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Abstract

Top management is the most important single entity in the implementation of cultural and philosophical changes within an organization.  This study investigated the effects of top management personality on the implementation of total quality management (TQM) across two very diverse cultures, Taiwan and USA.  We used the Myers Briggs Type Indicator (MBTI) to classify top management personality types.  Surveys were then performed to study the relationship between top management personality and TQM practices in these two countries.  Several factors (commitment to training, time of implementation and management philosophical approach) believed to be critical to TQM implementation was also tested.  The results indicate that top managers in both countries with specific personality types are associated with organizational environments that exhibit characteristics conducive to TQM. 
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1.
Introduction
Over the last two decades many companies around the world have been implementing Total Quality Management (TQM) or Continuous Improvement (CI) as a way to enhance their competitive edge in the global market.  While there have been some successful stories reported, most companies have not received the benefits expected from this effort.  In fact, research indicates that two out of three TQM implementations fail.  Research has suggested many possible reasons for this failure.  Among them, the lack of top management support is often credited as one of the primary factors attributing to the failure of the TQM implementation (Krumwiede, Sheu and Lavelle, 1998; Waldman, 1993). 

According to Deming, TQM is a management philosophy that requires a radical cultural change from traditional management to continuous improvement management style in an organization (Deming, 1986).  Since top management is responsible for the transition of existing culture, they must accept this new concept and make the commitment to this cultural change (Westbrook, 1993).  Since the personality and behavior of top management affect the acceptance of new ideas and philosophies (Forsha, 1992), it is therefore critical to understand top management personality in order to make the necessary cultural transition to implement TQM.  Krumwiede et al (1998) suggested the use of Myers Briggs Type Indicator (MBTI) as a tool to identify top management personality types and behavioral characteristics.  Based on Deming's philosophy, they developed a theoretical base to associate certain characteristics of top management personality and leadership style with the development of TQM culture.  For example, the success of TQM implementation advocates top management's long-term vision, commitment to creativity and innovation, and support for employee's training.  The understanding of top management personality provides useful information for current management in adjusting its behavior to that necessary for successful TQM implementation. 

From the aspect of international management another important factor to the TQM implementation is the impact of national cultural difference.  As management’s behavior in relation to its personality and leadership style are culture dependent, TQM practice is expected to vary in a different cultural environment.  Several studies have found that cultural differences could affect the effectiveness of TQM implementation in different countries (Chang and Wiebe, 1996; Fiorelli and Feller, 1994; Katz, et al, 1998).  Companies are finding improvement programs easily implemented in one country could encounter strong resistance in other countries.  Considering the increasing level of internationalization in the business world, managers undoubtedly are more likely to be responsible for quality improvement in global operations.  An understanding of cultural difference and its impact on how top managers behave within personality and TQM practices is necessary for effective global operations.  The fit of national culture and TQM practices definitely becomes an increasingly important issue in international management.

The purpose of this study is to investigate the impact of top management personality on the implementation of TQM across two very diverse cultures, Taiwan and USA.  Based on the literature we used MBTI to classify top management personality types.  Then we utilized a questionnaire written in English and translated in Mandarin to survey the relationship between top management personality and TQM practices in these two countries.  Finally, we are also interested in examining effects of several factors (such as training and time of implementation) on TQM implementation.  Specifically, we seek to answer the following three questions:

(1) How do top managers personality and leadership style affect TQM practices in both Taiwan and USA?

(2) How would national culture affect, through the differences in top manager personality and leadership style, TQM practices?

(3) How do training, time of implementation and a manager’s philosophical approaches affect TQM practices in both Taiwan and USA?

This paper is organized into five sections, the first of which is this introduction.  Section 2 provides a literature review of the implications of cultural differences to TQM implementation, the association of top management personality and TQM practices, and the effect of several factors on TQM practice.  In Section 3, research design and methodologies are presented.  We will describe the survey questionnaires, sampling process and statistical methodologies applied in this study.  Section 4 reports the statistical results from both countries. Section 5 is a summary of findings and conclusions.   

