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Abstract

The theory of corporate culture originated from U. S. A. in 1980s,
and was introduced into China in the middle of 1980s. Although there
are great numbers of literature about corporate culture, very few are
combined with economics, management and sociology. The basic idea
of this book is: there are many factors which will affect development of
corporation, but the critical one to sustained development of corporation
is corporate culture. Core value brings corporate culture force by an inte-
gration of different kinds of values. The force is one of the important
content of core competence, and the foundation of corporate core com-
petence. It affects corporate abilities of business, management and in-
novation, and finally embodies specific competence of its products and
services.

Upon this main standpoint, this book begins with an analysis of
basic theory of corporate culture. Firstly, card the definition of corpo-
rate culture. Secondly, according to structure and functions of corporate
culture, corporate culture consists of apparent part and unapparent part,
which can be divided into three layers: surface layer culture, middle
layer culture and deep layer culture. Value, corporate spirit and corpo-
rate ethic belong to corporate spirit culture, which is the core of corpo-
rate culture. According to function, we can see that corporate culture
has guiding function, stimulating function, cohesive function, restrai-
ning function and integrating function. Among them, guiding function is
the most important one. The essence of functions of corporate culture is
to “govern thought” , which means to solve staff’s thought and recogni-

' . 7.
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tion, settle the problem of cohesive force and centripetal force. Thirdly,
from the point of view of New Institutional Economics, corporate culture
is the informal institution, it can save transaction costs, overcome the
long confused problem of “free ride”, reduce the costs of carrying out
the formal institution, and what is more important is it gives impetus to
innovation and enterprising spirit. So, it will produce great effect that is
equal to the definition of Property Rights. The “Team Spirit” in corpo-
rate operation can efficiently restrict staff ’s laziness during working as
well as the ethic risks so as to achieve high efficiency of “team produc-
tion” and “collaborative labor”. Under incomplete information condi-
tion, a corporation needs to form certain “culture” to make up the lack
of formal institution. From its character and function, we can see that
corporate culture is very similar with social capital. It is a special social
capital, called corporate culture capital. The essence of corporate cul-
ture capital is to form atmosphere of trust each other and cooperation.
In order to study corporate culture, international comparision is -
necessary. First, because of different history background, there form
different national culture, which affects corporate culture greatly, and
results in corporate culture’s difference among American, Japanese and
China’s corporations. The characters of American corporate culture are:
focus on exertion of person’s abilities and entrepreneurs’ effect, lay
stress on construction of corporate values, attach importance to contract
rather than feelings, pardon staff’s failure, encourage taking risks and
innovation, consumers being supreme for corporations, and win success
by high quality. The characters of Japanese corporate culture are: pur-
sue profit as well as make contribution to country, family business,
people get together to compete, management means education, pay at-
tention to emotional motivation, focus on organization’s harmonious at-
mosphere, have strong cognition for crisis. Lunyu plus abacus—careful
. 8-



Abstract <><>

calculation combination with strict budget. The characters of China’s
corporate culture are: benevolence, sincere and trust, high rightness,
light profit and give consideration to the both, harmony is excellent,
talented person is fundament, corporate is home to return to, high hu-
man sympathy and relationship and light institution, advocate corporate
social responsibility, diligent to study and good at thinking, provide
best service for customers, emphasize innovative consciousness, stress
on staff’s development and their abilities to exert, and zero fault idea
and so on. From the value system and the ways of behaviors, we can
find that there are both similar points and different points among corpo-
rate culture of American, Japanese, and China’s corporations. Different
national corporation can learn culture from each other, but the main
stream is still one’s national traditional culture. Talented person is fun-
dament, Customer is supreme for corporations, win by quality, encour-
age innovation, emphasize honesty, and team collaboration, are the
same trend of these three countries’ corporate culture. But each national
corporate culture has its own advantages and characteristic. This book
also points out that organizational systems are resulted from cultural se-
lection under different circumstance. The governance structure in Ameri-
can corporation and its corporate systein stressing on contract relation-
ships are resulted from cultural selection centered on individualism. The
system centered on bank, the system in line with qualifications and re-
cord of service, the system of lifelong employment and labor union con-
struction in line with corporation in Japanese corporations are resulted
from cultural selection centered on Groupism. And the family system and
pan-family system in China’s corporations are also resulted from cultural
selection centered on familism.

Resource will dry up, only culture will go on. There are many fac-
tors that will affect the development of corporations. The most important

. 9.
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factor that affects sustained development of corporations is corporate cul-
ture. Corporate culture is the motive force for sustained development of
corporations, and it is also the core competence of a corporation. First,
corporate culture can save the costs of monitoring and restricting, affect
corporate long performance, and finally determine corporate success or
failure. Secondly, corporate culture is corporate core competence. Al-
though scholars from home and abroad have different definitions on core
competence, but core competence is an ability that is owned by corpora-
tion uniquely, and can’t be imitated and substituted, and will bring in
sustained development of corporations. It is a comprehensive ability to
integrate different kinds of resources. This book points out that material
resources, capital, core production, core technology, talented person,
competitive advantage and institutions are not the core competence. But
innovation ability, management ability, business ability and corporate
culture force are key factors of core competence, and cultural core com-
petence is the foundation of corporate core competence. Core value
brings corporate culture force by integration of values, and then the
force affects innovative ability, management ability and business ability,
lastly embodies specific competence. Thirdly, corporate culture has its
own life cycle, called corporate culture life cycle. At the beginning of
starting up a corporate, start-up passion, ambition and innovative spir-
it, the spirit loyal to career and values of the entrepreneur will be domi-
nant in corporate culture, but corporate core value, direction of devel-
opment and object is not definite. At corporate growing period, charac-
teristic corporate culture forms, and corporate culture begins to take
effect gradually. Due to quick expansion, corporate needs united values
to control the overall situation, to direct corporate development when
corporations enter into the mature period. Meanwhile, corporate culture

will also become mature, and its position as core competence will be ap-
. 10 -



