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The competition among countries in the world is a competition of talents, and is also
case for the competition among enterprises. It raises the question of how to make excellent
employees identify with and be loyal to the enterprise, and how they ultimately remain
effective for the enterprise is particularly critical.

In this paper, a questionnaire survey was used to survey 400 employees. The study
inspected the relationship between Hofstede's cultural dimensions theory and leader-member
exchange relationship and employee loyalty. This paper discussed the mediating effect of
leader-member exchange relationship on the influence of Hofstede's cultural dimension
theory on employee loyalty. Through empirical analysis, this paper draws the following
conclusions: (1) Hofstede's theory of cultural dimensions has a positive effect on employee
leader-member exchange relationship. Hofstede's five cultural dimension theories have a
positive effect on employee leader-member exchange relationship; (2) Hofstede's cultural
dimension theory has a positive effect on employee loyalty; (3) The employee's
leader-member exchange relationship has a positive effect on employee loyalty; (4)
leader-member exchange relationship plays a mediating role in Hofstede's cultural dimension
theory and employee loyalty; (5) Highly-matched Hofstede's cultural dimension theory,
through high-quality leader-member exchange relationship, can strengthen employee loyalty;



(6) Hofstede's cultural dimension theory and employee leader-member exchange relationship
may have dual effects on employees' corporate loyalty.

Keywords: Hofstede's cultural dimension theory; leader-member exchange relationship;
Employee loyalty; mediating effects
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CHAPTER 1
INTRODUCTION

1.1 Research background

With the globalization of economy, China advocates the establishment of an Asian
infrastructure investment bank. In an enterprise, more and more employees come from
different cultural backgrounds and different countries. However, how to allow excellent
employees to identify and be loyal to the company and eventually stay the issue of
serving the enterprise has become increasingly important. (Meyer,1997) research shows
that employees with higher emotional commitments are more likely to stay in their
organizations. Employee loyalty is reflected in employees' recognition of corporate
culture and environment. It is believed that the company will provide them with
development opportunities and due material rewards, and devote themselves
wholeheartedly to the work and integrate personal development into the development of

the enterprise.

Hofstede's theoretical theory of cultural dimension theory is of great value to
enterprises. The employee's leader- member exchange relationship is not to allow
employees to identify with the company's performance and scale of the label, to recognize
the conventional rules and regulations and rules of conduct, but from the heart and spirit
of identity (or culture and value of identity). To establish a sense of identity is also good,
corporate culture is also good, learning organization is also good, if the principle of
economics to explain, is nothing more than greatly reduce the company's supervision
costs, that is, everyone does not look at the face of superiors to do things, in accordance
with the heart to Doing, then these guidelines are unified by the same values, you can
achieve higher work efficiency, and bring benefits to the business. The more far-reaching
significance is that it can open the source of strength and value in people's hearts. When
Welch launched a revolutionary change for GE, he insisted that the hidden power in the

human heart is endless, and what the company has to do is to start this force.

There are two main factors that affect employee loyalty: wages and benefits salary
and leader- member exchange relationship. leader- member exchange relationship is
divided into emotional identity, dependent identity, and standardized identity. Wages and
benefits Salaries and benefits are often calculated based on the previous year's
profitability of the company and the cost and profit of the next year. It's hard to make a
big difference. Therefore, improving corporate identity has become the goal pursued by

every company. Improving employees' sense of corporate identity through correct and



reasonable methods can greatly increase employee loyalty and reduce supervision costs.

leader- member exchange relationships are divided into emotional identity,
dependent identity, and standardized identity. (1) Affective Commitment. Mainly refers to
how strong the employees are in supporting and participating in the company. (2)
Continuance Commitment. Mainly refers to employees feel that it is necessary to stay in
the enterprise; (3) Normative Commitment. Mainly refers to employees' sense of
responsibility for corporate strategy and their various goals. However, in the actual
situation, the emotional identity factor often determines the degree of feeling of the other
two factors. In organizational behavior and industrial and organizational psychology,
leader- member exchange relationship is an individual's psychological attachment to the
organization. The basis behind many of these studies was to find ways to improve how
workers feel about their jobs so that these workers would become more committed to
their organizations. leader- member exchange relationship predicts work variables such as
turnover, organizational citizenship behavior, and job performance. Some of the factors
such as role stress, empowerment, job insecurity and employability, and distribution of
leadership have been shown to be connected to a worker's sense of leader- member

exchange relationship.

Obviously, employee's emotional recognition of the company affects the employees'
common mental and behavioral behavior. In the organization, if you feel that you are
valued and engaged in the enterprise, you will feel comfortable, work hard, and actively
participate in every strategic activity of the company; if you feel that you are not valued,
your participation will be low, and your input will be reduced. Increase rewards or pass
negative energy like people around, and even impede and destroy company's strategic

activities.

To sum up, in an organization, the employees' cultural background and education
background are different, and the employees' leader- member exchange relationship is
also different. Under the joint effect of the two, how will the employee's employee loyalty
change? How does Hofstede's theoretical theory of cultural dimension theory influence
employees' loyalty to employees' various dimensions of leader- member exchange
relationship? What are the effects of employee leader- member exchange relationship and
its various dimensions on Hofstede’s theoretical theory of cultural dimensions? All

questions will be the focus of the author's research and writing this article.
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1.2 The significance research

Based on reviewing and comparing relevant studies of leader- member exchange
relationships in China and the West, this topic combines the specific situations in
Southeast Asia, establishes the leader- member exchange relationship mechanism that
influences employees’ loyalty, and introduces employee commitments to the organization
as Hofstede’s theory of cultural dimensions. Employee loyalty intermediary variables.
Theoretically, it helps to reveal the influence mechanism of Hofstede's cultural
dimensions on employee loyalty in the Southeast Asian context, enrich Hofstede's
research on the dimensions of culture and internal influence mechanism, and helps to
confirm the cultural dimension of Hofstede. Employees' influence on employees' loyalty
to various dimensions of corporate identity, and how employees interact with each
dimension of leader- member exchange relationship on the dimensions of Hofstede and

employee loyalty.

In practice, the first is to guide the leaders of Southeast Asian enterprises to identify
their own behavioral effectiveness. While strengthening the cultural dimension of
employees, Hofstede also pays attention to enhancing the corporate employees' sense of
identity in order to enhance the employees' loyalty and enhance their organizational
ownership. Sense, retain outstanding employees, improve employee performance, and
reduce supervision costs. The second is that Hofstede’s cultural dimension may have a
double impact on employee loyalty. This reminds leaders that when a sense of employee
leader- member exchange relationship is lacking, the positive impact of a good leader on
the employee can make up for the sense of commitment of the lower employee
organization. With negative effects, employees will work for good leaders. Even when
employees are dissatisfied with leaders, good leader- member exchange relationships will
make them willing to stay in the company. This research has expanded the tactical choices
of improving employee loyalty to the company, mobilizing the enthusiasm of employees,

and giving full play to their potential.

1.3 Research content

The main research content of this study is as follows:

The first, from the social reality background, elicit problems, review the literature,
study the opinions and conclusions drawn by previous people, and present their own

theoretical models and research hypotheses.



The second, design questionnaires based on research hypotheses and theoretical
models, issue and collect questionnaires, use SPSS software to analyze and process the
questionnaire data, and carry out confidence in the three dimensions of Hofstede's cultural
dimensions, leader- member exchange relationship, and employee loyalty to the company.

Validity analysis.

The third, applying methods such as correlation analysis and regression analysis,
discuss the positive prediction between Hofstede's cultural dimension and leader- member
exchange relationship, leader- member exchange relationship and loyalty of employees,
employee's identity with the company, and employee's loyalty to the company. Roles, as
well as employee leader- member exchange relationships and their various dimensions in
mediating effects between Hofstede's cultural dimensions and employee loyalty to the
company, study the impact relationships and impact mechanisms between these three

variables and their variables.

Last one, based on the analysis and processing of the questionnaire data, we reached
a conclusion to see whether it supported the hypothesis, then linked the actual results,
extended the management implications so as to provide some reference for future

management practices.

1.4 Analysis and technical route
1.4.1 Analysis

This study intends to use a combination of theoretical and empirical analysis. The
theoretical deduction seeks to review, compare, and evaluate relevant documents such as
employees’ recognition of the company’s identity, and incorporates Asian specific cultural
characteristics. It uses logical analysis, documentary evidence, and other methods to
explore employees’ sense of identity and corporate employees identity. The relationship
between sense and employee loyalty, establishing a theoretical model of the influence
mechanism of employee loyalty, and thus put forward the reasonable hypothesis that
leader- member exchange relationship plays an important role in Hofstede's cultural

dimension and employee loyalty.

The empirical analysis is based on reliability and validity testing to determine the
effectiveness of the research and application scale; collect data, analyze data, verify
hypotheses around the proposed theoretical framework and hypotheses, and establish the

employees' sense of corporate identity and employee loyalty. Mechanism; through the



found laws, inferences and assessments are made from the relationship between
Hofstede’s cultural dimension, leader- member exchange relationship, and employee
loyalty, so as to how to coordinate employee perceptions of the company in practice,
improve leadership effectiveness, and guide employee behaviors. Put forward suggestions
for countermeasures; provide some evidence for how to build a core mechanism and
establish an effective employment mechanism and policy. The statistical analysis methods
that this study will involve mainly include correlation analysis, regression analysis and so

on.

1.4.2 Technical route
The technician line that this text plans to adopt is shown in Figure 1

Figure 1Technical route

‘ Figure 1 ‘

1.5 Paper framework

This article mainly includes Five parts



1 Introduction. Briefly introduce the research background, research significance,

research content, research methods, technical route, thesis framework and innovation.

2 Literature review. Researching and reviewing Hofstede's cultural dimensions,
leader- member exchange relationships, and employee loyalty-related research literature
provide theoretical support for this research and make research and discussion on this

basis.

3 Theoretical model and research hypothesis. On the basis of comprehensive
predecessors' research, an initial model of Hofstede's cultural dimension, leader- member
exchange relationship and employee loyalty is established, and the research hypothesis of
this paper is proposed.Samples, scales and research methods. The sample selection of this
article, the definition and measurement of major variables, the design of questionnaires,
and the distractions of validity and reliability of the scale are described, and the data

analysis methods used in the text are introduced in detail.

4 Data Analysis and Results Discussion. SPSS software was used to carry out
correlation analysis and regression analysis of the data, examine the initial model, and

discuss the results obtained.

5 Research conclusions and management implications. The above research results
are summarized and related management implications are extended. The author puts
forward reasonable suggestions for the problems reflected in this paper, and finally puts

forward the limitations of this research and the prospects for future research.

On the content of the study, the intermediary variables between leader- member
exchange relationship and employee loyalty were introduced to study how the South-East

Asia organization’s commitment and employee loyalty play a role.

