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

VRFLDOLVW� RULHQWHG�PDUNHW� HFRQRP\�� 2YHU� WKDW�

SHULRG�� WKH� HFRQRP\� KDV� H[SHULHQFHG� UDSLG�

JURZWK��$W�SUHVHQW��9LHWQDP�LV� LQ�D�SHULRG�RI�

EHLQJ� LQWHJUDWHG� LQWR� WKH� JOREDO� HFRQRP\��

+RZHYHU�� DOPRVW� DOO� 9LHWQDPHVH� HQWHUSULVHV�

DUH�VPDOO�DQG�PHGLXP�HQWHUSULVHV�DQG�ODFN�RI�

FRPSHWLWLYHQHVV��HVSHFLDOO\�LQ�WKLV�JOREDO�PDUNHW��

,Q�RUGHU�WR�WDNH�DGYDQWDJH�RI�RSSRUWXQLWLHV�DQG�

RYHUFRPH� FKDOOHQJHV� LQ� WKH� PDUNHW� LQ� ORQJ�

term,�Vietnam�¿rms�need� to� set� focus� on� the�

URRW� SUREOHPV�� HVSHFLDOO\� LQQRYDWLRQ�� ,Q� IDFW��

LQQRYDWLRQ� LV� FHQWUDO� WR� EXLOGLQJ� D� SURDFWLYH�

DQG�HQWUHSUHQHXULDO�RUJDQL]DWLRQ��-RKDQQHVVHQ�
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In�a�globalized�business� setting,�a�national�culture� that�impacts� strongly�innovation� is�of�
XWPRVW�LPSRUWDQFH�HVSHFLDOO\�LQ�GHYHORSLQJ�FRXQWULHV�WKDW�H[SHFW�WR�LPSURYH�LQFRPH�OHYHOV�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,�Team�Orientation,�Capability�Development,�Creating�Change,�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\�UHFRJQL]HG�

DV� D� NH\� WR� FRPSHWLWLYH� VXFFHVV� �)UDQFLV� DQG�

%HVVDQW���������

%HVLGHV��RUJDQL]DWLRQDO�FXOWXUH�LV�DQ�DVSHFW�

WKDW� DSSHDUV� LQ� HDFK� LQWHUQDO� FRPSDQ\� LQ�

RUGHU� WR� HQKDQFH� WKH�ZRUN� SHUIRUPDQFH� DQG�

FUHDWH� HQYLURQPHQW� IRU� LQQRYDWLRQ� DFWLYLWLHV��

6RPH�UHVHDUFKHUV�VKRZHG�WKDW�VWURQJ�FXOWXUHV�

UDQNHG� KLJKHU� LQ� QHZ� SURGXFW� GHYHORSPHQW�

DQG�H[SHFWHG�WR�JURZ�PRUH�LQ�WKH�IXWXUH��EDVHG�

RQ�JURZWK�DVVXPSWLRQV�LQ�WKHLU�VWRFN�SULFHV��$�

EDODQFHG�FXOWXUH�RQ�WKH�RWKHU�KDQG��FDQ�KHOS�

DQ� RUJDQL]DWLRQ� EH� LQQRYDWLYH� �$VKOH\� DQG�

%U\DQ���������6RPH�KDYH�DOVR�IRXQG�WKDW�WUDLWV�

RI�LQYROYHPHQW�DQG�DGDSWDELOLW\�DUH�LPSRUWDQW�

WR� H[HFXWLRQ� DQG� LPSOHPHQWDWLRQ� UHVXOWLQJ�

LQ� LQQRYDWLRQ� �'HQLVRQ�� ������ 'HQLVRQ� DQG�

0LVKUD�� ������ .RWWHU� DQG� +HVNHWW�� ������

6RUHQVRQ���������

,Q�UHFHQW�\HDUV��DV�P\�EHVW�XQGHUVWDQGLQJV��

WKHUH�DUH�SOHQW\�RI�UHVHDUFKHV�DERXW�LQQRYDWLRQ�

RQ� FRPSDQLHV� GHHSO\�� EXW� LQ� 9LHWQDP�� LW� LV�

YHU\� OLWWOH��7KHUH� LV� OHVV� LQQRYDWLRQ� UHVHDUFK�

RQ� SDUWLFXODU� EXVLQHVV� WR� WHVW� WKH� HIIHFWV� RI�

innovation� on� ¿rm� performance.� Therefore,�
WKH�PDLQ�SXUSRVH�RI�WKH�UHVHDUFK�LV�WR�LGHQWLI\�

the� inÀuence� of� organizational� culture� on�
innovation.�More�speci¿cally,�this�study�based�
on�Denison’s� model� to� analyze� inÀuence� of�
RUJDQL]DWLRQDO�FXOWXUH�RQ� LQQRYDWLRQ� WKURXJK�

Vietnamese� employee’s� perspective� and�
WKHQ� SURYLGHV� WKH� UHFRPPHQGDWLRQV� DQG�

LPSOLFDWLRQV� IRU� DFDGHPLFV� DQG� SUDFWLWLRQHUV�

EDVHG�RQ�WKH�DQDO\VHV�

���/LWHUDWXUH�UHYLHZ

2UJDQL]DWLRQDO�FXOWXUH

2UJDQL]DWLRQDO� FXOWXUH� LV� WKH� VHW� RI� WKH�

YDOXHV�� EHOLHIV�� DQG� EHKDYLRU� SDWWHUQV� WKDW�

UHSUHVHQW�WKH�FRUH�LGHQWLW\�RI�DQ�RUJDQL]DWLRQ�

and�has�a�signi¿cant�role�in�making�up�behavior�
RI�HPSOR\HHV��5DVKLG���������,Q�RWKHU�ZRUGV��

LW� LQFOXGHV� YDOXHV�� FRQFHSWV�� DQG� SDWWHUQV��

ZKLFK� DUH� FRPPRQO\� OHDUQHG� DQG� DFFHSWHG�

DQG� LQVWLWXWLRQDOL]HG�E\�PHPEHUV�RI�D�JURXS�

ZRUNLQJ� LQ� DQ� RUJDQL]DWLRQ� �/DZVRQ� DQG�

6KHQ���������6XFK�D�FXOWXUH�JLYHV�WKH�PHPEHUV�

RI� DQ� RUJDQL]DWLRQ� D� XQLTXH� LGHQWLW\� DQG� LW�

FRQWULEXWHV� WR� LQFUHDVH� JURXS� FRPPLWPHQW�

DQG�FRQVROLGDWHV�WKHLU�VRFLDO�V\VWHP�

2UJDQL]DWLRQDO� FXOWXUH� LV� D� FRPSOH[�

SKHQRPHQRQ�� QHYHUWKHOHVV�� LW� KDV� DQ�

LPSRUWDQW�HIIHFW�RQ�DFFHOHUDWLQJ�WKH�SURJUHVV�

WUHQG� DQG� UHQRYDWLRQ� RI� DQ� RUJDQL]DWLRQ��

7KXV�� DQ� RUJDQL]DWLRQ� ZLOO� DFWXDOO\� IDFH�

ZLWK� YDULRXV� SUREOHPV� VXFK� DV� RUJDQL]DWLRQ�

conÀict,� non-integrity� of� organization� and�
GHFUHDVHG�SHUIRUPDQFH�LI�LW�GRHV�QRW�FRQVLGHU�

LWV�RUJDQL]DWLRQDO�FXOWXUH�DQG�WKH�GLPHQVLRQV�

DV� ZHOO� DV� WKH� LQGLFDWRUV� RI� LW� DGHTXDWHO\��

+HQFH��IDPLOLDULW\�ZLWK�RUJDQL]DWLRQDO�FXOWXUH�

KHOSV� WKH� PDQDJHUV� WR� FDSWXUH� WKH� VWUHQJWKV�

E\�XQGHUVWDQGLQJ�WKH�DWPRVSKHUH�GRPLQDWLQJ�

WKH�RUJDQL]DWLRQ�DQG�WDNLQJ�QHFHVVDU\�DFWLRQV�

IRU�SUHGLFDWLQJ�WKH�ZHDNQHVVHV��5DKLPQLD�DQG�

$OL]DGHK��������

2UJDQL]DWLRQDO� FXOWXUH� LQFOXGHV� DQ�

organization’s� expectations,� experiences,�
SKLORVRSK\�� DQG� YDOXHV� WKDW� KROG� LW� WRJHWKHU��

and� is� expressed� in� its� self-image,� inner�
ZRUNLQJV��LQWHUDFWLRQV�ZLWK�WKH�RXWVLGH�ZRUOG��

