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Simulation analysis of incentives on employees’ acceptance of foreign joint venture 

management practices: A case study 

Abstract:  

Purpose - Cultural differences between employees of different nationalities are hindering the 

development of some transnational joint ventures. Describing and modelling the positive (or 

negative) factors that cause joint venture employees to accept (or reject) joint management 

business practices is of great value to all corporations operating abroad with locally sourced 

employees. 

Design/methodology/approach - This study uses a Sino-Japan construction joint venture 

project as a representative case study. First, structural equation modelling is used to identify the 

factors influencing Chinese employees' acceptance of joint venture management practices. 

Then, a system dynamics model is adopted to simulate the time-dependent effects of the 

incentives. 

Findings – The study results (a) indicate which incentives strongly affect employee acceptance 

of joint venture management practices; (b) identify inefficient management practices in cross-

cultural joint ventures; and (c) provide evidence that the employees’ perceptions of clear 

purpose, good working relationships, and helpful mechanisms positively and directly also 

support their acceptance of joint management practices. 

Originality/value - A dynamic simulation method is used to analyse the influence of various 

incentive factors on employee acceptance of joint management. This provides unprecedented 

information regarding how these factors interact with each other, hence how their effectiveness 

varies (both positively and negatively) over time. Further findings also provide new ideas for 

joint venture managers to adopt more effective management methods. 

 

Keywords: Management incentives; Joint ventures; Organisation diagnosis; Structural 

equation model (SEM); System dynamics (SD). 
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1. Introduction 

In the last two decades, almost all business companies have faced the challenges of 

globalisation (Rickley, 2019). Globalisation requires international collaboration, which also 

involves interaction with political, economic, and cultural aspects of other companies and 

countries. As the main promoters of globalisation, multinational companies try to sell their 

products in as many countries as possible (Foster & Kaplan, 2003). That involves, of course, 

reaching the local markets of those countries. However, in order to make the most of the 

resources of the host country (government policies, human resources, etc.) and reduce business 

operation costs, multinational companies usually form joint ventures with local companies (i.e., 

a transnational joint venture). These joint ventures are jointly managed by the two parties most 

of the time (Harrison et al., 2019). However, multinational joint venture management need to 

take into account the cultural differences between the employees of different nationalities. This 

is indeed a huge challenge (Chen et al., 2010; Takeuchi et al., 2019). 

In a multinational joint venture, the culture of the host country affects employees’ 

acceptance of the joint management practices and with it, the development of the company 

(Rickley, 2019). We will consider a joint management practices as any tactic or activity that a 

business (the joint venture) conducts to reach its objectives. Hofstede (1980) suggests that the 

joint management of transnational joint ventures always needs to adapt to local cultures. 

Inadequate management practices may lead to lower work efficiency (particularly foreign 

employees), as well as lowering the employees’ self-esteem. The latter usually leads to the 

eventual exclusion of some local employees from the corporation (Harrison et al., 2019). 

Considering these negative effects, Doz (2016) proposes that improving the expatriate and local 

employees’ acceptance of management practices through incentive measures and 

organisational change, can achieve more sustainable and profitable joint venture business 

practices (Chung et al., 2014; Sasaki & Yoshikawa, 2014). 

Although some previous studies have analysed how to motivate employees in 

multinational joint ventures through organisational change, those studies have many limitations. 

© Emerald Publishing Limited. 
This AAM is provided for your own personal use only.  

It may not be used for resale, reprinting, systematic distribution, emailing, or for any other commercial purpose without the permission of the publisher. 



 

 

First, most of them analysed the employees’ acceptance of joint management from a static self-

contained perspective, whereas an organisation is a relatively open and dynamic environment 

(Chinowsky et al., 2007). An organisation is constantly interacting with the outside world, and 

the organisational environment is consequently and constantly changing. In such an 

environment, the employees’ acceptance of joint management is influenced by many factors 

from the organisation’s mission to the interpersonal relationships between employees (Steele 

& Murray, 2004). Organisational change is also a continuous process. However, most studies 

regard organisational change as a single activity and analyse its direct impact only on employee 

acceptance (Dasí et al., 2017). Indeed, a single change in an organisation can only temporarily 

motivate its employees to accept the management practices of a multinational joint venture, but 

this incentive effect may disappear over time. This study emphasises that promoting continuous 

organisational change is the most effective way to promote the employees’ acceptance of joint 

management practices.  

Therefore, this paper firstly identifies the incentive factors that can improve employees' 

acceptance of joint management practices through organisational diagnosis. Then, it analyses 

the internal relationships between the incentive factors by a structural equation model (SEM). 

The necessary data for this study was from the analysis of a representative case study of a Sino-

Japanese joint venture operating in China. China is the second largest consumer market in the 

world, and a large number of investment companies are entering this country (e.g. Kobayashi 

et al., 2017; Li Alice et al., 2016; Tao et al., 2017; Zhao & Singhaputtangkul, 2016). Sino-

foreign joint ventures are the most common form of foreign direct investment in China. In order 

to obtain preferential policies from the Chinese government, many international investment 

companies cooperate with local companies.  

In the second part of the paper, a system dynamics (SD) model is used to conduct the 

dynamic simulation of the joint venture incentive factors on employees’ acceptance. Namely, 

the SD model predicts effectiveness of the evolution of the incentive factors over time and 

provides guidance for multinational joint ventures to adopt more efficient joint management 
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practices (Minahan, 2016). This way, as the largest developing country, China can become a 

reference for other multinational joint ventures (Fernie & Thorpe, 2007). 

Hence, this study aims to raise the awareness of joint venture managers’ of (a) which types 

of incentives are more effective with Chinese employees working in the Chinese construction 

industry in Sino-foreign joint ventures; and (b) how internal (corporation-based) incentives may 

become more (or less) effective in future, and how to react to it. 

The remainder of this paper is structured as follows. The literature review section focuses 

on the most relevant publications concerning joint venture organisation diagnosis and cross-

cultural management. The research methods section describes the research techniques used and 

their implementation. The case study section proposes a model for measuring and simulating 

the motivational factors in a Sino-Japanese joint venture. The results section describes the 

results of the simulation model. Then, the discussion section provides additional insights into 

the implications of the research findings for other joint ventures. Finally, the conclusions 

provide a brief summary of the paper’s contributions and highlight the study’s limitations and 

the prospects for further research. 

2. Literature review

2.1 Cross-cultural management in multinational joint ventures 

Transnational joint ventures are independent corporations formed with local corporations 

that seek overseas opportunities to gain a competitive advantage in the global market (Rana & 

Elo, 2017). Transnational joint ventures have to integrate the resources of multiple companies, 

attend to their respective interests, and create new value (Schweiger et al., 2003). Compared to 

other corporations, the ownership and control of transnational joint ventures is significantly 

more complex (Li & Xu, 2009). As the parties usually have different strategic goals and cultural 

backgrounds, they constantly fight for the control of the joint venture in order to maximise their 

own interests (Magoshi & Chang, 2009). Although the corporation’s parties can seek to satisfy 

the common interests of all parties after a long coordination time, differences in culture and 

philosophy can cause communication difficulties at the outset. Similarly, the decisions made 
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by senior management are not always easily accepted by employees with different cultural 

backgrounds. Language differences and a sense of superiority, for instance, often lead to 

misunderstandings, whereas poor cross-cultural communication leads to a higher complexity 

in managing these mixed organisations (Li & Li, 2007). 

Culture affects the behaviour of every employee in an organisation (Wang & Larimo, 

2019), but cross-culture in a multinational joint venture refers to the interactions between 

groups with different cultural backgrounds (Nadeem et al., 2018). Hence, cross-cultural 

management usually refers to effective corporation management through communication, 

coordination, and integration, particularly when contradictions and conflicts are caused by the 

heterogeneity of national cultures (Mintu, 1992; Ochieng et al., 2013). 

