 0549 | 0.877 | 0.719 | 0.695 | 0.502 | 0.862

\Y 0.767 | 0.876 | 0.761 | 0.81 0.709 | 0.624 | 0.801 | 0.840 | 0.894 | 0.526 | 0.696 | 0.851
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The final results of this analysis which maximised internal consistency reliability, convergent

validity, and discriminant validity resulted in the removal of a total of eighteen indicators from

the model. The reasons for the removal of these indicators are summarised in Table 4.15 below.

Table 4.15 - Indicators removed from the final model

Indicator removed Reason
oL3 Loading <0.4
OoL4 To improve internal consistency reliability and resolve discriminant
validity issues with CC, V, GO, and E
SDI3 Loading <0.4
SDI5 To improve internal consistency reliability and resolve discriminant
validity issues with OL
V2 To improve internal consistency reliability and improve discriminant
validity
V3 Loading <0.4
Cl4 To improve internal consistency reliability and resolve discriminant
validity issues with OL
CI5 Loading <0.4
Al To improve internal consistency reliability and improve discriminant
validity
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Indicator removed Reason
A2 To improve internal consistency reliability and resolve discriminant
validity issues
A5 Loading <0.4
CV5 To improve internal consistency reliability
CD5 Loading <0.4
TOS5 To improve internal consistency reliability
El To improve internal consistency reliability
CC4 Loading <0.4
CF5 Loading <0.4

A rule of thumb for removal of no more than 20% of indicators from a model are often cited
(Hair et al. 2017). However, this is not a hard rule and when considering the use of SmartPLS
for its ability to generate results from smaller sample sizes with accurate results from as little
as two indicators per variable. In addition, with the role of the indicators as reflective variables
designed to measure the same thing, there is an argument the values presented in the
measurement model evaluation demonstrate the reliability and validity of the model. The final

structural model with retained indicators is shown on the following page in Figure 4.7.
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Figure 4.7 - Structural model
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4.3.3 Structural model evaluation

Using SmartPLS 4 it is necessary to consider, in addition to the significance of the relationships
of the exogenous and endogenous variables, the predictive value of the model constructed (Hair
et al. 2017). Hair et al. (2017) recommends the following procedure in assessing the structural
model.

Step 1 Assess structural model for collinearity issues
l

Step 2 Assess the significance and relevance of the structural model relationships
l

Step 3 Assess the level of R2
l

Step 4 Assess the f2 effect size
l

Step 5 Assess the predictive relevance of Q32
l

Step 6 Assess the Q2 effect size

Figure 4.8 - Steps in assessing the structural model in SmartPLS 4

(Source: Reproduced from Hair et al. 2017 p. 191.)

The structural model can be assessed for collinearity issues using the Variance Inflation Factor
(VIF) while the significance of the structural model relationships can be assessed by applying
bootstrapping which is used to assess the standard error of the path coefficients (Hair et al.
2017). Next, the predictive value of the model constructed using SmartPLS 4 can be assessed
by the R squared (predictive power of the model), the f square (the predictive value of the
indexes), and the Q squared (> than O indicates predictive power) (Hair et al. 2017). These

steps are followed and presented in the following sections.
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4.3.3.1 Collinearity Issues

The Variance Inflation Factor (VIF) has become the standard practice in PLS-SEM reporting
and is based on the tolerance measure (TOL) (Hair et al. 2017). The VIF can be used to assess
the collinearity issues of the model. It is necessary to assess the multicollinearity of the model
presented to ensure the ability of the model to reduce the standard errors to ensure the
significance of the estimated weights (Hair et al. 2017). This is especially important for models
that have smaller sample sizes such as the one presented in this research (Hair et al. 2017). A
high level of collinearity could indicate that the weights are not correctly indicated and/or that
their signs are reversed (Hair et al. 2017). A VIF greater than five in the context of PLS-SEM
indicates issues with collinearity in SmartPLS 4 (Hair, Ringle & Sarstedt 2011; Hair et al.

2017) while some researchers apply an even stricter measure of 3.3 (Kock 2019).

Table 4.16 - Collinearity assessment of the structural model VIE

Index Performance (VIF)
Agreement 2.163
Capability Development 2.455
Coordination & Integration 2.146
Core Values 1.819
Creating Change 1.986
Customer Focus 1.582
Empowerment 2.078
Goals & Objectives 2.841
Organisational Learning 2.451
Strategic Direction & Intent 2.370
Team Orientation 2.593
Vision 2.255
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All indexes showed a VIF below three and the cut-off of five that is advised indicating that
there are no issues with multicollinearity in the model. Therefore, each independent variable is

distinct from each other and not measuring the same thing (Hair et al. 2017).
4.3.3.2 Structural Model Relationships

In SmartPLS 4 the Bootstrapping procedure (5000 sub-samples) is utilised to test the
significance of the path coefficients () between the dependent and independent variables (Hair
et al. 2017). As only the relationship of the independent variables on the dependent variable is
being considered, a one tailed p-value test was conducted.

Table 4.17 - Results of structural model testing

B Std. Dev. t-value p-value
Agreement -> Performance -0.014 0.117 0.122 0.451
Capability Development -> Performance 0.202* 0.105 1.918 0.028
Coordination & Integration -> Performance 0.049 0.103 0.474 0.318
Core Values -> Performance 0.094 0.123 0.766 0.222
Creating Change -> Performance -0.073 0.105 0.692 0.245
Customer Focus -> Performance 0.191* 0.092 2.068 0.019
Empowerment -> Performance 0.052 0.12 0.432 0.333
Goals & Objectives -> Performance 0.338* 0.123 2.753 0.003
Organisational Learning -> Performance -0.045 0.112 0.405 0.343
Strategic Direction & Intent -> Performance 0.027 0.125 0.218 0.414
Team Orientation -> Performance -0.032 0.117 0.269 0.394
Vision -> Performance -0.016 0.104 0.158 0.437

Note: *p < 0.05
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The results of the test are shown in Table 4.17. It is important to note that in PLS-SEM, path
coefficients closer to one indicate stronger relationships between variables (Hair et al. 2017).
The results show the significant relationships were found between the exogenous variables of
Goals and Objectives, Capability Development, and Customer Focus with the endogenous
variable of performance. The strongest relationship is between Goals and Objectives and
performance with a path coefficient of 0.338 followed by Capability Development with a path
coefficient of 0.202 and Customer Focus with a path coefficient of 0.191. While these values
can be used to test the hypotheses, it is also important to understand the predictive value of the
model (Hair et al. 2017).

4.3.3.3 Level of R2

The level of R squared can be used to assess the level at which the construct can predict the
values in the path model and to explain the amount of variance of the endogenous variable
(Hair et al. 2017). The higher level of R2, indicates that the exogenous variables in the model
better explain the results of the endogenous variable (Hair et al. 2017). The results of the R2 for

this model are presented in Table 4.18 below.

Table 4.18 - Level of R2

Endogenous Variable R-square R-square adjusted

Performance 0.409 0.345

Different authors interpret this number in different ways, but it is also important to consider
the nature of the research and what you are attempting to measure (Hair et al. 2017). Falk and
Miller (1992) state that the value should exceed 0.10 while other researchers interpret the value
obtained as either substantial, moderate, or weak according to different thresholds as
summarised in Table 4.19 below (Adapted from: Cohen 1988; Chin 1988; and Hair et al. 2017).
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Table 4.19 - Suggested R2 strength

Author R? Value
Substantial Moderate Weak
Cohen (1988) 0.26 0.13 0.02
Chin (1998) 0.67 0.33 0.19
Hair et al. (2017) 0.75 0.50 0.25

As can been seen in Table 4.19, these values vary quite substantially, and Cohen (1988) sets
particularly low thresholds. According to the more substantial thresholds set by Chin (1988)
and Hair et al. (2017), the value obtained in this research of 0.409 indicates a moderate

relationship between the exogenous and endogenous variables.

Therefore, the model has moderate power in predicting the relationships between the
endogenous and exogenous variables. This adds to the validity of the DM as a model that is
useful in predicting the relationships between the Indexes and performance. This number will

be useful in future research to compare to other groups using the same or similar models.
4.3.3.4 Level of 2

The level of 2 is also called the effect size and is used to determine the effect of each of the
exogenous variables on the endogenous variable. The 2 represents the change in the R value
for each exogenous variable is removed from the model (Hair et al. 2017). Cohen (1992)
determines these effect sizes large (>0.35), medium (>0.15), or small (>0.02). The 2 values for

each of the exogenous variables in the model are shown below.
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Table 4.20 - Effect size (f2) for each latent variable

Predictor f Squared
Agreement 0.000
Capability Development 0.026
Coordination & Integration 0.002
Core Values 0.008
Creating Change 0.004
Customer Focus 0.033
Empowerment 0.002
Goals & Objectives 0.069
Organisational Learning 0.001
Strategic Direction & Intent 0.001
Team Orientation 0.001
Vision 0.000

As can be seen from the results table, the 2 values for Goals & Objectives, Customer Focus,
and Capability Development are determined to have a small effect size. Goals and Objectives
has the greatest effect on performance followed by Customer Focus and Capability

Development. In this research in the context of Vietnamese organisations these results show

that the other Indexes that were less than 0.02 do not have an effect on performance.

4.3.3.5 Level of Q2

The level of Q2 determines whether a model has predictive relevance (Hair et al. 2017). A value

of Q2 should be greater than zero to indicate that the model has predictive relevance (Hair et




al. 2017). The level of Q2 can be obtained in SmartPLS 4 by running the PLS predict algorithm.

The level of Q2 for this research model is shown below.

Table 4.21 - O2 Predict Score

Q2 predict

Performance 0.217

The Q2 score obtained in this research model is greater than zero and therefore indicates that
the model has predictive relevance.

4.3.3.6 Effect size Q2

The Q2 can also be used to assess the level of predictive relevance of the model (Hair et al.
2017). Predictive relevance can be assessed as small, medium, or large using respective values
0f 0.02, 0.15, and 0.35 (Hair et al. 2017). With a Q? value of 0.217 in this model, the predictive
relevance can be assessed as moderate to strong. Table 4.22 below summarises these values in

the final model.
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Table 4.22 - Levels of R2, 2, and Q2 for the model

Predictor Outcome R? f2 Q?
Agreement 0.000
Capability Development 0.026
Coordination & Integration 0.002
Core Values 0.008
Creating Change 0.004
Customer Focus Performance 0.409 0.033 0.217
Empowerment 0.002
Goals & Objectives 0.069
Organisational Learning 0.001
Strategic Direction & Intent 0.001
Team Orientation 0.001
Vision 0.000

4.4 Indexes Hypotheses testing results

Following the assessment of the structural model, the results of the hypotheses testing can be

presented.

H1la: Strategic Direction and Intent has a positive impact on organisational performance in

Vietnamese organisations

Hla posits that Strategic Direction and Intent has a positive impact on organisational

performance in Vietnamese organisations. The results show that Strategic Direction and Intent
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does not have a significant positive impact on performance in Vietnamese organisations (H1a:
L=0.027, t =0.218, p = 0.414). Hla is therefore not supported.

H1b: Goals and objectives has a positive impact on organisational performance in

Vietnamese organisations

H1b posits that Goals and Objectives has a positive impact on organisational performance in
Vietnamese organisations. The results show that Goals and Objectives has a significant positive
impact on performance in Vietnamese organisations (H1b: f = 0.338, t = 2.753, p = 0.003)
and is therefore supported.

H1c: Vision has a positive impact on performance in Vietnamese organisations

H1c posits that Vision has a positive impact on organisational performance in Vietnamese
organisations. The results show that Vision does not have a significant positive impact on
performance in Vietnamese organisations (H/c: f = -0.016, t = 0.158, p = 0.437). Hlc is
therefore not supported.

H2a: Coordination and Integration has a positive impact on performance in Viethamese

organisations

H2a posits that Coordination and Integration has a positive impact on organisational
performance in Vietnamese organisations. The results show that Coordination and Integration
does not have a significant positive impact on performance in Vietnamese organisations (H2a:
L =10.049, t = 0.474, p = 0.318). H2a is therefore not supported.

H2b: Agreement has a positive impact on performance in Vietnamese organisations

H2b posits that Agreement has a positive impact on organisational performance in Vietnamese
organisations. The results show that Agreement does not have a significant positive impact on
performance in Vietnamese organisations (H2b: = -0.014, t = 0.122, p = 0.451). H2b is
therefore not supported.
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H2c: Core Values has a negative impact on performance in Viethamese organisations

H2c posits that Core Values has a negative impact on organisational performance in
Vietnamese organisations. The results show that Core Values does not have a significant
negative impact on performance in Vietnamese organisations (H2¢: = 0.094, t = 0.766, p =
0.222). H2c is therefore not supported.

H3a: Capability Development has a positive impact on performance in Vietnamese

organisations

H3a posits that Capability Development has a positive impact on organisational performance
in Vietnamese organisations. The results show that Capability Development has a significant
positive impact on performance in Vietnamese organisations (H3a: = 0.202, t = 1.918, p =
0.028). H3a is therefore supported.

H3b: Team Orientation has a positive impact on performance in Vietnamese organisations

H3b posits that Team Orientation has a positive impact on organisational performance in
Vietnamese organisations. The results show that Team Orientation does not have a significant
positive impact on performance in Vietnamese organisations (H3b: f = -0.032,t = 0.269, p =
0.394). H3b is therefore not supported.

H3c: Empowerment has a negative impact on performance in Vietnamese organisations

H3c posits that Empowerment has a negative impact on organisational performance in
Vietnamese organisations. The results show that Empowerment does not have a significant
negative impact on performance in Vietnamese organisations (H3c: = 0.052, t = 0.432, p =
0.333). H3c is therefore not supported.

H4a: Creating Change has a positive impact on performance in Vietnamese organisations

H4a posits that Creating Change has a positive impact on organisational performance in
Vietnamese organisations. The results show that Creating Change does not have a significant
positive impact on performance in Vietnamese organisations (H4a: f = -0.073,t=0.692, p =

0.245). H4a is therefore not supported.
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H4b: Customer Focus has a positive impact on performance in Vietnamese organisations

H4b posits that Customer Focus has a positive impact on organisational performance in
Vietnamese organisations. The results show that Customer Focus has a significant positive
impact on performance in Vietnamese organisations (H4b. p = 0.191, t = 2.068, p = 0.019).
H4b is therefore supported.

H4c: Organisational Learning has a positive impact on performance in Vietnamese

organisations

H4c posits that Organisational Learning has a positive impact on organisational performance
in Vietnamese organisations. The results show that Organisational Learning does not have a
significant positive impact on performance in Vietnamese organisations (H4c: = -0.045, t =
0.405, p = 0.343). H4c is therefore not supported.

Table 4.23 below shows the results of the hypothesis testing for the Indexes of the model.
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Table 4.23 - Results of hypothesis testing for Denison Model Indexes

Hypotheses | Relationship B SD t-value | p-value Decision
Hla SDI > PER 0.027 0.125 0.218 0.414 Not supported
Hib GO > PER 0.338* | 0.123 2.753 0.003 Supported
Hic V > PER -0.016 | 0.104 0.158 0.437 Not supported
H2a Cl>PER 0.049 0.103 0.474 0.318 Not supported
H2b A >PER -0.014 | 0.117 0.122 0.451 Not supported
H2c CV >PER 0.094 0.123 0.766 0.222 Not supported
H3a CD >PER 0.202* | 0.105 1.918 0.028 Supported
H3b TO > PER -0.032 | 0.117 0.269 0.394 Not supported
H3c E > PER 0.052 0.12 0.432 0.333 Not supported
H4a CC>PER -0.073 | 0.105 0.692 0.245 Not supported
H4b CF>PER 0.191* | 0.092 2.068 0.019 Supported
H4c OL > PER -0.045 0.112 0.405 0.343 Not supported

Note: *p < 0.05

4.5 Higher Order Model

It is necessary to use the results of the model previously presented to construct a Higher Order

Construct (HOC) model (Sarstedt et al. 2019), referred to as a hierarchical component model
(HCM) in PLS-SEM (Hair et al. 2017) to test the hypotheses related to the Dimensions of the

DM. Using a HCM allows for the summarising of the °...independent constructs in a higher

order construct’ (Sarstedt et al. 2019, p. 198). In the case of this research, it enables the use of

the Indexes of the DM to form the Dimensions of the model to understand the relationship

between the Dimensions and performance as well as the relationship between the Indexes and
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performance. First, the design of the model must be considered to determine the process of

construction and evaluation of the model.

While the indicators from the survey were used to reflect the Indexes of the model, the Indexes
are used to form the Dimensions of the model. Therefore, in this case, the appropriate model
for testing the relationship between the Dimensions of the DM and the Performance measure
is at Type Il — Reflective Formative model (Hair et al. 2018; Sarstedt et al. 2019). In this type
of model, the latent variable scores from the first model can be used as indicators to form the
HOCs which represent the Dimensions of the DM by applying a two-step approach (Hair et al.
2018; Sarstedt et al. 2019). Figure 4.9 below shows these relationships with x1 — x9
representing the indicators from the first model, LOC1 — LOC3 representing the Indexes from

the first model, and with HOC representing a Dimension of the DM.

Type II: Reflective-Formative

Xy
'
Xg

Figure 4.9 - Representation of a Type Il Reflective Formative model

(Source: Sarstedt et al. 2019, p. 198)

145



Figure 4.10 below represents the model as outlined for this research where the LVs (Indexes)
become the indicators for the HOCs (Dimensions) of the model to assess their impact on

performance.

Creating Change Goals & Objectives

Customer Focus Strategic Direction & Intent

Organizational Learning Vision

Adaptability Mission

Capability Development Performance Agreement

Coordination & Integration
Empowerment

Performance

Team Orientation Core Values

Involvement Consistency

Figure 4.10 - Type II: Reflective Formative model to assess the impact of the Dimensions
on performance using two step analysis method.

451 HCM measurement model evaluation

Before interpreting the results of the model, the collinearity of the model and the significance

and relevance of the indicators must be assessed (Hair et al. 2018).
45.1.1 Assess Collinearity

Multicollinearity exists if there is a high degree of similarity between indicators in a formative
model (Hair et al. 2018). This is not desirable in a formative model as, unlike a reflective model,
the indicators should not be interchangeable, and should instead be forming the different
aspects of the HOC (Hair et al. 2018).

The Variance Inflation Factor (VIF) is used to assess the multicollinearity of the model to
ensure that each of the indicators is distinct from each other in forming the higher order

constructs. As mentioned in the previous discussion of the first model presented, in PLS-SEM
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scores greater than five or often more strictly 3.3 should be used for cut-offs in assessing
collinearity issues (Hair, Ringle & Sarstedt 2011; Hair et al. 2017; Kock 2019).

The VIF for the indicators of both the outer and inner model are below these cut-offs and
indicate no issues with collinearity in the model. The VIFs for each of the indicators of the
outer model and the HOCs for the inner model are presented in Table 4.24 and Table 4.25

respectively below.

Table 4.24 - Variance Inflation Factor (\VIF) of the outer model

Index VIF
Agreement 1.829
Capability Development 1.656
Coordination & Integration 1.679
Core Values 1.453
Creating Change 1.644
Customer Focus 1.319
Empowerment 1.602
Goals & Objectives 2.267
Organizational Learning 1.604
Strategic Direction & Intent 2.044
Team Orientation 1.923
Vision 2.297
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Table 4.25 - VVariance Inflation Factor (\VIF) of the inner model

Dimension VIF
Adaptability 2.477
Consistency 3.170
Involvement 3.169
Mission 2.930

4.5.1.2 Assess the Significance and Relevance of the Formative Indicators

Hair et al. (2018) note that it is important to assess the value of the indicators relative and
absolute importance in the model. Therefore, if the outer weight of the indicator is not
significant (relative importance), the indicators loading must then be assessed to determine if
the indicator has absolute importance (Hair et al. 2018). The absolute importance of an
indicator can be determined by the outer loading which provides evidence of the contribution
of the indicator to the model without consideration of the other indicators (Hair et al. 2018). If
an indicator has a weighting above 0.5 it should be retained as it is considered to have relative
importance while indicators with a loading below 0.5 should be considered for removal or
retainment based on the potential overlap with other indicators and the relevance of the

indicator in the model from a theoretical perspective (Hair et al. 2018).

Bootstrapping (5000 samples) was conducted with one tailed at the 0.05 level of significance
to assess the results of the model. Table 4.26 shows that seven of the twelve indicators had
significant outer weights (Agreement (0.597; p = 0.000), Capability development (0.739; p =
0.000), Core Values (0.365; p = 0.030), Customer Focus (0.588; p = 0.000), Empowerment
(0.331; p = 0.029), Goals & Obijectives (0.790; p = 0.000), Organisational Learning (0.452; p
= 0.004)) while five of the indicators did not show significant outer weights (Coordination &
Integration (0.217; p = 0.145), Creating Change (0.180; p = 0.159), Strategic Direction & Intent
(0.118; p = 0.277), Team Orientation (0.076; p = 0.336), and Vision (0.168; p = 0.150).
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Therefore, while the weights with significant value should be retained, it was necessary to look

at the outer loadings of the non-significant indicators to assess whether they had absolute

importance. Table 4.26 also shows the outer loadings of the indicators and shows that they all

have an outer loading greater than 0.5 and thus demonstrate absolute significance and should

be retained. Therefore, the measurement model can be validated, and the results of the

structural model can be assessed.

Table 4.26 - Results of HCM validity

HOCs LOCs outer t-value | p-value outer VIF
Weight Loading

Strategic Direction & Intent 0.118 0.592 0.277 0.747 2.044

Mission | 5 als & Objectives 0790 | 578 | 0000 | 0985 | 2267
Vision 0.168 1.039 0.15 0.801 2.297

Coordination & Integration 0.217 1.059 0.145 0.753 1.679

Consistency | 1 reement 0597 | 3.333 | 0000 | 0923 | 1.829
Core Values 0.365 1.886 0.03 0.782 1.453

Capability Development 0.739 5.06 0.000 0.948 1.656

Involvement | cam Orientation 0076 | 0.424 | 0336 | 0720 | 1.923
Empowerment 0.331 1.899 0.029 0.739 1.602

Creating Change 0.180 0.997 0.159 0.709 1.644

Adaptability | o ctomer Focus 0588 | 4208 | 0.000 | 0862 | 1.319
Organisational Learning 0.452 2.639 0.004 0.808 1.604
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45.2 HCM Structural model evaluation

To assess the results of the structural model it is required to conduct bootstrapping (5000)
samples in SmartPLS 4 (Hair et al. 2018). The results of the bootstrapping (5000 samples) of
the structural model can be seen in Table 4.27 below. The table shows the path coefficients (),
the t statistics, and the p statistics. The results indicate that Adaptability, Consistency, and
Involvement do not have a significant impact on performance while Mission has a significant

positive impact on performance.

Table 4.27 - Statistical relationships between dimensions and performance

B t-value p-value
Adaptability -> Performance 0.084 0.785 0.216
Consistency -> Performance 0.132 1.089 0.138
Involvement -> Performance 0.142 1.142 0.127
Mission -> Performance 0.336* 2.331 0.010

Note: *p < 0.05

4.5.3 Dimensions hypotheses testing results

The results of the hypothesis testing for the Dimensions of the DM and their impact on

performance in Vietnamese organisations are presented below.
H1: Mission has a positive impact on performance in Vietnamese organisations

H1 posits that Mission has a positive impact on performance in Vietnamese organisations. The
results show that Mission has a significant positive impact on performance in Vietnamese
organisations (H1: f = 0.336, t = 2.331, p = 0.010). H1 is therefore supported.
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H2: Consistency has a positive impact on performance in Vietnamese organisations

H2 posits that Consistency has a positive impact on performance in Vietnamese organisations.
The results show that Consistency does not have a significant positive impact on performance
in Vietnamese organisations (H1: p = 0.132, t = 1.089, p = 0.138). H2 is therefore not
supported.

H3: Involvement has a positive impact on performance in Vietnamese organisations

H2 posits that Involvement has a positive impact on performance in Vietnamese organisations.
The results show that Involvement does not have a significant positive impact on performance
in Vietnamese organisations (H1: f = 0.142, t+ = 1.142, p = 0.127). H3 is therefore not
supported.

H4: Adaptability has a positive impact on performance in Vietnamese organisations

H2 posits that Adaptability has a positive impact on performance in Vietnamese organisations.
The results show that Adaptability does not have a significant positive impact on performance
in Vietnamese organisations (H1: f = 0.084, ¢t = 0.785, p = 0.216). H4 is therefore not
supported.

The results of the hypothesis testing for the Dimensions are summarised in Table 4.28 below.

Table 4.28 - Results of hypothesis testing of relationships between dimensions and
performance in Vietnamese organisations

Hypothesis Relationship ] t-value | p-value Decision
H1l Mission > Performance 0.336* 2.331 0.010 Supported
H2 Consistency > Performance 0.132 1.089 0.138 | Not supported
H3 Involvement > Performance 0.142 1.142 0.127 | Not supported
H4 Adaptability > Performance 0.084 0.785 0.216 | Not supported

Note: *p < 0.05
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The results of the quantitative stage allow for the development of interview questions for the
qualitative stage that are designed to increase confidence in the quantitative data results and to

explore and understand the results more completely (Denscombe 2010).

4.6 Qualitative research question development

The qualitative research question development is required in line with the purpose of the
Explanatory Sequential Mixed Methods design of this research (Creswell 2014). This process
allows for a more complete understanding of the research questions, comparison of the results
from each stage, explanation, and insights into the quantitative results, and incorporating the
perspectives of individuals (Creswell 2014). Given the methodology of this research, the
quantitative results are used as a basis for the development of the qualitative questions
(Creswell 2014).

The first question was developed to elicit perceptions of the organisational culture of
employees in Vietnamese organisations. This allowed for these perceptions to be categorised
to the DM Dimensions and Indexes to compare to the quantitative assessment of the

Dimensions and Indexes. The first interview question was:
Q1. How would you describe the organizational culture in your current organization?

The second question was developed to assess the perception of the benefits of strong
organisational culture and the relationship to the Dimensions and Indexes of the DM. This
allowed for these perceptions to be discussed in the context of the results of the quantitative
findings related to the characteristics of organisational culture and their links to performance
in Vietnamese organisations. This also provided insights into the specific outcomes that are
perceived as linked to strong aspects of organisational culture in Vietnamese organisations.

The second interview question was:

Q2. In your opinion, what are some benefits of having a strong organizational

culture?

