WSEAS TRANSACTIONS on BUSINESS and ECONOMICS
DOI: 10.37394/23207.2020.17.23 Ha Nam Khanh Giao, Bui Nhat Vuong, Dao Duy Tung

A Model of Organizational Culture for Enhancing Organizational
Commitment in Telecom Industry: Evidence from Vietnam

HA NAM KHANH GIAOQ', BUI NHAT VUONG", DAO DUY TUNG?
Faculty of Air Transport, Vietnam Aviation Academy, Ho Chi Minh, VIETNAM
’Graduate School of Management, Siam University, Bangkok, THAILAND
*Corresponding author: nhatvuongal@gmail.com

Abstract: The aim of this study is to investigate the influence of organizational culture on organizational
commitment in the context of the Vietnam telecom industry. The model was tested with a sample of 324
employees working for telecom companies. The result from the partial least squares method (PLS) using
SmartPLS 3.0 program revealed a good fit between collected data and measurement scales which were
introduced and developed in the Western contexts. Besides, the findings showed that the six dimensions of
organizational culture had positive impacts on organizational commitment decreasingly: innovativeness,
teamwork, training and development, reward and recognition, organizational communication, empowerment.
This discovery highlighted the importance of organizational culture in enhancing employee commitment
towards the organization as well as calls the management attention to these dimensions and long-term
development policies.

Keywords: organizational culture, employee commitment, innovativeness, teamwork, training and
development, organizational communication, empowerment

1 Introduction as the foundation and driving force of business

Vietnam’s economy has recently developed ~ development.  Over the past few decades,
rapidly with the strong growth of domestic orggnlzatlonal culture has been an important topic in
companies. Most of the companies have not formed busmgss _management research because it affects
separate business characters. Economic integration ~ Organizational ~and personal aspects such as
offers many opportunities but also challenges in the ~ commitment, loyalty, and satisfaction of employees
fiercely competitive environment, more intense. In & work. Organizational culture is considered a
the context of globalization, besides interference such ~ Management philosophy, the way organizations
as human resources, equipment, machinery, work ~ Manage to improve t_he performance of thelrwor_k as
methods, etc... There is an exchange between cultural ~ Well as the ability to influence the thoughts, emotions
diversity, affecting the style and attitude of the  @nd organizational communication.
business and the handling of this relationship is In this context, the study of organizational culture
extremely complex. The interests of people also ~ @nd its influence in the survival and development of
moved to focus on cultural values. Competition by ~ COmpanies carry important significations, especially
technology, capital, and resources in an era of a flat  IN the raising business of the Vietnam corporate
world is no longer maintained by the long-term today in gen_eral and telecom companies in partlpular.
nature of its rapid diffusion. People start caring about ~ After @ period of development, in order to timely
human resource and see human resource is a valuable ~ 2dapt to changes in the business environment.
asset, it needs to be invested and developed to  'elecom corporations have been conducting a
promote innovation, keep a competitive advantage ~ COmprehensive restructuring. The process of
through the development of corporate culture. Unlike ~ Organizational ~restructuring, the change of the
technology, organizational culture is difficult or ~ Working apparatus, the way of working, organization
impossible  to imitate from other corporate culture, has_ Ied_to significant c_hanges in _the
environments, it will create its definition, depending ~ €mployees’ intention to leave their organization.
on each specific region, attracting business. ~ Memari, et al. [1] stated that organizational
However, all building activities of organizational ~ commitment is an antecedent of job performance,
culture are still highly formalistic, not pay proper  Intention to leave, lateness and turnover. It plays an
attention, many companies have not realized the important role to prevent the potential risk of human
important role of the building of cultural identity in  Fesource management. Through many years of

business, and have not seen the organizational culture  Struggling against employees’ jumping, organizations
have well acknowledged the risk of shifting
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employees and the role of employees’ commitment in
the current competitive environment. In this regard,
they start paying attention to a key antecedence as
organizational culture. Besides, some scholars [e.g.,
2,3] explored that firms that have an organizational
culture in the workplace have a more engaged
workforce. Therefore, the study of organizational
culture at telecom companies which is conducted to
determine the impact on organizational commitment
iS very necessary.