Most studies indicate that inadequate cross-cultural management is the main obstacle to 

the further development of many transnational joint ventures (Ralston et al., 2018). Brake. et 

al. (1994) analysed the ten most relevant variables of different cultures in several countries and 

ethnic groups within the business management context. They emphasised that integrating 

employees with different cultural backgrounds and improving the efficiency of interpersonal 

communication were the most pressing problems in multinational joint ventures those days. 

Hofstede (1980) conducted questionnaire survey of 116,000 IBM employees in 72 countries, 

analysing national culture by means of four dimensions: power distance, individualism versus 

collectivism, masculinity versus femininity, and uncertainty avoidance. Building on Hofstede’s 

research, Mintu (1992) suggested later that the focus of cross-cultural management should be 

analysing the employees’ views of corporation management. This is because he found that 

employees’ work performance can be significantly improved by coordinating their relationship 

with their corporations. 

Therefore, corporations worldwide develop cross-border cooperation nowadays (Thite et 

al., 2016). In the process of entering international markets, many experience numerous conflicts 

and contradictions due to the clash of different cultures. This results in employees of different 

nationalities thinking and acting differently than expected (Ralston et al., 2018). As Takeuchi 

et al. (2019) point out regarding cultural differences, potential negative barriers can develop 
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between employees. These need timely organisational diagnosis to eliminate them. When 

managers of multinational joint ventures address these conflicts, they need to be aware of the 

challenges imposed by the local culture (Nieuwenhuis & Lin, 2015). However, despite cross-

cultural management having been a prolific field of study, there is still a lack of empirical 

research into the dynamic relationship of the employees’ acceptance of joint management 

practices in foreign joint ventures. This is addressed in the present study. 

2.2 Organisational diagnosis in multinational joint ventures 

Organisational diagnosis is usually adopted to identify existing problems within a 

company and help managers with organisational change (Orji, 2019). Organisational diagnosis 

can promote organisational development through a comprehensive assessment of the 

organisational cultural structure and its environment (Kyootai et al., 2017; Lucas & Kline, 

2008). In the cross-cultural management of multinational joint ventures, companies need to 

identify the consistency between different cultures present in the company. This is achieved 

through organisational diagnosis, which then allows adjusting the organisation's management 

model to alleviate the potential cultural-related conflicts (Armenakis & Bedeian, 1999). 

In the cross-cultural management of multinational joint ventures, leaders occupy a core 

position (Miao et al., 2018). Hence, it is important that they adopt suitable leadership approach. 

Any tool or method for the organisational diagnosis must also take into account the role of 

leadership. In this vein, Weisbord’s (1978) six-box model offers a good alternative and has 

considerable intuitive appeal. This model includes motivational factors that can influence 

management practices, helping analysts resolve frequent organisational problems (Kontić, 

2012). It is a diagnostic tool that summarises the six most common sources of problems of an 

organisation (Zhang et al., 2016). The model incorporates many ideas from previous diagnostic 

models and takes leadership as one of the core factors. Compared with other diagnostic models, 

it provides a clearer picture of the organisation by constructing a system framework that helps 

explain the symptoms from a holistic perspective (Harrison & Shirom, 1998). In addition, the 

leadership-related factors help identify contradictions within the organisation. However, each 
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of the six factors (boxes) in Weisbord’s model can also play an important role (see Fig. 1). 

According to the environment and by understanding the implications of the six factors, 

managers can identify the problems in the organisation and conduct organisational change. The 

six factors (boxes) that integrate this model are: 

(1) Purpose (PUR): Comprises all items describing whether the employees are aware of the 

company business, i.e., if they are aware of the corporation’s mission and goals. Domurath 

et al. (2020) point out that companies reflect their behaviour choice and management 

strategy in the purpose of their pursuit. When entering the international market, companies 

with a clear purpose will adjust their management style according to the new context 

(Levillain & Segrestin, 2019).  

(2) Leadership (LEA): Describes the management’s ability to make efficient use of resources 

and improve the work efficiency of the corporation within the scope of its functions. Strobl 

et al. (2018) argue that leadership plays an importance role in the business activity of 

companies. On the one hand, leadership enables companies to better identify and transform 

strategically important resources and opportunities (Takahashi et al., 2012). On the other 

hand, inappropriate leadership can reduce the transparency of the management process and 

lead to employee’s feelings of uncertainty (Wang et al., 2012). 

(3) Structure (STR): Describes how the corporation is organised, i.e., how labour is divided 

between the various departments in order to achieve its purpose. Mao et al. (2017) believe 

that the key to business management lies in designing an excellent organizational structure. 

James and Jones (1976) argue that organisational structure has a theoretical relationship 

with employee attitudes and behaviours. Furthermore, Kanten et al. (2015) show that 

organisational structure can indirectly affect the performance of companies by influencing 

employee attitudes and behaviours. 

(4) Rewards (REW): Describes the intrinsic and extrinsic rewards employees associate with 

their work. These are expected to guide employee behaviours and foster motivation. Erin 

et al. (2012) point out that rewards are the exchange behaviour between the company and 

employees. The company provides rewards in return for good performance from 

© Emerald Publishing Limited. 
This AAM is provided for your own personal use only.  

It may not be used for resale, reprinting, systematic distribution, emailing, or for any other commercial purpose without the permission of the publisher. 



 

 

employees. Reward behaviour not only meets employees’ expectations, but also 

encourages them to achieve organizational goals (Ramirez-Marin Jimena & Shafa, 2018).  

(5) Relationships (REL): Describes the ways people and units interact with each other, i.e., 

the coordination of all members (superiors and subordinates) in all the processes of the 

organisation. The relationship between employees and their peers or superiors is an 

important factor influencing their attitude towards work. According to Okay-Somerville 

and Scholarios (2019), company performance can be greatly improved if superiors can 

maintain good relationships with the employees. 

(6) Helpful Mechanisms (HM): Include all planning, controlling, budgeting, and information 

systems that help to meet the organisation’s goals. They also coordinate the relationship 

between internal resources and the external environment. Chang and Seow (2016) point 

out that the central concern of the company is whether its mechanisms can coordinate the 

various resources to support the implementation of strategic decisions.  

《Place Fig. 1 here》 

Fig. 1. Weisbord’s Six-Box Model 

3. Research methods 

3.1 Research method outline 

This study focuses on how to improve Chinese employees’ acceptance of joint 

management practices in multinational joint ventures in a dynamic environment. This involves 

firstly applying the six-box model as a diagnosis tool from a static perspective. Next, the 

motivational factors of joint management practices and the correlations between incentives and 

employee acceptance are identified with a structural equation model (SEM). The SEM also 

verifies the hypotheses framework from a static perspective and makes a horizontal comparison 

of different factors at a particular time point. Then, a system dynamics (SD) model of the 

various factors of joint venture management practice is built. This involves the time dimension 

and creates a model to simulate and analyse the effects of joint management practices, including 
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the interactions between all factors. As employee acceptance may change over time, the SD 

model predicts the most likely direction of each factor over time and provides the basis for 

future management decisions. Finally, a case study involving the CSCEC-TAISEI Corporation 

Ltd. in China is described. 

China is becoming the host for many foreign corporations (Li et al., 2019; Wang et al., 

2018); its construction industry is a pillar of the national economy and many large investment 

corporations have recently entered the construction industry too (Li et al., 2019; Li et al., 2017; 

Wang et al., 2018; Wu et al., 2017). Transnational joint ventures are the most common type of 

foreign investment at present, but they are facing unprecedented challenges when carrying out 

production and business in China. Managers and employees from different countries have 

different attitudes towards Sino-foreign joint management practices, and the collision of 

different cultural backgrounds has hindered business success. 

