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ABSTRACT

This paper response for the new requirement in human resource management
activities which are becoming more complex; employees' expectations, behaviour and
performance may be different with various national cultures Redding (1990). The
study provides the new observations in the relationship of collectivism to turnover
intention, and the mediation effect of organizational identification. By developing
Hofstede's cultural dimensions theory, this research studies the Eastern organizational
behavior through the represent sample of Vietnamese employees who are working at
multinational companies in Ho Chi Minh City area. The result shows that the impetus
of collectivism thought in the minds of Vietnamese employees, supported by
organizational identification can create the interpersonal trust, enhance the sense of
psychological and relational benefits, employees are likely to have a more cooperative
spirit and higher motivation to maintain their relationship with organization, therefore,
reduce the intention to leave. Inside of each definition, the related concept will be
discussed. Furthermore, the limitation and the direction for future research in will be

discussed in this paper.
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CHAPTER 1

INTRODUCTION

1.1  Rationale and Problem Statement

Keeping pace with global economic tendencies, after the Second Indochina
War, Vietnam removed its trade embargo to stimulate the development of its
economy. From 1991 to 2010, Vietnam economy have showed the positive signal
with the foreign projects was increased from 152 to 1,237 projects within the twenty-
year period; while the implemented FDI capital soared to 11.0 billion dollars from
328.8 million dollars (Nguyen Dinh, Zhang Ke, & Tran Thi, 2012). Ho Chi Minh city,
the financial and economic centre of Vietnam, attracts a large amount of investment
capital from foreign organizations (Ling & Nguyen, 2013) and welcomes a large
number of foreign employees. The difference in cultures, manners and perspectives
between Eastern and Western employees received greater attention, and an
observation was made: Vietnamese employees normally tie themselves to their
organization. Although a regular frequency of changing jobs has rarely been detected,
it is hard to uncover research examining the low level of turnover intentions among
Vietnamese employees.

Many studies on turnover intention conducted in international organizations
have shown that Eastern employees tended to stay with their organization longer than
Western employees. In nursing jobs, a research of Park and Kim (2009) has shown
that Korea nurses who represented for Eastern employees, identified as working in a

relationship-oriented, collective organizational culture and have lower turnover



intentions, while Western employees who have more individualistic and utilitarian
work attitudes (Ko, Price, & Mueller, 1997) have higher turnover intention. In the call
centre industry, many turnover intention researches have been conducted between
Eastern and Western employees, for example research between the United States and
the Philippines (Rothausen, Gonzalez, & Griffin, 2009), a three-nation study in the
USA, Colombia, and Japan (Rothausen et al., 2009; Tate & Whatley, 1997), or USA
and Hong Kong (Schaubroeck, Lam, & Jia Lin, 2000), has shown the existence of a
stronger turnover intention among Western employees than Eastern employees. The
impacts of historical and cultural characteristics imprinted in Vietnamese
organizations, although many reform policies were subsequently implemented,
Vietnam was still under the influence of the Socialist regime and the repercussions of
socialist-oriented market economy constructed on Communist ideology. The old
collectivization model was beginning to take shape in the minds of Vietnamese people
as an organizational culture which the individual decisions are significantly affected
by other people. A study on the influence of culture on managerial behaviour from 49
Australian-Vietnamese projects were conducted by Berrell, Wright, and Hoa (1999)
giving the results as higher levels of individual behaviour and valued competition of
Australian managers, while Vietnamese managers were more collectively oriented
and focused on harmonious relationships within the workplace (Berrell et al., 1999;
Mead, 1994). The author believed that the impetus of organizational identification
was an important factor supporting collectivism thought in the minds of Vietnamese
employees as it creates interpersonal harmony, which may build closer relationships
among employees, and help reducing the turnover intention. To support this

contention, the authors conducted a study among the Vietnamese employees who are



working in multinational companies in Ho Chi Minh City, and hypothesized that
organizational identification has the mediating effect in the traditional relationship

between collectivism and turnover intention.

1.2 Objectives of Study
This study is conducted with the purpose of gathering evidence of the
relationship of collectivism to turnover intention and the mediating effect of

organizational identification to explain why Vietnamese employees tend to stay with

their organizations in the long-term.

1.3 Scope of Study

This research studied the cultural element in the dimension of collectivism,
which identified Eastern social behaviour, particularly among Vietnamese employees
who are working at multinational companies in the Ho Chi Minh City area. It began
by finding arguments and evidence to determine the relationship between collectivism
and turnover intention and the mediation effect of organizational identification.
Moreover, this research would apply additional cultural elements to explain the

collectivism tendency in Vietnamese organizations.

1.4 Research Questions

Major research question

1. Is there a significant indirect relationship between collectivism and turnover

intention through organizational identification?

Sub research questions



1. What is the collectivism? Can the organizational culture perception of Eastern
employees be used in order to predict collectivism?
2. Describing the definition of turnover intention. What are the reasons affecting
employee turnover intentions?
3. What is the existing mediation effect of organizational identification? Does the
collectivism perception lead to organizational identification? And, what are
the impacts of organizational identification on turnover intention?
4. What is the implementation that can be suggested to manage and support
HRM activities in terms of focusing employee turnover intentions within
multinational organizations?
1.5 Significance of the Study

The Asian Development Bank (ADB) announced the impressive
improvements of Viet Nam in the last ten year, the economic growth was reported as
higher than other countries in Asian region such as Korea, Thailand, Singapore,
Indonesia, Malaysia and Philippines (Nguyen Dinh et al., 2012). The positive signals
of socio-economic situations predict opportunities and challenges for Vietnam in
increasing the number of multinational enterprises in the future. This paper is a
response to the new requirements in human resource management activities, which
are becoming more complex, employees' expectations, behaviour and performance are
different (Redding, 1990), especially within multinational enterprises. By developing
Hofstede's cultural dimensions theory, the study describes the concepts of
collectivism - individualism, organizational identification and turnover intention, and
also poses a hypothesis on the relationships among these elements in both the positive

and negative sides. The conception is that employees are the most important



organizational resource, and the organization not only provides remuneration but also
confer identities and meaning to their employees (Collinson, 2003) is supported in
this study; the results from this survey can contribute to the development of human
resource management and organizational activities. Moreover, this research provides
new observations about the relationship of collectivism with turnover intention as
well as the mediating effect of organizational identification, which can be a direction
for future researches. Furthermore, the limitations and the directions for future

research will be discussed.



CHAPTER 2

LITERATURE REVIEW

This chapter discusses important theories associated with this study. The
literature review covers the concept of collectivism- individualism, which is
developed from Hofstede's cultural dimensions theory, especially the impact of
collectivism upon turnover intention. The definitions of turnover intention and
organizational identification are also interpreted in this chapter. Within each
definition, related concepts will be discussed, such as the impacts of collectivism on
the organization, job satisfaction versus turnover intention, or the relationship

between collectivism and organizational identification.