In the research results, this paper argues that Hofstede’s cultural dimension and the
leader- member exchange relationship of employees and its three dimensions have a
positive effect; the three dimensions of employee commitment to organization are in the
Hofstede dimension and there are mediating effects among employee loyalty; the three
dimensions of leader- member exchange relationship have a positive effect on employees'
loyalty. Among them, emotional identity has the strongest effect on leader- member
exchange relationship, while dependency recognition is the second, and normative

identity impact is greater than the other two, Compared to the smallest.



CHAPTER 2
LITERATURE

2.1Anglysis in employee loyalty
2.1.1 Definition of employee loyalty

The first Western scholar to study employee loyalty was Hirschman, who mentioned
in his book that "loyalty as a coordinating force between separation and expression of
opinion has the effect of delaying employee turnover." The study focused on the outcome
variable of loyalty, that is, the employee's resignation, and that employees are loyal as
long as they do not leave the job. Since then, the enthusiasm for researching employee
loyalty in the field of behaviorism has arisen. After years of research and research, the
research on employee loyalty has gradually settled on organizational identity and
organizational commitment. Most foreign scholars engaged in employee loyalty research

divide it into three types, behavioral loyalty, attitude loyalty and comprehensive theory.

At present, although many scholars have disputes about faction about employee
loyalty, it is not difficult to see through analysis that in all definitions of employee loyalty,
attitude loyalty is manifested through behavior, behavioral loyalty is strengthened through
attitude loyalty, and one is thought. The organizational identity on the top, one is the
organizational support of behavior, the two are always present and complement each
other in the same individual. In this regard, this paper believes that employee loyalty is
first and foremost loyal to the corporate culture, not to the loyalty of someone (enterprise
manager) or something (material condition). The employees who are loyal to the
organization maintain a high degree of consistency in their thinking and corporate values.
Achieve corporate goals as the biggest goal of achieving their own value, and express

their loyalty through emotional dependence and active work.

The so-called loyalty is dedication and honesty. Employee loyalty refers to the
orientation of employee behavior and psychological ownership of the company, where
employees of the service's dedication. Employee loyalty is employee loyalty to the
company. This is a quantitative concept. Loyalty is the organic unity of employee loyalty
and attitude loyalty. Behavioral loyalty is loyal attitude of the foundation and prerequisite.
Attitudinal loyalty is loyalty to deepen and extend behavior.

Employee loyalty can be divided into active and passive loyalty . The former refers
to the desire to be loyal to the company's employees on subjective. This desire is usually

caused by factors such as organizational and employee goals high degree of unity and



organization of employee self-development and self-realization of such help. Passive
loyalty means that employees themselves do not want to stay long in the organization, but
due to some limitations (eg high-wage, high-welfare and traffic conditions), they had to
stay in the organization. Once these conditions disappear, employees may no longer loyal
to the organization (Meyer & Allen, 1997).

2.1.2 Employee loyalty influencing factors

As a safeguard factor to grasp the lifeblood of the company, employee loyalty has
been widely concerned by many scholars and entrepreneurs in recent years. In recent
years, domestic and foreign scholars have conducted extensive and in-depth exploration
on the factors affecting employee loyalty. However, the degree and nature of different
factors affecting employee loyalty are different. The influencing factors of different
natures differ in the direction of influence, while the cultural factors of the same nature
differ in the degree of influence. According to the incentive health loyalty theory, the
influence of incentive factors and health care factors on loyalty is different. The existence
of health care factors can not make employees loyal, but employees without health care
factors will produce disloyalty; and incentive factors have incentives to improve
employee loyalty. The role of stimulating employee organizational loyalty and motivating

employees to actively invest in the business development of the company.

There are two main factors that affect employee loyalty: wages and the exchange
relationship between leaders and members. Wages are based on interest calculations.
Gains and losses will affect the relationship between the two parties. However, wages are
usually determined by the company's operating conditions for the previous year and the
wages for the next year are calculated. So it's hard to make a big difference. Employees
have accepted this standard by default before entering the service. Therefore, wages are
quantitative references, not the impact of variables on employee loyalty. However, the
relationship between leaders and members has an impact on employee loyalty far greater
than the impact of wages. The impact of wages is short-term, and the exchange
relationship between leaders and members based on trust and win-win has long-term
characteristics. According to this theory, the exchange relationship between leaders and
members is divided into three aspects: emotional identity, subordinate identity and
standardized identity. Let us explain how these three aspects affect employee loyalty
through Hofstede's cultural dimension theory. The exchange relationship between leaders
and members is closely related to employee loyalty. What is its connotation and impact,

and further detailed research is needed.



2.2 Research on Hofstede's cultural dimensions theory
2.2.1 The theoretical basis of Hofstede's cultural dimensions theory

Hofstede's theory of cultural dimension is Hofstede's questionnaire analysis of IBM
employees. It is found that different employees have different ways of thinking and value
orientation, and the theory of five dimensions is summarized by classification (long-term
orientation is Hofstede In the new dimension that Fusted was inspired by Confucian
education in his later years, the basic meanings of the five dimensions of Hofstede's
theory and the performance patterns of people in this dimension mainly include the

following points.

Individualism and collectivism (IDV): To investigate the index "People in the degree
of integration into society groups." The link between social individualism loose, usually
only one person and his immediate family members linked. They stressed that the "I" and
"us." The corresponding collectivism describes a society in which family relations will
closely linked with others. When conflict with another team, the members of these groups
will have no doubt of the loyalty and support each other. Individualism is a moral,
political, and social philosophy that reflects the degree of looseness between people:
people only care for themselves and their nuclear families. On the contrary, collectivism
refers to a society in which people are integrated into complex and powerful groups when
they are born. The interests of the group are above personal interests. This group can
provide lifelong protection for the people and make the group Absolutely loyal. It is about
"I" and "we", focusing on whether the individual is independent of the group or

dependent on the group.

Uncertainty avoidance index (UAI): UAI is defined as "social tolerance for
ambiguity," people can embrace or avoid accidents, unknown or distant events.
Uncertainty avoidance refers to people's tolerance to vague or uncertain threats. Score
higher in the index community will select the highest standards of conduct, norms, laws,
and often rely on absolute truth, or believe that truth alone is everything, and people know
what this is. Extreme uncertainty often brings unbearable anxiety to people. Anxiety
means that people have no factual basis and no objective objects or specific concepts. A
state of fear and anxiety, uncertainty avoidance refers to the degree of threat that people

in a certain culture feel when faced with uncertain or unknown situations.

Masculinity and femininity (MAS): In this dimension, masculinity is defined as "for
achievement, heroism, self-confidence and social preference for the material rewards of

success." Appropriate expression "partner, humble, caring weak "and the weak preference.



The popularity of pride and modesty. It is about the emphasis of "self" and "emphasis on
the relationship with others", it does not consider group bonds. Quality of Life. Women in
different societies often exhibit different values. In the women's society, they enjoy
equality with men humble point of view and care. In a more masculine society, women

are more and more competitive pressure, but obviously not as good as men.

Short-term and long-term positioning positioning (LTO): This dimension will link
the past with the present and future actions / challenges together. To a lesser extent index
(short-term) show that respect and retain the traditional, and strengthened the company's
value. In this index (long-term), a attaches great importance to its community that it is
necessary to adaptively solve environmental problems. A short-term poor countries often
have little economic development, and long-term national development continue to a
certain extent. Long-term orientation aims to nurture and encourage character-oriented
morality, especially tough and frugal virtues, to pay more attention to potential long-term
interests and outcomes, all considering future trends, not just current. On the contrary,
short-term orientation focuses on nurturing and encouraging past and current morality,
such as respecting tradition, maintaining face, and fulfilling social thinking, focusing on

current short-term interests and outcomes.

Indulgence and constraints (IND): Happiness is a measure of this dimension in
nature; meets the simple happiness. Indulgence is defined as "a relatively free to meet and
enjoy basic human and natural desire for social and entertainment-related life."
Accordingly, the indulgence is defined as "to control and meet their needs by strict social
norms of society. Indulgence society believes it can control their own lives and emotions.
inward-looking community that other factors determine their lives and emotions.
Indulgence, the word is difficult to translate accurately, and it is somewhat negative in the
Chinese context. In fact, it means "loose", relax, tolerance, indulgence, and everything.
This culture tends to allow people to enjoy nature and life more freely. Contradictory
culture, on the contrary, believes that human nature and life enjoyment should be

restrained by stricter social norms and cannot be indulged.

2.2.2 Hofstede's Cultural Dimensional Theory under Macro Theory
The research of many scholars on cross-cultural management is mainly based on the
study of the treatment of cultural conflicts, the study of cultural differences in different

countries and the study of differences in management models in different countries. After

10



the Second World War, American companies faced serious challenges from property
companies. They focus on investigating and analyzing the national differences and job
performance of IBM state-owned company employees in terms of values, and
summarizing the cultural dimension theory to coordinate the day-to-day management of

employees. jobs.

Therefore, this study believes that, at the macro level, Hofstede's cultural dimension
theory does play a role in employee's corporate identity, and different cultures have

different dimensions of influence.

2.2.3 Hofstede's theory of cultural dimension under micro theory

Many scholars believe that Hofstede's cultural dimension theory is one of the main
ways to study transnational culture. In fact, Hofstede's theory of cultural dimensions can
also be applied to individuals, but background research has changed from the state to the
family. The growth of different family backgrounds has led to the personality of different

people. Therefore, the understanding of the relationship is also very different.

In the “power distance”, in the Eastern family, if the cities to which they belong are
concerned with strict laws and less biased and disobedient, they will pay more attention to
individual abilities. For example, in Asia, the implementation of the law is more about
human factors. Therefore, people who cultivate in such cities living in the city basically
pay attention to the pursuit of rights, and their utilitarian value is higher. Individualism
and collectivism, in a selfish family, such as parents are selfish personality, the basic
family growth of this person will focus on individualism, selfishness is serious. Men’s
temperament is related to femininity, such as the mother’s higher status in the family, and
the cultivated person tends to the priority principle of women’s rights. Compared with the
short-term, the dutiful family usually tends to set long-term goals. Only families

concerned with interpersonal relationships focus on short-term orientation.

2.2.4 The influence of Hofstede's cultural dimension theory

Since the introduction of Hofstede's theory of cultural dimensions, Hofstede's theory
of cultural dimension in enterprise management has focused on exploring Hofstede's
cultural dimension theory and variables affecting individual and organizational
outcomes. . These outcome variables can be broadly divided into two broad categories:
attitudes, perceptions, and behaviors. Among them, attitudes and concepts refer to the
exchange relationship between leaders and members. Behaviors include: communication,

innovation, and organizational citizenship behavior. The results provided by the
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organization have also been shown to be closely related to the influence of Hofstede's
cultural dimension theory. Studies have confirmed that Hofstede's theory of cultural

dimensions is inextricably linked to these variables. (Buchan, 1974)

In summary, Hofstede's cultural dimension theory affects employee loyalty and also
affects employee recognition of the company. It is believed that the exchange relationship
between leaders and members also has a positive impact on employee loyalty. (Holland,
1978). What is the relationship between Ted’s cultural dimension theory, employee
loyalty and the exchange relationship between leaders and members? The organization is
committed to playing an intermediary or regulatory role between employee loyalty and
Hofstede's cultural dimension theory. Inspur's cultural dimension theory is based on
whether the exchange relationship between leaders and members has a stronger influence
on employee loyalty, or whether it directly affects employee loyalty. These issues need to
be further clarified. In order to understand the mechanism of action between the three, we

must also study the relevant theory of leader-member exchange relations.