2.
Literature Review

National Culture and TQM Implementation

Several studies indicate that national culture could substantially affect the attitudes and behavior of workers as well as managers.  As the TQM philosophy is implemented in different countries, it is expected that management will face different challenges.  Sadur (1995) studied Australian firms and confirmed the effects of national culture on TQM implementation.  Knotts and Tomlin (1994) found that certain aspects of TQM philosophy such as worker participation need to be carefully implemented in Mexico plants.  Dobbins (1995) suggested that international companies must adapt the TQM process to the host country culture.  Many of these studies followed Hofstede’s “cultural dimensions” study (1980) to investigate the effects of cultural difference on TQM implementation.  Hofstede surveyed managers across 70 countries and proposed four cultural dimensions (power distance, uncertainty avoidance, individualism and masculinity) to study how workers perceive and conduct business in different countries.  In general the adoption of TQM must be consistent with a culture having a higher level of power distance, collectivism, femininity and uncertainty avoidance.  

Other than these four dimensions the literature also suggests that top management personality and leadership behavior in different cultures are also important factors to consider in implementing TQM philosophy.  For instance, Japanese management displays a very different leadership style from American management.  Many have credited the success of TQM implementation in Japan to its management style (Kondo, 1990; Katz et al, 1998; Yusof & Aspinwall, 2000).  Since top management personality is likely to affect leadership style, the fit between TQM philosophies and personality could be used to explain the resistance to TQM adoption and results in certain countries.  The rest of this section discusses the theoretical relationship between these two factors. 

MBTI and TQM Implementation


During 1930s Myers and Briggs developed a psychological instrument known as the Myers-Briggs Type Indicator (MBTI) to measure and categorize the personality of individuals.  Since its development the MBTI has been extensively used in industry as a valid and effective tool to explain management's personality characteristics as related to its leadership style (Moore, 1987; Tamimi and Gershon, 1995).  The MBTI produces four preference groups and a total of sixteen different personality types.  The preference describes how an individual is motivated, thinks and acts.  The intention of the MBTI is to establish individual preferences and then promote a more constructive use of the differences among people.  Table 1 provides a brief review of categories and associated preferences.  To determine an individual's personality, each individual is assigned a score for each preference throughout the personality survey.  The top choice within each group becomes the assigned preference associated with that person.  Once preferences from each group are determined, they are combined to determine that individual's personality type (i.e., ESTJ, INFP, etc.)  

 (Insert Table 1 Here)

In the MBTI each of the preferences within each grouping is associated with leadership characteristics.  The combination of four preferences forms personality types that may or may not be consistent with the characteristics associated with TQM implementation (Krumwiede et al, 1998).  For instance, the two preferences of the second grouping, Sensing (S) and Intuitive (N), reflect either short- or long-term commitment from top management.  Top management personality types made up of an (N) are consistent with long-term commitment to goals and objectives of a corporation since they value new ideas and challenges, seeing them as opportunities to be pursued from a long-term perspective.  In the United States, 66% of top managers have personality types that contain (S) from the (S)/(N) preference category of the Jungian typology.  This two-thirds (2/3) fraction is interesting, since it also represents the percentage of firms that report TQM failure in their organization (Bushe, 1988).


Previous studies have suggested the use of the MBTI for various management purposes.  Moore (1987) reported using the MBTI to facilitate activities such as team building, career planning, improving customer service and analyzing troublesome behavior among employees.  All of these activities are necessary to the implementation of TQM.  Mills, Robey and Smith (1985) studied the personality of project managers using the MBTI. Moro (1990) found the relationship between top management personality types and decision-making style.  For instance, managers with the combined preferences "Sensitive (S)” and “Feeling (F)" tend to seek consensus from the group forming decisions. 