In this context, the CSCEC-TAISEI corporation is a multinational joint venture established 

in Beijing by the China State Construction Engineering Corporation (CSCEC) and Japan 

TAISEI corporation in 1987. As a typical joint venture, CSCEC-TAISEI has a complex 

structure. Since CSCEC and the TAISEI corporation each hold 50% of the shares, when a 

confrontation arises, the corporation falls into a “corporate deadlock”, which affects the routine 

operation of the company. At the same time, this corporation manages Chinese employees 

according to the Japanese OJT (On the Job Training) talent-training method. However, due to 

cultural differences, this form of management has not been fully accepted by Chinese 

employees. A 2018 questionnaire survey involving 180 Chinese workers provided information 

connected to the six factors (boxes) in Weisbord’s model. The survey questions were also 

designed in alignment with Preziosi’s (1980) extended instrument to identify the motivational 

factors affecting organisational change (Cunningham & Aldrich, 2011; Preziosi, 1980). Table 

S3 in the Supplemental Information summarises the questions the employees were asked and 

their connection with Weisbord’s six-box model. 
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3.2 Research hypotheses 

The proposed conceptual model is shown in Fig. 2. The model contains seven hypotheses 

(H1 to H7) relating to employee acceptance of the CSCEC-TAISEI corporation’s joint venture 

management practices. 

《Place Fig. 2 here》 

Fig. 2. The six-box model of motivational factors influencing the CSCEC-TAISEI corporation’s joint 

management practices 

Goal setting theory holds that corporation goals can have a huge impact on employee work 

performance (Fried & Slowik, 2004; Kim et al., 2018; Shipley & Johnson, 2009). Latham and 

Piccolo (2012) analysed the impact of organisational goals on employee performance, their 

research showing that setting goals can motivate employees and improve their work enthusiasm. 

Landers et al. (2017) verified the impact of organisational goals on employee acceptance of 

management practices, finding that impossible goals (or those that are perceived as such by 

employees) negatively affect employee performance. This is because employees usually have 

a better understanding of the relationship between goals and effort. In this regard, the following 

hypothesis is proposed:  

H1: In the management practice of multinational joint ventures, purpose is positively correlated 

with employee acceptance. 

Managers can condition the ideas of employees, and good managers can coordinate all 

kinds of contradictions within an organisation. For instance, Wang and Guan (2018) analysis 

of the relationship between leadership and employee performance in Chinese technology 

corporations indicated that authoritarian leadership could sometimes help employees improve 

their working attitude and performance. Additionally, Vincent-Hoper & Stein's (2019) study of 

leadership suggested that the managers’ leadership style has an important effect on employee 

happiness. Hence, we propose: 

H2: In the management practice of multinational joint ventures, there is a positive correlation 

between leadership and employee acceptance. 
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Organisational structure includes the workflow, the communication mode, and the 

division of labour within the organisation (Meng et al., 2017). For transnational joint ventures, 

the organisational structure is sometimes a constraint. This is because different organisational 

structures may restrict/facilitate the influence of managers over the rest of the company (Holtz 

& Harold, 2013). Dust et al. (2014) proved that employees need a clear understanding of the 

scope of responsibilities. Employee behaviours must also follow specific guiding principles, 

which rely on an appropriate organisational structure. Tremblay (2019) research also showed 

that structure is indeed an important internal and environmental factor. As a result, the 

following hypothesis is proposed: 

H3: In the management practice of multinational joint ventures, structure is positively 

correlated with employee acceptance. 

It seems to be a foregone conclusion that rewards can motivate employees. According to 

many studies, rewards and remuneration have always been at the core of improving team 

performance and motivating employees (e.g. Yahya & Wee-Keat, 2002). There is also a very 

close relationship between rewards and employee satisfaction (Antoncic & Antoncic, 2011). 

Govindarajulu and Daily (2004), however, proposed that incentives can achieve the best results 

only when employees are real stakeholders in the organisation, they feel their actions count, 

and their voices are heard. Day et al. (2014) in-depth analysis of the relationship between 

rewards and employee acceptance of management practices showed that perceived fairness of 

rewards also affects employee acceptance. Indeed, they showed that rewards perceived to be 

unfair have a negative effect on employee performance. Hence, the following hypothesis is 

proposed: 

H4: In the management practice of multinational joint ventures, rewards are positively 

correlated with employee acceptance. 

In multinational joint ventures, the employees’ interpersonal relationships promote 

communication and avoid interpersonal conflicts (Dietz, 2004; Ying et al., 2011). Bodika and 

Aigbavboa’s (2018) analysis of the role of interpersonal relationships in the construction 

industry showed that, when healthy interpersonal relationships are established in a company, 

© Emerald Publishing Limited. 
This AAM is provided for your own personal use only.  

It may not be used for resale, reprinting, systematic distribution, emailing, or for any other commercial purpose without the permission of the publisher. 



 

 

an inspiring working environment is created that improves overall work performance. 

Conversely, Graham et al.’s (2018) study of the relationship between management and 

employees showed that, when management has too much power and employees feel under 

constant pressure, relationship conflicts quickly arise while work performance diminishes. On 

this basis, the following hypothesis is proposed: 

H5: In the management practice of multinational joint ventures, relationships are positively 

correlated with employee acceptance. 

Most previous studies suggest that sound organisational systems help employees, because 

they can coordinate the organisation’s internal resources with its external environment (Alfes 

et al., 2019; James & Lahti, 2011). However, organisational systems also constrain employee 

behaviour, as work activities must follow the system regulations (Esteban-Lloret et al., 2018). 

However, Yang & Konrad (2011) showed that helpful systems can help corporations manage 

their resources, coordinate the employees’ interpersonal relationships, and improve their sense 

of belonging in the organisation. Hence, we propose: 

H6: In the management practice of multinational joint ventures, helpful systems are positively 

correlated with employee acceptance. 

Finally, a seventh hypothesis is proposed, which is that at least one of the above hypotheses 

is true. Later, based on the true hypotheses, a SD prototype is devised to represent the causal 

relationships between Weisbord’s six factors (with the initial assumption of mutual 

interdependence). Fig. 3 shows the hypothetical causality diagram. This model will be 

simplified later by removing some (statistically non-significant) relationships between the 

variables (factors). 

《Place Fig. 3 here》 

Fig. 3. Initial causal model 

3.3 Structural equation model (SEM) 

A SEM is generally used to examine complex models, in which one or more independent 

variables relate to one or more dependent variables (SEM used as a measurement model) (Hoyle, 
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1995; Wang et al., 2012). A SEM is also used for path analyses with latent variables for 

representing dependency relationships in multivariate data (Hoyle, 1995). Both applications are 

highly relevant for the current analysis. 

A SEM is based on the assumption of the existence of causal relationships, where a change 

in a variable is expected to exert a change in another variable (Wang et al., 2012). A SEM also 

has the ability to evaluate how well a proposed conceptual model containing observed 

indicators and hypothetical constructs explains or fits the data. Finally, a SEM can also be used 

for scale validation. 

As a linear model, a SEM is generally used to express relationships between variables and, 

as stated above, path analysis is one of its most common applications. Path analysis can show 

the direct and indirect effects of an independent variable on a dependent variable. However, 

our initial SEM path analysis did not have a positive definite sample moment matrix. This 

meant that the model was not sufficiently representative. A composite factor approach had 

therefore to be used instead (Ghofar & Islam, 2015; Hoyle, 1995; Kannan & Narayanan, 2015; 

Shanmugapriya & Subramanian, 2015; Wang et al., 2012). 

The creation of composite variables involves combining the scores of two or more items 

on a dimensional scale. Here, the approaches for computing composite variables from 

Raoprasert and Islam (2010) were applied, with the generic formula: 

 𝐶𝑜𝑚𝑝𝑜𝑠𝑖𝑡𝑒 =
∑𝑓𝑖𝑥𝑖

∑𝑓𝑖
   （1） 

where xi is the item score and fi is the factor loading.  