2.3 Research on leader- member exchange relationship
2.3.1 The connotation and structure of leader- member exchange relationship theory
under the western situations

The traditional leadership theory is based on the fact that the leader will treat the
subordinates in the same way. In fact, in the actual working environment, the way the
leader treats the subordinate employees is different. On this basis, the theory of exchange
of leadership members was proposed as early as the year. Leadership theory has entered a
new stage from the traditional balanced leadership model, namely the vertical dual
connection mode. This is due to the limitations of the leadership's own energy and work
resources. The leader distinguishes the subordinates of the work team and forms the
so-called The "inner people" and "outsiders" have established different exchanges of
leadership members with individuals inside and outside the circle. The reason why "the
insiders" become insiders is due to the individual's personality characteristics and work
skills. Factors such as quality and quality have been expressed in front of the leaders,
exchanged with leaders in a small scope, and established a relatively special relationship.
Leaders will be more favored by these circles and give them more privileges and care; In
return, the insiders will show more extra-character behaviors. Compared with the insiders,
the outsiders are less concerned by the leaders, occupy less organizational resources, and
are excluded from the circle. They and the leaders There is a formal power relationship
between the two. Some studies believe that leadership-member exchange is based on the

establishment of different types of relationships between leaders and subordinate
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members, which can be defined as the quality of the exchange relationship between the
superiors and subordinates. The quality of the relationship between the two determines
the content of the exchange, including the substance. Resources, pay levels, mission

information, etc(Liden, Sparrowe & Wayne, 1997).

In organizational behavior, industrial and organizational psychology, the exchange
relationship between the leader and the members are individual psychological attachment
to the organization. The foundation behind these studies is to find ways to improve
workers' perceptions of work so that they are more loyal to the organization. The
exchange relationship between leaders and members can predict work variables such as
turnover, organizational citizenship behavior, and job performance. Facts have shown that
factors such as role pressure, empowerment, job insecurity and employability, and
leadership assignment are related to workers' leader-member exchange relationship
awareness. Westerners think that dependence is not as important as the other two.
Westerners are more concerned about the level of participation of companies and

organizations. This is also in line with Western educational ideas that encourage heroism.

2.3.2 The connotation and structure of leader- member exchange relationship theory
under Asian situation

On the issue of the exchange relationship between leaders and members, the biggest
difference between Asian researchers and Western researchers is the difference in cultural
background between the two sides. The relationship between leaders and members in the
Asian context has a strong sense of attachment. As an Asian, dependence on identity is
important to measure the status of individuals in an organization. Although the Orientals
will also consider emotional identity and normative identity, they have long been
influenced by Confucianism, and the Orientals pay more attention to this dependence.
Compared with the sense of participation and normative identity, the Orientals generally
believe that shooting a headed bird is particularly effective. Therefore, more Orientals

tend to ignore the company's emotions and normative recognition.

In the Asian cultural context, it is defined as the exchange relationship between the
manager and the members of the organization by the employment relationship; the
marginal benefits of the members based on the marginal benefits obtained from the
exchange relationship and the marginal cost of maintaining the exchange relationship, To
judge whether it belongs to insiders or outsiders (Yu Da, Liang Yiping, 2002). Research

based on role creation system and social exchange theory has also been introduced into
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the leadership-member exchange system (Sun Rui, Shi Jintao & Zhang Tiqin, 2009).
From the perspective of enhancing the enthusiasm of employees, the research on the
content exchanged between leaders and subordinate members has expanded from
work-related to content that exceeds the scope of work, involving social and economic

aspects.

2.3.3 Leader-member exchange relationship

In the previous study, the subject has been focused on individual units, while
ignoring the multi-level study, the importance of ignoring the level of analysis may lead
to bias in the results (Schriensheim, Castro & Cogliser, 1999). The exchange relationship
between leaders and members is nested in the organizational environment and will be
influenced by the relationship between their respective leaders and subordinates. This
multi-layered phenomenon of leadership-member exchange has been initially explored at
the beginning of the century (Cogliser & Schriesheim, 2000; Schriesheim , Castro, Zhou
& Yammarino, 2001). Subsequently, Tangirala et al. (2007) explored the exchange
relationship between leaders and their superiors through cross-layer research in LMX and

its subordinate employee organizations to support perception and organizational identity.

Liden et al. (2006) explored the impact of group LMX on the performance of LMX
and its subordinates. Studies have shown that when the individual LMX quality is low,
the group LMX difference is positively correlated with the performance of the
subordinate employees. When the individual LMX quality is high, the group LMX
difference is not significantly related to the performance of the subordinate employees.
Ford and Seers (2006) pointed out that the leadership-member exchange relationship
within the work team will positively influence the team's group atmosphere consistency.
Boies and Howell (2006) used military soldiers as a sample to further explore the
correlation between group LMX and team potential and team conflict. The results show
that the average level of group LMX will positively affect team potential and negatively
affect team conflict.

It is important to examine the prerequisites for leader-member exchange
relationships so that we can better understand the concepts of factors in different
leader-member exchange relationship models. In the context of Chinese culture,
employees are mainly concerned with the stability of existing work and the development
prospects of the company. Leader-member exchanges are more oriented to individuals

than abstract organizations. We divide it into three categories: work factors,
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organizational factors, and personal factors. Work factors include work challenges, clear
work, job spontaneity and role creation. Rhoades and other studies have found that the
higher the sense of organizational support, the higher the exchange relationship between
leaders and members. Studies have shown that organizational support, organizational
justice, and trust between employees and organizations can influence the exchange
relationship between leaders and members. A comparative study of Chinese and foreign
cultures found that the leadership-member exchange relationship between Chinese
employees and Western employees is significantly different. Organizational factors
include organizational support, organizational dependence, fairness, and collective work
spirit. Porter and other research found that employee positions, job freedom, salary,
promotion, etc. will affect the exchange relationship between leaders and members.
Organizational environmental pressures, interpersonal relationships, etc. all influence the

exchange relationship between leaders and members.

Personal factors include age, length of service, marital status, education and work
experience. The results of the study indicate that the age and working life of the
individual are positively correlated with the exchange relationship between the leader and
the member. Meyer found that the exchange relationship between older employees and
leader-members is higher; and that the exchange relationship between leaders and
members shows that leaders and members of people with higher cultural backgrounds

The exchange relationship is low.

The study of the outcome variables of the leader-member exchange relationship is
usually done at the individual level. The leader-member exchange relationship has fewer
result variables than the a priori variables of the leader-member exchange relationship.
The main outcome variables include turnover, attendance, job loss, organizational

citizenship behavior, and job performance.

Exchange relationship between the leadership and the members will change attitudes
and behavior of employees. Potter and so on. I believe the leader - member exchange
relationship with the employee turnover intention negative correlation, leaders - members
of the lower turnover rate of exchange relations, and more willing to stay in the
organization. The Korean wing found that the exchange relationship between leaders and
members affects employee performance. It is considered that the work input of the
members of the organization is related to the leader-member exchange relationship, and
that the work participation is the spontaneous and active behavior of the members of the

organization, and the leader-member exchange relationship is a voluntary behavior
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member to consider the immediate interests of the organization. And the action taken.
Current research shows that employees with a high level of leader-member
communication have a high degree of spontaneous innovation. Enterprises should

strengthen their communication relationship with leaders.

The exchange relationship between leaders and members affects employees'
perceptions and behaviors toward employers. When the results expected by the individual
are not satisfactory, there will be a sense of injustice. When people feel unfair, employee
loyalty and job performance will decline, and collaboration and mutual assistance
between colleagues and teams will decrease, which will prompt them to find new
organizations that can rely on, participate and recognize. The exchange relationship
between leaders and members predicts employee satisfaction with pay and work and
loyalty. In predicting individual-related outcome variables (such as employee satisfaction
with pay and job satisfaction), the exchange relationship between leaders and members
mediates employee loyalty. Based on the literature review of Hofstede's cultural
dimension theory, leader-member exchange relationship and loyalty, in the Asian context,
Hofstede's cultural dimension theory, leader-member exchange relationship and loyalty
have different effects on Asian employees. For Western employees, it is necessary and
meaningful to use localization studies to measure using a scale developed in the Asian
context. Empirical studies by scholars such as Harris (2011) have verified the two
dimensions of leadership-member exchange and employee work-embedding, that is,
positive correlation between in-work embedding and off-work embedding. As for the
connection dimension of work embedding, the leadership-member exchange relationship
is a typical connection in the organization. Compared with those who are at a low-quality
exchange relationship level, leaders expect that subordinate employees at a high-quality
exchange relationship will pay more attention to the boss and the organization itself
(Graen & Uhl-Bien, 1995; Sparrowe & Liden, 2005).

2.4 Research review

All in all, employee loyalty refers to the state of employees' emotional work in the
organization, reflecting the employees' psychological attitude towards organizational
identity, input and loyalty. Employees are individuals who are meant to connect with the
organization rather than being forced or just for their own benefit. Employee loyalty
keeps employees looking to stay in their organizations. Hofstede's cultural dimension
theory is one of the most important antecedents of employee loyalty and has research
sensitivity. Hofstede's theory of cultural dimensions has a significant positive impact on

employee loyalty.
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When defining the crowd through Hofstede's cultural dimension theory, there is a
big difference between China and the West. Western employees are more concerned with
individualism, while Eastern employees consider hierarchical relationships and work
affiliation. Because of these differences, we have made the Asian environment a necessity
and practicability to define the personality dimension of Hofstede’s cultural dimension. In
the Asian environment, the relationship between leaders and members is different from

the requirements of Western employees for corporate image.

The exchange relationship between leaders and members is a sense of fairness in the
systems, policies, and measures of the organization's interests. This is the subjective
perception and psychological experience of the individual. Corporate identity in the
Western environment is based on the company's sense of participation and norm, while
employees in the Eastern environment rely more on organizations and organizations. The
difference in employee personality as defined by Hofstede's cultural dimension theory
will enable employees to have different leadership-member exchange relationships. This
identity can affect employee loyalty. Previous studies have shown that Hofstede's theory
of cultural dimensions defines the "personality" of people. Personality research has a
significant positive effect. At the same time, Hofstede's theory of cultural dimensions
defines the individuality of employees, and employees' perceptions of corporate identity
are also very different. This raises the question of whether Hofstede's cultural dimension
theory defines personality, the role of leader-member exchange and employee loyalty,
and whether there are other mechanisms for these three variables. The scale measures and
studies the nature of the definition of cultural dimension theory in Asia, the exchange
relationship between leaders and members, and loyalty, and will draw conclusions. These

issues need to be further clarified.