2.1  Collectivism
2.1.1 Individualism-collectivism

The individualism and collectivism concept was first mentioned in the
cultural dimensions theory by Hofstede (1985); he described individualism as "a
preference for a loosely knit social framework in society in which individuals are
supposed to take care of themselves" (p. 348) which is opposed to collectivism, "a
preference for a tightly knit social framework in which individuals can expect others
in-group to look after them, in exchange for unquestioning loyalty" (p. 348). Members
in collectivistic societies have a "we" orientation identified for the interdependent
mode within the group, they have high loyalty towards the goals of the organization,
interact with each other and take action jointly as a group in a co-operative fashion

rather than on an individual competitive basis, thus subscribing to the moralistic



values of joint efforts and group rewards (Hofstede, 1980; Noordin & Jusoff, 2010).
Table 2.1 explains in more details about Hofstede’s study in terms of the connotations
of the individualism and collectivism dimension. Zhang, Liang, and Sun (2013)
summarized the features of individualist and collectivist cultures based on Hofstede’s
cultural dimensions theory as follows:

In individualist societies, people interact with others utilizing equality
principles, each individual should each be given the right to choose freely and define
their own goals. At the interpersonal level, individuals are considered to be discrete,
autonomous, self-sufficient, and respectful of the rights of others, in the same way,
they can make their own choices with personal reasons. From a societal point of view,
individuals are considered abstract and universal entities. Their status and roles are
not predetermined or ascribed, but defined by their achievements (e.g., educational,
occupational, and economic status). (p. 656)

In contrast, people in collectivist society’s identity them based on their
belongingness to a social group or network. All individuals interact with others
utilizing the link in the web of relationships that emphasize common fate. From a
societal point of view, duties and obligations are prescribed by roles, social order is
maintained when everyone fulfills his or her roles and duties, group’s interests are
encouraged before individual interests of their own. Concession and compromise are
essential ingredients in promoting role-based and virtue-based conceptions of justice.

(p. 657)



Table 2.1: Connotations of the Individualism-Collectivism Dimension

Low IDV

High IDV

In society, people have the belongingness

to a social group or network.
"We" consciousness
Collectivity-orientation
Identity is based in the social system.
Emotional dependence of individual on
organizations and institutions
Emphasis on belonging to organization;
membership ideal
Private life is invaded by organizations
and clans to which one belongs;
opinions are predetermined.
Expertise, order, duty, security provided
by organization or clan

Friendships predetermined by stable
social relationships, but need for
prestige within these relationships

Belief in group decisions

Value standards differ for in-groups and
out-groups; particularism

Gemeinschaft (community-based) social
order

Involvement of individuals with

organizations primarily moral

In society, everybody is supposed to be
freely to define their own goals.

consciousness

Self-orientation

Identity is based in the individual.

Emotional independence of individual
from organizations or institutions

Emphasis on individual initiative and
achievement; leadership ideal

Everybody has a right to a private life and
opinion.

Autonomy, variety, pleasure, individual
financial security
Need for specific friendships

Belief in individual decisions

Value standards should apply to all:
universalism

Gesellschaft (society-based) social order

Involvement of individuals with
organizations primary calculative

Source: International Studies of Management & Organization, Hofstede (1983).

National cultures in four dimensions. International Studies of Management &

Organization, 22 (4), 347-352.

2.1.2 Collectivism in Organization and the Accumulative Impacts in

Turnover Intention

Organizational effectiveness is defined as the coordination between the

self-effectiveness of each individual in performing their tasks and the group-

effectiveness in which each individual contributes to creating harmonious



relationships and cooperating towards the group goal. Past research has shown that
individualism and collectivism had an important role in organizations and varies both
across individuals (Hui, 1988) and across the different cultures of these individuals
(Hofstede, 1980).

In the general organizational context, group performance is decided by
how each employee functions in the link between them and their co-workers, teams,
workgroups, and the rest of the organization. As collectivist ideals are consider to
come first before personal happiness (Abdullah & Management, 1996), as a result, a
tightly knit social is established and distinguishes the collectivists from the
individualists by the collectivist values placing on harmonious relationships
(Hofstede, 1980; Hui, 1988; Hui & Yee, 1994). Many research efforts have explored
the relationship between collectivism and self-efficacy toward teamwork. Taggar and
lii (2006) stated that when the team was composed of collectivists, it was weighed as
containing of harmony, open and honest interaction; dramatic affects on each team
member and create the effective interdependence within team. Furthermore in the
organizational scene, the member interdependence and goal commitments has
contributed to enhance self-efficacy beliefs that positively affect the level of
cooperation and collaboration within a team, conflict management, member
satisfaction, and team performance (Locke, 1991; Vegt & Vliert, 2002).

At the individual level of each employee, individual performance is
determined by a variety of self-satisfactions in their job, position, reward, work
environment, etc. Organizational collectivism has been shown to have both direct and
moderating effects on individual intentions and performance (Hofstede, 1980;

Hofstede & Bond, 1988). Collectivism is considered as common fate linked
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relationship, it is often responsible for more submissive individual behaviours in
groups and organizations utilizing concession and compromise as the essential
ingredients to maintain the social order and the harmony in groups or organizations,
even if that harmony is built on the oppression of individual will and personal
interests (Hofstede & Bond, 1988; Liu, Cai, Li, Shi, & Fang, 2013). As a result,
individuals in highly collectivistic cultures are inclined to be more restrained,
cautious, patient, and self-contained, as well as less impulsive, excitable, and natural
than their counterparts in individualistic cultures (Cheng, 1946; Hsu, 1949; Liu et al.,
2013; Tseng, 1972). They are people-oriented (Hofstede, 1980), have low turnover
intentions, and generally seek close and long-term relationships (Liu et al., 2013;
Tuzun & Kalemci, 2012). In other words, collectivists have a tendency to strive
towards preserving interpersonal harmony (Noordin & Jusoff, 2010) to complete the
general goals as opposed to individual goals.

Collectivism should influence organizations from the level of the
individual to the group in terms of how their members perceive and interact with each
other, how they approach decisions, and how they solve problems (Hofstede, 1980;
House, 2004; Liu et al., 2013; O'Reilly & Chatman, 1996). Hui, Yee, and Eastman
(1995) argued that this tendency has a significant impact on the collectivists' job
satisfaction, in which their study reported that collectivists have shown higher
satisfaction with their work, payroll, promotions, supervisors and co-workers than
their individualist counterparts. In addition, there are many literatures presented the
contradictory sets of findings regarding individualism-collectivism and job
satisfaction. For example, Hui et al. (1995) found that collectivist employees tend to

have higher job satisfaction combined with harmonious interpersonal relationships,
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which can decrease the turnover intention rate; in contrast, Harrison (1995), Hofstede
(1980), Griffeth and Hom (1987) reported that job satisfaction is lower for employees
in individualist cultures and that it is hard to predict their turnover intention.
Nevertheless, these contradictory findings make it an area worth exploring further.

In sum, to date, studies on the accumulation of collectivism impacts
have linked these hypotheses to various outcomes, but the relationship between
collectivism and turnover intention in particular remains largely unexplored. This is

one of the areas this present study aims to explore.

2.2 Turnover intention
2.2.1 Definition of Turnover Intention

In HRM activities, managing turnover intention is more important than
many people think. According to Abbasi and Hollman (2000), the hidden and visible
costs of turnover in organizations equal roughly $11 billion annually. An employee's
decision to quit an organization is an undesirable outcome for the organization and the
employee as it affects both of them in many ways (Rahman & Nas, 2013).
Furthermore, it leads to the loss of an enthusiastic and loyal employee who has
nurtured productive working relationships with customers (Abbasi & Hollman, 2000).

