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This study takes China Solibase Engineering Co., Ltd. as a case to explore the relationship be-
tween corporate culture and employee creativity. Against the backdrop of intensified global com-
petition, corporate culture and employee creativity have become key factors for companies to
gain competitive advantages and achieve sustainable development. Although Chinese compa-
nies have made significant progress in building their corporate culture, there are still challenges
such as inadequate implementation of cultural concepts and insufficient innovation. This study
aims to provide targeted suggestions for companies to optimize cultural construction and stimu-
late employee creativity by analyzing the specific impact of various dimensions of corporate cul-
ture (such as corporate values, incentive mechanisms, fault tolerance mechanisms, and re-
source allocation mechanisms) on employee creativity.

The study breaks down corporate culture into elements such as values, fault tolerance mecha-
nisms, resource allocation mechanisms and reward mechanisms, and systematically explores
the intrinsic connection between each element and employee creativity. Through question-
naires, collect employees’ feedback on their perception of corporate culture and innovation
needs, and identify key factors that promote or restrict creativity in current corporate culture
practices, including the effectiveness of value implementation, the completeness of the innova-
tion support system, and the effectiveness of the incentive mechanism.

The study found that corporate employees have a high degree of identification with core values,
but there is still room for improvement in the transparency of innovation reward mechanisms,
resource acquisition efficiency and risk tolerance atmosphere. Based on this, the study pro-
poses countermeasures such as refining innovation reward standards, establishing a fault-toler-
ant mechanism, optimizing resource coordination, and promoting the deep integration of values
and career development. The goal is to create an organizational environment that "encourages
exploration and tolerates failure" through cultural empowerment and institutional innovation,
thereby stimulating employees' creative potential and enhancing corporate innovation competi-
tiveness.
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1 Introduction

This study is a bachelor’s thesis of Degree Program in International Business with the specializa-
tion in human Resources. This study uses Chinese company " China Solibase Engineering Co.,
Ltd." as a case study to explore how corporate culture promotes employee creativity. In today's
globalized and increasingly competitive business environment, Corporate culture and employee
creativity are gradually becoming key factors for companies to gain competitive advantage and
achieve sustainable development (Amabile & Pratt 2016). corporate culture is increasingly receiv-
ing attention from Chinese companies, In recent years, China's corporate culture construction has
made significant progress and has shown a positive development trend. Many companies have re-
alized the important role of corporate culture in rallying employees, improving corporate image, and
enhancing market competitiveness, so they have increased their investment in corporate culture
construction. More and more companies have begun to enhance their unique values, missions,

and visions, and strive to create a positive corporate atmosphere (360doc 2022).

However, it cannot be ignored that there are still some problems: The cultural concepts of some
companies have not been effectively implemented, and they only remain at the slogan level and
cannot be integrated into the daily operations of the company. Moreover, the corporate culture is
not innovative enough. Some companies blindly follow the trend and lack their own characteristics,

making it difficult for them to stand out in the fierce market competition (360doc 2022).

This study uses a questionnaire to collect extensive feedback from employees on their perceptions
and feelings about corporate culture and their creativity. On this basis, it comprehensively analyzes
various dimensions of corporate culture, including corporate values, management style, communi-

cation model, incentive mechanism, etc., to determine the specific impact of these factors on em-

ployee creativity.

This study aims to explore the mechanism of the impact of corporate culture on employee creativity
and understand the problems and challenges faced by Chinese companies in this regard. Through
the case study of " China Solibase Engineering Co., Ltd.", it is hoped that targeted improvement
suggestions can be put forward for the company to help it improve its corporate culture, better
stimulate employee creativity, and enhance the company's innovation ability and market competi-
tiveness. At the same time, it is also hoped that it can provide valuable reference and reference for

other Chinese companies in terms of cultural construction and stimulating employee creativity.



1.1 Key Concepts

To facilitate understanding of the issues discussed in this article, | have briefly explained the key

concepts here.

Corporate culture: Also known as company culture, is a set of beliefs and behaviors that guide
how a company's management interacts with its employees and handles external business deal-
ings. Corporate culture can have a great impact on the fate of a company and its employees (Seis-
mic 2025).

Employee creativity: It refers to the ability to respond to challenges and come up with innovative
solutions within a specific environment. It goes beyond traditional thinking and can inspire and em-
power teams to explore new perspectives and stimulate innovative ideas. In essence, creativity lies
in breaking the constraints of the status quo and constantly adapting to the dynamics and constant
changes in the industry (Morgan 2024).

Corporate values: The definition is a clear articulation of the vision, mission and principles of the
organization. In many ways, values and culture are synonymous. They are both about the higher
purpose of the company (Firstup 2025).

Reward mechanism: Generally speaking, it is divided into material rewards and non-material re-
wards. Material rewards refer to the actual rewards such as financial compensation and working
conditions that employees receive as part of their work. Non-material rewards are the satisfaction

gained from being praised at work (APM examining team).

Fault tolerance mechanism: a system that allows reasonable failure and avoids excessive pun-
ishment (such as the company's mechanism or the attitude of the supervisor when an employee
makes an innovation error). The purpose of this mechanism is to reduce the psychological risk of

employees' innovation and enhance their willingness to "dare to try" (Michael 2024).
1.2 Commissioning Company

| will briefly introduce the commissioning company information in this chapter. Detailed information,

company history and organizational structure will be presented in the third chapter.