17



CHAPTER 3
REASERCH METHOD

3.1 Theory and Analysis

The basic assumption of Hofstede's cultural dimension theory is that culture is a
psychological process that people share in an environment where a group of people can
be distinguished from others. Through research, Scholars have differences between
different cultures summed up the cultural value of the six basic dimensions. Are all of
these people committed to the relationship between leaders and members? But that it is
certain. Exchange relationship between the leadership and the members continue to affect

many important influencing variables, such as employee loyalty.

Employee loyalty is one of the most important organizational effect variables that
affect employee emotional commitment. Studies have shown that the exchange
relationship between leaders and members has a significant positive impact on employee
emotional commitment (Vandenberghe & Stinglhamber, 2004). In other words, the higher
the quality of the exchange relationship between the leader and members, the higher the
employee's emotional commitment (Vecchio & Gobdel, 1984); it shows that the
leader-member exchange relationship also has a positive impact on employee loyalty, ie
leadership The higher the member-member exchange relationship, the higher its loyalty.
Hofstede's cultural dimension theory and employee corporate identity have a positive
impact on employee loyalty. Therefore, the quality of Hofstede's cultural dimension
theory will not be surpassed by high-quality leader-member exchange relationships. In
order to enhance employee loyalty, if this idea can be confirmed, it will play an important

role in human resource theory and practice.

Based on the above assumptions and previous research results, this study looks at the
current stage of Asian organizational background, Hofstede's cultural dimension theory,
the exchange relationship between leaders and members, and the dimensions of their
influence on employee loyalty. Relationships, and attempts to "feel". Corporate identity
as a mediator variable is used to test how employees' sense of identity and all aspects of
their employees play a mediating role in the theoretical dimension of Hofstede's cultural
dimension. Based on the previous literature review, combined with the above analysis, we
proposed the theoretical model of this study, as shown in Figure 2.

Figure 2 Theoretical model of this research
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Figure 2 ‘
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3.2 Research hypothesis

Employee loyalty is an emotional manifestation of organizational status, reflecting
employees' psychological attitudes toward organizational identity, commitment and
loyalty (Buchanan, 1974); In the Asian organizational environment, how to improve
employee loyalty and reduce employee turnover is an urgent need for corporate managers
and scholars to solve and discuss in depth (Allen & Meyer, 1991). The author believes
that when the quality of Hofstede's cultural dimension theory is high, when employees
encounter difficulties, they may be supported and encouraged, and provide more
work-related information. To reward the trust and authority of leaders, employees often
work harder than their responsibilities. They showed that they got more support from the
company. Employees will be more satisfied with the work they do, and then they will
have a greater impact on their organization. With a sense of identity and loyalty, the level
of emotional commitment will be higher. Based on this, we propose the following

research hypotheses:
H1: Hofstede's cultural dimension theory has a positive impact on employee loyalty.
Hla: Rights distance has a positive impact on employee loyalty
H1b: Uncertain evasion has a positive effect on employee loyalty
Hlc: Individualism/collectivism has a positive effect on employee loyalty
H1d: Long-term/short-term orientation has a positive effect on employee loyalty

Hle: Masculinization \female has a positive effect on employee loyalty



According to Hofstede's theory of cultural dimensions, each employee's background
is different, and their understanding and behavior of value are also very different. When a
few meet the company's policies and goals, they will be highly valued, gaining more trust
and respect, as well as work-related interests, job satisfaction and corporate image. higher.
In other words, when Hofstede's cultural dimension theory is highly matched, the
employee's sense of identity will be strong. However, the other part runs counter to the
corporate culture. In this case, employees often show dissatisfaction and attitude, and feel
unfair, which means that when Hofstede's cultural dimension theory is less compatible,
the exchange between employees and leaders-members. The relationship will decrease.

Based on this, we propose the following research hypotheses:

H2: Hofstede's theory of cultural dimensions has a positive impact on the exchange

relationship between employee leaders and members.

H2a: Rights distance has a positive effect on employee identity

H2b: Uncertain evasion has a positive effect on employee identity

H2c: Individualism/collectivism has a positive effect on employee identity

H2d: Long-term/short-term orientation has a positive effect on employee identity

H2e: Masculinization and feminization have a positive effect on employee identity

According to the confidentiality of employee-organization matching theory, when
employees' goals and values match the indications, they will make an emotional
commitment to the organization. Meyer and others also believe that when employees'
work experience matches their values, they will form employee loyalty to the company,
employees will enhance their sense of identity with the company, increase investment in
work, and therefore have more High loyalty. We propose the following hypothesis:

H3: Employees' sense of corporate identity has a positive effect on employee loyalty.

In the company, Hofstede's cultural dimension theory and employee's corporate

identity are uncertain. In the absence of employee recognition of the company, the

positive impact of the high-quality Hofstede's cultural dimension theory on employees
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will compensate for the negative impact of lower identities. A common cultural
background, even if it is different from a sense of identity, will enable employees to work

in the company. Therefore, we propose the following research hypotheses:

H4: The employee organization promised to mediate between Hofstede's cultural

dimension theory and employee loyalty to employees.

H4a: Employee organization promises mediation between rights distance and

employee loyalty

H4b: Employee organization promises to mediate between uncertain avoidance and

employee loyalty

H4c: Employee organization promises to mediate between individualism,

collectivism and employee loyalty

H4d: Employee organization promises mediation between long-term\short-term

orientation and employee loyalty

H4e: Employee organization promises to mediate between masculinization and

femininity and employee loyalty

3.3 Samples

In this study, Asian companies were the main respondents: 400 companies in
different types of companies in Asia, Singapore, Thailand and Vietnam distributed 376
copies. The recovery rate was 94%, of which 334 was effective and the effective recovery
was 88.5%. Most of the questionnaires were obtained on-site and the sample details are as

follows:

Table 1 Study sample
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TABLE 1

Demographic charactenistics Number of people Percentage
male 220 658
Gender
Famale 114 342
marriad 148
Mlarits] status
unmarsisd 186
Under25 132
26-35 148
Ags
645 29
Nlora than 46
Undareraduata 154
Collzg= 101
Edu it
Undereraduats 13
Master andabove 6
Lassthan3 vears 164
. 36 vears B2
Working vears
6-15 vears 66
Mora than 15 vaars 22
Genaral staff 07
(ren=ral managers 75
Position
hiiddle manssement 40
Senior manassment 8

3.4 Definition and measurement of major variables
3.4.1 The definition and measurement of employee loyalty

The employee's loyalty to the employee refers to the employee's psychological
recognition of the organization and the exchange relationship between the proposed
leader and the employee. Numerous studies have shown that loyalty is the most important
factor influencing the exchange relationship between leaders and members. It is not only
feasible but also more accurate to use it instead of employee identification in the company.
In the measurement of employee loyalty, (Mowday & Porter, 1979) developed the
“Leader-Member Exchange Relationship Questionnaire” (QCA Scale), although its
original intention was to measure the leader-member exchange relationship, but the
results of Mowday and Allen It shows that the main measure of QCQ scale is employee
loyalty. The QCQ scale is by far the most comprehensive and characteristic measure of

employee loyalty. The Emotional Commitment Scale was developed based on the revised
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version of the Mowday Scale. After excluding the intentional intent questionnaire, an
emotional commitment scale of eight questions was formed.

This paper uses the proposed emotional commitment scale (Meyeret et al., 1993).
The scale includes six items. Use the Limit 5 meter (1-very disagree; 5 = very agree) to

select the measurement.

Table 2 The Emotional Commitment Scale used in this paper

‘ TABLE 2 ‘

NO. contant

el I am happy to davalop my carser in this company for life

c2 I think the company's businessis my personal businass

3 The company giva: ma a strong sansa of belonging

o4 Ihave daap fazlings for peopls and things in ths company
5 I fzel liks 3 mamber of an extended family in the company
b I think the company is extmordinary for ma

Curmldivevariation intarpratation (35)

(raugz eonsistancy coafficient ()

3.4.2 The definition and measurement of Hofstede's cultural dimension theory

Hofstede's cultural dimensions theory is cross-cultural framework Gheit - Hofstede
(Geert Hofstede) development. It uses derived from factor analysis structure to describe
the impact of social and cultural relations between its members and the value of these

values and behavior.
According to the Hofstede's theory of cultural dimension, Chen formulated the
dimension scale of Hofstede's cultural dimension theory in the Asian context, a total of 22

items. Measurements using the LIKERT five scales (1 = very disagree; 5 = very agree)

Table 3 The Hofstede Cultural Dimension Theory Relationship Scale used in this paper
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TABLE 3

. content
2l Company's distrbution has mlss to follow
22 Tha company's distibutionis open and transparsnt
=3 Tha company’'s distribution systam can ba well implamantad
2l Tha company’s emplovaes can participate in the dsvelopment of the distribution system
23 All paople are aqual befors the distribution svstem
=8 The company’s distribution s¥stem can reprasent the wishas of the majority
a7 Remunsration reflects my afforts to work
af Comparad with other collasgnes, my compensation is reasonahbls
=3 My reward reflacts my afforts to work
ald Comparad with eollsaagnes with the sama job and dutiss, my compensation is reasonabls
all In terms of my workload and responsibilitiss, my compensation is reasomabls
212 In tarms of my job performance, my compensation is reasonable
213 Thal=ader has no prjudics azsinst ms
ald My work hasbasn racognized by laadars
als Lzadarship is right for me
alg At work leadars can giva ma supportand help
217 Ithink I got snough respact from the leadars
alE Thalzadership's assessment of me is just
al® Thars ars opinions on the results of the distribution, and the leaders will interpret patisntly
a2 Have opinions on the assisnad procedures and processas, and the leaders will sive mea comprahensive
221 I think laadarship makes sansz in axplaining the distibution procsss and rasults.
a22 Laadars arz very concamad shout ry thoughts on distributionand can commminicats with ma in a timaly

3.4.3 Definition and measurement of leader- member exchange relationship

As can be seen from the above review of the literature, in organizational behavior,
industrial and organizational psychology, the exchange relationship between the leader
and the members are individual psychological attachment to the organization. Behind the
basis of these studies is to find ways to improve workers' perception of work so that they
more loyal to the organization. Exchange relationship between the leaders and members
forecasting variables such as turnover, organizational citizenship behavior and job
performance. The fact that the leadership role of factors such as pressure, authorization,
job insecurity and employability as well as leadership and allocation of workers -

members of the exchange relationship awareness about.
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Organization scientists also defines a number of subtle differences in the exchange
relationship between the leaders and members, and in many ways was carried out to
measure. Meyer and Allen commitment model is the model of this work, was developed
to integrate a large number of new definitions commitment to literature. Meyer and Allen
model has also been criticized because the models are not consistent with the empirical
results. It also may not apply to areas of customer behavior. Meyers and Allen on target

models are trying to achieve, there are also some controversy.