DQG�IXWXUH�H[SHFWDWLRQV��,W�LV�EDVHG�RQ�VKDUHG�

DWWLWXGHV�� EHOLHIV�� FXVWRPV�� DQG� ZULWWHQ� DQG�

XQZULWWHQ�UXOHV�WKDW�KDYH�EHHQ�GHYHORSHG�RYHU�

WLPH�DQG�DUH�FRQVLGHUHG�YDOLG��

,Q� WKLV� VWXG\�� WKH� 'HQLVRQ� RUJDQL]DWLRQDO�

culture� model� as� well� as� its� de¿nition� of�
RUJDQL]DWLRQDO� FXOWXUH� LV� DSSOLHG�� 'HQLVRQ�

������� DUJXHG� WKDW� EHKDYLRU� EHLQJ� WKH�
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RXWFRPH� RI� XQGHUO\LQJ� DVVXPSWLRQV�� YDOXHV�

DQG� EHOLHIV�� GULYHV� UHVXOWV�� %HKDYLRU� EHLQJ�

WKH� PRVW� REYLRXV� GLPHQVLRQ� RI� FXOWXUH� LV� D�

SUDFWLFDO�DQG�DSSURSULDWH�DSSURDFK�WR�H[SORUH�

when�one’s�research�interest�is�on�how�culture�
GULYHV� UHVXOWV��+HUH��ZH�ZDQW� WR�H[SORUH�RQH�

SDUWLFXODU� EHKDYLRU�� ZKLFK� LV� LQQRYDWLRQ��

ZKLFK� ZKHQ� DSSOLHG� HIIHFWLYHO\�� HVSHFLDOO\�

LQ� SURFHVVHV�� EULQJV� KXJH� VWUDWHJLF� JDLQV�

�5RVHQEXVK��%ULQNPDQQ�DQG�%DXVFK��������

,QQRYDWLRQ

,QQRYDWLRQ�LV�ZLGHO\�UHJDUGHG�DV�D�FULWLFDO�

VRXUFH� RI� FRPSHWLWLYH� DGYDQWDJH� LQ� DQ�

LQFUHDVLQJO\� FKDQJLQJ� HQYLURQPHQW� �'HVV�

and� Picken,� 2000;� Tushman� and� O’Reilly,�
������� $FFRUGLQJ� WR� PDQDJHPHQW� VFKRODUV��

LQQRYDWLRQ� FDSDELOLW\� LV� WKH� PRVW� LPSRUWDQW�

determinant� of� ¿rm� performance� (Mone� et�
al.,� 1998).� One� of� the� primary� de¿nitions�
RI� LQQRYDWLRQ� ZDV� FRLQHG� E\� 6FKXPSHWHU�

LQ� WKH� ODWH� ����V��$FFRUGLQJ� WR� 6FKXPSHWHU��

innovation�is�reÀected�in�novel�outputs:�a�new�
JRRG�RU�D�QHZ�TXDOLW\�RI�D�JRRG��D�QHZ�PHWKRG�

RI� SURGXFWLRQ�� D� QHZ� PDUNHW�� D� QHZ� VRXUFH�

RI� VXSSO\��RU� D�QHZ�RUJDQL]DWLRQDO� VWUXFWXUH��

ZKLFK� FDQ� EH� VXPPDUL]HG� DV� µGRLQJ� WKLQJV�

differently’.� West� and� Farr� (1990)� de¿ned�
innovation� as� “the� intentional� introduction�
DQG� DSSOLFDWLRQ� ZLWKLQ� D� UROH�� JURXS� RU�

RUJDQL]DWLRQ� RI� LGHDV�� SURFHVVHV�� SURGXFWV�

RU� SURFHGXUHV�� QHZ� WR� WKH� UHOHYDQW� XQLW� RI�

adoption,� designed� to� signi¿cantly� bene¿t�
WKH� LQGLYLGXDO�� JURXS�� RUJDQL]DWLRQ� RU� ZLGHU�

society”.�Rogers�(1995)�de¿nes�innovation�as�
DQ� µLGHD��SUDFWLFH� RU�REMHFW� WKDW� LV� SHUFHLYHG�

WR� EH� QHZ� E\� DQ� LQGLYLGXDO� RU� RWKHU� XQLW� RI�

adoption’.�

$SDUW�IURP�LQWURGXFLQJ�QHZ�DQG�LPSURYLQJ�

H[LVWLQJ�WHFKQRORJLHV�DQG�SURFHVVHV��HQKDQFLQJ�

PDQDJHPHQW� SUDFWLFHV� DUH� DOVR� YLHZHG� DV�

LQQRYDWLRQ��-RKDQQHVVHQ�HW�DO����������

� ,QQRYDWLRQ� LV� DOVR� UHJDUGHG� DV� QHZQHVV��

DV�VXJJHVWHG�E\�-RKDQQHVVHQ�HW�DO����������LQ�

which�case�these�researchers�inferred,�¿rstly,�
QHZQHVV�SURYLGHV�WKH�EHJLQQLQJ�RI�HPSOR\LQJ�

LQQRYDWLRQ� FRQFHSWV�� 6HFRQGO\�� QHZQHVV� FDQ�

EH�DQ�LQGLFDWRU�RI�HVWDEOLVKLQJ�RUJDQL]DWLRQDO�

FRPSHWLWLYH� DGYDQWDJHV� WKDW� DUH� VXVWDLQDEOH�

ZKHQ� LQWHOOHFWXDO� FDSLWDO� LV� WKH�RXWFRPH� WKDW�

LQVSLUH�FUHDWLYLW\�DQG�LPSURYH�RUJDQL]DWLRQDO�

SHUIRUPDQFH��7KLV�VWXG\�FRQVLGHUV�LQQRYDWLRQ�

DV� D� SURFHVV� WKDW� LQYROYHV� WKH� JHQHUDWLRQ��

DGRSWLRQ�� LPSOHPHQWDWLRQ� DQG� LQFRUSRUDWLRQ�

RI�QHZ�LGHDV��SUDFWLFHV�RU�DUWHIDFWV�ZLWKLQ�WKH�

RUJDQL]DWLRQ��9DQ�GH�9HQ�HW�DO���������

In� addition,� innovation� is� also� classi¿ed�
LQ� WZR� W\SHV� DV� UDGLFDO� DQG� LQFUHPHQWDO��

DFFRUGLQJ�WR�LWV�GHJUHH�RI�QRYHOW\��'HZDU�DQG�

'XWWRQ�� ������� 5DGLFDO� LQQRYDWLRQ� LV� GRLQJ�

VRPHWKLQJ� GLIIHUHQW�� LQFUHPHQWDO� LQQRYDWLRQ�

LV�GRLQJ�ZKDW�ZH�GR�EXW�EHWWHU��

2UJDQL]DWLRQDO�FXOWXUH�DQG�LQQRYDWLRQ

6LQFH� VWXGLHV� KDYH� IRXQG� LQQRYDWLRQ�

IRU� LPSURYLQJ� SHUIRUPDQFH� �5RVHQEXVK��

%ULQNPDQQ�DQG�%DXVFK��������RUJDQL]DWLRQV�

KDYH� EHHQ� DJJUHVVLYHO\� LQVWLOOLQJ� LQQRYDWLRQ�

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� RUJDQL]DWLRQ� LV� FDOOHG� LQQRYDWLRQ� WKDW�

PHDQV�RUJDQL]DWLRQV�GR�QRW�RQO\�JLYH�FUHDWLYH�

LGHDV��LQVWHDG�WKDW�LGHDV�PXVW�EH�LPSOHPHQWHG��

+RZHYHU�VXFFHVVIXO�LPSOHPHQWDWLRQ�RI�FUHDWLYH�
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(PSRZHUPHQW� HQDEOHV� LQGLYLGXDOV� WR�

KDYH� WKH� DXWKRULW\�� LQLWLDWLYH�� DQG� DELOLW\� WR�

PDQDJH�WKHLU�RZQ�ZRUN��ZKLFK�FUHDWHV�D�VHQVH�

RI� RZQHUVKLS� DQG� UHVSRQVLELOLW\� WRZDUG� WKH�

RUJDQL]DWLRQ��'HQLVRQ���������7KH�UHVXOWV�VHHQ�

LQ�DQ�HPSRZHUHG�ZRUNIRUFH�DUH�KLJKHU�TXDOLW\�

SURGXFWV�DQG�VHUYLFHV��EHWWHU�GHFLVLRQ�PDNLQJ��

DQG� EHWWHU� SUREOHP� VROYLQJ� ZKLFK�� LQ� WXUQ��

UHVXOW� LQ�JUHDWHU�RUJDQL]DWLRQDO�HIIHFWLYHQHVV��

ZKLFK�LQFOXGHV�LQQRYDWLRQ��'HQLVRQ�������

+\SRWKHVHV����+����7KHUH�LV�D�VXEVWDQWLDO�

relationship� between� empowerment� and�
innovation.

7HDP� RULHQWDWHG� FXOWXUH� HPSKDVL]HV�

FRRSHUDWLRQ�WRZDUG�FRPPRQ�JRDOV�IRU�ZKLFK�

DOO� HPSOR\HHV� IHHO� PXWXDOO\� DFFRXQWDEOH��

Co-operate� teams� are� identi¿ed� by� some�
researchers� as� having� an� inÀuence� on� the�
GHJUHH� WR� ZKLFK� FUHDWLYLW\� DQG� LQQRYDWLRQ�

WDNH� SODFH� LQ�RUJDQL]DWLRQV��:HOO� HVWDEOLVKHG�

ZRUNLQJ�WHDPV�ZKLFK�DOORZ�IRU�GLYHUVLW\�DQG�

LQGLYLGXDO�WDOHQWV�WKDW�FRPSOHPHQW�RQH�DQRWKHU�

VKRXOG� SURPRWH� FUHDWLYLW\� DQG� LQQRYDWLRQ�

�$UDG�HW�DO����������

+\SRWKHVHV����+����7KHUH�LV�D�VXEVWDQWLDO�

relationship� between� team� orientation� and�
innovation.�

&DSDELOLW\� GHYHORSPHQW� LV� DQRWKHU� WUDLW�

RI� RUJDQL]DWLRQ� WKDW� KHOSV� LQQRYDWLRQ�� $Q�

RUJDQL]DWLRQ� WKDW� FRQWLQXDOO\� LQYHVWV� LQ� WKH�

LGHDV� GHPDQG� IRU� D� FHUWDLQ� VHW� RI� EHKDYLRUV��

QRUPV� DQG� YDOXHV� ZKLFK� GLIIHU� IURP� PHUHO\�

SURGXFLQJ� FUHDWLYH� LGHDV�� ,Q� RWKHU� ZRUGV��

JHQHUDWLRQ�RI�FUHDWLYH�LGHDV�DORQH�GRHV�OLWWOH�IRU�

WKH� RUJDQL]DWLRQ�� ZKDW� LV� KLJKO\� LPSRUWDQW� LV�

WKH�HIIHFWLYH�LPSOHPHQWDWLRQ�RI�WKRVH�FUHDWLYH�

LGHDV��)O\QQ�DQG�&KDWPDQ���������,Q�DGGLWLRQ��

KLJK� LQYROYHPHQW� DQG� DGDSWLYH� FXOWXUHV� KHOS�

IRVWHU�FUHDWLYLW\�LQ�WHUPV�RI�JHQHUDWLRQ�RI�LGHDV�

DQG�LPSOHPHQWDWLRQ��'HQLVRQ��������

%DVHG� RQ� WKH� YDULRXV�FXOWXUDO� GLPHQVLRQV�

RI� 'HQLVRQ� PRGHO�� WKLV� VWXG\� H[SORUHG�

FXOWXUDO� GLPHQVLRQV� WKDW� ZRXOG� SURPRWH�

LQQRYDWLRQ�DQG�LQ�SDUWLFXODU��ZLWKLQ�WKH�VHWWLQJ�

of� Vietnamese� ¿rms.�According� to� Denison�
PRGHO�� WKHUH� DUH� VL[� FXOWXUDO� GLPHQVLRQV�

LQFOXGLQJ� HPSRZHUPHQW�� WHDP� RULHQWDWLRQ��

FDSDELOLW\� GHYHORSPHQW�� FUHDWLQJ� FKDQJH��

FXVWRPHU� IRFXV� DQG� RUJDQL]DWLRQDO� OHDUQLQJ�

�)LJXUH����

)LJXUH����&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�0LVKUD���������7KLV�LV�VHHQ�DV�

VKDSLQJ�WKH�EXLOGLQJ�EORFNV�RI�NH\�UHVRXUFHV�

LQ�RUJDQL]DWLRQV��,QWHUQDOO\�GHYHORSLQJ�KXPDQ�

capital�helps�¿rms�realize�the�bene¿ts�of�these�
HPSOR\HHV� LQ� WHUPV� RI� WKHLU� YDOXH� FUHDWLQJ�

SRWHQWLDO��

+\SRWKHVHV����+����7KHUH�LV�D�VXEVWDQWLDO�

relationship� between� capability� development�
and�innovation.

A�culture�that�is�Àexible�and�agile�adaptably�
WUDQVODWHV� WKH� GHPDQGV� RI� WKH� RUJDQL]DWLRQDO�

HQYLURQPHQW�LQWR�DFWLRQ��$Q�DGDSWDEOH�FXOWXUH�

VHHV� HPSOR\HHV� WDNLQJ� ULVNV�� OHDUQLQJ� IURP�

WKHLU� PLVWDNHV�� DQG� KDV� WKH� FDSDELOLW\� DQG�

H[SHULHQFH�DW�FUHDWLQJ�FKDQJH��6HQJH���������

$Q�RUJDQL]DWLRQ�WKDW�FUHDWHV�FKDQJH�LV�DEOH�WR�

UHDG� WKH�EXVLQHVV�HQYLURQPHQW��UHDFW�TXLFNO\�

WR�FXUUHQW�WUHQGV��DQG�DQWLFLSDWH�IXWXUH�FKDQJHV�

�'HQLVRQ��������

+\SRWKHVHV����+����7KHUH�LV�D�VXEVWDQWLDO�

relationship� between� creating� change� and�
innovation.

&XVWRPHU� IRFXV� LV� DQRWKHU� FXOWXUDO�

GLPHQVLRQ� WKDW� LV� LPSRUWDQW� IRU� LQQRYDWLRQ��

&XVWRPHU� IRFXVLQJ� RUJDQL]DWLRQV� WHQG� WR�

OHDUQ� ZD\V� WR� XQGHUVWDQG� DQG� UHDFW� WR� WKHLU�

customers� and� anticipate� customer’s� future�
QHHGV��'HQLVLRQ�DQG�0LVKUD��������

+\SRWKHVHV� �� �+���� 7KHUH� LV� VXEVWDQWLDO�

relationship� between� customer� focus� and�
innovation.

0RVW� VWXGLHV� FRQVLGHU� WKDW� OHDUQLQJ� WDNHV�

QHZ� LGHDV� LQWR� WKH� RUJDQL]DWLRQ�� LQFUHDVHV�

WKH� FDSDFLW\� WR� XQGHUVWDQG� QHZ� LGHDV�� DQG�

VWUHQJWKHQV� FUHDWLYLW\� DQG� WKH� DELOLW\� WR� VSRW�

QHZ� RSSRUWXQLWLHV�� ,Q� RWKHU� ZRUGV�� LW� IDYRUV�

WKH� SUHVHQFH� RI� LQQRYDWLRQ� �'DPDQSRXU��

������� 0RUHRYHU�� WKH� RUJDQL]DWLRQ� UHFHLYHV��

WUDQVODWHV�� DQG� LQWHUSUHWV� VLJQDOV� IURP�

WKH� HQYLURQPHQW� LQWR� RSSRUWXQLWLHV� IRU�

HQFRXUDJLQJ� LQQRYDWLRQ�� JDLQLQJ� NQRZOHGJH��

DQG�GHYHORSLQJ�FDSDELOLWLHV��

+\SRWKHVHV����+����7KHUH�LV�D�VXEVWDQWLDO�

relationship�between�organizational�learning�
and�innovation.