More recently research began to investigate specific applications of MBTI to the field of TQM implementation.  Kroeger and Thuesen (1992) found that two thirds of all top managers in the United States have the personality types, ISTJ and ESTJ, which are contradictory to those behavior characteristics required to implement TQM.  This may be one of the reasons for the high rate of TQM failure.  Krumwiede et al (1998) discussed the theoretical relationship between top management personality and TQM implementation using the MBTI.  They suggested that the understanding of personality types by means of the MBTI could help adjust the top manager’s behavior to that necessary for successful TQM implementation.  Krumwiede and Lavelle (2000) offer empirical evidence to verify the use of the MBTI in TQM environment.  After surveying 113 manufacturing firms in the Midwest, they concluded that top managers with a strong N-preference as measured by the MBTI (managers with a long-range perspective and possibility-driven) lead companies whose organizational environment is conducive to TQM success.

Purpose of the Study

 
This study extends Krumwiede and Lavelle’s study (2000) by including other personality types.  We collected data from Taiwan and the US to examine cultural difference on the relationship between top management personality and TQM implementation.  Furthermore, we analyzed the effects of three other factors: the time of implementation, commitment to training and the top management’s philosophical approaches to TQM implementation. 
First, length of time of implementation requires more than a commitment to the next quarter or next year.  Previous studies have indicated the time commitment to be between two and ten years (Sherer, 1994; Westbrook, 1995).  This study chose three years as the cut-off value to show the commitment.  Second, training of the employee is a key factor in implementing TQM.  Roehm and Castellano (1997) and Walton (1986) suggested that companies who invested in employee training programs were more capable of implementing the philosophy of TQM.  Third, managers should view TQM as a philosophy instead of a tool.  Implementing TQM requires major changes to many current policies and organizational structures (Dobbins, 1995).  Such changes can only be made and substantiated following Deming’s 14 principles (Walton, 1986).  Figure 1 displays the basic research model of this study.  We hypothesized that top managers would create an environment that is conducive to TQM implementation when they: 

(1) Have a personality preference of (N),

(2) Have a personality preference of (E),

(3) Have implemented TQM in their organizations for more than three years,

(4) Have committed to employee training, 

(5) And are committed to employee training; and understand TQM to be a philosophy, not a tool.

The next section develops specific research hypotheses.  

(Insert Figure 1 here)
3.
Research methodology
Research Hypotheses

Our overall interest was to study the insights of why TQM implementation is failing in so many companies in both Taiwan and the USA.  Based on the discussion in the last section, we hypothesize that there are four factors crucial to companies desiring to shape a favorable environment to support TQM implementation.  Accordingly, the following four hypotheses are investigated:

H1:
The (N) preference is significantly associated with organizations in Taiwan that actively create a culture of TQM.

H2:
The (E) preference is significantly associated with organizations in Taiwan/USA that actively create a culture of TQM.

H3:
Organizations that have implemented TQM for more than three years will more actively create a culture of TQM in Taiwan and the USA.  

H4:
Top managers in Taiwan and the USA who actively create a culture of TQM will be more committed to employee training.   

H5:
Organizations in Taiwan and the USA that understand TQM to be a philosophy, not a tool, will more actively create a culture of TQM.   

The first hypothesis test is to confirm Krumwiede and Lavelle’s study (1999) using data collected from Taiwan.  (S)/(N) preference is used to test the relationship between the top manager and TQM implementation for its link to long and short term corporate commitment or strategic planning.  Hypothesis Two examines the effect of another personality preference, (E)/(I).  Managers with (E) preference are comfortable with people and are energized by being around people.  Furthermore, they enjoy action and a variety of activities and are perceived to be friendly and easy to get to know.  On the other hand, (I) preference managers are inward thinkers, being basically quiet and hard to get to know.  They derive their energy from being alone and are drained of energy from overexposure to people.  The (I) preference managers, in general, are less likely to communicate effectively over a long time period, since they can be de-energized from such activities.  Therefore, (E) preference managers possess characteristics and necessary leadership style for TQM implementation.  With the exception of the first hypothesis, the other three hypotheses are to be tested using data from both Taiwan and the USA.  