To ensure the model was representative for the six individual constructs (Weisbord’s six 

boxes), the indicators were checked to ensure they had substantial loadings on their respective 

factors. Several fit statistics were calculated to analyse the structural model fitness and 

measurement power separately. These aspects are discussed later in greater detail. 
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3.4 The system dynamics (SD) model 

This study also uses SD to model employee acceptance of joint management practices. 

This is a common research method in organisational management and has been widely used for 

organisational diagnosis and to simulate changes in complex environments (Kontogiannis & 

Malakis, 2019). Unlike SEM and other methods, SD models complex organisational systems 

from a dynamic perspective, and predicts their (likely) future evolution (Goh & Love, 2012). 

A SD model can therefore help corporation managers make better-informed decisions (Al-

Kadeem et al., 2017). 

In terms of construction, a SD model is based on feedback control theory. The causal 

relationships between the various parts of the system are pre-set. In this way, the dynamic 

relationships between the parts of the feedback structure and their functions can be 

quantitatively analysed too (Guo et al., 2018). 

Establishing a SD model for simulation involves the following steps (Vahidi & Aliahmadi, 

2019). First, the research scope is determined according to the current problem in order to draw 

the system boundaries. Then, a preliminary system framework is established to correlate the 

system variables with each other. This leads to the logical structure of the whole system, which 

is generally described by a causal diagram. Finally, a stock flow graph is created resembling 

the causal relationship graph, and the equations that govern their interrelationships between the 

various variables are established.  

4. Case study  

4.1 Data Collection 

The data used in this study were provided by the authors’ consultation program and 

supported by the CSCEC-TAISEI corporation in Beijing (China). The questionnaire used to 

collect the data involved a variety of statements scored by the respondents on a 9-point Likert 

scale (from 1: totally disagree, to 9: totally agree). The survey method was adopted because 

little attention had been paid to employee behaviours within the CSCEC-TAISEI corporation. 
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Data were considered more representative if gathered on site (closer to the respondents, where 

they could better understand how their information would be eventually used). The 

questionnaire delivery and collection dates are shown in Table 1, while the sample 

demographics can be found in Table S1 in the Supporting Information. 

《Place Table 1 here》 

Table 1. Questionnaire issue and collection 

Cronbach’s alpha tests were then used to assess the reliability of the scale items (Creswell, 

2009). The results are summarised in Table S3 in the Supporting Information. These indicate 

that all Weisbord’s six boxes (factors), plus a newly added ‘Attitude towards change’ factor 

representing employee acceptance, are internally consistent and reliable (their alpha values are 

all greater than 0.7 (Cunningham & Aldrich, 2011; Davis, 2013; Gliem & Gliem, 2003)). The 

validity of each of the composite constructs of Preziosi’s questionnaire was then re-examined 

to test data quality (Brace, 2013; Davis, 2013; Morgan, 2007), while the item-to-total 

correlations and Cronbach’s alpha values for items within the seven components were also 

analysed. Those whose item-to-total did not exceed 0.40 and/or were not statistically significant 

were removed from further analyses (see Table S3 in the Supporting Information). 

4.2 SD variables 

On filtering the significant questionnaire items (each representing a sub-variable within a 

Weisbord box), SEM was then used to analyse the relationships between the latent variables 

and manifest variables. The analysis included the variables’ path analysis, where the path 

coefficients were tested for significance and goodness-of-fit. There were many significant 

interactions between the variables adopted from the six-box model, meaning that changes in 

one factor were likely to affect other factors as well. More precisely, this means that some 

factors from the six-box model could directly stimulate many other employees’ motivational 

factors. It also means that, while other factors may not ‘directly’ affect these motivational 

factors, they could ‘indirectly’ stimulate them by influencing other intermediate factors instead.  
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Hence, regression analysis was used in order to study the feedback relationships between 

the significant questionnaire items. This allowed us to gradually obtain a regression equation 

that, at the same time, included the path coefficients extracted from the SEM (see Table S4 for 

further details). Only the most relevant variables and how they are combined is described here 

and shown in Table 2. 

《Place Table 2 here》 

Table 2. SD (merged) data variables 

Variables PUR-1 and PUR-3 were merged into variable A11 (Goal clarity), and PUR-2 

and PUR-4 were merged into variable A12 (People's support of the organisation's purpose). For 

Structure (STR), the aim of the analysis mostly focused on whether the organisation structure 

fits its purpose, the rationale of the division of labour, and the department structure. Therefore, 

STR-1 and STR-2 were merged into A21 (Rationality of department setting), and STR-3 and 

STR-4 merged into A22 (Rationality of employee division of labour), whereas STR-5 

represented A23 (People's support of the organisation's purpose). Rewards (RWD) dealt with 

"rewards fairness" and "whether the Rewards meet the expectations of the employees". Hence, 

REW-2 and REW-4 were merged into A32 (How fair the reward is), and REW-1, REW-3 and 

REW-5 were merged into A31 (Degree of conformity between the actual reward and the 

expected reward). Leadership (LEA) is mainly reflected in "the guiding power of the 

leadership" and "the influence of the leadership", so LEA-1 and LEA-2 were merged into A41 

(Guiding power of the leadership), and LEA-3 and LEA-4 were merged into A42 (Influence of 

the leadership). For Helpful Mechanisms (HM), HM-1, HM-2, and HM-5 were combined into 

A51 (Helpful mechanisms for employee traction), and HM-3 and HM-4 were combined into 

A52 (Helpful mechanisms for employee cohesion). Finally, for Relationship (REL), REL-1, 

and REL-5 were merged into A61 (Employees' relationship with their superiors) and REL-2, 

REL-3, and REL-4 were merged into A62 (Employees' relationship with their colleagues). 
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4.3 SD stock and flow diagram 

Once the variables for the SD model were built (merged), the stock and flow diagram 

could be created (Fig. 4). Since the variables in the model are all qualitative, they are measured 

in dimensionless units. Table 3 displays the mathematical expressions between the variables 

used in the model. The detailed process is described in Table S4 in the Supporting Information. 

《Place Fig. 4 here》 

Fig. 4. SD Stock and Flow Diagram 

《Place Table 3 here》 

Table 3. Dynamic Model 

5. Results  

5.1 SEM Results 

This section uses SEM to test the hypotheses stated in section 3.2 (the existence of a 

positive relationship between purpose, relationship, helpful mechanisms, rewards, structure, 

leadership, and attitude towards change, with the employees’ acceptance of the joint venture 

management practices). SEM is an effective method to analyse the influence relationship 

between variables (Hoyle, 2012; Singh & Burhan, 2015; Wang et al., 2012). First, confirmatory 

factor analysis was used to verify the measurement model and ensure the stability of the factor 

scales. Then, the measurement model was revised and the structural model contrasted with the 

measurement model. The specific analyses were as follows. 

The model reliability measurement method of the structural equation model generally 

involves checking the load value of every factor of all variables (Bamgbade, 2019). As can be 

seen in Figure 5, the factor load of each variable in the measurement model remained between 

0.57 and 0.91, far exceeding the critical value of 0.4 (Hair, 2011). This shows that each variable 

in the SEM was highly reliable. Additionally, Table S3 shows the item-to-total correlations and 

Cronbach's alpha values for each component (for the sake of brevity this Table is provided in 

the supporting information). All internal consistency reliability measurements based on 
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Cronbach’s alpha for measurement items were also found to be greater than 0.7 (exceeding the 

threshold value of 0.4 (Durdyev, 2018)). Overall, this indicated a high degree of internal 

consistency. 

Fig. 5 contains the resulting model. This produced a good data fit after six direct paths and 

four covariances were removed (p=0.44, CMIN/df=0.956, RMR=0.019, TLI=1.001, 

CFI=0.993, and RMSEA=0.000). 

