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Since the mid-1980s, through the “Doi
Moi” policy, Vietnam has made a shift from
D KLJKO FHQW DOL]HG SODQQHG HFRQRP WR D

VRFLDOLVW R LHQWHG PD HW HFRQRP 2 H WKDW

SH LRG WKH HFRQRP KDV H[SH LHQFHG DSLG

J RZWK W S HVHQW 9LHWQDP LV LQ D SH LRG RI

EHLQJ LQWHJ DWHG LQWR WKH JOREDO HFRQRP

+RZH H DOPRVW DOO 9LHWQDPHVH HQWH S LVHV

D H VPDOO DQG PHGLXP HQWH S LVHV DQG ODF RI

FRPSHWLWL HQHVV HVSHFLDOO LQWKLVJOREDOPD HW

,Q R GH WR WD H DG DQWDJH RI RSSR WXQLWLHV DQG

R H FRPH FKDOOHQJHV LQ WKH PD HW LQ ORQJ

term, Vietnam �rms need to set focus on the

RRW S REOHPV HVSHFLDOO LQQR DWLRQ ,Q IDFW

LQQR DWLRQ LV FHQW DO WR EXLOGLQJ D S RDFWL H

DQG HQW HS HQHX LDO R JDQL]DWLRQ RKDQQHVVHQ
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EVWUDFW

In a globalized business setting, a national culture that impacts strongly innovation is of
XWP VW LPS UWDQ H HVSH LD LQ GHYH SLQJ XQWULHV WKDW H SH W W LPSU YH LQ PH HYH V DQG

compete globally. Since organizational culture is embedded in national culture, studying culture
at the organizational level is apt especially when organizational culture and innovation have
been found to increase performance. This study examines relationship between organizational
culture and innovation through Vietnamese employees’ perspective. More speci�cally, cultural
traits of Empowerment, TeamOrientation,Capability Development,CreatingChange, Customer
Focus and Organizational Learning on Innovation are considered in this paper. The respondents
include 130 Vietnamese employees in both the private and public sectors. The results showed
that Organizational learning, capability development, team orientation, creating change were
found to be signi�cant contributors to Innovation new to the organization and Innovation new
to the industry. Implications and future recommendations are also discussed in this paper.

Keywords: organizational culture, innovation, Vietnamese employees.
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HW DO WKDW KDV EHFRPH ZLGHO HFRJQL]HG

DV D H WR FRPSHWLWL H VXFFHVV ) DQFLV DQG

%HVVDQW

%HVLGHV R JDQL]DWLRQDO FXOWX H LV DQ DVSHFW

WKDW DSSHD V LQ HDFK LQWH QDO FRPSDQ LQ

R GH WR HQKDQFH WKH ZR SH IR PDQFH DQG

F HDWH HQ L RQPHQW IR LQQR DWLRQ DFWL LWLHV

6RPH HVHD FKH V VKRZHG WKDW VW RQJ FXOWX HV

DQ HG KLJKH LQ QHZ S RGXFW GH HORSPHQW

DQG H[SHFWHG WR J RZPR H LQ WKH IXWX H EDVHG

RQ J RZWK DVVXPSWLRQV LQ WKHL VWRF S LFHV

EDODQFHG FXOWX H RQ WKH RWKH KDQG FDQ KHOS

DQ R JDQL]DWLRQ EH LQQR DWL H VKOH DQG

% DQ 6RPH KD H DOVR IRXQG WKDW W DLWV

RI LQ RO HPHQW DQG DGDSWDELOLW D H LPSR WDQW

WR H[HFXWLRQ DQG LPSOHPHQWDWLRQ HVXOWLQJ

LQ LQQR DWLRQ HQLVRQ HQLVRQ DQG

0LVK D .RWWH DQG +HV HWW

6R HQVRQ

,Q HFHQW HD V DV P EHVW XQGH VWDQGLQJV

WKH H D H SOHQW RI HVHD FKHV DERXW LQQR DWLRQ

RQ FRPSDQLHV GHHSO EXW LQ 9LHWQDP LW LV

H OLWWOH 7KH H LV OHVV LQQR DWLRQ HVHD FK

RQ SD WLFXOD EXVLQHVV WR WHVW WKH HIIHFWV RI

innovation on �rm performance. Therefore,
WKH PDLQ SX SRVH RI WKH HVHD FK LV WR LGHQWLI

the in uence of organizational culture on
innovation. More speci�cally, this study based
on Denison’s model to analyze in uence of
R JDQL]DWLRQDO FXOWX H RQ LQQR DWLRQ WK RXJK

Vietnamese employee’s perspective and
WKHQ S R LGHV WKH HFRPPHQGDWLRQV DQG

LPSOLFDWLRQV IR DFDGHPLFV DQG S DFWLWLRQH V

EDVHG RQ WKH DQDO VHV

LWHUDWXUH UH LHZ

2UJDQL DWLRQDO F OW UH

2 JDQL]DWLRQDO FXOWX H LV WKH VHW RI WKH

DOXHV EHOLHIV DQG EHKD LR SDWWH QV WKDW

HS HVHQW WKH FR H LGHQWLW RI DQ R JDQL]DWLRQ

andhas a signi�cant role inmakingupbehavior
RI HPSOR HHV 5DVKLG ,Q RWKH ZR GV

LW LQFOXGHV DOXHV FRQFHSWV DQG SDWWH QV

ZKLFK D H FRPPRQO OHD QHG DQG DFFHSWHG

DQG LQVWLWXWLRQDOL]HG E PHPEH V RI D J RXS

ZR LQJ LQ DQ R JDQL]DWLRQ /DZVRQ DQG

6KHQ 6XFK D FXOWX H JL HV WKH PHPEH V

RI DQ R JDQL]DWLRQ D XQLTXH LGHQWLW DQG LW

FRQW LEXWHV WR LQF HDVH J RXS FRPPLWPHQW

DQG FRQVROLGDWHV WKHL VRFLDO V VWHP

2 JDQL]DWLRQDO FXOWX H LV D FRPSOH[

SKHQRPHQRQ QH H WKHOHVV LW KDV DQ

LPSR WDQW HIIHFW RQ DFFHOH DWLQJ WKH S RJ HVV

W HQG DQG HQR DWLRQ RI DQ R JDQL]DWLRQ

7KXV DQ R JDQL]DWLRQ ZLOO DFWXDOO IDFH

ZLWK D LRXV S REOHPV VXFK DV R JDQL]DWLRQ

con ict, non-integrity of organization and
GHF HDVHG SH IR PDQFH LI LW GRHV QRW FRQVLGH

