Cover Page

The handle http://hdl.handle.net/1887/65633 holds various files of this Leiden University
dissertation.

Author: Tran, T.T.Q.

Title: Cultural differences in Vietnam : differences in work-related values between
Western and Vietnamese culture and cultural awareness at higher education
Issue Date: 2018-09-19


https://openaccess.leidenuniv.nl/handle/1887/1
http://hdl.handle.net/1887/65633
https://openaccess.leidenuniv.nl/handle/1887/1�

CHAPTER 2

An exploration study into differences in
work-related attitudes between Western employers
and Vietnamese employees in foreign subsidiaries

and joint-ventures in Vietnam
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(2017). Cultural distance in the workplace: Diffeces in work-related attitudes between Vietnamese
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Abstract

In this globalized and internationalized world,ei@ultural communication at workplaces is a topic
often examined. This study aimed to shed light lom ¢ultural differences in work-related values
between Western and Viethamese professionals itmafie In total, 94 Western and Vietnamese
companies in two areas in the South of Vietnami@pated. Questionnaires were completed by 763
Vietnamese employees, 43 Vietnamese employers/raeamnd 33 Western employers/managers.
The findings from the questionnaire data indicatg there are substantial differences in work-eglat
attitudes between Western employers and Viethareeggoyees that are related to both cultural
differences and position in a comparfense of timend face-concernare the two prominent
differences between Western and Vietnamese professi Implications are discussed for further
training of Vietnamese prospective graduates sa thay can work effectively with Western
employers/managers in the future.
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2.1 Introduction

As a result of globalization, many foreign subsgigis and joint-ventures are mushrooming in East
Asia, where expatriates from Western nations awdlIstaff work and interact together on a daily
basis (Brew & Cairns, 2004). Since the two parties from two divergent cultures, conflicts and
misunderstandings at the workplace are inevitablés can make it difficult for both parties to
complete their tasks and work productively. In sacdetting, cultural distance has been undersmod t
be the key reason for conflicts and misunderstaysdiiBrew & Cairns, 2004; Froese & Peltokorpi,
2011; Hofstede, 2001; Peltokorpi, 2008; Redmond020Cultural distance can be defined as the
degree of dissimilarity between two cultures. Tharendissimilar the cultures are, the harder ibis f
interlocutors to adjust. Peltokorpi (2008) arguédttliving in a culturally similar country is less
stressful than living in a culturally distant cognsince similarities help to predict and explaimsh
national behavior. She also discussed the negatiuence of cultural distance on interaction inrlwo
settings. Cultural distance creates challenges camdmunication barriers for both employees and
employers. In addition, cultural distance in commation and management style can negatively
affect the organization’s workforce productivity. igder education programs could prepare
Vietnamese students to work in this internationakkwvsituation. However, we do not know much
about cultural distance and its effects in the Maetese setting. The current study was aimed at
providing greater insight into differences betwesnployers and employees from different cultural
backgrounds in organizations in Vietnam.

2.2 Theoretical background
2.2.1 The Vietnamese workplace context

The economies in Southeast Asia, including Vietnhave recently witnessed a transitional
development. After the economic reform “Doi Moi” svamplemented in 1986, the Vietnamese
government activated the country’s economic adtisitby reorganizing state-owned enterprises,
encouraging private businesses, and attractinggfoirect investment (Weng, 2015). Because of the
need to transform but still dominated by Confud@gology, the Vietnamese economy has been in a
mixed landscape, undergoing dramatic changes andgéng within the old and novel typologies
simultaneously. This transformation brought in inggional managers, since the current personnel
were not adequately qualified to keep pace withnine trend (Weng, 2015). Local managers lacked
the management knowledge to cope with the humatecklissues arising in a market economy (Le,
Rowley, Truong & Warner, 2007). McDaniel, Schernmerh & Huynh (1999) suggested that the
managerial competencies of those local managers bausipgraded to align with world levels of
Human Resource Management in order to survivediemnomic competition. Moreover, following
the influx of foreign companies into the countiye tcall for more industry-ready graduates has been
taken into account by many policy makers. Stillatg of the companies apparently found it difficult
to find local employees that match their needs” 1If@/e2015, p. 82). Graduate employability has
become a topic of both concern and debate amonbgehigducation institutions, employers,
enterprises, students and their families (Tran220lhe main mission of higher education institnsio
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is training and producing an educated labor foroe the industry. However, in Vietnamese
universities, this mission is difficult to reachcaase of the lack of connections between university
research institutions and the internal industryisEiosence of collaboration hinders preparing stisde
with the necessary skills and knowledge requiredhieycontemporary labor market. Moreover, since
Vietnamese culture bears similar traits to Chinamiany aspects such as high collectivism, large
power distance, high uncertainty avoidance, masityliand long-term orientation (Vuong, 2002).
Although recently there have been studies indigatirat Vietnamese professionals have shown their
attitudes towards individualism, which means thapkyees direct more to individual achievement
and the high power distance dimension is not as aggit was 10 years ago thanks to the trend hieat t
younger generations are becoming more individueléstd independent, lots of studies noted certain
attributes of Vietnamese workers such as indiresstme their communication with others, respect for
hierarchy, lack of work orientation and adherencetimeline and lack of language ability to
communicate effectively with foreign workers (LepWey, Truong & Warner, 2007; Tran, 2012;
Pham, 2014; Weng, 2015). Accordingly, the educatieystem have difficulties to address Western
norms on, for example, trainees’ communicationlskieamwork skills and other interpersonal skills.
To prepare future workers better, teaching andniegr about interpersonal and cross-cultural
communication skills should be done in both eniegsrand higher education institutions.

