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Figure 1. shows the research model to investigate and analyze relationship among organizational culture, job
characteristics and organizational commitment as well as mediating effect by sub-factors of job characteristics in

the foreign multinational organizations.
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Table 1. Demographic Data of Research Subjects

Demographic characteristics of respondents are as shown in the Table 1. Gender, age and industry are general
categories of demographic characteristics. Since the respondents are from multi-national companies, location of
head-quarter is included in the demographic characteristics. For location of head-quarter, North America region
has the most frequency reaching more than 54% and Asian region including Japan and China account for the
second most frequency. Tenure and income are known to affect organizational commitment are used as control
variables.

. L Frequency | Ratio . L Frequency | Ratio
Variable Classification (Person) (%) Variable Classification (Person) | (%)
Northern America 155 54.8
Gender Male 136 48.1 Location of |Japan & China 37 13.1
Female 147 51.9 | Head-quarter | Europe 71 25.1
Oceania 1 0.4
Twenties 38 13.4 less than 1 24 8.5
Thirties 156 55.1 Tenure 1~ 5(less than) 111 39.2
Age Fourties 72 254 (Ye;r) 5 ~ 10(less than) 71 25.1
Fifties 15 5.3 10 ~ 20(less than) 61 21.6
Sixties 2 0.7 more than 20 16 57
less than 2 13 4.6 Manufacture 65 23.0
Monthly |2 ~ 4(less than) 118 417 Retail 43 152
Income |4 ~ 6(less than) 90 31.8 Industr Finance/Imsurance 68 24.0
(KRW |6 ~ 8(less than) 29 10.2 Y| Health/Welfare 40 141
Million) |more than 8 31 11.0 Service 24 8.5
No Response 2 0.7 Others 10 35
Total 283 100.0 Total 283 100.0
7HE 3 v=A 7199 AFEY FEe 24 M, o7 ubey
28] 57 JFS nA Qo
] 2= Ay == JEH O] 2~z
o J(+)e] &S = Zoltt
TR 32 A/ARAAY FFEe) ZHEY FF & AN E A=A v 24 FAdE
o) A(+)9 A = Aol o AN 2HEH, ATEAS 2HBY 7
i 55 HREA o] 2ABY 47 WY FAHoR 4REA 7} s9uy o
ol A(+)9 Qe & Aok, Nass 24 EAsss d7RgS tae
71 34 FEW FEo] 2HEY w2 §  (Figwe D3 2ok
o] adgrs = Ao
7 35 AR FE) 2HEY FF 4
(+)9] g2 = Rolrt AZRNS S8l BRA/ge] 2RI s
AANES HFoZ HYREFEYHOZ 500
HAA 22 (TF UR), email, $BS ol



Table 2. Factor Analysis and Reliability Analysis of Organizational Culture & Organizational Commitment

The results of factor analysis and reliability analysis on the organizational culture and organizational commitment
are shown in Table 2. The questions having sufficient factor loading value and Cronbach’s a to prove good
reliability and consistency are finally selected and used in the actual analysis.

Questions | Ind-Col  Uncertainty Lorrllge-ri}llort OC | eigenvalue FaCtor(iziilr?i Ve Cronbach's a

Cul 1 0.871 -0.042 -0.065

Cul 2 0.863 -0.065 -0.018

Cul 3 0.821 -0.021 0.039 26.450

Cul 4 0.803 0.046 0.083 3,968 (26.450) 0.890

Cul 5 0.752 -0.070 -0.012

Cul 6 0.698 0.102 -0.120

Cul 7 -0.063 0.795 0.142

Cul 8 0.050 0.771 0.153

Cu 9 0.035 0.770 0.178 3.273 (iéggi ) 0.837

Cul 10 0.127 0.753 0.053

Cul 11 -0.158 0.736 0.061

Cul 12 -0.030 0.159 0.803

Cul 13 -0.152 0.269 0.712 2032 13.544 0.689

Cul 14 0.118 -0.006 0.696 (61.815)

Cul 15 -0.083 0.473 0.535

0oC 1 0.853

oC 2 0.818

0oC 3 0.762 51.672

OC 4 0.644 3 (51.672) 0807

OC 5 0.643

OC 6 0.545
shed w23 olF 29070 AEE 3k 24 oo Age QISR FAskY A
BT BUHE SF A AT A ool A3 SYETE oE Ay
T 2830 AEAE A o] & AEx o}, A3 AR (referent-shift con-
At 2014 112 2195H 12€ 20¢71A] A Al sensus model) ©]&el & Ast] FA Y] vighE
shglom, SuAEY] dwd H4S g & 2¥ Raol bl SusE P ARo,
(Table 1% 2}, 4R 24BYS B AN BE 2 9