LWV R JDQL]DWLRQDO FXOWX H DQG WKH GLPHQVLRQV

DV ZHOO DV WKH LQGLFDWR V RI LW DGHTXDWHO

+HQFH IDPLOLD LW ZLWK R JDQL]DWLRQDO FXOWX H

KHOSV WKH PDQDJH V WR FDSWX H WKH VW HQJWKV

E XQGH VWDQGLQJ WKH DWPRVSKH H GRPLQDWLQJ

WKH R JDQL]DWLRQ DQG WD LQJ QHFHVVD DFWLRQV

IR S HGLFDWLQJ WKH ZHD QHVVHV 5DKLPQLD DQG

OL]DGHK

2 JDQL]DWLRQDO FXOWX H LQFOXGHV DQ

organization’s expectations, experiences,
SKLORVRSK DQG DOXHV WKDW KROG LW WRJHWKH

and is expressed in its self-image, inner
ZR LQJV LQWH DFWLRQV ZLWK WKH RXWVLGH ZR OG

DQG IXWX H H[SHFWDWLRQV ,W LV EDVHG RQ VKD HG

DWWLWXGHV EHOLHIV FXVWRPV DQG Z LWWHQ DQG

XQZ LWWHQ XOHV WKDW KD H EHHQ GH HORSHG R H

WLPH DQG D H FRQVLGH HG DOLG

,Q WKLV VWXG WKH HQLVRQ R JDQL]DWLRQDO

culture model as well as its de�nition of
R JDQL]DWLRQDO FXOWX H LV DSSOLHG HQLVRQ

D JXHG WKDW EHKD LR EHLQJ WKH
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RXWFRPH RI XQGH O LQJ DVVXPSWLRQV DOXHV

DQG EHOLHIV G L HV HVXOWV %HKD LR EHLQJ

WKH PRVW RE LRXV GLPHQVLRQ RI FXOWX H LV D

S DFWLFDO DQG DSS RS LDWH DSS RDFK WR H[SOR H

when one’s research interest is on how culture
G L HV HVXOWV +H H ZH ZDQW WR H[SOR H RQH

SD WLFXOD EHKD LR ZKLFK LV LQQR DWLRQ

ZKLFK ZKHQ DSSOLHG HIIHFWL HO HVSHFLDOO

LQ S RFHVVHV E LQJV KXJH VW DWHJLF JDLQV

5RVHQEXVK % LQ PDQQ DQG %DXVFK

,QQRYDWLRQ

,QQR DWLRQ LV ZLGHO HJD GHG DV D F LWLFDO

VRX FH RI FRPSHWLWL H DG DQWDJH LQ DQ

LQF HDVLQJO FKDQJLQJ HQ L RQPHQW HVV

and Picken, 2000; Tushman and O’Reilly,
FFR GLQJ WR PDQDJHPHQW VFKROD V

LQQR DWLRQ FDSDELOLW LV WKH PRVW LPSR WDQW

determinant of �rm performance (Mone et
al., 1998). One of the primary de�nitions
RI LQQR DWLRQ ZDV FRLQHG E 6FKXPSHWH

LQ WKH ODWH V FFR GLQJ WR 6FKXPSHWH

innovation is re ected in novel outputs: a new
JRRG R D QHZ TXDOLW RI D JRRG D QHZPHWKRG

RI S RGXFWLRQ D QHZ PD HW D QHZ VRX FH

RI VXSSO R D QHZ R JDQL]DWLRQDO VW XFWX H

ZKLFK FDQ EH VXPPD L]HG DV GRLQJ WKLQJV

differently’. West and Farr (1990) de�ned
innovation as “the intentional introduction
DQG DSSOLFDWLRQ ZLWKLQ D ROH J RXS R

R JDQL]DWLRQ RI LGHDV S RFHVVHV S RGXFWV

R S RFHGX HV QHZ WR WKH HOH DQW XQLW RI

adoption, designed to signi�cantly bene�t
WKH LQGL LGXDO J RXS R JDQL]DWLRQ R ZLGH

society”. Rogers (1995) de�nes innovation as
DQ LGHD S DFWLFH R REMHFW WKDW LV SH FHL HG

WR EH QHZ E DQ LQGL LGXDO R RWKH XQLW RI

adoption’.

SD W I RP LQW RGXFLQJ QHZ DQG LPS R LQJ

H[LVWLQJ WHFKQRORJLHV DQGS RFHVVHV HQKDQFLQJ

PDQDJHPHQW S DFWLFHV D H DOVR LHZHG DV

LQQR DWLRQ RKDQQHVVHQ HW DO

,QQR DWLRQ LV DOVR HJD GHG DV QHZQHVV

DV VXJJHVWHG E RKDQQHVVHQ HW DO LQ

which case these researchers inferred, �rstly,
QHZQHVV S R LGHV WKH EHJLQQLQJ RI HPSOR LQJ

LQQR DWLRQ FRQFHSWV 6HFRQGO QHZQHVV FDQ

EH DQ LQGLFDWR RI HVWDEOLVKLQJ R JDQL]DWLRQDO

FRPSHWLWL H DG DQWDJHV WKDW D H VXVWDLQDEOH

ZKHQ LQWHOOHFWXDO FDSLWDO LV WKH RXWFRPH WKDW

LQVSL H F HDWL LW DQG LPS R H R JDQL]DWLRQDO

SH IR PDQFH 7KLV VWXG FRQVLGH V LQQR DWLRQ

DV D S RFHVV WKDW LQ RO HV WKH JHQH DWLRQ

DGRSWLRQ LPSOHPHQWDWLRQ DQG LQFR SR DWLRQ

RI QHZ LGHDV S DFWLFHV R D WHIDFWV ZLWKLQ WKH

R JDQL]DWLRQ 9DQ GH 9HQ HW DO

In addition, innovation is also classi�ed
LQ WZR W SHV DV DGLFDO DQG LQF HPHQWDO

DFFR GLQJ WR LWV GHJ HH RI QR HOW HZD DQG

XWWRQ 5DGLFDO LQQR DWLRQ LV GRLQJ

VRPHWKLQJ GLIIH HQW LQF HPHQWDO LQQR DWLRQ

LV GRLQJ ZKDW ZH GR EXW EHWWH

2UJDQL DWLRQDO F OW UH DQG LQQRYDWLRQ

6LQFH VWXGLHV KD H IRXQG LQQR DWLRQ

IR LPS R LQJ SH IR PDQFH 5RVHQEXVK

% LQ PDQQ DQG %DXVFK R JDQL]DWLRQV

KD H EHHQ DJJ HVVL HO LQVWLOOLQJ LQQR DWLRQ

in its culture, especially high-tech companies.
Nonetheless, even in non-tech industries such
as the insurance industry, Lee and Yu (2004)
found that an innovation-orientated culture
helps insurance �rms improve growth in
EXVLQHVV

