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INTRODUCTION



Introduction

BACKGROUND

Culture 1s very important to achieve organizational
SUCCESS

It 1s key ingredient that differentiates successful firms
from the other firms

The major distinguishing feature in companies, the most
powerful factor, and the most important competitive
advantage in gaining success (Cameron and Quinn,

1999).

Many researchers have studied the effect of
organizational culture on organizational effectiveness in
the Western context: organizational culture can
determine the level of effectiveness of an organization
through its and



Introduction

PROBLEM STATEMENT

+

m Due to recent economic growth, there are many obstacles
and uncertainties resulting from the changing
environment (Liu and Zhang, 2003)

m There 1s poor performance and low effectiveness in
construction quality and many problems are being faced
on improvements to organizations (Liu and Zhang, 2003)

m Organizations lack means of assessing their own
characteristics (Maloney and Federle, 1993)



Introduction
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OBJECTIVE

The study concerns examination of the organizational
culture profile of representative contractors in
Bangkok and assessing the relationship between
culture and effectiveness.

- Assess and construct the organizational culture

profile by classifying construction firms into groups.

- Investigate the relationship between cultural
characteristic and organizational effectiveness.

- Make recommendations regarding organizational
culture to assist construction organizations in
1dentifying their culture in order to improve
performance and effectiveness.



Introduction

SCOPE OF STUDY
_|_

m Focus:

Contractors in construction business (building and
general contractors)

m Area:
Located in Bangkok Metropolis

m Target respondents:
1 manager & 2 engineers per company
- Manager who has worked for at least
5 years 1n the particular company
- Engineer with at least 1 year work experience



THE LITERATURE



Literature Review

ORGANIZATIONAL
CULTURE (1)
+

m The definition:;

a pattern of values, beliefs, basic assumptions which are
shared by individuals or groups in an organization and
this pattern produce norms that shape the behavior and
attitude of people within the organization

m The functions of organizational culture:
— Conlflict reduction
— Coordination and control
— Reduction of uncertainty
— Motivation
— Competitive advantage



Literature Review

ORGANIZATIONAL
EFFECTIVENESS (1)

m Organizational effectiveness can be defined as the degree
to which an organization realizes 1ts multiple goals.

m Peter Drucker suggested that effectiveness 1s “doing the
right things (Plante, 1999).



Literature Review

ORGANIZATIONAL
EFFECTIVENESS (2)

‘ Various approaches to measure OE (Plante, 1999):
1. Goal Approach
Identifying an organization’s output goals

2. System-Resource Approach

Obtaining resource inputs and maintaining the
organizational system to be effective.

3. Internal Process Approach

Observing the internal activities of the organization.
4. Stakeholder Approach

Focusing on the stakeholders who define effectiveness
according to his/her own needs and priorities.

5. Competing Values Approach by Quinn
Based on certain values and competencies




Literature Review

OC-OE
LINKAGE FRAMEWORK

Performance and Effectiveness Outcome

The organizational or macro level of outcome effectiveness
Adapted from Liu and Zhang, 2003



Literature Review

COMPETING VALUES
FRAMEWORK - CULTURE

~




RESEARCH
METHODOLOGY



Research Methodology

RESEARCH PROCESS
+




Research Methodology

HYPOTHESES (1)

‘ Based on the objectives, the hypotheses should be tested:

m  There 1s a “Dominant Culture” in Contractor Companies in
Thailand

Analysis Method:
- Construct OC profile (CVF) using average score method

”The highest score : the strongest/most dominant culture”

- Classified into: + Overall
+ Job position
+ Duration of company existence

- Use: t-test and Mann Whitney U-test
Find out the significant mean difference between two groups

Spearman Correlation Coefficient (7)
Find out the significant rank correlation between two groups



Research Methodology

HYPOTHESES (2)
+

m Clan, adhocracy, market, and hierarchy culture profile
has relationship with 7 organizational effectiveness
criteria, which are:

- Employee satisfaction

- Client satisfaction

- Completion time of construction project
- Cost of completing project

« Quality of project

« Productivity

- Profitability

m Organizational culture 1s either an asset or a liability

m Organizational culture 1s fit with criteria of effectiveness



Research Methodology

HYPOTHESES (3)
_|_

Analysis Method:
- Find Coefficient of Correlation

Using Spearman Correlation Coefficient (r)

- Classified into:
+ Overall

+ Job position

- Guidelines:
+ Asset — positive relationship
+ Liability — negative relationship

+ Fits Best — the highest positive correlation.