The organization's initial project on fairness scale came from Asian scholars, which
compiled the results of a public survey of 207 topics. By exploratory factor analysis of
data from 446 subjects from five companies, the Cronbach Alpha coefficient of all factors
was higher than 0.8, and the Cronbach Alpha coefficient of the entire questionnaire was
0.925, indicating that the same organization promised fairness. The gauge has good
uniformity. A confirmatory factor analysis of data from 346 subjects from four other
companies indicated that the four-factor model was most suitable for this data, indicating
that the organizational fairness scale has good structural validity. This paper will use this
scale to measure the Leader-Member Exchange Relationship Fairness Scale, which has a
total of 12 projects. Measurements were made using the five scales of Liken (1 = very

disagree; 5 = very agree).

Table 4 Organization Promise Fairness Scale used in this paper

| TABLE 4 |

NO. content

bl I oftanwod with and lead the work of aducatin g and wimmine idaas

b2 When I commmmicata with leaders I fad very relzxad

b3 Iflaaders dacida to laava the company, I will faallost

b4 Iftha leadsr sncounters difficnltias, I will halp him

b3 T amwill to obsvthaleadzr

bé EwenifI do not agreae with leadzrship, I will support his decision

b7 I willto give up my personal goals to achieve leadership goals

bE I willto sacrifice parsonal interssts to maet the intarssts of laadars

b9 Tha leadar will let me help withhis family affairs

=301) I and leadars will sxchangs phone calls durins the holidavs

bl1 Inmy spare tims, I will participats in socisl activities withlzaders

b2 Iam familiar with the family ofths leader

3.5 Survey design
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The questionnaire used in this paper is mainly composed of two parts (please refer to
Appendix A), a total of 40 items:

Part I: The main components of the questionnaire, including the Hofstede Cultural
Dimensional Theory Scale (22 projects), the Leader-Member Exchange Relationship
Scale (12 projects) and the employee loyalty metrics table (6 projects). The questionnaire

measures the variables studied.

The second part: the demographic characteristics of the respondents, such as gender,
marriage, age, education level, length of service, company nature, current position, etc. (8
items). Use this scale to understand the basic situation of respondents and provide a basis

for further analysis.

3.6 The validity and reliability of the scale

The second part: the demographic characteristics of the respondents, such as the
sexual validity test based on factor analysis. The Kaiser-Meyer-Olkin Sampling Sufficient
Gauge (KMO) is used as a standard regardless of whether the scale is suitable for factor
analysis. KMO is the Kaiser-Meyer-Olkin sampling suitability statistic. When the KMO
value is large, the more common factors between variables, the more suitable for factor
analysis. According to Kaiser, if KMO > 0.9 (very good), KMO > 0.8 (very good), KMO
> 0.7 (medium), KMO > 0.6 (general), KMO > 0.5 (rough), then when KMO < 0.5,
Factor analysis is not suitable (unacceptable). In addition, for univariate variables, it is
considered that the commonality of all items exceeds 0.35 and is acceptable, and more
than 0.50 is better. In this paper, a common degree of choice greater than 0.35 is
acceptable. No, marriage, age, education level, length of service, company nature, current
position, etc. (8 items). Use this scale to understand the basic situation of respondents and

provide a basis for further analysis.

The reliability test uses the Cronbach'a test. It is generally considered that when the
value of o is greater than 0.6, the reliability of the questionnaire can be accepted; and
when the value of a is greater than 0.7, it is better.

3.6.1 Test reliability and validity test
After entering the collected questionnaire into the excel form, a pilot survey is first
conducted to initially check the reliability and validity of each scale.

3.6.1.1 Test the reliability and validity of the emotional commitment scale
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Employee loyalty is due to the use of one-dimensional scales. This study examined
the reliability of this part of the scale. Thirty data were selected for reliability and validity
testing. The Cronbach'a tester reliability test result was 0.928. The reliability is high and
the questionnaire is credible. The commonality of the other six projects is greater than 0.5,
which explains the variance of 74.261%. Therefore, the employee loyalty and emotional

input scale is acceptable. The specific results are as follows:

Table 5 Factor Analysis Results of Investigating Employee Loyalty Scale

| TABLE 5 I
NO. contant Commonalit
el I am happy to devalop my carser in this company for life 0764
o2 I think the company's busines sis my parsonal businsss 0.769
3 Tha zompany gives me a strong sznzz of balonging 0873
o4 T have desp fazlings for psopls and things in the company 0.838
5 Ifaal like a mambear of an extended family in the company 0815
ofi I think thes company is extmordinary for me 0707
Curmlativevanation interpratation (%) 74.261
(Gauga consisteney coafficient (ol 0918

3.6.1.2 To Test the reliability and validity of scales of hofstede's cultural dimension
theory
This article uses Chen to develop a dimension scale of Hofstede's cultural dimension

theory in Asian context. A total of 12 items.

In the first stage of the study, the author conducted a test on the scale, that is, 30 data
were selected for reliability and validity tests, and the results of the test reliability test
using Cronbach'a were used for the test measurement. The result of the degree test is
0.768. The reliability is high and the questionnaire is credible. The KMO and Bartlett test
results showed that the KMO value was 0.775 and Bartlett value was 135.577, p<0.0001.
The questionnaire was suitable for factor analysis. The principal component analysis
method was used to extract the factors for these 12 items, and the shaft was rotated

according to Varimax. The result is as follows:

Table 6 Factor analysis results of Hofstede's cultural dimension theory table
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TABLE 6

No coment Faciorl Faciorl Facior3 Faciord Facirs

al Company's distribution bas nelas to follow 408 73

al The company's distribution is opan and transperant 750

a3 Tha compsany s diztribution system can ba wall implemented 734

a4 The company” s emplovess can participate in the devalopmeant of the distribotion system 608

as All paopls ars agual bafors the distribution system 704

af The company” s distribution system can prasant the wishes of the majority 681

ar Femuneration saflact: my afforts to woak 700

aB Comparad with other collearnas, my compensation is raasonabla 746

= My reward reflacts my afforts to work 810

all | Comparsd with colleasess with the ssms job and dutiss, my compenzation is rsazonsbls BET

all | Imterms of my workload snd rezponeibilitiss, my compenzation iz reazonshls 822

212 | Interms of my job paformance, my compensation is masonabls (BIR

al3 | Theleader ha: no prejudice azainst me .45

ald | My wok has besn racoenized by leader 0T

ali | Lesdershipis right for ma B1R

alé | Atwork lesdsrs can give mesupport and kelp 53 AR5

217 | IthinkI got enough r=spact fom the leadars TB2

alf | The leadership's assazsment of mais just i3 438

all | There am opirions on the meults of the distribution, and the laadars will interprat patiently 748

a0 Have opinions on the assigned procadurss and poocassas, and the leadsrs will give me 2 202
comprehensive axplanstion

821 |° Ithinklaadagship makes senss in axplsining the distribution procass and results. B e

a7 | Lesders == very concamad showt my thowghts on distribotion snd can commumicsta with 773
meain a timsly mamnar

3.6.1.3 To test the reliability and validity of the leader- member exchange
relationship fairness scale
The scale refers to the organizational justice scale of the design. The questionnaire

included 22 items.

In the first phase of the study, the authors tested the scale by selecting 30 data for
reliability and validity testing, and Cronbach'a tester reliability test result was 0.953.
Height, the questionnaire is credible. KMO and Bartlett test results show that the KMO
value is 0.876, the Bartlett value is 582.045, and p < 0.0001. This questionnaire is suitable
for factor analysis. Principal component analysis was used to extract the factors of these
22 items and to rotate the axis according to the Varimax. The results are as follows:

Table 7 Factor Analysis Results of Investigating the leader- member exchange
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relationship Fairness Scale

‘ TABLE 7

NO. contant Factorl FactorZ Factord
bl I oftenwodk withand lzad tha work of sdncatine and wimming ideas 96

b2 Whenl commmmicats withlsadsrs I feel very ralmad 2

b3 Iflzadars dacidato leave the compamy, T will fazl lost 522

b4 If tha l=ader encoimters difficultizs, I will halp him 489

b3 I amwillto obey the leadsr 667

bé Eweznifl do notagres withleadarship, T will support his decision 613

b7 I willto give upmypersonal goalsto achiave leadarship soals 193

bs I willto sacrifice parsonal intarasts to mast the intaracts oflaadars 119

b9 Ths lzaderwill l=t ma halp with his family affairs 5% |
bl0 I and l=adars will exchanss phons calls durine the helidays 720
bIl In my spars tima I will participate in social activities with laadars J19
b12 | Iamfamiliar withthe familyof the lsadsr B84

3.6.2 The reliability and validity of the formal survey scale

After preliminary investigation and inspection, the reliability and validity of each
test scale is very high. A formal survey is then conducted to test the overall reliability and
validity of each scale. Only when the overall reliability and validity of the scale is high
and the scale is acceptable, can the correlation analysis and regression analysis of the data

continue.

3.6.2.1 Formally investigate the reliability and validity of the Emotional

Commitment Scale

Questionnaire data for all emotional commitment scales were analyzed using

Cronbach'a. The specific results are shown in Table 8 below:
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Table 8 Factor analysis results of employee loyalty

metrics
‘ TABLE 8 ‘

NO. content Commonalit
el I am happy to davalop my caresr in this company for life 0664
ol I think the company’s businsss is my personal business 0759
3 Tha company gives ma a strong sansz of belonging 0817
o Thave dsep feslings for peopls and things in the company 0.762
5 I fzzl like 2 mamber of an sxtendsd family in ths company 0373
oh I think ths company is sxtmordinary for me 0728

Curmilativevariation intarpratation (3a) 69.525

(raugz consistancy coafficient () 0910

It can be seen from the table that the six loyalty indicators have a commonality of
more than 0.5, explaining that the sum of the variances is 69.525%, and the Cronbach'a

coefficient is greater than 0.8, so the employee loyalty scale can be accepted.