7KH R JDQL]DWLRQ LV FDOOHG LQQR DWLRQ WKDW

PHDQV R JDQL]DWLRQV GR QRW RQO JL H F HDWL H

LGHDV LQVWHDG WKDW LGHDV PXVW EH LPSOHPHQWHG

+RZH H VXFFHVVIXO LPSOHPHQWDWLRQ RI F HDWL H
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(PSRZH PHQW HQDEOHV LQGL LGXDOV WR

KD H WKH DXWKR LW LQLWLDWL H DQG DELOLW WR

PDQDJH WKHL RZQ ZR ZKLFK F HDWHV D VHQVH

RI RZQH VKLS DQG HVSRQVLELOLW WRZD G WKH

R JDQL]DWLRQ HQLVRQ 7KH HVXOWV VHHQ

LQ DQ HPSRZH HG ZR IR FH D H KLJKH TXDOLW

S RGXFWV DQG VH LFHV EHWWH GHFLVLRQ PD LQJ

DQG EHWWH S REOHP VRO LQJ ZKLFK LQ WX Q

HVXOW LQ J HDWH R JDQL]DWLRQDO HIIHFWL HQHVV

ZKLFK LQFOXGHV LQQR DWLRQ HQLVRQ

SRWKHVHV KHUH LV D VXEVWDQWLD

relationship between empowerment and
innovation.

7HDP R LHQWDWHG FXOWX H HPSKDVL]HV

FRRSH DWLRQ WRZD G FRPPRQ JRDOV IR ZKLFK

DOO HPSOR HHV IHHO PXWXDOO DFFRXQWDEOH

Co-operate teams are identi�ed by some
researchers as having an in uence on the
GHJ HH WR ZKLFK F HDWL LW DQG LQQR DWLRQ

WD H SODFH LQ R JDQL]DWLRQV :HOO HVWDEOLVKHG

ZR LQJ WHDPV ZKLFK DOORZ IR GL H VLW DQG

LQGL LGXDO WDOHQWV WKDW FRPSOHPHQW RQH DQRWKH

VKRXOG S RPRWH F HDWL LW DQG LQQR DWLRQ

DG HW DO

SRWKHVHV KHUH LV D VXEVWDQWLD

relationship between team orientation and
innovation.

&DSDELOLW GH HORSPHQW LV DQRWKH W DLW

RI R JDQL]DWLRQ WKDW KHOSV LQQR DWLRQ Q

R JDQL]DWLRQ WKDW FRQWLQXDOO LQ HVWV LQ WKH

LGHDV GHPDQG IR D FH WDLQ VHW RI EHKD LR V

QR PV DQG DOXHV ZKLFK GLIIH I RP PH HO

S RGXFLQJ F HDWL H LGHDV ,Q RWKH ZR GV

JHQH DWLRQ RI F HDWL H LGHDV DORQH GRHV OLWWOH IR

WKH R JDQL]DWLRQ ZKDW LV KLJKO LPSR WDQW LV

WKH HIIHFWL H LPSOHPHQWDWLRQ RI WKRVH F HDWL H

LGHDV )O QQ DQG &KDWPDQ ,Q DGGLWLRQ

KLJK LQ RO HPHQW DQG DGDSWL H FXOWX HV KHOS

IRVWH F HDWL LW LQ WH PV RI JHQH DWLRQ RI LGHDV

DQG LPSOHPHQWDWLRQ HQLVRQ

%DVHG RQ WKH D LRXV FXOWX DO GLPHQVLRQV

RI HQLVRQ PRGHO WKLV VWXG H[SOR HG

FXOWX DO GLPHQVLRQV WKDW ZRXOG S RPRWH

LQQR DWLRQ DQG LQ SD WLFXOD ZLWKLQ WKH VHWWLQJ

of Vietnamese �rms. According to Denison
PRGHO WKH H D H VL[ FXOWX DO GLPHQVLRQV

LQFOXGLQJ HPSRZH PHQW WHDP R LHQWDWLRQ

FDSDELOLW GH HORSPHQW F HDWLQJ FKDQJH

FXVWRPH IRFXV DQG R JDQL]DWLRQDO OHD QLQJ

)LJX H

)L XUH RQFHSWXDO IUDPHZRUN EDVHG RQ HQLVRQ
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development of employees’ skills tends to stay
competitive and meet on-going business needs

HQLVLRQ DQG 0LVK D 7KLV LV VHHQ DV

VKDSLQJ WKH EXLOGLQJ EORF V RI H HVRX FHV

LQ R JDQL]DWLRQV ,QWH QDOO GH HORSLQJ KXPDQ

capital helps �rms realize the bene�ts of these
HPSOR HHV LQ WH PV RI WKHL DOXH F HDWLQJ

SRWHQWLDO

SRWKHVHV KHUH LV D VXEVWDQWLD

relationship between capability development
and innovation.

Aculture that is exible and agile adaptably
W DQVODWHV WKH GHPDQGV RI WKH R JDQL]DWLRQDO

HQ L RQPHQW LQWR DFWLRQ Q DGDSWDEOH FXOWX H

VHHV HPSOR HHV WD LQJ LV V OHD QLQJ I RP

WKHL PLVWD HV DQG KDV WKH FDSDELOLW DQG

H[SH LHQFH DW F HDWLQJ FKDQJH 6HQJH

Q R JDQL]DWLRQ WKDW F HDWHV FKDQJH LV DEOH WR

HDG WKH EXVLQHVV HQ L RQPHQW HDFW TXLF O

WR FX HQW W HQGV DQG DQWLFLSDWH IXWX H FKDQJHV

HQLVRQ

SRWKHVHV KHUH LV D VXEVWDQWLD

relationship between creating change and
innovation.

&XVWRPH IRFXV LV DQRWKH FXOWX DO

GLPHQVLRQ WKDW LV LPSR WDQW IR LQQR DWLRQ

&XVWRPH IRFXVLQJ R JDQL]DWLRQV WHQG WR

OHD Q ZD V WR XQGH VWDQG DQG HDFW WR WKHL

customers and anticipate customer’s future
QHHGV HQLVLRQ DQG 0LVK D

SRWKHVHV KHUH LV VXEVWDQWLD

relationship between customer focus and
innovation.