By definition, turnover is an employee's permanent movement beyond
the boundaries of the organization (Rahman & Nas, 2013) that is described by three
particular elements in the withdrawal cognition process: thoughts about quitting the
job, the intention to search for a different job, and then the intention to quit (Carmeli
& Weisberg, 2006). The rate of turnover may vary between companies, sectors, and

industries, or indeed by division, function, tenure, gender, race, and performance level
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within the same organization (Abbasi & Hollman, 2000). Furthermore discussion
about the theory validation of employee development and turnover intention, Rahman
and Nas (2013) presented two perspectives on turnover intentions, which are the
human capital theory and the social exchange theory. In the first perspective, human
capital theory considered employee as an organization's most valuable commodity
and suggests that the development of employees means increasing the productivity of
employees in organizations (Green & Pack, 2000; Rahman & Nas, 2013) or
enhancing their employability in the market, which may induce more turnover for
better jobs. The latter perspective, the social exchange theory, argued that
relationships developed over time into trusting, loyal, and mutual commitments
(Cropanzano & Mitchell, 2005; Rahman & Nas, 2013) can create a mindset in
employees that is positive toward the organization (Benson, Finegold, & Mohrman,
2004; Chay Hoon & Bruvold, 2003; Kuvaas & Dysvik, 2009), which will
subsequently affect their turnover intentions.
2.2.2 Job Satisfaction versus Turnover Intention

Job satisfaction has been defined as an employee’s affective reactions
to a job based on a comparison of desired outcomes with actual outcomes (Egan,
Yang, & Bartlett, 2004, p. 5). As noted by Lambert, Lynne Hogan, and Barton (2001),
scholars speculate that job satisfaction can be used to predict employee turnover as a
comprehensive measures, in which low employee’s job satisfaction is normally
associated with high turnover. Afterward, measuring turnover intention has been
considering as the next best method because it is the variable that consistently and
immediately precedes actual employee turnover (Fishbein & Ajzen, 1975; Lambert et

al., 2001; Zimmerman, 2008).
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Moreover, the theory of indifference curves by Koutsoyiannis (1979) is
applied to investigate why this study prefers measurements of turnover intention as
the final outcome as opposed to job satisfaction. As Koutsoyiannis (1979) stated,
individuals do not assess the optimum level of each choice in a bundle, which will be
independent of the levels of the other choices that will be included in the same bundle.
Thus, when making decisions involving the level of each choice in any bundle, there
is a holistic view of the entire range of choices in the bundle (both available and
potential levels). It's possible that if an individual can accept a lower level of a choice
in the bundle, a higher level will negatively affect the level of satisfaction derived
from the other choices in the same bundle (Amah, 2009; Koutsoyiannis, 1979). For
example, each individual will have a bundle of choices including two situations:
staying with the current job or looking for new one, both affected by of job
satisfaction, co-workers, rewards, etc. From the theory of the indifference curve
combined with the collectivism concept, it is likely that an employee will remain in a
job with low job satisfaction if one with higher satisfaction will negatively affect the

satisfaction of others and the organization in general.

2.3 Organizational Identification

Organizational identification involves considering the individual as a member
of an organization and is measured by the individual's willingness to act on behalf of
the organization (Lee, 2013); in other words, the individual defines him/herself by the
same attributes that he or she believes define the organization (Dutton, Dukerich, &
Harquail, 1994, p. 239). Developing an organizational identification questionnaire,

Edwards and Peccei (2007) proposed the three aspects of organizational identification



include self-categorization and labeling, values and goals, and belongingness and
membership (Table 2).

Table 2.2: Edwards and Peccei (2007) Organizational Identification Scale

14

Self-categorization and labeling | 1. My employment in the organization is a big
part of who | am.
2. | consider myself an organization person.

Values and goals 1. What the organization stand for is important
for me.

2. | share the values and goals of the
organization.

Belongingness and membership | 1. My membership of the organization is
important to me.
2. | feel strong ties with the organization.

Source: Taormina (2004). Convergent validation of two measures of organizational
socialization. International Journal of Human Resource Management, 15(1), 76-94.
2.3.1 Theoretical Background about Collectivism Concept in Vietnam: the

Origin of Organizational Identification

Vietnam is considered as a collectivism country typifies for Asian
culture, the Vietnamese people have had a strong traditional respect for human and
spiritual values (Dong, Liem, & Grossman, 2010; Tuan, 2012). Confucian values,
traditionally ideals and the cultural imprint reflected Vietnamese organizational
culture as a whole depends on the collective contribution of all members, not on the
performance of certain remarkable individuals (Jacobs, 1981). Community
relationship has been implanted in the minds of Vietnamese people; they voluntary
integrate their ego into the organizational culture, want to be accepted and respected

by people, feel proud of being "seniority professionals" (ngudi c6 tham nién trong
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nghé) in an organization, and consider their success in terms of organization success.
In another way, Vietnamese people have cognitive connection with their organization,
they were motivated by the organizational norms, duties, and obligations (Bhagat,
Kedia, Harveston, & Triandis, 2002; Dutton et al., 1994). This is an important social
identity because people derive self-esteem, personal meaningfulness, and a sense of
who they are and where they fit in society from their organizational associations,
including those in which they work and those that are related to their profession
(Dutton et al., 1994; Gonzalez & Chakraborty, 2012; Swann Jr, Polzer, Seyle, & Ko,
2004).

2.3.2 Vietnamese Society and the Impact of Organizational Identification on

Turnover Intention
One element of Vietnam society that is easy to clarify is the hereditary

nature of careers from parent to child. Many Vietnamese family generations follow
the same careers; parent tries to lead their children down the same path to follow their
success. In case their career is not the optimal choice, they find a new direction which
can take advantage from the experience they already had; this profession will be
similar and will not differ too much from their old career. It's not strange in
Vietnamese society if the phrase "passion in working™ (yéu nghé) is used as a
compliment for successful people who are hard-working in doing their job. In the
concept of social identity theory, many studies have used organizational identification
to explain why people wish to belong to certain social groups for psychological
attachments, how they identify themselves based on group or organizational
characteristics, and what parameters reinforce these self-identities as time progresses

(Hogg & Terry, 2000; Jisung, Seongsu, & Hyunjoong, 2013). As a result, from a
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social exchange perspective, a significant negative correlation between organizational
identification and turnover intentions is established (De Hoogh & Den Hartog, 2008;
Liu et al., 2013; Mayer, Kuenzi, Greenbaum, Bardes, & Salvador, 2009). This can be
explained from the a sense of psychological and relational wellbeing created by the
organizational identification, accordingly, Vietnamese employees are likely to have a
more cooperative spirit and are more highly motivated to maintain their membership
within the organization (Ashforth & Mael, 1989; Liu et al., 2013; Shamir, 1990;
Walumbwa & Hartnell). In addition, the strongly organizational identification
between each employee and their organization is one of the important effect which
creates positive views and positive interpersonal relationships within the organization
(Hinde, 1997), in turn, can also help reduce the desire to leave among employees.

2.4  Conceptual Framework
H2

Organizational Identification

Collectivism Turnover Intention

H1

Figure 2.1: Conceptual Model of the Hypothesized Relationships.

2.5 Hypothesis
Hypothesis 1: Collectivism is negatively related to turnover intention
Hypothesis 2: Organizational identification mediates the relationship between

collectivism and turnover intention.



CHAPTER 3

RESEARCH METHODOLOGY

This chapter presents the research methodol ogy used in conducting the study.
The chapter begins with the characteristics of the participants followed by the specific
instruments used to collect the data, including the methods implemented to examine
the validity and reliability of the instruments. The procedure used to collect datais

described in the last section.

3.1  Participants

Half of the Vietnamese participants in this survey were male (51%). The
majorities were in the age group of 20-29 years (59.6%), had single marital status
(55%), and were educated at bachelor’s degree level (91.7%). About half were
working in the manufacturing industry (47.7%), with one third having worked for 0-1
year (34.9%) in their present jobs. A quarter of the participants had 2-3 years
experience (26.6%) and had more than 10 years (24.8%) in their present job.