3.6.2.2 The reliability and validity test of the formal survey of Hofstede's cultural
dimension theory scale

All questionnaire data of the Organizational Fairness Scale was analyzed using
Cronbach'a, and the overall reliability of the scale was 0.925, high confidence and
reliability. KMO and Bartlett test results show a KMO value of 0.906, a Bartlett value of
5046.218, and p < 0.0001. This questionnaire is suitable for factor analysis. After the first
factor analysis, the second factor analysis is performed after deleting the less loaded items
al, al6 and al8. KMO and Bartlett test results show that the KMO value is 0.886, the
Bartlett value is 4 18750.75, and p < 0.0001. The principal component analysis method is
also used to extract the factors of these 19 items and perform pivot operations according

to Varimax. The results are shown in Table 9 below:

Table 9 Factor Analysis Results of Hofstede's Cultural Dimension Theory Scale 1
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TABLE 9

NO contact Factorl | Factor2 | Factord | Factord Factord

al | Thecompany's distribution is open and transparant 952

2% | The compary’s distribution systama can be wall implamantad 18

a4 | The compary’s amploveas canparticipatz in the development of the distibution systam 43

a3 | Allpsoplears =qual befors the distribution system Ll

afl | The company’s distribution systemcan reprasant the wishes of the majority 683

a7 | Remmnsmtion raflects myafforts towod: 707

af | Comparsd with othar collaazuss, my comp ionis reasonsbla 43

a9 | Myrevardreflects my efforts to wordk 514

all | Compared withcolleagnes with the same job and duti=s, myvcompsnsation is raasonsbls BB

all | Interms of mywoddoad and rasponsibilities, my compensation is reasonabla B3

all | Intermsofmvjob perfomance, my compensation is reasonabls B33

al3 | Theleaderhasne prejudice againstms 778

ald | Muwods has beenracognized bvlsadars 825

al3 | Leadarship isright forma f.72)

al7 | IthinkI sotenoush raspact fromtha leadars 57

219 | There ar= opinions on the results ofths distribution, and tha leadars will intarpret patisnthy T80

220 Have opinions on tha assisned procedurss and processes, and the lesders will give mea 203
comprehansive 2xplanation

a2l | Ithinklesdarship makss sense in axplaining the distibution process and rasults. 755

22 Laadzrs ara very concamad about my thoughts on distibution and can commmmicats with i
mein & timsly mamer

After the second factor analysis, the third factor analysis is performed after deleting
the items al0 and a20 having a low load. The KMO and Bartlett test results show that the
19 items have a KMO value of 0.908, a Bartlett value of 3527.417, p <0.0001, and
principal component analysis methods are also used for factor extraction, and pivot

analysis is performed according to Varimax. The results are shown in Table 10 below:

Table 10 Factor analysis results of the scale of Hofstede's cultural dimension theory
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TABLE 10

NO | contact Factorl Factor2 Factord Factord

al | The compary's distribution is open and transparant 753

a} | Thecompany’s distribution systemean be wall implemanted S22

a4 | The company’s smplovess canpartticipats in the development of the distribution systsm 746

a3 | Allpsopls ars zqual bafors the distribution svstam R A |

af | The company’s distibution systamcan reprasant the wishas of the majosity 681

a7 | Remmnemtion reflects myveffords towords i 11}

ad | Comparsd withother collsaguss, my compansstion is reasonabls 73

a% | Myrewardreflacts my afforts to wods 819

21l | Intermsof myworload and rasponsibilities, my compensationis reasonabls 821

a1l | Intermsof myjob parformance, my compensation is raasonabla B2

al3 | Thelsadarhazno prjudics asainstme 377

214 | Mywodk has beenrecosnizad by leadsrs 826

al3 | Leadarship isright forme §.7.4]

al7 | Ithink] sot enouch raspact fromthe laadars 736

al® | Thare ara opinions on the results ofthe distibution, and tha laadars will intarprat patianthy 785

a2l | Ithinkleadarship makas sanse in sxplaining the distibution process and rasults. 190

2 Laadars arz very concernsd about my thoushts on distribution and can commmmicate with me 50
in a timely mannsr

Each factorvariancs interpratation(¥o) 21428 18340 17.720 14295

Curmilativevarisncs intarpretation(¥o) 21428 39.968 57.687 71982

Intrinsic cosfficient of contimuity(n) 504 837 73 B33

Orvarsll raiahility oftha scala an

From the results of factor analysis, the subscale satisfies the concept of Hofstede's
cultural dimension theory. The index load of each indicator of the scale is greater than 0.5,
and the total variance explained by the four factors is 71.98%, indicating that the scale
has high structural validity. The internal consistency coefficient of each measurement
Cronbacha is also greater than 0.60, indicating that the reliability of the scale is

acceptable.

32



3.6.2.3 Formal survey of reliability and validity of the leader- member exchange
relationship scale

Using the entire questionnaire of Cronbach's alpha analysis leader-member exchange
relationship scale, the overall scale for the scale was 0.763. The reliability is high and the
questionnaire is credible. KMO and Bartlett test results show that the KMO value is 0.775,
the Bartlett value is 938.361, and p < 0.0001. This questionnaire is suitable for factor
analysis. After the first factor analysis, the second factor analysis is performed after
deleting the less loaded item a4. KMO and Bartlett test results show that the KMO value
is 0.754, the Bartlett value is 838.850, and p < 0.0001. The Principal Component Analysis
method is also used for 11 projects to extract factors and rotate axes according to

Varimax. The results are shown in Table 11 below:

Table 11 Factor Analysis Results of the leader- member exchange relationship Scale

‘ TABLE 11 ‘

NO. | content Factorl Fartor2 Factor3
bl 1 often work with and lead the work of educating and winning ideas 823
B2 When I communicate with leaders I fael very relaxed 177
b3 If leaders decide to leave the company, T'will feel lost 527
3] Iam will to obey the leader 671
b Even if I do not apree with leadership, I will support his decizion 627
b7 I will to give up my personal goals to achieve leadership goals 799
bi 1 will to sacrifice personal interests to meet the mterests of lezders 3
b9 The leader will let me help with his family affairs 84
b1 | Iand leaders will exchange phone calls during the holidays 733
bil | In my spare time, Iwill participate i social activities with leaders 736
b12 | Izm familiar with the family of the leader 687

Each factor variance mterpretation(®s) 20.851 18183 7.133
Cumulative variance mterpretation(>s) 20.851 30034 36.167
Intrinsic coefficient of contimuity(u) 0.733 0.670 0.646
Overall reliability of the scale 0.763
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From the results of factor analysis, the subscale is consistent with the concept of
leader-member exchange relationship. The factor load of the scale is greater than 0.5, and
the three factors explain a total variance of 56.17%, indicating that the scale has high
structural validity. The internal consistency coefficient of each measurement Cronbacha

is also greater than 0.60, indicating that the reliability of the scale is acceptable.

3.7 Samples,scales and analysis
This study mainly uses the Windows professional statistical software Spss17.0 to
process and analyze all research data. The specific data processing methods are mainly

related analysis and regression analysis.

3.7.1 Correlation analysis

Although correlation analysis does not clearly identify correlations between
variables, correlation analysis can provide preliminary analysis and understanding of the

relationship between variables, which is important for subsequent statistical analysis.

Correlation analysis is an analysis of the entire body really relevant symbol of the
theme is to analyze the relationship between cause and effect for the entire mark. The
procedure uses appropriate statistical indicators to describe the close relationship between
objective things and their relationships. Over time, the birth rate as the economic level
rise, suggesting that these two indicators are positively correlated. In another time, with
the further development of the economic level, the declining birth rate, and these two

indicators showed a negative correlation.

In order to determine the relationship between variables, first of all, we should
collect some data, these data should appear in pairs. For example, each person's height
and weight. These points are then described in a Cartesian coordinate system. This set of

points is called a "scatter plot."

The scattergram, when the parameter takes a value of the dependent variable is the
probability distribution. If the probability distribution of all the arguments are the same,
there is no correlation between the due and independent variables. Conversely, if the
value of the argument are different and vary the distribution of variables, the correlation

between them.

R represents the correlation coefficient by the correlation between the two variables.

Correlation coefficient r between -1 and 1, but may be any value within the range. When
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the correlation is positive, R a value between 0 and 1, scatter diagonally upwardly, and a
variable increases, the other variable; when the correlation is negative, R value between 1
and 0, the point of FIG. decreased, when a variable is increased while the other variable is
reduced. The closer to 1 the absolute value of R, the absolute values of the stronger
correlation, between the two variables R are closer to 0, and the lower the correlation

between the two variables.

3.7.2 Regression analysis

Regression analysis is a common statistical method for studying quantitative
relationships between variables. It predicts and controls variables by building
mathematical models between variables. This is a statistical method that uses a model to
express the relevance of variables. Regression and correlation analysis is the study and
measurement of the relationship between two or more variables. Broadly speaking,
correlation analysis including regression analysis, but strictly speaking, the two are
different. Regression analysis is a mathematical representation of the relationship
between variables, and correlation analysis is a test or measure of the closeness of these
relationships, which complement each other. If correlations between variables are known
through correlation analysis, regression analysis can be used to explain the patterns of
interaction between variables and to further analyze the correlation between variables
(Dunham & Castaneda, 1994).

If the variable X affects the variable Y by affecting the variable M, then M is called
the mediation variable. Models with mediation variables can usually be illustrated in

Figure 3.

Figure 3 Model with mediator variable

‘ Figure 3 ‘
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This paper draws on the 986 conditions of Baron and Kennyl to evaluate the
mediator variables. These four conditions are: (1) the independent variable is related to
the dependent variable; (2) the independent variable is related to the mediator variable; (3)
the intermediate variable is related to the dependent variable; (4) when the intermediate
variable is controlled to be a constant, the independent variable There is no effect on the
dependent variable (in this case, full mediation), or only a small impact (in this case

partial mediation).
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CHAPTER 4
DATA ANALYSIS

To validate the conceptual model and related hypotheses of this study, we performed
a series of analyses using Spss17.0 for Windows professional statistical software. First,
through correlation analysis, we first understand the correlation between variables. Then,

we use regression analysis to test the relationship model between variables.

4.1 Correlation analysis of variables

This study focuses on the above assumptions and conducts a Pearson correlation
analysis of Hofstede's cultural dimension theory, leader-member exchange relationship
and employee loyalty variables and their dimensions. The analysis results are shown in
Table 12:

Table 12 Correlation Matrix of Variables and Their Variable Dimensions

TABLE 12
4 13 1
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It can be seen from the table that Hofstede's cultural dimension theory is
significantly positively correlated with leader-exchange relationship and employee loyalty.
The correlation coefficients are 0.543 and 0.487, respectively, and the relative degree is
relatively high. Hofstede The cultural dimension theory has a significant positive
correlation. There was a significant positive correlation with employee loyalty, with
correlation numbers of 0.700, 0.764, and 0, respectively. .725, 0.457, 0.357, 0.428, 0.497,
relatively high. Among them, Hofstede's cultural dimension theory has the lowest

correlation with emotional identity, which is O0.357. The correct distance is significantly
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positively correlated with other factors. The correlation coefficients are 0.326, 0.339,
0.448, 0.333, 0.264, respectively 0.433. 0.436, 0.390, the relative degree is high, and the
correlation between the correct distance and the dependency identifier is the lowest,
which is 0.264. Uncertainty avoidance is positively correlated with other factors. The
correlation coefficients are 0.287, 0.455, 0.419, 0.340, 0.279, 0.358, and 0.446. The
higher the relative degree, the higher the individualism. There is a positive correlation
between physical factors and other factors. The correlation coefficients are 0.318, 0.263,
0.208, 0.272, 0.327, 0.227, and the correlation coefficient is positive. Long-term
orientation and short-term orientation were positively correlated with other factors, and
the correlation coefficients were 0.806, 0.799, 0.720, 0.762, and 0.535, respectively. The
correlation coefficient between male temperament and femininity is positive, and the
correlation coefficients are 0.601, 0.407, 0.539, and 0.467, and the correlation is high.
The correlation coefficient was positively correlated with other factors, and the
correlation coefficients were 0.441, 0.468, and 0.320, respectively, and the relative degree
was relatively high. Emotional identity and other factors are higher. The correlation
coefficient is 0.548, 0.509, and the correlation is high. The exchange relationship between
leaders and employees is positively correlated with employee loyalty. The correlation

coefficient is 0.448, which is relatively high.