The third question was developed to assess the perception of the relationship between the
organisational culture and performance in Vietnamese organisations and to further explore

specific results from the quantitative analysis with an aim to better understand the significant
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positive relationships that were found between specific Dimensions and Indexes of the DM and
performance. This allowed for the confirmation of the quantitative findings while providing
insight that allowed for the development of a better understanding of these results in a

Vietnamese context.

The third interview question therefore contained a main general question related to
organisational culture and performance and sub questions that were directly related to the
significant findings from the quantitative analysis. The quantitative analysis showed significant
positive relationships between performance and the Dimension of Mission and the Indexes of
Capability Development, Customer Focus, and Goals and Objectives. Links with other
Dimensions and Indexes were also elicited in these responses to also allow for an enhanced
understanding of the relationships that they may also have with performance in the Vietnamese

context. The third interview question and sub-questions were:

Q3. What are the effects of the organizational culture on organizational performance
in your current organization? Specifically, could you please discuss the effects of the
following aspects on organizational performance: (Q3.1) Mission; (Q3.2) Capability

development; (Q3.3) Customer focus; and (Q3.4) Goals and objectives.

The fourth question was related to understanding the link between Vietnamese culture and
organisational culture in Vietnam directly related to research question three. This was not tested
in the guantitative analysis, so this part of the research forms an exploratory role aimed at
understanding the relationship between Vietnamese culture and the organisational culture in
Vietnamese organisations. The fourth research question was:

Q4. How would you describe the impact of the Vietnamese cultural characteristics,
such as individualism, power distance, uncertainty avoidance, and masculinity, on

the culture of your organisation?

The fifth question was aimed at understanding the perception of respondents as to the effects
of national culture on organisational culture related directly to research question three. The
question draws on the experience of Vietnamese employees in multicultural contexts to explore

the perceptions of the relationship between national cultural traits and the organisational
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cultures that exists within organisational in their respective national and regional cultures. The

fifth research question was:

Q5. In your opinion, what are the similarities and differences in terms of the

contribution of national culture to organizational culture between Vietnam and other

countries?

The sixth and final research question was to allow the respondents an opportunity to add to the
responses that they had provided that they feel may make an extra valuable contribution to the

research in the context of the study and the questions that they had been asked. The sixth

interview question was:

Q6. Is there something we have not asked you that we should?

4.7 Qualitative findings

The qualitative research findings will firstly present the demographic data of the respondents
followed by the categorical thematic analysis of the responses in context of the research
questions and the corresponding interview questions. The findings draw from six semi-

structured interviews that were conducted with ten employees working in organisations in

Vietnam.
Table 4.29 - Demographic Information of Interview Respondents
Py m o < ©) g
g |» |§ |2 RBs | 28 |2 | 2% 2
5 Q 2 S < = S 5 o c = &
D - o —+ job] «Q @ =S
S @ 2 = S =, I <
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HC Real
R1 | 35-44 F Manager | 6-15 Foreign Vietnamese
MC Estate
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R3 | 25-34 Manager | 6-15 Foreign Vietnamese | Services
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R4 | 25-34 | M | Manager | 6-15 | Vietnamese Vietnamese | Services
MC
Senior HC
R5 | 45-54 | M 16-25 Foreign Vietnamese | Education
Manager MC
Senior HC
R6 | 45-54 16-25 | Vietnamese Vietnamese | Services
Manager MC
Senior HC Real
R7 | 45-54 16-25 Foreign Vietnamese
Manager MC Estate
Senior HC
R8 | 35-44 6-15 Foreign Vietnamese | Services
Manager MC
Senior HC Entertain
R9 | 25-34 6-15 | Vietnamese Vietnamese
Manager MC ment
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Creswell (2014) notes that in studies employing Explanatory Sequential Mixed Methods design
it is important to use participants from the quantitative stage in the qualitative stage to be able
to provide confirmation of the results. This was important in this study; however, it was also
important to broaden the respondents to also see if the themes carried over outside of the
sample. Ultimately, the respondents were comprised of eight participants from the first stage
of the research while two participants (respondents R4 and R9) were recruited from outside of

the initial quantitative sample.

The primary researcher endeavoured to recruit a diverse range of participants that could
represent different demographics. This was somewhat challenging owing to the anonymity of
the original survey. Known participants were sought and recruited through the primary network
that was used in recruiting participants for the quantitative stage. Ultimately it was possible to
recruit a diverse group of respondents with a varying age, years’ work experience, position,
and genders. There was less diversity among the distribution of the business type, industry, and
location but overall, the demographics align well with the larger sample from the quantitative

stage. Interviews were conducted over a three-week period on MS Teams in mid-2023.

The qualitative data analysis sought to identify categories and themes that related to each of
the research questions directly. Research question one was addressed with interview questions
one and two and the themes and sub-themes correspond directly to the Indexes and Dimensions
of the DM to allow for a comparison and verification of the quantitative results. Interview
question three and the sub- questions are directly related to research question two and also uses

the themes and sub-themes directly related to the Indexes and Dimensions of the DM to allow
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for direct comparison and verification of the quantitative results. Interview questions four and
five are designed to explore the relationship between national cultures and organisational
culture to understand the influences and importance of national cultural characteristics in
forming organisational culture. These themes will be divided into traditional and contemporary

cultural influences.
4.7.1 Interview question one — Organisational Culture

The first interview question was designed to elicit the perceptions of organisational culture
within the respondents’ organisations to provide a comparison for the maps of the Indexes and
Dimensions that were developed from the quantitative analysis. The qualitative results allow
for the comparison and confirmation of the quantitative results which provided a picture of
organisational culture in Vietnam according to the Denison Organisational Culture Survey.
These results will be useful in discussions related to all the research questions. The first

interview question was:
Q1. How would you describe the organisational culture in your current organization?

Responses were categorised according to alignment with Indexes and Dimensions of the DM
which act as the sub themes and themes respectively. Once comments were categorised
according to the sub theme Indexes, the number of comments related to each of the theme

Dimensions could also be assessed.

Table 4.30 — Descriptions of organisational culture

No. of No. of
Theme Sub Theme Exemplar comments
respondents | comments

Strategic Communicated quite well;
Mission Direction & 1 1

Intent
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Theme

Sub Theme

No. of

respondents

No. of

comments

Exemplar comments

Goals &
Objectives

They all know that their
contribution to the company
matters; all the goals and
objectives; the same goal with
the company; we also want to
transform communities;

Vision

They show then guide the
vision to the people

Consistency

Coordination
& Integration

Happiness means that we
achieve something together;
everyone is very supportive;
the department will solve...if
they have a conflict; in
combination have to work;
across departments;
everybody supports

Agreement

Address things up front if
there is conflict; it is really
supportive; talk together to
solve the issues; safe
environment for all employees
to freely feedback and discuss;
compliance

Core Values

Follow quite a few core values
of the company and stick to
that; we want to get the best
fit; the company living
through the value proposition
that has been stated; the
culture is driven by the values
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Theme

Sub Theme

No. of

respondents

No. of

comments

Exemplar comments

Involvement

Capability
Development

Support employees career
aspirations

Team

Orientation

11

Culture as a team; open,
friendly, and...equal; people
value the relationship among
colleagues; always striving to
offer inclusive environment;
define my business as a family
business; like a family
member; the culture here is
supportive; friendly, family
departments in my company;
tolerance and group
collaboration, it’s like a little
family

Empowerment

Employees can have
empowerment; people from
different job levels are treated
the same; encouraging
younger employees to raise
their ideas; don’t adhere to
strict hierarchy

Adaptability

Creating
Change

Encouraging everyone in the
company to contribute new
ideas; help people to
brainstorm and come up with
new ideas

Customer

Focus

Have a strong customer focus;
customer obsession culture
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No. of No. of
Theme Sub Theme Exemplar comments
respondents | comments

Organisational Culture of innovation and

. 1 1 growth mindset
Learning

The qualitative results showed that the Index of Team Orientation was the most prominent,
followed by Coordination and Integration, Agreement, and Core Values. The number of
comments categorised for Goals and Objectives and Empowerment were in the middle of the

grouping while only one or two comment were categorised for the remaining Indexes.

When describing the organisational culture of their organisations, nearly all respondents
indicated the importance of the group harmony and a feeling of family, supportiveness, and
friendliness which resulted in Team Orientation being by far the most prominent and common
feature of all respondents’ organisations. The comments that were categorised to Coordination
and Integration also reflect aspects of Team Orientation in that the importance of Coordination
and Integration is dependent of teams being able to work together to further support the
harmonious, supporting, and happy working environment. These comments have clear links to
the Vietnamese cultural characteristic of collectivism and demonstrate a clear link to the
organisational culture of Viethamese organisations. Both of these Indexes are associated with
an internal focus on the DM and suggest that organisational culture in Vietnamese

organisations has a strong internal focus.

When assessing the Dimensions of organisational culture according to the sum of the
classification of the comments for each of the Indexes, the Dimensions of Consistency and
Involvement were ranked highest with the greatest number of comments from the greatest
number of respondents. The Dimensions of Adaptability and Mission had far fewer comments
and respondents categorised as describing the organisational culture with five comments each

from four and three respondents respectively. These results are shown in Table 4.31 below.
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Table 4.31 - Comments categorised according to the Dimensions of the Denison Model

No. of respondents No. of comments
Mission 3 6
Consistency 9 15
Involvement 9 15
Adaptability 4 5

When categorised according to the Dimensions, it further illustrates the internal focus of
Vietnamese organisational culture with the Dimensions of Consistency and Involvement each
having around three times more comments from three times more respondents than both of the
other two Dimensions. A total of nine respondents provided a total of fifteen comments that

were classified as belonging to both the Dimensions of Consistency and Involvement.

The responses show a wide variety of categories represented, with comments being categorised
according to every Index of the DM. The Indexes of Coordination and Integration and Team
Orientation had the most responses categorised and the greatest number of respondents
commenting. Coordination and Integration was the only Index which had a comment from
every participant categorised. The Indexes of Empowerment, Core Values, and Strategic
Direction and Intent each had comments categorised from around half of the respondents. The
remaining Indexes elicited responses from three or less respondents that were categorised in

each Index.

When grouped by corresponding themes related to the Dimensions of the DM, the Dimensions
of Involvement and Consistency were closely ranked in number of respondents with nine and
ten respectively and the number of comments with twenty-two and twenty-five respectively.
These Dimensions are both aligned with an internal focus on the DM while the Dimension of
Involvement has a flexible orientation while the Dimension of Consistency has a stable

orientation.
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The Dimensions of Mission and Adaptability both had far fewer respondents and number of
comments categorised according to the sum of the Index comments. Eleven comments from
five respondents were categorised in the Dimension of Adaptability while eight comments from
six respondents were categorised in the Dimension of Mission. These Dimensions are both
aligned with an external focus on the DM while the Dimension of Adaptability has a flexible

orientation while the Dimension of Mission has a stable orientation
4.7.2 Interview Question two — Strong Organisational Culture

The second interview question was designed to elicit the perceptions of the benefits of strong
organisational culture within the respondents’ organisations to gain an understanding of which
Dimensions and Indexes of organisational culture are perceived to have an impact on a strong
organisational culture in Vietnamese organisations while also seeking to understand whether
respondents associate a strong organisational culture with performance. The second interview

question was:

Q2. In your opinion, what are some benefits of having a strong organizational

culture?

Responses were categorised according to alignment with Indexes of the DM which act as the
themes. Once comments were categorised according to the Indexes, the number of comments

related to each of the Dimensions could also be assessed.

4.7.2.1 Interview question two themes

The themes relating to research question two were related to the development of the general
questions and to a specific question related to understanding more about the impact of

Vietnamese culture on the organisational culture of organisations in Vietnam.
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Table 4.32 - Benefits of Strong Organisational Culture

Theme

Sub Theme

No. of
respondents

No. of

comments

Exemplar comments

Mission

Strategic
Direction &

Intent

when now we know that what's
happening in our company; so
that everyone is aligned and
on the same page; Operation
can control; With a strong
organization, culture can
guide; Company culture
decides the power of the
organizations

Goals &
Objectives

of what we need to do; Goal
for them to wake up in the
morning

Vision

will help us have more like a
clear vision; vision is
communicated well within the
company; how we can
communicate that culture
message to everyone at every
level in the organization

Consistency

Coordination

& Integration

and how we can deliver in our
daily task; we must follow,
and we have some guidance
from the management; people
will work harder for the
company; performing our job
and doing our work every day
but expressing that culture; it
can escalate down easy

Agreement

they will try to hard then
without complaining
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Theme

Sub Theme

No. of

respondents

No. of

comments

Exemplar comments

Core Values

something we can be proud;
What we do is ethical; That
identity of, you know, people
working into that organization

Involvement

Capability
Development

also have good training and
learning objective; The
upgrade of skills continuously

Team

Orientation

the long time working of the
employment; we are in the
team, not individual

Empowerment

strong organizational cultures
will motivate staff to volunteer
to work; they can freely speak
their mind and they can easily;
Proposed new ideas and they
are not afraid of being
criticized or having bad ideas;
everyone can share openly; no
one will be bully at my
company

Adaptability

Creating
Change

guiding the way that we re
going because given the
disruption of technology;
Given a highly competitive
environment in the sector;
something new and that helps
the organization going
forward and not fall behind
compared to other competitors
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No. of No. of
Theme Sub Theme Exemplar comments
respondents | comments

for the external customer as

well
Customer
1 1
Focus
Organisational
0 0

Learning

The results found that describing the benefits of strong organisational culture in Vietnamese
organisations, the most comments were categorised as related to the Indexes of Strategic
Direction and Intent, Coordination and Integration, and Empowerment with five comments
each. Strategic Direction and Intent had the greatest number of respondents providing
comments with five respondents while Coordination and Integration and Empowerment each
had four respondents providing comments. The Indexes of Agreement and Customer Focus
each only had one comment from one respondent categorised as being a benefit of strong
organisational culture while Organisational Learning had no comments. All other Indexes had
two or three comments from one or two respondents that were categorised as being a benefit

of strong organisational culture.
4.7.3 Interview Question three — Organisational Culture and performance

The third interview question was designed to confirm and provide a deeper understanding of
the relationship between organisational culture and performance in Vietnamese organisations
as well as the relationships between Dimensions and Indexes of the DM and performance that
were found to be significant in the quantitative stage. Therefore, the third interview question
had a main question related to organisational culture and four sub questions related to the
significant relationships that were found in the quantitative stage. The third interview question

and sub questions were:
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Q3. What are the effects of the organisational culture on organizational performance
in your current organization? Specifically, could you please discuss the effects of the
following aspects on organizational performance: (Q3.1) Mission; (Q3.2) Capability

development; (Q3.3) Customer focus; and (Q3.4) Goals and objectives.

The responses to the main question and sub questions allow for perceptions of relationships
between all Dimensions and Indexes of the DM to be considered. While the analysis of the
main question seeks to categorise comments related to performance according to the
Dimensions and Indexes of the DM, the sub questions seek to develop further insights into the
Dimensions and Indexes that were found to have a significant positive relationship in the
quantitative stage. The qualitative results from interview question three will be useful in the
discussions for all research questions. The following sections discuss the findings of interview

question three and the related sub questions.
4.7.3.1 Interview main question three — Organisational Culture

The main question and sub questions sought to elicit responses that could identify aspects of
organisational culture that could be linked to performance in Vietnamese organisations. The
main theme of organisational culture was then further divided by themes that corresponded
with Indexes of the DM. This provides an insight to Dimensions and Indexes of organisational
culture linked to performance within Vietnamese organisations regardless of the relationships
identified in the quantitative stage. Thematic content analysis was conducted on the main
question and the sub questions to identify all instances in which comments related to the
performance of the organisations could be categorised according to the Indexes of the DM.
Table 4.33 shows the sub themes related to the Indexes that were used to categorise the
comments under the main theme of organisational culture while also showing the number of
respondents who commented, the number of comments linked to each subtheme, and the

corresponding exemplary comments.
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Table 4.33 - Organisational culture Indexes associated with performance

Sub themes

No. of
respondents

No. of

comments

Exemplary comments

Strategic
Direction &

Intent

14

Communicated to the employer; they all
try to achieve; they will know very, very
clearly; always trying to pull for that
company direction; making effort, without
me telling them to make effort; how to
achieve the mission; they have that
strategy, everyone has to perform; the
employee ourselves needs some real action

Goals &

Objectives

15

Goals and objectives or KPI set very clear;
what is the goal of this year; leaders
communicate those goals and objectives;
we have objectives for the whole
organisation; cascades down to the lower
level; consideration of that strategy in
their daily work; step by step mission is
just a goal; knowledge to the set of
missions to control; the top ten best
company in Vietnam

Vision

The company has a clear vision
communicated,; share this year’s vision;
people really understanding the company
mission; trained about the mission;
everybody believes in that

Coordination

& Integration

We try our best to reach that objective; all
of us work towards that goal;
collaboration between departments; plan
that they have in meeting; how you
organise your work; same way in my
company; everyone is going the right way

Agreement

Cooperate with corporate processes and
policies
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Sub themes

No. of

respondents

No. of

comments

Exemplary comments

Core Values

Happy and proud to work here; motivating
way; follow the one way of my company
culture

Capability
Development

10

14

Many learning platforms; conduct a lot of
course training; they can develop further
skills; and then they actually improve; you
need to develop capability of staff; improve
the next generation; every employee has a
target to learn; is quite important; we are
thinking how to reskill or upskill; we have
coaching...mentoring; when you have a
plan to grow...you need more skills; more
certificates

Team

Orientation

We help people; this is a group effort;
knowledge in teams; most effective team

Empowerment

Encourage people to have new ideas; they
can follow their ideas; it can be
individualistic; encourage people to go for
it; everybody has a right to speak

Creating
Change

10

Develop the service or the product; focus
on this innovation; what they want along
with that product; trying to find out the
problem to improve; improve the
governance; in a transforming process

Customer

Focus

11

What the customers need; we want to focus
on the customers; create a positive
experience for the customer; because they
pay us; the customers feel good...they
choose my company; if they say something
good...we will get more customers; part of
our company values; everything you do,
you should focus on your customer need;
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No. of No. of
Sub themes Exemplary comments
respondents | comments

you need to know the purpose of the
customer; if you take care of the customer,
it will bring

Predict their needs; trying to come up with
new initiatives, what’s the problem with

8 15 the market; research now; strong learning
Learning culture; gap in knowledge...need to
understand; bring my work in America
back to Vietnam; We come to ask them

Organisational

A total of 108 comments were categorised according to the sub themes that correspond to the
Indexes of the DM. The sub theme Indexes with the most comments were Goals and Objectives
and Organisational Learning with fifteen comments each. Capability Development and
Strategic Direction and Intent each had fourteen comments while Customer Focus, Creating
Change, and Coordination and Integration each had eleven, ten, and nine comments
respectively. Each of the remaining sub theme Indexes had seven or fewer comments each with
seven comments for Vision; five comments for Empowerment; and four comments for Team
Orientation. Core Values and Agreement on had three and one comment respectively

categorised according to the sub theme Indexes.

These responses can further be categorised according to the Dimensions of the DM. When
categorised according to Dimensions of the DM the number of respondents and comments can
be shown in Table 4.34.
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Table 4.34 - Comments of Organisational performance categorised by Dimension

No. of respondents No. of comments
Mission 9 36
Consistency 8 13
Involvement 10 23
Adaptability 10 36

The results show that most respondents provided descriptions of aspects of organisational
culture in their organisations that related to each of the Dimension of the DM. The Dimensions
of Mission and Adaptability had the most comments categorised from there relevant sub theme
Indexes with a total of thirty-six each. The Dimension of Involvement had a total of twenty-
three comments and Consistency had the least number of comments categorised with a total of

thirteen.
4.7.3.2 Interview question three — Sub questions

The four sub questions in interview question three were developed specifically to further
explore and confirm the Dimension and Indexes that were found to have a significant positive
impact on performance in the quantitative stage. Table 4.35 shows the number of respondents
and comments that were related to each of the themes that were associated with the question
three sub questions and were based on the significant positive relationships that were found
between the Dimension of Mission and the Indexes of Capability Development, Customer

Focus, and Goals and Objectives.
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Table 4.35 - Comments related to the themes for Interview Question 3 sub questions

Theme

No. of
respondents

No. of

comments

Exemplary comments

Mission

15

the company has a clear vision or mission
communicated to the staff, we have
something like goals and objectives; the
management team will share this year's
vision and mission; So, we will focus on
that result; really understanding the
company mission...working in the same
direction...on the same page; it affects the
manager; it is indirectly influenced through
my management style; translates the
mission from higher in the university that it
cascades down to the lower level; through
mission for sure; they always follow the one
way of my company culture; without the
mission, the top management cannot
escalate down; make known to every
employee so everyone is going the right
way; all employee in the company was
trained about the mission; it’s a bit high
and far away from the daily operation; so
even though in our daily life we haven’t
seen that; our mission, our slogan, is to
speak and to be heard

Customer

Focus

10

15

They dig very deep inside what the
customer needs; we can understand more
about what they need; focus on customers
in all of the projects will be customer
centric; quite new direction, new initiative
or new focus; we talk about customer
centric or customer obsession; for the
experience of the external customer we also
have to start from within; instead of
focussing of the competitors in the
market...focus more on the customer, we
focus on catering to a specific group of
customers; it reflects in everything we do;
that have been a focus; want the long term
contract with the customer; the customer
service is a priority; customer focus is part
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Theme

No. of

respondents

No. of

comments

Exemplary comments

of our company values; we always go from
the customer because their needs style
everything; if you take care of the customer
it will bring the company more referrals

Goals &

Objectives

12

If they keep achieving the short term goals
and objectives at the end they can achieve
the long term goals and vision as well; it’s
very important to let all the staff know that
this year we need to achieve; all of us need
to focus on those result; walking towards
the goals and objectives, it will help us go
directly to the goal; important to us and
going to impact the performance positively;
to be alive and all the same page on what
the direction that the company is trying to
achieve; motivating way so that the people
will have the energy and enthusiasm; have
goals and objectives for the whole
organisation; we don’t really connect them
to performance; everyone has to perform
and everyone has to take into consideration
that strategy into their daily work;
everybody has to believe in one goal they
have; they all try to achieve

Capability
Development

10

19

Our company has five learning platforms; it
improves my skills and helps me in my daily
work; they conduct a lot of courses and
training for all the staff; all of us have an
account of LinkedIn learning; we need to
complete at least four hours per quarter;
the most important aspect when it comes to
the performance of the company; can
change over time or can develop or grow
over time; development is very important
and it’s important for the manager to
recognise that; Vietnamese staff are less
likely to confront the manager...so they
need to provide adequate training; you
train and they leave, is far better than you
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Theme

No. of

respondents

No. of

comments

Exemplary comments

don’t train, and they stay, you cannot
perform in the complex world which
requires a lot of new skills and knowledge;
we always have a mission...to the next
generation; they promote learning culture;
capability development is quite important,
especially in the transforming process; we
are also looking at the current workforce to
see...how far the gap between the current
skill and the new skill set; we have
coaching, we have monitoring, mentoring;
performance reviews...define the gap
between their current performance and
expected performance; you have to have
more when you need and when you have a
plan to grow; the staff have more
certificates and stuff

The following sections explore these themes in detail in order to find evidence of support for

the findings from the quantitative phase and to provide a deeper insight into those results.

4.7.3.2.1 Interview sub question 3.1 - Mission

The Dimension of Mission was the only Dimension that was found to have a significant

positive relationship with performance in Vietnamese organisations in the quantitative analysis

and provided support for the hypothesis that was developed as a result of the literature review

and according to the definition of Mission (Denison & Neale 1999). The Dimension of Mission

has an external focus and aligns with stability in the DM.

Of the three Indexes of the DM that were found to have a significant positive relationship with

performance in Vietnamese organisations, Goals and Objectives was the only Index which also

belonged to a Dimension that was found to also have a significant positive relationship.
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Interview sub question 3.1 and the theme of Mission is directly related to the significant
relationship that was found in the quantitative stage of the research between the Dimension of

Mission and performance and was explored with interview questions 3.1:

Specifically, could you please discuss the effects of the following aspects on
organizational performance: (Q3.1) Mission

A total of nine respondents provided a total of fifteen comments that were categorised as adding
understanding between the Dimension of Mission and performance in Vietnamese
organisations. These responses reflected support that aligns with the hypothesis developed
from the literature review and the findings of the quantitative stage. The comments also provide
insight into how the Indexes that belong to the Dimension contribute to the positive impact on
performance in Vietnamese organisations. In addition, the comments demonstrated numerous
links to other Indexes and their relative Dimensions that provide insight into how different
aspects of organisational culture in Vietnamese organisations contribute to the Mission having
a positive impact on performance. These findings are analysed in more detail in the following

sections.

All of the respondents provided comments that supported a positive relationship between the
Mission of their organisations and performance. For example:

“The company has a clear vision or mission communicated to the staff, we have
something like goals and objectives or KPIs set very clearly, and we have that one KPI

to reach to, so we try our best to reach that KPI objective” (R1)

“At the beginning of the year, our company always has a town hall and then the
management team will share this year's vision and mission. So, all of all the staff will
know very clearly what the goal of this year is. So, the mission is very clear at the

beginning. So, all of us work toward that goal” (R2)

“I think it's a very important mission, very important and crucial in terms of how it's
going to affect the business performance because it's only when the people really
understand the company mission, then they wouldn't be able to work in the same
direction, be allowed on the same page. When everyone is allowed on the same page,
then the collaboration between departments, is going to be just smoother ” (R3)
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“So, my organization is the higher organization, it is the school then this is broken

down to the lower level that's a department” (R5)

“Long term employment and when We build the culture, it is the culture of my
company” (R6)

“The mission is important because without the mission, the top management cannot
escalate down the KPlIs for everyone to work on. So, mission is important, and it is
also important that it is made make known to every employee. So, everyone is going
the right way” (R7)

“Our mission is our slogan, it is to speak and to be heard, so my opinion is that

everybody; they have the right to speak” (R9)

These comments all support a link between the Dimension of Mission to performance in the
respondents’ organisations when considering the definition that Mission is ‘a sense of direction
and performance expectations’ (Denison & Neale 1999, p. 1-14). The sense of direction is

illustrated with comments such as:
“Set very clearly” (R1)
“All the staff will know very clearly” (R2)
“Able to work in the same direction” (R3)
“So, everyone is going the right way” (R7)

The comments also indicate a clear connection to understanding the performance expectations

as illustrated with comments such as:
“We have something like goals and objectives or KPIs” (R1)
“Very clearly what is the goal of this year” (R2)
“Escalate down the KPIs for everyone” (RT).