The largest group of respondents had an average income of less than 500 USD
(= 10,000,000V ND), which represented 51.4% of the total sample. Those with 501 -
1,000 USD (from 10,000,100- 20,000,000V ND) formed the second largest group with
42.2%. Combined together, these two groups represented the majority of the total
sample with 93.6% of the total number of respondents. This correlates with the
updated survey from the beginning of 2014; the Vietnamese Government has recently
issued Decree 182/2013/ND-CP to replace Decree 103/2012/ND-CP regarding

minimum wage levels. In the Ho Chi Minh City area, the minimum wage was
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confirmed as 127 USD or 2,700,000 VND per month (this applies for Vietnamese

enterprises and Vietnam-based foreign-invested enterprises). Vietnam has a lower

middle income level compared with other countries. Table 3.1 displays the

respondents’ demographic characteristics in more detail.

Table 3.1: Demographic Characteristics of the Sample (N = 109)

Characteristic Numbers Percentage
Gender Mae 56 51.4
Female 53 48.6
Age 20-29 65 59.6
30-39 25 22.9
40-49 11 10.1
50-59 8 7.3
Marital Status Single 60 55
Married 49 45
Education Under bachelor’s degree 1 0.9
Bachelor’s degree 100 91.7
Higher than bachelor’s degree 8 7.3
Type of industry Manufacturing 52 47.7
Service 25 229
Healthcare 10 9.2
Education 10 9.2
Other 12 11.0
Number of yearsin 0-1 year 38 34.9
present job 2-3 years 29 26.6
4-5 years 5 4.6
6-10 years 10 9.2
More than 10 years 27 24.8
Monthly Salary Under 500 USD 56 51.4
(QUSD=20,000vND) 501 - 1,000USD 46 42.2
Over 1,001 USD 7 6.4

3.2 Measures
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A survey was designed and devel oped based on the goals of the research. The
guestionnaire was designed in English and trandlated into Vietnamese by the author
according to the conceptual framework in order to answer the main objectives of the
study. The Vietnamese version of the questionnaire was checked and edited by
Ms.Nguyen Ngoc Vinh Hoa, Assistant Dean of the faculty of tourism operations &
hospitality management at Duy Tan University, Da Nang city, Vietham. A pilot
research instrument for the English version was conducted with ten people to check
the clarity of each question on 15-17 January 2014. Feedback and comments from
respondents were collected, and the author subsequently improved the questionnaire
guestions to be more concise and al so cut off the estimation of individualism and kept
devel oping the estimation of collectivism to be clearer in the analysis. After
improvement, a second pilot test was conducted again one day later with ten
respondents. The results showed that all of them understood all items and found it
easy to compl ete.

3.2.1 Collectivism

Collectivism was measured by the predefined list of questions to
describe the respondent’s themselves in organization or self-assessment. The
guestions measuring the self-assessment of respondents in organizations are based on
the "Individualism-Collectivism scale" by Singelis, Triandis, Bhawuk, and Gelfand
(1995). According to the "Individualism-Collectivism scale”, Singelis et a. (1995)
made a theoretical and measurement distinction between vertical and horizontal
individualism and collectivism. He described the vertical collectivism as perceiving
the self as part of collective and accepting inequalities within the collective (Singelis

et a., 1995). This study uses horizontal collectivism to measure questions which can
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describe collectivism in more depth. Horizontal collectivism includes perceiving the
self asapart of the collective ("I feel good when | cooperate with others"), but also
seeing al members of the collective as the same ("1t is important to maintain harmony
within my group; "If a coworker werein difficulty, | would help within my means”;
"If acoworker gets aprize, | would feel proud’); thus, equality is stressed ("I prefer to
be direct and forthright when discussing with people™).

Cronbach's alpha was used to measure the internal consistency and
validity. The Cronbach's apha of collectivism is present at 0.634, which is acceptable
sinceit is greater than 0.6. Even though Cronbach's Alpha could be improved (from
0.634 t0 0.636) if item "If acoworker werein difficulty, | would help within my
means’ is eliminated, the correlation between this item and variables asawholeis
acceptable; in addition, in-depth interviews illustrate that the participants show
considerable agreement with the importance of helping each other in their
organization, and as such five collectivism question items remained stable after the
test.

3.2.2 Organizationa ldentification

Questions measuring attitudes toward organizations have been
designed the devel opment of organizational identification are were measured using a
scale developed by Edwards and Peccel (2007). This measurement taps into three
separate but closdly related factors of organizational identification: a) the
categorization of the self as an organizational member; b) the integration of the
organization’s goals and values; and c) the development of an emotional attachment,

bel ongingness, and membership to the organization.
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Moreover, the graphic scale of organizational identification designed
by Shamir and Kark (2004) is used to clarify the level of organizational identification
among the respondents. The chart is used to assess the relationship between a
participant and their organization (or unit, company, branch, department, team). This
graphic scale of organizational identification has seven rectangles. In each rectangle
there are two circles. One represents the participant and the other is the unit they
belong to. In each rectangle the circles overlap differently; in the first rectangle
(number 1), they are totally separate and represent a situation in which the
respondents fail to identify entirely with the unit. In the last rectangle (number 7), the
circles are completely overlapping and represent a situation in which respondents
fully identify with the unit. The participant is required to choose the rectangle that
most highly represents the extent to which they identify with their unit. (Shamir &
Kark, 2004, p. 118).

The Cronbach's Alpha of organizational identification equalsto 0.844
and no items needed to be deleted. For that reason, al six question items are
unchanged and well-designed.

3.2.3 Turnover Intention

Turnover intention originally included four items: “In the last few
months, | have seriously thought about looking for anew job”; "I have no intention to
leave my present job"; “Presently, | am actively searching for other job”; and “I
intend to leave the organization in the near future”. The results from the English
version pilot test conducted on 15-17 January 2014 showed that three respondents
recommended the removal of "l have no intention to leave my present job" in the

future job intentions section due to the possibility of confusing it with “Presently, |
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am actively searching for other job”. The researcher therefore removed item "I have
no intention to leave my present job". As aresult, turnover intention is measured by
threeitems: “In the last few months, | have seriously thought about looking for a new
job” from the work of Chiu and Francesco (2003), “Presently, | am actively searching
for other job” from the work of Jenkins (1993), and “I intend to leave the organization
in the near future” from the work of Krausz, Koslowsky, Shalom, and Elyakim
(1995). Turnover intention is therefore the sum of three items, with a high score
indicating a high level of turnover intention.

The Cronbach’'s Alphais 0.911 for turnover intention, representing a
good quality statement. The Cronbach's Alphaif Item Deleted valueislow and the
Corrected Item-Total Correlation value is acceptable; hence, al three question items

are well-designed and remain stable.

3.3 Procedures

This study used non-experimental design and regression analysis to evaluate
the research model. This study hypothesised that over and above the covariates (i.e.
age, education, income), collectivism would negatively predict turnover intention and
that relationships would be mediated by organizational identification. Alternatively, a
hypothesis proposing a significant indirect effect from collectivism on turnover
intention as mediated by organizationa identification was also proposed in this study.
The significance of the indirect effect was evaluated using the bootstrapping
technique recommended by Preacher and Hayes (2008).