2.2.2 Cultural distance in work-related values betwen Western and Viethamese culture

In general, belief systems are crucial to the stfdintercultural communication because they entalil
the core of our thoughts and actions (Qingxue, R0D8this study, the four cultural dimensions
reflecting the differences in belief system betw&éetnamese and Western cultusznse of time
power distancelow versus high cultural context orientatiamdwork-relatedvalue orientationsare
selected as the basics for the questionnaire itamargtion because of the following reasdfisst, we
aimed to examine the gap in preferences and exmrabetween Western employers and
Vietnamese employees; Vietnamese employers andogegd; Western and Viethamese employers
and Vietnamese employees working in Vietnamese aoiep and Viethamese employees working in
Western companies. Previous studies in Vietham, (831i2; Pham, 2012; Thang, Rowley, Quang &
Warner, 2007; Tran, 2013; Truong & Nguyen, 2002)ehaist touched one or two cultural dimensions
and they have not focused much wark-relatedvalue orientationsyet. Second we endeavored to
tackle what cultural dimensions causing the mostblems to professionals from two different
cultures and according to many other studies (lddést 2001; Pham, 2014; He & Liu, 2010, etc.),
sense of timegpower distanceandlow versus high cultural context orientatiame three significant
differences between Vietnamese and Western culie¢gnam is strongly imprinted by Confucianism
which was the last dimension Hofstede added towuwosk for Eastern countries. In Hofstede’'s
framework, Vietnam scored high on long term origata(perception of time) (80) which indicated
that in this dimension, Vietham was proved to beaty distant from other Western countries (The
United States: 29; The United Kingdom: 25; The Kddnds: 44; Sweden: 33; Germany: 31; New
Zealand: 30; etc.). In addition, previous studigk, (1993; Bochner & Hesketh, 1994; Podrug, 2011)
adoptedpower distanceandlow versus high cultural context orientatida determineparticipants’
decision-making styleand relationship with superiorsn other contexts different from South East
Asia. In this study, we chose the same values twuiah examination in the context of Vietnam.
However, when we conducted factor analyses forgiestionnaire items with these four cultural
dimensions as four scales, these four cultural diioms became 7 dimensions afterwards (see method
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section). In the following sections, elaboratiomsl alefinitions of the four main basic dimensions
together with their sub-dimensions are presented.

1. Sense of time

“Sense of tinfas the way people feel, experience and evaluate {Venter, 2006). Different culture
has different perspective towards time, punctualitg pace of life and those concepts are manifested
in their manners and attitudes. Many researchers banceptualized the distance in time perception
between Western and Eastern culture which affecfegsionals’ manners, decisions and expectations
in a cross cultural workplace. Wang, Wang, Ruon&d@ewski (2007) and Brew & Cairns (2004)
contended that time orientation in Confucian celuirke Chinese and other Eastern countries tends t
be more past-oriented than present and futuretedehis means that people in those cultures are
inclined towards tradition and time is considered¢ flexible and repeatable and is used to achieve
ultimate human reward. This perspective notifisharp contrast with Western culture, which focuses
on efficiency and, thus, time is carefully desigmhin order to achieve personal and organizational
goals (Arman & Adair, 2012; Kathryn, 2006; Kawa12; Kvassov, 2003; Smith & Pham, 1996).
This dimension has also been divided into two dintrensions (thanks to factor analysis):
being on time in a direct wagndbeing on time with a condition
a) Being on time in a direct wayhe items aimed to measure the extent to whicpl@yers
and employees evaluate the degree of punctualdgily work situations.
b) Being on time with a conditioithe items also aimed to measure the extent oftpatity
the employers and employees evaluate in daily vwaitkations, but with a condition
added.

2. Power distance

The concept of “power distance” is defined as tkterg of human inequality among individuals of the
society and how people cope with it. Equivalenfigwer distance can be interpreted as a cultural
dimension illustrating the degree to which individkifeel comfortable with an unequal distributidn o
power and how much of an equal distribution thegeex and find acceptable (Bochner & Hesketh,
1994; Hofstede, 2001; Merkin, 2006)

In Hofstede’s survey results, Vietnam earned tdweesof 70 which indicates that Vietnam is a
high power distance society in which people “aceepierarchical order”; thus people are aware of
their positions in that hierarchy and needs nohfmtustification. On the contrary, most of the
countries in Western cultures are regarded as gwoater distance societies because in Hofstede’s
survey results (1984), they performed the low sargpower distance, for instance, Australia (36),
Newzealand (22), America (40), United Kingdom (38%ermany (35), The Netherlands (38),
Switzerland (34), Belgium (65), Norway (31), Swed@&i), Denmark (18), etc. In those cultures,
egalitarianism is significantly valued and suboadés have a say in important matters; thus
“hierarchy is considered an arrangement of conveie(Hofstede, 2001).