���5HVHDUFK�PHWKRGRORJ\

7KLV�VWXG\�REWDLQHG�GDWD�IURP�TXHVWLRQQDLUH�

VXUYH\� WKDW� FRQVLVWHG� RI� WZR�PDLQ� FRQWHQWV��

The� ¿rst� and� second� ones� cover� statements�
RI� RUJDQL]DWLRQDO� FXOWXUH� DQG� LQQRYDWLRQ�

YDULDEOHV�� UHVSHFWLYHO\�� 7KH� RUJDQL]DWLRQDO�

FXOWXUH�TXHVWLRQQDLUH��ZKLFK�ZDV�DGRSWHG�IURP�

'HQLVRQ��������FRPSULVHG�RI�VL[�GLPHQVLRQV�

�(PSRZHUPHQW��7HDP�RULHQWDWLRQ��&DSDELOLW\�

GHYHORSPHQW�� &UHDWLQJ� FKDQJH�� &XVWRPHU�

IRFXV�� 2UJDQL]DWLRQDO� OHDUQLQJ�� ZLWK� WRWDO�

RI� ��� LWHPV�� 7KH� LQQRYDWLRQ� TXHVWLRQQDLUH�

ZDV�DGRSWHG�IURP�-RKDQQHVVHQ�HW�DO�� ��������

ZKLFK� FRPSULVHV� RI� ��� LWHPV� WR� DVVHVV� WKH�

LQQRYDWLRQ� OHYHO� RI� WKDW� RUJDQL]DWLRQ�� 7KH�

LQQRYDWLRQ�YDULDEOH�LQFOXGHV�WZR�GLPHQVLRQV��

QDPHO\�LQQRYDWLRQ�SHUFHLYHG�WR�EH�QHZ�WR�WKH�

RUJDQL]DWLRQ� DQG� LQQRYDWLRQ� SHUFHLYHG� WR� EH�

QHZ� WR� WKH� LQGXVWU\��'HWDLOHG� LQIRUPDWLRQ� RI�

DOO�LWHPV�RU�YDULDEOHV�LV�LQ�7DEOH���EHORZ��%RWK�

WKH� RUJDQL]DWLRQDO� FXOWXUH� DQG� LQQRYDWLRQ�

measures�used� a� 5-point�Likert� scale�–� from�
��±�6WURQJO\�'LVDJUHH�WR���±�6WURQJO\�$JUHH��

7KLV� VWXG\� XVHG� FRQYHQLHQW� VDPSOLQJ�

PHWKRG� LQ�ZKLFK� WKH� UHVSRQGHQWV� FRPSULVHG�

of� part-time�MBA� students� of� University� of�
Economics� and� Business,� Vietnam� National�
University.�The�MBA�students�are�ones�who�
DUH�ZRUNLQJ�IRU�GLIIHUHQW�RUJDQL]DWLRQV�RI�ERWK�
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SULYDWH�DQG�SXEOLF��7KH\�FDQ�EH�HPSOR\HHV�RU�

managers�who�study�MBA�of�the�University�
WR� LPSURYH� WKHLU� NQRZOHGJH� DQG� VNLOOV�� 'XH�

to�adoption�of� scale�measurement�con¿rmed�
IURP� SUHYLRXV� VWXGLHV� �'HQLVRQ�� ������

-RKDQQHVVHQ� HW� DO��� ������� WKH� TXHVWLRQQDLUH�

ZDV� VPRRWKO\� WUDQVODWHG� LQWR� 9LHWQDPHVH�

ZLWKRXW�QHHG�RI�D�SLORW�WHVW��7KH�TXHVWLRQQDLUH�

VXUYH\� ZDV� FRQGXFWHG� GXULQJ� 0DUFK�� ������

$ERXW�����FRSLHV�RI�TXHVWLRQQDLUHV�ZHUH�VHQW�

RXW� WR� WKH� 0%$� VWXGHQWV� DW� WKH� XQLYHUVLW\��

7KH�UHVSRQVH�UDWH�ZDV�����WKDW�LV�TXLWH�KLJK��

7KHUHIRUH�� WKH�DQDO\VLV�VDPSOH� IRU�WKLV� VWXG\�

ZDV������$QDO\VLV�PHWKRGV�ZHUH�XVHG�LQ�WKLV�

SDSHU� LQFOXGLQJ� UHOLDELOLW\�� IDFWRU� DQDO\VLV�

DQG� PXOWLSOH� UHJUHVVLRQV� WR� WHVW� DOO� WKHVH�

K\SRWKHVHV��7KH�GDWD�ZDV�DQDO\]HG�XVLQJ�WKH�

6366�VRIWZDUH�YHUVLRQ������

7DEOH����9DULDEOHV�RI�RUJDQL]DWLRQDO�FXOWXUH�DQG�LQQRYDWLRQ

'HQRWH /DEHO ([SODQDWLRQ

(PSRZHUPHQW

(� (PSRZHUPHQW�� 0RVW�HPSOR\HHV�DUH�KLJKO\�LQYROYHG�LQ�WKHLU�ZRUN

(� (PSRZHUPHQW��
'HFLVLRQV�DUH�XVXDOO\�PDGH�DW�WKH�OHYHO�ZKHUH�WKH�

EHVW�LQIRUPDWLRQ�LV�DYDLODEOH

(� (PSRZHUPHQW��
,QIRUPDWLRQ�LV�ZLGHO\�VKDUHG�VR�WKDW�HYHU\RQH�FDQ�

get�the�information�he�or�she�needs�when�it’s�needed

(� (PSRZHUPHQW��
(YHU\RQH�EHOLHYHV�WKDW�KH�RU�VKH�FDQ�KDYH�D�SRVLWLYH�

LPSDFW

(� (PSRZHUPHQW��
%XVLQHVV� SODQQLQJ� LV� RQJRLQJ� DQG� LQYROYHV�

HYHU\RQH�LQ�WKH�SURFHVV�WR�VRPH�GHJUHH

7HDP�RULHQWDWLRQ

7� 7HDP�RULHQWDWLRQ��
&RRSHUDWLRQ� DFURVV� GLIIHUHQW� SDUWV� RI� WKH�

RUJDQL]DWLRQ�LV�DFWLYHO\�HQFRXUDJHV

7� 7HDP�RULHQWDWLRQ�� 3HRSOH�ZRUN�OLNH�WKH\�DUH�SDUW�RI�D�WHDP

7� 7HDP�RULHQWDWLRQ��
7HDP�ZRUN�LV�XVHG�WR�JHW�ZRUN�GRQH��UDWKHU�WKDQ�

KLHUDUFK\

7� 7HDP�RULHQWDWLRQ�� 7HDP�DUH�RXU�SULPDU\�EXLOGLQJ�EORFNV

7� 7HDP�RULHQWDWLRQ��

:RUN�LV�RUJDQL]HG�VR�WKDW�HDFK�SHUVRQ�FDQ�VHH�WKH�

UHODWLRQVKLS�EHWZHHQ�KLV�RU�KHU�MRE�DQG�WKH�JRDOV�RI�

WKH�RUJDQL]DWLRQ

&DSDELOLW\�GHYHORSPHQW

&'� &DSDELOLW\�

GHYHORSPHQW��

The�ways�things�are�done�is�very�Àexible�and�easy�
WR�FKDQJH

&'� &DSDELOLW\�

GHYHORSPHQW��

:H�UHVSRQG�ZHOO�WR�FRPSHWLWRUV�DQG�RWKHU�FKDQJHV�

LQ�WKH�EXVLQHVV�HQYLURQPHQW

&'� &DSDELOLW\�

GHYHORSPHQW��

New�and�improved�ways�to�do�work�are�continually�
DGRSWHG
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&'� &DSDELOLW\�

GHYHORSPHQW��

$WWHPSWV� WR� FUHDWH� FKDQJH� XVXDOO\� PHHW� ZLWK�

UHVLVWDQFH

&'� &DSDELOLW\�

GHYHORSPHQW��

'LIIHUHQW�SDUWV�RI�WKH�RUJDQL]DWLRQ�RIWHQ�FRRSHUDWH�

WR�FUHDWH�FKDQJH

&UHDWLQJ�FKDQJH

&&� &UHDWLQJ�FKDQJH��
The�ways�things�are�done�is�very�Àexible�and�easy�
WR�FKDQJH

&&� &UHDWLQJ�FKDQJH��
:H�UHVSRQG�ZHOO�WR�FRPSHWLWRUV�DQG�RWKHU�FKDQJHV�

LQ�WKH�EXVLQHVV�HQYLURQPHQW

&&� &UHDWLQJ�FKDQJH��
New�and�improved�ways�to�do�work�are�continually�
DGRSWHG

&&� &UHDWLQJ�FKDQJH��
$WWHPSWV� WR� FUHDWH� FKDQJH� XVXDOO\� PHHW� ZLWK�

UHVLVWDQFH

&&� &UHDWLQJ�FKDQJH��
'LIIHUHQW�SDUWV�RI�WKH�RUJDQL]DWLRQ�RIWHQ�FRRSHUDWH�

WR�FUHDWH�FKDQJH

&XVWRPHU�IRFXV

&)� &XVWRPHU�IRFXV��
&XVWRPHU� FRPPHQWV� DQG� UHFRPPHQGDWLRQV� RIWHQ�

OHDG�WR�FKDQJHV

&)� &XVWRPHU�IRFXV�� Customer�input�directly�inÀuences�our�decisions

&)� &XVWRPHU�IRFXV��
$OO� PHPEHUV� KDYH� D� GHHS� XQGHUVWDQGLQJ� RI�

FXVWRPHU�ZDQWV�DQG�QHHGV

&)� &XVWRPHU�IRFXV��
7KH�LQWHUHVWV�RI�WKH�FXVWRPHU�RIWHQ�JHW�LJQRUHG�LQ�

RXU�GHFLVLRQV

&)� &XVWRPHU�IRFXV��
:H�HQFRXUDJH�GLUHFW�FRQWDFW�ZLWK�FXVWRPHUV�E\�RXU�

SHRSOH

2UJDQL]DWLRQDO�OHDUQLQJ

2/�
2UJDQL]DWLRQDO�OHDUQLQJ�

�

:H�YLHZ�IDLOXUH�DV�DQ�RSSRUWXQLW\�IRU�OHDUQLQJ�DQG�

LPSURYHPHQW

2/�
2UJDQL]DWLRQDO�OHDUQLQJ�

�

,QQRYDWLRQ� DQG� ULVN� WDNLQJ� DUH� HQFRXUDJHG� DQG�

UHZDUGHG

2/�
2UJDQL]DWLRQDO�OHDUQLQJ�

�
Lots�of�things”�fall�between�the�cracks”

2/�
2UJDQL]DWLRQDO�OHDUQLQJ�

�

Learning� is�an� important�objective� in�our�day-to-
GD\�ZRUN

2/�
2UJDQL]DWLRQDO�OHDUQLQJ�

�

:H�PDNH�FHUWDLQ�WKDW�WKH��ULJKW�KDQG�NQRZV�ZKDW�

WKH�OHIW�KDQG�LV�GRLQJ

,QFUHPHQWDO�LQQRYDWLRQ��+DV�\RXU�FRPSDQ\�PDGH�FKDQJHV�GXULQJ� WKH� ODVW� WKUHH�\HDUV� WKDW�

ZHUH�SHUFHLYHG�WR�EH�QHZ�IRU�WKH�FRPSDQ\��ZLWKLQ�WKH�IROORZLQJ�DUHDV""
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���5HVHDUFK�UHVXOWV

'DWD�GHVFULSWLRQ

Table�2.�Demographic�pro¿le�of�respondents�

&KDUDFWHULVWLF 1 3HUFHQWDJH

*HQGHU�RI�UHVSRQGHUV

0DOH �� ����

)HPDOH �� ����

7RWDO ��� ���

$JH��\HDUV�

20-29 �� ����

30-39 �� ����

40-49 �� ���

2YHU��� � ���

7\SH�RI�RUJDQL]DWLRQ

6WDWH�RZQHUVKLS�FRPSDQ\ �� ����

3DUWQHUVKLS � ���

/LPLWHG�OLDELOLW\�FRPSDQ\ �� ����

3ULYDWH �� ���

-RLQW�VWRFN�FRPSDQ\��-6&� �� ����

-RLQW� YHQWXUH� FRPSDQ\�

�-9&�
� ���

&XUUHQW�MRE�SRVLWLRQ

'LUHFWRU � ���

&)2 � ��

(QJLQHHU �� ����

%DQNHU � �

(PSOR\HHV �� ����

&(2 �� ���

$FFRXQWDQW�DGPLQLVWUDWRU �� ����

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

QXPEHU� RI� DJH� EHWZHHQ� ��� DQG� ��� RFFXSLHV�

D� ODUJHVW� SHUFHQWDJH� ��������� 7KH� VHFRQG�

position� is� the� age� of� 30-39� (38.5%);� Over�
���RQO\�NHHS�������0RVW�RI�WKH� UHVSRQGHQWV�

,,�
,QFUHPHQWDO�LQQRYDWLRQ�

�
New�products

,,�
,QFUHPHQWDO�LQQRYDWLRQ�

�
New�services

,,�
,QFUHPHQWDO�LQQRYDWLRQ�

�
New�methods�of�production

,,�
,QFUHPHQWDO�LQQRYDWLRQ�

�
2SHQLQJ�QHZ�PDUNHWV

,,�
,QFUHPHQWDO�LQQRYDWLRQ�

�
New�sources�of�supply

,,�
,QFUHPHQWDO�LQQRYDWLRQ�

�
New�ways�of�organizing

5DGLFDO�LQQRYDWLRQ��+DV�\RXU�FRPSDQ\�PDGH�FKDQJHV�GXULQJ�WKH�ODVW�WKUHH�\HDUV�WKDW�ZHUH�

SHUFHLYHG�WR�EH�QHZ�WR�WKH�LQGXVWU\�LQ�ZKLFK�WKH�FRPSDQ\�RSHUDWHV��ZLWKLQ�WKH�IROORZLQJ�DUHDV"

5,� 5DGLFDO�LQQRYDWLRQ�� New�products
5,� 5DGLFDO�LQQRYDWLRQ�� New�services
5,� 5DGLFDO�LQQRYDWLRQ�� New�methods�of�production
5,� 5DGLFDO�LQQRYDWLRQ�� 2SHQLQJ�QHZ�PDUNHWV

5,� 5DGLFDO�LQQRYDWLRQ�� New�sources�of�supply
5,� 5DGLFDO�LQQRYDWLRQ�� New�ways�of�organizing