Research Methodology

INSTRUMENT DESIGN (1)

“Questionnaire”

|

Part C:OE Assessment
Criteria/Cases: Scale

| C.E-Satisfaction |

. C1.C10 |
ED.C-Satisfaction

Part B:OC Assessmen

Elements: Likert Scale

---------------------------------------------

General Information EI-D-ChafaCteﬂSthi 1

2.0.Leadership
= . DI.D3 i
' E.Time C-Project
. F.Cost C-Project |
' G.Quality C-P
iH Productivity
I Proﬁtablhty

3.M.Employee

4.0.Glue

5.S.Emphases

E6.C.Succes

= Questionnaire translated into Thai language



Research Methodology

INSTRUMENT DESIGN (2)

“Questionnaire”

Part B
m Adopted from:

OCALI developed by Quinn and Cameron (1999) based on
CVF (Quinn,1988)

m Objective:
Assess 6 key Elements of OC

Part C
= Developed by:

Liu and Zhang (2003), Hong Kong researchers
= Basic:

Measure OE from Stakeholder approach
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DATA ANALYSIS AND
DISCUSSION



CONTENT

‘ 1. Detail of respondents
v Overall

v i
2. Organizational Culture Profile v b P(?31t10n :
I Duration of company existence

+ Managers Perception
+ Engineer’s Perception

A 4

v’ Overall

v" Job Position

v’ Duration of company existence
+ Managers Perception
+ Engineer’s Perception

3. Organizational Culture Elements

T

\ 4

4. Relationship OC-OE v’ Corresponding pairs OC-OE
1 v’ Overall
v" Job Position

\ 4




Data Analysis

DETAILS OF THE
RESPONDENTS

m Total respondents = 123 from 42 companies, selected
randomly from Thai Contractor Association Directory

2000
Job position 42 81
Duration of company existence 18 36
(<20 years)
Duration of company existence 24 45
(>20 years)




Data Analysis

ORGANIZATIONAL
CULTURE PROFILE

m Overall, (Figure 4.1)




Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Overall, (Table 4.2)

6 Elemenisof OC _
353 | 354 | 33

[' l Imm:nt Chatar ’[HII"’[iI

I Iitl"Ii:I. of mucces

360
—JOverall OC Profi mmm

N=123
(2] .

The higher average score, the stronger is that particular culture



Data Analysis

ORGANIZATIONAL
CULTURE PROFILE

m Classified by Job Position

OC PROFILE BY Managers N= 42 OC PROFILE BY Engineers N= 81



Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Job Position (1)

Manager Engineer
Dominant of Characteristic
B.1.a |Personal Place (CC) -
B 1.b |Dynarmmc and entrepreneurial (A0
1.c |Production ontented (2
B 1. d|Formahzes and structures (HC)
r=02314
sig (2-tailed) = 0 684

: COrganizational Leadership RanL -

B 2a |Mentor, sage, or parent figure (CC) 3,76 m—
E. 2 b |Entrepreneur, mnovator (AC) EXY
| 2

L 2. |Hard-drwer . pro wucer I.__-_[..IL_.-._.I

B 2 d|Coordinator, orgamzer (HC)
ﬁ r=1.000%*

gig (2-tailech = 0.000




Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Job Position (continued)

MManager Engineer

3 MManagement of Employee Average | Rank [Average| Rank
B 2 a |Teamwortk, consensus (COC) 521 527
E.3b | Innovation, freedom (AC a2 17 5.05
E 3¢ |Production and achievement (3 EN P 5.20%

B 2 d|Securty of emplovment (HC) 5.80% 5.AT*
=200
sig(2-tailed) = 0.200

MManager Engineer

4 Organizational Glue Average | Rank [Average| Rank
B 4 a |Loyalty and tradition (COC) 593 506
E.4b |Innevation and developraent (AC a.21 5.06
E 4 ¢ |Production, goal accomplishrment (3 5. 86 5504

E 4 d|Eules and Policies (HC) 581 2,54
r=0.=00
iz (2-tailed) = 0.200




Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Job Position (continued)

Manager Engineer

3 strategic Emphases Average | Rank [Average| Rank
B .5 a |Participative and comfortable (CC) EN O I
E.o2b |(Dynarmcs and readiness (AC) =50 ERE
E.o.c [Competitive and confrontational (7C = QR* & B0*
B .2 d |Permanence and stabdity (HOC 4 02 EN
r = 1.000%*
sig. ([ 2-taded) = 0,000

Manager Engineer

& {Criteria of Success Average | Rank [Average| Rank
B 6 a |Sensttraty to customers, concern (CC) 5. 8h* 5.46%
B &b [Product leader and mnovator (AC) = 40% 2. 949%
E & ¢ (Matket penetration, matket share (?C) ENT ENCE
B &6.d|>mooth scheduling (HC) 4. 15% 5.80%
r = 1.000%*
sig. ([ 2-tadled) = 0.000




Data Analysis

ORGANIZATIONAL
CULTURE PROFILE

m Classified by Duration of Company (Manager’s
Perception)

OC PROFILE BY <20 yrs N=18 OC PROFILE BY > 20 yrs N =24



Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Duration of Company (Manager’s Perception)
—(1)