2 Literature Review

2.1 Organizational Culture

There are different definitions of culture, each
defining a different way of seeing and evaluating.
According to UNESCO: “Culture is that complex
whole which includes knowledge, beliefs, arts,
morals, laws, customs, and any other capabilities and
habits acquired by a human as a member of society”.
Some definitions of organizational culture:
organizational culture are symbols, languages,
ideologies, rituals, and myths [4]. Schein [5] defined
that “organizational culture is defined by norms,
values and common assumptions”. Organizational
culture is the key to superior business and the
function of leadership is to create and manage
culture. Experienced leaders and researchers in the
area of corporate strategy and development have
suggested that the examination of cultural issues at
the enterprise level is necessary [5].

Organizational culture has attracted the attention
of human resource managers, especially in the past
three decades. There has been a great deal of research
done on this area and also many organizational
culture models are presented in many studies [e.g.,
6,7,8]. Additionally, Boon and Arumugam [2] have
established the scope of organizational culture
consists of four dimensions including training and
development, reward and recognition, organizational
communication, teamwork. The authors selected this
model as the basis for researching Telecom
companies, as verified to have a significant impact on
employee behavior and attitude in many Asian
countries. Moreover, the result of qualitative research
added two dimensions of organizational culture such
as “Innovativeness” and “Empowerment” in the
research model at Telecom companies in Vietnam.

2.2 Organizational Commitment

Organizational commitment is a long-term
commitment to the organization, so organizations
often try to push their employees’ commitment

E-ISSN: 2224-2899

216

Ha Nam Khanh Giao, Bui Nhat Vuong, Dao Duy Tung

higher to achieve stability and reduce costs.
Employees who highly commit to an organization
will work harder to achieve their goals. According to
Porter, et al. [9], organizational commitment is
described by the intention to remain in the
organization, in agreement with the organization’s
values and goals. Organizational commitment is the
power of individual unity with the organization and
active participation in the organization; Employees
with a high level of commitment with the
organization will be more satisfied with their work,
less likely to leave work [1]. Bateman and Strasser
[10] stated that organizational commitment is a
multi-dimensional relationship in nature, involving
employee loyalty to the organization, willingness to
work for the organization, level of purpose and
legitimate value to the organization, and the desire to
remain with the organization. Thus, organizational
commitment is a psychological state that implies the
attachment of an individual to an organization.

This study employs the three-component model of
Meyer and Allen [11] to examine the telecom
employees’ commitment to the telecom companies
they are working for. The three-component model
which was re-conceptualized from numerous
definitions has been broadly used in the academic
community thanks to its widespread application in
various domains, accordingly, the organizational
commitment was classified by three distinguishable
mindsets: “affective commitment”, “continuance
commitment” and “normative commitment”. Firstly,
affective commitment refers to emotionally attached,
consensual and drawn into the organization.
Secondly, continuance commitment reflects a
sticking to the fact that employees find high costs
(opportunity costs) to leave the organization. Lastly,
normative commitment reflects a feeling obliged to
continue the work. Among the three components of
commitment, and affective commitment was found to
be the most important factor compared to
continuance commitment and normative commitment
[12]. This can be explained by the argument that
staffs tend to make their own decision on whether
they would like to remain with an organization
(affective commitment) rather than they do so for
obligation (normative commitment) or financial
issues  (continuance commitment). Once an
employee’s emotional bond to their workplace no
longer exists, they tend to leave for another job
instead of staying for any other purposes. For this
reason, the study concentrates on affective
assessment to interpret the organizational culture-
organizational commitment connection.
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3 Hypotheses

3.1 Organizational Communication

Dwyer [13] stated that “communication is
necessary for passing information between people
working in the same company and between the
company and other organizations. Communication
includes written, oral and nonverbal. Communication
is used by management to direct and motivate
employees and to evaluate their performance.
Regular information exchanges will help employees
to understand the goals, strategies of the business,
and the success of the business that derives from their
contributions. In addition to, the regular working in
the business always need information and exchange
between staffs, with the purpose of strengthening
exchanges, the staffs can comment straightforwardly
in all matters in each specific field of activity; when
they exchange together, the information is shared, so
the work goes smoothly. Thereby affecting employee
commitment. Similarly, some previous researchers
examined and found that organizational
communication has a positive effect on employee
commitment [e.g., 14]. Therefore, the following
hypothesis is posited:
H,;:  Organizational communication
influences organizational commitment.