33 EHETo AZE EHos o =9 ol sl _%%_ﬂ—t— WA o7 Fatol ‘%L*JEM?}

o EAASRERY S FAAAE] e JuT
W 2SEHe| UE A _
= MAEES Tl SHske v W g3
e RS B APAT DES Fol 2 AL AF v glow, F2 2qRs). fu4
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Table 3. Factor Analysis and Reliability Analysis of Job Characteristics

The results of factor analysis and reliability analysis on the job characteristics are shown in Table 3. The results
of analysis of a total of 25 questions are shown in the Table 3: nineteen questions cross five factors are included
in the analysis, except six questions showing inconsistency in response., The greater the degree of the five factors
of job characteristics, the greater the defined inclination.

Factor
Questions | Autonomy I dil’?};ty Signgfci)fanoe Vi{ii{ty Feedback exlzileljle_ L\c}ﬁﬁg Cronbach’s a
(Accum.)
Job 1 0.853 0.028 0.044 0.140 0.016
Job 2 0.812 0.161 0.066 0.030 0.183
Job 3 0.799 0.142 -0.007 -0.052 0.303 3.571 &2;32) 0.880
Job 4 0.771 0.106 0.128 0.113 0.118
Job 5 0.718 0.136 0.164 0.233 0.041
Job 6 0.163 0.775 0.068 0.025 0.019
Job 7 -0.040 0.718 0.054 0.113 0.057
Job 8 0.215 0.715 0.154 0.216 0.115 2.946 (;iggg) 0.778
Job 9 0.033 0.671 0.182 0.024 0.175
Job 10 0.268 0.551 -0.010 0.207 0.113
b1l [ o0i6 ool [OSBEN 008 ooH | g o
Job 12 0.102 0.125 0.771 0.055 0.139 ) (45.276) ’
Job 13 0.168 0.127 0.755 0.005 0.144
Job 14 | 0.106 0104 0178 0798 0032 | 1735 O3 0,668
Job 15 0.180 0.174 -0.078 0.744 0.172 (54.409)
Job 16 0.077 0.486 0.036 0.553 0.229
Job 17 0.064 0.075 0.186 0.190 0.752 8.636
1.65 0.624
Job 18 0.274 0.167 0.109 0.016 0.701 (63.094)
Job 19 0.349 0.372 0.103 0.053 0.516
59 =4 FF WAE ST o ASHET Z 17230 dste] QARAES Ade o
(Barrett & Cammann, 1984: Chan, 1998: %371, (Table 2)9} 7Z+ow 370 2919 15719 &3
2013). 7} 8212 HAE W49 54 HE(1=H Ao Xttt B8 3o Bt
& olYyth, 5=u]¢ I1¥thE FAET AT Aol g JAle AR A= T8
=44 A AH-d18 A 1 sttt 55 e, AET 225 944
L JRRIFO-FJ T o] Al 7FA] ZFE s} < 3 Fata kdS Frete ATge kot &
3 ST, Hofstede®] #3lat& 71919 A -7 Aol e A mEe 4
oA e o T FHIS ‘S}Ei NEE CVS- = Sl Al dafoF st 58 E3Ete, 4
CALE(Yoo & Donthu, 2002) & EHZ o= Tt #5545 A4 AP w2 AL &%
Z(2010) 0] gh=olE WM =FE AE- S}M‘:‘r. ok AT -H T R Hx7F AFA s
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of the study.

Table 4. Correlation Analysis

For a correlation analysis, the response levels on key variables and the correlations between variables are reviewed
as a whole, and its results are presented as in Table 4. It shows that the independent variable, the dependent
variable, and the mediating variable included in the research model have a significant relationship. First, each of
the sub-factors of organizational culture, the independent variable, is found to have a significant positive
correlation with each of the sub-factors of the job characteristics, the mediating variable, as well as with the
organizational commitment, the dependent variable. This analysis result is generally consistent with the hypothesis