As a case company in this study, China Solibase Engineering Co., Ltd. has unique research value.
China Solibase Engineering Co., Ltd. is a key state-owned enterprise affiliated to the China Metal-
lurgical Geology Bureau. The business covers various industries including geological exploration,

mining development, mine construction, urban construction, housing construction, municipal facili-

ties, road transportation, energy, water conservancy and hydropower, railway engineering, tunnel



engineering and geological disaster management. It has many high-level qualifications such as
Class A comprehensive engineering survey and Class A architectural engineering design, and has
passed 1ISO9000 series quality assurance system certification, ISO14000 environmental manage-
ment system certification, etc. It has undertaken many national and local key projects, won more
than 100 provincial and ministerial-level quality project awards, and has been awarded titles such
as "Excellent Construction Enterprise” and "National User Satisfaction Construction Enterprise”
many times. The company has always adhered to the principles of "technological progress" and

"talent-driven enterprise development".

The company has always adhered to the strategy of "technological progress" and "talent-driven en-
terprise”, and has a number of qualified personnel such as geotechnical engineers, registered ar-
chitects, registered structural engineers and first-class constructors, as well as many national ex-
cellent project managers and professor-level senior engineers. In the course of development,
China Solibase Engineering Co., Ltd. has continuously explored and innovated, and gradually
formed the corporate spirit of "dedication, integrity, cooperation and innovation" and the corporate

mission of "building quality projects and creating a better life".

The company was chosen as a case study because, on the one hand, the diversity and complexity
of its industry can provide rich and effective data for research, which is helpful to study how partici-

pants perceive corporate culture and employee creativity and their relationship.
1.3 Benefit

In today's globalized and increasingly competitive business environment, corporate culture plays a
crucial role in fostering innovation and creativity in a company. Google, for example, is known for
its culture of innovation, encouraging employees to devote 20% of their time to pursuing projects

they love, ultimately creating successful products such as Gmail and Google Maps (Sekar 2024).

Corporate culture is the sum of values, codes of conduct, corporate spirit and ethical norms formed
in the long-term operation process of an enterprise and recognized and followed by all employees.
It is like the soul of an enterprise, leading the enterprise to find the right direction in a complex and
changing market environment and achieve sustainable development. Excellent corporate culture is
not only an important window for enterprises to show themselves to the outside world, but also can
enhance the social image and public trust of enterprises, and can also inspire employees' enthusi-
asm for work, enhance their sense of belonging and loyalty, and promote the realization of their

personal values (Schein 2010).

Employee creativity refers to the ability of employees to generate new and valuable ideas and solu-

tions at work, which plays a key role in the innovative development of enterprises. It helps



enterprises generate more innovative ideas and solutions, promotes the innovative development of
enterprises; helps employees solve problems more efficiently, improves work quality and effi-
ciency; brings more competitive advantages to enterprises, and enhances their competitiveness in
the market (James 2025).

This study aims to investigate the close relationship between corporate culture and employee crea-
tivity. Taking China Solibase Engineering Co., Ltd. as a typical case, through the combination of
empirical analysis and theory, it reveals how the various dimensions of corporate culture (such as
values, innovation mechanisms, reward mechanisms, etc.) affect employee creativity, as well as
the possible obstacles in this process. The study will sort out the theoretical relationship between
corporate culture and employee creativity, and combined with employee questionnaires, analyze
the promotion or restriction of current corporate culture practices on employees' innovative thinking
and behavior, and then put forward targeted and practical suggestions for companies to optimize
cultural construction and stimulate employee creativity. At the same time, it will also provide local-
ized case references for theoretical research in the field of business human resources and fill some

gaps in related research in the engineering construction industry.
1.4 Research questions

This paper is a research-based paper that empirically studies the relationship between the corpo-
rate culture and employee creativity of China Solibase Engineering Co., Ltd. The case study of
China Solibase Engineering Co., Ltd. will provide detailed background information to explore study
how participants perceive corporate culture and employee creativity and their relationship. at
China Sollibeth Engineering Co., Ltd. Specifically, this paper will study corporate culture from three
dimensions: values, company systems, and incentive mechanisms, which are key factors affecting

creativity performance.

This study uses quantitative research to conduct an online questionnaire survey on employees of
China Solibase Engineering Co., Ltd. Through questionnaire analysis, we can understand study
how participants perceive corporate culture and employee creativity and their relationship. This
study aims to understand the factors that support or inhibit creativity in corporate culture and put
forward practical suggestions to help China Solibase Engineering Co., Ltd. improve the team's in-

novation capabilities.

The main question to be explored in this paper is: How do employees view the relationship be-

tween corporate culture and creativity?

The questionnaire that helped address the main research topics centered around three questions:



IQ1. How do employees perceive the company's core values?

1Q2. How do fault tolerance and resource allocation mechanisms impact employee creativity?

IQ3. To what extent can the company's reward mechanism encourage employee innovation?

An overlay matrix was created to clarify the process of gathering and analyzing data for a better

understanding.

Table 1. Overlay Matrix (Author)

Investigative Question

Theoretical Framework

Research Methods

Result (Chapter)

can the company's re-
ward mechanism en-
courage employee in-

novation?

mechanism

search, question-

naire

IQ1. How do employ- | Company Values Theoretical re- 5,6.1
ees perceive the com- search, question-

pany's core values? naire

1Q2. How do fault tol- | Company fault toler- Theoretical re- 5,6.1
erance and resource | ance mechanism and search, question-

allocation mecha- resource allocation naire

nisms impact em- mechanism

ployee creativity?