The Survey  

Survey was used to collect data pertaining to the research hypotheses.  It consisted of two parts, the MBTI Form G and the organizational survey.  The MBTI Form G was used to determine the personality preferences and types of the top managers.  The organizational survey was a combination of the Tamimi/Gershon (T/G) questionnaire and a corporate questionnaire. The T/G questionnaire consists of a set of 50 questions that assess an organization’s environment in regard to the degree to which Deming’s 14 Principles are being utilized or operationalized (Tamimi and Gershon, 1995; Tamimi, Gershon and Currall, 1995).  Sample questions from this questionnaire are in Appendix.  The questionnaire has scales with coefficient alphas that are acceptable for experimental research.  Tamimi and Gershon performed content validity tests on the questionnaire by interviewing qualified professionals in the field and found that their questionnaire adequately captured the responses of those surveyed.  The reliability of this instrument have been verified by many studies (see Myers and McCaulley, 1985; Tamimi,1995)

The corporate questionnaire was developed and used in previous studies (Krumwiede and Lavelle, 2000).  It consisted of nine questions addressing Hypotheses Three, Four and Five.  It asks for information on demographics, company information and management perception (philosophy vs. tool).  Since this study was also conducted in Taiwan, survey instruments were translated into the Mandarin language.  A field test of the survey was conducted with satisfactory results by interviewing with the Vice President or Presidents from three companies in Taiwan.  The survey packet had a cover letter informing the respondents of the importance of the research and the need for their diligent response.  A set of instructions for completing the enclosed surveys was provided to obtain consistent data from all participants.  Pre-paid self addressed envelopes were provided for ease of return.

The Sample

Both survey instruments, MBTI and organizational, were enclosed in a packet mailed to top managers in Taiwan and US separately. For the purpose of this research a top manager is defined as the person with ultimate responsibility in the firm.  This person would be a CEO, owner, partner or any other person with the ability to make high level policy changes and support those changes both morally and financially.  These top managers were asked to respond to questions indicating agreement or lack of agreement with the 50 questions.  A total of 151 surveys were sent via the Taiwanese mail system.  Eighty-seven subjects responded, providing a 57% return rate.  457 surveys were sent to firms in the Midwest USA.  A total of 113 completed surveys were received and used, a 24% response rate. 

4.
Data Analysis and Results

Table 2 summarizes the overall comparison of MBTI personality type between Taiwan and United States.  The median size of the responding organizations was 137 employees from Taiwan and 60 employees from US, respectively.  Of the 87 respondents in Taiwan, 75 (86%) of the top managers had the (S) preference and 12 (14%) of top managers had the (N) preference (Table 2).  This finding is different from the U.S. study where 66% of the top managers were S’s and 33% were N’s.  While the difference between the two countries is significant, the finding is consistent with previous studies. For instance, (S)/(N) ratio reported in the U.S. study is consistent with the findings of Myers and McCaulley (1985) for U.S. top managers.  No MBTI studies have been done specifically on Taiwanese top managers relating to TQM implementation.  However, both Furnham and Stringfield (1993) and Smith and Haar (1990) found that most Chinese tend to be of the STJ type. 
(Insert Table 2 here)

As suggested by Krumwiede and Lavelle (2000), we first employed principal component analysis to derive the outcome variable, Deming score.  Deming score is a measure of how well companies follow Deming’s 14 principals.  It assesses the degree of suitability of the company environment for implementing TQM.  The Deming score is calculated using the most favorable equation of linear combinations of responses to the T/G survey, which depicts the best arrangement of Deming’s 14 principals (Morrison, 1990).  Each of Deming principals were weighted through principal component analysis and applied to the final equation.  Theoretically managers who believe Deming’s 14 points and actively create an environment conducive to TQM implementation will have high composite scores.  Krumwiede and Lavelle (2000) tested and supported the validity of using the Deming score to measure the environment conducive to a TQM culture.