= 20 years = 20 years

Dominant of Characteristic
a |Personal Place (COC) m A (%

s | Diynatmic and entrepreneunial (A C

r=-1.000%*

gig. (2-taled) = 0.000

Crganizational Leadership

L 2. a | Mentor, sage, or parent figure (O

i 2 b |Entrepreneur, mnowvator (A
L 2 ¢ |Hard-drwer, producer (2O

2 d [ Cooerdinator, orgamzer (HOC
r=0.400

s1g (2-talled) = 0. &00




Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Duration of Company (Manager’s Perception)
—(continued)

= 20 years = 1[]1.E'EIIS

Management of Employee Average -:'L‘E'EI age

] | | e |y | e
[ ) ] )

securtty of emplowment (HOC)
r=10.10%
s1g.(J-talled) = 0. 895

4 Organizational Glue
E 4 a|Loyalty and tradition (CC)
]E 4 b Itm wation and develo Imrn’r I.H.'__l




Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Duration of Company (Manager’s Perception)
—(continued)

= 20 years

"Z-ltratenil: Emphases -:'L‘E'EI ag _
— 375 | 3

and cc Iu.t I‘l"ﬂ:-ll-' (2

"':-‘aniti"iw to customers, concern (OO

519, |_;--tLu1.~ 1y =0.200



Data Analysis

ORGANIZATIONAL
CULTURE PROFILE

m Classified by Duration of Company (Engineer’s
Perception)

ﬁ OC PROFILE BY <20 yrs N=36 OC PROFILE BY > 20 yrs N =45



Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Duration of Company (Engineer’s
Perception) —(1)

= 20 years = "-'Uq.eals

Dominant of Characteristic

At 1 rnt: "I reneurial (400

sig ([ 2-taled) = 0,225



Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Duration of Company (In Engineer’s
Perception) —(continue)

= 20 years = 20 years

Tanagement of Employee verage ar verage
L% | a t of Emplos A Rank |Av
a | Tearmwork, consensus (CC) “m

;._l-._'l i._l-._'l i._l-._'l i._l-._'l L

r = 0.400

a1o ([ 2-taledy = 0. 600

Orgamizational Glue
BEda|Lo .-L:lt'.- and tradition (CC)




Data Analysis

ORGANIZATIONAL
CULTURE ELEMENTS

m Classified by Duration of Company (In Engineer’s
Perception) —(continue)

= 1‘01.13315 = 20 years

Strategic Emphases

":' cmpetitve and co nﬂ' I'ﬂ'ifﬂ'i 11-:11 (I

a1o (2-taledy = 0. 200

a1 (2 -taledy = 0,200



Data Analysis

RELATIONSHIP OC-OE

Refer to Figure 4.5

» C - Employee Satisfaction

CC - CLAN CULTURE *

> D - Client Satisfaction

: |AC - ADHOCRACY CULTURE+-

> E - Project Time Completed

MC - MARKET CULTURE [+—i-

» F - Project Cost Completed

: |HC - HIERARCHY CULTURE -
: : > G - Project Quality

> H - Productivity

B: 3 IR I - Profitability




Data Analysis

RELATIONSHIP OC-OE
_I_l Overall (1)

CORRELATION COEFFICIENT

; R o [ Ac [ Mc [ HC
Employee Satisfaction ----
C.1 Overall satisfaction 0.691%%1 0.507** | 0.608** | 0.667**
C.2_Monetrary award
3_Working condition

.5 Cooperation with colleagues 0.5339**

.6 f ecogtion of achievernent

07 Appraisal system 0.510** | 0.452**

& Job asignment

.3 Opporturty for self dewvelopment
.10 Traming system
(C-Owerall) of Employee ahistaction




Data Analysis

RELATIONSHIP OC-OE

_'_- Overall (continue)

NAME OF CASES CORRELATION COEFFICIENT
Client Satisfaction ----
D1 Product satistaction m
D2 Gernce satisfaction 0.277** 0158
D5 MNumber of complaint 1185
(D-COrrerall) of Chent Satisfaction 0135 | 0.216*

Project Time Completed .05 0.190* | 0.188*

Project Cost Completed 0.130)
Project Quality 0.075 | 0.017 | 0.03

Average Annual Production Output

Average Annual Profit Case

11 Awverage Anmual profit (hirmover)

12 Average Annual profit (total asset)
(I-Orwrerall) of Profitabiity




Data Analysis

RELATIONSHIP OC-OE

‘ m Classified by Job Position (1) Employee Satisfaction

CORRELATION COEFFICIENT
AC

hManager Engineerjianager En

F

e

i
o

B
B
IIIE .