1Q3. To what extent Company's reward Theoretical re- 5,6.1




2 Theoretical framework

This chapter will clarify the key concepts of this article. First, | will define corporate culture and list
the four core factors based on corporate culture. Second, | will introduce the academic theory used
to construct the key concepts of this article - the Denison Organizational Culture Model. Then, | will
draw a diagram to illustrate the process and key concepts of analyzing research data, which is in-
spired and designed based on the Denison Organizational Culture Model. Finally, | will explain how

creativity benefits Corporate.
2.1 Definition of Corporate Culture

Corporate Culture: Corporate culture is the true driving force of a company. It encompasses corpo-
rate values, beliefs, and behaviors, shapes the way employees work, collaborate, and grow, and
reflects the overall atmosphere of their daily work. It can be specifically explained as: collective be-
haviors, attitudes, and norms that define how employees interact with each other and how they
move toward common goals. A strong corporate culture can promote collaboration, drive innova-
tion, build trust, and thus improve the company's overall performance. Corporate culture also re-
flects the vision and strategic goals of managers and CEOs, so managers and CEOs play a key
role in creating and maintaining corporate culture. Culture also has a very important impact on cor-

porate competition (Seismic 2025).

A culture that values innovation and collaboration can better respond to market challenges, en-
hance team spirit, and stimulate creativity - all of which are key elements to maintaining competi-
tiveness in a rapidly changing environment. Corporate culture also directly affects the external rep-
utation of the organization and influences how customers and partners view the company. In short,
it shapes the way the company operates on a daily basis and supports the achievement of strate-
gic goals. (IMAGINA 2025)

2.2 Four core elements

1. Corporate values are at the core of any corporate culture. They define what is important to the
organization and guide strategic decisions and daily actions. A company committed to creating
a strong corporate culture must ensure that its values are clearly defined and shared by its em-
ployees. These values influence not only how employees interact with each other, but also with
customers and partners. Clear values promote cultural cohesion and foster a sense of organi-
zational identity even if the workforce is dispersed across the globe. Culture shaping requires
embedding values into every HR practice—from recruiting and onboarding to training, compen-

sation, and promotion. This value permeates all roles and activities (Hrbrain 2024).



2. Fault tolerance mechanism: a system that allows reasonable failure and avoids excessive pun-
ishment (such as the company's mechanism or the attitude of the supervisor when an em-
ployee makes an innovation error). The purpose of this mechanism is to reduce the psychologi-
cal risk of employees' innovation and enhance their willingness to "dare to try" (Baidu B).

3. Resource allocation mechanism: a system that provides funding, equipment, manpower, etc.
for innovation activities, which directly affects the feasibility of innovation (Baidu B).

4. Reward systems are essential to boost productivity, engagement and personal development in
any setting. Whether in the workplace, educational institutions or personal life, the right reward
system can effectively motivate employees and encourage positive behaviors. It can be divided
into material and non-material incentives (such as bonuses, promotion opportunities, honorary

titles) which are a kind of positive feedback for innovative behavior (Claire 2024).

2.3 The framework of the thesis

Corporate
Four core elements
l Culture

Questionnaire

Relationship 4 creativity
how participants perceive company culture
and employee creativity and their relationship.

Questionnaire

Questionnaire
Content 1 Content 2 Content 3

Figure 1. Thesis’s Theoretical Framework (Author)

Figure 1 shows the theoretical framework of this study, which describes the key concepts and illus-
trates the various aspects that support and structure the research ideas in order to answer the re-
search questions. The focus of this study is to analyze how participants perceive company culture

and employee creativity and the relationship between them through questionnaires.

Corporate culture analysis is based on four core elements: corporate values, Fault tolerance mech-
anism, Resource allocation mechanism and reward mechanism. Specifically, these four aspects
revolve around employee creativity, and the study analyzes how patrticipants view company culture
and employee creativity and their relationship. Therefore, the data required in the four aspects can
be collected and analyzed based on the answers to the employee questionnaire. The goal is to un-
derstand how the employees of China Solibase Engineering Co., Ltd. view the relationship be-

tween corporate culture and employee creativity.



2.4 Corporate benefit from creativity

The easiest aspects of creativity to visualise are the products and solutions it generates. A creative
solution can be a completely new invention, or the reuse of an existing practice (Guilford, 1950). In
a highly competitive business environment, promoting creativity at work is critical as creativity is a
core driver of innovation and increased productivity. Creativity is the ability of an individual or group
of individuals to generate novel, valuable, and economically beneficial ideas or capabilities through
a unique way of thinking in a given situation. We briefly mentioned earlier that creativity is a key
factor in maintaining a competitive advantage and achieving sustainable growth for an organiza-
tion. In an organization, creativity is not only reflected in practical results such as technological in-
novation and product development, but also in processes such as process optimization and man-
agement models. The core characteristics of creativity include originality, which can be understood
as the uniqueness of ideas or results rather than simple imitation or repetition; Core characteristics
also include practicality: the ability to be transformed into actual value, bring benefits to the enter-
prise or solve practical problems (Nick, J 2024)

Take construction companies as an example, the construction industry faces challenges such as
diversified market demands and rapid technological updates, technological innovation is the core
driving force for the development of construction companies. If companies want to gain a foothold
in the fierce market competition, they need to rely on the creativity of their employees to continu-
ously adjust their strategies and optimize their products and services. Creativity can help compa-
nies identify market opportunities in a timely manner and develop innovative solutions that meet
customer needs, thereby gaining an advantage in the competition. For example, Google is known
for its innovative culture, which encourages employees to devote 20% of their time to their passion

projects, ultimately creating successful products such as Gmail and Google Maps (Sekar 2024).