3.2 Teamwork

Scarnati [15] defined teamwork as “a cooperative
process that allows ordinary people to achieve
extraordinary results”. They share knowledge, skills,
and ideas between members to solve problems and
get a better result. In the field of telecommunications,
every job he is catering to a certain project. Almost
all projects have to undergo multiple parts at the
same time, requiring cooperation to work closely
together for a project to be implemented effectively.
For that reason, teamwork is a very important
property in the execution of work and affects all
employees in the work process. Some studies have
examined the link between teamwork and
organizational commitment [2,16]. In summary, a
review of the literature finds that teamwork plays an
important role in motivating employees and hence
provides high commitment towards an organization.
Therefore, the following hypothesis is posited:
H,: Teamwork positively impacts organizational
commitment.

3.3 Training and Development

Bulut and Culha [17] defined training and
development as “systematic activities to develop and
improve employees’ skills, knowledge and behaviors
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to enable them to perform job-related duties,
accomplish specific tasks and meet the quality
requirements of human resources for the future”.
Moreover, training and development are the
processes of improving worker’s capacity through
education to make they are able to perform their
work more effectively to meet the current
requirements of the organization. This is a
particularly important matter because of industry-
specific barriers in this area too large. An equipped
with the knowledge and skills of employees is fully
required so that they can be confident in their work
and thereby brings the highest possible efficiency and
achieve individual development.

When training and development are certainly
meeting of organizational needs and personal needs,
staffs tend to be more committed. They will be active
and dynamic at work when they are fully qualified,
capable and well-trained, it also increases
commitment. Some previous researchers found that
training and development has a positive impact on
employee commitment [e.g., 16,18]. Basing on the
arguments above, the following hypothesis is posited:
Hs: Training and development positively impact
organizational commitment.

3.4 Reward and Recognition

Juran and Gryna [19] defined reward and
recognition as “benefits as increased salary, bonuses,
and promotion, which are conferred as a public
acknowledgment of superior performance with
respect to the company’s objectives”. Reward is
always a difficult issue in society and within the
enterprise. There is no perfect reward policy and can
be applied absolutely to all organizations and
employees. Rewards must be consistent with
corporate culture. It contains the contradictory
relationship between workers’ expectations and the
company’s ability, between accumulation and
consumption, the income of other positions. At a
certain level, reward can be considered as evidence to
show the value, position, prestige of employees for
personal and social. Moreover, recognition is one of
the most factors which can’t be lacked in a rewards
management system. It is considered as “esteem
needs” in the hierarchy of Maslow’s need theory.
Joinson [20] argued that cash awards are good, but
they are not very effective in the long-term, because
many people want to be respected and valued for
their contribution. The organizations, therefore,
should enhance their employee commitment by
offering financial as well as nonfinancial benefits.

Also, it is expected that employees are more likely
to commit themselves at work whenever they can
receive a greater amount of reward and recognition
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for their work. With these arguments, it can assume
that appropriate recognition and rewards are
important for commitment. Moreover, some prior
researchers demonstrated that there was a positive
relationship between reward and recognition and
employee commitment [e.g., 18,21]. Thus, the study
proposes the hypothesis as follow:

Hs: Reward and recognition positively
organizational commitment.

3.5 Innovativeness

West and Farr [22] defined that innovativeness is
known as “the intentional creation, introduction, and
application of new ideas within a work role, group or
organization, in order to benefit role performance, the
group, or the organization”. Innovativeness is direct
and intention-behavior to change something in a way
of creating different conditions with the current
situation at the time. According to Grant and Berry
[23], innovativeness is considered a very crucial
factor for the survival of an organization due to its
benefit to the organization. It enables an
organization’s adjustment to take advantage of
emerging opportunities. Due to the characteristic of
the telecom work role, employees are often passive to
do follow by the available procedures. They lack
innovativeness when dealing with customers’
problems. Therefore, this study assumes that
innovativeness will help telecom employees to be
more innovation, confidence, and commitment in
their work behavior when offering a telecom service
to the customer. Moreover, Inanlou and Ahn [6] and
Vuong and Suntrayuth [24] justified that an
innovative culture has a strong positive relationship
with employee commitment. Basing on the
arguments above, the following hypothesis is posited:
Hs: Innovativeness positively impact organizational
commitment.