In addition, the comments reflect the importance the Mission being clearly communicated (R1;
R2; R3; R5; R7) to all levels of the organisation (R1; R2; R3; R5; R7) while being clearly and
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specifically linked to the specific objectives of individuals (R1; R3; R7) for the organisation to
perform. Furthermore, all comments reflected how a common understanding of the mission

and values of the organisation are important to impact performance by aligning the employees.

The comments also offer extra insights into how performance is connected to the broader
Dimension of Mission via the corresponding Indexes that belong to that Dimension. The Index
of Goals and Objectives was found to have a significant positive impact on performance in the
quantitative analysis and the relationship to Mission was demonstrated in numerous comments,

for example:
“We have something like goals and objectives...set very clearly” (R1)
“So, all of us work toward that goal” (R2)
“Escalate the KPIs down for everyone to work on” (RT)
“Senior leaders keep talking about the goal ” (R8)

In addition, numerous comments reflected how the other two Indexes of Vision, and Strategic
Direction and Intent also contribute to Mission and performance. For example, comments

showing a relationship with the Index of Vision:
“The company has a clear vision or mission communicated to the staff ” (R1)

“Always have a town hall and the management team will share this year's vision and

mission” (R2)

“When the people really understand the company mission” (R3)

“When we build the culture is the culture of my company” (R5)

“Important that it is made make known to every employee” (RT)
And comments showing a relationship with Strategic Direction and Intent:

“They will know very, very clearly what is the goal of this year” (R2)

“Working in the same direction” (R3)
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“Always follow the one way of my company culture ” (R6)
“So, everyone is going the right way ” (R7)
“But without the direction, we don't know how to reach the goal ” (R8)

As well as reflecting the Indexes associated with Mission, comments also demonstrated
connections between the Mission and other Indexes of the DM. Some comments could be

linked to other Indexes. For example, Coordination and Integration:
“So, all of us knows what the result is” (R2)

“When there is collaboration between departments, we're going to just going to be
smoother ” (R3)

“Cascades down to the lower level ” (R5)
And empowerment:
“Everybody; they have the right to speak” (R9)

While nine respondents provided support for a positive relationship between the Dimension of
Mission and performance in Vietnamese organisations, two of these respondents’ comments

expressed that the Mission of the organisation is distant from daily operations, for example:

“Personally think that the mission doesn’t really affect the employee that much, but it
affects the manager” (R4)

“Somehow the mission and the vision in the organization is a bit far away from the

daily operation” (R8)

“It is very high...but without the direction, we don't know how to reach the goal”
(R8)

However, while these comments noted that the Mission was distant from daily operations,
they noted the importance of manager’s role in ensuring that the mission is reflected in the

daily operations. For example, the same two respondents also commented:
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‘We translate that into how we manage, how we interact with the employees and how

we create, how we build the culture” (R4)
“We need something real, need to see the facts step by step...” (R8)

Therefore, while these employees may feel that the Dimension of Mission is quite disconnected
from the daily operations of the organisations, the additional comments note that there is a
strong connection through elements of Strategic Direction and Intent and Goals and Objectives
that would support the finding that the Dimension of Mission has a positive impact on

organisational performance.
4.7.3.2.2 Interview sub question 3.2 — Capability Development

The Index of Capability Development was found to have a significant positive relationship
with performance in Vietnamese organisations in the quantitative analysis and provided
support for the hypothesis that was developed as a result of the literature review and according
to the model’s definition of Capability Development (Denison & Neale 1999). Of the three
Indexes of the DM that were found to have a significant positive relationship with performance
in Vietnamese organisations, Capability Development was the only Index which belonged to
the Dimension of Involvement. The Dimension of Involvement was not found have a
significant positive relationship with performance in the quantitative stage. Interview sub
question 3.2 and the theme of Capability Development is related to the significant relationship
that was found in the quantitative stage of the research between the Index of Capability

Development and performance and was explored with interview questions 3.2:

Specifically, could you please discuss the effects of the following aspects on

organizational performance: (Q3.2) Capability Development

All ten respondents provided a total of nineteen comments that were categorised as adding
understanding between the Index of Capability Development and performance in Vietnamese
organisations. All respondents provided support for a positive relationship between the Index
of Capability Development and performance in Vietnamese organisations that aligns with the
hypothesis that was developed from the literature and the findings of the quantitative stage.

Additionally, the comments also provide insights into how the Index of Capability
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Development impacts performance as well as providing links to other Indexes in the DM that

give indications of the drivers and facilitators of this Index in Vietnamese organisations.

All the respondents provided comments that supported a positive relationship between the

Capability Development of their organisations and performance. For example:

“Our company has five learning platforms like LinkedIn or Workshop. They hold it
quite frequently so we can choose what is needed to upgrade yourself. Like myself, I
can attend some business writing classes or a negotiation course. | can attain so that it
improves my skills, and it helps me in my daily work and at the end, it had increased

my performance as well.”” (R1)

“All of us can access to the same database and then we can just sign up and study

online in our own time. So, it will help us to improve our skills a lot.” (R2)

“This is for me the most important aspect when it comes to the performance of the
company, because | think the people at the end are still the core focus.” (R3)

“[ think quite a lot... I just trained them and after training, both of them have talked
about their skills and knowledge actually improved. So, | think the development is very

important and it's important for the manager to recognize that.” (R4)

“You need to develop capability of staff because that directly impacts the performance
of the organization because if you don't have the talent, if you don't reskill and upskill
the staff, then they fail to perform in the high level or cannot perform in the complex

world which requires a lot of new skills and knowledge nowadays.” (R5)

“We always have a mission., in my position, to the next generation. I am a deputy
manager, managing director and | have a mission to make the director of the

department have the same thing, the same way.” (R6)

“A strong learning culture which every employee has the target to learn and regardless
of your level, regardless of the age, so everyone had to learn, and it also helps some of
the Vietnamese lower-level staff to learn to write English and also communication. So,

1 think it helps the organization to go further and achieve that target.” (R7)
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“There's a gap in knowledge in teams so we are thinking of how to reskill or upskill

“current employees to meet the new skill set of the new business.” (R8)

“If the employees themselves can improve the performance, can meet the objectives
and we think that they will leverage the whole performance of the team and the

organization also.” (R8)

“Short term about less than three years, you don't need a lot of knowledge or skills, but
now you have to have more when you have a plan to grow. In the Vietnam market, you
need more skills and more knowledge together with the mission and then you are in
control of the people, and you do more. So more with me is creating products you need

more than just a little skill or a little knowledge.” (R9)

“So, my company has more people higher, qualified people to work, and the staff have

more certificate and stuff who work here.” (R10)

These comments all support a link between the Index of Capability Development to
performance in the respondents’ organisations when considering the definition that Capability
Development is that ‘“The organization continually invests in the development of employees'
skills in order to stay competitive and meet ongoing business needs’ (Denison & Neale 1999,
p. 2-9).

For example, links related to investing in the development of employees:
“Our company has five learning platforms” (R1)
“All of us can access to the same database” (R2)
“I just trained them” (R4)

And links related to staying competitive and meeting ongoing business needs:
“Directly impacts the performance of the organization” (R5)

“Cannot perform in the complex world which requires a lot of new skills and knowledge

nowadays.” (R5)
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“It helps the organization to go further and achieve that target.” (R7)

“Meet the new skill set of the new business.” (R8)

“Leverage the whole performance other team and the organization also.” (R8)
“You have to have more when you have a plan to grow” (R9)

The comments indicated some relationship with the Index of Team Orientation which also

belongs to the Dimension of Involvement, for example:
“Leverage the whole performance of the team” (R8)

The comments also indicated relationships with other Indexes of the DM that contribute to
the performance of the organisations. For example, Creating Change:

“Especially we are in a transforming process ” (R8)

“With me it is creating products you need more than just a little skill or a little
knowledge” (R9)

Organisational Learning:

“To meet the new skill set of the new business” (R8)
Strategic Direction and Intent:

“Have the same thing, the same way.” (R6)
And Goals and Objectives:

“Achieve that target.” (R7)

“Can meet the objectives” (R8)

The two Indexes of Organisational Learning and Creating Change both belong to the
Dimension of Adaptability on the DM. These Indexes are also aligned with flexibility on the
DM; however, they are associated with an external focus as opposed to the internal focus

associated with Capability Development.
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The two Indexes of Strategic Direction and Intent both belong to the Dimension of Mission on
the DM. These Indexes are oppositely opposed to the attributes of Capability Development in
the Dimension of Involvement with an external focus and stability. As well as comments
directly related to these Indexes, some comments are related more broadly to the Dimension of
Mission, for example:

“I have a mission” (R6)
“Together with the mission” (R9)

The qualitative analysis shows support for the positive impact of the Index of Capability
Development on performance in Vietnamese organisations as well as providing evidence as to
how this happens and is driven by externally focused Indexes and facilitated via internally

focused Indexes.
4.7.3.2.3 Interview sub question 3.3 — Customer Focus

The Index of Customer Focus was found to have a significant positive relationship with
performance in Vietnamese organisations in the quantitative analysis and provided support for
the hypothesis that was developed as a result of the literature review and according to the
model’s definition of Customer Focus (Denison & Neale 1999). Of the three Indexes of the
DM that were found to have a significant positive relationship with performance in Vietnamese
organisations, Customer Focus was the only Index which belonged to the Dimension of
Adaptability. The Dimension of Adaptability was not found have a significant positive
relationship with performance in the quantitative stage. Interview sub question 3.3 and the
theme of Customer Focus is related to the significant relationship that was found in the
quantitative stage of the research between the Index of Customer Focus and performance and

was explored with interview questions 3.3:

Specifically, could you please discuss the effects of the following aspects on
organizational performance: (Q3.3) Customer Focus

All ten respondents provided a total of fifteen comments that were categorised as adding
understanding between the Index of Customer Focus and performance in Vietnamese

organisations. All respondents provided support for a positive relationship between the Index

182



of Customer Focus and performance in Vietnamese organisations that aligns with the
hypothesis that was developed from the literature and the findings of the quantitative stage.
Additionally, the comments also provide insights into how the Index of Customer Focus
impacts performance as well as providing links to other Indexes in the DM that give indications
of the drivers and facilitators of this Index in Vietnamese organisations.

In addition, all respondents provided support for a positive relationship between the Index of

Customer Focus and performance in Vietnamese organisations. For example:

“Get more customer insight and from that we can develop the service or the product
that satisfies the customer needs and it helps us get more revenue.” (R1)

“We want to focus on customers in all of the projects, will be customer centric. So, it

will play an important role in the performance.” (R2)

“So that we were going to be in the good position to design and develop products or
services that actually make a positive impact to the external customer, the one that was
going to be willing to pay us a premium price for our products. I think that's the way to

go. I actually believe in it, so yeah.” (R3)
“We focus on catering to a specific group of customers, so we know who they are.” (R4)

“It influences all the performance and the focus in the organization, because if you fail
to deliver the right or good or high-quality learning experience, they will not purchase
your service and then you fail if you don't have revenue, how can you operate right? ”
(RS)

“Build the factories and offer for lease. The customer lease we always want the long-
term contract with the customer because when we change the customer, we have many
things fo rebuild...So in my company, the customer always wants the long-term contract

and | seek the customer.” (R6)

“So, the customer service is a priority, iz’s very important to us and it affects the sales,

it affects our image of the brand.” (R7)
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“That's why we form a team called customer experience from group level to the whole
country also to understand the customer inside, to push the customer satisfaction
ourselves. And then even our senior leaders say, you desire process, but if you don't

look inside the customer, what's process for?” (R8)

“We always go from the customer because their needs style everything so, we have to
understand first. We have to need to know the purpose of the customer and why they
need us.” (R9)

“It will bring customers, if you take care of the customer, it will bring the customers.
It's like you have more referral customers for all. ” (R10)

These comments all support a link between the Index of Customer Focus to performance in the
respondents’ organisations when considering the definition that Customer Focus is that ‘The
organization understands and reacts to their customer and anticipates their future needs. It

reflects the degree to which the organization is driven by a concern to satisfy their customer’

(Denison & Neale 1999, p. 2-13).
For example, links related to understanding and reacting to their customer:
“That we can develop the service or the product that satisfies the customer needs” (R1)

“To design and develop products or services that actually make a positive impact to

the external customer” (R3)

“To understand the customer inside” (R8)

“Their needs style everything so, we have to understand first” (R9)
And links related to a concern to satisfy their customers:

“We want to focus on customers in all of the projects” (R2)

“We have to think, will our customer like that?” (R4)

“To deliver the right or good or high-quality learning experience” (R5)

“Customer service is a priority” (RT)
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“If you take care of the customer, it will bring the customers” (R10)

The comments also indicated numerous relationships with the Indexes of Creating Change
and Organisational Learning which also belong to the Dimension of Adaptability. For

example, the Index of Creating Change:
“We can develop the service or the product that satisfies the customer” (R1)

“This is actually quite new direction, a new initiative or new focus from the senior
leaders” (R3)

“In the good position to design and develop products” (R3)
“We always go from the customer” (R9)
And Organisational Learning:
“Develop the service or the product that satisfies the customer needs” (R1)

“Design and develop products or services that actually make a positive impact to the

external customer” (R3)
“To understand the customer inside” (R8)

“We have to understand first. We have to need to know the purpose of the customer”

(R9)

Some comments also link to other Indexes and their corresponding Dimensions of the DM. For

example, numerous comments can be linked to the Index of Goals and Objectives:

“It has to improve the company sales and at the end increase the revenue for the

company” (R1)

“End goal to become true is that we're going to create a positive experience for the

for the customer” (R3)

“You fail if you don’t have revenue” (R5)
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“My company and the customer always want the long-term contract” (R6)
“It affects our sales; it affects our image of the brand” (RT)
Comments were also linked to Core Values:
“It reflects everything that we do” (R4)
“Customer focus is a part of our company values” (R8)
And Coordination and Integration”
“How to create the awareness about customer centricity” (R3)
“We have to work together, have to have a lot of alignment and collaboration” (R3)

As well as comments directly related to these Indexes, some comments are related directly to

the Dimension of Mission, for example:
“We have the mission that we want to focus on the customers” (R2)
“We serve our mission” (R5)

The Indexes of Organisational Learning and Creating Change both belong to the Dimension of
Adaptability along with the Index of Customer Focus. The Dimension of Adaptability is
associated with flexibility and an external focus on the DM. The Index of Goals and Objectives
belongs to the Dimension of Mission which is also externally focused while being aligned with
stability. The Indexes of Core Values and Coordination and Integration both belong to the
Dimension of Consistency which is oppositely opposed to the Dimension of Adaptability with

an internal focus that is aligned with stability.

Question 3.3 also gave some insights into the broader cultural drivers that suggest a shift
towards Customer Focus that was not previously emphasised as being associated with
performance in Vietnamese organisations. These comments suggest a shift from traditional
cultural influences to contemporary cultural influences on organisational culture in Vietnamese

organisations, for example:
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“Customer experience has been in China for a number of years...our customer

experience is a new department...just established for two years” (R3)
“This is actually quite a new direction, new initiative, or new focus” (R3)

The qualitative analysis shows support for the positive impact of the Index of Customer Focus
on performance in Vietnamese organisations as well as providing evidence as to how this
happens and is driven by externally focused Indexes and Dimensions while being facilitated
via internally focused Indexes. In addition, it provides some evidence of a shift in values with
influence from contemporary cultural influences driving this impact in Vietnamese

organisations.
4.7.3.2.4 Interview sub question 3.4 — Goals and Objectives

The Index of Goals and Objectives was found to have a significant positive relationship with
performance in Vietnamese organisations in the quantitative analysis and provided support for
the hypothesis that was developed as a result of the literature review and according to the
model’s definition of Customer Focus (Denison & Neale 1999). Of the three Indexes of the
DM that were found to have a significant positive relationship with performance in Vietnamese
organisations, Goals and Objectives was the only Index which belonged to the Dimension of
Mission. The Dimension of Mission was also the only Dimension that was found to have a
significant positive relationship with performance in the quantitative stage. Interview sub
question 3.4 and the theme of Goals and Obijectives is related to the significant relationship that
was found in the quantitative stage of the research between the Index of Goals and Objectives

and performance and was explored with interview questions 3.4:

Specifically, could you please discuss the effects of the following aspects on

organizational performance: (Q3.4) Goals and Objectives

Additionally, the comments also provide insights into how the Index of Customer Focus
impacts performance as well as providing links to other Indexes in the DM that give indications

of the drivers and facilitators of this Index in Vietnamese organisations.

Seven respondents provided a total of twelve comments that were categorised as adding

understanding between the Index of Goals and Objectives and performance in Vietnamese
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organisations. All seven respondents provided support for a positive relationship between the
Index of Goals and Objectives and performance in Vietnamese organisations that aligns with
the hypothesis that was developed from the literature and the findings of the quantitative stage.
Additionally, the comments also provide insights into how the Index of Goals and Objectives
impacts performance as well as providing links to other Indexes in the DM that give indications

of the drivers and facilitators of this Index in Vietnamese organisations.

Seven of the respondents provided comments that supported a positive relationship between

the Index of Goals and Objectives and performance in Viethamese organisations. For example:

“We have the goals and objectives in the short term and a vision, long term in the
company. If they like keep achieving the short-term goals and objective at the end, they
can like achieve the long-term goals and vision as well. So, at the end it can improve

the company performance.” (R1)

“It's very important to let all the staff know that this year we need to achieve a certain
amount of money. So, all of us need to focus on those results and then just walking
towards the goals and objectives, it will help us to go directly to that goal and then we

will not go far from our directions. So of course, we will impact the performance.” (R2)

“Yeah, | think this is important and it's going to impact the performance positively.”
(R3)

“He wants to everyone to be aligned and all the same page on what the direction that
the company is trying to achieve. Otherwise, if we are not at least aligned on what we
are trying to achieve, then it's going to be hard for everyone to work well together

during the year.” (R3)

“Any specific goals or object objectives, especially not for individual. We only have an
objective for the whole organization that you know basically every month we have to
achieve a certain red level of revenue.” (R4)

“That affects a lot to our organization and when they have that strategy, everyone has
to perform, and everyone has to take into consideration of that strategy into their daily
work.” (R7)
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“Everybody believes in that, you know the basically a company with me, it's based on
believing, it's not based on money and stuff and people that's based on believing
everybody has to believe in one goal they have, they need to have one dream just like
Elon Musk everybody and SpaceX believe that people can go to Mars. So now my
company, everybody right now believes we can win Vietnam markets and they work
every day for that dream.” (R9)

“Everyone’s happy, at first will be hard, but they all try to achieve because they always

have a key action.” (R10)

These comments all support a link between the Index of Goals and Objectives to performance
in the respondents’ organisations when considering the definition that Goals and Objectives is
that ‘A clear set of goals and objectives can be linked to the mission, vision, and strategy, and

provide everyone with a clear direction in their work.” (Denison & Neale 1999, p. 2-15).
For example, links related to linking the goals clearly to the mission, vision, and strategy:
“Goals and objectives in the short term and a vision, long term” (R1)

“Let all the staff know that this year we need to achieve a certain amount of money”

(R2)

“at least aligned on what we are trying to achieve” (R3)

“Have an objective for the whole organization” (R4)

“Consideration of that strategy into their daily work” (RT)

“Everybody has to believe in one goal they have” (R9)
And links related to a clear direction of work:

“Will help us to go directly to that goal and then we will not go far from our directions”
(R2)

“Everyone to work well together during the year” (R3)
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“Everybody right now believes we can win Vietnam markets and they work every day

for that dream” (R9)
“But they all try to achieve” (R10)

The Index of Goals and Objectives was unique in that it was the only Index in the quantitative
phase that was found to have a significant positive impact on performance that also belonged

to a Dimension that was found to have a significant positive impact on performance.

The other two Indexes belonging to the Dimension of Mission; Vision and Goals and
Objectives were found to have numerous links to the comments related to the Index of Goals

and Objectives. For example, the following comments can also be linked to Vision:

“We have the goals and objectives in the short term and a vision, long term in the

company” (R1)
“How the leaders communicate” (R3)
“A company it's based on believing” (R9)
While the following comments can be linked to Strategic Direction and Intent:

“It will help us to go directly to that goal and then we will not go far from our
directions” (R2)

“All the same page on what the direction that the company is trying to achieve” (R3)

“If we are not at least aligned on what we are trying to achieve, then it's going to be
hard” (R3)

“Everyone has fo take into consideration of that strategy into their daily work” (R7)

In addition to the links found to Indexes belonging to the Dimension of Mission, links were
also seen with other Indexes. Notably, several links with the Index of Coordination and

Integration can be seen. For example:

“So, all of us need to focus on those results” (R2)
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“Otherwise...hard for everyone to work well together during the year” (R3)
“Because the whole group organizational effort” (R4)
“Everybody has to believe in one goal ” (R9)
In addition, links can be seen to the Index of Team Orientation, for example:
“This is a group effort” (R4)
“And as a collective improve ” (R4)

The Index of Coordination and Integration is similarly aligned with stability in the DM in line
with the Dimension of Mission and its Indexes. However, Coordination and Integration are
aligned with an internal focus opposed to the external focus of the Dimension of Mission and
its Indexes. Team Orientation belongs to the Dimension of Involvement while being aligned

with flexibility and an internal focus on the DM.

These results demonstrate the importance of the Index of Coordination and Integration in
supporting the achievement of Goals and Objectives and for teams to work together in

Vietnamese organisations.
4.7.4 Interview question four —Vietnamese Culture and Organisational Culture

Interview question four was developed specifically to contribute to answering research
question three while adding understanding to research question one in linking drivers of

organisational culture which are linked to performance:

Q4. How would you describe the impact of the Vietnamese cultural characteristics,
such as individualism, power distance, uncertainty avoidance, and masculinity, on

the culture of your organisation?

The interview question aims to elicit how the traditional and contemporary Vietnamese cultural
influences that were explored in the literature review impact on organisational culture in

Vietnamese organisations.
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Responses were simply categorised according to two themes indicative of aligning more with
traditional Vietnamese cultural values or aligning more with changing contemporary values

with influences from outside of traditional Vietnamese culture.

Table 4.36 shows the results of the categorical analysis of responses.

Table 4.36 - Comments related to changing organisational cultural values

No. of No. of
Theme Exemplary comments
respondents | comments

half Westernized, half Asian; result
oriented; | don't feel the gap;
organization is changing; can be
empowered; largely due to the
generation of differences; staff can
easily talk with us; manager to actually
create the culture of that organization;
Individualism, they have an impact on,
Contemporary 10 21 on the organization performance; They
open to the world; Critical thinking;
respect the idea; long term
development of the company;
psychological safety environment;
People have different characteristic;
bringing the more American culture;
everyone works here very open minded;
boss still can be a friend

happily, is somehow more important;
agreement of the whole team; distance
with my high management people; we
don't freely share; team achievement is
more important; it's just going to be

. easier for us...teamwork; have more
Traditional 7 14 collaboration; it's very collective; we
facilitate the coordination; be
recognized as a whole team; we respect
the senior; the big hierarchy; somehow
still have the fear; may feel fear to talk
to, afraid of feedback...to the higher
managers
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The analysis showed that all respondents provided a total of twenty-one comments that were
categorised as indicating a shift in organisational culture that are contemporary in nature. Seven
respondents provided a total of fourteen comments that reflected traditional Vietnamese

cultural influences impacting on organisational culture.

The comments that reflected a shift in organisational culture in Vietnamese organisations
towards more contemporary values indicated several drivers and key shifts. The comments

indicated influences from other cultures in the younger generation as a key driver, for example:
“It is half Westernized, half Asian. ” (R1)

“Not in silos, but actually they have to collaborate together, working together and the
younger generation or younger employee | can have, they can be empowered to raise

up their voice, their opinions, whenever they have any new ideas. ” (R3)

“I don't really share the same point of view of that assessment within the culture and |
think that's largely due to the generation of differences.” (R4)

“Increasingly, | can see that the younger generation, they learn more they are open to

the world, tends to technology innovation and they welcome other differences.” (R5)

“And also, in high school now they teach a lot about the role of teamwork and critical

thinking and that sort of thing.” (R5)
“For those who live and work overseas or study.” (R5)

“In my company and it doesn't work a lot in Vietnam culture because I'm bringing the

more American culture back in Vietnam.” (R9)

“So, we're not based on a lot of about Vietnamese personalities or culture or a lot

though we just mix it.” (R9)

In addition, these comments especially noted a shift in some aspects of culture related to
traditional values of the hierarchy, achievement focus, and long-term orientations of

Vietnamese culture, for example:
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“It's more about business oriented, result oriented. I think this is more masculinity
here.” (R2)

“Some senior positions such as a CEO or president, actually, they are very friendly and
down to Earth so | don't feel the gap, the difference between the normal staff and the

senior management. So, | don't think that in my company has those gaps. ” (R2)

“I think they no longer believe in the way of working that hierarchy and people giving

out the hard direction and you have to follow it.” (R3)

“I think is in keeping with that, that change very well in terms of how we 're not going
to let that hierarchy from slowing us down in terms of how we're going to grow and
operate but of course any change is going to take time for the behaviours and the way

of working that the Vietnamese people are used to do.” (R3)

“Normally the staff in a high power-distance culture would not directly confront the
manager, whereas we can. The staff can easily talk with us. ” (R4)

“Even though we are definitely a culture with high power distance, | think it's the job
of the manager to actually create the culture of that organization rather than to let the

culture of the whole nation dictate how we manage our organization.” (R4)

“So even though the model in the past is more about collectivism, right collectiveness,

...individualism has an impact on the organization performance.” (R5)

“Long term development of the company and actually it's more common in Vietnam.”
(R6)

“So that's why the company had to promote a psychological safety environment for

everyone to talk about their opinion, their ideas, and about their job.” (R7)

“The background, the characteristic may | say is different. People have different

characteristics, and they can make out from their experience also.” (R8)

“Everyone that works here is very open minded. ” (R10)
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“For a Vietnamese company, when you see bosses, you guys are scared or the boss
your king. But my company the boss still can be a friend. We don't need to say hi if we

don't want to and it’s pretty friendly. ” (R10)

Comments that were categorised as reflecting traditional elements of Vietnamese culture as
influences on organisational culture in Vietnamese organisations reflected strong elements of
collectivism and community while also indicating influences related to hierarchy remain, for

example:

“Every goal and objective and decision-making process; they need the whole the
agreement of the whole team.” (R1)

“To work with your colleague happily is somehow more important than your own

achievement.” (R1)

“The hierarchy culture also | think is quite applicable to my company as well, we also
have distance with high management people.” (R1)

“We don't freely share, really share our opinions with the high, the senior management
people.” (R1)

“The team achievement is more important than the individual. ” (R2)

“But I think for Vietnam in Vietnam, when you're working in Vietnam, that collectivist
they call it, people working together is still a good trait, it's still a very good trait for
any organization to have, so it's just going to be easier for us whenever we say that we

have to be more teamwork.” (R3)

“I didn't want to use KPIs as the pressure for individual to push the revenue of the
organisation and doing that, it can be very individualistic. If one staff achieves to KPI
and the other cannot achieve them, that can be some conflict where we use the

performance of the whole organization. So, in a way it's very collectiveness. ” (R4)

“So that is definitely embedded for the organization like us, we facilitate the

coordination.” (R5)
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“Sometimes it is the achievement of one individual, but the boss would want it to be
recognized as a whole team, and sometimes it may demotivate the individual that did
that job and other members.” (R7)

“One thing about the culture is we respect the senior up to their age, their knowledge,
their experience, something like that and respect the status also if between the manager

and the subordinate and maybe the senior leader.” (R8)

“We adopt the Western working side meaning we are more open compared to the other

organization, but somehow still have the fear.” (R8)

“That's linked to one way communication, especially the higher the level than the staff

may feel fear to talk to and then they just listen and do one way. ” (R8)

In summary, the comments show that the strongest underlying traditional culture elements of
collectivism, community, and family values are very important contributors to the shape of
organisational culture in Vietnamese organisations. At the same time, other traditional cultural
features are also changing to meet the needs of the organisations in achieving their outcomes
especially in relation to empowerment of workers and lessening hierarchies along with a greater
focus on the contributions and ideas of all employees to drive organisational learning and

change that can help the organisations to achieve their goals.
4.7.5 Interview question five — National culture and Organisational Culture

Interview question five was developed to gain a greater insight into the perceptions of how
national culture impacts on organisational culture in answering research question three. This
qualitative insight can be mixed with the discussions in the literature review related to
Vietnamese culture and the outcomes of the quantitative findings related to the Dimensions
and Indexes of organisational culture to better understand how national culture impacts
organisational culture. This question is also useful in adding context to all of the research

questions:

Q5. In your opinion, what are the similarities and differences in terms of the
contribution of national culture to organizational culture between Vietnam and other

countries?
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Nine of the respondents provided a total of eighteen comments and examples of their
experience and insights related to the contribution of national culture to organisational culture.
Overwhelmingly, fifteen of the comments indicated that the respondents believed or had
experience in organisations where they could recognise influences of national culture on the
culture of the organisation. Three comments, however, also provided insights and accounts of

experiences where the influence of other cultures also impacted on organisational culture.