Therefore, companies that encourage employees to unleash their creativity can provide employees
with broad development space and growth opportunities and meet their self-realization needs.
When employees’ creativity is recognized and supported, and they achieve results at work, they
will have a strong sense of achievement and belonging, which will improve job satisfaction and loy-
alty. High satisfaction and loyalty can reduce the loss of organizational talent and provide a guar-
antee for the stable development of the company; Secondly, brand image is an important factor in
business competitiveness for enterprises to win the market. The innovative results brought by crea-
tivity (such as unigue architectural design, advanced technology application of construction enter-
prises) can enhance the company's brand awareness and attract more customers and partners;

Creativity can also improve economic benefits. Construction companies can reduce costs, improve



project quality and efficiency through innovative solutions, thereby increasing project profits. For
example, adopting a new project plan may shorten the construction period, reduce labor and
equipment rental costs, or increase the added value of the project and bring higher market quota-

tions to the company (Indeed 2025).
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3 China Solibase Engineering Co., Ltd.

3.1 Company Profile

China Solibase Engineering Co., Ltd. was established in May 2000 with a registered capital of
Euro18,776,700.50. It is mainly engaged in construction project investigation, design and construc-
tion, environmental engineering, special engineering and other businesses. It currently has 258
employees. From 2000 to 2002, the company fully promoted the process of "enterpriseization”. In
2003, with China Solibase Engineering Co., Ltd. as the parent company and the Design Institute,
Jianan Company, Hubei Huaya, Beijing Jinye, Northwest Geotechnical and other subsidiaries, the
first cross-regional and cross-bureau enterprise group of the China Metallurgical Geology Bureau
was established, becoming a construction enterprise integrating survey and design, geotechnical
construction, building installation, municipal roads and bridges, and opening the road of "groupi-
zation" development. It was renamed MCC Land Construction Engineering Group Co., Ltd. (re-
ferred to as MCC Land Group Corporation).

From 2003 to 2007, the company promoted "group” development in the process of exploration, and
formed a development model with China Solibase Engineering Co., Ltd. as the core holding com-
pany, and Jianan Company and Design Consulting Company as holding companies. During this
period, the company's geotechnical engineering field was further developed, and it successfully
won bids for key national and Beijing projects such as the Beijing Olympic National Convention
Center and Wanda Plaza.

From 2007 to 2011, the company entered the stage of exploring "internationalization" with the win-
ning bid for the Congolese copper-cobalt smelter project in 2007. At the same time, in order to im-
prove the company's development environment, the registered place was changed from Hebei to

Beijing in 2007, and the office was moved to Beijing in 2008. Later, due to the outbreak of the inter

national financial crisis, the suspension of the Congolese project had a profound impact on the
company, and it made arduous explorations in promoting the coordinated development of the do-

mestic and international markets.

In 2012, the company entered a new development stage of "promoting transformation and upgrad-
ing, and building engineering general contracting based on a complete industrial chain”. With the
guiding ideology of "solidifying the foundation, operating steadily, and being pragmatic and innova-
tive", the company returned its market focus to the domestic market, invested in and controlled
Beijing Fayan Company, and entered the field of special construction; established an environmen-
tal engineering division to develop environmental and geological disaster industries; established a

Xinjiang branch to expand the western market; took the construction company and design as the
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leader, integrated the resources of the industrial chain, and actively explored and tried to develop
EPC and other engineering general contracting businesses.

The company has two management levels, with the headquarters' functional departments consist-
ing of "two offices and seven departments”, one subsidiary, four branches, and two business units.

The company's organizational structure is as follows:

(China Solibase Engineering Co., Ltd.)

China Solibase Engineering Co., Ltd.

Functional Departments | |Company, Division

General Manager's Office Geotechnical Engineering Branch

Commission for Discipline Inspection General Business Department East China Branch

Party Building Department, Mechanization Branch

Human Resources Department Environmental Engineering Division

Finance Department Engineering Reconnaissance and Design Institute
Technical Quality Department Construction and security Division

Production Safety Department
Legal Department

Audit Department

Subsidiaries

Zhongyedi Construction Group (Sanhe) Architectural Design Consult Co., Ltd.

Figure 2. Company Organizational Structure (Author)

The construction engineering industry is highly competitive and requires continuous innovation to
improve competitiveness, so employee creativity is crucial to the development of the company. The
company was chosen as a case study because the diversity and complexity of its industry can pro-
vide rich and effective data for research, which is helpful to study how participants perceive corpo-
rate culture and employee creativity and their relationship. China Solibase Engineering Co., Ltd.
has a unique corporate culture. The company not only emphasizes teamwork and innovation, but
also pays attention to employee care. Its corporate culture has distinct characteristics, which is
easy to analyze and convenient for studying its relationship with employee creativity. | have in-
terned in this company and have a certain cooperative relationship with it. | can easily obtain rele-
vant information about the company, including documents on corporate culture construction, em-

ployee feedback data, etc., which can provide data support for in-depth research.
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3.2 Current corporate culture

Corporate mission: Build quality projects and create a better life. Fulfill the corporate social re-
sponsibility for industrial optimization and upgrading, promoting urban integration, ecological civili-
zation construction and people's well-being. Dedicating more and better quality products to society
is the goal that the company strives to pursue and the concrete embodiment of the company's mis-

sion.

