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In this thesis, the researcher investigates (1) the levels of corporate
culture competencies of selected employees at S. B. Furniture Industry
Limited. Furthermore, the researcher compares (2) the corporate culture
competencies of these employees at S. B. Furniture Industry Limited by
reference to demographical characteristics. Finally, the researcher reports
(3) suggestions made by employees concerning the development of corporate
culture at S. B. Furniture Industry Limited.

Using the quota sampling method and extrapolating from the Yamane
formula, the researcher selected a sample population consisting of 340

employees of S. B. Furniture Industry Limited as classified by work groups
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atthe reliability level of 95 percent with a margin of error of .05 from the total

research population of 1,854 employees. The research tool was a
quﬁesti’onnaire constructed by the researcher couched at the level of reliability
of 0.98.

Using techniques of descriptive statistics, the researcher analyzed the
data obtained in terms of percentage, mean and standard deviati(;n. The
&echniques of ¢ test and one-way analysis of variance (ANOVA) were
employed by the researcher, as well as Scheffé’s paired comparison method.

Findings are as follows:

1. Overall, the opinions regarding the level of corporate culture
competencies of the employees under study were found at a moderate lével in
all aspects in descending order, viz, service mind, dynamics, integrity,
teamwork, responsibility and achievement.

2. In comparing the opinions concerning the corporate culture
competencies of the employees under study as classified by the
demographical characteristics of age, educational level, work experience, and
position, the results determined by the researcher were as follows:

2.1 The employees under study who differed in the demographical
characteristic of age exhibited concomitant differences in opinions regarding
corporate culture competencies in the aspects of responsibility and
achievement at the statistically significant level of .05.

2.2 The employees under study who differed in the demographical

characteristic of educational level did not display corresponding differences at



237595

Vtrherstatistically significant level of .05 in regard to opinions concerning

corporate culture competencies in an overall picture and in each aspect.

- 2.3 The employees being investigated who differed in the
tdemographical characteristic of work experience exhibited parallel differences
in opinions regarding corporate culture competencies in an overall picture and
in each aspect at the statistically significant level of .05.

2.4 The employees being considered who differed in the
demographical characteristic of level of position manifested corresponding
differences at the statistically significant level of .05 in opinions regarding
corporate culture competencies in the aspects of teamwork and integrity.

3. Suggestions regarding the development of employee competencies
in corporate culture in descending order of frequency for each aspect are as
follows:

Service mind: There should be self-adjustment to work with
workers being happy, brightly smiling and cheerful. Activities should be
conducted with a mind imbued with the ethos of service such that work habits
and vision will appropriately change and employees will more willingly work
at their tasks.

Teamwork: Employees should be open minded in accepting work
without complaint. They should hglp one another by listening to each other’s
opinions. They should work together so that they will be successful in their
efforts while harmonious relationships will encourage better work and the free

flow of useful ideas.
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" Responsibility and achievement: In work activities, each should

IS Qntaking the responsibility for one’s own personal work and for one’s

gy up” rrrEmployees should be encouraged to work and to take responsibility

helr work Channels of communication should be increased. Supervisors

ishould correctly and carefully train employees. They should supervise and
;c;ntrol employee performances just as had been planned in advance

Dynamics: Employees should be prepared for all eventualities.
Whenever changes are made, the changes should be clearly explained in terms
of clear objectives and goals. Employee attitudes will accordingly need to be
adjusted in a suitable fashion so as to meet changing business conditions.

Integrity: There should be activities inducing commitment,
harmony, and discipline concomitant with an increasing focus on
communications in the aspects of ethics, conscience, and work discipline,
thereby fostering understanding of the need for performance to adhere to rules
and work regulations. Supervisors should control and supervise the

applications of rules and regulations in a strict manner and to consider

adherence to them as one of the most important duties of supervisors.