Examples that provided support for the contribution of national culture to organisational culture

in different national cultural environments included:

“The national culture really affects the organisational culture as well. I had a chance
to work in Singapore for a few years and what | observed the national culture, more or
less, stills impact on organisational culture in Singapore. They really work hard. The
culture, the people there. And so really disciplined compared to the Vietnamese, the
Vietnamese are actually more flexible, and we are less rigid, less disciplined than the
Singaporean culture. In Singapore, you must be on time. If you attend the meeting late,
you get complaints, or you contribute less in the project, everybody complains and then
let you out of the project. But in Vietnam, if you contribute, if your contribution is not
much in the project, somehow, people tolerate.” (R1)

“But when the Singaporean came to Vietnam, of course they need to localize and then
adapt the Vietnamese culture here. So that's why the team here can work harmoniously.
They cannot bring the exact Singapore culture to Vietnam and then ask all of us here
to follow exactly that culture. It's like blending, nicely.” (R2)

“Wherever you are in the world, in the country is to operate thinking that's going to be
always that different in terms of cultures and how the people are behaving and how

people have a different set of traits that that is going to be distinct.” (R3)

“So, for any multinational organisation when they come into a local community and
operate, | think there's a level of adaptability that the organization should have done to
understand the culture you're operating in, the community you're operating in, and the

people you are working with. ” (R3)
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“At least for Vietnam, | do believe so. The national culture has an impact in
organization, at least for the organization in Vietnam. If you look at the Vietnamese,
especially state-owned enterprise and you see this is very apparent. But in other types
of enterprises, like a totally private enterprise, it depends on how much you see people
working if you have the strong leadership or you have the leadership that believes in
other cultures.” (R5)

“Vietnam culture has something to do with the organizational culture and like the US.

A culture will impact on their organizational culture. | think so, yes.” (R7)

“More senior people, so when they were all higher level Sometimes when we speak, we
also give some respect to them. Sometimes, if they are wrong, maybe we will tell them
in the person. We will not tell openly that, hey, you are wrong. But I think for US and
all Australia or other Western countries, they will immediately say that, hey, this is not
right. They will speak up. Maybe they will also speak to that person, but maybe in
private.” (RT)

“When you do a survey and it is a Singaporean who does the survey, that's the way they
stand up. If the standard is good or bad, then it is different from Vietnamese perspective.
But to Vietnamese, maybe they give some preference that way or they tend to do it
better. ” (R7)

“I mean, what is the environment working environment of [Respondents organisation]
in Singapore? And they said that it's a bit different from Vietnam, totally different from

Vietnam for example.” (R8)

“Vietnam, we promote the collectivism rather than Singaporeans and then we will look

at the team when we say we but in Singapore sometimes they will say I did it.”” (R8)

“The bit of culture and also the characters, more generous, more let's say, more
collaborative and more tolerant compared to their colleagues in Singapore. Let's say
in conflict management, right? In Singapore if one person conflicts with the other
person for sure, they don't take it personally. They said that even though they don't take
it personally, it just a business matter. But at the end they don't make friends with that

people. I mean, they just see that people in the company only will discuss with you. But
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after work, be a stranger. | don't eat with you. | don't want to see you outside the
organization. Something like that, but in Vietnam, even though we have a disagreement,
we don't like that people in the team, something like that. But at the end for the party
or the gathering activity, we still invite everybody, and everybody can still sit in and
cheers.” (R8)

In addition to providing support for the influence of national cultures on organisational
cultures, these comments also added to the insights into the influence of Vietnamese culture on
organisational culture. Clear links can be seen to Vietnamese cultural traits related to
collectivism and community (R1; R8), power distance and hierarchies (R5; R7), femininity

(R1; R7; R8), and low levels of uncertainty avoidance (R1).

Some comments also supported findings from previous questions that also acknowledged that
other cultural influences also impacted on the organisational culture of Vietnamese

organisations. For example:

“There is an imbalance of power between culture, national culture like Western culture,
or especially in American culture or, not one or the hegemony one so they are likely to
influence other national culture where, for example, we can say that one dimension
individualism, American individualism has spread very powerful way throughout

different Asiatic countries.” (R4)

“For example, like Confucianism in Asia, they are very collective with, but the younger
generation are heavily influenced by Western or American media they are in a way,
they identify more themselves with individualism. The ‘7’s’ go for the ‘we’ rather than
the ‘we’ for the ‘I’. I think that because of the power imbalance between culture,
Vietnamese culture still influences a portrait which we grew up in Vietnam, but at the
same time all the more powerful cultures like American culture or South Korean pop

culture, which is by extension, American culture influence a lot.” (R4)

“You don't expect everyone to have the same rights in other culture, but you may have
some people or a segment of people who have who are similar to the other countries.

’

S0, they can apply the same thing in the local, which is power distance or whatever.’

(R5)

199



“I think it depends on the company because each company has a company culture, some

companies are like Australia or something, but they have more Vietnamese ” (R10)

These comments also provide support for the themes from question four that indicate influences
from other cultures on organisational culture in contemporary Vietnamese culture and

organisations.
4.7.6 Interview question six — Additional information

Interview question six was developed to give participants the opportunity to add any
information that they may have believed was relevant in the context of the questions that had

been asked in the interviews. Interview question six was:
Q6. Is there something we have not asked you that we should?

None of the respondents felt that they could provide any additional information in response to

the final interview question.

4.8 Summary

The quantitative findings showed that organisational culture in Vietnamese organisations is
aligned with a strong Team Orientation while also being aligned with Empowerment and
Capability Development to exhibit a high level of Involvement. Consistency and Mission are
also prominent features of organisational culture aligned with Goals and Objectives, Strategic
Direction and Intent, and Core Values. The relationship between organisational culture and
performance showed a significant positive relationship to the Dimension of Mission which was
led by a significant positive relationship with Goals and Objectives. The Indexes of Customer
Focus and Capability Development also showed significant positive relationships with
performance. The structural model showed moderate predictive value while exhibiting
predictive relevance. The qualitative findings showed good support for the quantitative
findings and provided additional insights into the relationships between the different
Dimensions and Indexes of the model. In addition, the qualitative findings showed links
between both traditional and contemporary influences on Vietnamese culture and
organisational culture while showing support that national culture plays a significant role in

shaping organisational culture.
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CHAPTER 5: DISCUSSION AND CONCLUSION

5.1 Introduction

The final chapter of this dissertation is presented in Chapter five and brings together the
discussions from the literature review, methodology, and findings for final discussion and
conclusion. Chapter one was an introduction to the thesis which provided a background for this
research. The literature review was then presented in chapter two based on the three parent
theories that had been identified: organisational culture; organisational outcomes
(performance), and Vietnamese culture. The literature review was able to highlight the gaps in
the literature in relation to the research questions and to allow for hypotheses development that
could be aimed at answering the research questions and sub-questions. Utilization of the DOCS
and the DM is proposed for the testing of these hypotheses by assessing the organisational
culture of Vietnamese organisations and quantifying the relationship between the
characteristics of organisational culture and performance in these organisations. The research
methodology and justification were discussed in chapter three. The realism paradigm was
presented as the driver for the methodology in line with the researcher's world view and the
justification and strategy for using an Explanatory Sequential Mixed Methods design were
presented. Chapter four presented the findings of the research based on the application of the
methodology which comprised the collection and analysis of data from surveys that was then
used to develop interview questions for the collection and analysis of additional data.

5.1.1 Obijective of the chapter

The objective of chapter five is to provide discussions of the findings that were presented in
chapter four in the context of the literature review that was presented in chapter two and in
relation to the research objectives and specific research questions which were presented in
chapter one. In-depth discussions that mix the quantitative and qualitative findings are
presented in relation to each of the main questions and their associated sub-questions in
sections 5.2 to 5.6. Section 5.7 then presents the conclusions to the research questions. Section
5.8 provides an overview of the contribution of knowledge from this research before sections
5.9 and 5.10 provide a more in-depth discussion of the specific theoretical and practical

implications of the research respectively. Section 5.11 discusses the limitations of this research
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before section 5.12 provides a discussion of the future directions of research that could be
explored with regard to this research. Finally, the concluding remarks of chapter five and the

thesis are provided in section 5.13.

The following sections discussing the research questions and sub-questions triangulate and mix
the results from the quantitative and qualitative findings in line with the explanatory mixed
methods approach of this research (Creswell 2014). The aim of these discussions is to compare,
contrast, and verify the results of both stages of the research before the conclusions to the

research questions are presented as a result of these discussions.

5.2 Research question 1 discussion

The aim of research question one is to develop an understanding of the nature of organisational

culture in Vietnamese organisations.

1. What is the nature of organisational culture in Viethamese organisations?

In understanding the nature of organisational culture in Vietnamese organisations it will be
possible to further understand whether the drivers of organisational culture are coming from
traditional or contemporary cultural influences and what the relationship is between the nature
of organisational culture and performance of Vietnamese organisations. The DOCS and the
DM can be utilised to build a picture of organisational culture in Viethamese organisations
using the scores associated with the Dimensions and their respective Indexes. In line with the
Explanatory Sequential Mixed Methods nature of this research, these findings can be verified
and explored to better understand the nature of organisational culture in Vietnamese
organisations with a second qualitative phase. Building on this picture of organisational culture
in Vietnamese organisations, research question two then explores the relationships to
organisational performance before research question three explores the relationship with

Vietnamese cultural influences.
5.2.1 Dimensions and Indexes in Viethamese organisations
The results of the DOCS allowed for a map of organisational culture in Vietnamese

organisations to be created according to the Indexes of the DM which was presented in the
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findings (Figure 4.1). These scores have been plotted on a bar chart to allow for a visual

comparison to the distribution of the categorisation of the qualitative comments.

Index score from the DOCS
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Figure 5.1 - DOCS Index scores in Viethamese organisations

The DOCS showed that the Indexes of Empowerment, Goals and Objectives, Team
Orientation, Empowerment, and Strategic Direction and Intent were the most prominent in
Vietnamese organisations. The remaining Indexes were ranked similarly behind the more

prominent Indexes with the Indexes of Vision and Creating Change ranking the lowest.

The qualitative comments related to organisational culture in Vietnam were categorised
according to the Indexes of the DM and have been plotted on a bar chart to allow for a visual

comparison to the distribution of the quantitative comments.
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Categorisations of qualitative comments
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Figure 5.2 - Categorisation of comments reflecting organisational culture in Vietnamese
organisations according to Indexes of the Denison Model

The categorisation of the comments showed that Team Orientation was discussed as the most
prominent Index of organisational culture while the Indexes of Coordination and Integration,
Agreement, Core Values, and Goals and Objectives were also shown to be prominent in the
discussions. There was little support from the comments for the remaining Indexes as
prominent features of organisational culture in Vietnamese organisations. The results of both
stages as presented can also be ranked to aid in the discussion of the similarities and differences

as shown 1n Table 5.1 below.
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Table 5.1 - Comparative rankings of the quantitative and gualitative findings according

to the Indexes of the Denison Model

Quantitative Results Qualitative Results
Rank Index Sub Theme (Index) Rank
1 Empowerment Team Orientation 1
2 Team Orientation Coordination & Integration 2
3 Goals & Objectives Agreement 3
4 Core Values Core Values 4
5 Strategic Direction & Goals & Objectives _:
Intent
6 Agreement Empowerment =5
7 Coordination & Integration Customer Focus 7
8 Capability Development Creating Change 8
9 Customer Focus Organisational Learning =9
10 Organisational Learning Vision =9
11 Vision Capability Development =9
12 Creating Change Strategic Direction & 12

Intent

While there is some variation in the results from the two stages of the research, overall, the
qualitative results show support for the scores for each of the Indexes and Dimensions of the
DM while providing insight into organisational culture in Vietnamese organisations. Broadly,
the Indexes are grouped together either in the top half or the bottom half of the results for both
stages of research. This shows a clear alignment in both stages of the research that these
attributes of organisational culture can be considered more prominent and less prominent in

Vietnamese organisations.
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The results provide verification that Team Orientation is a key feature of Vietnamese
organisational culture and could be argued to be the most dominant aspect based on both stages
of the research. This is especially apparent when considering the comments and the way that it
is linked to Coordination and Integration in achieving Goals and Objectives. Empowerment
also has a prominent place in Vietnamese organisational culture, ranking top in the quantitative
analysis and supported by numerous comments in the qualitative stage. Agreement and Core
Values also rank well in both stages of the study and indicate that common alignment of issues

and following the values set by the organisation are important.

On the other hand, the other Indexes show little prominence in the nature of organisational
culture in Vietnamese organisations and were well aligned across the studies, apart from
Strategic Direction and Intent. Strategic Direction and Intent had mixed results across both
phases of the study with only one comment categorising it as a feature of organisational culture
in the qualitative study yet being the fifth highest scoring Index in the quantitative study.
Similar results were seen when the Index scores were used to calculate scores for each of their
respective Dimensions and they were ranked. The results and rankings of the Dimensions in

both phases of the study are shown in Table 5.2.

Table 5.2 — Comparative rankings of the quantitative and qualitative findings according

to the Dimensions of the Denison Model

Quantitative Results Qualitative Results
Rank Dimension Theme (Dimension) | Rank
1 Involvement Involvement =1
=2 Consistency Consistency =1
=2 Mission Adaptability 3
4 Adaptability Mission 4
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Involvement was ranked as the most prominent Dimension in each phase of the research while
Consistency was ranked equal second and equal first in the quantitative and qualitative studies
respectively. Adaptability was ranked lowly in both studies while the Dimension of Mission
was more mixed owing to the mixed findings for the Index of Strategic Direction and Intent.
Overall, the qualitative results show good validation for the findings in the quantitative stage.

Overwhelmingly, the Indexes that scored higher in both studies are aligned with an internal
focus on the DM while those that scored lower are more aligned with an external focus. The
Index of Goals and Objectives was the only Index with an external focus that was ranked in
the top half of Indexes in both studies. Furthermore, the only other Index that was ranked in
the top half of the Indexes in either study was Strategic Direction and Intent which was ranked
fifth in the quantitative study. Similarly, the only Index that aligned with an internal focus that
was ranked in the lower half of the Indexes in both studies was the Index of Capability
Development while the Coordination and Integration was ranked in the lower half in the
quantitative study. The rankings of all Indexes overall were very evenly distributed on the DM
when considering the attributes of flexibility and stability. These results are also mirrored when
looking at the Dimensions with an internal focus both ranked first or second most prominent
in both phases of the study and the externally focussed dimensions ranking lower. These

findings are shown in Figure 5.3.
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Rankings of Indexes and Dimensions when plotted on the Denison Model
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Figure 5.3 - Rankings for quantitative and qualitative results respectively for each Index
and Dimension plotted on the Denison Model

(Source: Created by Author)

To summarise, the triangulation of results can verify the results of the quantitative analysis
while offering some additional insights. The Index of Team Orientation is strong in Vietnamese
organisations, and this also facilitates Coordination and Integration with a Goals and Objectives
orientation. Empowerment is strong while Strategic Direction and Intent and Core Values are
also important features. Indexes of Organisational Learning, Customer Focus, Creating
Change, and Vision are not prominent features of organisational culture in Vietnamese
organisations. These results are also reflected in the Dimensions of organisational culture with
Involvement and Consistency showing prominence in Vietnamese organisational culture over

Mission, and especially, Adaptability. Overall, these results align Vietnamese organisational
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culture with an internal focus while stability and flexibility are evenly represented in the
organisational culture’s makeup. According to the DM, organisations with an internal focus
indicate higher degrees of employee satisfaction, higher quality, and good resource utilisation
while the balance between flexibility and stability indicate a balance between growth and
profitability (Denison & Neale 1999; Denison Consulting 2021).

In addition, these results support previous studies that have assessed organisational culture in
Vietnamese organisations that were discussed in the literature review. A number of these
studies commonly noted the features reflecting the collective values of Vietnamese culture in
Vietnamese organisation such as family culture (Moslehpour et al. 2016), teamwork (Ha, Bui
& Tung 2020), clan orientation of non-managers (Nguyen et al. 2018), and recruitment
favouring those higher in sociability (Mai & Nguyen 2015). These findings also align with
other discussions in the literature that noted the changing nature of organisational culture that
noted increasing individualism in some cases (Moslehpour et al. 2016), and transformational
leadership promoting adhocracy (Tuan 2010). While Ha et al. (2020) found that empowerment
was the least impactful aspect of organisational culture, this study suggests that it is becoming
an increasing focus and component of organisational culture in Vietnamese organisations

owing largely to contemporary Western cultural influences.

5.3 Research sub-question la discussion

Research sub-question 1a is designed to add to the existing body of literature that has studied

organisational culture Dimensions according to the DM in different cultural contexts.

la. How do the organisational cultural dimensions of Vietnamese

organisations compare to those in other cultures?

Adding this study to the existing literature allows for a comparison and discussion of the results
in different cultural contexts. The following section presents these studies and allows for some

discussion of the results in the different cultural contexts.

In seeking to evaluate whether the Dimensions of organisational culture varied across the
regions, it is possible to compare the results of the Denison, Haaland, and Goelzer (2004) study

with those obtained in this study in Vietnam. The results of the mean scores for the Dimensions
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in Table 5.3 (Adapted from Denison, Haaland & Goelzer 2004, p. 10) show that while overall
the averages in the Vietnamese study were higher than seen in the other regions, the rankings
of the Dimensions show similarity across the regions. In all regions, the Dimension of
Involvement scored the highest followed by the Dimension of Mission. While the Dimensions
of Adaptability and Consistency scored lower than the Dimensions of Involvement and Mission
in all regions, Adaptability was ranked the lowest in North America and Vietnam while
Consistency was ranked the lowest in Asia. In EMEA, Adaptability and Consistency were
ranked equally lowest. The findings from this study align with the findings of the Denison,
Haaland, and Goelzer (2004, p. 106) study that found °...despite everything we know about
the importance of cross-cultural differences, these results show a very similar pattern across
these major regions of the world’. Denison, Haaland, and Goelzer (2004) suggest that this
alignment is seen despite the underlying cultural differences owing to the importance of these
Dimensions while acknowledging differences in the underlying behaviours that express these

findings.

Table 5.3 - Vietnamese Organisational Cultural Dimensions compared to other regions

Dimension North America Asia EMEA Vietnam
Mission 3.32 3.39 3.35 3.75
Adaptability 3.25 3.28 3.26 3.58
Involvement 3.43 3.42 3.45 3.89
Consistency 3.28 3.21 3.26 3.75

5.3.1 Secondary Studies Comparisons

This section will discuss and compare studies that are less robust than the primary studies

already discussed as well as studies that vary somewhat in methodology from this study in
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Vietnam. The most closely aligned in terms of methodology will be discussed first and the less

well aligned studies will follow in the discussion.

Nazir & Lone (2008) sought to validate the Denison, Haaland, and Goelzer (2004) study in the
Indian context in a similar way that this research sought to in the Vietnamese context. Nazir
and Lone (2008) used the DOCS questions and seven performance related questions that were
developed from the five questions used in the Denison, Haaland, and Goelzer (2004) study. A
total of 212 responses were used in the data analysis of the Indian study from various levels of
the organisation while the respondents were heavily skewed to males (95%) and limited to two
firms each from cement, steel, and textile organisations. The similarities in the data collection
and analysis allow for comparisons of the Dimensions and Indexes of the DM as well as their
relationships between organisational performance in India and Vietnam to be made. Table 5.4
below (Adapted from Nazir & Lone 2008, p. 52) shows a comparison between the mean scores
of each of the Dimensions of the DM between the Nazir and Lone (2008) Indian study and this

study conducted in Vietnam.

Table 5.4 - Viethamese Organisational Cultural Dimensions compared to India

Dimension India Vietnam
Mission 3.44 3.75
Adaptability 3.45 3.58
Involvement 3.66 3.89
Consistency 3.46 3.75

The mean scores for the Dimensions of the DM reflect closely the findings of the comparison
between Vietnam and other regions from the Denison, Haaland, and Goelzer (2004) study.
Again, while the mean scores were higher in Vietnam across all Dimensions, the Dimension
of Involvement was ranked the highest. While the Dimension of Mission was not ranked the

second highest in the Indian study, the Dimensions of Mission, Adaptability, and Consistency
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were all very closely ranked distinctly below Adaptability at 3.44, 3.45, and 3.46 respectively
(Nazir & Lone 2008). It is interesting to note that Mission and Consistency, however, were
ranked equal second in this Vietnamese study and both well above the Dimension of
Adaptability.
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Figure 5.4 - Comparison of Hofstede's cultural dimensions between India and Vietnam

(Source: Hofstede Insights 2023)

When considering Hofstede’s cultural dimensions (Figure 5.4), it is interesting to note the
strong similarities between India and Vietnam with the exception of individualism, which is
substantially greater in India although still leans slightly more collectivist (Hofstede's Insights
2023). The close alignment in the Dimension scores from the Nazir and Lone (2008) study to
the findings of this study are reflected in this close alignment of Hofstede’s cultural dimensions
(Hofstede Insights 2023). The relatively lower score in the Dimension of Consistency in the
Nazir and Lone (2008) study compared to this study suggest that the greater level of
collectivism seem in Vietnam may contribute to a greater level of Consistency which could be
explained by the findings of the Team Orientation related to Coordination and Integration

found in Vietnamese organisations in this study.
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Tulcanaza-Prieto, Aguilar-Rodriquez, and Artieda (2021) used the DM to assess the
relationship to performance in Ecuador. While sharing similarities with the other studies
discussed, this study used a different set of factors to assess performance which included
thirteen items (Tulcanaza-Prieto, Aguilar-Rodriquez & Artieda 2021). In addition, this study
did not use the sixty statements from the original DOCS and instead used an adapted version
of the survey that contained six statements to assess each of the Dimensions of the DM. Despite
the different statements used to assess the Dimensions, the mean scores can still be compared
to those of other studies and this study in Vietnam and are shown below (Adapted
from Tulcanaza-Prieto, Aguilar-Rodriquez & Artieda 2021, p. 9).