《Place Fig. 5 here》 

Fig. 5. Final SEM model 

The structural model describes the relationship between variables, which can be used to 

verify the degree to which the data support the hypotheses (Durdyev, 2018). Table 4 shows the 

path coefficients of each potential variable in the SEM model. If the relationship between the 

variables is statistically significant, the hypothesis is accepted. It can be found that Structure 

and Leadership have no direct influence on ATC (the β values are -0.04 and -0.07, respectively, 

and a high p value means that none of the three are significant). This means that hypotheses H2 

and H3 are not supported. Additionally, although Helpful Mechanisms does not significantly 

influence the Attitude towards change directly, it does have a significant indirect influence 

through ATC1. 

Table 4 also shows that Purpose, Relationship, and Rewards have a direct positive effect 

on ATC (the β values are 0.32, 0.28, and 0.48, respectively, and the p value is significant). This 

means that hypotheses H1, H4, and H5 are verified. For similar reasons, H7 is also accepted. 

《Place Table 4 here》 

Table 4. SEM regression weights 

Table 5 shows the model covariances (relationships between the six motivational factors), 

all of which are significant at the 0.001 level. This means that all the selected factors have an 

important influence and can be used later in the SD model. 

《Place Table 5 here》 

Table 5. Model covariances 
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Finally, the results of the H1-H7 Hypotheses testing are represented in Table 6. As shown 

in Fig. 5, only the Rewards and Helpful Mechanism (at the 0.05 level) and Purpose and 

Relationship (at the 0.10 level) have a significant positive influence on employee acceptance 

of joint venture management practices. 

《Place Table 6 here》 

Table 6. H1-H7 Hypotheses testing 

5.2 Results of the SD 

The SEM examined the correlation between variables. Based on the correlations verified 

with the SEM, this section now introduces a SD model. This model involves the analysis of 

time series, the interaction between the same (significant) variables, and eventually helps 

predict the change of motivation factors over the next five years. Finally, the SD model also 

allows us to assess the impact of the motivation factors changes on the Attitude Towards 

Change (ATC) factors. Fig. 6 shows the predicted results for the six motivation factors, while 

Fig. 7 shows the predicted results for the ATC factors. 

Fig. 6 shows that large initial fluctuations occur during the simulation of phase 5 of 

Purpose (PUR) and Leadership (LEA). Helpful Mechanism (HM) and Relationship (REL) 

fluctuate slightly, but tend to be relatively stable throughout the phases. Structure (STR) and 

Rewards (REW), on the other hand, hardly change, and remain the lowest. It is also worth 

highlighting that, despite PUR and LEA having some initial fluctuations (which means they are 

influenced by the initial state of other variables) they tend to remain stable later within a 

relatively narrow range of variation ([7.25,7.50]). 

《Place Fig. 6 here》 

Fig. 6. Main variable force prediction simulation 

However, understanding employee acceptance through ATC is the ultimate goal of the 

proposed SD model. As Fig. 7 shows, ATC did not improve in the early stages. Conversely, it 

exhibited a decreasing trend that is affected by various factors of the six-box model. 
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According to the previous and final SEM, ATC is significantly affected by Reward (REW), 

Helpful Mechanism (HM), Purpose (PUR), and Relationship (REL). This means that, variable 

ATC increases with the increase of REW, HM, PUR, and REL. Conversely, if no positive 

management emphasis is made on these four variables, the value of ATC decreases. Other 

variables have hardly any direct impact on ATC.  

《Place Fig. 7 here》 

Fig. 7. Variable ATC prediction simulation 

6. Discussion  

6.1 SEM discussion 

As Table 6 indicates, employee acceptance of CSCEC-TAISEI corporation joint 

management practices is significantly related to several motivational factors. These are mostly 

influenced by employee perception of purpose, rewards, relationship, and helpful mechanisms. 

The theoretical and practical significance of these findings are discussed here. 

The Cohen (1977) classification method was used to rank the top drivers of employee 

motivation factors in our study. This classification indicates that the variables have a good 

consistency when the coefficient is greater than 0.75 (the maximum is 1), while less than 0.4 

means a weak consistency. The results shown in Table 7 indicate that the total effect from 

REW-1 to REW-5 belong to the first level, while that the effect of the other factors belong to 

the second level. This clearly supports the effectiveness of rewards at attaining positive 

organisational outcomes and supports H4 as well. This was an expected outcome in line with 

the management literature (Baumann & Stieglitz, 2014). Additionally, while some forms of 

extrinsic reward motivation (REW-2 and REW-4, e.g. monetary rewards, praise, and 

recognition) may motivate employees, many CSCEC-TAISEI employees are young 

professional adults (20–30 years old). Young professionals can also be motivated by a sense of 

achievement and by the provision of opportunities for developing new skills and competences. 

《Place Table 7 here》 
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Table 7. Ranking of (non-deleted) motivational factors 

The results also confirm that employee acceptance of the CSCEC-TAISEI joint 

management practices can be achieved by having a clear Purpose (PUR-3, PUR-4, and PUR-

2). This can be understood from an organisational perspective as providing a direction to 

facilitate a common and shared organisational vision. Shared purpose creates organisational 

direction and supports the necessary changes to reach the intended outcomes (Latham et al., 

2016). In this sense, managers may be able motivate their employees by setting a clear direction 

and purpose of the organisation and outlining the way to achieve those goals. 

Regarding Helpful Mechanisms, good communications (HM-3, HM-5, and HM-2) play 

an important role too. Helping employees to know what to do, showing them how to improve 

on what they do, and explaining how to achieve it effectively are also equally important. 

Efficient interpersonal communication has been found to be an important motivational factor 

in reaching organisational goals (Henderson, 1996), and employees with a greater need for 

communication may be more attracted to work environments where the primary focus is on 

developing and maintaining open communication (Normore et al., 2016). 

To summarise, these results have provided evidence that employee acceptance of joint 

management practices (represented by the ATC variable) is significantly and positively affected 

by Purpose, Rewards, Relationships, and Helpful Mechanisms. However, even though 

Leadership and Structure do not have a statistically significant impact on acceptance, they can 

still influence it indirectly by changing other factors. This is discussed in the next section. 

6.2 SD discussion 

While SEM is a static research method, it was possible to build a SD model based on the 

correlations identified with the SEM (shown in Fig. 5). With this model, simulations were run 

to predict the evolution of the whole system over five (time) periods as shown in Figs. 6 and 7. 

According to the level of each variable, Weisbord’s six variables were divided into low (STR 

(Structure) and REW (Reward)) and high levels (PUR (Purpose), LEA (Leadership), HM 
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(Helpful mechanism) and REL (Relationship)). Low-level variables need most urgent 

management action.  

First, REW (Rewards) has the greatest effect on changing employee acceptance. However, 

this depends on the fairness of the reward and the employees’ expectations (Adams, 1965; 

Baumann & Bonner, 2017). If employees perceive the distribution mechanism as unfair, the 

rewards may not play a positive role, even hinder their enthusiasm (Adams, 1965). Additionally, 

employee enthusiasm is also subject to the (perceived) conformity between expected and actual 

rewards. That is, rewards that are consistent with expectations can be effective motivators 

(Baumann & Bonner, 2017).  

Second, although the SEM verifies that STR does not have a significant impact on ATC, 

the effect of STR on PUR still is very big. In the six-box model, the rationality of a company 

structure depends on how well the company meets its purpose. The corporation has no 

immutable goal. Consequently, there should not be an immutable organisational structure either 

(Cao et al., 2011). This requires keeping an overall consistency within the internal distribution 

of roles and authorities, and the goals the corporation wants to achieve. 

Of the high-level factors, PUR (Purpose) plays an important role in improving employee 

acceptance of joint venture management practices. As Weisbord stated, organisation goals are 

effective provided they are clear and employees feel sufficiently supported to achieve them 

(Burke, 2018). Goal setting can be challenging, though. However, according to goal setting 

theory, employee performance will be highest under both challenging and specific conditions 

(Miles, 2012).  