3.3.1 Population
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The population in this study was determined using data collected by
the Vietnam General Statistic Office in 2010. The labour force at 15 years of age and
above by age group structure is as follows: 18.3% (15-24 year olds), 61.4% (25-49
year olds), and 20.3% (50+ year olds) from atotal of 50,392,900. In Ho Chi Minh
City, there were 3,909,100 persons from statistical labour force at 15 years of age and
above by province. The labour force of employeesin foreign investment sector
amounted to 3.5%. From this data, the population was determined as 111,780 persons.

3.3.2 Sample Size, Power, and Precision

The sample size was first determined by using the G* Power program
(Faul, Erdfelder, Lang, & Buchner, 2007). Table 3.2 explains the process of
determining the sample size for this study. Input parameters were specified as one-
tailed t test; conventional effect size =.15; a = .05; power (1-pB) =.95; and three
predictors as standard. The G* Power program gave a suggested total sample size of N
=89. A quota sampling of 0.1% was used to recruit Vietnamese employees in the age
group of 15 years above (111,780 persons) working at multinational companiesin Ho
Chi Minh City (Vietnam Genera Statistic Office, 2010). Data collection was targeted
at 112 persons (0.1% of 111,780 persons), with the actual data collection resulting in
109 responses. This sample size (N = 109) was used as it was higher than the
suggested G* Power result (N=89) and because it was aimed at targeted members

(N=112).
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Table 3.2: Sample Size Calculator by G* Power

Test: t tests
Statistical test: Linear multiple regression

Input parameters

- Two-tails

- Effect size f? 0.15
- a err prob 0.05
- Power (1—3 err prob) 0.95
- Number of predictors 3

Output parameters

- Total sample size 89

3.3.3 Sampling Procedures

Asthe multinational companies would not allow the author to directly
distribute the questionnaires to targeted samples, the author used convenience
sampling and applied a snowball sampling method to widen and increase the number
of participants. Sending the questionnaires through the internet, the author approached
acquaintances in Ho Chi Minh City in order to distribute the questionnaire. In the first
page of online survey is an accompanying letter to explain the purpose of the
research, furthermore, aform acknowledging was prepared and designed for the
participants to confirm their consent to participate in the survey. The respondents
were assured that the research results would not disclose any personal data from their
responses, and these information would be kept confidential secure. The participants
could not receive compensation for their participation in this survey. The survey was

conducted from 19 January to 3 March, 2014.

3.4 Conclusion



25

As stated by Churchill and Brown (2004), all research methodol ogies will
follow the same research process with some level of adaptation, from determining the
model to be used, then identifying the relevant data collection method to be used, and
finally then gathering and analyzing the data. This chapter presents research
methodology used in conducting the study and provides the research design for the
study, including the determination of the population, the sampling design, research

instruments, and statistics. The data presentation will be presented in the next chapter.



CHAPTER 4

RESULTS

This chapter provides the data gathered according to the research methodol ogy
discussed in Chapter 3. Data analysis and interpretation is conducted in order to
determine the accuracy of the hypothesis stated in Chapters 1 and 2 as the relationship
between collectivism and turnover intention through the mediating effect of
organizational identification. The datathat will be presented here is used to answer

the research questions.

4.1  Preliminary Analyses

Means and standard deviations of collectivism, organizational identification,
turnover intention and their correlations with the respondents age are displayed in
Table 4.1. Age was statistically related to collectivism (r = .34, p<.01) and
organizational identification (r = .40, p < .01), whereas it was negatively correlated
with turnover intention (r = -39, p < .01). The result shows that people who are
aready married (aged 30 and older) tend to have higher collectivism and
organizationa identification levels, along with low turnover intention levels. It is
possible that as people become old and get married, they have to become more
responsible and careful in their employment choices. Education is related positively to
income (r = .36, p < .01) and collectivism (r = .22, p <.05). Income is positively
related to collectivism (r = .44, p < .01) and organizationa identification (r = .32, p <

.01). People who have higher income might consider themselves to be financially
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stable; thus, any risk in changing their workplace to get higher outcome may be

unnecessary. Finally, collectivism was positively related to organizational

identification (r = .39, p < .01), while organizational identification had a significant

negative correlation with turnover intention (r = -.61, p < .01).

Table 4.1: Collectivism, Organizational Identification, Turnover Intention: Means,

Standard Deviations, and Correlations with Respondents' Age, Education
and Income (N = 109)

Correlations with

M SD Educ- o Organizationa
Age ) Income Collectivism o
ation Identification
Age 166 0.96
Education 206 028 .121
Income 162 089 54**  36**
Collectivism 435 043 34 22% A3**
Organizationa
\ 414 0.60 .40** -.019 32%* 39**
|dentification
Turnover
) ) 200 112 -39** -123 -.188 -.183 -.61**
intention

* p<.05, ** p<.01, *** p<.001

4.2 Evaluating the Hypothesized Relations between Collectivism,

Organizational identification and turnover intention

Regression analysis was used to test the model, using the SPSS program.

Respondent’ s age was entered as a control variable. Mediation effects were tested

using the bootstrap method (Preacher & Hayes, 2008),with a 95% confidence interval

and 5,000 bootstrap resamples.

Table 4.2 displays the results of the mediating effects of organizational identification

on the relationship between collectivism and turnover intention. The relationship
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between collectivism and turnover intention (c path) was statistically nonsignificant
(B =-.1469, p = .5416). The hypothesis 1 - collectivism is negatively related to
turnover intention —was not supported. However, in testing the significance of the
indirect effect, thereis no requirement to show that the mediated effect is significant
(Zhao, Lynch, & Chen, 2010). In the mediation model, the collectivism-
organizational identification path (a path, B = .3900, p = .0021) was positive and
significant, while the organizational identification-turnover intention path (b path, 8 =
-1.0631, p<.001) was negative and significant. As shown in Table 4.2 and Figure 4.1,
the bootstrap results confirmed the presence of an indirect (a x b) mediation effect (3
=-.4146, p < .001), with a Bias Corrected and Accelerated Confidence Interval
[BCACI] =-.7743 to -.1346. Therefore, collectivism did not directly predict turnover
intention, but turnover intention was estimated through the mediator of organizational
identification. Consequently, these results support hypothesis 2 that organizational
identification mediates the relationship between collectivism and turnover intention.

Table 4.2: Bootstrap Results used to Test the Significance of Mediation Effects

e Standardized
B SE P
Age - Turnover Intention -.2247 .0983 .0242
c Direct effect -.1469 .2398 5416
a Collectivism — Organizationa Identification .3900 1240 .0021
b Organizational Identification — Turnover Intention -1.0631 1577 <.001
¢’ Collectivism — Turnover Intention 2678 2105 .2061
ax b Indirect effect -.4146 1665 <.001

Note. Bias corrected and accelerated confidence intervals -.7743 to -.1346, and bootstrap
re-samples = 5,000. The 95% confidence interval for the standardized result was
produced with the bias corrected and an accelerated option in the bootstrap dialogue box.



-.1469 _
Collectivism > Turnover Intention

Organizational |dentification
.3000** -1.0631***

. .2678 ]
Collectivism > Turnover Intention

Age -.2247

Figure 4.1: Tests of the theorized mediation model. Upper figure: the total effect
(collectivism predicting turnover intention). Lower figure: the indirect
effect, with organizational identification as the mediator and age as the
control variable. Indirect effect (b) = -.4146, p < .001. Together, the
predictors account for 41% of the variance in turnover intention.
Standardized regression coefficients are displayed. * p < .05, ** p<.01,
*** p<.001.