0RVW VWXGLHV FRQVLGH WKDW OHD QLQJ WD HV

QHZ LGHDV LQWR WKH R JDQL]DWLRQ LQF HDVHV

WKH FDSDFLW WR XQGH VWDQG QHZ LGHDV DQG

VW HQJWKHQV F HDWL LW DQG WKH DELOLW WR VSRW

QHZ RSSR WXQLWLHV ,Q RWKH ZR GV LW ID R V

WKH S HVHQFH RI LQQR DWLRQ DPDQSRX

0R HR H WKH R JDQL]DWLRQ HFHL HV

W DQVODWHV DQG LQWH S HWV VLJQDOV I RP

WKH HQ L RQPHQW LQWR RSSR WXQLWLHV IR

HQFRX DJLQJ LQQR DWLRQ JDLQLQJ QRZOHGJH

DQG GH HORSLQJ FDSDELOLWLHV

SRWKHVHV KHUH LV D VXEVWDQWLD

relationship between organizational learning
and innovation.

5HVHDUFK PHWKRGROR

7KLV VWXG REWDLQHG GDWD I RPTXHVWLRQQDL H

VX H WKDW FRQVLVWHG RI WZR PDLQ FRQWHQWV

The �rst and second ones cover statements
RI R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ

D LDEOHV HVSHFWL HO 7KH R JDQL]DWLRQDO

FXOWX H TXHVWLRQQDL H ZKLFKZDV DGRSWHG I RP

HQLVRQ FRPS LVHG RI VL[ GLPHQVLRQV

(PSRZH PHQW 7HDP R LHQWDWLRQ &DSDELOLW

GH HORSPHQW & HDWLQJ FKDQJH &XVWRPH

IRFXV 2 JDQL]DWLRQDO OHD QLQJ ZLWK WRWDO

RI LWHPV 7KH LQQR DWLRQ TXHVWLRQQDL H

ZDV DGRSWHG I RP RKDQQHVVHQ HW DO

ZKLFK FRPS LVHV RI LWHPV WR DVVHVV WKH

LQQR DWLRQ OH HO RI WKDW R JDQL]DWLRQ 7KH

LQQR DWLRQ D LDEOH LQFOXGHV WZR GLPHQVLRQV

QDPHO LQQR DWLRQ SH FHL HG WR EH QHZ WR WKH

R JDQL]DWLRQ DQG LQQR DWLRQ SH FHL HG WR EH

QHZ WR WKH LQGXVW HWDLOHG LQIR PDWLRQ RI

DOO LWHPV R D LDEOHV LV LQ 7DEOH EHORZ %RWK

WKH R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ

measures used a 5-point Likert scale – from
6W RQJO LVDJ HH WR 6W RQJO J HH

7KLV VWXG XVHG FRQ HQLHQW VDPSOLQJ

PHWKRG LQ ZKLFK WKH HVSRQGHQWV FRPS LVHG

of part-time MBA students of University of
Economics and Business, Vietnam National
University. The MBA students are ones who
D H ZR LQJ IR GLIIH HQW R JDQL]DWLRQV RI ERWK
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S L DWH DQG SXEOLF 7KH FDQ EH HPSOR HHV R

managers who study MBA of the University
WR LPS R H WKHL QRZOHGJH DQG V LOOV XH

to adoption of scale measurement con�rmed
I RP S H LRXV VWXGLHV HQLVRQ

RKDQQHVVHQ HW DO WKH TXHVWLRQQDL H

ZDV VPRRWKO W DQVODWHG LQWR 9LHWQDPHVH

ZLWKRXW QHHG RI D SLORW WHVW 7KH TXHVWLRQQDL H

VX H ZDV FRQGXFWHG GX LQJ 0D FK

ERXW FRSLHV RI TXHVWLRQQDL HV ZH H VHQW

RXW WR WKH 0% VWXGHQWV DW WKH XQL H VLW

7KH HVSRQVH DWH ZDV WKDW LV TXLWH KLJK

7KH HIR H WKH DQDO VLV VDPSOH IR WKLV VWXG

ZDV QDO VLV PHWKRGV ZH H XVHG LQ WKLV

SDSH LQFOXGLQJ HOLDELOLW IDFWR DQDO VLV

DQG PXOWLSOH HJ HVVLRQV WR WHVW DOO WKHVH

K SRWKHVHV 7KH GDWD ZDV DQDO ]HG XVLQJ WKH

6366 VRIWZD H H VLRQ

7DEOH 9DULDEOHV RI RU DQL DWLRQDO FXOWXUH DQG LQQR DWLRQ

HQRWH DEHO ( SODQDWLRQ

(PSRZHUPHQW

( (PSRZH PHQW 0RVW HPSOR HHV D H KLJKO LQ RO HG LQ WKHL ZR

( (PSRZH PHQW
HFLVLRQV D H XVXDOO PDGH DW WKH OH HO ZKH H WKH

EHVW LQIR PDWLRQ LV D DLODEOH

( (PSRZH PHQW
,QIR PDWLRQ LV ZLGHO VKD HG VR WKDW H H RQH FDQ

get the information he or she needswhen it’s needed

( (PSRZH PHQW
( H RQH EHOLH HV WKDW KH R VKH FDQ KD H D SRVLWL H

LPSDFW

( (PSRZH PHQW
%XVLQHVV SODQQLQJ LV RQJRLQJ DQG LQ RO HV

H H RQH LQ WKH S RFHVV WR VRPH GHJ HH

7HDP RULHQWDWLRQ

7 7HDP R LHQWDWLRQ
&RRSH DWLRQ DF RVV GLIIH HQW SD WV RI WKH

R JDQL]DWLRQ LV DFWL HO HQFRX DJHV

7 7HDP R LHQWDWLRQ 3HRSOH ZR OL H WKH D H SD W RI D WHDP

7 7HDP R LHQWDWLRQ
7HDP ZR LV XVHG WR JHW ZR GRQH DWKH WKDQ

KLH D FK

7 7HDP R LHQWDWLRQ 7HDP D H RX S LPD EXLOGLQJ EORF V

7 7HDP R LHQWDWLRQ

:R LV R JDQL]HG VR WKDW HDFK SH VRQ FDQ VHH WKH

HODWLRQVKLS EHWZHHQ KLV R KH MRE DQG WKH JRDOV RI

WKH R JDQL]DWLRQ

DSDELOLW GH HORSPHQW

& &DSDELOLW

GH HORSPHQW

The ways things are done is very exible and easy
WR FKDQJH

& &DSDELOLW

GH HORSPHQW

:H HVSRQG ZHOO WR FRPSHWLWR V DQG RWKH FKDQJHV

LQ WKH EXVLQHVV HQ L RQPHQW

& &DSDELOLW

GH HORSPHQW

New and improvedways to do work are continually
DGRSWHG
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& &DSDELOLW