Variable | Tenure Income Uncertainty Ind-Col Ié%%%t_ Viilelzlty I dziiiy Sig;'gi{nce Autonomy izeci_ oC
Tenure 1
Income 6547 1
Uncertainty 1mT o215 1
Ind-Col | -117  -117  -022 1
Long-Short | 117 1817 416  -055 1
Skill Variety | -054 026 130 133 215 1
Task Identity| 141" 202" 3247 -098 221" 359 1
Tak Sgrificance| -038  -038 3277 -058 193" 4710 458 1
Autonomy | 081 120 147 091 1300 3230 486 349 1
Feedback | 2207 2707 346 -124° 322" 198 5090 363 347 1
oC 2817 2737 2637 1687 352 264 337 227 3600 372 1
Average | 277 281 413 275 397 390 412 416 3.69 387 354
gfvfgéi 106 106 057 079 057 062 058 056 0.74 060 066
0,05, p0.01,  p0.001
HolZrh HA Sgued 2AEse 7h 89 FAom, Al 29l AT 2AEY W
ol F&HMI ZHEE oy} wjsfHel A= ZHIN Fos Aolrt s g1
o slFsths AFEAY 7 FAAYES o &tk I 3371 JA9FY (0.199, p<0.001),
A(+)9 AABAE e A2 el oy B34 39 AS(B=0.204, pd0.001), F714
3 B Yge Aukz o7 o] Ao A3 A4 (B=0.316, p<0.001) <=olAytt o224 7}
7Hd o] Wyt dRgtE AL & AT A 19 s M BEF AAHE AoE #d
3 o] A¥}= E32AA 3s|yAlsk A7|d X
42 §I -'|‘-|—E—A‘||7éﬂ|- 61::1:}211;]}2947]. :,LEJ\?OJEOO g]j;’;?’j; l—:;]};]
o o, BHUT o T=E e ] = = I
(Table 5%} (Table 6) 27 HEO] W3 AYES v s},
A 24 435 vepd Zolth (Table 52 % (Table 6)& HH, B344 3|uAEs} 37
s ZAEY nAE 9FE HAFI 9] H-d7) A A HFEAS BE 391891
o B A wEW, 22 E3] 519 29E o8 g 711 ASE vEhstth old] wls)
= 25 AAA =94 A(+) ] Fos dFS MAFo]-HAFos 7t ot



Table 5. Results of a Regression Analysis on Hypothesis 1

Table 5 shows the result of simple regression analysis of each sample. Table 5 shows the impact of organizational
culture on organizational commitment. According to the analysis, it is found that all of the sub-factors of
organizational culture have a significant positive effect on affective commitment and the three sub-factors of
organizational culture show significant difference in the size of the effects on organizational commitment. The size
of effects is as follows: individualism-collectivism (0.199, p<0.001), uncertainty avoidance (B=0.204, p<0.001),
long term-short term orientation (B=0.316, p<0.001). As presented, the sub-hypotheses of the Hl are all judged
to be supported. This result means that uncertainty avoidance, long-term orientation, and collectivism increase the
organizational commitment of the members.

Hypothesis Inglejr?:k()ilznt B SE. B t Value (?jjaii) Results
Dependent Variable =Organizational Commitment

Tenure 0112 0.181 2.451"

HI-1 Income 0.069 0.111 1483 0.126(0.000) Adopted
Uncertainty 0.234 0.204 3565
Tenure 0.120 0.194 2713"

H1-2 Income 0.055 0,089 1.235 0.184(0.000) Adopted
Long-Short Term 0.362 0.316 5763
Tenure 0.127 0.206 2.783"

H1-3 Income 0.101 0.162 2.184" 0.126(0.000) Adopted
Ind-Col 0.166 0.199 3539

"p<0.05, pc0.01, " p<0.001

Table 6. Results of a Regression Analysis on Hypothesis 2

Table 6 shows the result of simple regression analysis of each sample. Table 6 shows that uncertainty avoidance
and long term-short term orientations have a significant impact on all of the sub-factors of job characteristics. On
the other hand, iindividualism-collectivism is found to have a significant impact only on skill variety and
feedback, not on the other three sub-factors such as task identity, task significance, and autonomy. In addition,
individualism-collectivism has a positive (+) impact on skill variety but a negative (-) impact on feedback. It is
analyzed that collectivism has a positive (+) effect on skill variety but a negative (-) effect on feedback since
the collective tendency increases as the scale of individualism-collectivism gets higher. Therefore, the
sub-hypotheses of the H2 are all supported except some hypotheses(H2-3-2, H2-3-3, H2-3-4).