Similarly, this value has been split into two ditrensions:taking part in management’s
decision making@itndopen relationship with higher manageméhtanks to factor analysis).
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a) Taking part in management’s decision making:

Employee involvement in work-related decisions basn proved to be positively associated with
labor productivity. However, cultural values, pautarly power distance might highly influence the
degree of employee involvement in work-related sleais (Le, Rowley, Truong & Warner, 2007).
Accordingly, this might complicate the direct feadk between Western higher managers and
Vietnamese employees as they own two opposite viewdecision-making process (Bjorkman & Lu,
1999). In Vietnamese culture, most people highleyhtve” identity and employees might rarely speak
out their own voice in the process of higher manag@’ decision-making even if they are requested
to do so (Le, Rowley, Truong & Warner, 2007; Qingx2013; Wang, Wang, Ruona & Rojewski,
2007). In contrast, Western individualistic cult@ecentuates an individual's thoughts and opinions,
initiative and achievement and individual decisioaking (Wang, Wang, Ruona & Rojewski, 2007)

b)  Open relationship with higher managers

This value is directed by the degree of power distathe employees perceive towards their higher
managers. The more power from the employers thdogiegs discern, the more distance they make.
According to Diem (2013), Hieu (2013), Liu & He @@ and Wang (2009), in low power distance
countries, the distribution of authority is exeedsand the emotional distance between employers and
employees is quite small. However, in high powstatice country like Vietham, a great distance in
relationship between employers and employees guémetly acknowledged. Accordingly, countries
with higher power distance scores would demonstraiee formal employer-employee relationships
than compared to lower power distance countriesl{Ber & Hesketh, 1994; Sagie & Aycan, 2003).

3. Low versus high context cultural orientation

a) High-context society

In order to define a high-context society, it igalito define a high-context communication or
message. A high-context communication is charasdras a message with very little coded, explicit
or transmitted part of the message. The messagedtmn usually lie in either the physical context

is internalized in the person. For this reason,eople in high-context societies are in inteadj
they crack messages by using the interactants’srgbysical, sociorelational and perceptual
environment. Despite the fact that “words and sesds may be collapsed and shortened”,
conversations are still going on and interlocutamain well-informed. Furthermore, in this culture,
the frequency of silence and non-verbal behavisesius significantly high if the social status loé t
speakers is taken into consideration (Sanchez-Bumarak, 2005; Sage, 2005; Shoji, Nevgi & Tella,
2012).

b) Low-context society

Pertaining a different perspective, messages afwdniation in low-context cultures are explicitly
coded or we can call “elaborated codes”. Peopleilyer@ly on “verbal code system” for creating and
interpreting meaning. Although those interlocutoas recognize non-verbal context, they favor and
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tend to focus more on the verbal context. Becafishese features, communicants in those societies
feel a need to talk and uncomfortable with silencenon-verbal communication (Sanchez-Burks &
Barak, 2005; Sage, 2005; Shoji, Nevgi & Tella, 2012

According to Hall (2000), many collectivistic culas have high-context tendencies including
China, Japan, North and South Korea, Vietnam, aadynArab and African cultures while many
individualistic cultures constitute low-context temcies, comprising of Switzerland, Germany,
Scandinavia, Australia, Newzealand, the NetherlaB#dgium, the United States, France and the
United Kingdom, etc. When people in the high-cohtaitures are in interactions with nationals from
the low-context cultures, they communicate difftiyerand vagueness usually happens; thus this
predisposes people to communication breakdowns.

In this study, low versus high-context culturalemiation was addressed in termsfade-
concernwhich is one’s consideration and threat of losthgir face in either personal or social
circumstances.

c) Face-concern

Jariya (2012) and Pham (2014) defined “face-saviag"people’s realization of face protection to
prevent social disapproval or criticism not onlytbemselves but also the community they belong to.
Scholars have consistently pointed out that confmrface is of utmost importance in most Eastern
cultures (Kim & Nam, 1998). This means that greapkasis is placed on reaching a consensus within
organizations in order to save mutual face and taeinharmony. Because of this, the Eastern
Vietnamese employees tend to beat around the bheh w comes to negative issues. The listeners
always have to read between the lines what themneahing is (Bjorkman & Lu, 1999). In contrast,
face concern in Western culture implies the indigis want to be approved of and the individual's
want to be free from imposition (Pham, 2014). lotfan Vietnamese culture, face is determined by
hierarchical social status and harmonious relatigngith other people whereas in Western culture,
face is determined by the individual’'s internalribtites such as competence. Accordingly, the
Vietnamese employees tend to use more indirect aorwation in social context for the sake of face
concern which might cause a lot of ambiguity andunderstandings to Western professionals.