REL (Relationship) mainly reflects the relationship between employees within the 

corporation. The theory of interpersonal relationships was developed in the last century by 

Mayo (1933), who pointed out that, due to the interactions between workers, employees are 

encouraged to form groups and generate informal codes of conduct that will guide their daily 

behaviour. The relationship between employees, between departments, and between employees 

with departments is also described in the six-box model. However, the promotion of inter-

department and department-employee communication is not the same as promoting the 
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relationship between employees (Sanders, 1986). Nonetheless, broadening communication 

channels, enabling information to run smoothly across the corporation, and reducing 

communication obstacles between all members are actions that may eventually improve 

motivation. 

HM (Helpful Mechanisms) is also a high-level factor that can significantly enhance a 

corporation’s internal communications (of which bulletin boards, meeting rooms, information 

systems, etc. are a part). In the six-box model, HM represents all actions and resources that 

allow employees with different interests to work together (Weisbord, 1978). Therefore, HM 

can broaden the corporation’s internal communication channels and promote relationships 

(REL).  

Finally, LEA (Leadership) is at the centre, as the leadership job is to supervise the other 

five factors and enable a balance between them (Burke, 2018). Here, leadership does not refer 

to the leader, but to leadership performance. This is achieved by the successful interaction of 

the multiple members of the organisation, which clearly plays a vital role in maintaining the 

dynamic balance between the other five factors. Effective leaders can inform employees in a 

timely manner of what they should do, how to improve their work, and how to achieve the 

corporation goals better. At the same time, they can also make timely adjustments to the 

corporation goals if necessary, and provide feedback from ongoing corporation performance to 

their employees. 

7. Conclusion 

The current literature related to cross-cultural management provides an insufficient 

understanding of how to motivate foreign employees to accept and adopt international joint 

venture management practices. In this study, the Weisbord’s six-box model and Preziosi’s 

(Cunningham & Aldrich, 2011; Preziosi, 1980) questionnaire have been used to identify the 

factors that motivate foreign joint venture employees. A structural equation model (SEM) is 

firstly used to verify the correlation between potential motivation factors. Then, a system 

dynamics (SD) model is used to analyse how the (statistically) significant motivational factors 
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may evolve over time. With a series of simulation runs, a likely trend of change is predicted 

that can enhance the effectiveness of future management actions. 

The results of this study shed some light on the better development and management of 

transnational joint ventures, most of which have ignored the internal reasons that prompt 

employees to accept (or reject) their management practices. The SEM has identified the most 

relevant motivation factors that condition the employees' degree of acceptance of management 

practices. Namely, the results have shown that a clear job and goals, the existence of consistent 

reward mechanisms, keeping good communication at all levels with employees, and the 

existence of helpful company mechanisms have a significantly positive impact on how 

employees engage with their jobs in foreign joint ventures. The SD model also provides joint 

ventures with an indication how the employee’s acceptance of joint venture practices can 

change over time, so that management methods can be adjusted accordingly. 

Overall, this study has made the following contributions. First, by analysing a Sino-

Japanese joint venture case study, we have provided new empirical evidence for helping other 

multinational joint ventures improve their employees' acceptance of joint management 

practices. Second, this study has proposed a suite of analytical methods that can be applied to 

other joint ventures to identify suitable cross-cultural management practices. This contrasts 

with most research literature, which analyses how to promote employee motivation from a static 

perspective. Indeed, it has been shown here that employee acceptance can significantly change 

over time due to the complex interaction of several motivational factors. In adopting a dynamic 

perspective, this study clarifies how the evolution of employee acceptance and motivation can 

evolve. 

A limitation of the study is that, although the data collected meets the requirements for 

sample analysis, larger sample sizes could have enhanced the power of the research models. In 

addition, while the study focuses on the acceptance of joint management practices by 

employees, it does not distinguish between different sizes or development stages of 

multinational joint ventures. It is likely then, that these factors may condition the generalisation 

of some of our findings and will be the focus of future research. 
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Fig. 1. Weisbord’s Six-Box Model 
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Fig. 2. The six-box model of motivational factors influencing the CSCEC-TAISEI 

corporation’s joint management practices 
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Fig. 3. Initial causal model 
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Fig. 4. SD Stock and Flow Diagram 
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Fig. 5. Final SEM model 
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Fig. 6. Main variable force prediction simulation 
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Fig. 7. Variable ATC prediction simulation 
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Table 1. Questionnaire issue and collection 

No. Date Location Distributed Received Valid 

Response 

Rate % 

Valid 

Rate % 

1 

24 

March 

Headquarter in 

Beijing,  

China 

N=133 N=109 N=109 82.0 100 

2 

11 

April 

Subcompany in 

Xi’an, China 

N=76 N=59 N=59 77.6 100 

3 

11 

April 

Subcompany in 

Shanghai, China 

N=22 N=12 N=12 54.5 100 

Table 2. SD (merged) data variables 

No. Original variable SD Variable 
SD Variable description 

1 PUR-1,PUR-3 A11 Goal clarity 

2 PUR-2,PUR-4 A12 People's support of the organization's purpose 

3 STR-1,STR-2 A21 Rationality of department setting 

4 STR-3,STR-4 A22 Rationality of employee division of labor 

5 STR-5 A23 People's support of the organization's purpose 

6 REW-1,REW-3,REW-5 A31 Conformity between the reward and the expected reward 

7 REW-2,REW-4 A32 How fair the reward is 

8 LEA-1,LEA-2 A41 Guiding power of the leadership 

9 LEA-3,LEA-4 A42 Influence of the leadership 

10 HM-1,HM-2,HM-5 A51 Helpful mechanism for employee traction 

11 HM-3,HM-4 A52 Helpful mechanism for employee cohesion 

12 REL-1,REL-5 A61 Employees' relationship with their superiors 

13 REL-2,REL-3,REL-4 A62 Employees' relationship with their colleague 

Note：More than twenty variables from PUR-1, PUR-2 to REL-4 are new in each subsystem Code after 

Item Test. See Table S3 in the Supporting Information for details.  
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Table 3. Dynamic Model 

Variate Variable name Equation 

State 

variable 

PUR PUR=INTEG(+R1,7.17) 

STR STR=INTEG(+R2,6.92) 

REW REW=INTEG(+R3,6.80) 

LEA LEA=INTEG(+R4,7.43) 

HM HM=INTEG(+R5,7.28) 

REL REL=INTEG(+R6,7.24) 

ATC ATC=INTEG(+R,6.76) 

Rate 

variable 

R1 R1=Predicted Value 1-PUR 

R2 R2= Predicted Value 2-STR 

R3 R3= Predicted Value 3-REW 

R4 R4= Predicted Value 4-LEA 

R5 R5= Predicted Value 5-HM 

R6 R6= Predicted Value 6-REL 

R R= Predicted Value-ATC 

Auxiliary 

variable 

Predicted Value 1 Predicted Value 1=-0.026+0.631*A12+0.372*A11  

Predicted Value 2 Predicted Value 2=-0.019+0.401*A22+0.407*A21+0.194*A23  

Predicted Value 3 Predicted Value =-0.023+0.628*A31+0.374*A32 

Predicted Value 4 Predicted Value 4=-0.042+0.478*A42+0.527*A41  

Predicted Value 5 Predicted Value 5=-0.244+0.621*A51+0.406*A52  

Predicted Value 6 Predicted Value 6=-0.004+0.609*A62+0.392*A61 

Predicted Value 
Predicted Value =0.32*PUR+0.28*REL-0.01*HM+0.48*REW-

0.07*STR-0.07*LEA 

A11  A11 =1.416+0.244*STR+0.609*LEA 

A12  A12 =1.275+0.351*STR+0.284*LEA+0.217*HM 

A21  A21 =-2.255+0.847*HM+0.409*REL 

A22  A22 =-1.599+0.384*REW+0.413*PUR+0.385*REL 

A23  A23 =-0.034+0.274*REW+0.443*LEA+0.293*HM 

A31  A31 =-1.838+0.341*STR+0.662*HM+0.192*REL 

A32  A32 =-1.834+0.36*PUR+0.257*LEA+0.579*REL 

A41  A41 =1.613+0.443*PUR+0.377*REL 

A42  A42 =0.11+0.355*PUR+0.202*REW+0.41*REL 

A51  A51 =1.308+0.46*STR+0.161*REW+0.228*REL 

A52  A52 =1.454+0.192*PUR+0.331*REW+0.305*REL 

A61  A61 =2.005+0.412*STR+0.342*REW 

A62  A62 =0.766+0.484*LEA+0.409*HM 
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Table 4. Structural model result 