Corporate Vision: to build a distinctive and first-class competitive comprehensive construction en-
terprise group. Based on market changes and needs, through resource integration and deepening
reform, will build a comprehensive construction enterprise group that organically combines design
and construction general contracting with professional contracting with obvious professional char-

acteristics, scientific business model and first-class competitiveness.

Corporate values: Make progress together with the society, develop together with employees,
achieve mutual benefit and win-win with customers, and make progress together with the society.
Under the guidance of the scientific outlook on development, we will comply with the needs of the
country and society, grasp the industry trends, and develop in sync with the society; Develop to-
gether with employees, adhere to the people-oriented principle, develop for the employees, benefit
employees from the results of development, and realize the common development of the enter-
prise and individual employees; achieve mutual benefit and win-win results with customers, coop-
erate in a friendly manner with owners and customers, and share the results of development to-

gether.
The entrepreneurial spirit includes dedication, integrity, cooperation and innovation:

Dedication: Every employee of China Solibase Engineering Co., Ltd. must have a strong sense of
professionalism and responsibility, which is reflected in: firmly establishing professional ideals; sci-
entifically setting job goals; vigorously strengthening professional responsibilities; consciously abid-

ing by professional disciplines; and constantly optimizing professional style.

Integrity: Be honest and trustworthy, and honor your promises. Being honest means being highly
responsible to the owners and customers, strictly and consciously fulfilling the contract, and taking
the sincere performance and honoring of the contract as the necessary criteria for business man-
agement. Integrate the awareness of honesty and contract-keeping into the entire process of pro-
duction and operation, and build each project into a high-quality project, a reputable project, and a

brand project.
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Cooperation: Talk about win-win externally and collaboration internally. Talk about cooperation,
that is, to make friends widely and be good at making friends. In making friends, the interests of the
enterprise should be given priority, and win-win cooperation should be the starting point, so as to
obtain valuable human resources for the enterprise and broaden the path of enterprise develop-
ment. Talk about cooperation, that is, to be good at communicating with stakeholders and establish
a mutually trusted partnership through effective forms. In the company, the working relationship be-
tween superiors and subordinates and peers should be properly handled, and the overall situation
should be strengthened to form a joint force for doing things and starting businesses.

Innovation: Adhere to keeping pace with the times, reform and innovate, constantly update con-

cepts, and achieve institutional innovation, management innovation, and technological innovation.
(Solibase 2019.)..
3.3 Therelationship between corporate culture and employee creativity

The core values of the corporate culture of China Solibase Engineering Co., Ltd. "innovation and
pioneering" are fully reflected in the research and development and application of mud regenera-
tion and recycling systems. In project practice, employees actively responded to the company's ad-
vocacy of innovation, combined with the actual needs of the project, and creatively introduced a
new type of environmentally friendly technology product - the mud regeneration and recycling sys-
tem. The system realizes multiple functions such as solid phase control, rapid slurry making, mud
reserve, mud regeneration, etc. It not only effectively saves production costs in hole forming and
continuous wall construction, but also achieves the environmental protection goal of zero emission
of construction waste, making contributions to the green environmental protection cause of the
capital Beijing. This achievement was born out of the employees' exploration and practice of green
construction solutions under the inspiration of the company's innovative culture, breaking through
the limitations of traditional construction technology. The company encourages innovation and pro-
vides an environment for employees to dare to try new technologies and new ideas, so that em-
ployees can give full play to their creativity, combine environmental protection concepts with con-
struction technology, and promote the innovative development of projects at the technical level
(Solibase 2022).

The cultural values of China Solibase Engineering Co., Ltd. and “cooperation and dedication” pro-
mote the creativity of employees in project management. In the construction of large-scale equip-
ment management and safety monitoring systems, employees proposed an innovative solution of
"signal positioning” to achieve remote information collection at all times based on the company's

requirements for efficient management and safety responsibilities. By focusing on large and
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important equipment and positioning systems, using signals to track the working area of the equip-
ment, and using sensors to automatically monitor the operating status, the visual security system
camera covers the construction area, and managers can query the on-site situation in real time
through mobile phones. In addition, the establishment of a safety management platform can record
and count on-site risks, timely analyze risk trends and take targeted prevention measures, greatly
improving the level of automation of project safety management. This series of management inno-
vation initiatives are the result of employees' continuous exploration of management needs and
creative integration of technical resources in team collaboration based on a high sense of responsi-
bility for their work. The company's culture of cooperation and dedication encourages employees to
cooperate with each other, explore together, and integrate advanced technologies into manage-
ment processes, reflecting the connection between corporate culture and employee management

innovation and creativity (Solibase 2022).