CHAPTER 5

DISCUSSION

This chapter presents the analysis of the data findings based upon the data
presentation presented in Chapter 4. Moreover, this chapter will summarize and
conclude the key findings from the study in order to answer the hypothesis stated in
Chapters 1 and 2 as the relationship between collectivism and turnover intention
through the mediator effect of organizational identification. The conclusions and
recommendations made here intend to answer both the major and sub research

guestions stated in Chapter 1

5.1  Hypothesis

In HRM activities, managing turnover intention isimportant than many people
think. An employee's decision to quit an organization is an undesirable outcome for
the organization and the employee asiit affects both of them in various ways (Rahman
& Nas, 2013). The conception isthat employees are the most important organizational
resource, and the organization not only provides remuneration but also confer
identities and meaning to their employees (Collinson, 2003) is agreed with and
supported in this study. Although aregular frequency of employment change was
rarely detected, it's hard to find evidence prove the low level of turnover intention
among Vietnamese employees. To date, studies on the accumulation of collectivism
impacts have linked these hypotheses to various outcomes, but the relationship
between collectivism and turnover intention in particular is still largely unexplored.

Developing a hypothesis based on Hofstede's cultural dimensions theory, the author
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believes that the impetus of collectivism as imprinted in the minds of Viethamese
employees is one of the most important factors supporting organizational
identification through the creation of interpersonal trust, which can build closer
relationships between employees and organizations and reduce turnover intentions.
The results of this study support the author's hypothesis that Vietnamese employees
normally tie themselves with their organization. Turnover intention has been analyzed
as 2.00 of the mean or disagrees to change working organization, while collectivismis
analyzed at 4.35 as agree, and organizational identification means agree at 4.14.

Regression analysis with bootstrapping was used to test the mediating effect of
observance within organizational identification; the results supported the hypothesis
that organizational identification has an observance role as a mediator in the

relationship between collectivism and turnover intention.

5.2  Collectivism

Although the top four reasons why employees might want to stay at their
present job include company stability (23.5%), afriendly work environment/ friendly
coworkers (20.9%), better job opportunities (17.3%) and higher pay/ benefits
(14.1%), the sense of collectivism may sustain them in their work. Like other Asian
countries, the Viethamese profile is one of collectivism (Dong et al., 2010);
community relationship has been implanted in the minds of the Vietnamese people
and they voluntary want to integrate their ego within the organizational culture. The
results reflect the fact that in Vietham, as people may begin working when
considering company reputation, potential stability, or individua reasons, staying and

sustaining the present job is highly affected by afriendly work environment or having
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effective interaction with coworkers. The results supported the collectivism concept in
the cultural dimensions theory by Hofstede (1985) as a preference for atightly knit
socia framework in collectivist societies, in which people identities themselves on the
basis of their belongingness to a social group or network, and individuals are
encouraged to put the group’ s interests before their own, in exchange for loyalty

without dissent or doubt (Zhang et al., 2013).

5.3  Organizational Identification

Theresultsin this study suggested a positive path from collectivism to
organizational identification. In the social identity theory, many studies have used
organizational identification to explain why people wish to belong to certain social
groups for psychological attachments, how they identify themselves based on group
or organizational characteristics, and what parameters reinforce such self-identities as
time progresses (Hogg & Terry, 2000; Jisung et a., 2013). The organizational
identification in this study is the combination from the theories of Lee (2013) and
Dutton et a. (1994), in which the organizational identification was measured by the
individual's willingness to act on behalf of the organization (Lee, 20134) or by the
individual's willingness to define themselves according to the same attributes that they
believe define the organization (Dutton et al., 1994). It's reasonable for the research
results; when each individual defined himself/ herself as a part of organization, the
organization stability and group performance become very important to reflect their
satisfaction in their working position. In another words, it was defined by how each
employee was satisfied in the link between them and their co-workers, teams,

workgroups, and the entire organization. Locke (1991) theorized that the self-efficacy
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beliefs, in conjunction with goals, constitute the “ motivational hub” directly affect the
achievement of an individual's goal in the organization, such as a better job
opportunity or higher pay/ benefits. However, the research results show that higher
organizationa identification may lead to higher self-efficacy beliefs, with the
consequence of lower turnover intention. The graphic scale of organizational
identification was added in part 2 of the questionnaire to provide better results

regarding organizational identification.

5.4  Turnover Intention

To date, studies on the accumulation of collectivism impacts have linked these
hypotheses to various outcomes, but the relationship between collectivism and
turnover intention in particular is still largely unexplored. Thisis one of the areas this
present study aimsto explore. The results found in this study have proved the
perspective of the social exchange theory: relationships develop over timeinto
trusting, loyal, and mutual commitments (Cropanzano & Mitchell, 2005; Rahman &
Nas, 2013) and can create a mindset in employees that is positive towards the
organization (Benson et al., 2004; Chay Hoon & Bruvold, 2003; Kuvaas & Dysvik,
2009) and this will affect their turnover intentions.

In addition, the study found out the mediating effect of organizational
identification can support organizational collectivism to build positive views and
positive interpersonal relationships within an organization (Hinde, 1997), and can
therefore, in turn, also help reduce employees intentionsto leave. This can be
explained from the a sense of psychological and relational wellbeing created by the

organizational identification, accordingly, Vietnamese employees were likely to have
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amore cooperative spirit and are more highly motivated to maintain their membership
within the organization (Ashforth & Mael, 1989; Liu et a., 2013; Shamir, 1990;

Walumbwa & Hartnell), which leads to lower turnover intentions.

55  Other Findings

Moreover, there are many other cultural and political factors influencing
turnover intention such as Confucian values and ideals and the strong traditional
respect for human and spiritual values among Vietnamese people (Tuan, 2012). They
believe in the inner goodness of an individual that thinks for others before themselves,
which leads to a peaceful and harmonious world.

Although this discussion focuses on the three mediation variables that include
collectivism, organizational identification and turnover intention, it would be remiss
not to acknowledge the contributions of the covariates, marriage status, age and
income. The results show that people who are already married or are over 30 tend to
have higher collectivism and organizational identification levels, and therefore a
lower turnover intention level. It can be explained that when people become older and
get married, they have to be responsible and careful in any major decisions as a
normal and stable life is expected. The same result happens for people who have a
higher income; they identified themselves as financialy stable, so any risk in

changing the workplace to gain better outcomes may be unnecessary.

5.6 Limitations of the Present Study and Recommendations for Future Study
The major limitation of the present study is the use of Vietnamese employees
as the sample group to represent Eastern employees. Vietnam is considered as one of

collectivism, the community was influenced by Confucian values and the belief on
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harmony relationship leading to peaceful and harmonious world. The results may be
less applicable for countries which are affected by a Western lifestyle or have a
unique history, such as Thailand, Philippine, Singapore, etc. Though the selected
sample was appropriate for the study hypothesis, due to the differencesin history and
culture between each Asian country, further investigation with awider research scope
isrequired. Thelimitationsin this study should be addressed in future research. The
potential samples for future research can be expanded to select two sample groups to
compare the difference between Eastern and Western organizational cultures along
with the different effects of each variable.

The second limitation, due to the results was based on self-reported scores,
therefore, the mono data bias was not possible to avoid and eliminate. In this study,
the Vietnamese employees and whoever isworking at multinational companiesin the
Ho Chi Minh City area has an equal chance of being selected. The sample was
collected in this study as a convenience sample, which may not have removed the bias
when analyzing the result. In additional, many studies have argued that socio-
demographic variables significantly influence one's dispositional orientations (Chiu &
Francesco, 2003). The participants demographic characteristics which were
statistically controlled in this study, including age, education and work experience
should be paid more attention in future research studies, especially in their effects on
the relationship between the dependent and independent variables should be more
fully examined and identified.