   
β 

(Path coefficient) 
S.E. C.R. p 

Attitude towards change ← Purpose 0.32 0.099 2.076 *** 

Attitude towards change ← Relationship 0.28 0.103 1.821 ** 

Attitude towards change ← Helpful Mechanism -0.01 0.112 -0.053 0.957 

Attitude towards change ← Rewards 0.48 0.092 2.607 *** 

Attitude towards change ← Structure -0.04 0.085 -0.213 0.831 

Attitude towards change ← Leadership -0.07 0.089 -0.562 0.574 

ATC1 ← Attitude towards change 0.50    

ATC2 ← Attitude towards change 0.79 0.614 3.129 *** 

ATC1 ← Helpful Mechanism 0.29 0.181 2.028 *** 

 

  

© Emerald Publishing Limited. 
This AAM is provided for your own personal use only.  

It may not be used for resale, reprinting, systematic distribution, emailing, or for any other commercial purpose without the permission of the publisher. 



 

 

Table 5. Model covariances 

 
   Esti

mate 

S

.E. 

C

.R. 

p 

Purpose <-

-> 

Relationship 1.385 0

.167 

8.

291 

*

** Structure <-

-> 

Leadership 1.818 0

.214 

8.

495 

*

** Rewards <-

-> 

Leadership 1.873 0

.220 

8.

494 

*

** Helpful 

Mechanism 

<-

-> 

Leadership 1.493 0

.175 

8.

515 

*

** Rewards <-

-> 

Structure 2.645 0

.298 

8.

863 

*

** Helpful 

Mechanism 

<-

-> 

Structure 2.154 0

.240 

8.

988 

*

** Helpful 

Mechanism 

<-

-> 

Rewards 2.179 0

.245 

8.

898 

*

** Purpose <-

-> 

Helpful 

Mechanism 

1.556 0

.182 

8.

545 

*

** Relationship <-

-> 

Helpful 

Mechanism 

1.593 0

.181 

8.

819 

*

** Relationship <-

-> 

Rewards 1.976 0

.226 

8.

744 

*

** Purpose <-

-> 

Rewards 1.909 0

.227 

8.

412 

*

** Relationship <-

-> 

Leadership 1.417 0

.165 

8.

589 

*

** Purpose <-

-> 

Leadership 1.458 0

.170 

8.

574 

*

** Relationship <-

-> 

Structure 1.949 0

.221 

8.

824 

*

** Purpose <-

-> 

Structure 1.942 0

.225 

8.

649 

*

**  
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Table 6. Hypotheses testing for H1-H7 

 

Hypotheses Effect Hypothesis 

accepted 

H1: Purpose   Attitude towards change positive direct effect (0.32*) ✓ 

H2: Leadership   Attitude towards change Not significant x 

H3: Structure   Attitude towards change Not significant x 

H4: Rewards   Attitude towards change positive direct effect (0.48***) ✓ 

H5: Relationship   Attitude towards change positive direct effect (0.28*) ✓ 

H6: Helpful Mechanism   Attitude towards change positive direct effect (0.29***) ✓ 

H7: At least one of six factors   Attitude towards change positive direct effect (from H1-H6) ✓ 

Note: (Correlation factor); ** and * denote significant at the 0.05 and 0.10 level respectively. 
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Table 7. Ranking of (non-deleted) motivational factors 

Influence Driving 

factors 

Detail 

measurement 

index 

Loads of 

detail 

measure 

index 

Total 

effect 

(Col 2 

x Col 4) 

Ranking 

First 

level 

 REW-5 0.93*** 0.4464 1 

 REW-3 0.84*** 0.4032 2 

 Rewards 

0.48*** 

REW-1;    

REW-2; 0.77*** 0.3696 3 

REW-4    

  PUR-3 0.91*** 0.2912 4 

 PUR-4 0.79*** 0.2528 5 

 HM-3 0.85*** 0.2465 6 

Purpose PUR-2 0.75*** 0.24 7 

Second 

level 

0.32***; HM-5 0.81*** 0.2349 8 

Helpful 

Mechanism 

HM-2 0.79*** 0.2291 
9 

0.29***; REL-2 0.79*** 0.2212 10 

Relationship REL-4 0.72*** 0.2016 11 

0.28** REL-1 0.69*** 0.1932 12 

 HM-1 0.65*** 0.1885 13 

 REL-5 0.67*** 0.1876 14 

 REL-3 0.64*** 0.1792 15 

 HM-4 0.58*** 0.1682 16 

Note: **and * denote significant at the 0.05 and 0.1 level respectively. 
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Supporting Information 

The Supporting Information contains more details for further reference. Table S1 shows the 

detailed data of the sample demographics. The data descriptive statistics of each variable in is 

shown in Table S2. Table S3 shows the data descriptive statistics of the questionnaire survey. 

Finally, the variables stepwise regression and its results summary in the SD model is 

described in Table S4. 

Table S1. Sample demographics 

Category Item Frequency Frequency% Total 

Year 
Less than 35 years 120 67% 120 

Over 35years 60 33% 60 

Sex 
Male 115 64% 115 

Female 65 36% 65 

Education level 

Below Undergraduate 20 11% 20 

Undergraduate 130 72% 130 

Master degree and above 30 17% 30 

Working experience 

1-5 year 81 45% 81 

5-10 year 40 22% 40 

10years above 59 33% 59 

Position 

General staff 165 91% 165 

Project manager 1 1% 1 

Department manager 14 8% 14 

 

Table S2. Data descriptive statistics 

7 Subsystems N Mean 
Mean Standard 

 Error 

Standard 

Deviation 
Variance 

Purpose (PUR) 180 7.17 0.099 1.332 1.773 

Relationships (REL) 180 7.24 0.097 1.306 1.705 

Helpful Mechanisms (HM) 180 7.28 0.101 1.357 1.842 

Rewards (REW) 180 6.80 0.131 1.752 3.07 

Structure (STR) 180 6.92 0.127 1.702 2.897 

Leadership (LEA) 180 7.43 0.090 1.206 1.454 

Attitude Toward Change 

(ATC) 
180 6.76 0.100 1.342 1.8 

Note: The 7 subsystems from Preziosi’s organizational diagnosis instrument extend 

Weisbord’s six-box organizational model.
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Table S3. Preziosi (1980) questionnaire development for the CSCEC-TAISEI Corporation sample (Source: Compiled by the authors with SPSS 22). 

Subsystem 

Code in 

Preziosi’s 

Instrument 

Item Description (modified from Preziosi’s extended instrument) 
Cronbach’s 

Alpha 

Cronbach’s 

Alpha If 

Item 

Deleted 

Item to 

Total 

Correlation

* 

New Code 

after Item Test 

Purpose (PUR) 

Q1 The goals of this organization are clearly stated. 

0.803 

0.731 0.694 PUR-1 

Q8 I am personally in agreement with the stated goals of my work unit. 0.761 0.646 PUR-2 

Q15 I understand the purpose of this organization. 0.726 0.758 PUR-3 

Q22 The structure of my work unit is well designed. 0.723 0.717 PUR-4 

Q29 I want to complete the task with less energy and time. 0.880 0.325 Deleted 

Relationships 

(REL) 

Q4 My relationship with my supervisor is a harmonious one. 