4. Work-related values

In this study, work-related values are addressetivim sub-dimensionsaccountability and work-
performance versus autocratic orientatigrhich are the two prominent different characterssto
measure individuals’ work effectiveness betweennédmese and Western cultures (Gelfand, Lim &
Raver, 2005; Mai & Hoang, 2015; Le, Rowley, TrudyVarner, 2007).

a) Accountability

Gelfand, Lim & Raver (2004) defined accountabilag “the perception of being answerable for
actions or decisions, in accordance with interpeakocial, and structural contingencies, all bfcl
are embedded in particular sociocultural conte¢@slfand, Lim & Raver, 2004, p. 137). This concept
emphasized the characteristic of cultural spetjfith which individuals in different cultures are
educated to understand the unique expectations cobuatability. In individualistic culture,
accountability normally rests with specific indivials, both for individual and organizational
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successes or failures, whereas in collectivistituog, individuals are usually not hold accountdile
the group’s successes or failures. The Vietnamesiire bears this specific trait of collective
responsibility in which people identifying themsetvas part of a specific group, team or unit and
individual accountability is not clearly defined jB<man & Lu, 1999; Le, Rowley, Truong &
Warner, 2007).

b) Work-performance versus autocratic orientation

Being influenced by Confucianism, autocratic leatlgr is commonly seen in Vietnamese
organizational culture (Hoang, 2015; Le, Rowleyydrrig & Warner, 2007). In this kind of leadership,
the management usually generate strong dominarneetiogir employees and govern all the actions
and decisions in their offices. In addition, comigation with employees is formal and written forms
are fundamentally prioritized.

In contrast, work-performance orientation leadgrshcilitates employees’ advancement, idea
generation, creativity and innovativeness. Workqrenance orientation can be defined as “the degree
to which a collective encourages and rewards gnognbers for performance improvement and
excellence” (House, 2001). In Western culture amdividualistic culture, autonomy and individual
initiative are encouraged and the employees hagatgr chances to take their own actions in their
workplace context (Bochner & Hesketh, 1994; Le, RgywTruong & Warner, 2007; Weng, 2015).

2.2.3 Aim of the current study

The current study aimed at providing insights idifferences between employers and employees from
different cultural backgrounds. More specificaltiifferences between employees and employers of
Vietnamese and Western companies were examineatrirs tof their work-related values. We aimed
to answer the following questions:
. To what extent do Viethamese employees and Westepioyers differ with respect to
their work-related values?
We also generated the following three researchtigussto investigate how the other groups differed
from the first two groups in order to grasp the ptate picture of the divergence between the two
cultures in the Vietnamese workplace context.
. To what extent do Vietnamese and Western emplaoyiffier with respect to their work-
related values?
. To what extent do Vietnamese employers and empsog#féer with respect to attitudes
towards work-related values?
. To what extent do Vietnamese employees working iesi&n companies and in
Vietnamese companies differ with respect to atésutbwards work-related values?

2.3 Methods
2.3.1 Participants

In total, 94 Western and Vietnamese companies maweas in the South of Vietnam (Ho Chi Minh
City and the Mekong Delta) participated. We seaddioe the companies’ information on the Internet,
using reports on the Global Trade in Customer Lagguwebsite (http://eu.ecizi.com). We also
searched for companies using the researchers’ ridwW@/e collected the companies’ information;
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then we sent emails, phoned or visited the companiperson to ask for their permission to carrly ou
our research at those companies. We visited 12®aoms, and 94 of them agreed to participate. Of
these 94 companies, 47 were foreign subsidiaridgant-ventures and 47 were Vietnamese private
and state companies. In the 47 foreign companigshiGher managers (all Westerners including
Americans, Australians, New Zealanders, and Eumgjeaand 360 Vietnamese employees
participated. In the 47 Viethnamese companies, 48ndmese higher managers and 403 Vietnamese
employees participated. We provide background mé&tion on the participants in Table 2.1.

2.3.2 Data collection
Development of the questionnaire

Data were collected using a questionnaire with isgpaversions for the employers and the employees
(see Appendix 1). The items of the questionnairesewbased on the literature on cultural distance
between Western and Vietnamese culture and aimedeasuring professionals’ attitudes towards
work-related values. Both questionnaires wereddidiinto two parts: the “preference” part and the
“importance” part. The “preference” part asked plagticipants to indicate their preferences regaydin
the items while the “importance” part asked thdipgants to indicate how important the items were.
We had the preference and importance part becaeisgonld like to make a distinction between (1)
what the employers expect from their employees \d@oe versa and (2) how important the issues
(policies in the company) are for both the empleyand employees. By doing this way, we can
examine whether there are clashes in their ideagrntain values in both their expectations from the
counterpart's actions (preference) and their thtaighbout some policies in the companies
(importance). The five-point Slider scale was usedboth parts of the questionnaire. Both
guestionnaires were designed in English and tremslated into Viethamese. We employed a back
translation to ensure the validity of the transiatiThe questionnaire was piloted with one foreigd

one Vietnamese company. During the piloting ph#se,questionnaires’ scales were modified from
Slider scales to Likert scales because the Vietsamarticipants were hesitant to answer using scale
points without wording. The employees’ questionmdiad 59 items and the employers’ 61 items. All
items were scored on five-point Likert-type scahath the equivalent to “1 = not at all”, “2 = not
really”, “3 = somewhat”, “4 = quite a lot”, "5 =ary much”.