GH HORSPHQW

WWHPSWV WR F HDWH FKDQJH XVXDOO PHHW ZLWK

HVLVWDQFH

& &DSDELOLW

GH HORSPHQW

LIIH HQW SD WV RI WKH R JDQL]DWLRQ RIWHQ FRRSH DWH

WR F HDWH FKDQJH

UHDWLQ FKDQ H

&& & HDWLQJ FKDQJH
The ways things are done is very exible and easy
WR FKDQJH

&& & HDWLQJ FKDQJH
:H HVSRQG ZHOO WR FRPSHWLWR V DQG RWKH FKDQJHV

LQ WKH EXVLQHVV HQ L RQPHQW

&& & HDWLQJ FKDQJH
New and improvedways to do work are continually
DGRSWHG

&& & HDWLQJ FKDQJH
WWHPSWV WR F HDWH FKDQJH XVXDOO PHHW ZLWK

HVLVWDQFH

&& & HDWLQJ FKDQJH
LIIH HQW SD WV RI WKH R JDQL]DWLRQ RIWHQ FRRSH DWH

WR F HDWH FKDQJH

XVWRPHU IRFXV

&) &XVWRPH IRFXV
&XVWRPH FRPPHQWV DQG HFRPPHQGDWLRQV RIWHQ

OHDG WR FKDQJHV

&) &XVWRPH IRFXV Customer input directly in uences our decisions

&) &XVWRPH IRFXV
OO PHPEH V KD H D GHHS XQGH VWDQGLQJ RI

FXVWRPH ZDQWV DQG QHHGV

&) &XVWRPH IRFXV
7KH LQWH HVWV RI WKH FXVWRPH RIWHQ JHW LJQR HG LQ

RX GHFLVLRQV

&) &XVWRPH IRFXV
:H HQFRX DJH GL HFW FRQWDFW ZLWK FXVWRPH V E RX

SHRSOH

2U DQL DWLRQDO OHDUQLQ

2/
2 JDQL]DWLRQDO OHD QLQJ :H LHZ IDLOX H DV DQ RSSR WXQLW IR OHD QLQJ DQG

LPS R HPHQW

2/
2 JDQL]DWLRQDO OHD QLQJ ,QQR DWLRQ DQG LV WD LQJ D H HQFRX DJHG DQG

HZD GHG

2/
2 JDQL]DWLRQDO OHD QLQJ Lots of things” fall between the cracks”

2/
2 JDQL]DWLRQDO OHD QLQJ Learning is an important objective in our day-to-

GD ZR

2/
2 JDQL]DWLRQDO OHD QLQJ :H PD H FH WDLQ WKDW WKH LJKW KDQG QRZV ZKDW

WKH OHIW KDQG LV GRLQJ

,QFUHPHQWDO LQQR DWLRQ +DV RX FRPSDQ PDGH FKDQJHV GX LQJ WKH ODVW WK HH HD V WKDW

ZH H SH FHL HG WR EH QHZ IR WKH FRPSDQ ZLWKLQ WKH IROORZLQJ D HDV
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5HVHDUFK UHVXOWV

DWD GHVFULSWLRQ

Table 2. Demographic pro�le of respondents

KDUDFWHULVWLF 1 3HUFHQWD H

*HQGHU RI UHVSRQGHUV

0DOH

)HPDOH

7RWDO

H HDUV

20-29
30-39
40-49
2 H

7 SH RI RU DQL DWLRQ

6WDWH RZQH VKLS FRPSDQ

3D WQH VKLS

/LPLWHG OLDELOLW FRPSDQ

3 L DWH

RLQW VWRF FRPSDQ 6&

RLQW HQWX H FRPSDQ

9&

XUUHQW MRE SRVLWLRQ

L HFWR

&)2

(QJLQHH

%DQ H

(PSOR HHV

&(2

FFRXQWDQW DGPLQLVW DWR

The pro�le of respondents is showed in
7DEOH LW FDQ EH VHHQ I RP 7DEOH WKDW WKH

QXPEH RI DJH EHWZHHQ DQG RFFXSLHV

D OD JHVW SH FHQWDJH 7KH VHFRQG

position is the age of 30-39 (38.5%); Over
RQO HHS 0RVW RI WKH HVSRQGHQWV

,,
,QF HPHQWDO LQQR DWLRQ New products

,,
,QF HPHQWDO LQQR DWLRQ New services

,,
,QF HPHQWDO LQQR DWLRQ New methods of production

,,
,QF HPHQWDO LQQR DWLRQ

2SHQLQJ QHZ PD HWV

,,
,QF HPHQWDO LQQR DWLRQ New sources of supply

,,
,QF HPHQWDO LQQR DWLRQ New ways of organizing

5DGLFDO LQQR DWLRQ +DV RX FRPSDQ PDGH FKDQJHV GX LQJ WKH ODVW WK HH HD V WKDW ZH H

SH FHL HG WR EH QHZ WR WKH LQGXVW LQ ZKLFK WKH FRPSDQ RSH DWHV ZLWKLQ WKH IROORZLQJ D HDV

5, 5DGLFDO LQQR DWLRQ New products
5, 5DGLFDO LQQR DWLRQ New services
5, 5DGLFDO LQQR DWLRQ New methods of production
5, 5DGLFDO LQQR DWLRQ 2SHQLQJ QHZ PD HWV

5, 5DGLFDO LQQR DWLRQ New sources of supply
5, 5DGLFDO LQQR DWLRQ New ways of organizing
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D H EHORQJLQJ WR /LPLWHG OLDELOLW &RPSDQ