4.2 Regression analysis of variables

Baron and Kenny believes that mediation tests must meet three conditions:
independent variables significantly associated with mediating variables: mediation and
dependent variables significantly associated; mediating variables significantly associated
with mediating variables. Independent variables significantly associated with the
dependent variable. As can be seen from Table 5.1, the exchange relationship between
employee loyalty and exchange relationship between the theoretical and cultural
dimensions of Hofstede leaders and members, and leaders and members, Hofstede's
cultural dimension theory and leader-member exchange The relationships are all
significantly related, thus satisfying the mediating role analysis of the three premise

leader-member exchange relationships (Podsakoff & Bachrach, 2000).

The specific steps are as follows: Check whether the regression coefficient of
Hofstede's cultural dimension theory is significantly related to employee loyalty; if it is
important, check Hofstede's cultural dimension theory for leader-member exchange
relationship, leader-member exchange relationship and Is the regression coefficient of
employee loyalty significant? Correlation; if both are significant, after the test of the

leader-member exchange relationship, Hofstede's cultural dimension theory has a

38



significant regression coefficient for employee loyalty; if significant, it is a partial proxy ;
if not significant, it is a full proxy.

Taking employee loyalty as the dependent variable, Hofstede's theory of cultural
dimension is an independent variable, and tests the organizational role of leader-member
exchange relationship on Hofstede's cultural dimension theory and employee loyalty. The
results of the regression analysis are shown in Table 13:

Table 13 The results of regression analysis

‘ TABLE 13 |

Standardized Regression Equation Regression coefficient significance test
The fust step d=1345+0.720a Outstandmg(D.000)
The zecond step b=1278+0.649a Outstan ding{0 000}
The third step d=1.445+0.632b Outstanding(0.000)
The fourth d=0.747+0 4162 +( 463b Outstanding(0.000)
(a: Hofsteds's cultural dimension theory b: organizational commitment ¢ employee loyalty)

As can be seen from Table 13, the regression coefficient of employee loyalty in the first
step of Hofstede's cultural dimension theory is 0.720, and the significance level is 0.000.
It supports the hypothesis H1, which is Hofstede's theory of cultural dimensions. Positive
impact on employee loyalty. The regression coefficient of employee loyalty to
leader-member exchange relationship is 0.649, and the significance level is 0.000. It
supports the hypothesis H3, that is, the leader-member exchange relationship has a
positive impact on employee loyalty; the leader-member exchange relationship with the
Hofstede cultural dimension theory in step 3 is a regression coefficient of 0.652 and a
significance level of 0.000. This supports the hypothesis H2, that is, Hofstede's cultural
dimension theory has a positive impact on employee loyalty; returning to employee
loyalty and returning to Hofstede's cultural dimension theory and leader-member
exchange relationship, the result is leadership The regression coefficient of the
member-member exchange relationship is 0.468, the significance level is 0.000, and
Hofstede's cultural dimension theory is returned. The coefficient is 0.416 and the
significance level is 0.000. At the same time, under the intermediary of the
leader-member exchange relationship, the regression coefficient of Hofstede's cultural
dimension theory to employee loyalty was reduced from 0.720 to 0.416. The influence of
the styled cultural dimension degree theory on employee loyalty is significantly reduced,
and since the regression coefficient of Hofstede’s cultural dimension theory in the fourth

step is still large, the exchange relationship between leaders and members Only partially
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mediated. Assume that H4 is verified, that is, the exchange relationship between leaders
and members has an intermediate effect between Hofstede's cultural dimension theory
and employee loyalty.
4.3 Results And Discussion
4.3.1 The influence of Hofstede's theory of cultural dimensional relationship on
employees' loyalty

The correlation analysis and regression analysis of the relationship between Ted's
cultural dimension theory and employee loyalty show that the relationship between
leadership and Hofstede's cultural dimension theory has a significant positive impact on
employee loyalty, ie high quality. The Hofstede cultural dimension theory relationship
can effectively improve employee loyalty. This result fully validates the proposed
hypothesis H1. The results of Hofstede's cultural dimension theory and employee loyalty
univariate regression analysis show that the direct influence of Hofstede's cultural
dimensional relationship and employee loyalty is 0.720, which is a positive effect.
Hofstede's cultural dimension theory also explains the employee loyalty variation by
23.8%, which means that the relationship between Hofstede's cultural dimension theory
and employee loyalty plays a good predictive role. , consistent with previous research.
Melt believes that if members do not want to lose valuable relationships with leaders,
they will be more psychologically dependent on the organization and should have a
higher emotional input (Christian & Florence, 2004). In the context of the highly matched
Hofstede cultural dimension theory, the relationship between the two parties is
continually strengthened through mutual influence, trust, respect and obligation. Leaders
give members more rights and give members more information and freedom of work. At
this point, members often voluntarily make extra efforts to improve their job performance,
and they are more loyal to leadership to reward leadership trust. In addition, if a member
has a high level of feelings towards the leadership and does not want to lose valuable
relationships with the leader, then their psychological dependence on the leadership and

the company will increase, so the loyalty to the company is higher, and employee loyalty.

4.3.2 The leader-member exchange relationship to employees' employee loyalty
According to the analysis of this study, the exchange relationship between leaders
and members has a positive impact on employee loyalty. This result verifies the
hypothesis H3 proposed in this paper. The single factor regression analysis of employee
loyalty by leading members exchange relationship shows that the direct impact of
leadership member exchange relationship on employee loyalty is 0.652, and is positively
affected. The exchange relationship between leaders and members can effectively

improve employee loyalty and organize commitments to employees. The interpretation of
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employee loyalty changes also reached 28.6%, which means that the organization
promises to have a good predictive effect on employee loyalty. This indicates that the
higher the exchange relationship between the leader and the member, the higher the
employee's loyalty to the employee, and the higher their willingness to stay in the

company.

4.3.3 The influence of Hofstede's theory of cultural dimensional theory on
leader-member exchange relationship

The correlation analysis and regression analysis of the theoretical relationship between
Hofstede's cultural dimension and the leader-exchange relationship show that the
theoretical relationship between Hofstede's cultural dimension and its various dimensions
is significant for the leader-exchange relationship. positive influence. The result is
complete. The hypothesis of hypothesis H2 and its sub-hypothesis is verified. The
univariate regression analysis of the relationship between the cultural dimension of
Hofstede and the leader-member exchange relationship shows that the direct influence of
the influence of Hofstede's theoretical relationship on the leader-member exchange
relationship is 0.576, which is a positive influence. . Stade's cultural dimension theory
also explains the 22.8% variance of the leader-member exchange relationship, which
means that Hofstede's cultural dimensional theory relationship plays a good predictive
role in the leader-member exchange relationship. It can be seen that the highly matched
Hofstede cultural dimension theory relationship can effectively improve the

communication relationship between leaders and members.

4.3.4 The mediating effect of leader-member exchange relationship

In the data analysis process of this study, it was found that under the influence of the
leaders of Hofstede's cultural dimension theory on the relationship of employee loyalty,
the leader-member exchange relationship of mediation effect was established, and the
leader-member Huo The exchange relationship and the five-dimensional rights distance,
the uncertainty avoidance, the individualism/collectivism, the long-term orientation and
the short-term orientation, masculinity and feminization, and employee loyalty in the
relationship between the two dimensions of Fostersian cultural dimension. This result
verifies the hypothesis of H4 and its five sub-hypotheses. Regression analysis of
Hofstede's cultural dimension, employee and company identity, and employee's
theoretical relationship with employee loyalty shows that R2 increases after Hofstede's
cultural dimensional theory relationship and employee's corporate identity are used in the
regression model. This means that the exchange relationship between employee leaders

and members enhances the strength of Hofstede's cultural dimension theory for employee
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loyalty. In management practice, this can be understood as: a highly matched theory of
the cultural dimension of Hofstede. Relationships can enhance employee loyalty through
high-quality leader-member exchange relationships. In the exchange relationship between
the leader and the member, it also proves that the exchange relationship between the
leader and the member of the employee strengthens Hofstede's cultural dimensional
theory relationship and correct distance, uncertainty avoidance, individualism\
Collectivism, long-term orientation and short-term leaders are five dimensions.
Terminology positioning, masculinity and feminization enhance employee loyalty to
employees. (Dienesch & Liden, 1986)
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CHAPTER 5
CONCLUSION SUMMARY

Based on the analysis of Hofstede's theoretical relationship of cultural dimension,
leader- member exchange relationship and employee loyalty theory, this study examines
the relationship between the three and discusses the mediating effects of leader- member
exchange relationship in the model. In the above literature analysis and empirical research
section, we have made corresponding explanations for the statistical analysis results of
each part. Therefore, in this section we summarize the main conclusions of the study,
propose management implications, and point out the limitations of research and future

research.

5.1 Research conclusions

This study studied the relationship between Hofstede’s theoretical dimensions of
cultural dimension, leader- member exchange relationship, and employee loyalty theory
and the relationship between them. Through questionnaires, statistical analysis methods
were used for data processing. Finally, the following main findings were obtained: in

conclusion:

5.1.1 Hofstede's theoretical relationship of cultural dimension is a positive predictive
variable for employees' loyalty.

The higher the degree of matching relationship between the company's Hofstede's
cultural dimension theory, the higher the employee's loyalty. The higher the degree of
match between the two parties in the company's Hofstede's cultural dimension theory, the
more employees can gain trust and respect, as well as more work-related benefits. In
exchange, the company will also receive the trust, respect, and affection of employees. In
order to establish a higher level of interaction, the relationship between the two parties
will continue to be strengthened due to mutual affection, trust, respect and sense of duty.
The company will grant more rights to employees and give employees more information
and freedom of work. Often voluntary extra efforts are made to improve job performance
as a reward for corporate trust, while also being more psychologically dependent on the

company and more committed and loyal to the company.