Furthermore in future research, the new study framework is suggested basing
on the three existing variables, but exchange the role of collectivism and

organizational identification. Turnover intention will be remained as independence
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variable and assumed to be possible predicted by organizational identification through
the mediating effects of collectivism. The author believes that this new framework
suggestion can explore the deficiency points, improve and support the result from this

study.

5.7 Conclusion

By devel oping Hofstede's cultural dimensions theory, the study describes the
concepts of collectivism, organizational identification and turnover intention, also
providing a hypothesis about the relationships between these el ements in both positive
and negative terms. This survey was conducted with 109 Vietnamese empl oyees who
are working in multinational organizationsin Ho Chi Minh City to prove the
hypothesis that collectivism is negatively related to turnover intention and
organizational identification mediates the relationship between collectivism and
turnover intention. The organization needs to be aware of each employee's turnover
intention as atop priority and must emphasize supporting the link between employees
and organizations. In addition, the organization should motivate their employees,
monitor their internal communication, and conduct relationship programs within the
organization to close the gap between each individual employee and to establish long-

term relationships.
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Appendix A: Survey Questions (English)

Dear Participant,

Thank you for taking your time to respond to this questionnaire. The
questionnaire is for a research project by a graduate student of Master Administration
Business, International Program - Bangkok University, Thailand. The survey aims to
find out the relationships between collectivism-turnover intention, and the mediating
effect of organizational identification.

This questionnaire is divided into three parts. The first part contains questions
regarding your job description and working experience. The second part contains
questions regarding your assessment toward organization, and your future working
intention; there is no right or wrong response as each response reflects your current
thought. The last part contains questions regarding personal information. The
information you provide will not be used to evaluate you as an individual; the
research paper will report only aggregate data. You may be assured that your response
will be kept confidential.

It is necessary that you give informed consent to participate in this study and
sign the consent form below. By signing the form you are indicating that you
understand the nature of the research study and your role in the study and that you
agree to participate in the study. Should you have any questions regarding this study
you may contact me by phone or e-mail.

Thank you very much for your cooperation.

Sincerely,

Phan Thy Nhan, Investigator

Tel. (+66)874 29 6064, (+84)906 340
108

E-mail: phan.thy.nhan@gmail.com
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Respondent’s Consent Form:

| acknowledge that | have been informed by the investigator of the purpose of
this research, and my participation is voluntary.

| understand that the right to participate or withdraw my consent is warranted,
| can conduct it at any time | wish without having to state any reason, penalty or
prejudice.

| have been assured by the investigator that the research results would not
disclose any personal data from their responses, and these information would be kept
confidential secure.

| am indicating that | am at least 18 years of age, and that | consent to
participate in this study under the above conditions.

Respondent
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Survey Name Collectivism and Turnover Intention, the mediation effect of
Organizational Identification

Category Human Resource

Description  To survey the relationship between 3 variables: Collectivism,
Organizational Identification and Turnover Intention
This survey is divided into 3 parts: 1 - Job Description; 2 -
Organization Assessment; 3 - Participant data

Please mark v by your answer in the space provided

JOB DESCRIPTION: Question 1to 4

1. What best describes the type of organization/enterprise you work for?

O 1) Manufacturing [0 2) Non-profit (religious, arts, social assistance, etc.)
O 3) Service 0 4) Healthcare
0 5) Education [0 6) Other

2. How long have you been in present job?
O 1) 0-1 year O 2) 2-3 years O 3) 4-5 years
0 4) 6-10 years [0 5) More than 10 years

3. In what general range is your salary?
0O 1) Under 500 USD (< 10,000,000VND)

O 2) 501 - 1,000 USD (From 10,000,100- 20,000,000VND)
O 3) 1,001 - 2,000 USD (From 20,000,100- 40,000,000VND)
O 4) 2,001 - 3,000 USD (From 40,000,100- 60,000,000VND)
O 5) 3,001 - 4,000 USD (From 60,000,100- 80,000,000VND)
O 6) 4,001 - 5,000 USD (From 80,000,100- 100,000,000VND)
O 7) Over 5,000 USD (> 100,000,000VND)

4. What are your reasons for staying at current organization? (Possible to choose more
than 1 reason)

O 1) Higher Pay/ Benefits 0 2) Company Stability
[0 3) Better job opportunity

[0 4) Friendly work environment/ friendly co-worker



O 5) Professional manager

O 7) Training program 0 8) Other

ORGANIZATION ASSESSMENT: Question 5to 6

5. Read each of the statements in this instrument and select the response that you
believe best indicates how well these statements describe your answer. Each of the

sections will have 5 point scales:
1 - Strongly disagree
2 - Disagree
3 - Neutral
4 - Agree
5 - Strongly agree

[0 6) Family and personal reasons

o1

Describe yourself in organization: 5
1. | feel good when | cooperate with others.
2. It is important to maintain harmony
within my group.
3. If a coworker were in difficulty, 1 would
help within my means.
4. | prefer to be direct and forthright when
discussing with people.
5. If a coworker gets a prize, |1 would feel
proud.
Describe your attitudes toward 5

organization:

6. My employment in the organization is a

big part of who | am

7. | consider myself an organization person

8. What the organization stands for is

important to me

9. I share the goals and values of the

organization

10. My membership of the organization is

important to me
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11. | feel strong ties with the organization

Future job intentions: 1 2 3 4 5

12. In the last few months, | have seriously

thought about looking for a new job

13. Presently, | am actively searching for
other job

14. I intend to leave the organization in the

near future

6. Below, you will find 7 rectangles. In each rectangle there are 2 circles. One
represents you and the other one the organization you belong to. Choose out the one
that most highly represents the extent to which you identify with your organization.

- 0@]-[O8|-[CB
(@D |- @ |-" @
1@

PARTICIPANT DATA: Question 7 to 10

7. Gender: O 1) Male O 2) Female
8. What is your current age?

0 1) 20to 29 0 2) 30 to 39

O 3)40to 49 O 4) 50 to 59

9. What is your current marital status?
O 1) Single O 2) Married O 3) Divorced
[0 4) Separated 0 5) Widowed



10. What is the highest degree or level of education you have completed?
[0 1) Under bachelor's degree

O 2) Bachelor's degree

O 3) Higher than bachelor's degree

53
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Appendix B: Survey Questions (Vietnamese)

Kinh thua anh (chi),

Xin chan thanh cam on anh (chi) di danh thoi gian dé tra 10i bang cau hoi
dudi day. Bang cau hoi nam trong du &n nghién ciru cta chuong trinh Thac ST Quan
Tri kinh doanh, hé théng Quéc Té tai Pai Hoc Bangkok- Thailand. Khao sat duoc
thuc hién véi muc dich tim ra méi lién hé giita Cha nghia tap thé va Y dinh roi bo
doanh nghiép, théng qua vai trd trung gian caa Té chic nhan dang.

Bang cau hoi dugc chia thanh ba phan. Phan dau tién chira cac cau hoi lién
quan dén mo ta nghé nghiép va kinh nghiém lam viéc ca nhan. Phan thir hai chira cac
cau hoi lién quan dén danh gia cta ca nhan d6i vai to chirc va cac y dinh cong viéc
trong tuong lai. Cau tra lo1 phan anh suy nghi ca nhan, khong c6 sy mac dinh ding
hoac sai. Phan cudi cling chira cac cau héi lién quan dén thong tin ca nhan. Nghién
cliu & béo cao céc thong tin dudi dang dit liéu tong hop, khong dung dé danh gia &
mirc d6 c& nhan. Ban cd thé yén tam thdng tin ban cung cap s& duoc bao mat.