3.6 Empowerment

Page and Czuba [25] defined empowerment as
social stages of a process that supports people get
control over themselves. Further, it has been revealed
that the manager’s power and control sharing with
subordinates would be very productive forms of
organizational power and effectiveness.
Nevertheless, empowerment is a very general
concept and a number of researchers have argued that
it is not about management practices or structural
sharing power, but it should be about the individual
psychological  experience  of  empowerment.
Moreover, some researchers find that subordinates’
internal behaviors which firstly help employees to
perceive themselves as being empowered would be
the true benefits of empowerment. According to
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expectancy theory, a motivation to increase
subordinate’s effort to fulfill a given task would lead
to the expected performance and that expected
performance would lead to employee commitment. In
the research of Hanaysha [16] and Giao and Vuong
[26] found that empowerment had a positive
relationship to employee commitment. Basing on the
arguments above, the following hypothesis is posited:
He: Empowerment positively impact organizational
commitment.

Organizational Gender
communication Age group
Educational level
Position
Income
Teamwork Experience
Training and
development
Organizational
commitment
Reward and
recognition
Innovativeness
Empowerment

Fig.1. The conceptual model

4 Research Methodology

4.1 Procedure and sample

Respondents were employees who were working
at the telecom companies in Vietnam. First of all, we
collected a list of telecom companies in Vietnam. We
chose telecom companies in both the South and
North area in Vietnam because almost telecom
companies were placed in these areas. Using a
convenience method, we chose around 41 companies
to do the survey. When we had a collected company
list to do the survey, the authors called to the
companies to collect data of the person in charge —
human resource manager. We explained clearly about
our topic and purpose to do this survey. Totally, 27
companies advised the information to us.

Based on the previous studies, the authors finished
the draft questionnaire. The draft questionnaire was
originally developed in the English language, authors
translated the questions into the Vietnamese
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language, and authors then performed the back-
translation with the support of several English
language experts.

After finished the main questionnaire, we
designed the questionnaire on Google Docs and hard
copy. It had to easy to read, to stick and sent back to
us. The questionnaires were distributed to 27 firms in
the chosen sample. About 292 completed
guestionnaires were collected via Google Docs and
56 questionnaires collected directly. Among these, 24
guestionnaires were found invalid due to the
respondents answered one choice for the total

guestions. Consequently, there were 324 valid
feedbacks usable for further data analysis. Table 1
below showed the demographic profile of
respondents.
Table 1. Demographic characteristic
N=324 Frequency Percent

Female 131 40.4

Gender Male 103 50.6

18-25 101 31.2

A 26-35 168 51.9

ge group 3145 36 111

>45 19 5.9
I ——

< 5 million VND 39 12.0

Income 5-10 million VND 185 57.1

10-15 million VND 52 16.0

> 15 million VND 48 14.8
I ——

Under college 56 17.3

Education College 104 321

University 138 42.6

Postgraduate 26 8.0
e

Under 1 year 88 27.2

Experience 1-2 years 100 30.9

P 2 -5 years 59 182

Above 5 years 77 23.8

" Employee 276 85.2

Position Manager 48 14.8

4.2 Variable Measurements

All the variables in the model were measured with
multiple items, each item was scored on a five-point
scale examining how strongly respondents agree or
disagree with the statement, with 1 = “strongly
disagree” and 5 = “strongly agree”, which developed
by prior researchers. Specifically, organizational
communication, teamwork, training and
development, reward and recognition scales were
measured by 16 items of Boon and Arumugam [2].
Sample items included (Organizational
communication: e.g.,, “The company employees’
communication is effective in communicating things
that are relevant to them”); (Teamwork: e.g., “Work
within this department is appointed around
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groups™); (Training and development: e.g.,
“Resources are available for employees’ education
and training within the company”); (Reward and
recognition: e.g., “Reward and Recognition system
within the company rewards relationship and task
accomplishments based on work quality”).
Innovativeness and empowerment scales were
measured by 9 items of Denison and Mishra [27].
Sample items included (Innovativeness: e.g., “People
are encouraged to be creative”); (Empowerment:
e.g., “Everyone believes that he or she can have a
positive impact”). Affective commitment scale was
measured by 5 items of Meyer and Allen [11]. A
sample item included (e.g., “I would be very happy to
spend the rest of my career with this organization”).

4.3 Partial Least Squares Regression

Giao and Vuong [28] suggested that the partial
least square-structural equation modeling (PLS-
SEM) via the SmartPLS program should be used to
test hypotheses due to the data doesn’t require to be
normally distributed. Thus, the authors employed the
SmartPLS 3.0 to analyze data in this study.