MBTI Preferences and TQM Implementation

Using approximately the strongest 25% of each of the (S) and (N) “strength of preference” data points from the top manager dataset, we performed the ANOVA to examine the relationship between the Deming score and (S) preference.  A statistical difference between managers with a (S) preference and those with a (N) preference emerged in the Taiwanese dataset, which is consistent with the finding from the US data (Table 3).  Accordingly, N-preference managers in this test are potentially associated with organizations whose environment is conducive to TQM success in both Taiwan and US.  Overall, this finding supports the first hypothesis.

(Insert Table 3 here)

In addition to (S)/(N) preference, we examined the relationship between (E)/(I) preference and the Deming score.  We found that in the USA, (E) preference was positively associated with the Deming score, while (I) had insignificant relationship with the Deming score (Table 4).  The Taiwanese samples, however, revealed no significant relationship with both (E) and (I) preferences.  This finding only partially supports H2.  The implication of this finding in cultural difference is discussed in the last section.  

(Insert Table 4 here)

Other Findings


Using regression analysis, we tested the effect of the other three factors in Figure 1 on TQM implementation in two different national cultures.  

(1) Implementation time

An area to measure in determining implementation success of CI/TQM is the actual time of implementation within organizations.  Waldman (1993) and Bahls (1992) observed that companies that have successfully implemented CI/TQM within their organizations have had the philosophy in place for a minimum of three years.  In general, research suggests that companies must have the philosophy in place for three to five years in order to fully implement it.  Failures were most likely associated with those who gave up on the implementation before covering this time span.  Table 5 shows that companies in both countries had a perception of implementation for a period of 3 years or longer had significant effect on providing a suitable TQM environment.  This finding supports H3.  

(Insert Table 5 here)

(2) Training budget

Top managers who actively create an environment of CI/TQM will budget a larger percent of the human resource budget for employee training.  The US samples show that the amount of money top managers allowed for training and retraining has a significant effect on creating an environment conducive to implementation of TQM (Table 6).  Specifically, the more money spent for training and retraining, the more effective the implementation process.  However, this relationship is found insignificant in Taiwan samples.  H4 is partially supported. 

(Insert Table 6 here)

(3) Management perception - Philosophy vs. Tool
This study found that in the United States, at least in the Midwest, top managers do not differentiate between the philosophy and tools of TQM (Table 7).  These top managers see the two issues as equal in value and representation.  This was quite the contrary in top managers in Taiwan.  Taiwanese top managers view the philosophical issues of TQM as critical to the perceived implementation success of TQM.  We will discuss this possible cultural difference in our Conclusions section.  This finding partially support H5.  

(Insert Table 7 here)

Finally, we found no significant relationship between the size of the firm and TQM practice.  In addition, gender was not shown to have significant association with TQM practice. 
5. CONCLUSIONS

The top manager is the most important single entity in the implementation of cultural and philosophical changes within an organization.  Therefore, it appears that if a TQM philosophy of management is desired in an organization, the abilities, talents and personalities of top managers need to be taken into consideration.  In this section we summarize and discuss statistical findings based on the three research questions postulated in the beginning section. 


Based on the samples from Taiwan this study supported the previous finding from US samples: US top managers who have a strong MBTI measured N-preference can be statistically associated with organizational environments that exhibit characteristics conducive to TQM.  In addition, we examined another personality preference, (E)/(I).  We discovered that there was no significance in Taiwan for TQM implementation, but there was significance for the (E) preference in the US.