Hypothesis Dependent Variable B SE. B t value £al] 1% Results
(P-value)
Independent Variable =Uncertainty Avoidance

H2-1-1 Skill Variety 0.140 0.130 2.202" 0.013(0.028) Adopted
H2-1-2  Task Identity 0.330 0.324 57487 0.102(0.000) Adopted

H2-1 H2-1-3  Task Significance  0.316 0.327 5792 0.103(0.000) Adopted
H2-1-4 Autonomy 0.190 0.147 2.495 0.018(0.013) Adopted
H2-1-5 Feedback 0.359 0.346 6177 0.116(0.000) Adopted

Independent Variable =Long term-Short Term Orientation
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Hypothesis Dependent Variable B SE. B t value (?_ Cgaii) Results
H2-2-1 Skill Variety 0.232 0215 3695 0.043(0.000) Adopted
H2-2-2 Task Identity 0.226 0221 3804 0.046(0.000) Adopted
H2-2 H2-2-3  Task Significance  0.187 0.193 3.298" 0.034(0.001) Adopted
H2-2-4 Autonomy 0.168 0.130 2203 0.013(0.028) Adopted
H2-2-5 Feedback 0.335 0.322 5603 0.100(0.000) Adopted
Independent Variable =Individualism-Collectivism
H2-3-1 Skill Variety 0.104 0133 2.242" 0.014(0.026) Adopted
H2-3-2  Task Identity 0072 -0.094 -1.643" 2.701(0.101) Rejected
H2-3 H2-3-3  Task Significance  -0.041  -0.058 -0.975 0.000(0.330) Rejected
H2-3-4 Autonomy 0.085 0.091 1523 0.005(0.129) Rejected
H2-3-5 Feedback -0094  -0124 -2.096 0.012(0.037) Adopted
00,05, pe0.01,  p0.001
Foek d3s 7L, YA 379 29 FY Ao miladE AFsah durdd mi s
AAA, AAF8A, A&Ale FJ8 &S AZ WS Baron# Kenny(1986)7F A AIEF 3
NAA & ASE Vst £33 7] 059]-F A v 7) 3] 7 F4 (three-step mediated regres-
g3 Zletddd s A(+H)AHY dEE, I sion analysis) 2ol 2l8] AZE 4= ek WA
oo B(-) 3 S 713 MAF-F F 27 J45e % FUARE B8 T2)3s)
G A o] BoldgE JiF s W (Table 33 2t o|d 7Hd 19 ZH4E F
mA HOoE JiFoe Neugde N2 A ste] AFEEANA mifEste] A WA 270
(H) A FA7E A, HAEFole frwe N2 ZEH90H. 714 29 AAE a8 v &
F(-)AJ AV e Aoz FAHAY wa T WA 215 gt Al fA =] o
A 7Hd 29 BHE 7P dHR(H2-3-2, H2-3-3 3 Adte o 2k
H2-3-4) & A9ty 25 AA Atk AR, BSAA 394 FH 554 B A
(Table 7)& AFEAol ZHEY wA= AREA S A7) 29SS FYHUL W B
gkl #3 3l B4 AR, BF H(H)9 & T AWEo] Zolxth Vet By A
ou)st J&gFS HA = ALZE Yepgth wElkA HES 54% =JTHR?*=0126 — R*=0.130).
7Hd 39 BEUHE B BE XA FHIUT A HAGAA, AAF8A, A& I JEYS
Ao g AFEA] AEC A= G FeA AmES 247t 52%(R?*=0126 — R?2=0.178),

ff

= 284 (B=0323) 0] 7t% =A Jeguted, 1
theo 2 vl (B= 0316), FFAAA(B=0.287).
71t (8=0.261), H958A(B=0226) &
o2 yehytth

Fhdow zHRRS 2HBYLY HARE

25%(R*=0.126 — R*>=0.151), 8.7%(R*=0.126
— R*=0.213). 6.3%(R*=0.126 — R*=0.189) =
Atk wi7RE Rl
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Table 7. Results of a Regression Analysis on Hypothesis 3

Table 7 shows the result of a regression analysis on the impact of job characteristics on the organizational
commitment: a significant positive (+) impact. Therefore, the sub-hypotheses of the H3 are all supported.
Specifically, among the impacts of the job characteristics on organizational commitment, autonomy is in the
highest(8=0.323), followed by feedback(B= 0.316), task identity(3=0.287), skill variety(B=0.261), and task

significance(3=0.226).