ZKLOH W SH RI R JDQL]DWLRQ RI

SD WQH VKLS DQG RLQW HQWX H &RPSDQ PD H

XS VDPH SH FHQWDJH RI 6LPLOD O FX HQW

MRE SRVLWLRQ KDV DOVR WKH OD JHVW QXPEH RI

HPSOR HHV

7DEOH HVFULSWL H DQDO VLV

0HDQ
6WG

H LDWLRQ

2 JDQL]DWLRQDO OHD QLQJ

&XVWRPH IRFXV

&DSDELOLW GH HORSPHQW

7HDP R LHQWDWLRQ

& HDWLQJ FKDQJH

(PSRZH PHQW

,QF HPHQWDO LQQR DWLRQ

5DGLFDO LQQR DWLRQ

V 7DEOH LQGLFDWHG R JDQL]DWLRQDO FXOWX H

VFR HV IR VL[ FRPSRQHQWV DQJHV I RP

WR (PSOR HHV DVVHVVHG R JDQL]DWLRQDO

FXOWX H DW D IDL O KLJK OH HO 0HDQZKLOH PHDQ

VFR H IR DGLFDO LQQR DWLRQ RI LV VOLJKWO

KLJKH WKDQ WKDW RI LQF HPHQWDO LQQR DWLRQ

ZKLFK LV

7DEOH 5HOLDELOLW VWDWLVWLFV RI WKH

DULDEOHV

9DULDEOHV ,WHPV
URQEDFK V

OSKD

(PSRZH PHQW

7HDP R LHQWDWLRQ

&DSDELOLW

GH HORSPHQW

& HDWLQJ FKDQJH

&XVWRPH IRFXV

2 JDQL]DWLRQDO

OHD QLQJ

,QF HPHQWDO

LQQR DWLRQ

5DGLFDO LQQR DWLRQ

7DEOH ( SORUDWRU )DFWRU QDO VLV

RPSRQHQW

LWHPV

2/

2/

2/

2/

2/

&)

&)

&)

&)

&)

&

&

&

&

&

7

7

7

7

7

&&

&&

&&

&&

&&

(

(

(

(

(
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Table 4 shows that Cronbach’s Alpha
coef�cients of all variables are also greater
WKDQ DQG WKXV WKHVH VFDOHV D H HOLDEOH IR

next analyses. KMO test and Bartlett’s test
were examined before ful�lling factor analysis
() 7KH .02 LQGH[ DQJHV I RP WR

ZLWK VXJJHVWHG DV WKH PLQLPXP DOXH IR

D JRRG IDFWR DQDO VLV 7DEDFKQLF DQG )LGHOO

IWH XVLQJ () 7DEOH HVXOWV

VKRZHG VL[ IDFWR V RI R JDQL]DWLRQDO FXOWX H

D LDEOHV DQG WZR IDFWR V IR LQF HPHQWDO

LQQR DWLRQ DQG DGLFDO LQQR DWLRQ

5H UHVVLRQ UHVXOWV IRU LQFUHPHQWDO

LQQR DWLRQ

5HJ HVVLRQ HVXOWV IR LQF HPHQWDO

LQQR DWLRQ VKRZV LQ 7DEOH 5 VTXD H RI

WKDW PHDQV PRGHO H[SODLQV RI D LDQFH

LQ LQF HPHQWDO LQQR DWLRQ 7DEOH VKRZV

WKDW D LDEOHV LQFOXGLQJ XVW PHU XV DQG

empowerment are not statistically signi�cant
DW WKXV WKHVH K SRWKHVHV + DQG +

D H HMHFWHG 7KH RWKH D LDEOHV K SRWKHVHV

H2, H3, H4, H6) have values of signi�cances
WKDW D H VPDOOH WKDQ DQG WKXV WKH D H

accepted. From standardized coef�cients
DOXHV WKH H HDO VW RQJ R ORZ LPSDFW RI

R JDQL]DWLRQDO FXOWX H RQ LQQR DWLRQ DPRQJ

D LDEOHV ,W FDQ EH VHHQ WKDW R JDQL]DWLRQDO

OHD QLQJ DQG WHDP R LHQWDWLRQ ZLOO SH IR P D

VW RQJH FRQW LEXWLRQ WKDQ RWKH D LDEOHV WR

H[SODLQLQJ LQQR DWLRQ

7DEOH 6WDQGDUG 0XOWLSOH 5H UHVVLRQ

EHWZHHQ RU DQL DWLRQ FXOWXUH DQG

LQFUHPHQWDO LQQR DWLRQ

0RGHO 5
5

6TXDUH

GMXVWHG

5 6TXDUH
) 6L

D D

D SHQGHQW YDULDE H LQ UHPHQWD LQQ YDWL QQ

HSHQGHQW YDULDE H LQ UHPHQWD LQQ YDWL Q

5H UHVVLRQ UHVXOWV IRU UDGLFDO LQQR DWLRQ

5HJ HVVLRQ HVXOWV IR DGLFDO LQQR DWLRQ

VKRZV LQ 7DEOH 5 VTXD H RI WKDW PHDQV

PRGHO H[SODLQV RI D LDQFH LQ DGLFDO

LQQR DWLRQ 7DEOH DOVR VKRZV WKDW D LDEOHV

LQFOXGLQJ XVW PHU XV DQG empowerment
are not statistically signi�cant at 5%, thus
WKHVH K SRWKHVHV + DQG + D H HMHFWHG

7KH RWKH D LDEOHV HS HVHQWLQJ K SRWKHVHV

H2, H3, H4, H6 have values of signi�cances
WKDW D H VPDOOH WKDQ DQG WKXV WKH D H

accepted. From standardized coef�cients
DOXHV LW DOVR FDQ EH VHHQ WKDW R JDQL]DWLRQDO

OHD QLQJ DQG WHDP R LHQWDWLRQ ZLOO SH IR P D

VW RQJH FRQW LEXWLRQ WKDQ RWKH D LDEOHV WR

H[SODLQLQJ WKH DGLFDO LQQR DWLRQ

Table 7. Coef�cients between organization culture and incremental innovation

0RGHO

Unstandardized
Coef�cients

6WDQGD GL]HG

Coef�cients 7 6LJ

% 6WG ( R %HWD

&RQVWDQW

2 JDQL]DWLRQDO OHD QLQJ

&XVWRPH IRFXV

&DSDELOLW GH HORSPHQW

7HDP R LHQWDWLRQ

& HDWLQJ FKDQJH

(PSRZH PHQW

-.454 -1.042
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,Q FRQFOXVLRQ WKH H D H IRX K SRWKHVHV

DFFHSWHG R JDQL]DWLRQDO OHD QLQJ WHDP

R LHQWDWLRQ FDSDELOLW GH HORSPHQW DQG

F HDWLQJ FKDQJH ZKLFK KD H SRVLWL H LPSDFW

RQ ERWK LQF HPHQWDO DQG DGLFDO LQQR DWLRQ

7DEOH 7KH HIR H WKLV SDSH ZRXOG

S R LGH D SD WLDO VXSSR W IR WKH HODWLRQVKLS

EHWZHHQ R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ

through employee’s perspective.