The personality preference (N) offers characteristics suited for TQM practice in the US and Taiwan.  This finding is interesting when we compare with Mills et al’s study (1985).  They investigated the personality of project managers using MBTI and found specific personality types, ESTJ and ISTJ, to be associated with traditional managers who would be hard-nosed and insensitive to workers' needs.  Managers with the (S) preference were found to be efficient to project management practice.  However, unlike a project management environment, the (N) instead of (S) preference is more important to facilitate the practice of TQM.  In comparison, the results of this study indicate that (E) preference also suits a TQM environment in the US but not in Taiwan.  The desire for the characteristics of extraversion in the US is encouraged by US culture and desired in a TQM environment.  In Taiwan subdued behavior is the cultural norm, and therefore it appears that there is a neutral approach to (E)/(I) preferential behavior as driven by its culture.  It could also be that (E) managers do not like to pay attention to detailed and lengthy TQM practice, although their outgoing style may enhance the promotion of TQM culture.  More studies need to be conducted to confirm the relationship between (E)/(I) preference with TQM implementation.

Overall the results suggest that the (S)/(N) personality dimension of top managers is critical to TQM practice and is not affected by cultural factors.  In either culture managers must have long-term vision and commitment to goals and objectives of a corporation to implement TQM.  It is likely that other characteristics of personality type can be “shadowed” due to cultural influence, but the (N) preference is overtly necessary in both cultures.  

It must be noted, however, that the results do not suggest that top managers with (S) preference are incapable of developing a culture conducive to success in TQM.  It would appear however that those (S) preference top managers trying to implement such a philosophy should, if possible, make a determined effort to emulate or shadow some of the characteristics of the (N) preference top manager.  These top managers must not consciously nor subconsciously rely on the national culture deliver the necessary shadowing affect, since this preference set is indifferent to culture. 

Other than personality variables, the results from Taiwan and US samples are consistent regarding the effect of time of implementation but differ in the effect of employee training and top manager perception (philosophy vs. tool).  According to our on-site interviews with several Taiwanese managers, a significant portion of training in Taiwanese companies is performed internally.  Such practice obviously makes it difficult to estimate the actual budget spent on employee training.  It is also possible that much training in Taiwan is done as on-the-job training and therefore is not considered as part of the budget.  In contrast American firms would budget internal training.  As a result the relationship between training and TQM environment is not conclusive.  

The difference in top management view of TQM as a philosophy versus tool is understandable.  The Asian culture in and of itself places much value on philosophical issues and therefore has more respect for its necessity, not only in their personal lives, but also in the workplace (Jinglun, 1989).  On the other hand, most US managers care less what TQM is called, as long as the results are perceived to be positive.  There are 57% of top managers in Taiwan regard TQM as philosophy, while there are only 24% of US managers feel the same.  This attitude by US managers may actually harm implementation of TQM more than this research could discover.


There are two limitations of this study that should be mentioned.  First, the sample size in Taiwan is too small for some of the personality types, even though the distribution of the personality types in Table 2 is consistent with previous studies (Smith and Haar, 1990).  For instance, there are only 2 managers associated with (F) preference, while there are only four managers assigned the (P) preference.  It is impossible to investigate personality types other than (S)/(N) and (E)/(I).  Further cross-cultural research should include larger datasets across a broader area.  Another limitation of this study is that data obtained for the US study is mostly from the Midwest.  Future research in this area could include larger data sets selected randomly across a wider geographical area.  Enlarged datasets would reveal more insights of TQM implementation across various cultures.  
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Table 1.  Myers-Briggs Type Indicator (MBTI) Preferences and Types 

	Four Preferences Categories that Make up a Person's Personality Type

The Person Is
         Either                                                          Or:

	EXTROVERTED                            (E)

This person prefers the outer world of actions, objects and other people.
	INTROVERTED                                        (I)

This person prefers the inner world of concepts and ideas.

	SENSING                                         (S)

This person prefers the immediate, real practical facts or experiences of life.
	INTUITING                                               (N)

This person prefers the possibilities, relationships and meanings of experiences.