ee

En IIEEIEIIgiIIEEI
.1 0.483** 0.669** | 0.564**
C2 0.448** 0.407** 0.506**| 0.445** | 0.416**
C3 0.658**| 0.172 |0.369** »[0.448**| 0227 |0.603*+

0.502** | 0.442**

438**

0.586**
0.532**

0.451**
0.428**

0.658**
0.566**

C.4 0307 | 0.584**
5 0.644**

C.6 0.633**
7 0.425

IH

45++ | 05554+ | 0.329* | 0.618**[0.567**| 0.613**
C.7 0.515** 0.421** 0.443** [ 0.487+* [ 0.535**
C8 0.608**| 0.602**| 035* |0.36 ( 553**| 0.574** | 0.580**

[ Y o
Ly | L
Ln

C9 0.365** 511+
10 |0.408**)0.494**] 0.63%* |0.498**| 0.26 |0.394**[0.602**]0.462**
¢ oo 0.6557 [0.777 06127 [ 0359+



Data Analysis

RELATIONSHIP OC-OE

m Classified by Job Position (continue)

C EIIHHELATIHI‘I C [:IIEF]F'II"]:EI‘TT

o o




CONCLUSIONS AND
RECOMMENDATIONS



Objective 1 Conclusions

ORGANIZATIONAL
CULTURE PROFILE (1)

: Manager Engineer :
Group Manager{Engineer — = — - _~‘=-' — Overall

——re ..-....
(:]I‘gﬂllizﬂt.iﬂ;lﬂl Lé..':u.:le}:;_«*h.ip 1;3 H
M

Management of Employee AD
Organizational Glue MLE .. .-.
Strategic Emphases ..--.-.-.
Define of Success -.....
Overall OC Profle

Symbol: S = Strongest culture W = Weakest culture
C = Clan culture A = Adhocracy culture
M = Market culture H = Hierarchy culture




Objective 1

Conclusions

ORGANIZATIONAL
CULTURE PROFILE (2)

Overall, the dominant or the strongest culture of contractor
companies in Thailand is Hierarchy culture (3.74) and the weakest
culture 1s Adhocracy culture (3.33). Hierarchy and Market culture
are stronger than Clan and Adhocracy culture

All classifications perceive Hierarchy culture as the strongest culture
except group based on Manager and Company duration, the
strongest culture in company that exist <20 yrs is Market culture

This difference may have resulted from new strategy in new
companies that emphasize more on profit and goal accomplishment
and due to more competitive market

In terms of elements of OC, all classifications emphases different
culture in each element

This presence of cultural incongruence in the contractor companies
may have resulted from a mixture in the Thai market place and also
from characteristic of Thai people



Objective 2 Conclusions

THE RELATIONSHIP
BETWEEN OC-OE (1)

OF o (MG | (HC

C-Employee Satisfaction m
D-Client Satisfaction ..-..--
E-Project Time Completior m......-.
F-Project Cost Completion m....-
G-Project Quality B A Y S
H-Productivity -.--.-.--.-.
I-Profitability HEEEEEEEEEEEE

Symbol: CC = Clan culture AC = Adhocracy culture
MC = Market culture HC = Hierarchy culture
O = Overall respondents M = Manager E = Engineer




Objective 2

+

Conclusions

THE RELATIONSHIP
BETWEEN OC-OE (2)

The symbols O,M,E represent “Significant Positive Correlation”
between OC-OE and box means there 1s 110 significant
correlation, and box implies the strongest culture

All the culture types do not only have positive relationship. They

also have negative correlation in some cases, which can be a liability
—

So, it 1s concluded that culture has relationship with effectiveness,
(positive or negative relationship) in various criteria of effectiveness
In some criteria, “all four types of culture” do not facilitate the
achievement of optimal effectiveness. They can even these have
negative effect —
So, the best fit culture or effective culture for companies to achieve
optimal effectiveness based on:
— QOverall and Engineer = Clan Culture in case
— Manager = Market culture in case

Hierarchy culture in case



RECOMMENDATIONS

In achievement of the stakeholders’ needs must fit with
the culture of the organization in order to be effective.

For contractor companies to become effective — Clan
culture should be applied all the time in order to achieve
optimal effectiveness, especially in terms of employee
satisfaction, client satisfaction, high percentage of project
completed on time, and high percentage of project
completed within cost.

The congruence of the various elements in organizational
1s a requirement for high performance

The framework that has been introduced in this study can
be used as rough guidance for companies to assess
organizational culture



RECOMMENDATIONS
FOR FURTHER STUDY

m The questionnaire must be shorter, clearer, and in better
format — to obtain complete data

m Define the number of target respondents and job position
suitable for responding to the survey

m Conduct special case studies in several companies or
projects

m Do a comparative study of organizational culture in Asia
to capture the overall Asian situation, which may assist
organizations in adapting to new cultural situations
across construction industry sectors and countries.



Thank You

Discussions Please