Table 5.5 - Vietnamese Organisational Cultural Dimensions compared to Ecuador

Dimension Ecuador Vietnam
Mission 3.76 3.75
Adaptability 3.89 3.58
Involvement 3.72 3.89
Consistency 3.68 3.75

The Dimensions in Ecuador showed a higher overall mean than the other studies discussed,
more in line with the findings in Vietnam. However, when considering the rankings of the
Dimensions, Involvement was not ranked the highest, coming in third behind Adaptability and

Mission respectively while Consistency was ranked the lowest.
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Figure 5.5 - Comparison of Hofstede's cultural dimensions between Ecuador and
Vietnam

(Source: Hofstede Insights 2023)

When considering Hofstede’s cultural dimensions (Figure 5.5), it is interesting to note the
strong similarities between Ecuador and Vietnam on the dimensions of power distance and
individualism (Hofstede's Insights 2023) which were key indicators in forming hypotheses for
this study. Despite an even greater level of collectivism in Ecuadorian culture (Hofstede
Insights 2023), Involvement was ranked third compared to Vietnam where was ranked first,
largely owing to the strong Index of Team Orientation. However, the Dimension of Mission
was scored and ranked similarly in both studies suggesting that similarities in power distance
and collectivism in both cultures contribute to the Dimension as was shown in the previous

analysis.
5.3.2 Other study comparisons

Dimension scores from other studies can also be compared to this study and are shown in Table
5.6 below (From Abane, Adamtey & Ayim 2022 p. 6 (Ghana); Hosseini 2014, p. 6 (Shiraz,
Iran); Mohammadi 2020, p. 272 (Tehran, Iran); Salajeqe & Naderifar 2014, p. 2430 (Iran);
Wahyuningsih et al. 2019, p. 147 (Indonesia).)
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Table 5.6 - Organisational Dimension scores according to the Denison Model in other

studies
Country / Region Mission Adaptability Involvement Consistency
Ghana 2.36 2.37 2.30 1.64
Shiraz (Iran) 3.55 3.53 3.55 3.74
Tehran (Iran) 3.15 3.12 3.02 3.08
Iran 3.11 3.16 3.31 3.14
Indonesia 3.99 3.89 4.10 3.92

This analysis of all similar studies found in the literature allows for a conclusion that can show
a comparison of the relationship between the Indexes and Dimensions of organisational culture
in Vietnamese organisations that was found in this study to all other studies that have been
reviewed in this study and is presented below in Table 5.7 (From Abane, Adamtey & Ayim
2022 p. 6 (Ghana); Abdullah et al. 2014 p. 144 (Malaysia); Denison, Haaland & Goelzer 2004,
p. 10 (North America, Asia & EMEA); Hosseini 2014, p. 6 (Shiraz, Iran); Mohammadi 2020,
p. 272 (Tehran, Iran); Nazir & Lone 2008, p. 52 (India); Salajeqe & Naderifar 2014, p. 2430
(Iran); Tulcanaza-Prieto, Aguilar-Rodriquez & Artieda 2021, p. 9 (Ecuador); Wahyuningsih
et al. 2019, p. 147 (Indonesia).)
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Table 5.7 - Composite comparison of results across all similar studies

Country / Region Mission Adaptability | Involvement Consistency
Vietnam 3.75 3.58 3.89 3.75
Ghana 2.36 2.37 2.30 1.64
Malaysia 3.84 3.79 3.79 3.69
North America 3.32 3.25 3.43 3.28
Asia 3.39 3.28 3.42 3.21
EMEA 3.35 3.58 3.89 3.75
Shiraz (Iran) 3.55 3.53 3.55 3.74
Tehran (Iran) 3.15 3.12 3.02 3.08
India 3.44 3.45 3.66 3.46
Iran 3.11 3.16 3.31 3.14
Ecuador 3.76 3.89 3.72 3.68
Indonesia 3.99 3.89 4.10 3.92

Building on the previous analyses presented, the results when comparing the Dimensions of
organisational culture based on the DOCS scores across countries and regions shows that the
Dimension of Involvement continues to score the highest in most of the studies and in only the
Tehran (Iran) study was it ranked the lowest. This adds additional support to the findings by
Denison, Haaland, and Goelzer (2004) that suggest differences can be attributed to underlying
behaviours despite the importance of the underlying cultures. However, it is also interesting to
note similarities and differences between cultures such as Vietnam, Indonesia, and Malaysia or
between the three Iranian studies which further indicate that differences can be attributed to
underlying behaviours rather than culture alone. It is of particular interest to note the exact
similarities in the rankings of the Dimensions between this study in Vietnam and the USA

study when considering the contemporary influences seen in Vietnamese behaviours in
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organisations that are shown to exist despite the strength of the underlying traditional cultural

influences. These results provide interesting scope for deeper analysis and subsequent research.

5.4 Research Question 2 discussion

The discussion related to research question two will mix the quantitative and qualitative
findings in line with the explanatory mixed methods methodology to verify and develop a
greater understanding of the relationship between organisational culture and performance in

Vietnamese organisations.

2. To what extent do organisational culture and its subdimensions influence

organisational performance in the Vietnamese context?

As discussed in the literature review, the DM was chosen as the tool to assess organisational
culture in Vietnamese organisations owing to its well established and widespread use and
validation in numerous other studies (Denison Consulting 2021; Denison, Nieminen & Kotrba
2014). As this was the first time that Denison Organisational Culture Survey has been used in
Vietnam and that it required translation into Vietnamese for administration and a second
qualitative stage was added the quantitative survey stage to validate the results and provide
important insights into these relationships in Vietnamese organisations. The discussion will
involve mixing and discussing the findings from the quantitative and qualitative stage. Firstly,
the Indexes of the DM will be discussed followed by a discussion related to each of the

Dimensions.
5.4.1 Indexes of the Denison Model and performance

Hypotheses were formulated as to whether the Indexes of the DM would have positive or
negative relationship with performance in Vietnamese organisations based on the literature
review and the definitions of the Indexes. The relationship between the Indexes of the DM and
performance in Vietnamese organisations were assessed using the Denison Organizational
Culture Survey (DOCS) and performance questions to gather data and PLS-SEM analysis of
the data using SmartPLS 4. Following the assessment of the quantitative data, qualitative
questions were developed to provide support and verification of these results and to better

understand the effects of these Indexes on performance in Vietnamese organisations.
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Firstly, it 1s possible to make a broad comparison between the quantitative findings and the
qualitative findings regarding the Indexes of organisational culture and performance in
Vietnamese organisations. Significant positive relationships were found between the Indexes
of Goals and Objectives, Capability Development, and Customer Focus while no significant
relationships were found between any of the other Indexes and performance in the quantitative
analysis. Figure 5.6 below, shows the number of respondents and comments linking all the

Indexes to performance in the qualitative stage.

Qualitative Responses linking Indexes of Organisational
Culture to performance
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Figure 5.6 - Numbers of qualitative comments linking Indexes to performance categorised

by Index

The broad comparison shows that the number of respondents and comments for Goals and
Objectives and Capability development in the qualitative stage provide strong support for a
positive impact on performance in line with the quantitative findings. There is also support for

the Index of Customer Focus, however the support for Customer Focus is not as strong as for

218



other Indexes such as Strategic Direction and Intent and Organisational Learning which were
not found to have a significant relationship with performance in the quantitative stage. Overall,
the qualitative stage shows some support for the Indexes of Vision, Coordination and
Integration, and Creating Change impacting performance while little support is shown for the
Indexes of Agreement, Core Values, Team Orientation, and Empowerment.

The following sections explore the relationships between each of these Indexes and
performance in Vietnamese organisations by mixing the data from the quantitative findings
and the qualitative findings in line with the explanatory sequential mixed methods design of
this research (Creswell 2014). The findings from each stage of research are discussed for each

Index with underpinnings from the literature review and definitions for each respective Index.
5.4.1.1 Strategic Direction and Intent and performance

The literature review indicated that both traditional and contemporary Vietnamese values are
aligned with the Index of Strategic Direction and Intent. The literature showed that historically
Vietnam has continuously overcome adversity by coming together to commit to common
interests by working together (Dutton, Werner & Whitmore 2012; Murray 2008). In addition,
this aligns with the cultural dimensions of Vietnam which emphasise collectivism and
hierarchy while also being supported by contemporary literature (Hofstede Insights 2022;
Nguyen 2023). Therefore, it was hypothesised that the Index of Strategic Direction and Intent

would have a positive impact on performance in Vietnamese organisations.

The Index of Strategic Direction and Intent was found not to have a significant positive impact
on performance in Vietnamese organisations in the quantitative phase of this study and the
hypothesis was not supported. The B of the relationship between Strategic Direction and Intent
and performance was 0.027 with a p-value of 0.414 which does not indicate a significant

positive relationship.

Despite the hypothesis not being supported, the qualitative stage indicated numerous links to
the importance of the Index of Strategic Direction and Intent having an impact on performance
in Vietnamese organisations. This was especially evident in cases where links were found
between Indexes that were found to have a significant positive impact on performance in

Vietnamese organisations. To illustrate, as shown in Table 4.33, of the assessment of comments
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related to organisational culture Indexes associated with performance, the Index had the fourth
highest number of comments from the fourth highest number of respondents ranked after the
three Indexes that were found to have a significant positive relationship. Fourteen comments
from eight respondents indicated an association in their organisations. This is compared to the
Indexes which had a significant positive relationship with performance of Capability
Development with fourteen comments from ten respondents; Customer Focus with eleven
comments from nine respondents; and Goals and Objectives with fifteen comments from nine

respondents.

Further evidence of a positive contribution of Strategic Direction and Intent in Vietnamese
organisations was also found when categorising comments specifically related to the sub-
questions exploring the relationships with the Indexes with significant findings. For example,
one comment indicated how Strategic Direction and Intent supported Capability Development
while four comments from three respondents indicated how it supported Goals and Objectives.
Evidence from the comments also shows how Strategic Direction and Intent is important in
supporting the positive relationship that was found with the Dimension of Mission. Five
comments from five respondents indicated how Strategic Direction and Intent has an impact
on achieving the Mission in their organisations.

Therefore, while a significant positive impact between Strategic Direction and Intent was not
found in the quantitative stage, the qualitative findings show that the Index plays an important
role in facilitating performance in Vietnamese organisations. This is especially clear in the role
that it plays in supporting Indexes that were found to have a significant positive relationship
with performance while clear links were also shown as to how Strategic Direction and Intent
is also supported by other Indexes. Strategic Direction and Intent plays an important role in the

performance of Vietnamese organisations.
5.4.1.2 Goals and Objectives and performance

The literature review indicated that there was a close alignment between the Index of Goals
and Objectives in both traditional and contemporary culture that was evidence by the historical
achievements of Vietnamese people in the face of adversity driven by a strong sense of price
(Murray 2008) that is coupled with cultural dimension collectivism and family, long term
focus, and power distance relationships and community hierarchies (Hofstede Insights 2022;
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Murray 2008). This was further supported by the alignment with external focus and stability of
Goals and Objectives as part of the Dimension of Mission and definition of the Index which
indicates clear goals that provide everyone with a clear direction in their work (Denison &
Neale 1999). Therefore, it was hypothesised that the Index of Goals and Objectives would have

a positive impact on performance in Vietnamese organisations.

The Index of Goals and Objectives was found to have a significant positive impact on
performance in Vietnamese organisations in the quantitative stage of this study and the
hypothesis was supported. The B of the relationship between Goals and Objectives and
performance was 0.338 with a p-value of 0.003 which indicates a significant positive
relationship. This was supported by the findings in the qualitative stage which used a general
question related to organisational culture and performance as well as a specific question related
to the Index of Goals and Objectives to further explore and confirm this relationship. The main
and sub-questions resulted in nine respondents providing a total of fifteen comments while the
sub question resulted in seven respondents providing a total of twelve comments that could be
categorised as belonging to the relationship between Goals and Objectives and performance.
These comments supported a positive relationship between Goals and Objectives and
performance in Vietnamese organisations. The comments had a common theme that related the
importance of all employees understanding the Goals and Objectives that they need to achieve

to positively impact the performance of the organisation.

Strong links to the other Indexes of Mission were found in the qualitative stage. Three
comments were categorised linking Vision while four comments were categorised linking
Strategic Direction and Intent to Goals and Objectives and performance. In addition, links to
the Index of Coordination and Integration with four comments and to Team Orientation with
two comments with Goals and Objectives and performance gave insight into how these Indexes
play an important role in supporting the relationship between Goals and Objectives and

performance.

The positive impact of the Index of Goals and Objectives in Vietnamese organisations is well
supported by the literature review, quantitative analysis, and qualitative analysis in this study.
These findings also show important connections to the Mission of the organisation and strong
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evidence of support from the other Indexes in the Dimension of Mission while being enabled

with support from other Indexes.
5.4.1.3 Vision and performance

The literature review indicated that there was close alignment between the Index of Vision in
both traditional and contemporary Vietnamese culture owing to its alignment with external
focus and stability. This was further supported when considering the definition of the Index of
Vision which closely aligns with the collectivist nature of traditional Vietnamese culture which
embodies shared future values led by guidance and direction of leaders (Denison & Neale 1999;
Hofstede Insights 2022; Murray 2008). Therefore, it was hypothesised that the Index of Vision

would have a positive impact on performance in Vietnamese organisations.

The hypothesis was not supported, and the Index of Vision was not found to have any
significant relationship with performance in Vietnamese organisations in quantitative portion
of this study. The qualitative results also supported this with only five respondents providing a
total of seven comments that were categorised as contributing to the performance of their

respective organisations.

The Index of Vision belongs to the Dimension of Mission which was found to have a positive
impact on performance in both the quantitative and qualitative studies. In addition, the Index
of Goals and Obijectives, which also belongs to the Dimension of Mission, was also found to
have a positive impact on performance in both studies. This suggests that Vision is important
but that other drivers of that Vision are more important to contributing positively to
performance in Vietnamese organisations. This was reflected in comments that were
categorised as being related to Mission in the qualitative stage that indicated stronger
connections to Strategic Direction and Intent and Goals and Objectives. In addition, it was
shown in the qualitative stage that other Indexes also contributed to the Dimension of Mission

such as Coordination and Integration and Empowerment.

Therefore, it can be concluded that while Vision has an importance in contributing to
performance in Vietnamese organisations, it is not as important as ensuring that the Goals and
Obijectives are clearly communicated to employees so that they share a clear direction and
understanding of how they can work together to achieve the Mission of the organisation.

222



5.4.1.4 Coordination and Integration and performance

The literature review demonstrated links between Coordination and Integration related to both
traditional and contemporary Vietnamese cultural values. It was noted that the collective nature
of Vietnamese culture and the ability to come together to overcome adversity would positively
impact performance while power distance relationships could impede the flow of information
in organisations and have a negative effect (Hofstede Insights 2022; Murray 2008). However,
it was hypothesized that the Index of Coordination and Integration would overall have a
positive impact on performance in Vietnamese organisations as it was thought that even if
power distance relationships dictated a more top-down flow of communication, this would still

have a positive impact on performance.

The hypothesis was not supported, and the Index of Coordination and Integration was not found
to have a significant positive relationship with performance in Vietnamese organisations in the
quantitative phase of this study. The B of the relationship between Coordination and Integration
and performance was 0.049 with a p-value of 0.318 which does not indicate a significant

positive relationship.

However, more in line with the findings from the literature review and the hypothesis, the
qualitative stage found numerous links between Coordination and Integration impacting
performance in Vietnamese organisations. Similarly, to the qualitative findings for the Index
of Strategic Direction and Intent, these links were especially between Indexes that were found
to have a significant positive impact on performance in Vietnamese organisations. As shown
in Table 4.33, the assessment of the comments related to organisational culture Indexes
associated with performance, the Index had the fifth highest number of comments from the
fifth highest number of respondents ranking only behind the three significant Indexes and
Strategic Direction and Intent. A total of nine comments were categorised as belonging to the
Index of Coordination and Integration from a total of seven respondents.

The sub questions that explored the Indexes that were found to have a significant positive
relationship with performance in the qualitative stage provided evidence of how the Index of
Coordination and Integration provide support for these Indexes and impact performance in
Vietnamese organisations. For example, four comments from four respondents indicated the

importance of Coordination and Integration in achieving Goals and Objectives while two
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comments from one respondent indicated the importance of Coordination and Integration in
supporting Customer Focus. Comments also showed how the Index of Coordination and
Integration also contributes to the Dimension of Mission which was also found to have a
significant positive relationship with performance. Three comments from three respondents
demonstrated how Coordination and Integration was important in supporting the achievement

of Mission in Vietnamese organisations.

While not found to have a significant positive impact on performance in the quantitative
analysis, the qualitative analysis indicates that the Index of Coordination and Integration plays
an important role in supporting and enabling the functions of Indexes and Dimensions of
organisational culture that do have a significant positive impact on performance in Vietnamese

organisations.
5.4.1.5 Agreement and performance

The literature review found that the Index of Agreement could be impacted in different ways
than in Western organisations owing to Vietnamese cultural characteristics related to saving
‘face’, power distance relationships, and collectivism (Hofstede Insights 2022; Nguyen 2015).
This was supported by Tafvelin, von Thiele Shwarz and Hasson (2017) who found that
performance could be negatively impacted when perceptions of organisational issues between
leaders and teams is present. However, overall, it was hypothesised that the Index of Agreement
would have a positive impact on performance in Vietnamese organisations owing to the
traditional power distance relationships in Vietnamese culture (Hofstede Insights 2022) while
more contemporary cultural influences could also be expected to contribute to a positive

impact.

The hypothesis was not supported, and the Index of Agreement was not found to have any
significant impact on performance in the quantitative stage of this research. The B of the
relationship between Agreement and performance was -0.014 with a p-value of 0.451 which

does not indicate a significant positive relationship.

This finding from the quantitative stage was supported by the findings in the qualitative stage.
As shown in Table 4.33, the categorisation of comments related to the organisational culture
Indexes associated with performance, the Index of Agreement was ranked the lowest of all
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Indexes and only one comment from one respondent was categorised as supporting
performance in Vietnamese organisations. Comments that were related directly to the Indexes
and the Dimension that were found to have a significant impact on performance in Vietnamese
organisations did not result in the categorisation of any comments that Agreement supported

any of these in impacting performance in Vietnamese organisations.
5.4.1.6 Core Values and performance

The literature review found that the Index of Core Values had been found to be compromised
by individual values in some contexts and that this may lead to an ‘Asian Paradox’ where
traditional collectivist core values are compromised by the influence of more contemporary
individualistic values (Ralston, Nguyen & Napier 1999). This was supported by finding from
Mai and Nguyen (2015) that found that contrasting ethical values that often result in higher
levels of nepotism and corruption could also create a misalignment in Core Values. Therefore,
it was hypothesised that conflicting values in organisations would contribute to Core Values

having a negative impact on performance in Vietnamese organisations.

The hypothesis was not supported, and the Index of Core Values was not found to have any
significant impact on performance in the quantitative stage of this research. The B of the
relationship between Core Values and performance was 0.094 with a p-value of 0.222 which

does not indicate a significant negative relationship.

While this finding did not support the hypothesis, the findings from the qualitative stage
provided little support for a positive impact of Core Values on performance in Vietnamese
organisations. As shown in Table 4.33, the comments related to organisational culture and
performance in Vietnamese organisations ranked the number of comments second last in total
with only three respondents providing a total of three comments that were categorised as
impacting organisational performance. However, two comments from two respondents
indicated a relationship between Core Values and the Index of Customer Focus which was

found to have significant positive relationship with performance.

It is of interest that these comments were related to the Index of Core Values which
demonstrated a transition from more traditional Vietnamese cultural values to more

contemporary values that have been driven by influences from other cultures. This aligns with
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the discussion in the literature review that indicated that this value is somewhat conflicted in

Vietnamese organisations as a result of traditional and contemporary cultural influences.
5.4.1.7 Capability Development and performance

The literature review found that the Index of Capability Development may be influenced by
low uncertainty avoidance in Vietnamese culture (Hofstede Insights 2022) which in turn may
contribute to a more superficial level of learning that does not necessarily directly contribute
to performance (Liu & Littlewood 1997; Vo 2014). Furthermore, the discussion noted that the
high level of power distance in Vietnamese culture (Hofstede Insights 2022) may compound
the opportunity for Capability Development to positively impact performance in Vietnamese
organisations. However, it was also noted that the long-term orientation of Vietnamese culture
(Hofstede Insights 2022) would align with Goal and Objectives. Therefore, it was hypothesized
that Capability Development would have a positive impact on performance in Vietnamese

organisations.

The hypothesis was supported, and the Index of Capability Development was found to have a
significant positive impact on performance in the quantitative stage of this research. The  of
the relationship between Capability Development and performance was 0.202 with a p-value
of 0.028 which indicates a significant positive relationship.

This finding was supported in the qualitative analysis and as shown in Table 4.33, the Index of
Capability Development had the greatest number of respondents with the second the greatest
number of comments categorised as providing a link between to organisational performance in
Vietnamese organisations. All ten respondents provided a total of fourteen comments that were

categorised as providing evidence of a positive relationship.

Being an Index that was found to have a significant positive relationship in the quantitative
stage, a specific sub question was included to further explore and confirm this relationship. The
specific question related to Capability Development elicited responses from all ten respondents
with a total of nineteen comments categorised as providing insight into this relationship. These
comments provided confirmation of this relationship with respect to the definition of the Index
with a total of nine comments from seven of the respondents categorised as supporting the

definition. In addition, the analysis showed how this relationship was supported and driven by

226



other Indexes of organisational culture. The Indexes of Team Orientation, Organisational
Learning, and Strategic Direction and Intent each had one comment that was categorised as
contributing to Capability Development. The Index of Goals and Objectives and Creating
Change each had two comments that were categorised as contributing to Capability

Development while in addition, the Dimension of Mission was also linked with two comments.

Overall, the discussions in the literature review and the hypothesis that was developed as a
result was well supported by both the quantitative and qualitative findings. Furthermore,
evidence of external drivers related to the Mission, Goals and Objectives, Strategic Direction
and Intent, and Creating Change were found while Team Orientation was identified as an

internal focus that contributed to the achievement of performance of this Index.
5.4.1.8 Team Orientation and performance

The literature review found that the Index of Team Orientation would be expected to align
closely with the Vietnamese value of collectivism while also aligning with the power distance
values (Hofstede Insights 2022). This was further supported by literature that supported clan
culture in Vietnamese organisations (Nguyen et al. 2018) and linked organisational
commitment to teamwork (Moslehpour et al. 2016). In addition, the literature supported the
family and community values were linked to goals and overcoming adversity (Murray 2008).
Therefore, it was hypothesized that Team Orientation would have a positive impact on

performance in Vietnamese organisations.

The hypothesis was not supported, and the Index of Team Orientation was not found to have a
significant positive relationship with performance in Vietnamese organisations in this study.
The B of the relationship between Team Orientation and performance was -0.032 with a p-

value of 0.394 which does not indicate significant positive relationship.

While this finding is supported by the qualitative analysis, some evidence was provided of
Team Orientation having a positive impact on performance in Vietnamese organisations. The
Index of Team Orientation had the third least number of comments categorised as being linked
to performance and had the third lowest number of respondents who provided comments. A
total of four comments from four respondents had comments categorised as indicating how

Team Orientation impacted on performance in their organisations. In addition, the analysis of
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the Index of Goals and Objectives which was found to have a significant positive impact on
performance categorised two comments from one respondent that was linked Team

Orientation.

With an internal focus and characteristic of flexibility, the findings offer some insight into how
Team Orientation is related to enabling support for achieving the Goals and Objective which
have an external focus. The mixed results of this Index combined with comments related to the
changing traditional and contemporary values in Vietnam indicate that the impact of Team
Orientation on performance has a relationship with the alignment more towards traditional than

contemporary culture in the organisations.
5.4.1.9 Empowerment and performance

The literature review found that the Index of Empowerment is at odds with the power distance
relationships in traditional Vietnamese culture (Hofstede Insights 2022). In addition, the
literature showed that these traditional power distance dynamics are still apparent in
contemporary Vietnamese culture (Dang 2017; Murray 2008; Phan 2008). Furthermore, it was
anticipated that more senior leaders would be more aligned with the traditional cultural values
and hierarchical management. Fey and Denison (2003) and Denison, Haaland, and Goelzer
(2004) also noted that top-down management hierarchies would have a negative impact on
Empowerment in organisations. Therefore, it was hypothesised that the Index of Empowerment

would have negative impact on performance in Vietnamese organisations.

The hypothesis was not supported, and the Index of Empowerment was not found to have a
significant negative impact on performance in the quantitative stage of this research. The 8 of
the relationship between Empowerment and performance was 0.052 with a p-value of 0.333

which indicates no significant negative relationship.

The qualitative results showed some support for the Index of Empowerment impacting
performance in Vietnamese organisations with four respondents providing a total of five
comments being categorised as linking with performance. This was the fourth fewest number
of comments that were categorised for an Index based on the comments linking organisational
culture to performance in Vietnamese organisations. This evidence of some empowerment

linking organisational performance had some additional support with one comment directly
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linking Empowerment to the Dimension of Mission that was found to have a significant

positive relationship with performance.

While the hypothesis was not supported, the findings from the literature that indicated the
adherence to more traditional power distance relationships with some changes evident in more
contemporary organisational environments. These findings suggest that there is a more focus
in contemporary culture in lowering the power distance relationships and empowering
employees across the organisation although this is not having an impact on performance in

Vietnamese organisations.
5.4.1.10 Creating Change and performance

The literature review found that the Index of Creating Change aligned well with the Vietnamese
cultural value of low uncertainty avoidance combined with an external focus and ability to be
flexible that is linked to the long-tern orientation and the achievement of goals in Vietnamese
culture would allow Vietnamese organisations to create change in reaction to requirements of
the business (Hofstede Insights 2022; Murray 2008). However, it was noted that the collectivist
and power distance relationships (Hofstede Insights 2022) could create barriers to creating
change from the bottom up in organisations more aligned with traditional values and that
creating change would be more effective in more contemporary organisations. Therefore, it
was hypothesised that the Index of Creating Change would have a positive impact on

performance in Vietnamese organisations.

The hypothesis was not supported, and the Index of Creating Change was not found to have a
significant negative impact on performance in the quantitative stage of this research. The 8 of
the relationship between Creating Change and performance was -0.073 with a p-value of 0.245

which indicates no significant negative relationship.

The qualitative findings support the quantitative findings and reflect the discussions of the
literature review. A total of ten comments from five respondents were categorised as relating
the Index of Creating Change to performance in the main question and sub questions related to
the link between organisational culture and performance. The discussions in the literature
review noted that the relationship between Creating Change and performance could vary

between more contemporary and traditional organisations which is reflected in the comments
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in the interviews. Comments that were categorised as linking Creating Change to performance
came from either respondents who work for multinational organisations in Vietham and whose
management practices are driven by international leadership, or from small Vietnamese
organisations with young leaderships whose values are more influenced by contemporary and
Western values.

This was further supported when looking at the sub questions that were specifically related to
the Indexes that were found to have a significant positive relationship with performance. Two
respondents provided comments that linked Capability Development to Creating Change and
three respondents provided comments that linked Customer Focus to Creating Change. Again,
all of these comments were from organisations with either young or international leadership.
The analysis of the Index of Creating Change shows how the changing culture of Vietnam and
contemporary cultural drivers are changing organisational culture and how this Index is

providing important links to performance in more contemporary Vietnamese organisations.
5.4.1.11 Customer Focus and performance

The literature review found that while an external focus on customer needs could be at odds
with the hierarchical nature of Vietnamese society, the strong Vietnamese traditional values of
external focus could be complimentary. It was shown that while the developmental stage of the
Vietnamese economy is heavily focus on manufacturing (Salt 2017) that success has largely
been driven by an emphasis on customer satisfaction (Nguyen 2019) and that this is now also
seen to be carrying over into other industries as they develop (Nguyen et al. 2020b; Nguyen et
al. 2023b; Pham & Hoang 2021). Fey and Denison (2003) note that while a more contemporary
management style may exhibit more focus on the customers than more traditional
organisations, this aligns with the current state of Viethamese organisations overall and that
the Index of Customer Focus would have a positive impact on performance in Vietnamese

organisations.