5 Research Result

5.1 Reliability and Validity of Scales

According to Vuong, et al. [29], the reliability for
all of the latent variables should be assessed by using
composite reliability (CR). Giao, et al. [30] posited
that a score of CR is at least 0.7 to say that a measure
is internally consistent. As shown in Table 2 below,
the composite reliability score for each of the
constructs was greater than 0.7. For example, the
minimum CR of the variables was 0.865. Therefore,
it demonstrated good internal consistency reliability.

On the other hand, Giao and Vuong [28] stated
that the average variance extracted (AVE) scores
should be used to assess the convergent validity of
the latent variables. Convergent validity will be
confirmed when AVE for each of the constructs is
higher than 0.5. As shown in Table 2 below, the
minimum AVE score for all of the variables was
0.564, which was higher than 0.5. Thus, each of the
constructs indicated good convergent validity.

Discriminant validity indicates the uniqueness or
distinctness of a construct when compared to others
in the model. Giao and Vuong [28] recommended
that discriminant validity is found when the square
root of AVE for each of latent variables is higher
than other correlation values among any other
construct. As shown in Table 2, this analysis shows
(in bold) that adequate discriminant validity has been
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achieved by the square roots of the AVEs that were
higher than the off-diagonal correlations.

According to Vuong and Giao [31], collinearity
issues exist between respective exogenous variables
and the endogenous variable. If the variance inflation
factor (VIF) value is greater than 5, there are
collinearity issues with the latent variables. In this
study, the maximum value of VIF was 2.788. which
was less than 5. Thus, the latent variables did not
have multicollinearity.

Table 2. Reliability and validity of constructs

CR AVE ocC co EM IN RE TE TR

oC 0.900 = 0.646 = 0.804

Cco 0.894 = 0.678 0535 0.824

EM | 0.865 | 0.564 0.751

0.592
0.640

0.392

IN 0.903 = 0.701  0.536 0.837

0.522

RE 0.903 = 0.699 0571  0.680 0.571 = 0.836

0.589

TE 0.897 = 0.686 0.526 | 0.517 0.449 0.685 = 0.828

0.597

TR 0.903 = 0.700 0511 = 0.500 0.481 = 0.597 0.588 | 0.836

0.524
Notes:

The diagonal (in bold) shows the square roots of the AVE
CR = Composite Reliability; AVE = Average Variance Extracted.

OC = organizational commitment; CO = organizational communication; EM = empowerment.
IN = innovativeness; RE = reward and recognition; TR = training and development.

TE = teamwork.

5.2 Hypotheses Verification

The structural model path coefficients assessment
of the model was carried on employing the
bootstrapping procedure.

Organizational
communication

0 0.170(0.017)

Teamwork

e 0.204 (0.002)
—_—

0.163 (0.002)

GENDER

0.006 (0.893)

-0.014(0.751)

—
-0.006 (0.889)
—

Training and
development

e 0.160 (€.018)
S

0.225 (0.000)

Reward and
recognition
0.138 (0.038)

Innovativeness,

0.028 (0.584)

INCOME
0.072 (0.324)

XPERIENCE

Affective
commitment

Empowerment

Fig.2. The PLS model

Most of all the relationships had meaning with the
significant meaning (p-value < 5%) in Table 3 as
shown below:

For hypothesis 1, the result found that
organizational communication had a positive impact
on affective commitment with a standardized
coefficient of 0.170 and p-value = 0.017. The result
of this study was consistent with the findings of the
previous study of Marchalina and Ahmad [14].
Therefore, hypothesis H; was supported.
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For hypothesis 2, the result found that teamwork
had a positive impact on affective commitment with
a standardized coefficient of 0.204 and p-value =
0.007. Teamwork is always promoted by the nature
of work that requires the effective collaboration of all
members; effective teamwork will bring success to
projects while also bringing the excitement of the
staff to the job they are assigned. The result of this
study was consistent with the findings of the previous
study of Boon and Arumugam [2], Hanaysha [16].
Therefore, hypothesis H, was supported.