Procedure

One of the researchers visited each company inopets deliver the paper questionnaires and
elaborate on the instructions for the questionsai8ome companies completed the questionnaires
with the researcher’s instructions; others, dudirtte constraints, used an instructional guideline
distributed to the companies’ secretaries, receEi®, or personnel department’s secretaries tihvelo
guestionnaires. However, all those agents recaigesful instructions for questionnaire responsefro
the visiting researcher. Statements of participaniplied consent were included in the instrument.
Vietnamese employers and employees received a afietse version of the questionnaire, whereas
Western employers were administered with an Engléshkion.
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Table 2.1
Participants

Viethamese companies Western companies
Background Information Employees Employers Employees = Employers

1. Age
<18 0 0 0 0
18-29 158 8 125 3
30-39 127 25 119 17
40-49 22 8 17 13
50 or older 4 2 1 0
2. Sex
Male 95 19 77 30
Female 216 23 183 3
3. Job status
CEO 3 9
Deputy CEO 0 4
Senior manager 6 4
Middle manager 3 8
First-line manager 17 6
Supervisor 14 1
4. Years of working in Vietnam
1-2 years 35 1 23 4
3-5 years 91 0 73 13
More than 5 years 71 11 55 10
10 years 28 4 46 2
More than 10 years 69 21 61 4
More than 20 years 17 6 5 0
5. Years of working with Non-Vietnamese
1-2 years 88 86
3-5 years 64 80
More than 5 years 28 71
10 years 2 8
More than 10 years 9 9
More than 20 years 2 1
6. Highest degree
Elementary 0 0 0 0
Secondary 1 0 0 0
High school 5 0 0 0
Vocational 10 0 17 0
College/University 273 35 228 26
Other 22 8 15 7
7. How large is the organization?
Micro (<10 employees) 5 1
Small (<50 employees) 9 14
Medium-sized (<250 employees) 13 11
Large (>250 employees) 11 6
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Professionals’ work-related values

The questionnaire items meant to measure the eenglognd employees’ work-related values. In
order to explore underlying dimensions, we perfatnan exploratory factor analysis on the
employees’ questionnaire data (using Principle aomept analysis and Varimax rotation) separately
on the preference and importance part of the cquesdire. We decided for four factors for the
preference part, based on the elbow criterion, aplg 48% of the variance between employees.
Items with factor loadings >.4 on one factor ardl @h the other factors were included; all othange
were excluded.

Table 2.2
Two example items for seven factors

Example items

Measures , . .
Employees’ questionnaire

Employers’ questionnaire

1. Being ontime in a 32. Being late for meetings at work. 1. | expeet timy employees

direct way keep a deadline to finish their
assigned work.
2. Being on time with a 40. Asking for a deadline extension 4. | allow my employees to leave

condition if | have good reasons the office earlier than the
appointed time if they have good
reasons.
3. Taking partin 4. Being consulted before the 12. | expect of employees that

they take part in the decision-
making process of higher
management

decision-making employers/higher managers’

decisions are made.

9. | expect that my employees
talk freely to employers/higher
managers

4. Open relationship with
employers

13. Talking freely to higher
managers

5. Accountability 31. Being kept responsible for the 8. | expect that my employees do
quality of the work that | produce  assigned tasks out of their job
functions if necessary.
6. Face concern 23. Withdrawing my point of view  35. | expect that my employees

instead of encountering my
employers/higher managers.

withdraw their point of view
instead of encountering with their
employers/higher managers.

7. Work performance

versus autocratic
orientation

Promotion on the basis of my actual contributideni 51 for employees’
guestionnaire and 53 for employers’ questionnaire)

Adequate time to explore and develop new ideas (&8 for employees’
questionnaire and 57 for employers’ questionnaire

(The items for this dimension are the same foethployees’ and

employers’ questionnaire)

We repeated this analysis procedure for the iteitheoimportance part of the questionnaire, which
resulted in one underlying factor, explaining 52,8Pthe total variance. We then performed reliapili
analyses on these five factors and subdivided $kase of tinfefactor into two sub-factors named
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“being on time in a direct wayand “being on time with a conditiénSimilarly, the ‘power distance
factor was split into two sub-factors labelldgdking part in decision-makirigand “open relationship
with higher managefs This procedure resulted in seven factors (inl&ab2, we included two
example items for each factor). In this way, we Fad reliable scales faense of timandpower
distancerespectively:

1) Being on time in a direct wagfers to the extent to which employers and eng#eyevaluate
the degree of punctuality in daily work situations.

2) Being on time with a conditionlso denotes the extent of punctuality the employers and
employees evaluate in daily work situations, buhwi condition added.

3) Taking part in decision-makingefers to the extent to which decision-making lesta higher
managers and employees in daily work situatiosfigsed.

4) Open relationship with higher manageefers to the degree of intimacy or closenessityd
communication in the workplace between employedseanployees.

5) Face concerrrefers to the extent to which employees save tlaeie in order to keep their
own and others’ prestige in daily work situations.

6) Accountabilityrefers to the extent to which self-accountabilitythieir daily work situations is
performed by the employees and employers evaluatg® eontrol their employees’
accountability in these situations.

7) Autocratic versus work-performance orientati@fers to the extent to which how employees’
work-performance is controlled and evaluated byr thigher managers.

Table 2.3
Summary of the Questionnaire

Number of Items Cronbach Alpha

Employees’ Employers’  Vietnamese Western Vietnamese

Measures . ) . .
questionnaire  questionnaire employees employers employers

1. Being on time in

. 4 4 .68 .65 .83
a direct way
2. Being on time 3 3 79 81 80
with a condition
3. Taking part in 5 86 63 74
decision-making
4. Open
relationship  with 9 8 .85 .60 .834
employers
5. Accountability 4 4 .69 .61 .80
6. Face concern 4 3 .75 a7 .86
7. Work
performance 9 85 67 848
versus autocratic
orientation

28



After establishing the seven factors of work-radatalues for Viethamese employees, we employed
this structure on the employers’ data. In Table @&included for each factor the number of items
and the reliability in terms of Cronbach’s alpha.