5.1.2 Hofstede's theoretical relationship of cultural dimension is an important

positive predictor of leader- member exchange relationship.
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The higher the degree of match between the company's Hofstede's cultural
dimension theory, the higher the employee's leader- member exchange relationship.
Moreover, the five dimensions of the relationship between the company's Hofstede's
cultural dimension theory have a significant positive effect on leader- member exchange
relationships. Among them, the uncertain avoidance and long-term orientation/short-term
orientation are the lowest, and the distance to rights, individualism/ The correlation
between collectivism and masculinization/feminization is the highest, indicating that
employees’ career planning is important, but procedural fairness and fairness in

information transfer are more important at work.

5.1.3 leader- member exchange relationship is an important positive predictor of
employee loyalty to employees.

The higher the leader- member exchange relationship, the higher the employee's
employee loyalty; otherwise, the lower the employee's employee loyalty. When the
leader- member exchange relationship is high, people will feel comfortable and continue
to work hard. Over time, they will feel a sense of belonging to the company. The stronger
the feeling, the more favorable to the company and the more loyal to the company the
employees will become. May stay in the company and willing to contribute to the

company and make decisions that are consistent with company goals.

5.1.4 The employee's organization promises to mediate the relationship between
Hofstede's cultural dimension theory and employee loyalty.

Although no matter whether the leader- member exchange relationship is high or low,
the highly-matched Hofstede cultural dimensionality theoretical relationship will make
employees have higher employee loyalty and have a direct impact on employee loyalty;
however, this relationship has higher leader- member exchange relationship. Employees
are even more pronounced, that is, for those employees with higher leader- member
exchange relationships, they have a high quality matching relationship with the company,
and work in a more similar living environment will show higher employee loyalty. In
other words, if the relationship between Hofstede's cultural dimension theory is high and
the leader- member exchange relationship is high, employee loyalty will be enhanced.

Assume that the verification is as follows Table 14:

Table 14 Assumptions Summary
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TABLE 14

Hypothetical result

HI1: Hofstede's cultural dimension theory has a positive effect on smploves lovalty A
H1larights distance has a positive effect on emploves lovalty +
H1b Uncartain avasion has a positive affect on emplovas lovalty: A
Hle individualism/collactivism has s positiva sffact on emploves lovalty A
Hld long-term/short-tarm orientation has a positive effsct on emploves lovalty A
Hle masculine'famsle has s positive effect on employes lovalty A
H2: Hofstada"s theory of cultuml dimensions hass positive affect on emploveas’ organizationsl commitment A
HZa rights distance has a positive effect on smploves identity ol
HIb uncartain evasion hass positive affect on emploves identity A
HIe individualism/collactivism hasa positive sffact on smployas idantity A
H1d long-tarm short-term orisntation has a positive effzet on amplovea identity A
HIzmasculinization and ferninization have a positiva affect on employae idantity §
H3 emplovsss sence of corporats identity has a positiva effzet on emploves lovalte §
H4: Emplovae orsanization promises in Hofsteda's cultum] dimansion thaory Interrnedian: sffact hatwreen

J
amploves and emploves lovalty
H2Ia smploves oreanization promises medistion batwaen rights distance and emploves loyalty N
HIb amploves organization promisas to mediata between uneartain avoidanes and smplovea lovalty A
Hlc amploves organization promisas to mediata batwasn individualism, collactivizm and amploves loyalty
H2Id smploves organization promises mediation betwesn long-term'short-tarm ogsntation and emploves lovalty A
HIs amploves orsanization promises to meadiate betwesn masculinization and famininity and smployes lovalty

5.2 Management inspiration
Uncertainty avoidance and long-term orientation/short-term orientation are the
lowest, indicating that employees’ career planning is important, but procedural fairness

and fairness in information transfer are more important at work.

This study shows that leader- member exchange relationship has the greatest impact
on employee loyalty. This can enable business managers to fully recognize the
importance of employees to the company, and to the establishment of human resources
management, especially the establishment of personnel and retention mechanisms. Has a

great potential significance:

45



5.2.1 Employees’ sense of corporate identity is the best predictor of employee
loyalty.

The results of this study generally negate Leventhal's distributional advantage model.
According to this model, the distributional sense of fairness should be the strongest
predictor of organizational effectiveness variables (Liden & Maslyn,1998) However, the
results of this study show that for Asians who value interpersonal relationships, value
human relationships, light material benefits, and spiritual transcendence, the distribution
of sense of fairness is not the strongest predictor of employee loyalty, and employee
recognition of the enterprise. The sense of predictability is obviously stronger than the
sense of fairness in distribution (Table 13). In this study, employees' sense of corporate
identity can be said to be a factor that reflects Asian cultural characteristics. From the
perspective of the project composition and its strong predictive power for organizational
effectiveness variables, the meaning of leader- member exchange relationship in this
study is beyond the scope of interpersonal equity. It includes not only the respect of
subordinates when they perform distribution procedures, but also includes the Leadership
evaluates the subordinate's impartiality, recognition, and spiritual support and
encouragement. Researchers believe that under the high power distance, leadership as a
“parent” recognizes and attaches importance to subordinates. It is a kind of giving, a kind

of spiritual distribution.

5.2.2 The higher the degree of matching of the Hofstede's cultural dimension theory
in the company, the higher the organization's commitment to the higher employees'
loyalty.

Therefore, leaders must be good at discriminating the effectiveness of their actions
and focus on creating an organizational environment that is as fair as possible in order to
increase employees’ loyalty to employees so that employees can form the ideological
understanding of “business is my family” and enable employees to realize that working
for the company is essentially It also works for itself. The company's development is also
related to its own development. It enhances the sense of organizational belonging of

employees, retains excellent employees, and improves employee performance.

The above suggestions put forward in this paper hope that in all aspects of the
company's operations, the company will improve the relationship between the company's
Hofstede's cultural dimension theory and employees' sense of identity, improve
employees' employee loyalty, retain excellent employees, and make outstanding

employees. Employees do their best to create a great company.
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5.3 Research limitations

This study has the following limitations: In the cross-section of the first study, this
paper adopts a horizontal method to conduct research, ie collecting current data and then
analyzing it. There is no longitudinal tracking study of the relationship between variables.
In the second research method, this study adopts the questionnaire survey method. The
survey items in the questionnaire have fewer reversed items, and the subject may have the

possibility of customary nod consent.

5.4 Research prospects
Most of the current research on employee loyalty is unilateral, mainly employee

evaluation.

From the perspective of time cross section, Hofstede's theoretical relationship of
cultural dimension, leader- member exchange relationship, and employee loyalty are
dynamically changing. Therefore, subsequent studies can consider the longitudinal study

of the relationship among these three.

In this study, only one of the mediating variables between Hofstede's cultural
dimensionality theory relationship and employee loyalty, namely leader- member
exchange relationship, was studied. In the future research, more mediation variables and
adjustment variables can be introduced, such as organizational support, supervisor
commitment, psychological authorization, job satisfaction, organizational citizenship
behavior, etc., and the process of the influence of variables on employee loyalty can be
further studied.
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Appendix A Questionnaire Survey

Employee loyalty survey
Dear Sir/Madam, Hello!
This is a questionnaire about employee loyalty in your daily relationship with your

leaders. There is no right or wrong answer.

This questionnaire is not named and the results will only be used for academic research
and will not involve commercial use or personal privacy. We guarantee that all
information provided by you will be kept strictly confidential. If you would like

information on research results, we will also actively provide feedback.
Thank you for your support and cooperation!

Please read the following questions carefully and tick "V" on the number that matches

your situation based on your personal subjective perception.

Totally Slightly General Some Agree Totally Agree
Disagree Disagree
1 2 3 4 5

The first part: the experience of the relationship with the leadership

Numbering | Topic Degree of consent

1 I often communicate with leaders about ideas, | 1 2 3 4
opinions and feelings in work and life. 5

2 I feel very relaxed when I communicate with the | 1 2 3 4
leader. S

3 If the leader decides to leave the company, I will | 1 2 3 4
feel lost and upset. 5

4 If the leader encounters difficulties in his private | 1 2 3 4
life, I will do everything I can to help him/her. 5

5 I am willing to obey the leadership |1 2 3 4
unconditionally. 5

6 Even if I don't agree with the leader, I will support | 1 2 3 4
his/her decision. 5

7 I am willing to give up my personal goals to | 1 2 3 4
achieve my leadership goals. 5
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8 I am willing to sacrifice personal interests to meet | 1 2 3 4
the interests of leadership. 5

9 The leader will let me help with his/her family | 1 2 3 4
affairs. 5

10 My leader and I will call each other on holidays or | 1 2 3 4
visit each other. 5

11 In my spare time, I will participate in social | 1 2 3 4
activities with leaders, such as eating and |5
entertainment.

12 I am familiar with the family of the leader and | 1 2 3 4
have personal contacts. 5

The second part: the feelings and experience of the company

Numbering | Topic Degree of consent
1 The company's distribution has rules to follow. 1 2 3 4
5
2 The company's distribution is open and|1 2 3 4
transparent. 5
3 The company's distribution system can be well | 1 2 3 4
executed. 5
4 The company's employees can participate in the | 1 2 3 4
formulation process of the distribution system. 5
5 Everyone is equal before the distribution system. | 1 2 3 4
5
6 The company’s distribution system can represent | 1 2 3 4
the wishes of the majority. 5
7 Remuneration reflects my efforts in my work. 1 2 3 4
5
8 Compared with the work performance of other | 1 2 3 4
colleagues, my reward is reasonable. 5
9 My reward reflects my contribution to the|1 2 3 4
company. 5
10 My salary is reasonable compared to my |1 2 3 4
colleagues in the same job and position. 5
11 My salary is reasonable in terms of my workload | 1 2 3 4
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and responsibility.

12

As far as my work performance is concerned, my

reward is reasonable.

13

The leader has no prejudice against me.

14

My work has been recognized by the leadership.

15

The leadership’s evaluation of me is appropriate.

16

At work, the leader can give me support and help.

17

I feel that I have received enough respect from the

leadership.

18

The leadership’s evaluation of me is fair.

19

Have opinions on the results of the distribution,

and the leadership will explain patiently.

20

Have opinions on the assigned procedures and
processes, and the leader will give me a

comprehensive explanation.

Oy e | Y ek () e | Y ek ) ek (Y e | Y ek | Y e | Y = | N

21

I think the leader’s explanation of the distribution

process and results makes sense.

22

The leader is very concerned about my thoughts
on distribution and is able to communicate with

me in a timely manner.

Uy = | Y

23

I am happy to develop my career in this company
for life.

24

I think the company's business is my personal

business.

25

The company gives me a strong sense of

belonging.

26

I have deep feelings for the people and things in

the company.

27

I am in the company, I feel like a part of a big
family.

28

I think the company is very meaningful to me.

— O = O = O | O =
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