From the perspective of the mission and vision of corporate culture, the mission of "building quality
projects and creating a better life" and the vision of becoming a first-class comprehensive con-
struction company provide direction for employees to unleash their creativity. Employees' innova-
tions in technology and management are all centered around the company's mission and vision,
promoting better development of the company with high-quality engineering results and efficient
management models. At the core value level, the value of "innovation" drives employees to seek
breakthroughs in technology and management; the value of "cooperation" promotes employees to
communicate and collaborate with each other and integrate multiple resources during the innova-
tion process; the value of "dedication" enables employees to devote themselves to innovation work
with a rigorous and responsible attitude to ensure the practicality and reliability of innovative re-

sults.
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4 Research methods

This chapter introduces the research methods and reasons for the study to the readers, and further
explains the methods of collecting and analyzing data. The research methods selected for this the-
sis are theoretical research, quantitative research and qualitative research. More specifically, theo-
retical research provides the basic framework of the paper, the basic knowledge of corporate cul-

ture and employee creativity. Quantitative and qualitative research are auxiliary tools to collect real
feedback on how the case company employees view or feel the connection between corporate cul-

ture and creativity.
4.1 Theoretical Research

Desk research, also known as secondary research or supplementary research, involves collecting
information and data from existing sources such as books, journals, articles, websites, reports and
other published materials. Specific research questions are explored, analyzed, and answered to
gain understanding and knowledge of the research object without directly conducting primary data
collection activities such as field surveys, experiments, or observations. (Kiely 2025). The first part
of the thesis covers the overall concepts of corporate culture, employee creativity, four core fac-
tors, and the introduction of the case company. Therefore, in order to fully understand the basics of
this study, it is necessary to learn relevant theoretical concepts. The secondary data used in this
study comes from reliable articles, the official website of the case company, news reports of the
case company, and research reports conducted by educational institutions. The Haaga-Helia li-
brary system and advanced academic research tools also supported the data collection and analy-
sis process of this study. Theoretical research plays a vital role in providing comprehensive basic

information and background knowledge for subsequent research work.
4.2 Data analysis methods

This study adopts a mixed research method that combines qualitative and quantitative methods,
aiming to comprehensively and deeply explore the connection between corporate culture and em-
ployee creativity. Quantitative research uses closed-ended questions in standardized question-
naires and statistical analysis to obtain quantitative data on the relationship between various di-
mensions of corporate culture and employee creativity. It can objectively verify the correlation and

impact of the two and ensure the universality and reliability of the research results.

Qualitative research uses open-ended questions to collect employees' subjective feelings and real
experiences of corporate culture. It can explore the deep logic behind the data, provide supple-

mentary explanations for quantitative analysis, and enhance research conclusions.
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4.2.1 Quantitative Research

Quantitative research is a research paradigm that uses structured data collection tools (such as
guestionnaires, scales) and statistical analysis methods to conduct quantitative analysis of re-
search objects. Its core is to obtain statistical data through standardized measurement methods to
verify preset hypotheses and reveal the causal relationship or correlation between variables (Pritha
2020 a).

In this study, quantitative research designed a questionnaire containing a Likert 5-level and some
basic information multiple choice question sscale to investigate the employees of China Solibase
Engineering Co., Ltd. This study used descriptive statistical analysis methods for quantitative data,
which was achieved through the following steps: First, for the closed-ended questions with a score
of 1-5 in the questionnaire, the frequency of each option (i.e., the number of samples that selected
the option) and the percentage (the proportion of the frequency of each option to the total sample
size) were calculated to systematically present the distribution characteristics of the data in differ-
ent dimensions. For example, if the frequency of selecting 4 points in the 5-point rating of a ques-
tion "Support for Innovation Culture” is 28, accounting for 46.7%, it directly reflects that this option
is a high-frequency choice of employees. Secondly, by calculating the mean (arithmetic mean of all
scores) to summarize the central trend of the data, for example, the mean of this question is 3.8
points, which can concisely present the overall perception level of employees on "Support for Inno-
vation Culture" (Adam 2024).

4.2.2 Qualitative Research

Qualitative research emphasizes the use of unstructured or semi-structured data collection meth-
ods (such as in-depth interviews, observations, and case studies) to gain an in-depth understand-
ing of the subjective experience, meaning construction, and behavioral context of the research
subjects. This method aims to explore the underlying logic and socio-cultural factors behind the
phenomenon (Pritha 2020 b). In addition to the closed questions in the questionnaire, two open
guestions were provided. Unlike closed questions, open questions encourage respondents to
share detailed insights, personal experiences, and specific suggestions in their own words. Follow-
up questions were asked around "How to improve and develop suggestions”. Therefore, the partic-

ipants' views can be more clearly described and understood.

This study uses thematic analysis for qualitative data. | will analyze each response, extract key
concepts and assign temporary labels. For example, "increase incentives and rewards" can be la-
beled as "incentives and rewards". In this way, each response can be broken down in detail. After

the labels are completed, the commonalities of the content of each label are compared in depth.
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For example, when analyzing similar labels, it is found that they all revolve around the optimization
direction of the company's reward system, from which the core theme of "imperfect reward mecha-
nism" can be summarized (Jack 2019).

4.2.3 Create a questionnaire

Let me briefly introduce the process of making the questionnaire: At first, | created a draft using
Webropol at the teacher's suggestion, and then | had a meeting with a teacher about the question-
naire. Together we checked the questionnaire and improved it until it was ready for use. focusing

on measuring the following dimensions:

Questionnaire content 1 focuses on employees' perception of the company's core values; Ques-
tionnaire content 2 focuses on the impact of fault tolerance mechanisms and resource allocation
mechanisms on employee creativity; Questionnaire content 3 asks to what extent the company's
reward mechanism can encourage employee innovation. After completing the theoretical research
and collecting quantitative data through questionnaires, the data analysis work was officially
launched. The questionnaire data was collected through the feelings and opinions of employees for
targeted analysis to verify whether these theoretical assumptions are valid in the actual situation of
China Solibase Engineering Co., Ltd. and further explain which factors affect employee creativity;
which systems are obstacles to employee creativity, in order to promote the optimization of corpo-

rate culture and the improvement of employee creativity.