7DEOH 6XPPDU RI SRWKHVHV

+ SRWKHVHV 5HVXOWV

+ (PSRZH PHQW KDV

positively signi�cant
LPSDFW RQ LQQR DWLRQ

Not supported

+ 7HDP R LHQWDWLRQ

has positively signi�cant
LPSDFW RQ LQQR DWLRQ

)XOO VXSSR WHG

+ &DSDELOLW

GH HORSPHQW KDV

positively signi�cant
LPSDFW RQ LQQR DWLRQ

)XOO VXSSR WHG

+ & HDWLQJ FKDQJH KDV

positively signi�cant
LPSDFW RQ LQQR DWLRQ

)XOO VXSSR WHG

+ &XVWRPH IRFXV KDV

positively signi�cant
LPSDFW RQ LQQR DWLRQ

Not supported

+ 2 JDQL]DWLRQDO

OHD QLQJ KDV SRVLWL HO

signi�cant impact on
LQQR DWLRQ

)XOO VXSSR WHG

)LQGLQ V DQG GLVFXVVLRQV

The �ndings of this study showed that
IRX D LDEOHV R H VL[ RQHV ZH H HODWHG WR

LQQR DWLRQ WHDPR LHQWDWLRQ F HDWLQJ FKDQJH

FDSDELOLW GH HORSPHQW DQG R JDQL]DWLRQDO

OHD QLQJ +HQFH RX VWDWLVWLFDO HVXOWV S R LGHG

D SD WLDO VXSSR W IR WKH HODWLRQVKLS EHWZHHQ

R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ RI

9LHWQDPHVH HPSOR HHV LQ WKLV VWXG 7KHVH

�ndings did not totally support earlier studies,
ZKLFK IRXQG R JDQL]DWLRQDO FXOWX H WR EH

7DEOH 6WDQGDUG 0XOWLSOH 5H UHVVLRQ EHWZHHQ RU DQL DWLRQ FXOWXUH DQG UDGLFDO LQQR DWLRQ

0RGHO 5 5 6TXDUH GMXVWHG 5 6TXDUH ) 6L

D D

D SHQGHQW YDULDE H LQ UHPHQWD LQQ YDWL QQ HSHQGHQW YDULDE H UDGL D LQQ YDWL Q

Table 9. Coef�cients between organization culture and radical innovation

0RGHO

8QVWDQGDUGL HG

Coef�cients
6WDQGDUGL HG

Coef�cients 7 6L

6WG (UURU HWD

&RQVWDQW -.542 -1.289
2 JDQL]DWLRQDO OHD QLQJ

&XVWRPH IRFXV

&DSDELOLW GH HORSPHQW

7HDP R LHQWDWLRQ

& HDWLQJ FKDQJH

(PSRZH PHQW
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SRVLWL HO DVVRFLDWHG ZLWK LQQR DWLRQ VKOH

DQG % DQ 2QH SRVVLEOH H[SODQDWLRQ

LV WKDW PDMR LW RI HVSRQGHQWV FDPH I RP

local �rms, especially 33% state-owned �rms,
FRPSD HG WR MRLQW HQWX H FRPSDQLHV RI RQO

2QH FDQ DQWLFLSDWH WKDW R JDQL]DWLRQV ZLWK

foreign factors, especiallyMNCs are generally
PR H DJJ HVVL H LQ GH HORSLQJ LQQR DWLRQ

as opposed to locally-owned companies.
Foreign �rms are superior toAsian companies
LQ S RGXFW DQG S RFHVV LQQR DWLRQ DQG

WHFKQRORJLFDO GH HORSPHQW /XR 7KH

KD H EHHQ PR H LQQR DWL H W DQVIH HG PR H

technologies to local �rms, and have made
J HDWH FRPPLWPHQWV WR TXDOLW FRQW RO DQG

DGDSWLQJ WHFKQRORJ WR VXLW WKH QHHGV RI ORFDO

FRQVXPH V /XR /RFDO FRPSDQLHV E

FRQW DVW JHQH DOO PD H IHZH FRPPLWPHQWV

RI S RGXFW DQG PD HW GH HORSPHQW LQ WKH

local market and tend to produce more labor-
LQWHQVL H S RGXFWV

From the �ndings, signi�cant correlations
H[LVW EHWZHHQ F HDWLQJ FKDQJH R JDQL]DWLRQDO

OHD QLQJ ZLWK LQQR DWLRQ HVSHFWL HO

7KH GLPHQVLRQV RI & HDWLQJ &KDQJH DQG

2 JDQL]DWLRQDO /HD QLQJ IDOO XQGH WKH

category of adaptability of Denison’s model.
+LJKO DGDSWL H R JDQL]DWLRQV HVSRQG

WR H[WH QDO GHPDQGV E DFWL HO F HDWLQJ

FKDQJHV ZKLFK DW WKH VDPH WLPH LQ RO H

VRPH LV V WKDW WKH ZLOOLQJO WD H DQG ZKHQ

faced with obstacles learn to �nd ways to go
D RXQG LW ,Q VLWXDWLRQV ZKH H PLVWD HV D H

PDGH KLJKO DGDSWL H FXOWX HV LHZ WKHP

DV IHHGEDF DQG OHD Q I RP LW WR HVSRQG WR

GHPDQGV I RP WKH H[WH QDO HQ L RQPHQW

2E LRXVO LQ VXFK D FXOWX H WKH R JDQL]DWLRQ

LV LQ D EHWWH SRVLWLRQ WR FRQWLQXDOO HVSRQG WR

DQG PHHW WKH GHPDQGV RI LWV FXVWRPH V ZKLFK

LV SD W RI LQQR DWLRQ +HQFH R JDQL]DWLRQV

WKDW LQVLVW RQ FXOWX HV ZLWK VW RQJ DGDSWDELOLW

XVXDOO H[SH LHQFH VDOHV J RZWK DQG LQF HDVHG

PD HW VKD H HQLVRQ DQG 0LVK D ,Q

DGGLWLRQ WKH GLPHQVLRQV RI 7HDP R LHQWDWLRQ

DQG &DSDELOLW GH HORSPHQW IDOO XQGH WKH

FDWHJR RI LQ RO HPHQW +LJKO LQ RO HG

R JDQL]DWLRQV F HDWH D VHQVH RI RZQH VKLS DQG

HVSRQVLELOLW 7KLV VHQVH RI RZQH VKLS J RZV

D J HDWH FRPPLWPHQW WR WKH R JDQL]DWLRQ DQG

DQ LQF HDVHG FDSDFLW IR DXWRQRP

RQFOXVLRQ DQG LPSOLFDWLRQV

7KLV SDSH IRFXVHG RQ WKH HODWLRQVKLS

EHWZHHQ R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ

through Vietnamese employee’s perspective.
3D WLFXOD O HPSOR HHV FDPH I RP PDQ

�elds in Vietnamese organizations and they
were studying MBA level at UEB. 200
TXHVWLRQQDL HV ZH H VHQW WR 0% VWXGHQWV