The hypothesis was supported, and the Index of Customer Focus was found to have a
significant positive impact on performance in Vietnamese organisations in the quantitative
phase of this study. The B of the relationship between Customer Focus and performance was

0.191 with a p-value of 0.019 which indicates a significant positive relationship.
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The qualitative results showed strong support for this finding with nine respondents providing
a total of eleven comments that were categorised as providing support linking Customer Focus
to performance in Vietnamese organisations. These comments placed Customer Focus equally
second in the number of respondents who provided comments while placing it fourth in the
number of comments behind Goals and Objectives, Capability Development, and Strategic
Direction and Intent. It is interesting to note that while Goals and Objectives and Capability
Development were found to have a significant positive relationship with performance, Strategic
Direction and Intent was not. The impact of Customer Focus on performance is further
supported by comments that were directly related to the specific sub question that further
explored this relationship. All respondents provided a total of fifteen responses that provided
support for the link between Customer Focus and performance in Vietnamese organisations.
Five comments linked the Index of Customer Focus to the Index of Goals and Objectives while
two comments were linked to the Dimension of Mission, demonstrating support for impacting
performance. In addition, comments were categorised as linking to the Index of Coordination
and Integration which was found to support other Indexes that were found to have a significant

positive impact on performance.

The hypothesis was supported, and the results align with discussions in the literature review
and hypothesis development that more contemporary value shifts in Viethamese organisations
would see a greater alignment with Customer Focus and that the Vietnamese cultural trait of
adaptability would help to enable this. This is supported by the qualitative findings that also
found that the Index of Customer Focus had four comments linked to the Index of Creating

Change and four comments linked to the Index of Organisational Learning.

These findings suggest that Vietnamese organisations are adapting to external market drivers
and organisations are changing to more contemporary values that are supported by traditional
cultural enablers that enable a collectivist approach that is made effective through clear
leadership and direction that associates Customer Focus with the Goals and Objectives and

Mission of the organisation.
5.4.1.12 Organisational Learning and performance

The literature review found that traditional values related to long term orientation and
uncertainty avoidance (Hofstede Insights 2022) would align with the external orientation of
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Organisational Learning. However, it was expected that this Index would also be conflicted by
traditional values related to power distance and collectivism that would emphasise a focus on
family and harmonious work environments (Hofstede Insights 2022; Murray 2008). It was
expected that this Index could be mixed owing to the clash of traditional and contemporary
values and that difference may be seen between more contemporary organisations with broader
cultural influences and more traditional organisations with more traditional management styles.
Overall, it was hypothesised that the Index of Organisational Learning would have a positive

impact on performance in Vietnamese organisations.

The hypothesis was not supported, and the Index of Organisational Learning was not found to
have a significant positive impact on performance in the quantitative stage of this research. The
B of the relationship between Organisational Learning and performance was -0.045 with a p-

value of 0.343 which indicates no significant positive relationship.

The qualitative results showed support for the importance of Organisational Learning to
performance in Vietnamese organisations in line with the hypothesis prediction. The Index of
Organisational Learning had the equal greatest number of comments categorised along with
Goals and Objectives with a total of fifteen comments from eight of the respondents. This was
further supported when looking at the responses related to the sub questions linking the
significant Indexes to performance. One comment was categorised for Organisational Learning
supporting Capability Development while four comments from four respondents were

categorised as supporting Customer Focus.

These results give insights into how Organisational Learning is impacting performance in
Vietnamese organisations and aligns with the discussions in the literature review.
Organisational Learning is being supported by traditional values related to long term
orientation and low uncertainty avoidance which align well with the external focus of this
Index. The links with Customer Focus indicate that this is a key driver for Organisational
Learning and that the internal focus on Capability Development is helping to link and facilitate
Organisational Learning and Customer Focus. This Index aligns well with traditional values

and shows that it is enhanced in organisations that embrace contemporary values.
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5.4.2 Dimensions of the Denison Model and performance

Hypotheses were developed that predicted whether each Dimension of the DM would have
either a positive or negative impact on performance in Viethamese organisations based on the
literature review and the definitions of the Indexes. For the quantitative analysis, the
relationship between the Dimensions of the DM and performance in Vietnamese organisations
was assessed using a higher order construct type Il reflective formative model. The results
showed a significant positive relationship between the Indexes of Mission while no statistically

significant relationship was shown between the other Dimensions and performance.

Table 5.8 - Quantitative relationships between Dimensions and performance

Relationship B p-value
Mission > Performance 0.336* 0.010
Consistency > Performance 0.132 0.138
Involvement > Performance 0.142 0.127
Adaptability > Performance 0.084 0.216

Note: *p < 0.05

The qualitative analysis grouped the comments that were categorised according to each of the
Indexes into each of their respective Dimensions for interview question three and the sub
questions that sought to explore the relationships between organisational culture and
performance. These results showed the greatest support for the Dimensions of Mission and
Adaptability impacting performance while the Dimension of Involvement showed less support

and the Consistency showed the least support.
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Table 5.9 - Qualitative comments categorised according to Dimensions of the Denison

Model
No. of respondents No. of comments
Mission 9 36
Consistency 8 13
Involvement 10 23
Adaptability 10 36

The results for the tests of each Dimension are discussed below with reference to the literature
review and hypotheses that were developed and insights that added to these findings from the

qualitative interviews.
5.4.2.1 Mission and performance

The literature review showed that the Dimension of Mission shared commonalities between
traditional Vietnamese culture in being externally focused on achievements that overcome the
odds (Murray 2008) and contemporary culture which puts an emphasis on achievement. This
was further supported by research by Nguyen et al. (2018) who found that while workers are
more clan oriented, managers are more market oriented. This dynamic would allow for the
traditional cultural traits related to power distance and collectivism (Hofstede Insights 2022)
to support the achievement of objectives with a clear sense of achievement as defined by the
Dimension of Mission (Denison & Neale 1999, p. 1-14). Therefore, it was hypothesised that
the Dimension of Mission would have a positive impact on performance in Vietnamese

organisations and that it would be the Dimension with the strongest impact on performance.

The hypothesis was supported, and the Dimension of Mission was found to have a significant
positive impact on performance in Vietnamese organisations in the quantitative analysis. The
B of the relationship between Mission and performance was 0.336 with a p-value of 0.010

which indicates a significant positive relationship.
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This relationship was further supported with data collected in the qualitative interviews. Nine
respondents provided a total of fifteen comments that provided support for the quantitative
finding. Respondents gave examples of the importance of Mission in impacting performance
in their organisation that illustrated the emphasis that management make in ensuring that it is
clearly communicated and understood by employees. The examples provided showed evidence
of the relationships of all three Indexes that form the Dimension of Mission as contributing to
this relationship. These comments explicitly mentioned the importance of employees having a
clear view of the Goals and Objectives as well as understanding how to achieve those goals via
understanding the Strategic Direction and Intent via a Vision that is clearly communicated from
the top down within the organisation. The Dimension of Mission was the only Dimension
where a significant positive impact on performance was found, and it also contained the Index
of Goals and Objectives which was also found to have a significant positive impact on

performance.
5.4.2.2 Consistency and performance

The literature review found that the Dimension of Consistency was aligned with stability and
Vietnamese cultural characteristics related to hierarchy, collectivism, long term orientation,
and the traditional bureaucracy seen in Vietnamese organisations (Murray 2008; Hofstede
Insights 2022). This was further supported by findings from Nguyen et al. (2018) who found
that characteristics of organisational culture that aligned with stability and an internal focus in
Vietnamese organisations. This research also further supported the relationship between
workers as clan oriented and managers as being market oriented (Nguyen et al. 2018).
Therefore, it was hypothesised that the Dimension of Consistency would have a positive impact

on performance in Vietnamese organisations.

The hypothesis was not supported, and the Dimension of Consistency was not found to have a
significant positive impact on performance in Vietnamese organisations. The [ of the
relationship between Consistency and performance was 0.132 with a p-value of 0.138 which

indicates no significant positive relationship.

The qualitative stage of this study in seeking to confirm and better understand this relationship
was able to offer additional insights. Eight respondents provided a total of ten comments that

were classified as belonging to Indexes that comprise the Dimension of Consistency. This was
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the fewest number of respondents and comments that was associated with any of the
Dimensions. Overwhelmingly, these comments were associated with the Index of Coordination
and Integration with nine comments while only three comments were associated with Core
Values and only one with Agreement. These findings align well with the significant positive
relationship with the Dimension of Mission and the Index of Goals and Objectives while also
closely aligned with the repeated theme of Team Orientation that was prominent throughout

the qualitative interviews.

The qualitative findings support the quantitative findings and offers insights into how the
relationship within Vietnamese organisations between the Dimension of Consistency and
performance could be improved. While employees are working together in a coordinated way
towards achieving the goals and mission of the organisation, improved levels of agreement and
a greater alignment in working with the core values of the organisation may lead to

improvements in the relationship with performance.
5.4.2.3 Involvement and performance

The literature review showed that Involvement aligned well with traditional cultural drivers
related to interpersonal relationships and collectivism with its internal focus and alignment with
stability (Edwards & Pham 2013; Hofstede Insights 2022). Clan culture has been shown to
have a strong impact on organisational culture in previous studies in Vietnam (Nguyen et al.
2018) which would be expected to align closely with the Team Orientation Index belonging to
this Dimension. However, it was also noted in the hypothesis development that the this may be
impacted by the ‘Asian Paradox’ (Ralston, Nguyen & Napier 1999), although (Nguyen et al.
2018) found that clan-oriented employees are still likely to follow market-oriented managers
which would align with the Vietnamese cultural values related to team, family, and hierarchies
(Hofstede Insights 2022; Murray 2008). Therefore, it was hypothesised that the Dimension of

Involvement would have a positive impact on performance in Vietnamese organisations.

The hypothesis was not supported, and the Dimension of Involvement was not found to have a
significant positive impact on performance in Vietnamese organisations. The B of the
relationship between Involvement and performance was 0.142 with a p-value of 0.127 which

indicates no significant positive relationship.
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The qualitative stage of this study provided some support for the quantitative findings with a
lower number of comments categorised as reflecting the impact of Involvement on
performance compared to the Dimensions of Mission and Adaptability. The mixing of these
results aligns with the discussions in the literature review and the hypothesis development that,
despite hypothesising a positive impact, noted the different Indexes within this Dimension
would have different impacts on performance and hypotheses of the Indexes predicted that
Team Orientation and Capability would have a positive impact on performance while
Empowerment was hypothesised to have a negative impact on performance. In addition, these
discussions also noted that these results could be mixed depending on whether individual

organisations were more traditional or contemporary in nature.
5.4.2.4 Adaptability and performance

The literature review found that the Dimension of Adaptability was aligned with flexibility
which was opposing traditional Vietnamese cultural values related to collectivism and the
conservative nature of the culture while the external focus complemented the historical
achievements of Vietnamese people overcoming adversity and the long-term pragmatic
orientation of Vietnamese culture (Hofstede Insights 2022; Murray 2008). It was also noted
that the Fey and Denison (2003) study in Russia finding a significant relationship between
Adaptability and performance could indicate a similar finding in this study owing to similar
stages and history of social and economic development at the times of the respective studies.
This was further supported owing to the low level of uncertainty avoidance in Vietnamese
culture although it was also noted that a clash of more contemporary values could cause a
conflict of these values however, it was expected that the very nature of this characteristic it

could be expected that these issues could be overcome effectively.

The hypothesis was not supported, and the Dimension of Adaptability was not found to have a
significant positive impact on performance in Vietnamese organisations. The [ of the
relationship between Adaptability and performance was 0.084 with a p-value of 0.216 which

indicates no significant positive relationship.

The qualitative stage of research did not support the findings from the quantitative stage and
indicated that the Dimension of Adaptability has an important impact on performance in

Vietnamese organisations. When mixing these findings, these results align with the discussions
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from the literature review and the hypothesis predictions which although ultimately predicting

a positive impact, noted the mixed expectations of this Dimension.

The hypotheses development from the literature suggested that the Adaptability would have a
positive impact on performance owing to the low level of uncertainty avoidance and high
degree of long-term orientation of Vietnamese culture (Hofstede Insights 2022). It was also
noted that Vietnam may share similar findings to the Russia study owing to the similar
uncertain environment in moving from a closed to an open economy (Fey & Denison 2003).
However, at the same time it was noted that Adaptability also has characteristics that oppose
traditional collectivist and conservative Vietnamese cultural values which could impede
Adaptability (Hofstede Insights 2022; Murray 2008). It was also noted that the individual
Indexes that make up the Adaptability Dimension would have mixed effects on the collective
of the Dimension owing to each of their characteristics. These differences were also expected
to impact organisations in Vietnam differently depending on whether they were more aligned

with traditional or conservative values (Phan 2008).

5.5 Research sub-question 2a discussion

Research sub-question 2a is designed to add to the existing body of literature that has studied
the relationship between organisational culture and performance in organisations using the DM

in distinct cultural contexts.

2a. How do the effects of organisational culture on organisational

performance in Vietnam compare to those effects in other cultures?

Adding this study to the existing literature allows for a comparison and discussion of the results
in distinct cultural contexts. This question is primarily answered with the findings from the
guantitative portion of this research while interview questions number one, two, and three from
the qualitative section were designed to build on the understanding of the quantitative results

and contribute to answering this question with even more insight.

The quantitative research shows that certain subdimensions of organisational culture in
Vietnamese organisations have a positive and significant impact on organisational performance

while other subdimension were not found to have a positive or negative impact. The
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Dimensions of organisational culture, whether assessed according to the DM Dimensions,
Indexes, or interpreted through other organisational culture models, can be seen to be

associated with organisational outcomes in Vietnamese organisations.

The results of the hypotheses testing and the relevant qualitative interview questions with
relation to the literature review will be systematically discussed beginning with a broader
discussion of the Dimensions of the DM and followed with a more detailed discussion of each
Index of the DM with findings from the interview integrated into the discussion to add
additional insight to these findings. There is overlap between other studies while at the same
time a unique picture of organisational culture has been presented for Vietnamese organisations

with unique relationships with organisational performance.

Studies that can be compared to this study include two major studies that explore this
relationship in the USA and Russia (Fey & Denison 2003), and Asia and the rest of the world
(Denison, Haaland & Goelzer 2004). In addition to these major studies, two minor studies that
were discussed in the literature review that assess the relationship between Denison cultural
Dimensions and performance that include studies in India (Nazir & Lone 2008) and Columbia
(Avella & Ernesto 2010). Other studies that have used the DM that were discussed in the
literature review differ in that they were seeking to assess the impact on variables other than
performance such as knowledge-based management (Ahmady, Nikooravesh & Mehpour
2016), or worker productivity (Abane, Adamtey & Ayim 2022; Mohammadi 2020) and are not

suitable to be added to the comparisons of this study.

While the DM has become the most widely used model for organisational cultural assessment
in literature, the numerous studies vary in methodology and quality. In answering this research
sub-question, it is important to consider the methodology and quality of other studies in making
comparisons and drawing conclusions. This was also considered when designing this study and
why the studies by Denison, Haaland, and Goelzer (2004) and by Fey and Denison (2003) were
used as the primary guide for the collection of data and questions used in this study in Vietnam
closely aligned. The study ‘Organizational Culture and Effectiveness: Can American Theory
Be Applied in Russia?’ by Fey and Denison (2003) was published in Organization Science and
the study ‘Corporate Culture and Effectiveness: Is Asia Different from the Rest of the World?”
by Denison, Haaland, and Goelzer (2004) was published in Organizational Dynamics; both Q1
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ranked journals in their year of publication (Scimago Journal & Country Rank 2023). As such
the primary comparisons and discussions will be related to these two major studies. However,
comparisons and discussions of other secondary studies will also be made to try to provide
additional insights that can be valuable in answering this research sub-question. This will be
done by firstly using the two major studies for a primary studies comparison, followed by
another section where secondary studies will be compared. Finally, other studies that link
organisational culture with aspects other than performance or just seek to generally build a
picture of organisational culture in a particular context will be discussed in relation to this study

in Vietnam.
5.5.1 Primary studies comparisons

When considering the relationship between this study and those conducted in other cultures, it
is interesting to look at whether factors such as broader economic and political influences
provide greater alignment or whether alignment is seen in cultural aspects which align between

the different settings.

One of the first major studies endeavouring to understand whether the application of the theory
behind the DM could be applied in other cultures was conducted in Russia and compared to
results from the USA (Fey & Denison 2003). This study had substantial similarities with this
study conducted in Vietnam owing to the stage of economic development as well as the
political changes that have impacted this economic development in moving from a centrally
planned economy to a freer market economy (Fey & Denison 2003; Murray 2008). At the time
the Russian study was conducted, demographic similarities also existed such as both having a
well-educated work force and a low cost of labour (Fey & Denison 2003). The results of the
relationships between Dimensions of organisational culture and performance in Russia, the
USA, and Vietnam (from this study) are shown in Table 5.10 (Adapted from Fey & Denison
2003, p. 694)
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Table 5.10 - Beta Coefficients (B) between Dimensions of the Denison Model and

Performance in Russia, USA, and Vietnam

Dimension Russia USA Vietnam
Mission 0.09 0.38** 0.336*
Adaptability 0.30**** -0.06 0.084
Involvement 0.27*** 0.21 0.142
Consistency 0.13 0.10 0.132

Note: *p<0.05 **p<0.01 ***p<0.005 ****p<0.001

In the Russian context, Adaptability was most useful in understanding organisational
effectiveness followed by Involvement while in the Vietnamese study, Mission was the only
Dimension to show a significant positive impact. It was hypothesised that Vietnam would show
positive impacts in the relationships between Adaptability and Involvement owing to the
similarities to Russia in the political and economic environment as well as the similarity in
power distance relationship and individualism however no significant relationship was
found. Considering the close alignment of economic and political environments as well as the
similarities between certain cultural indicators (Figure 5.7) at the respective times that these
studies were conducted, no significant similarities can be seen in the relationship between

Dimensions of organisational culture and organisational performance.
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Figure 5.7 - Cultural comparison between Russia & Vietnam.

(Source: Hofstede Insights 2023)

It is interesting to note that the results of this study when compared to the Fey and Denison
(2003) study exhibits greater similarity to the USA than to Russia with the Dimension of
Mission found to have a significant positive relationship in both the USA and Vietnam while
no other Dimensions were found to have a significant relationship. When comparing the
cultural dimensions of their respective cultures (Figure 5.8), similarities can be seen in levels
of uncertainty avoidance and long-term orientation between Vietnam and the USA. This
supports discussions in the literature review and hypothesis development that suggested that
the Dimension of Mission would be affected by the long-term orientation of Vietnamese

culture.
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Figure 5.8 - Cultural comparison between USA & Vietnam.

(Source: Hofstede Insights 2023)

In addition to the Russian study, at the same time Denison, Haaland, and Goelzer (2004) were
also conducting a major study using the DM to assess whether the relationship between
corporate culture and organisational effectiveness in Asia was different to the rest of the world.
Similarly, to the Russia study, one of the main questions that this research was trying to answer
was whether the DM could be applied in other parts of the world (Denison, Haaland & Goelzer
2004). In addition, similarly to this research study in Vietnam, the main research question was
aimed at understanding whether there were cross cultural differences in the relationship
between organisational culture and effectiveness (Denison, Haaland & Goelzer 2004). While
the study focussed on the link between organisational culture and effectiveness across cultures,
it also sought to evaluate whether the organisational culture itself also varied across cultures
(Denison, Haaland & Goelzer 2004).

Overall, this study compared the correlations of both Dimensions and Indexes of the DM with
performance between both regions (North America, Asia, Europe / Middle East / Africa
(EMEA)) and individual countries (South Africa, Canada, Jamaica, Australia, USA, Brazil &
Japan) (Denison, Haaland & Goelzer 2004). The data drew from across a varied range of
industries in these different regions while the data for the individual countries mentioned drew

samples from populations of employees in grocery stores that were independently owned
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(Denison, Haaland & Goelzer 2004). While most of the surveys for this data collection were
conducted in English, similarly to this Vietnamese study, the organisations in Japan and Brazil
were conducted in the local languages of Japanese and Portuguese respectively (Denison,
Haaland & Goelzer 2004).

The beta coefficient () between the Indexes of the DM and performance across these seven
countries from the Denison, Haaland, and Goelzer (2004) study and the results from this study
in Vietnam are shown in Table 5.11 (Adapted from Denison, Haaland & Goelzer 2004, p. 105)

244



Table 5.11 - Beta Coefficients (B) between Indexes of the Denison Model and

Performance comparison of Countries

Index Vietnam i?l:f::l CanadalJamaicalAustralial USA | Brazil | Japan
Agreement -0.014 | 0.63* | 0.37 0.20 0.34* | 0.54* | 0.78* | 0.28
ngslib;::;’m 0.202* | 0.70% | -0.06 | 0.26 | 0.23* | 0.56* | 0.81* | 0.14
Coordination & 1 y49 | 054% | 045 | 018 | 0.37% |056* | 0.88* | 0.23
Integration
Core Values 0.094 | 0.54* | 0.45 0.18 0.37* | 0.56* | 0.88* | 0.23
Creating Change | -0.073 | 0.82* | 0.34 0.00 0.35* | 0.63* | 0.75* | 0.23
Customer Focus | 0.191* | 0.45* | 0.06 0.25 0.24* | 0.45* | 0.62* | 0.24
Empowerment 0.052 | 0.60* | 0.38 0.08 0.27* | 0.68* | 0.84* | 0.08
Goals & Objectives| 0.338* | 0.76* | 0.58* | 0.22 0.42* | 0.68* | 0.81* | 0.25
Org. Learning -0.045 | 0.12 0.13 0.11 0.33* | 0.67* | 0.76* | -.010
Strategic Direction | - 57 | 0.6 | 0.77% | 0.44 | 038* | 057% | 0.79% | 0.55*
& Intent
Team Orientation | -0.032 | 0.61* | 0.43 -0.06 | 0.32* | 0.60* | 0.86* | 0.11
Vision -0.016 | 0.45* | 0.43 0.26 0.36* | 0.61* | 0.79* | 0.29

Note: p<*0.05.
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In addition to evaluating the relationship between the Dimensions of the DM and performance,
Nazir and Lone (2008) also examined the relationship between each of the Dimensions and
each of the performance indicators as separate dependent variables. In assessing overall
organisational performance, Nazir and Lone (2008) found that Mission had the most significant
positive impact on performance while Involvement also had a significant positive impact on
performance and no significant relationship was found between Consistency or Adaptability
and performance. These results can also be directly compared to the results of this study in
Vietnam as shown below in Table 5.12 (Adapted from Nazir & Lone 2008, p. 54).

Table 5.12 - Beta Coefficients (B) between Dimensions of the Denison Model and
Performance comparison of Vietham and India

Dimension India Vietnam
Mission 0.691* 0.336*
Adaptability 0.313 0.084
Involvement 0.480* 0.142
Consistency 0.008 0.132

Note: *p<0.05.

Nazir and Lone (2008) also looked at the relationships between each of the Indexes of the DM
and each measure of organisational performance as well as the overall measure of
organisational performance. As with the Denison, Haaland, and Goelzer (2004) study, this
allows for comparison with the data from this study in Vietnam. The relationships between the
Indexes of the DM and overall organisational performance comparing Vietnam and India are
shown in Figure 5.13 below (Adapted from Nazir & Lone 2008, p. 53).
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Table 5.13 - Beta Coefficients (B) between Indexes of the Denison Model and
Performance comparison of Vietham and India

Index Vietnam India
Agreement -0.014 0.336**
Capability Development 0.202* 0.464**
Coordination & Integration 0.049 0.414**
Core Values 0.094 0.430**
Creating Change -0.073 0.407**
Customer Focus 0.191* 0.223**
Empowerment 0.052 0.379**
Goals & Objectives 0.338* 0.399**
Organisational Learning -0.045 0.426**
Strategic Direction & Intent 0.027 0.465**
Team Orientation -0.032 0.331**
Vision -0.016 0.380**

Note: p<*0.05. p<**0.01

This comparison between Vietnam and India can be considered with relation to the economic
developmental stage of each country as well as the culture traits.
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Figure 5.9 - Cultural comparison between India & Vietnam

(Source: Hofstede Insights 2023)

The comparison of cultural traits shows a high degree of similarity across all the cultural
dimensions (Hofstede Insights 2023). Similarity is especially seen in the dimensions of power
distance and long-term orientation which were key predictors in the hypothesis development
related to finding a positive impact of Mission on organisational performance in Vietnam. It
was also hypothesised that the Dimension of Involvement would have a positive impact on
performance in Viethamese organisations, however no significant relationship was found. This
is interesting when comparing to the Indian context where individualism is greater than in
Vietnam and this was predicted to be a key driver of a positive impact of Involvement on
performance in Vietnamese organisations. Aside from the cultural dimensions impacting on
the relationship between organisational culture and performance, consideration can also be

given to the similar state of economic development seen in India and Vietnam.

Avella and Ernesto (2010) sought to examine organisational culture in Columbia using the DM
and seeking to understand the relationship to performance. Using similar methods of data
collection as Denison, Haaland, and Goelzer (2004) and this study, Avella and Ernesto (2010)
also compared the Indexes of the DM to performance in Columbia with the seven nations that

were discussed and compared earlier in this discussion. Unlike the Denison, Haaland, and
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Goelzer (2004) study, this study was more similar to the Nazir and Lone (2008) study that used
some additional performance questions and sought to understand more about the relationship
between the Indexes of the DM and the different aspects of performance as separate
independent variables rather than an aggregation of performance. However, results of the
performance measures were also aggregated and correlations between each Index and
performance were presented with allows for the comparison of the results in Columbia with
those in this study in Vietnam as well as with the seven countries and India that were compared
previously. Below is a comparison between the results in Columbia (Adapted from Avella &
Ernesto 2010, p. 182) and the findings of this study in Vietnam.