Table 3. The result of the model

Hypothesis Relationship g::(tia V;;e Result
H; CO | —  OC 0170 0.017 | Significant
H, TE — | OC 0.204 0.002 Significant
Hs TR — | OC 0.163 0.002 Significant
Ha RE —  OC 0160 0.018 | Significant
Hs IN — | OC | 0225 0.000 Significant
Hs EM  —  OC 0138 @ 0.038 | Significant

Control variables
Gen — | OC 0.006 0.893
Age —  OC -0.014 0.751
Deg — | OC -0.006 0.889
Inc — | OC 0.028 0.684
Exp — | OC 0.010 0.838
Pos — | OC 0.072 0.324

Notes:

OC = organizational commitment; CO = organizational communication.

EM = empowerment; IN = innovativeness; RE = reward and recognition.

TR = training and development; TE = teamwork; Gen = gender; Deg = degree
level.

Inc = income; Exp = experience; Pos = position.

For hypothesis 3, the research found that training
and development had a positive impact on affective
commitment with a standardized coefficient of 0.163
and p-value = 0.002. Good training and development
make the level of staff commitment higher. The
result of this study was consistent with the findings
of the previous study of Hanaysha [16] and Jaworski,
Ravichandran, Karpinski and Singh [18]. Therefore,
hypothesis Hs was supported.

For hypothesis 4, the research found that reward
and recognition had a positive impact on affective
commitment with a standardized coefficient of 0.160
and p-value = 0.018. The result of this study was
consistent with the findings of the previous study of
Jaworski, Ravichandran, Karpinski and Singh [18].
Therefore, hypothesis H, was supported.

For hypothesis 5, the research found that
innovativeness had a positive impact on affective
commitment with a standardized coefficient of 0.225
and p-value = 0.000, which was consistent with the
findings of the previous study of Inanlou and Ahn
[6]. Therefore, hypothesis Hs was supported.
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For hypothesis 6, the research found that
empowerment had a positive impact on affective
commitment with a standardized coefficient of 0.138
and p-value = 0.038. Hofstede [32] stated that the
countries are different in terms of the degree to which
employees perceive that power is equally distributed
between boss and subordinate. He labeled this
cultural value as “power distance™. In low power
distance culture, a boss and a subordinate are quite
equal in power status. It is also socially acceptable
for subordinates to question the decisions made by
the superior. However, in high power distance
culture, less powerful people tend to accept that the
power is distributed unequally. In this type of culture,
subordinates tend to pay more respect to the superior
and are willing to abide by a decision and follow
orders made by the superior. Therefore, in high
power distance culture, employees tended to be
uncomfortable when they have to make decisions by
themselves because they normally get used to the
way of following orders. According to Hofstede-
Insights [33], “Vietnam scores high on this
dimension (score of 70) which means that people
accept a hierarchical order in which everybody has a
place and which needs no further justification”. This
means that employees tend to be uncomfortable when
they have to make decisions by themselves because
they normally get used to the way of following
orders. However, this study showed the opposite
result with the finding of Hofstede-Insights [33].
There was a positive relationship between
empowerment and affective commitment of
employees in this research. In order to explain this
phenomenon, the authors state that this is appropriate
to the practice in the company specializing in
information technology, telecommunications. In
Telecom companies, much of the work requires
effort to learn new knowledge and propose new ideas
to solve problems that help improve work efficiency,
so the empowerment element in the job plays an
essential role in creating a breakthrough in work.
Thus, this is one of the peculiarities of organization
culture to keep the people who are capable, always
want the work done creatively. The result of this
study was consistent with the findings of the previous
study of Hanaysha [16]. Therefore, hypothesis Hg
was supported.

5.3 Control Variables

For control variables, as shown in Figure 2 and
Table 3, the differences between the mean were not
statistically significant because the significance level
of control variables such as gender (0.893), age
(0.751), Degree (0.889), income (0.684), Experience
(0.838), and Rank (0.324) was greater than 0.05,
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there was no statistically significant on the
relationship between control variables and employee
commitment.

5.4 Model Fit

Giao, et al. [34] recommended that the quality of
a PLS model should be assessed by R? value. They
highlighted R? value of above 0.26 for a larger effect,
ranging from 0.13 to 0.26 for a medium effect, and
under 0.02 for a small effect. In this research, the R
coefficient of affective commitment was 0.448. It
was greater than 0.26. Thus, it had a larger effect on
the model.