2.4 Analysis

In order to answer the research questions, muiléiteaanalyses of variance were performed with two
groups of participants as factor and the seven angleked values as dependent variables.

2.5 Results

In general, correlation between the seven workedlaalues shown in Table 2.4 are low to moderate
as might be expected after factor analyses witlimaas rotation. For employeed,aking part in
decision-makingandOpen relationship with employers/managérs 0.584) Being on time in a direct
way andBeing on time with a conditiofr= 0.412), andpen relationship with employers/managers
andWork-performance orientation vs. autocratic origida (R= 0.402) are positively correlated. For
employers, we found more moderate positive coioglaf which refer to different associations than in
the employee sample.

Table 2.4
Correlations between the seven scales referringdik-related values.

Below the diagonal for employers, above the diabforaemployees (1 8Being on time in a direct
way, 2 =Being on time with a conditior3 = Taking part in decision-makingt = Open relationship
with employers/managerss = Accountability 6 = Face concernand 7 =Work-performance
orientation vs autocratic orientatign

Employees
o
1 2 3 4 5 6 7

1 0.412** | -0.141*** | -0.090* -0.034 0.080* -0.069
2 0.269* -0.256*** | -0.241*** | -0.237** | 0.050 -0.145%**
3 -0.006 0.248* 0.584** | 0.025 0.228*** | (0.321***
4 0.504** | -0.039 0.211 0.144** | 0.266*** | 0.402***
5 0.585*** | -0.007 -0.121 0.511%** -0.207** | 0.014
6 0.422** | 0.656*** | 0.378*** |0.183 0.171 0.197***
7 0.334* -0.10 0.142 0.337** 0.283* 0.155

Employers

*** p = 0.001; ** p= 0.01; *p= 0.05 Bhpioyeesvaries between 742 and 7445:oyers 70.

In Table 2.5, the means and standard deviationspegsented for each of the four groups of
participants on the seven cultural dimensions.
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Table 2.5
The means and standard deviations on the sevauraiufactors

Western companies

Vietnamese companies

Western Viethamese  Vietnamese  Vietnamese
Measures employers employees employers employees
(n=47) (n=47) (n=238) (n=32)
Mean (SD) Mean (SD) Mean (SD) Mean (SD)
1. Being on time in a 459(0.31)  3.50(0.28)  4.30(0.36)  3.55(0.26)
direct way
2. Being on time with a
> 3.48 (0.54) 2.96 (0.28) 2.93 (0.47) 2.99 (0.40)
condition
3. Taking part in
. ) 4.06 (0.28) 3.40 (0.46) 3.93 (0.36) 3.25 (0.46)
decision-making
4. Open relationship
with 4.20 (0.21) 3.74 (0.27) 4.12 (0.29) 3.71 (0.29)
employers/manager
5. Accountability 4.11 (0.43) 3.35(0.30) 4.04 (0.47) 3.37 (0.35)
6. Face concern 3.91 (0.49) 2.99 (0.35) 3.15 (0.49) 2.88 (0.22)
7. Work-performance
orientation versus 4.22(0.29)  3.87(0.32) 4.19(0.35)  3.76 (0.37)
Autocratic
orientation

2.5.1 Western employers and Viethamese employees

From the multivariate analyses of variance, wetbae Western employers showed higher scores on
work-related values (Wilks’A (7,56)= 57.885;  0.001; = 0.879), compared to Vietnamese
employees. The test of between-subjects effectsdtat] that both groups differed significantly dh a
seven work-related values with higher scores foséfm employers oBeing on time in a direct way
(F(1,63)= 212.712;90.001;4#?= 0.774),Being on time with a conditiofF(1,63)= 20.788; ¢ 0.001;

7%= 0.251),Taking part in decision-makin@(1,63)= 44.724;90.001;4%= 0.419),0pen relationship
with employers/managel$(1,63)= 54.647; $ 0.001;»?= 0.468),Accountability (F(1,63)= 72.799;

p< 0.001;%%= 0.540),Face concern(F(1,63)= 70.608; 9 0.001;#*= 0.532) andWork-performance
orientation vs. autocratic orientatiotF(1,63)= 28.087;  0.001;4%*= 0.312). All difference can be
seen a large difference with a proportion of expdi variance of at least 25 (Cohen, 1988). The
largest differences are seen for the work-relatddevofBeing on time in a direct way?= 0.774).

2.5.2 Western and Viethamese employers

From the multivariate analyses of variance, wethat Western employers showed higher scores on
work-related values (Wilks’z (7,62)= 6.657; § 0.001; = 0.429), compared to Vietnamese
employers. The test of between-subjects effectcabed that both groups differed significantly on
three-related values with higher scores for Westmployers orBeing on time in a direct way
(F(1,69)= 12.467;  0.001;4%= 0.155),Being on time with a conditio(F(1,69)= 20.606; % 0.001;

n*= 0.233), andrace concern(F(1,69)= 40.256; 9 0.001;,?= 0.372). All difference can be seen a
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large difference with a proportion of explained imace of at least 26 (Cohen, 1988), although
considerably smaller than with the difference betw/estern employers and Vietnamese employees.
The largest differences are seen for the workedlatlue ofFace concerr{;?= 0.372).