Table 5.14 - Beta Coefficients (B) between Indexes of the Denison Model and
Performance comparison of Vietham and Columbia

Index Vietnam Columbia
Agreement -0.014 0.59**
Capability Development 0.202* 0.61**
Coordination & Integration 0.049 0.49**
Core Values 0.094 0.47**
Creating Change -0.073 0.40**
Customer Focus 0.191* 0.42**
Empowerment 0.052 0.52**
Goals & Objectives 0.338* 0.58**
Organisational Learning -0.045 0.46**
Strategic Direction & Intent 0.027 0.56**
Team Orientation -0.032 0.37**
Vision -0.016 0.60**

Note: *p<0.05, **p<0.01
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Figure 5.10 - Cultural comparison between Columbia & Vietnam

(Source: Hofstede Insights 2023)

While an aggregate of performance was not assessed and therefore a comparison to the
aggregated performance measures of this and other studies cannot be made, when looking at
the relationships between the Dimensions of the DM and the eight performance measures used,
Avella and Ernesto (2010) found significant positive impact on the Dimension of Mission on
five of the variables. No other significant relationships were found with any of the other
Dimensions and any of the eight performance measures (Avella & Ernesto 2010). Therefore,
again, as found in the Denison, Haaland, and Goelzer (2004), the Nazir and Lone (2008), and
this study in Vietnam, Mission was ranked as the top and most significant Dimension to impact
on performance. A composite comparison across these studies between the Dimensions of the

DM and performance is shown in Table 5.15 below.
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Table 5.15 - Composite comparison of Beta Coefficients (B) between Dimensions of the

Denison Model and Performance across all similar studies

Dimension Russia USA India Vietnam
Mission 0.09 0.38** 0.691* 0.336*
Adaptability 0.30**** -0.06 0.313 0.084
Involvement 0.27*** 0.21 0.480* 0.142
Consistency 0.13 0.10 0.008 0.132

Note: *p<0.05 **p<0.01 ***p<0.005 ****p<0.001

As with research question 1a, the comparisons that have been made between organisational
culture and performance in other cultures can be added to the findings of this study to compile
a comparison of studies across cultures as presented below in Table 5.16 (Adapted from Avella
& Ernesto 2010, p. 182; Denison, Haaland & Goelzer 2004, p. 105; Nazir & Lone 2008, p. 53)

Table 5.16 - Composite comparison of Beta Coefficients (B) between Indexes of the

Denison Model and Performance across all similar studies

. .| South . . . .
Index Vietnam |Columbia Africa Canadal|JamaicalAustralia] USA | Brazil | Japan | India

Agreement -0.014 | 0.59** [0.63*| 0.37 0.20 0.34* | 0.54* | 0.78* | 0.28 |0.336**

Capability

0.202* | 0.61** [0.70*| -0.06 | 0.26 0.23* | 0.56* | 0.81* | 0.14 |0.464**
Development

Coordination

. 0.049 0.49** [0.54* | 0.45 0.18 0.37* | 0.56* | 0.88* | 0.23 |0.414**
& Integration
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Index Vietnam |Columbia i?;t:l Canadal|JamaicalAustralia] USA | Brazil | Japan | India

Core Values | 0.094 0.47** 10.54*| 0.45 0.18 0.37* | 0.56* | 0.88* | 0.23 |0.430**

Creating | 073 | 0.40% |082%| 034 | 000 | 035* |0.63% | 0.75% | 023 [0.407%
Change
Cf;gg;er 0.191% | 0.42** |045*| 0.06 | 0.25 | 024* | 045+ | 0.62% | 0.24 |0.223**

Empowerment| 0.052 0.52** 10.60*| 0.38 0.08 0.27* | 0.68* | 0.84* | 0.08 |0.379**

Goals &

o 0.338* | 0.58** |[0.76*| 0.58* | 0.22 0.42* | 0.68* | 0.81* | 0.25 |0.399**
Objectives

Organisational

. -0.045 0.46** [ 0.12 | 0.13 0.11 0.33* | 0.67* | 0.76* | -.010 |0.426**
Learning

Strategic
Direction & | 0.027 0.56** |0.69*| 0.77* | 0.44 0.38* | 0.57* | 0.79* | 0.55* |0.465**
Intent

Team

. . -0.032 0.37** |0.61*| 0.43 -0.06 0.32* | 0.60* [ 0.86* 0.11 |0.331**
Orientation

Vision -0.016 | 0.60** |0.45*| 0.43 0.26 0.36* | 0.61* | 0.79* | 0.29 |0.380**

Note: *p<0.05 **p<0.01

5.6 Research question 3 discussion

The objective of research question three is to build greater understanding of how Vietnamese

culture impacts organisational culture in Vietnamese organisations with a goal of adding to the
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understanding of how organisational culture can be managed in relation to the impact on

performance in Vietnamese organisations.

3. What roles do Vietnamese national culture play in influencing organisational culture

in Vietnamese organisations?

Following the Explanatory Sequential Mixed Methods approach, findings from the quantitative
stage can be confirmed and explored using the findings from the qualitative stage (Creswell
2014). These findings allow for a picture of the Indexes and Dimension of Vietnamese culture
to be formed which can be considered with the relationships to traditional and contemporary
cultural influences in Vietnamese culture which have been explored. The discussions of the
findings for research question one showed that organisational culture in Vietnamese
organisation has a prominent Team Orientation and that internal characteristics according to
the DM play a greater role is shaping the organisational culture in Vietnamese organisations.
This included a close relationship between Team Orientation and Coordination and Integration
supporting a Goals and Objectives focus. Goals and Objectives was the most prominent
externally focussed Index associated with organisational culture while Agreement and

Empowerment were also shown to be important features.

These findings suggest that traditional Vietnamese cultural values play a significant role in
impacting the makeup of organisational culture in Vietnamese organisations. Collectivism and
a sense of community and family values (Hofstede Insights 2022; Murray 2008) were shown
to be very prominent features of Vietnamese culture in the literature review and the results
show that this plays a major role in shaping the culture within Vietnamese organisations. At
the same time, the cultural features related to power distance and the hierarchies observed in
Vietnamese culture (Hofstede Insights 2022) were also reflected in the culture of Vietnamese
organisations. The Indexes of Agreement and Coordination and Integration show that the team
functions effectively by adhering to these hierarchical characteristics.

At the same time, there was evidence that more contemporary values influenced by Western
values are also playing a role in shaping organisational culture. Empowerment was seen as
important and comments indicated that while there is still a large degree of respect for
hierarchies, at the same time there was an understanding that regardless of these relationships,
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it was important to empower employees to be able to speak freely across the hierarchical levels
to improve organisational outcomes. The responses to interview question two provided
additional support that respondents felt that this is of particular importance to establishing a
strong organisational culture in Vietnamese organisations. The responses to interview question
two supported this blend of cultural values being important with most comments seen for the
Indexes of Strategic Direction and Intent, Coordination and Integration, and Empowerment.
This shows that a strong culture is perceived as providing empowerment to employees as
important so that they can work effectively across the hierarchical levels of the organisation
with a shared sense of direction, and how to achieve the objectives of the organisation.

Interview question four sought to verify and explore the linkages between Vietnamese culture
and organisational culture in Vietnamese organisations more specifically. Interview question
four sought to elicit directly from respondents what they viewed as the impacts of Vietnamese
culture on their organisations respective culture. The responses were categorised as either
supporting traditional cultural influences or supporting contemporary cultural influences. The
results further supported that both traditional and contemporary cultural influences play a role
in shaping the organisational culture in Vietnamese organisations. However, more respondents
and more comments indicated contemporary influences on organisational culture. As with the
findings from research question one, the comments that were categorised as supporting
traditional influences on organisational culture were dominated by comments that were related
to collectivist, community, and family values as well as comments that related to hierarchies
and power distance relationships that aligned with Vietnamese cultural characteristics
(Hofstede Insights 2022; Murray 2008; Nguyen 2016; Nguyen 2023). Also, in line with the
findings from research question one, the findings supported contemporary cultural influences
that related to empowerment and individualism. This was directly supported by specific
answers from respondents that mentioned influence from other cultures such as South Korea,
The USA, and Singapore. In addition, this was further supported by comments from
respondents that noted the generational shift and the more relaxed approach to community and
organisational hierarchies than seen in older generations. Furthermore, this was also seen
reflected more so in foreign operated organisations in Vietnam where it was indicated that
organisational structures were more formal in older organisations. The opposite was reflected

in Vietnamese organisations with younger management.

254



These comments provide strong support for the contemporary and traditional cultural drivers
that are impacting Vietnamese organisations while at the same time offering additional insights
into how and why this is occurring. The comments showed that the influences driving the
contemporary changes are related to objectives that are driven from multinational
organisational perspectives; generational change where younger managers and organisations
are adopting more contemporary business values from the West; and that the generational gap
is reducing which owes to the younger workforce in general. Therefore, the shape of
organisational culture is being driven by traditional cultural influences, changing contemporary

cultural influences, and by organisational influences.

Interview question five sought to further explore these topics in relation to the effect of national
culture on organisational culture in other cultural contexts. Once again, the responses supported
the previous findings and offered additional insights. Numerous respondents had experience
working in organisations operating in foreign cultures or working in Vietnam with those who
come from foreign cultures. The comments supported the influence of the national culture on
the organisational culture in both contexts while also supporting that the foreign culture mixed
with the traditional culture in these organisational environments. The comments supported the
idea that the underlying national culture would play a prominent role and that for multinational
organisations operating across cultures that it was important to understand the local national
cultural influences. In addition, the comments reflected the needs for managers to understand
the cultural dynamics and accommodate those while leading the integration of contemporary

cultural drivers.

While this study does not directly link national culture to organisational performance, it shows
the impacts between national culture and organisational culture and the relationships between
organisational culture and performance. These relationships show that cultural considerations
are an important for managers in the shaping of organisational culture and that consideration
should be given to the relationship that these have with the desired culture and performance of

organisations.

For example, Empowerment and Team Orientation were found to be key features of

organisational culture in Vietnamese organisations yet neither of these Indexes had a
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significant positive impact on performance. While some evidence of Team Orientation
supporting Indexes that were found to have a significant positive impact on performance were
found, these were not strong links. This is also apparent when looking at the Index of
Empowerment which also showed only some limited support for helping to facilitate

performance in relation to Indexes with a significant positive relationship.

However, it was also possible to see how an alignment between traditional and contemporary
values were able to come together in Vietnamese organisations to distinctly shape the
organisational culture as well as provide strong links to performance. This is especially
interesting when looking at the shape of organisational culture and looking at the positive

relationships between Indexes and Dimensions and performance.

This is especially evident if considering the Indexes of Coordination and Integration and Team
Orientation. These Indexes both align strongly with the collectivism of Vietnamese culture and
although they were not found to have a significant positive impact on performance, they were
clearly identified as key drivers in facilitating the positive impacts seen between Indexes such

as Goals and Objectives and Customer Focus as well as the broader Dimension of Mission.

5.7 Conclusions

Vietnam has a complex range of drivers of national culture from historical traditional
influences that include Confucianism, Taoism, Buddhism, and Socialism mixing with more
contemporary influences from Western values that shape Vietnamese culture today. Strong
links can be seen between the collectivist nature of many of these drivers that place emphasis
on community, family, and national pride and the shape of organisational culture in Vietnamese
organisations. As a result, contemporary Vietnamese organisations display a strong Team
Orientation coupled with Coordination and Integration and Agreement that sees organisations
well aligned with the Core Values of the organisation. At the same time, it can also be seen that
more contemporary Western values are driving changes in contemporary Vietnamese culture
in organisations that is especially impactful owing to the generational change and younger
workforce in Vietnam. The shape of organisational culture is overwhelmingly internally
focussed with an emphasis on Involvement and Consistency that suggests a good balance

between flexibility and stability. This positions Vietnamese organisations with a good balance
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between growth and profitability while exhibiting characteristics of high levels employee
satisfaction, quality, and resources allocation (Denison Consulting 2021; Denison & Neale
1999).

While these values shape the organisational culture of organisations, the significant links
between organisational culture and performance in Vietnamese organisations can be seen
between more externally driven Dimensions and Indexes of organisational culture that relate
especially to the goals of the organisation. This includes achieving the Mission of the
organisation and especially focussed on the Goals and Objectives. Significant impacts found
between Customer Focus and Capability Development further support that the goals of the
organisation are key performance drivers as discussions with respondents revealed that these

Indexes comprised part of the organisational mission and goals.

Therefore, it can be seen that the internally focussed Indexes and Dimensions play a critical
role in Vietnamese organisations in supporting and enabling performance that is driven by
Goals and Obijectives. These findings align well with the discussions in the literature review
that noted the ability of Vietnamese people to come together to overcome adversity with a
steely determination driven by common objectives. In addition, these findings align closely
with previous studies that found Mission to be most significantly aligned with performance in
organisations regardless of the culture and supports that while behaviours related to culture
may vary, the underlying importance of the Dimension of Mission to performance is seen

across cultures (Denison, Haaland & Goelzer 2004).

The research shows that Vietnamese organisational culture is very strongly influenced by
traditional Vietnamese culture and that the Goals and Objectives of the individual organisations
play a role in shaping certain aspects of the organisational culture while providing the strongest
link to organisational performance. The research showed that this is inherent in organisational
culture in different cultural settings as demonstrated by other research and the findings from
the qualitative interviews in this research. At the same time, it was shown that Vietnamese
organisations today are also strongly influence by contemporary Western cultural influences
especially in organisations with younger leaders and international management. The findings

showed that while traditional features related to collectivism and power distance were
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prominent that at the same time empowerment and individuals were valued and that

organisations seek to integrate these competing values in positive ways.

5.8 Summary of the contribution to knowledge

The following Table summarises the output and the contribution to knowledge of this study.

Table 5.17 - Summary of the contribution of knowledge of this research project

Output Contribution to
knowledge

Understanding of organisational culture in Vietnam Advance
Understanding of perceptions of organisational performance in

. g Of percep g P Advance
Vietnam
Understanding relationship between dimensions of organisational Advance
culture and organisational performance in Vietnam
Understanding of the development of organisational culture Addition
Understanding of the development of organisational outcome measures Addition
Understanding the development of organisational culture in Vietnam Advance
Understanding demographic differences in organisational culture in

. g grap g Advance
Vietnam
'Validating the DOCS and the Denison Model as a tool for assessment of| Advance
organisational culture in Vietnam
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Output Contribution to

knowledge
Understanding the relationship between Vietnamese culture and Addition
organisational culture in Vietnamese organisations
Understand Dimensions and Indexes of Vietnamese organisational .
Addition

culture in comparison to other cultures

Understand the impact of Dimensions and Indexes of organisational
culture on performance in Vietnamese organisations in comparison to Addition
other cultures

\Validating the use of PLS-SEM as a predictive model for the
relationships between organisational culture and performance using the Addition
DOCS and Denison Model

The following sections provide additional details related specifically to the implications for
theory, implications for practice, the limitations of this research, and the future directions for

research related to the outcomes of this study.

5.9 Theoretical Implications

This study has numerous implications for theory related to the broader study of organisational
culture, the relationship between organisational culture and performance, and the application
of the DM in studying organisational culture. It also has more specific implications directly
related to the understanding organisational culture in Vietnam as well as understanding of the
relationships between Vietnamese culture and organisational culture in Vietnamese
organisations and the link between Vietnamese organisational culture and performance. In
addition, the methodology of this research adds to the body of literature using an Explanatory

Sequential Mixed Methods research design generally, in the field of business, and in assessing
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organisational culture and performance while also adding to the use of PLS-SEM as a valid

predictive model to assess these relationships.

Firstly, this research provides findings that add to the general body of literature that provides
understanding of the nature of organisational culture in different cultural settings. This research
shows the general nature of organisational culture in Vietnamese organisations which allows
for comparison and discussion in relation to the nature of organisational culture across different

countries and regions around the world.

Secondly, this research also builds on the general body of literature that looks at relationships
between organisational culture and various measurements of outcomes in various
organisational, industry, and cultural settings. In particular, it adds to the body of literature that
seeks to understand the general nature of the relationship between aspects of organisational

culture and organisational outcomes at a broad national cultural level.

Thirdly, as well as adding to the overall literature, this study also adds to the limited but rapidly
growing body of research that is specific to organisational culture and the relationship between
a variety of outcomes specific to Vietnam and Vietnamese organisations. This contribution is
multifaceted in that it contributes to understanding the general shape of organisational culture
in Vietnamese organisations as well as the relationship between Vietnamese culture and
organisational culture in Vietnamese organisations and between Vietnamese organisational
culture and performance. It is also the first time that the DM has been used in this way in

research in Vietnam.

This research also adds to the large and continually growing body of research that has looked
specifically to the DOCS and the DM to measure the general nature of organisational culture
according to the Dimensions and Indexes of the model in a variety of cultural, industry, and
organisational settings. In addition, this research also adds to the research that has sought to
find relationships between the Dimensions and Indexes of the DM and various types of
organisational outcomes across cultures, industries, and organisations. As shown in the
discussion section, this research allows for a comparison of the body of research that has looked
at the nature of organisational culture and its relationship with performance in numerous

regions and countries to these findings in Vietnam.
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Additionally, it adds to the body of research that has used the DM in academic research to
assess the Dimensions and Indexes of in a variety of organisational, industry, and cultural
settings. Especially, it adds to the literature that is related to the relationship between the
Dimensions and Indexes of organisational culture according to the DOCS and performance.
This study shows the general relationship between organisational cultural Dimensions and
Indexes and performance across a broad cross section of Vietnamese organisations which also
allows for comparison to these relationships in similar studies that have been conducted in

other cultural settings.

The methodology used in this study also contributes to the use of Explanatory Sequential
Mixed Methods research in general as well as in the specific fields of organisational culture
and performance. The use of this methodology also adds to the validation of the use of the DM
as a measure of organisational culture and the relationship with performance while providing

unique insights and understanding of these findings in Vietnam and Vietnamese organisations.

It also contributes to the application of the DM to assess the impact between the Indexes and
Dimensions of the model and performance in using and verifying PLS-SEM as a suitable

method to predict these relationships.

Finally, the findings of this research add to the understanding of the importance of certain
Dimensions and Indexes of organisational culture across cultures and the relationship that these
exhibit to particular behaviours while understanding how this is facilitated against a backdrop
of different yet important cultural settings that show a clear relationship between national and
organisational cultures much in line with the findings of Denison, Haaland, and Goelzer (2004).

Support was shown for the findings of Denison, Haaland, and Goelzer (2004) that underlying
behaviours are important factors in shaping organisational culture owing to the importance of
the organisational cultural Dimensions despite the importance of cross-cultural differences
which were shown to be important to organisational culture in this study. The compilation and
comparison of the various studies that have used the DM to score Dimensions also provides a
basis for further analysis and research to confirm these findings and to look more specifically
at how the behaviours and cultures support each other to facilitate the relative strength of each

Dimension in different contexts.
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5.10 Practical Implications

The practical implications are significant given the insights provided by the results of the
research and the unique stage of Vietnam’s economic and cultural development. These include
helping management to better understand the drivers of organisational culture in Vietnamese
organisations and the importance of different relationships between Vietnamese culture and
organisational culture, and organisational culture and organisational performance. The research
has demonstrated that there is significant scope for the development of organisational culture
in Vietnamese organisations that could be expected to drive improvements in organisational
outcomes and to effectively align organisational culture for specific desired outcomes with
respect for the relationship with Vietnamese culture and the relationship of organisational
culture with performance. In understanding the importance of the relationships between the
Vietnamese cultural values that are reflected in the make-up of organisational culture, these
can be considered to develop working environments that are able to better facilitate the
behaviours that can be connected to desired areas of the culture to drive specific outcomes.

This research shows important connections to the general nature of organisational culture with
traditional Vietnamese culture and how more contemporary cultural influences are interacting
with these in Vietnamese organisations. By understanding this internal alignment that was
found, managers can better manage the inputs to align with and compliment these findings. For
example, in understanding the importance of Team Orientation in the culture of Vietnamese
organisations based on the community and family values seen in broader Vietnamese
traditional and contemporary culture, managers can ensure that they foster environments and
work tasks that compliment these characteristics to ensure that Indexes such as Coordination
and Integration can complement these traits to maximise the effectiveness of the behaviours of
employees. Similarly, by understanding the importance of more contemporary Western
practices such as the Empowerment of employees, especially to an increasingly younger
workforce, managers can integrate these values for increased effectiveness against the
backdrop of strong hierarchies that are still exhibited from drivers of traditional culture. For
example, while understanding that respect for hierarchies from traditional cultural values are
still important in contemporary culture; processes, mechanisms, and training can be developed
and implemented in ways that respects the traditional values while allowing for empowerment

that can complement, rather than conflict with and stifle performance.
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In addition, understanding the significant relationships between Indexes and Dimensions of
organisational culture and performance, it will be able to assist managers in developing specific
organisational culture drivers that will maximise the performance in Vietnamese organisations
with respect to specific desired outcomes. This is of particular importance for organisations as
the economy continues to develop and finding a sustainable competitive advantage plays an
increasingly important role in business sustainability and broader economic development

towards a developed nation status.

For example, Customer Focus and Capability Development were found to have a significant
impact of the performance of Vietnamese organisations and the qualitative interviews revealed
that these are very much tied to Goals & Objectives and Mission of the organisations which
also showed significant positive relationships. This creates a great opportunity for managers in
Vietnamese organisations to drive desired organisational outcomes by embedding Indexes such
as Creating Change, Organisational Learning, or Coordination & Integration into the Goals &
Obijectives and Mission of the organisation as it would be expected that these Indexes could
then have a greater impact on the performance of the organisations in similar ways that

Customer Focus and Capability Development were shown to.

The specific desired outcomes can be considered by managers when driving cultural change
regarding the ideas discussed. For example, if market share and sales growth are seen as more
important outcomes, managers can focus more on embedding Organisational Learning into the
Goals & Objectives and Mission. Alternately, if product and/or service innovation is seen by
managers as a more desired outcome, a greater focus could be put on embedding Creating
Change into the Goals & Obijectives and Mission of the organisation. Or, if ROI, ROA, and
ROS were more desired outcomes, a greater focus could be put on embedding Coordination &

Integration into the Goals & Objectives and Mission of the organisation.

This research gives clear direction to managers to help shape the culture of organisations in a
way that considers the traditional and contemporary influences coming from Vietnamese
culture. At the same time, it also allows managers to develop specific plans to target the
development of organisational culture within organisations with an aim to have significant

impacts on performance with respect to specific desired organisational outcomes.
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5.11 Limitations of the research

The limitations of this research are primarily related to the sample in both stages and the survey,
and the measurement model for the quantitative stage of this study. The sample for the
population was obtained via non-probability convenience sampling which created limitations
related to demographic representation, size, and bias. Ideally a probability sample that was
representative of the demographics of the population would have been employed, however,
this method was beyond the resources available in terms of time and access to participants for
this study. This was mitigated via the use of demographics questions which allow for the
responses that were collected to be considered with respect to the general population of the
study. These comparisons were discussed in section 4.2.1. Although a more purposeful method
could be employed for the collection of data in the qualitative stage, it was also restricted by
the limited known respondents from the first stage. As expected, the results of the quantitative
stage showed bias towards the primary researchers’ network in terms of location (HCMC), age,
and industry demographics. While there was an attempt to mitigate these biases in the
qualitative stage, there was in particular a bias of locations (All HCMC) and industries. In
attempting to mitigate these biases in the confirmatory findings of the qualitative stage, some

participants were selected from outside the original quantitative group.

Other limitations of this study were primarily related to the survey and the measurement model
in the quantitative stage. The survey that was used was taken directly from the Denison
Facilitator guide to allow for the best alignment with previous Denison studies. The modern
survey used by Denison Consulting is somewhat refined from this initially developed version
and contains fewer questions (Denison Consulting 2021). At the same time, other research that
has been based on the DM and questionnaire, researchers have used variations of the
survey. The modern Denison survey used by Denison Consulting sees some questions
reworded and one question from each Index removed for a total removal of twelve questions
and a total of forty-eight questions on the survey compared to the original sixty questions
(Denison Consulting 2021; Denison & Neale 1999). The questions in the survey that performed
the worst in terms of normality, reliability, and validity in this study were questions that have
been removed from the modern Denison Survey. Therefore, this research validates the removal
of these indicators which allows for results that are as meaningful and a survey that could be
administered more easily owing to the reduced burden of questions. All eight questions that
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were reverse coded were removed from the measurement model and it would be suggested that
rewording or removal of these questions could improve the performance of these questions and
have the potential to improve the validity and reliability of the model that was created. In
addition, these questions were shown to give lower means and higher standard deviations when
assessing the shape of organisational culture which suggests that rewording these questions
would allow for a more accurate description of the organisational culture Dimensions and
Indexes to be quantified. In addition to the removal of the reverse coded questions, an
additional nine questions were removed to maximise the reliability and validity of the
measurement model. This suggests that there may have been issues with the translation or
understanding of these questions. However, while it appears problematic that more than 20%
of indicators of the model had to be removed as part of this research, when considering the
model from the perspective of removing the twelve unnecessary questions, only five of the
remaining forty-eight questions had to be removed which is only 9.6% of the questions and
within a more acceptable range for validation of the model. In addition, the removal of
indicators is not considered problematic in reflective models using PLS-SEM where as few as
two indicators can still provide a good reflection of the variable being measured (Hair et al.
2017).

However, it must also be acknowledged that in the final measurement model, while desired CR
was achieved, if applying the stricter measurement of rho a, some of the results became less
desirable. This was also true when considering the convergent validity of the model where the
AVE was less than desirable for three of the exogenous variables, including two that were
found to have significant relationships with performance. However, while these Indexes of
Customer Focus and Capability Development exhibited some issues related to CR and AVE,
given the findings which were supported in the qualitative stage, it could also indicate that
rather than problems with questions in the survey, mixed responses owing to the juxtaposition
of traditional and contemporary cultural influences in Vietnamese organisations may have

influenced these outcomes.

Finally, as this study was cross-sectional, it does not address the changes in culture over time.
This provides scope for a longitudinal study that could address this and show the changing

nature of Vietnamese culture and Vietnamese organisational culture over time which would be
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of particular interest given the diverse cultural influences shown in Vietnam and the rapid state

of development in the Vietnamese economy.

Overall, these limitations may have impacted the generalisability of the results that are skewed
towards the demographics that were overrepresented compared to the population which
included the services and real-estate industry. The interviews conducted in the qualitative stage
were only conducted with workers in HCMC which may also skew the results towards urban
areas which may be arguably more influenced by contemporary culture. In addition, the skew
to HCMC represents a skew to the Southern Vietnamese culture which has been shown to
demonstrate differences with relation to contemporary and traditional influences on
management compared to the North (Ralston, Nguyen & Napier 1999).

5.12 Directions for future research

This Explanatory Sequential Mixed Methods study provides a diverse range of directions for
future research that could provide important theoretical and practical implications. Future
research directions could include:

e Replicating this study on a larger scale with a random sampling methodology that
would allow for confirmation of these results and greater insight into industry sectors.