IWH XVLQJ () WKDW VWLOO HSW LWHPV RI

ERWK R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ

WKHVH LWHPV ZH H GL LGHG E HLJKW IDFWR V LQ

ZKLFK VL[ IDFWR V ZH H R JDQL]DWLRQDO FXOWX H

DQG WZR LQGHSHQGHQW IDFWR V FDPH I RP

LQQR DWLRQ

,PSOLFDWLRQV IRU DFDGHPLFV

3 H LRXVO PDQ HVHD FKH V KD H H H

LQ HVWLJDWHG DERXW HODWLRQVKLS EHWZHHQ

R JDQL]DWLRQDO FXOWX H DQG LQQR DWLRQ

QRQHWKHOHVV LQ 9LHWQDP LW LV TXLWH QHZ IR

VFKROD V WR SH IR P WKLV VWXG (VSHFLDOO WKLV

study applied Denison’s model to examine
WKH HODWLRQVKLS EHWZHHQ R JDQL]DWLRQDO

FXOWX H DQG LQQR DWLRQ FFR GLQJO WKLV

VWXG S R LGHV H[W D QHZ H LGHQFH DERXW

HODWLRQVKLS EHWZHHQ R JDQL]DWLRQDO FXOWX H

DQG LQQR DWLRQ LQ 9LHWQDP 7KHVH HVXOWV PD

EH JRRG HIH HQFHV IR DFDGHPLFV LQ 9LHWQDP

DQG LW FDQ S R LGH HPSL LFDO H LGHQFH IR

WKH LPSR WDQFH RI R JDQL]DWLRQDO FXOWX H LQ
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S HGLFWLQJ LQQR DWLRQ GHVSLWH WKH IDFW WKDW WKH

S RSRVHG I DPHZR ZDV SD WLDOO DOLGDWHG

,PSOLFDWLRQV IRU SUDFWLWLRQHUV

7KH HVXOWV VKRZHG WKDW RXW RI VL[

LQGHSHQGHQW D LDEOHV RI R JDQL]DWLRQDO

FXOWX H IRX IDFWR V Organizational learning,
DSDEL LW GHYH SPHQW HDP ULHQWDWL Q DQG

UHDWLQJ KDQJH are statistically signi�cant for
LQQR DWLRQ FFR GLQJO VRPH LPSOLFDWLRQV

IR S DFWLWLRQH V ZLOO EH JL HQ

)L VW RI DOO LPSR WDQFH RI R JDQL]DWLRQDO

OHD QLQJ DQG F HDWLQJ FKDQJH VKRZ WKDW

R JDQL]DWLRQ VKRXOG LPS R H DFWL LWLHV RI

HFHL LQJ W DQVODWLQJ DQG LQWH S HWLQJ VLJQDOV

I RP WKH HQ L RQPHQW LQWR RSSR WXQLWLHV IR

HQFRX DJLQJ LQQR DWLRQ JDLQLQJ QRZOHGJH

DQG GH HORSLQJ FDSDELOLWLHV

6HFRQGO WHDP R LHQWDWLRQ LV WKH VHFRQG

signi�cant factor to innovation. Team
R LHQWDWLRQ ZLOO GHEDWH H[W D QHZ LGHDV I RP

VXSSR WLQJ RI HPSOR HHV DQG R JDQL]DWLRQV

FDQ DSSO WKHL S HVHQWDWLRQV DV ZHOO DV

develop comprehensive employee’s skills.
&RQVHTXHQWO R JDQL]DWLRQV VKRXOG HO RQ

WHDP HIIR W WR JHW ZR GRQH DQG LPS R H

LQQR DWLRQ

QRWKH FRQVLGH DEOH IDFWR WR LQQR DWLRQ

LV F HDWLQJ FKDQJH 2 JDQL]DWLRQV VKRXOG IRFXV

RQ F HDWLQJ DGDSWL H ZD V WR PHHW FKDQJLQJ

QHHGV DQG ZHOFRPH QHZ LGHDV WKDW D H ZLOOLQJ

WR W QHZ DSS RDFKHV WR GR WKLQJV

)LQDOO FDSDELOLW GH HORSPHQW KDV D

lowest signi�cant effect in comparison with
WKH RWKH WK HH IDFWR V +RZH H LW LV DOVR H

LPSR WDQW IR LQQR DWLRQ DW DQ R JDQL]DWLRQV

WKH HIR H R JDQL]DWLRQV VKRXOG LQ HVW LQ WKH

development of employee’s skills in order to
stay competitive and meet on-going business
QHHGV

/LPLWDWLRQV RI WKH VW G

DWD RI R JDQL]DWLRQDO FXOWX H ZH H

gathered for the study through respondents’
self-assessments. Data was collected at small
VSDFH DQG WLPH ZDV VKR W WKLV ZRXOG OLPLW WR

HVXOWV RI HVHD FK

6 JJHVWLRQV IRU I W UH UHVHDUFK

• 2 JDQL]DWLRQDO FXOWX H VKRXOG EH

LQ HVWLJDWHG IR WKH F LWLFDO SRVLWLRQV LQ

WKH R JDQL]DWLRQV

• ,W LV ZR WKZKLOH WR LQFOXGH RWKH

FXOWX H W SHV LQ IXWX H VWXGLHV WR IX WKH

explore the in uence of other cultures
RQ LQQR DWLRQ

• Next studies can be researched at
E RDGH VFRSH DQG HVSRQGHQWV VKRXOG

EH H[SDQGHG PR H q

5HIHUHQFHV

DG +DQVRQ DQG 6FKQHOGH I DPHZR IR WKH VWXG RI HODWLRQVKLSV EHWZHHQ

R JDQL]DWLRQDO FKD DFW LVWLFV DQG R JDQL]DWLRQDO LQQR DWLRQ KH - XUQD UHDWLYH

%HKDYL U 31 (1), 42-58.
VKOH DQG % DQ organizational culture and innovation: exploring the link.

&KLFDJR QQXDO EHVW RI R JDQL]DWLRQDO GH HORSPHQW VXEPLW
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