5(6($5&+�21�( 2120,&�$1'�,17(*5$7,21

�� (;7(51$/�(&2120,&6�5(9,(: 1r������������

DUH� EHORQJLQJ� WR� /LPLWHG� OLDELOLW\� &RPSDQ\�

��������� ZKLOH� W\SH� RI� RUJDQL]DWLRQ� RI�

SDUWQHUVKLS�DQG�-RLQW�YHQWXUH�&RPSDQ\�PDNH�

XS�VDPH�SHUFHQWDJH�RI������6LPLODUO\��FXUUHQW�

MRE� SRVLWLRQ� KDV� DOVR� WKH� ODUJHVW� QXPEHU� RI�

HPSOR\HHV���������

7DEOH����'HVFULSWLYH�DQDO\VLV

0HDQ
6WG��

'HYLDWLRQ

2UJDQL]DWLRQDO�OHDUQLQJ ���� ���

&XVWRPHU�IRFXV ���� ���

&DSDELOLW\�GHYHORSPHQW ���� ���

7HDP�RULHQWDWLRQ ���� ���

&UHDWLQJ�FKDQJH ���� ���

(PSRZHUPHQW

,QFUHPHQWDO�LQQRYDWLRQ

5DGLFDO�LQQRYDWLRQ

����

����

����

��

�����������

��������

$V�7DEOH���LQGLFDWHG��RUJDQL]DWLRQDO�FXOWXUH�

VFRUHV� IRU� VL[� FRPSRQHQWV� UDQJHV� IURP� ����

WR� ������ (PSOR\HHV� DVVHVVHG� RUJDQL]DWLRQDO�

FXOWXUH�DW�D�IDLUO\�KLJK�OHYHO��0HDQZKLOH��PHDQ�

VFRUH�IRU�UDGLFDO�LQQRYDWLRQ�RI������LV�VOLJKWO\�

KLJKHU� WKDQ� WKDW� RI� LQFUHPHQWDO� LQQRYDWLRQ��

ZKLFK�LV�����

7DEOH����5HOLDELOLW\�VWDWLVWLFV�RI�WKH�

YDULDEOHV

9DULDEOHV ,WHPV
&URQEDFK¶V�

$OSKD

(PSRZHUPHQW� � �����

7HDP�RULHQWDWLRQ� � �����

&DSDELOLW\�

GHYHORSPHQW�
� �����

&UHDWLQJ�FKDQJH � �����

&XVWRPHU�IRFXV� � �����

2UJDQL]DWLRQDO�

OHDUQLQJ�
� �����

,QFUHPHQWDO�

LQQRYDWLRQ
� �����

5DGLFDO�LQQRYDWLRQ � ����

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�DUH�UHOLDEOH�IRU�

next� analyses.� KMO� test� and� Bartlett’s� test�
were�examined�before�ful¿lling�factor�analysis�
�()$���7KH�.02�LQGH[� UDQJHV� IURP��� WR����

ZLWK�����VXJJHVWHG�DV�WKH�PLQLPXP�YDOXH�IRU�

D�JRRG�IDFWRU�DQDO\VLV��7DEDFKQLFN�DQG�)LGHOO��

������� $IWHU� XVLQJ� ()$� �7DEOH� ���� UHVXOWV�

VKRZHG� VL[� IDFWRUV� RI� RUJDQL]DWLRQDO� FXOWXUH�

YDULDEOHV� DQG� WZR� IDFWRUV� IRU� LQFUHPHQWDO�

LQQRYDWLRQ��DQG�UDGLFDO�LQQRYDWLRQ��

5HJUHVVLRQ� UHVXOWV� IRU� LQFUHPHQWDO�

LQQRYDWLRQ

5HJUHVVLRQ� UHVXOWV� IRU� LQFUHPHQWDO�

LQQRYDWLRQ�VKRZV�LQ�7DEOH���5�VTXDUH�RI�������

WKDW�PHDQV�PRGHO�H[SODLQV�������RI�YDULDQFH�

LQ� LQFUHPHQWDO� LQQRYDWLRQ�� 7DEOH� �� VKRZV�

WKDW� YDULDEOHV� LQFOXGLQJ� FXVWRPHU� IRFXV� DQG�

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

DUH� UHMHFWHG��7KH�RWKHU�YDULDEOHV� �K\SRWKHVHV�

H2,�H3,�H4,�H6)�have�values�of�signi¿cances�
WKDW� DUH� VPDOOHU� WKDQ� ����� DQG� WKXV� WKH\� DUH�

accepted.� From� standardized� coef¿cients�
YDOXHV�� WKH\� UHYHDO� VWURQJ� RU� ORZ� LPSDFW� RI�

RUJDQL]DWLRQDO� FXOWXUH� RQ� LQQRYDWLRQ� DPRQJ�

YDULDEOHV�� ,W� FDQ� EH� VHHQ� WKDW� RUJDQL]DWLRQDO�

OHDUQLQJ�DQG� WHDP�RULHQWDWLRQ�ZLOO�SHUIRUP�D�

VWURQJHU� FRQWULEXWLRQ� WKDQ� RWKHU� YDULDEOHV� WR�

H[SODLQLQJ�LQQRYDWLRQ

7DEOH� ��� 6WDQGDUG� 0XOWLSOH� 5HJUHVVLRQ�

EHWZHHQ� RUJDQL]DWLRQ� FXOWXUH� DQG�

LQFUHPHQWDO�LQQRYDWLRQ

0RGHO 5
5�

6TXDUH

$GMXVWHG�

5�6TXDUH
) 6LJ�

� ����D ���� ���� ������ ����D

D� $� SHQGHQW� YDULDEOH�� LQFUHPHQWDO� LQQRYDWLRQQ�

'HSHQGHQW�YDULDEOH��LQFUHPHQWDO�LQQRYDWLRQ

5HJUHVVLRQ�UHVXOWV�IRU�UDGLFDO�LQQRYDWLRQ

5HJUHVVLRQ� UHVXOWV� IRU� UDGLFDO� LQQRYDWLRQ�

VKRZV�LQ�7DEOH���5�VTXDUH�RI�������WKDW�PHDQV�

PRGHO�H[SODLQV�������RI�YDULDQFH� LQ� UDGLFDO�

LQQRYDWLRQ��7DEOH���DOVR�VKRZV�WKDW�YDULDEOHV�

LQFOXGLQJ� FXVWRPHU� IRFXV� DQG� empowerment�
are� not� statistically� signi¿cant� at� 5%,� thus�
WKHVH� K\SRWKHVHV� �+�� DQG� +��� DUH� UHMHFWHG��

7KH� RWKHU� YDULDEOHV� UHSUHVHQWLQJ� K\SRWKHVHV�

H2,�H3,�H4,�H6�have�values�of�signi¿cances�
WKDW� DUH� VPDOOHU� WKDQ� ����� DQG� WKXV� WKH\� DUH�

accepted.� From� standardized� coef¿cients�
YDOXHV��LW�DOVR�FDQ�EH�VHHQ�WKDW�RUJDQL]DWLRQDO�

OHDUQLQJ�DQG� WHDP�RULHQWDWLRQ�ZLOO�SHUIRUP�D�

VWURQJHU� FRQWULEXWLRQ� WKDQ� RWKHU� YDULDEOHV� WR�

H[SODLQLQJ�WKH�UDGLFDO�LQQRYDWLRQ

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

0RGHO

Unstandardized�
Coef¿cients

6WDQGDUGL]HG�

Coef¿cients 7 6LJ�

% 6WG��(UURU %HWD

�&RQVWDQW��

2UJDQL]DWLRQDO�OHDUQLQJ

&XVWRPHU�IRFXV

&DSDELOLW\�GHYHORSPHQW

7HDP�RULHQWDWLRQ

&UHDWLQJ�FKDQJH

(PSRZHUPHQW

-.454 ���� -1.042 ����

���� ���� ���� ����� ����

���� ���� ���� ����� ����

���� ���� ���� ����� ����

���� ���� ���� ����� ����

���� ���� ���� ����� ����

���� ���� ���� ����� ����
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,Q� FRQFOXVLRQ�� WKHUH� DUH� IRXU� K\SRWKHVHV�

DFFHSWHG� ±� RUJDQL]DWLRQDO� OHDUQLQJ�� WHDP�

RULHQWDWLRQ�� FDSDELOLW\� GHYHORSPHQW� DQG�

FUHDWLQJ�FKDQJH��ZKLFK�KDYH�SRVLWLYH� LPSDFW�

RQ� ERWK� LQFUHPHQWDO� DQG� UDGLFDO� LQQRYDWLRQ�

�7DEOH� ���� �� 7KHUHIRUH�� WKLV� SDSHU� ZRXOG�

SURYLGH�D�SDUWLDO� VXSSRUW� IRU� WKH� UHODWLRQVKLS�

EHWZHHQ�RUJDQL]DWLRQDO�FXOWXUH�DQG�LQQRYDWLRQ�

through�employee’s�perspective.