Dé x4c nhan viéc anh (chi) dong y tham gia vao nghién ctu, viéc ky tén vao
gidy chiing nhan dudi day 1a can thiét dé thé hién rang anh (chi) hiéu duoc ban chit
cua viéc thuc hién nghién ciu va chap nhan hop tac. Néu anh (chi) c6 bat ky thiac mac
lién quan dén nghién cttu ndy, anh (chi) c6 thé lién hé véi toi qua dién thoai hoic e-
mail ma tdi cung cap dudi day.

Cam on sy hop tac cua anh (chi).

Tran trong,

Phan Thy Nhan - Diéu tra vién
Tel. (66) 874 29 6064, (+84) 906 340 108
E-mail: phan.thy.nhan @ gmail.com
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Sy chip thuan caa ngudi tham gia khao sat:

T6i xac nhan rang to6i da duoc thdng b4o vé ban chat va muc dich cua nghién
cau, va sy tham gia cua toi la tinh nguyén.

T6i hiéu rang tdi co quyén loi dugc rut lai sy tham gia bat ¢t Iic nao téi muén
ma khdng can néu ly do hay chiu bét ki thiét hai nao.

T6i dong y rang di liéu nghién ctu thu thap duoc tir két qua nghién ctu co thé
duogc cong bd dudi dang di lidu tong hop, véi didu kién khéng tiét 16 danh tinh ca
nhan cua toi.

T6i da dugc dam bao boi diéu tra vién rang thdng tin ma téi cung cap sé duoc
an danh va gitr bi mat.

T6i xac nhan do tudi téi tham gia nghién ciru 1 trén 18 tudi.

Ngudoi tham gia khao sat
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Chu dé nghién ctu  : Chu nghia tap thé va Y dinh roi bo doanh nghiép, vai tro
trung gian caa T6 chirc nhan dang.
Linh vuc nghién cau : Quan tri nhan su
M0 ta : Khao sat mi quan hé giira 3 bién: Chu nghia tap thé, xac
dinh t6 chirc va Y dinh roi bo doanh nghiép.
Khao sat nay duoc chia thanh 3 phan: 1 - M ta cong viéc; 2
- Panh gia t6 chtrc; 3 — Thong tin c& nhan

Vui long danh dau v vao 6 tréng cho cau tra 15i caa ban
MO TA CONG VIEC: Cau 1 dén 4
1. T6 chirc anh (chi) dang lam viéc thugc loai hinh kinh doanh nao?
[0 1) San xuat
O 2) T6 chuc phi lgi nhuan (tdn gi4o, nghé thuat, hd trg xa hoi, vv)
O 3) Dich vy O 4) Y té
0 5) Gido duc O 6) Lua chon khéac

2. Anh (chi) da lam cong viéc hién tai dugc bao lau?
O 1) 0-1 nam O 2) 2-3 nam O 3) 4-5 nam
O 4) 6-10 nam [0 5) Nhiéu hon 10 nim

3. Muc thu nhap trung binh hang thang cua anh (chi) la bao nhiéu?
O 1) Duéi 500 USD (< 10,000,000VND)
0 2) 501 - 1,000 USD (T 10,000,100- 20,000,000VND)
0 3) 1,001 - 2,000 USD (T 20,000,100- 40,000,000VND)
O 4) 2,001 - 3,000 USD (T 40,000,100- 60,000,000VND)
O 5) 3,001 - 4,000 USD (T 60,000,100- 80,000,000VND)
O 6) 4,001 - 5,000 USD (T 80,000,100- 100,000,000VND)
0 7) Trén 5,000 USD (> 100,000,000VND)

4. Ly do anh (chi) duy tri 1am viéc tai t6 chirc hién tai? (C6 thé chon nhiéu hon 1 1y
do)

O 1) Ché d6 tra luong va tién thudng

[0 2) Coéng ty kinh doanh 6n dinh
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O 3) Co hoi thang tién

O 4) Mai truong lam viée/ dong nghiép than thién

O 5) Quan ly chuyén nghiép 0 6) Ly do gia dinh/ ca nhan
O 7) Chwong trinh huan luyén [0 8) Lya chon khéc

PANH GIA TO CHUC: Cau 5 dén 6

5. Poc céc cau hoi bén dudi va chon cau tra 1oi thich hop nhat tuong tng véi suy nghi
cua anh (chi). Cau tra 15i 1a sy danh gia trén thang diém 5 muc do:

1 - Rat khong dong y

2 - Khong dong y

3-Trung lap

4-Pdngy

5 - Hoan toan dong y

M@ ta ca nhan anh (chi) trong té chirc 1 2 3 4 5

1. T6i thich hgp tac véi moi nguoi.

2. Duy tri sy hai hoa trong nhom 1a diéu

quan trong.

3. Néu dong nghiép gap kho khan, toi san

sang giup dd theo kha nang ctia minh.

4. Tdi thich truc tiép va thang than thao

luan véi moi nguoi.

5. Néu dong nghiép duoc tuyén duong
khen thudng, t6i s€ tu hao cho ho.

M0 ta suy nghi/ thai do caa anh (chi) doi
véi to charc

6. COng viéc cua toi trong to chic la sy

giai thich tot nhat cho "toi 12 ai".

7. T6i xem minh 12 mot phan cua to chic.

8. Pdi véi t6i, nhitng thanh cong cua to

chtrc dugc cho la quan trong.

9. T6i chia sé cac muc tiéu c& nhan véi to

chuec.
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10. Bdi véi t6i, mdi quan hé véi t6 chuc 1a

rat quan trong

11. T6i cam thay mdi lién hé chit ché véi

t chuc.

Duw dinh cdng viéc trong twong lai 1

12. Trong vai thang vira qua, toi da co suy
nghi nghiém tac vé viéc tim kiém mot cong

Viéc mai

13. Hién nay, t6i dang tich cyc tim kiém

cbng viéc khac.

14. T6i ¢6 ¥ dinh roi khoi to chuc trong

tuong lai gan.

6. Duéi day 1a 7 hinh chit nhat. Trong mdi hinh ¢ 2 vong tron - mét vong tron dai
dién cho c& nhan anh (chi), vong tron con lai dai dién cho t6 chic ma anh (chi) dang
lam viéc. Chon ra 1 cau tra loi thich hop nhat dé miéu ta mic d6 ma anh (chi) gan két

VGi t chire.

1/

| O®-[O®

a»

' (@ |- (@

@

&

THONG TIN CA NHAN: Cau 7 dén 10
7. Gigitinh: O 1) Nam O 2) Nix

8. Do tudi hién tai caa anh (chi)?
O 1) 20-29 tudi O 2) 30-39 tudi




O 3) 40-49 tudi [ 4) 50-59 tudi
9. Tinh trang hén nhan hién tai cua anh (chi)?
O 1) Boc than O 2) Két hon [0 3) Ly hon
O 4) Ly than [0 5) Goa
10. Trinh d6 hoc van cao nhit dén thoi diém hién tai?
O 1) Dudi Bai hoc/ Cir nhéan
O 2) bai hoc/ Cur nhan
0 3) Cao hon Dai hoc/ Cir nhan
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