Finally, | will put the detailed questionnaire in Appendix 2. For the convenience of readers, | will

translate the Chinese in the questionnaire into English.
4.3 Target group and data collection

This study takes employees of China Solibase Engineering Co., Ltd. as the core target population,
covering different levels, departments and job types in the company headquarters and major pro-
ject departments. This questionnaire is not limited by years of work, gender, or job level, and is
generally distributed. However, considering the research resources and time constraints, it is ex-
pected to receive 30 responses. Convenience sampling is used, and the person in charge assists
in selecting employees willing to participate in the survey at each level to increase the question-
naire response rate. Although the sample size is relatively limited, it can meet the needs of explor-

atory research and further enhance the reliability of the conclusions.

In the early stage of the research, | contacted the labor union office of China Solibase Engineering
Co., Ltd. and obtained their support and assistance through two cover letters (one to the person in

charge and one to the employees in Appendix 1.) to explain the purpose, process and value of the
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research to the company. After obtaining the consent of the enterprises, the questionnaire was
conducted, which used a combination of closed-ended and open-ended questions to ensure that
both quantitative and qualitative data could be obtained. Closed-ended questions (e.g., multiple
choice questions and 5-point Likert scales) can provide measurable insight into participant per-
spectives. The data from open-ended questions are expressed in text form, which can provide
more in-depth and detailed employee suggestions and ideas. To ensure accuracy, the questions in
the questionnaire were asked in both Chinese and English, and the participants' Chinese re-
sponses were translated into English. The questionnaire was open for one week, during which |
sent email reminders to increase the response rate. | used Webropol, a popular survey tool de-
signed for academic purposes, to conduct the questionnaire. It systematically records, analyzes,
and categorizes the collected data. These data will become a valuable resource for achieving re-
search goals and answering the core questions of the study. All data will be used only for aca-
demic research and will not involve personal privacy or commercial information. No specific individ-
ual or departmental data will be disclosed. According to Haaga-Helia regulations, all data will be

deleted after the research is completed.
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5 Results

This chapter will present and discuss the results of the survey. The survey had 19 questions, includ-
ing both open-ended and closed-ended questions. The survey lasted for one week and received 36
responses. All responses were from staff members of China Solibase Engineering Co., Ltd. The

specific questionnaire content will be presented in the appendix.
5.1 Quantitative Research

This section analyzes the data for each question from 1 to 17 in the questionnaire, and presents the
data distribution characteristics through descriptive statistics (such as percentage, mean, etc.), uses
charts to intuitively display the proportion of each option, and conducts correlation analysis to extract

valuable conclusions and provide a quantitative basis for subsequent decision-making.

Table 2. Description of years of service and position level (survey)

Your years of service in the company
Number of respondents: 36

One year 8%
1-3 years
3-5years m
5+ e _“
0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Your Position Level
Number of respondents: 36

top manager

middle manager 36%

0% 10% 20% 30% 40% 50% 60% 70%
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According to the bar chart, more than half of the participants have been working for the company
for more than 5 years, accounting for the largest proportion of 83%, which shows that the compa-
ny's employees are highly stable and most respondents have been working for the company for a
long time. The company may have performed well in terms of employee retention; Of those, who
responded the questionnaire: employees account for 64%, middle managers account for 36%; The
proportion of respondents is similar to that of company structures, the company's personnel struc-
ture is pyramid-shaped, with a large number of grassroots employees and a certain proportion of
middle managers. The management structure may be more traditional and there may be greater

room for talent promotion.

Table 3. You understand the company's stated core values (Survey)

You understand the company's stated core values

Mumber of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 4 8 24 36 4.6 32
Percent 0% 0% 11 1% 22 2% 66 7%| 100.0% 46 88.9%

From the results, the largest number of people were "Strongly Agree", reaching 24 people account-
ing for 66.7%, which means that more than half of the respondents strongly agreed that they un-
derstand company'’s values. The Mean is 4.6, which is at a high level, indicating that respondents
are generally positive about understanding the company's core values. The percentage of re-
spondents who chose Agree and Strongly Agree amounted to 88.9%, which is a high proportion,
further indicating that the vast majority of respondents can easily understand the company's de-

clared core values.

Table 4. The company's values are fully reflected in daily work (Survey)

The company’'s values are fully reflected in daily work (such as decision-making, communication, and collaboration).

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 6 10 20 36 4.4 30
Percent 0% 0% 16.7% 27 8% 556%| 100.0% 4.4 83 4%

Table 4 show that respondents feelings about the extent to which the company’s values are re-
flected in their daily work (decision-making, communication, and collaboration). 10 people chose
“Agree,” accounting for 27.8%; and 20 people chose “Strongly Agree,” accounting for 55.6%. The
two together account for 83.4%, which means that more than 80% of respondents can feel the re-
flection of the company's values in their daily work. The mean of 4.4 also means that the overall

feeling among respondents is that the company’s values are reflected in their daily work. However,
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16.7% of respondents still hold a neutral attitude. The company can continue to strengthen the

manifestation of values in daily work.

Table 5. The company encourages employees to express different opinions or ideas within the

framework of values (Survey)

The company encourages employees to express different opinions or ideas within the framework of values.