0.820 

0.792 0.607 REL-1 

Q11 I can always talk with someone at work if I have a work-related problem. 0.755 0.707 REL-2 

Q18 My relationship with members of my work group are friendly as well as 

professional. 

0.797 0.570 REL-3 

Q25 I have established the relationships that I need to do my job properly. 0.782 0.633 REL-4 

Q32 There is no evidence of unresolved conflict in this organization. 0.796 0.601 REL-5 

Helpful 

Mechanisms 

(HM) 

Q6 My immediate supervisor has ideas that are helpful to me and my work group. 

0.854 

0.839 0.607 HM-1 

Q13 I have the information that I need to do a good job. 0.810 0.718 HM-2 

Q20 This organization has adequate mechanisms for binding itself together. 0.798 0.761 HM-3 

Q27 Other work units are helpful to my work unit whenever assistance requested. 0.854 0.546 HM-4 

Q34 This organization’s planning and control development. 0.807 0.729 HM-5 

Rewards (REW) 

Q5 My job offers me the opportunity to grow as a person. 

0.914 

0.896 0.774 REW-1 

Q12 The pay scale and benefits of this organization treat each employee equitably. 0.908 0.713 REW-2 

Q19 The opportunity for promotion exists in this organization. 0.886 0.822 REW-3 

Q26 The salary that I receive is commensurate with the job that I perform. 0.904 0.739 REW-4 

Q33 All tasks to be accomplished are associated with incentives. 0.878 0.859 REW-5 

Q2 The division of labor of this organization is flexible. 0.902 0.785 STR-1 
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Structure (STR) 

Q9 The division of labor of this organization is conducive to reach its goals. 

0.918 

0.893 0.823 STR-2 

Q16 The manner in which work tasks are divided is a logical one. 0.891 0.836 STR-3 

Q23 The structure of my work units well designed. 0.907 0.753 STR-4 

Q30 The division of labor of this organization helps its efforts to reach its goals. 0.905 0.778 STR-5 

Leadership 

(LEA) 

Q3 My immediate supervisor is supportive of my efforts. 

0.833 

0.843 0.464 Deleted 

Q10 The leadership norms of this organization help its progress. 0.790 0.672 LEA-1 

Q17 This organization’s leadership efforts result in the organization’s fulfillment of its 

purposes. 

0.782 0.702 LEA-2 

Q24 It is clear to me whenever my boss is attempting to guide my work efforts. 0.801 0.629 LEA-3 

Q31 I understand my boss’s efforts to influence me and the other members of the work 

unit. 

0.775 0.715 LEA-4 

Attitude Toward 

Change (ATC) 

Q7 This organization is not resistant to change. 

0.723 

0.633 0.604 ATC-1 

Q14 The organization has not brought in enough new policy and process management. 0.732 0.361 Deleted 

Q21 This organization favors change. 0.602 0.645 ATC-2 

Q28 I can decide how to complete my work once in a while. 0.716 0.372 Deleted 

Q35 The organization is capable of upgrading itself and doing better. 0.680 0.474 Deleted 

Note: ‘*’ means the item-to-total correlation values should be greater than 0.40, and item-to-total correlation values in each construct at the 0.05 level 

are considered statistically significant. The “deleted” classification items correspond to those that were not statistically significant.
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Table S4. Stepwise regression equations of the SD model. 

Number Variable 

Unstandardized Coefficients 

R P-value 

Model B 

1 A11 
Constant 1.416 

0.801 
*** 

LEA 0.609 *** 

STR 0.244 *** 

2 A12 

Constant 1.275 

0.864 

*** 

STR 0.351 *** 

LEA 0.284 *** 

HM 0.217 *** 

3 A21 
Constant -2.255 

0.87 
*** 

HM 0.847 *** 

REL 0.409 *** 

4 A22 

Constant -1.599 

0.879 

*** 

REW 0.384 *** 

PUR 0.413 *** 

REL 0.385 *** 

5 A23 

Constant -0.034 

0.831 

0.94 

REW 0.274 *** 

LEA 0.443 *** 

HM 0.293 *** 

6 A31 

Constant -1.838 

0.918 

*** 

HM 0.662 *** 

STR 0.341 *** 

REL 0.192 *** 

7 A32 

Constant -1.834 

0.819 

*** 

REL 0.579 *** 

PUR 0.36 *** 

LEA 0.257 *** 

8 A41 
Constant 1.613 

0.78 
*** 

PUR 0.443 *** 

REL 0.377 *** 

9 A42 

Constant 0.11 

0.84 

0.79 

REL 0.41 *** 

PUR 0.355 *** 

REW 0.202 *** 

10 A51 

Constant 1.308 

0.9 

*** 

STR 0.46 *** 

REL 0.228 *** 

REW 0.161 *** 

11 A52 

Constant 1.454 

0.85 

*** 

REW 0.331 *** 

REL 0.305 *** 

PUR 0.192 *** 

12 A61 
Constant 2.005 

0.872 
*** 

STR 0.412 *** 

REW 0.342 *** 

13 A62 
Constant 0.766 

0.839 
*** 

HM 0.484 *** 

LEA 0.409 *** 

Note: ***means significant at 0.05. 
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Table S5. The measurement model of six-box model with CSCEC-TAISEI Corporation sample 

Latent 

Factor 

Factor loading  

from low to 

high 

Mathematical formula Data fit in statistics 

Significant probability 

Regression 

Weights 
Variances 

PUR 0.75~0.91 
Purpose = PUR-2*0.75+PUR-3*0.91+PUR-4*0.79 

PUR-1: the load between PUR-1 and Purpose is 0.02 

p=0.041CMIN/df=2.433; 

 RMR=0.035; TLI=0.975;  

CFI =0.922; RMSEA =0.084. 

0.001 

 

0.001 

 

REL 0.64~0.79 
Relationship = REL-1*0.69+REL-2*0.79+REL-3*0.64+REL-4*0.72+REL-

5*0.67 

p =0.035; CMIN/df=2.396; 

RMR=0.083; TLI=0.954;  

CFI =0.977; RMSEA =0.088 

0.001 0.001 

HM 0.58~0.85 
Helpful Mechanism = HM-1*0.65+HM-2*0.79+HM-3*0.85+HM-

4*0.58+HM-5*0.81 

p =0.233; CMIN/df=1.367;  

RMR=0.059; TLI=0.990;  

CFI =0.995; RMSEA =0.045 

0.001 0.001 

REW 0.77~0.93 
Rewards = REW-1*0.77+REW-2*0.77+REW-3*0.84+REW-4*0.77+REW-

5*0.93 

p =0.314; CMIN/df=1.188; 

RMR=0.059; TLI=0.997;  

CFI =0.999; RMSEA =0.032 

0.001 0.001 

STR 0.80~0.89 Structure = STR-1*0.80+STR-2*0.84+STR-3*0.89+STR-4*0.81+STR-5*0.82 

p =0.061; CMIN/df=2.247; 

RMR=0.066; TLI=0.980; 

CFI=0.992; RMSEA=0.083 

0.001 0.001 
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LEA 0.57~0.83 Leadership = LEA-1*0.82+LEA-2*0.83+LEA-3*0.57+LEA-4*0.74 

p =0.405; CMIN/df=0.6; 

RMR=0.018; TLI=1.006; 

CFI=1.000;RMSEA=0.000 

0.001 0.001 

Note: In the measurement model, each latent variable should cover at least 3 observed variables. The attitude towards change (ATC) variable in Table S2 in 1 

the Supporting Information had only 10 significant variables left after the questionnaire development with the CSCEC-TAISEI Corporation sample. 2 

Therefore, it was not possible to include this variable in the six-box model. 3 

 4 

 5 

 6 

 7 
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