7DEOH�����6XPPDU\�RI�+\SRWKHVHV

+\SRWKHVHV 5HVXOWV

+���(PSRZHUPHQW��KDV�

positively�signi¿cant�
LPSDFW�RQ�LQQRYDWLRQ�

Not�supported�

+���7HDP�RULHQWDWLRQ�

has�positively�signi¿cant�
LPSDFW�RQ�LQQRYDWLRQ�

)XOO\�VXSSRUWHG�

+���&DSDELOLW\�

GHYHORSPHQW�KDV�

positively�signi¿cant�
LPSDFW�RQ�LQQRYDWLRQ

)XOO\�VXSSRUWHG

+���&UHDWLQJ�FKDQJH��KDV�

positively�signi¿cant�
LPSDFW�RQ�LQQRYDWLRQ�

)XOO\�VXSSRUWHG

+���&XVWRPHU�IRFXV�KDV�

positively�signi¿cant�
LPSDFW�RQ�LQQRYDWLRQ�

Not�supported�

+���2UJDQL]DWLRQDO�

OHDUQLQJ��KDV�SRVLWLYHO\�

signi¿cant�impact�on�
LQQRYDWLRQ�

)XOO\�VXSSRUWHG�

)LQGLQJV�DQG�GLVFXVVLRQV

The� ¿ndings� of� this� study� showed� that�
IRXU� YDULDEOHV� RYHU� VL[� RQHV� ZHUH� UHODWHG� WR�

LQQRYDWLRQ�±�WHDP�RULHQWDWLRQ��FUHDWLQJ�FKDQJH��

FDSDELOLW\� GHYHORSPHQW�� DQG� RUJDQL]DWLRQDO�

OHDUQLQJ��+HQFH�RXU�VWDWLVWLFDO�UHVXOWV�SURYLGHG�

D�SDUWLDO�VXSSRUW�IRU�WKH�UHODWLRQVKLS�EHWZHHQ�

RUJDQL]DWLRQDO� FXOWXUH� DQG� LQQRYDWLRQ� RI�

9LHWQDPHVH� HPSOR\HHV� LQ� WKLV� VWXG\�� 7KHVH�

¿ndings�did�not�totally�support�earlier�studies,�
ZKLFK� IRXQG� RUJDQL]DWLRQDO� FXOWXUH� WR� EH�

7DEOH����6WDQGDUG�0XOWLSOH�5HJUHVVLRQ�EHWZHHQ�RUJDQL]DWLRQ�FXOWXUH�DQG�UDGLFDO�LQQRYDWLRQ

0RGHO 5 5�6TXDUH $GMXVWHG�5�6TXDUH ) 6LJ�

� �� D ���� ���� ������ ����D

D�$�SHQGHQW�YDULDEOH��LQFUHPHQWDO�LQQRYDWLRQQ�'HSHQGHQW�YDULDEOH��UDGLFDO�LQQRYDWLRQ

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

0RGHO

8QVWDQGDUGL]HG�

Coef¿cients
6WDQGDUGL]HG�

Coef¿cients 7 6LJ�

% 6WG��(UURU %HWD

�&RQVWDQW� -.542 ���� -1.289 ����

2UJDQL]DWLRQDO�OHDUQLQJ ���� ���� ���� ����� ����

&XVWRPHU�IRFXV ���� ���� ���� ���� ����

&DSDELOLW\�GHYHORSPHQW ���� ���� ���� ����� ����

7HDP�RULHQWDWLRQ ���� ���� ���� ����� ����

&UHDWLQJ�FKDQJH ���� ���� ���� ����� ����

(PSRZHUPHQW ���� ���� ���� ����� ����
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SRVLWLYHO\�DVVRFLDWHG�ZLWK�LQQRYDWLRQ��$VKOH\�

DQG� %U\DQ�� �������2QH� SRVVLEOH� H[SODQDWLRQ�

LV� WKDW� PDMRULW\� RI� UHVSRQGHQWV� FDPH� IURP�

local�¿rms,�especially�33%�state-owned�¿rms,�
FRPSDUHG�WR�MRLQW�YHQWXUH�FRPSDQLHV�RI�RQO\�

����2QH�FDQ�DQWLFLSDWH�WKDW�RUJDQL]DWLRQV�ZLWK�

foreign�factors,�especially�MNCs�are�generally�
PRUH� DJJUHVVLYH� LQ� GHYHORSLQJ� LQQRYDWLRQ�

as� opposed� to� locally-owned� companies.�
Foreign�¿rms�are�superior�to�Asian�companies�
LQ� SURGXFW� DQG� SURFHVV� LQQRYDWLRQ� DQG�

WHFKQRORJLFDO�GHYHORSPHQW��/XR���������7KH\�

KDYH�EHHQ�PRUH�LQQRYDWLYH��WUDQVIHUUHG�PRUH�

technologies� to� local� ¿rms,� and� have� made�
JUHDWHU� FRPPLWPHQWV� WR� TXDOLW\� FRQWURO� DQG�

DGDSWLQJ�WHFKQRORJ\�WR�VXLW�WKH�QHHGV�RI�ORFDO�

FRQVXPHUV��/XR���������/RFDO�FRPSDQLHV��E\�

FRQWUDVW��JHQHUDOO\�PDNH�IHZHU�FRPPLWPHQWV�

RI� SURGXFW� DQG� PDUNHW� GHYHORSPHQW� LQ� WKH�

local�market�and�tend�to�produce�more�labor-
LQWHQVLYH�SURGXFWV��

From�the�¿ndings,� signi¿cant�correlations�
H[LVW�EHWZHHQ�FUHDWLQJ�FKDQJH��RUJDQL]DWLRQDO�

OHDUQLQJ� ZLWK� LQQRYDWLRQ�� UHVSHFWLYHO\��

7KH� GLPHQVLRQV� RI� &UHDWLQJ� &KDQJH� DQG�

2UJDQL]DWLRQDO� /HDUQLQJ� IDOO� XQGHU� WKH�

category�of�adaptability�of�Denison’s�model.�
+LJKO\� DGDSWLYH� RUJDQL]DWLRQV� UHVSRQG�

WR� H[WHUQDO� GHPDQGV� E\� DFWLYHO\� FUHDWLQJ�

FKDQJHV� ZKLFK� DW� WKH� VDPH� WLPH� LQYROYH�

VRPH�ULVNV�WKDW�WKH\�ZLOOLQJO\�WDNH�DQG�ZKHQ�

faced�with�obstacles�learn�to�¿nd�ways�to�go�
DURXQG� LW�� ,Q� VLWXDWLRQV� ZKHUH� PLVWDNHV� DUH�

PDGH�� KLJKO\� DGDSWLYH� FXOWXUHV� YLHZ� WKHP�

DV� IHHGEDFN� DQG� OHDUQ� IURP� LW� WR� UHVSRQG� WR�

GHPDQGV� IURP� WKH� H[WHUQDO� HQYLURQPHQW��

2EYLRXVO\�LQ�VXFK�D�FXOWXUH��WKH�RUJDQL]DWLRQ�

LV�LQ�D�EHWWHU�SRVLWLRQ�WR�FRQWLQXDOO\�UHVSRQG�WR�

DQG�PHHW�WKH�GHPDQGV�RI�LWV�FXVWRPHUV��ZKLFK�

LV� SDUW� RI� LQQRYDWLRQ�� +HQFH� RUJDQL]DWLRQV�

WKDW�LQVLVW�RQ�FXOWXUHV�ZLWK�VWURQJ�DGDSWDELOLW\�

XVXDOO\�H[SHULHQFH�VDOHV�JURZWK�DQG�LQFUHDVHG�

PDUNHW�VKDUH��'HQLVRQ�DQG�0LVKUD���������,Q�

DGGLWLRQ��WKH�GLPHQVLRQV�RI�7HDP�RULHQWDWLRQ�

DQG� &DSDELOLW\� GHYHORSPHQW� IDOO� XQGHU� WKH�

FDWHJRU\� RI� LQYROYHPHQW�� +LJKO\� LQYROYHG�

RUJDQL]DWLRQV�FUHDWH�D�VHQVH�RI�RZQHUVKLS�DQG�

UHVSRQVLELOLW\��7KLV�VHQVH�RI�RZQHUVKLS�JURZV�

D�JUHDWHU�FRPPLWPHQW�WR�WKH�RUJDQL]DWLRQ�DQG�

DQ�LQFUHDVHG�FDSDFLW\�IRU�DXWRQRP\�

&RQFOXVLRQ�DQG�LPSOLFDWLRQV

7KLV� SDSHU� IRFXVHG� RQ� WKH� UHODWLRQVKLS�

EHWZHHQ�RUJDQL]DWLRQDO�FXOWXUH�DQG�LQQRYDWLRQ�

through�Vietnamese� employee’s� perspective.�
3DUWLFXODUO\�� HPSOR\HHV� FDPH� IURP� PDQ\�

¿elds� in� Vietnamese� organizations� and� they�
were� studying� MBA� level� at� UEB.� 200�
TXHVWLRQQDLUHV� ZHUH� VHQW� WR� 0%$� VWXGHQWV��

$IWHU� XVLQJ� ()$� WKDW� VWLOO� NHSW� ��� LWHPV� RI�

ERWK� RUJDQL]DWLRQDO� FXOWXUH� DQG� LQQRYDWLRQ��

WKHVH� LWHPV�ZHUH�GLYLGHG� E\�HLJKW� IDFWRUV� LQ�

ZKLFK�VL[�IDFWRUV�ZHUH�RUJDQL]DWLRQDO�FXOWXUH�

DQG� WZR� LQGHSHQGHQW� IDFWRUV� FDPH� IURP�

LQQRYDWLRQ�

,PSOLFDWLRQV�IRU�DFDGHPLFV

3UHYLRXVO\�� PDQ\� UHVHDUFKHUV� KDYH� HYHU�

LQYHVWLJDWHG� DERXW� UHODWLRQVKLS� EHWZHHQ�

RUJDQL]DWLRQDO� FXOWXUH� DQG� LQQRYDWLRQ��

QRQHWKHOHVV�� LQ� 9LHWQDP� LW� LV� TXLWH� QHZ� IRU�

VFKRODUV�WR�SHUIRUP�WKLV�VWXG\��(VSHFLDOO\��WKLV�

study� applied� Denison’s� model� to� examine�
WKH� UHODWLRQVKLS� EHWZHHQ� RUJDQL]DWLRQDO�

FXOWXUH� DQG� LQQRYDWLRQ�� $FFRUGLQJO\�� WKLV�

VWXG\� SURYLGHV� H[WUD� QHZ� HYLGHQFH� DERXW�

UHODWLRQVKLS� EHWZHHQ� RUJDQL]DWLRQDO� FXOWXUH�

DQG�LQQRYDWLRQ�LQ�9LHWQDP��7KHVH�UHVXOWV�PD\�

EH�JRRG�UHIHUHQFHV�IRU�DFDGHPLFV�LQ�9LHWQDP�

DQG� LW� FDQ� SURYLGH� HPSLULFDO� HYLGHQFH� IRU�

WKH� LPSRUWDQFH� RI� RUJDQL]DWLRQDO� FXOWXUH� LQ�
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SUHGLFWLQJ�LQQRYDWLRQ�GHVSLWH�WKH�IDFW�WKDW�WKH�

SURSRVHG�IUDPHZRUN�ZDV�SDUWLDOO\�YDOLGDWHG�

,PSOLFDWLRQV�IRU�SUDFWLWLRQHUV

7KH� UHVXOWV� VKRZHG� WKDW� RXW� RI� VL[�

LQGHSHQGHQW� YDULDEOHV� RI� RUJDQL]DWLRQDO�

FXOWXUH��IRXU�IDFWRUV�Organizational�learning,�
&DSDELOLW\�GHYHORSPHQW��7HDP�RULHQWDWLRQ�DQG�

FUHDWLQJ�FKDQJH�are�statistically�signi¿cant�for�
LQQRYDWLRQ�� $FFRUGLQJO\�� VRPH� LPSOLFDWLRQV�

IRU�SUDFWLWLRQHUV�ZLOO�EH�JLYHQ�

)LUVW� RI� DOO�� LPSRUWDQFH� RI� RUJDQL]DWLRQDO�

OHDUQLQJ� DQG� FUHDWLQJ� FKDQJH� VKRZ� WKDW�

RUJDQL]DWLRQ� VKRXOG� LPSURYH� DFWLYLWLHV� RI�

UHFHLYLQJ��WUDQVODWLQJ��DQG�LQWHUSUHWLQJ�VLJQDOV�

IURP� WKH� HQYLURQPHQW� LQWR� RSSRUWXQLWLHV� IRU�

HQFRXUDJLQJ� LQQRYDWLRQ�� JDLQLQJ� NQRZOHGJH��

DQG�GHYHORSLQJ�FDSDELOLWLHV�

6HFRQGO\�� WHDP� RULHQWDWLRQ� LV� WKH� VHFRQG�

signi¿cant� factor� to� innovation.� Team�
RULHQWDWLRQ�ZLOO�GHEDWH�H[WUD�QHZ� LGHDV� IURP�

VXSSRUWLQJ� RI� HPSOR\HHV�� DQG� RUJDQL]DWLRQV�

FDQ� DSSO\� WKHLU� SUHVHQWDWLRQV� DV� ZHOO� DV�

develop� comprehensive� employee’s� skills.�
&RQVHTXHQWO\�� RUJDQL]DWLRQV� VKRXOG� UHO\� RQ�

WHDP� HIIRUW� WR� JHW� ZRUN� GRQH� DQG� LPSURYH�

LQQRYDWLRQ�

$QRWKHU� FRQVLGHUDEOH� IDFWRU�WR� LQQRYDWLRQ�

LV�FUHDWLQJ�FKDQJH��2UJDQL]DWLRQV�VKRXOG�IRFXV�

RQ�FUHDWLQJ�DGDSWLYH�ZD\V� WR�PHHW� FKDQJLQJ�

QHHGV�DQG�ZHOFRPH�QHZ�LGHDV�WKDW�DUH�ZLOOLQJ�

WR�WU\�QHZ�DSSURDFKHV�WR�GR�WKLQJV�

)LQDOO\�� FDSDELOLW\� GHYHORSPHQW� KDV� D�

lowest� signi¿cant� effect� in� comparison� with�
WKH�RWKHU�WKUHH�IDFWRUV��+RZHYHU��LW�LV�DOVR�YHU\�

LPSRUWDQW�IRU�LQQRYDWLRQ�DW�DQ\�RUJDQL]DWLRQV��

WKHUHIRUH� RUJDQL]DWLRQV� VKRXOG� LQYHVW� LQ� WKH�

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

/LPLWDWLRQV�RI�WKH�VWXG\

'DWD� RI� RUJDQL]DWLRQDO� FXOWXUH� ZHUH�

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

UHVXOWV�RI�UHVHDUFK��

6XJJHVWLRQV�IRU�IXWXUH�UHVHDUFK

•� 2UJDQL]DWLRQDO� FXOWXUH� VKRXOG� EH�

LQYHVWLJDWHG�IRU�WKH�FULWLFDO�SRVLWLRQV�LQ�

WKH�RUJDQL]DWLRQV��

•� ,W� LV� ZRUWKZKLOH� WR� LQFOXGH� RWKHU�

FXOWXUH�W\SHV�LQ�IXWXUH�VWXGLHV�WR�IXUWKHU�

explore� the�inÀuence�of�other�cultures�
RQ�LQQRYDWLRQ�

•� Next� studies� can� be� researched� at�
EURDGHU� VFRSH�DQG�UHVSRQGHQWV� VKRXOG�

EH�H[SDQGHG�PRUH�q�

5HIHUHQFHV

��� $UDG��+DQVRQ�DQG�6FKQHOGHU����������$�IUDPHZRUN�IRU�WKH�VWXG\�RI�UHODWLRQVKLSV�EHWZHHQ�

RUJDQL]DWLRQDO� FKDUDFWULVWLFV� DQG� RUJDQL]DWLRQDO� LQQRYDWLRQ�� 7KH� -RXUQDO� RI� &UHDWLYH�

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

&KLFDJR��$QQXDO�EHVW�RI�RUJDQL]DWLRQDO�GHYHORSPHQW�VXEPLW�
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