	THINKING                                      (T)

This person prefers to objectively and impersonally consider causes of events and where decisions may lead.
	FEELING                                                   (F)

This person prefers to subjectively and personally weigh values of choices and how they matter to others.

	JUDGING                                        (J)

This person prefers a decisive, planned and orderly way, aiming to regulate and control events.
	PERCEIVING                                           (P)

This person prefers to live in a spontaneous, flexible way, aiming to understand life and adapting to it.


Resource:  Lawrence (1993)

Table 2.  Summary of MBTI Preference Percentages in Taiwan and USA

	Preference
	Frequency (Percentage)

	
	Taiwan
	United States

	E

I

S

N

T

F

J

P
	54 (62%)

33 (38%)

75 (86%)

12 (14%)

85 (98%)

2 (2%)

83 (95%)

4 (5%)
	60 (54%)

51 (46%)

73 (66%)

38 (34%)

96 (87%)

15 (13%)

74 (67%)

37 (33%)



Taiwan, n=87; United States, n=111.
Table 3. (S)/(N) Preference and Deming Score

	Country
	     Dependent Variable
	F Statistic (p-value)

	Taiwan

United States
	Deming Score

Deming Score


	3.29 (.08)

2.08 (.05)


Note: Taiwan, n=12 managers from the top 25% of the S and N preferences

United States, n=21 managers from the top 20% of the S and N preferences.

Table 4. (E)/(I) Preferences and Deming Score 

	Country
	     Dependent Variable
	F Statistic (p-value)

	Taiwan

United States
	Deming Score

Deming Score


	0.74 (>.10)

6.29 (.01)


Note: Taiwan, n=54; United States, n= 60.

Table 5. Number of Years Practicing CI/TQM and Deming Score

	Country
	Statistic t
	p-value

	Taiwan

(n=61)

United States (n=34)


	2.09

1.88


	.04

.07    



Note: All companies have implemented TQM for more than 3 years. 

Table 6. Percentage of Money Spent on TQM and Deming Score

	Country
	Statistic t
	p-value

	Taiwan

(n=87)

United States (n=103)


	.39

2.81


	> .10

.006   


Table 7. Top Manager Perception (Philosophy vs. Tool) and Deming Score

	Country
	Statistic t
	p-value

	Taiwan

(n=77)

United States (n=101)
	2.80

0.61


	.006

> .10    


Figure 1. Research Model



Appendix: Survey Questionnaire 

INSTRUCTIONS:  Please read each statement carefully.  You decide as to how true or not true a statement is as it relates to your organization.  Then indicate your decision by circling the appropriate number to the right of the statements.

	#
	Statement
	Not at

all True
	Slightly

True
	Somewhat 

True
	Mostly

True
	Completely True

	1
	Top management makes long-term plans.
	1
	2
	3
	4
	5

	2
	Top management provides for research and development.
	1
	2
	3
	4
	5

	3
	Top management provides for new technology.
	1
	2
	3
	4
	5

	4
	Top management promotes employee training/education.
	1
	2
	3
	4
	5

	5
	Top management is committed to quality improvement as a way to increase profits.
	1
	2
	3
	4
	5

	(
	(
	(
	(
	(
	(
	(

	(
	(
	(
	(
	(
	(
	(

	(
	(
	(
	(
	(
	(
	(

	48
	Top management takes action towards executing its quality improvement policies.
	1
	2
	3
	4
	5

	49
	Top management makes its quality improvement policies visible to all employees.
	1
	2
	3
	4
	5

	50
	Top management relies on internal or external consultants to implement its quality improvement policies.
	1
	2
	3
	4
	5


OUTCOMEVARIABLE: 


DEMING SCORE





Top management will actively create an environment conducive to TQM.





ANTECDENT





( Top Management Personality





( Time of Implementation 





( Commitment to Employee Training





( Management Perception (Philosophy vs. Tool)