« Refining the survey to provide a higher level of predictive validity and relevance of the
structural model.

o Quantitative studies focussed on specific industries, segments of industries, or
individual organisations replicating the data analysis of this study.

e The use of PLS-SEM in other studies in other cultural contexts to predict the
relationships between Indexes and Dimensions of the Denison Model and
organisational performance.

o Deeper exploration and analysis of the comparisons of the Dimensions and Indexes of
organisational culture from the various studies that have been conducted across other
countries and regions.

o Deeper exploration and analysis of the comparisons of the Dimensions and Indexes of
organisational culture and their relationship with performance that have been conducted

across other countries and regions.
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« Further investigation into the importance of cross-cultural differences in the make-up
of organisational culture against a backdrop of similar importance of particular
Dimensions and Indexes and the relationship dynamic between culture and behaviours

that facilitate these outcomes.

5.13 Concluding Remarks

The final chapter of this thesis presented discussions that mixed the quantitative and qualitative
results of the research in line with the Explanatory Sequential Mixed Methods design of this
study which then allowed for the conclusions, contribution, and future directions of research to
be presented. The discussions for research question one showed good support for the
quantitative findings in the qualitative findings while offering additional insights. The
discussion showed that Vietnamese organisations have a strong internal focus led by the
Dimensions of Involvement and Consistency and the Index of Team Orientation. The
discussions also showed how this is supported by Coordination and Integration and an
emerging focus on Empowerment that facilitates a strong Goals and Objectives outcome in line
with the Mission of the organisations. In addition, it showed that Vietnamese organisations are
well balanced between stability and flexibility which indicated a good balance between growth

and flexibility.

In discussions of research sub question 1a, it was able to be shown that this study aligned with
Denison, Haaland, and Goelzer (2004) findings that differences in underlying behaviours still
result in alignment of cultural traits in organisations across cultures. Support for this was also
shown in comparison to other subsequent studies and a comparison of relevant studies that
were explored in the literature review were also presented. The discussions related to research
question two again showed good support for the quantitative findings from the qualitative
findings while also offering additional insights. The discussions showed that the connections
to organisational culture and performance in Vietnamese organisations were externally
focussed in alignment with the Dimensions of Missions and Adaptability and the Indexes of
Goals and Objective and Customer Focus. These discussions supported the facilitation of these
external objectives through the support of strong internal characteristics of organisational

behaviour. These findings also supported those contemporary Western cultural influences were
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combining with traditional cultural drivers in affecting the outcomes of Vietnamese

organisations.

The discussion of sub question 2a also showed alignment with other studies where the Index
of Goals and Objectives and the Dimension of Mission were shown to consistently provide a
significant impact on performance in organisations across cultures. It was interesting to note
that the expected alignment with performance in Russian organisations as shown in the
Denison, Haaland, and Goelzer (2004) study was not seen which was most likely owing to an
increased influence of contemporary Western culture in Vietnam. A comparison of relevant
studies that were explored in the literature review were also presented. Discussion related to
answering research question three from the qualitative findings showed that national cultural
values had a strong impact on organisational culture in organisations. This was seen by
respondents working with foreigners in Vietnam and from Vietnamese workers who had
experience working in foreign cultures abroad. This was supported with the picture of
organisational culture that was presented in answering research question one and it was shown
how this is then connected to facilitating performance in answering research question two. At
the same time these discussions showed that contemporary Western values merging and
integrating with traditional Vietnamese values especially related to power distance and
individualism to create a contemporary workplace culture that still values hierarchies and
groups while findings ways to empower individuals and facilitate communication across levels

of the organisation.

The conclusions in this chapter summarised the findings from these discussions. The
contribution to knowledge of this research project showed significant impacts on both theory
and practice. Contributions to theory included advancement of the study of organisational
culture and performance generally as well as in the Vietnamese contexts as well as in areas
applying the DM, Explanatory Sequential Mixed Methods, and the use of PLS-SEM for
predicting these relationships. Contributions to practice included improving the understanding
of the relationship between traditional and contemporary cultural influences in Vietnamese
organisations and how these shape organisational culture and connect organisational culture to
performance in a way that can guide managers to build the organisational culture of
organisations in Vietnam in a way that can maximise employee commitment while maximising

performance. The limitations of the research were discussed with respect to the broad nature
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of the study, the relatively small sample size, and the distribution of the survey. Finally, the
future directions for research were presented which included replicating the study on a larger
scale, focussing studies on particular industries, regions, and organisations, and applying the

use of PLS-SEM for similar studies in other cultural contexts.
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APPENDICES

Appendix A: Lewin’s 3 step change model
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Appendix B: Competing Value Sets and Effectiveness Model

Source: Quinn & Rohrbaugh, 1981, p. 136.
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Appendix C: Theoretical Model of Cultural Traits

Source: Denison & Mishra 1995, p. 216.
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Appendix D: Research Worldviews

Paradigm (Worldview)

Post positivism Transformative Constructivism Pragmatism
- Political Understanding - Consequences
- Determination - Power and Multiple of actions
- Reductionism Justice participant - Problem
- Empirical Orientated meanings centred
observation - Collaborative Social  and - Pluralistic
and - Change historical - Real  world
measurement oriented construction practice
- Theory Theory orientated
verification generation

Source: Creswell 2014, p. 36.
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Appendix E: Ethics approval
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National Statement on Ethical Conduct in Human Research (2007). Your project is
now granted full ethical approval as follows.

USQ HREC ID: H21REA013 (v2)

Project title: Organisational Culture and Organisational Outcomes: An Inquiry into
Vietnamese Organisations

Approval date: 02/08/2023

Expiry date: 25/06/2024

Project status: Approved with conditions.

The standard conditions of this approval are:

(a) conduct the project strictly in accordance with the proposal submitted and ethics
approval, including any amendments made to the proposal required by the USQ
HREC, or affiliated University ethical review processes;

(b) advise the USQ HREC (via human.ethics@usqg.edu.au) immediately of any
complaint or other issue in relation to the conduct of this project which may warrant
review of the ethical approval of the project;

(c) make submission for ethical review and approval of any amendments or revision
to the approved project prior to implementing any changes;

(d) complete and submit a milestone (progress) report as requested, and at least for
every year of approval; and

(e) complete and submit a milestone (final) report when the project does not
commence within the first 12 months of approval, is abandoned at any stage, or is
completed (whichever is sooner).

Additional conditions of this approval are:

297



(@) Nil.

Failure to comply with the conditions of approval or the requirements of the National
Statement on Ethical Conduct in Human Research (2007) may result in withdrawal of
ethical approval for this project.

If you have any questions or concerns, please contact an Ethics Officer.

Kind regards
Human Research Ethics
University of Southern Queensland

Toowoomba — Queensland — 4350 — Australia
Email: human.ethics@usqg.edu.au

This email (including any attached files) is confidential and is

for the intended recipient(s) only. If you received this email by
mistake, please, as a courtesy, tell the sender, then delete this
email.

The views and opinions are the originator's and do not necessarily
reflect those of the University of Southern Queensland. Although
all reasonable precautions were taken to ensure that this email
contained no viruses at the time it was sent we accept no
liability for any losses arising from its receipt.

The University of Southern Queensland is a registered provider
of education with the Australian Government.

(CRICOS Institution Code QLD 00244B / NSW 02225M, TEQSA PRV12081)

298



Appendix F: Questionnaire invitation letter

UNIVERSITY
oF SOUTHERN
QUEENSLAND

AUSTRALIA

LETTER OF INVITATION TO PARTICIPATE IN A DBA RESEARCH PROJECT
EXPLORING THE RELATIONSHIP BETWEEN ORGANISATIONAL CULTURE AND
ORGANISATIONAL OUTCOMES IN VIETNAMESE ORGANISATIONS.

Project Title: Organisational Culture and Organisational Outcomes: An Inquiry into
Vietnamese Organisations

My name is Todd William Rogers, and | am a Post Graduate Doctoral Candidate at the
University of Southern Queensland, Australia.

I am conducting research on the relationship between organisational culture and organisational
outcomes in Vietnamese organisations. This research will focus on how Vietnamese culture in
particular compares with similar studies and the relationship to organisational outcomes. This
research will form the basis of my thesis for fulfilment of a Doctor of Business Administration
by Research (DBAR). I would like to extend an invitation to you to participate in this research.

If you decide to participate, you need to complete the survey provided. The survey will take
about 15 minutes. The survey comprises73 questions based on the Denison Model which focus
on four main dimensions of organisational culture.

Agreeing to participate in this interview will imply consent. It is important to note that:
1. participation is voluntary, no pressure or expectations will be raised of participation

2. there are no consequences for non-participation or from withdrawing from the
research

3. participation is anonymous
4. no personally identifying information will be gathered

5. data collected will be further reviewed to remove any items that might identify
individuals

6. data will be secured stored and securely disposed of according to USQ guidelines
and regulatory requirements

Participation in this research is completely voluntary and you may choose to withdraw from
the research at any time or not answer questions that you do not feel comfortable answering.
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The participant information sheet has also been attached to this email for additional
information. Please feel free to contact me for further information at:

I
I
I look forward to your response.

Thanks, and best regards,

Todd Rogers
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Appendix G: Participant information sheet — Questionnaire

University of Southern Queensland

Participant Information Sheet
Questionnaire
USQ HREC Approval number: H21READ13

[ Project Title |

Organisational Culture and Organisational Outcomes: An Inquiry into Vietnamese Organisations

| Research team contact details |
Principal Investigator Details Supervisor details
Mr Todd Rogers Prof Tapan Sarker

| Description |
This project is being undertaken as part of the Doctor of Business Administration Research (DBAR) program through
the University of Southern Queensland.

The purpese of this project is to provide insights into the connection between organisational culture and organisational
outcomes in Vieinamese organisations. It is anticipated that the outcome of this research will allow for the extension
and development of models to guide governance and management that will allow for effective development of
organisational culture aimed specifically at improving organisational outcomes

| Participation |

Your participation will involve completion of a survey that will take approximately 15 minutes of your fime.

Questions will include (rated 1 to 5 on a Likert scale):

- Most employees in this organization are highly involved in their work.
- Working in this organization is like being part of a team.
- Our approach te doing business is very consistent and predictable.

Your participation in this project is entirely voluntary. If you do not wish to take part, you are not obliged to. If you do
not wish to take part, you are not obliged to. If you decide to take part and later change your mind, you are free to
withdraw from the project at any stage.

You will be unable to withdraw data collected about yourself after the data has been analysed.

If you do wish to withdraw from this project or withdraw data collected about yourself, please contact the Research
Team (contact details at the top of this form).

Your decision whether you take part, do not take part, or take part and then withdraw, will in no way impact your
current or future relationship with the University of Southern Queensland.

[ Expected benefits |

It is expected that this project will not directly benefit you. However; it may benefit the understanding of how different
dimensions of organizational behaviour contribute to organizational outcomes within the Vieinamese Commercial
Banking Sector. This understanding will contribute to the development of a Vietnamese model that will provide
recommendations that will directly contribute to the positive development of organizational culture that will drive
improved outcomes in the Vietnamese Commercial Banking Sector.

[ Risks

Page 1 of 2
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Appendix H: Interview invitation letter

UNIVERSITY

OF SOUTHERN

QUEENSLAND
AUSTRALIA

LETTER OF INVITATION TO PARTICIPATE IN A DBA RESEARCH PROJECT
EXPLORING THE RELATIONSHIP BETWEEN ORGANISATIONAL CULTURE AND
ORGANISATIONAL OUTCOMES IN VIETNAMESE ORGANISATIONS.

Project Title: Organisational Culture and Organisational Outcomes: An Inquiry into
Vietnamese Organisations

My name is Todd William Rogers, and | am a Post Graduate Doctoral Candidate at the
University of Southern Queensland, Australia.

I am conducting research on the relationship between organizational culture and organizational
outcomes in Vietnamese organisations. This research will focus on how Vietnamese culture in
particular compares with similar studies and the relationship to organisational outcomes. This
research will form the basis of my thesis for fulfilment of a Doctor of Business Administration
by Research (DBAR). | would like to extend an invitation to you to participate in this research.

If you decide to participate, an interview would be arranged at a time of your convenience to
be conducted online or face to face with myself. The interview would last about 20 minutes.
During this interview, you will be asked approximately 6 open ended questions and follow up
questions related to Vietnamese culture and organisational culture in Vietnam.

Agreeing to participate in this interview will imply consent. It is important to note that:
1. participation is voluntary, no pressure or expectations will be raised of participation

2. there are no consequences for non-participation or from withdrawing from the
research

3. participation is anonymous
4. no personally identifying information will be gathered

5. data collected will be further reviewed to remove any items that might identify
individuals

6. data will be secured stored and securely disposed of according to USQ guidelines
and regulatory requirements
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Participation in this research is completely voluntary and you may choose to withdraw from
the research at any time or not answer questions that you do not feel comfortable answering.

The participant information sheet has also been attached to this email for additional
information. Please feel free to contact me for further information at:

|
I
I look forward to your response.

Thanks, and best regards,

Todd Rogers
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Appendix I: Interview Protocol Pack

Respondent number: ___ (To be filled in by the primary researcher)

INTERVIEW PROTOCOL PACK

PROJECT TITLE:

Organisational Culture and Organisational Performance: An inquiry into Viethamese
organisations

RESEARCH TEAM AND CONTACT DETAILS:

Principal Investigator Details Supervisor details
Mr Tedd Rogers

The interview protocol pack is divided into three parts.

INSTRUCITONS:

PART I: This is designed to give the reader context related to the dimensions of Vietnamese
culture and the dimensions of organisational culture during the interview

PART II: These are demographic questions about the respondents. Please answer these
questions before the interview and retum to the primary researcher

PART lll: These are the questions that will be asked during the interview. Follow up questions
will also be asked based on your responses to these questions. Please ask the primary
researcher for any clarification that is required either prior to or during the interview



Respondent number: ____ (To be filled in by the primary researcher)

PART I:
Denison Model of Organisational Culture

INSTRUCTIONS: Please read about the Dimensions and indexes of the Denison Model to ensure
understanding of the questions and discussions with the primary researcher. Please ask the
primary researcher for any clarification that is required either prior to or during the interview.

External Focus

Flexible

4,
6\4/,. Internal Focus

The Denison Model. (Source: Fey & Denison 2003, p. 689.)
Dimensions of the Denison Model

Involvement (by employees in decisions and day to day tasks)
Consistency (of organizational procedures)
Adaptability (organizational change in response to customers and markets)
Mission (a sense of direction and performance expectations)
Source: Denison & Neale 1999 p. 1-14.
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Respondent number: __ (To be filled in by the primary researcher)

Vietnamese Cultural Dimensions
INSTRUCTIONS: Please read about the Vietnamese Cultural Dimensions to ensure
understanding of the guestions and discussions with the primary researcher. Please ask the
primary researcher for any clarification that is required either prior to or during the intenvisw.

Vietnamese scores for Hofstede's cultural dimensions. (Source: Hofstede Insights, 2023)

POWER DISTANCE - 70

Thiz dimension deals with the fact that all individuals in societies are not equal - it expresses the
attitude of the culture fowards these ineqgualiies amongst us. Power Distance is defined as the
extent to which the less powerful members of institutions and organisations within a country
expect and accept that power is distributed unequally.

Vietmam scores high on this dimension (score of 70) which means that people accept a
hierarchical order in which everybody has a place and which needs no further justification.
Hierarchy in an organisation iz seen as reflecting inherent inegualifies, centralization is
popular, subordinates expect to be told what to do and the ideal boss is a benevolent
autocrat. Challenges to the leadership are not well-received.

INDIVIDUALISM - 20

The fundamental issue addressed by this dimension is the degree of interdependence a society
maintains among its members. [t has to do with whether people’s seli-image is defined in terms of
1" or "We". In Individualist societies people are supposed fo look after themselves and their direct
famiby only. In Collectivist societies people belong to in groups' that take care of them in
exchange for loyalty.

Vietnam, with a score of 20 is a collectivistic zociety. This iz manifest in a close long-term
commitment to the *member” group, be that a family, extended family or extended
relationships. Loyalty in a collectivist culture is paramount and overrides most other
societal rules and regulations. Such a society fosters strong relationships, where everyone
takes responsibility for fellow members of their group. In collectivistic societies, offence
leads to shame and loss of face. Employer/employee relationships are perceived in moral

4

308



309



310



311



312



313



Appendix J: Interview consent form

UNIVERSITY Consent form

\ University of Southern Queensland

USQ HREC Approval number: HZ1READ13

| Project Title |

Organisational Culture and Organisaticnal Outcomes: An Inquiry into Vieinamese Organisations

| Research team contact details

Principal Investigator Details Supervisor details
Mr Todd Rogers

Prof Tapan Sarker

[_Statement of consent

By signing below, you are indicating that you:

* Have read and understoed the information document regarding this project. _Yes/J No
* Have had any questions answered to your satisfaction Clyes 7 I No
* Understand that if you have any additional questions, you can contact the research team. Oves 7 O No
+ Are over 18 years of age. Clves / CJ No
+ Understand that any data collected may be used in future research activities. Olyes / O No
* Agree to participate in the project. Cles 7 CJ No

Name (first & last)

Signature Date

Please return this document to a research team member before undertaking the interview.

T
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Appendix K: Demographic questions (Quantitative and qualitative)

Criterion Response Choices

18 - 24

25 - 34

35 - 44

Age
45 - 54

o5+

Nonresponse

Male

Gender Female

Prefer not to say

Nonresponse

Senior Manager

Level of employment Manager

Non manager

Nonresponse

0-5

6 -15

Years of work 16 - 25

experience
26 - 35

More than 35

Nonresponse

HCMC
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Criterion

Response Choices

Work location

Hanoi

Danang

Other

Nonresponse

Organisation Type

Foreign

Vietnamese

Nonresponse

Native Language

Viethamese

English

Nonresponse

Industry type

Services

Government

Production

Education

Finance & Insurance

Logistics

Hospitality

Healthcare

Communications

Administration

Professional

Entertainment
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Criterion

Response Choices

Real estate

Nonresponse
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Appendix L: Denison Organizational Culture Survey (DOCS) items

Involvement
The survey items that comprise the Empowerment index are:

- Most employees in this organization are highly involved in their work.

- Decisions in this organization are usually made at the level where the best information
is available.

- Information is widely shared in this organization so that everyone can get the
information s/he needs when it is needed.

- Everyone in this organization believes that s/he can have a positive impact.

- Business planning in our organization is ongoing and involves everyone in the process

to some degree.
The survey items that comprise the Team Orientation index are:

- Cooperation and collaboration across functional roles are actively encouraged in this
organization.

- Working in this organization is like being part of a team.

- Work is sensibly organized in this organization so that each person can see the
relationship between his/her work and the goals of the organization.

- Teams are the primary building block of this organization.

- This organization relies on horizontal control and coordination to get work done, rather

than hierarchy.
The survey items that comprise the Capability Development index are:

- This organization delegates authority so that people can act on their own.

- - The capability of the people in this organization is viewed as an important source of
competitive advantage.

- This organization continuously invests in the skills of its employees.

- The "bench strength™ of this organization is constantly improving.

- Problems often arise in my organization because we do not have the skills necessary to
do the job.
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Consistency
The survey items that comprise the Coordination and Integration index are:

- Our approach to doing business is very consistent and predictable.

- There is good alignment of goals across levels of this organization.

- People from different organizational units still share a common perspective.

- Itis easy to coordinate projects across functional units in this organization.

- Working with someone from another part of this organization is like working with

someone from a different company.
The survey items that comprise the Agreement index are:

- When disagreements occur, we work hard to achieve "win-win" solutions.

- This organization has a strong culture.

- There is clear agreement about the right way and the wrong way to do things in this
organization.

- Itis easy for us to reach consensus, even on difficult issues.

- We often have trouble reaching agreement on key issues.
The survey items that comprise the Core Values index are:

- There is a clear and consistent set of values in this company that governs the way we
do business.

- This company has a characteristic management style and a distinct set of management
practices.

- The managers in this company "practice what they preach.”

- This organization has an ethical code that guides our behavior and tells us right from
wrong.

- Ignoring the core values of this organization will get you in trouble.
Adaptability
The survey items that comprise the Creating Change index are:

- This organization is very responsive and changes easily.
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- This organization responds well to competitors and other changes in the external
business environment.

- This organization continually adopts new and improved ways to do work.

- Attempts to change this organization usually meet with resistance.

- Different units in this organization often cooperate to create change.
The survey items that comprise the Customer Focus index are:

- Customer comments and recommendations often lead to changes in this organization.

- Customer input directly influences our decisions.

- All members of this organization have a deep understanding of customer wants and
needs.

- We encourage direct contact with customers by members of the organization.

- The interests of the final customer often are ignored in our decisions.
The survey items that comprise the Organizational Learning index are:

- This organization encourages innovation and rewards those who take risks.
- We view failure as an opportunity for learning and improvement.

- Lots of things "fall between the cracks" in this organization.

- Learning is an important objective in our day-to-day work.

- We make certain that the "right hand knows what the left is doing."
Mission
The survey items that comprise the Strategic Direction and Intent index are:

- This organization has a clear mission that gives meaning and direction to our work.
- This organization has a long-term purpose and direction.

- The strategic direction of this organization is unclear to me.

- This organization has a clear strategy for the future.

- Our organization’s strategy is leading other firms to change the ways that they compete.
The survey items that comprise the Goals and Objectives index are:

- There is widespread agreement about the goals of this organization.
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- The leaders of this organization set goals that are ambitious, but realistic.

- The leadership of this organization has "gone on record" about the objectives we are
trying to meet.

- We continuously track our progress against our stated goals.

- The people in this organization understand what needs to be done for us to succeed in
the long run.

The survey items that compromise the Vision index are:

- We have a shared vision of what this organization will be like in the future.
- The leaders in this organization have a long-term orientation.

- Short-term thinking often compromises long-term vision.

- Our vision creates excitement and motivation for our employees.

- We are able to meet short-term demand without compromising our long-term vision.

Source: Denison & Neale 1999, pp. 2-8 — 2-15.
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Appendix M: Questionnaire performance questions

Comparing the performance of your organization with others in the industry, how would you

assess your company performance in the following areas? Please mark one response per item.

0 1 2 3 4 5
Don’t Low Average High
know  performer performer
Sales Growth O O o o O |
Profitability/ROI O O O O O m
Quality of Products m m m m O O
Employee Satisfaction O O O O O m
Overall Organizational i i mi mi O i

Performance

Source: Adapted from Denison & Mishra 1995.
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Appendix N: Raw DOCS data (Cleaned and coded)
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3

Appendix O: Raw performance survey questions data (Cleaned and coded)

Performance Survey Items
(n) | PER1 | PER2 | PER3 | PER4 | PER5
1 5 5 5 5 5
2 4 3 4 4 3
3 4 4 4 4 4
4 3 3 5 3 3
5 4 4 5 2 4
6 5 5 5 5 5
7 3 3 5 3 4
8 3 3 4 4 4
9 3 5 5 4 3
10 3 4 4 5 4
11 5 5 5 5 5
12 4 4 5 3 3
13 0 0 5 4 0
14 3 4 4 4 4
15 4 4 4 4 4
16 3 3 3 3 3
17 1 1 3 3 3
18 0 1 3 3 1
19 3 3 3 3 3
20 5 5 5 3 3
21 3 0 0 3 0
22 4 4 4 4 4
23 5 3 5 5 4
24 4 4 5 4 4
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(n) | PER1 | PER2 | PER3 | PER4 | PER5
25 3 0 3 0 0
26 3 3 4 3 4
27 5 5 5 5 5
28 4 4 4 3 3
29 3 5 5 3 3
30 3 3 3 3 3
31 4 4 5 5 4
32 3 3 3 3 3
33 5 5 5 4 5
34 3 3 3 3 3
35 5 5 3 3 5
36 4 4 2 1 3
37 0 0 0 0 0
38 3 3 3 3 3
39 0 3 3 3 5
40 5 5 5 5 5
41 3 3 2 3 3
42 3 3 3 3 3
43 3 3 3 3 3
44 3 4 4 3 4
45 5 5 5 3 3
46 3 4 5 3 2
47 3 4 3 0 5
48 0 0 0 5 4




Performance Survey ltems

(n) | PER1 | PER2 | PER3 | PER4 | PER5
49 4 4 4 3 4
50 4 5 5 5 4
51 5 5 5 5 5
52 4 4 3 3 3
53 4 4 5 3 5
54 2 2 3 3 3
55 2 2 3 3 3
56 3 4 2 5 3
57 4 0 4 4 0
58 5 3 3 3 3
59 1 5 2 0 3
60 0 0 3 1 3
61 5 4 4 5 5
62 3 3 3 3 3
63 3 3 3 3 3
64 3 3 4 4 4
65 5 5 5 5 5
66 3 1 3 3 3
67 5 5 1 3 3
68 3 3 5 5 3
69 5 3 1 1 3
70 0 0 0 0 0
71 0 3 5 5 5
72 3 3 5 5 5
73 3 3 5 5 3
74 5 3 5 5 5
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(n) | PER1 | PER2 | PER3 | PER4 | PER5
75 5 3 3 5 3
76 5 3 4 5 5
71 3 3 3 4 4
78 5 3 3 3 3
79 3 5 5 5 5
80 5 3 3 3 3
81 5 5 5 3 5
82 5 3 5 5 3
83 3 1 3 3 3
84 3 1 3 3 3
85 3 3 3 3 3
86 3 5 5 5 5
87 5 5 3 5 5
88 5 5 5 3 5
89 5 5 5 5 5
90 3 3 5 5 3
91 3 3 3 3 3
92 3 3 5 3 3
93 3 3 5 5 3
94 5 5 5 5 5
95 5 5 3 5 5
96 3 5 5 5 5
97 5 5 5 5 5
98 5 3 5 5 5
99 5 5 5 5 5
100 3 3 5 3 3




Performance Survey ltems

(n) | PER1 | PER2 | PER3 | PER4 | PER5
101 3 5 5 5 5
102 5 5 5 3 5
103 3 5 3 5 5
104 3 5 5 5 5
105 3 5 3 3 3
106 3 1 3 3 3
107 3 3 5 5 5
108 3 5 5 3 5
109 5 5 5 5 5
110 3 3 5 3 5
111 3 3 3 5 3
112 3 3 5 3 3
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Performance Survey ltems

(n) | PER1 | PER2 | PER3 | PER4 | PER5
113 3 3 5 5 3
114 5 3 5 5 5
115 5 3 5 5 5
116 3 5 3 3 3
117 5 5 3 3 3
118 5 5 5 5 5
119 4 4 4 4 4
120 5 5 5 4 5
121 0 0 4 4 4
122 4 4 3 3 3
123 4 1 4 1 3