2.5.3 Vietnamese employers and Viethamese emplogee

From the multivariate analyses of variance, wethat Viethamese employers showed higher scores
on work-related values (Wilksl (7,68)= 31.546; $ 0.001; %= 0.763), compared to Vietnamese
employees. The test of between-subjects effectsdtet] that both groups differed significantly @ s
out of the seven work-related values with higheras for Viethamese employers Baing on time in

a direct way(F(1,75)= 110.665; 9 0.001;#?= 0.599), Taking part in decision-makin¢~(1,75)=
60.941;  0.001;#*= 0.452), Open relationship with employers/managéF{1,75)= 37.628; 9
0.001; #%= 0.337),Accountability (F(1,75)= 58.123; 9 0.001;#%*= 0.442),Face concern(F(1,75)=
9.821; p=0.0025%= 0.117) andWork-performance orientation vs. autocratic origida (F(1,75)=
32.241; g 0.001; »°>= 0.305). All difference except one can be seerargel difference with a
proportion of explained variance of at least 25H€g 1988). The largest differences are seen &r th
work-related value oBeing on time in a direct waf;>= 0.599). The smallest, but still significant,
differences can be seen feace concerr{z?= 0.117. moderate). No significant differences werend

for Being on time with a conditioff(1,75)= 0.406; p= 0.526).

2.5.4 Vietnamese employees from Western companiggdaVietnamese companies

From the multivariate analyses of variance, we tbe¢ employees of Western companies showed
higher scores on work-related values (Wilks(7,566)= 3.456; p= 0.00%?= 0.040), compared to
employees of Viethamese companies. The test ofdegtvsubjects effects indicated that both groups
differed significantly on three work-related valuegth higher scores for employees of Western
companies onTaking part in decision-makingF(1,573)= 9.311; $ 0.002; »’>= 0.016), Open
relationship with employers/manage(s(1,573)= 6.784; 9 0.010;»?>= 0.012), andFace concern
(F(1,573)= 14.991; $ 0.001; »?>= 0.026). The test of between-subjects effectscatdid that both
groups differed significantly on one other workateld values with higher scores for employees of
Vietnames companies @eing on time with a conditio(F(1,573)= 4.071; 9 0.044;,?= 0.007). All
difference can be seen a small or negligible diffiee with a largest proportion of explained var&nc
of at least 3 (Cohen, 1988). No significance dédfares were found fdeing on time in a direct way
(F(1,573)= 1.110; p= 0.293Accountability (F(1,573)= 0.197; p= 0.657), antork-performance
orientation vs. autocratic orientatioff(1,573)= 2.699; p=0.101).

2.6 Discussion and conclusion

In this study, cultural differences were examinetineen employees and employers in Western and
Vietnamese companies in Vietnam. The findings slibttmat Western employers exhibited higher
mean scores than Viethamese employees in all seedarelated values. Significant differences were
also found between Vietnamese employers and Vieteanmemployees, with higher scores for
Vietnamese employers in six work-related valuesepkfor the valuebeing on time with a condition
However, these differences between Vietnamese geqd@and Vietnamese employees were smaller
compared with the differences between Western grapoand Vietnamese employees. Additionally,
we found three significant differences between \Wesand Viethamese employeBeing on time in
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a direct way Being on time with a conditioand Face-concern with higher scores for Western
employers. The fact th&eing on time with a conditiotisappared anBace concerris small in the
multivariate analyses of variance between Vietnaneaployers and Viethnamese employees (2.5.3),
compared with the findings from 2.5.1 means thatdhltural differences are the largest in these two
values. In the multivariate analyses of variancetfe Viethamese employees from Western and
Vietnamese companies, we found very small diffeesnisetween the employees from two types of
companies in three work-related valugaking part in decision-makingopen relationship with
employers/managerandface-concernwith higher scores for the Viethamese employeesking in
Western companies. In conclusion, the differencesvéen Western employers and Vietnamese
employees seem to be caused partly by culturalces@d partly by status differences between
employers and employees. We go into more detadviben two cultural dimensionsense of time
(including being on time in a direct waandbeing on time with a conditio@ndface-concernsince

the largest differences between Western employsasvéetnamese employees and between Western
and Vietnamese employers were found in these dimesiswhich indicates that these are two
significant differences between Western and Vieeseprofessionals.

2.6.1 Sense of time

Consistent with pertinent literature, this cultuthinension showed the largest difference between
Western employers and Vietnamese employees andogenpl The findings could be explained in
part bytime perceptiortheory (Arman & Adair, 2012; Kathryn, 2006; KawaQ12; Kvassov, 2003;
Smith & Pham, 1996; Venter, 2006) in which the Wastrs are always skillful in time management
and hold an exact time clock. Their plans and sglesdare clearly set to ensure that they never fall
behind on their deadlines. By contrast, Viethames®essionals following Confucianism are not
always on time and do not stick to exact deadlim@se extension at workplaces is quite common in
Vietnam and people in organizations understandstiuation and feel at ease with the stretching of
time. This explains why they scored quite low ie tjuestionnaire, and it is the reasondense of
time being the most significant distinction between Wesand Vietnamese professionals.