6. Conclusion and Recommendations

6.1 Conclusion

The purpose of this study was to examine the
relationship between organizational culture and
organizational commitment (OC). Also, this research
tested the impact of each dimension of organizational
culture on OC to check among six dimensions of
organizational culture. The finding of this study
revealed that there were six components of
organizational culture impacting on organizational
commitment such as Innovativeness (Ps = 0.235),
Teamwork (B, = 0.205), Training and Development
(Bs = 0.168), Reward and Recognition (B4 = 0.166),
Organizational Communication (B; = 0.162) and
Empowerment (g = 0.134).

6.2 Managerial Recommendations

The results of this research study lead to many
practical suggestions for both practitioners and
managers of organizations desirous of improving
organizational commitment.

First of all, telecom companies should focus on
encouraging employee innovation, creativity. Of
course, when applying a new way of working or a
new idea to the job, some of the risks will appear to
make the project undue, so companies need to
consider encouraging innovation at the time and in
the group. Besides, to enhance creativity in the work,
the company does not just stop at the incentive to
encourage employees to develop new ideas, but also
to improve the process of creating the environment
for employees to reach out to suggest innovative
ideas.

Second, telecom companies need to focus on
improving the efficiency of teamwork by teaming its
staff not only within the same department but also by
expanding the collaboration between departments in
the company. However, the rate of individual and
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collective outcomes should be considered appropriate
for each specific group in order to best promote
personal and collective capacity, to avoid
dependence, or dissatisfaction due to the
noncooperation of some individuals that affect the
outcome of the group.

Third, to improve the efficiency of training staff
development should be focused on implementing
employee skill enhancement courses, companies
should consider evaluating the effectiveness of their
courses on current employee performance through an
annual survey of all employees. Besides, telecom
companies should send employees abroad to improve
their skills is essential in the long-term development
strategy of the company, which will shorten the gap
in the capacity of IT staff in the country than foreign
companies, creating a competitive advantage for
businesses in the international work environment,
confirming IT-telecom employees are considered the
property of the company.

Fourth, in order to retain talents, managers need to
make reasonable and attractive income levels with
their capabilities. The compensation should be based
on the work performed by an employee to reflect the
individual's ability, the fairness of the job and the
complexity of the job as well as the titles and
positions. Managers need to clearly and concretely
define the achieved salary conditions, the level of
rewards, and most importantly, always create the
most favorable conditions and opportunities for all
employees to strive for.

Fifth, the company should promote the exchange
of information that helps each other, between
departments, to facilitate the completion of the work
of the organization.  Moreover,  two-way
communication between the supervisor and the
subordinate is equally important. Managers should
create policies to help their employees work well
with employees of each department, and other team
members to complete the project in the best way.

Finally, managers should create a positive work
environment in  which employees are given
authorization at an exceptional level of personal
freedom and flexibility to have full performance
success. Moreover, managers should give their
employees encouragement to point out problems and
suggest solutions. That is the way to empower them,
and through that, the employees’ decisions broaden
the opportunity for empowered behavior. Some more
suggestions for management are to organize more
activities regarding empowerment to provide
employees with more directions and to approach of
effective application in organizations. Finally,
managers could change and encourage employee
empowerment by reallocating  organizational
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resources to ensure balanced empowerment
throughout organizational hierarchy; Training and
coaching employees to aware of efficiency from
empowerment in the working environment; Ensuring
that all employees from different departments being
trained with full of knowledge, skills to complete
works with high self-confidence; Restructuring
organizational culture to generate empowerment
friendly  environment;  Updating  regulations,
instructions to encourage empowerment practices
with special and direct attention.

7 Limitations and Further Directions
There are several limitations that should be taken
into account when interpreting the result in this
research. The first limitation is that the survey was
done in 27 telecom companies in Vietnam by
convenience sampling method. These respondents
may not present for all employees in telecom
companies in Vietnam. Thus, generalizability is still
a major of this study. For future research, instead of
using a convenience sampling method to collect data,
probability sampling method should be used to
improve the reliability of the results. The second
limitation is the research just measures the influence
of organizational culture on organizational
commitment in general and did not consider the
impact of groups of employees (e.g., hardware,
software, computer networks) on this relationship. In
further research, the impact of these variables should
be implemented in order to have a full. Finally, the
research only focused on affective commitment
measuring organizational commitment. Thus, further
study should consider organizational commitment on
three-dimensions such as affective commitment,

continuance commitment, and normative
commitment.
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