Adj R2

Hypothesis Mediating Variable B SE. B t Value Results
(P-value)
Dependent Variable = Organizational Commitment
Tenure 0133 0.241 3064
H3-1 Income 0.075 0.120 1.647 0.154(0.000)  Adopted
Skill Variety 0.279 0.261 4737
Tenure 0.116 0.187 27113
H3-2 Income 0.058 0.093 1.235 0.166(0.000)  Adopted
Task Identity 0.362 0.287 5763
Tenure 0.122 0.196 2676
H3-3 Income 0.095 0153 2084"  0138(0.000)  Adopted
Task Significance 0.268 0.226 4.068
Tenure 0117 0.188 2,647
H3-4 Income 0.069 0.111 1.557 0.190(0.000) Adopted
Autonomy 0.288 0.323 5533
Tenure 0.104 0.169 2.353
H3-4 Income 0.048 0.077 1.063 0.179(0.000)  Adopted
Feedback 0.347 0316 5.605
00,05, p0.01, " p<0.001
ug A WA Z2AE FEA0Y 2 A WA 2AE EEA0Y
g AR, A AAQF-HEFos AFEA B

AR
FYHAY, APZF LA, A4 1T s
AmES 22 49%(R*=0.184 — R*=0.233), 2.5%
(R*=0.184 — R%=0.209), 81%(R?*=0184 —
R?2=0.265), 4.7%(R*=0.184 — R?=0231) =%
. B, 7t BAACE felaw, B, 7+ EAHL
2 $odAT B, o ¥weld 1 o] gow

Aol Zetdds FHIE o el 54%
=oAL (R?=0.126 — R*=0.180), D=z A
ol 103%(R*=0.126 — R*=0.229) ok
o Zlenddel A B, 7F FAALE st
A, B, 7F FAALE frelstAt B, ok wast

of T gho]l AoBE Al A 2HE FFAZ

ol i
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Table 8. Reauirements of mediation

Baron and Kenny(1986) laid out requirements that must be met to form a valid mediation relationship. Table 8
shows a visual representation of the overall mediating relationship to be explained. At Step 1, the dependent
variable should regress on the independent variable, which means the independent variable is a significant
predictor of the dependent variable. At Step 2, the mediating variable should regress on the independent variable.
which means the independent variable is a significant predictor of the mediating variable. If the mediating
variable is not associated with the independent variable, then it couldnt possibly mediate anything. At Step 3,
the dependent variable should regress on both the mediating variable and independent variable, The mediating
variable should be a significant predictor of the dependent variable, while controlling for the independent variable.
This step involves demonstrating that when the mediating variable and the independent variable are used
simultaneously to predict the dependent variable, the previously significant path between the independent and
dependent variable as Step 1 is now greatly reduced, if not non-significant.

Variable Effect Variable Valid Path
Independent 3 > Dependent |Step 1: B, should be statistically significant.
Independent 3 > Mediating |Step 2: B. should be statistically significant.

Independent y Dependent |Step 3: B. should be statistically significant. 8, should not

Ba be statistically significant. If [, is statistically
Mediating 3 ’ Dependent significant. the value B, should be less than 3, .

Table 9. Summary of Mediating Role of Job Characteristics

Table 9 shows the summary of mediating role of job characteristics between organizational culture and
organizational commitment. All 5 sub-factors of job characteristics are partially mediating uncertainty avoidance
and long term-short term orientation and organizational commitment. Only skill variety among 5 sub-factors of
job characteristics is partially mediating individualism-collectivism and organizational commitment.

Independent Mediating _
Wit ek B, B. Ba B. Mediating Results
Skill Variety 0204 0.130" 0174~ 0240°  partially mediated
‘ Task Identity 0.204 0.324" 0.131 0249"  partially mediated
Uncertainty = 0 "o nificance 0,204 0327 0141 0178"  partially mediated
Avoidance - —
Autonomy 0.204 0.147 0.165 0.302 partially mediated
Feedback 0.204 0346 0.121° 0278 partially mediated
Skill Variety 0316 0215~ 0272" 0203"  partially mediated
Long-term/ _ Task Identity 0.316 0221”7 0.271" 0235 partially mediated
Short-term  Task Significance  0.316 0193~ 0281 0.169"  partially mediated
Orientation Autonomy 0.316 0.130° 0.283" 02917 partially mediated
Feedback 0316 0.322" 0.248" 0243"  partially mediated
o Skill Variety 0199° 0133 0170° 0241 partially mediated
Individualism ™ 4 Tqentity 0.199 0094° 024" 0306 Direct Effect
-Collectivism
Task Significance 0.199 -.058 0.217 0.241 Direct Effect
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Abstract