2.6.2 Face concern

Face concern was found to be significantly difféiarthe two groups too (Western employers versus
Vietnamese employees and Western versus Vietnasreptoyers). Among three groups, Western
employers, Viethamese employers and Viethameseoyegs, the Western employers scored the
highest, the Viethamese employees the lowest, hadviethamese employers in the middle (the
higher the score, the less the participants’ canadout face). However, the Viethamese employers’
scores were closer to those of the Viethamese empdd than those of the Western employers’,
which indicated that the Viethamese employers scorech lower than the Western employers. There
might be two reasons for the differences in theseigs. Firstly, title, status, and formality arawe
important in Vietnamese society as indicated irhigh power distance score (Hofstede, 1984, 2001).
In organizations, there is a clear subordinatesopeelationship (Vuong, 2002). When Westerners
hold the position of superiors and Viethnamese gifmals, the post of subordinates, the latter evoul
suppress their points of view in order to behavecetly to senior people. Secondly, in accordance
with previous findings (Pham, 2012, 2014; MerkiQ08), Vietnamese professionals who are
interdependent people and depend on public regognihight withdraw their egos and benefits in
order to save their own as well as others’ faceictBt speaking, in Viethamese culture, face
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maintenance for both sides is more important tiidneaements (Pham, 2014). The conclusion can be
drawn that saving face is significant for Viethamesmployers and employees. However, the
Vietnamese employees working in Western compang®mned higher scores on this value than
those of the Viethamese employees in Viethameseaoias, which revealed that after some time
working with the Western employers/managers, thdsthamese employees somehow adapted and
slightly adjusted their attitudes as Sam & Berr@1@) found that individuals might have large
variations in psychological well-being and socidardl competence in the process of acculturation.

2.7 Limitations

The first limitation is that the Western employe&rko participated in the current study had various
cultural backgrounds and various nationalities. yTheere grouped to make a comparison with
Vietnamese employers and employees possible. Biffecategories of employers might score
differently on the seven factors of work-relatedlies. However, the standard deviations of the score
of the Western participants were similar to thendéad deviations of the scores of the Vietnamese
groups of participants.

The second limitation of this study is the lackaof¥Western employee sample working in the
same companies as the Vietnamese employees. A8dbeern employers both represent people from
different cultures and hold the position of managetn the results might be affected by two
conditions. Consequently, it is difficult to detén@ whether the differences were due to cultural
distance or position distance. Therefore, we tediffdrences for both pairs of participants (Wester
employers versus Vietnamese employees and Vietapraployers versus Viethamese employees).
However, in the future, when there are more Westeriworking as employees in Vietnam, this
research can be validated by comparing employeesthese two cultures in the same companies.

2.8 Implications

Based on the findings, we formulate four implicatidor work-related interaction between Western
employers and Viethamese employees.

First, in Vietnamese culture, face loss is congidea vulnerable situation which might cause
an emotional barrier between two parties, Westempleyers and Vietnamese employees.
Accordingly, it is suggested that both direct andiriect facework strategies should be exercised
simultaneously in order “to lessen the blow of tliect communication that needs to be used to get
points across” (Merkin, 2006, p.155). This mearst th order to coax the employees’ appreciation,
the Western employers might play the role of botjueetly powerful but considerate boss. Then, the
Vietnamese employees might feel more at ease taceethe distance, talk openly and voice their
opinions to the higher managers.

Second, since the concept of time is quite streltcime Vietnam, the Westerners must
understand that the Vietnamese employees taketdirde their work because they desire to do it in a
rigorous and effective way. Hence, strict meastoediscipline employees’ time and deadlines at
workplaces such as finger sensor scanning for tionewer salary reduction might lead to adverse
effects. The employees might be on time and sticthé deadlines. Yet, they might be annoyed and
try to avoid the punishment by completing the taskthout fully devoting their energy to the
company’s benefits, with as a result that the ¢y alf their work might be affected. Thus, both side
should moderate their time management in ordecd¢oraplish a deal satisfying the company’s needs.
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Third, the condition provided in “being on time i condition” factor might shorten both
the cultural and position distance. It might be isalble that employers examine the reasons for
lateness of their employees in order to improveuautinderstanding. Additionally, the employees
might be more explicit about why tardiness occuwrgthat the employers discern their employees’
difficulties in order to draw out effective soluti®. In many cases, the communication might be much
improved when the reasons are worked out.

Fourth, for a better workplace environment, tragnghould be given to both expatriates and
locals so that cultural distance can be undersamoldappreciated (Fabian, Peltokorpi & Kyung, 2012).
Consequently, both parties might be more sympattzetd tolerant to cultural differences to interact
effectively in a multicultural workplace.

2.9 Concluding remarks

In conclusion, the current study was carried outtie purpose of designing training courses faurtit
graduates in Vietnam who are prospective employieeshose foreign subsidiaries and have
interactions on a daily basis with Western emplsyerhe findings provide insight into what
differences are the greatest between the two edtand what future graduates who are going to work
with Western professionals should work on most. fihdings also suggest that solely teaching the
language is not sufficient for effective communigatand the importance of culture instruction along
with language instruction in higher education.
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