This study started from the question that discussion on relationship between job characteristics in human
resources management and organizational culture has not been much developed. The aim of this study
is to explore relationship among organizational culture, job characteristics and organizational commitment.
Additionally the study includes exploring if job characteristics can play a mediating role in between organiza-
tional culture and organizational commitment. Employees in multi-national companies are selected as proper
targets. The multi-national companies have different organizational culture compared to the mother com-
pany as well as the local companies having employees from multi-cultural background, and even job designs
are affected by the mother company, which can explain relationship of set variable effectively.

With concept of an organizational culture coming from the five(5) cultural dimensions of Hofstede(1984),
the three out of five cultural dimensions: high uncertainty avoidance, long term-short term orientation,
and individualism-collectivism were used in this study, based on factor analysis results of a previous research.
Most multi-cultural companies value positive relationship with the local members and organizational
commitment. Rather than an external factor such as salary, whether employees are satisfied with the
work itself or job characteristics is deemed as an important factor to increase organizational commitment.

The job characteristics are classified into 5 sub-factors: skill variety, task identity, task significance,
autonomy, and feedback with which the employees tend to experience motivation and job satisfaction,
and consequently better organizational achievement. The multinational companies need to treat the job
design in regards to job characteristics in a cultural point of view. Compared to a single organization,
multinational companies require much more understanding about language barrier and employees culture,
As major concepts of variables are presented above, the study was set out. By analyzing the responses
of 283 employees of foreign multinational companies in Seoul, the following implications and limitations
were found.

First of all, the organizational culture multinational companies has a positive effect on organizational
commitment and it was found that the bigger the uncertainty avoidance, long term orientation and collecti-
vism, the higher the organizational engagement. The long-term orientation affects on productivity indices
such as organizational commitment, meaning that the eastern oriental value with the long-term point
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of view can work effectively in the multinational companies, This result also found that the Korean members
do not prefer uncertain work environment, which the multi-national companies those seek for profit rather
than stability and short term achievement rather than long term achievement should consider. It is shown
that the collectivism affect more on organizational commitment than individualism, as in other previous
researches. These results will provide practical implications to the executives as well as the managers
of multinational companies in regards to organizational design and management within Korea.

Second, among the organization culture of multinational companies uncertainty avoidance and long term
orientation had a positive relationship with the five job characteristics. However, individualism-collectivism
gave a positive effect on skill variety only out of the job characteristics while showing a negative effect
on feedback, having no significant effect on other three.

Third, all the factors of job characteristics have positive effects on organizational commitment. For multi-
national companies having employees from various cultural backgrounds and country of origins, one-sided
and standardized job characteristics would not be suitable, making autonomy and feedback the most im-
portant factor in regards to emphasizing active communication. For task identity, the work of multinational
companies requires complex reporting system and division of tasks by department or team is very clear.
Under this condition, for employees to have clear work scope can lead to satisfaction of work.

Fourth, through an additional research it is found that job characteristics play a mediating role in relation-
ship between uncertainty avoidance and organizational commitment and also between long term-short
term orientation organizational commitment. However, job characteristics do not play a mediating role
between individualism-collectivism and organizational commitment. There not only is much research on
relationship among organization culture, organizational commitment, and job characteristics, but also was
not dealt with in previous studies. Eventually, although organizational commitment and organization culture
has a correlation, in order to improve organizational commitment, it is important to have complete job
characteristics in place, making it possible for each job characteristic to play an mediating role.

The limitations and direction of this study are as follows. First, there is a need of searching and acquiring
various mediating variables such as relationship between subordinates and managers or communication
with colleagues or managers that can have an effect on the relationship of individualism-collectivism and
organizational commitment in the follow-up research. Second, this study set a limit to organization culture
that Korean organizational members perceived of and did not consider the headquarter or the mother
company of the sampled companies. It is expected that which country that the mother company belongs
to or which culture it follows will likely affect the organizational culture, Third, this research limited the
target to foreign multinational companies in Korea. There is a demand of expanding research range by
comparing Korean and foreign multinational companies, or by targeting Korean multinational companies.

Key Words : Perceived Organizational Culture, Multinational Company, Job Characteristics, Organizational
Committment
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