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 2 2 12 20 36 4.4 32
Percent 0% 5.6% 5.6% 33.3% 55.6%| 100.0% 4.4 86.9%

Table 5 show that whether the company encourages employees to express different opinions or
ideas within the framework of values. 12 people chose "Agree", accounting for 33.3%; the largest
number of people chose "Strongly Agree", reaching 20 people accounting for 55.6%. The two to-
gether account for 88.9%, which means that most of the respondents agreed that they were en-
couraged to express different opinions or ideas within the value framework. The mean is 4.4, which
is a relatively high value, indicating that respondents generally perceive the company to be positive
in encouraging the expression of different opinions or ideas. However, there are still 5.6% of re-
spondents with a "Disagree" attitude and 5.6% with a "Neutral" attitude, which indicates that a
small number of respondents o not agree that they are encouraged. The company can further opti-
mize the communication mechanism and cultural atmosphere to continuously enhance employees’

positive feelings in this regard.

Table 6. The company actively spreads its corporate values (Survey)

The company actively spreads its corporate values (e.g. through training or activities)

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 3 5 8 20 36 43 28
Percent 0% 8 3% 13 9% 22 2% 556%| 100.0% 43 77.8%

Table 6 mainly explores employees' feelings towards the company's measures to communicate
corporate values. Mean is 4.3, which is high, with a total of 77.8% choosing “Agree” and “Strongly
Agree”, implying that more than 70% of the employees believe that the company actively communi-
cates its corporate values. Therefore, the company has gained the recognition of the majority of its
respondents in terms of actively spreading its corporate values, and the overall effectiveness of its

work has been recognized. However, 8.3% of respondents are disagree and 13.9% are neutral.



22

This shows that there is still room for improvement in the company's efforts to communicate its val-

ues.

Table 7. The company's values can effectively support the employees' personal career develop-
ment goals (Survey)

The company's values can effectively support the employees' personal career development goals.

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 1 3 5 9 18 36 41 27
Percent 2.8% 8.3% 13.9% 25.0% 50.0%| 100.0% 4.1 75.1%

Table 7 show that the degree of support for the realization of employees' personal career develop-
ment goals by company values. The mean is 4.1, which is in a relatively positive range. There are
9 people chose "Agree" accounting for 25.0%; 18 people chose "Strongly Agree" accounting for
50.0%, and the total accounts for 75.0%, indicating that most respondents believe that company
values can effectively support personal career development goals, further reflecting the respond-
ents' positive evaluation of this matter. Therefore, the company's values have been recognized by
most respondents in supporting the realization of their personal career development goals. How-
ever, 8.3% of respondents chose disagree, 2.8% of respondents chose strongly disagree, and
13.9% of respondents have a neutral attitude, which means that the company can enhance the
guiding and promoting role of values in career development and improve the overall satisfaction of

employees.

Table 8. In your current job, you are encouraged to come up with new ideas and approaches more

frequently (Survey)

In your current job, you are encouraged to come up with new ideas and approaches more frequently

Number of respondenis: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 1 10 8 17 36 41 25
Percent 2.8% 0% 27 8% 22 2% 47 2%| 100.0% 41 69.5%

Table 8 show that the frequency with which employees feel they are encouraged to come up with
new ideas and new methods in their current jobs. The mean is 4.1, which is a relatively positive
value, this shows that most respondents agreed that they were encouraged to innovate. The two
groups of people who chose "agree" and "strongly agree" accounted for 69.4%, indicating that
more than 60% of respondents feel that they are frequently encouraged to come up with new ideas

and new methods at work. However, 2.8% of respondents still feel disagree, and 27.8% of
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respondents have a neutral attitude. So, the company may be able to further optimize its innova-

tion incentives.

Table 9. When you propose an innovative but risky work plan, The usual attitude of superiors is
(Survey)

When you propose an innovative but risky work plan, The usual attitude of superiors is:

Number of respondents: 36

Very Very
unsupportive | unsupportive| Neutral |supportive | supportive | Total Mean CES
N 8 13 15 36 4.2 28
Percent 0% .0% 22 2% 36.1% 41.7%| 100.0% 4.2 77.8%

Table 9 show that the general attitude of superiors when employees propose innovative but risky
work plans. The mean is 4.2, which is at a high level. This number shows that overall, respondents
feel that their superiors have a positive attitude towards innovative risk solutions. 13 people chose
"supportive" accounting for 36.1%; 15 people chose "Very supportive" accounting for 41.7%. The
two together account for 77.8%, which fully shows that the vast majority of employees believe that

their superiors support innovative risk solutions and are willing to give them room to try.

Table 10. The company provides resources for employee creativity (Survey)

The company provides resources for employee creativity (e.g. training, tools, information sharing)

Mumber of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 2 1 4 9 20 36 42 29
Percent 5.6% 2.8% 11.1% 25.0% 55.6%| 100.0% 4.2 80.6%

Table 10 show that the creativity resources (such as training, tools, information sharing, etc.) pro-
vided by the company to its employees. The mean is 4.2, which is a relatively high value. The aver-
age level reflects that most respondents recognize the creativity resources provided by the com-
pany. 9 people chose “Agree” accounting for 25.0%; 20 people chose “Strongly Agree” accounting
for 55.6%. The total proportion is 80.6%, It shows that most respondents agree that the company
provides employees with creative resources. However, 2.8% of respondents chose disagree, 5.6%
of respondents chose strongly disagree. And 11.1% of respondents have a neutral attitude. This

also shows that the company still has room for improvement in its resource supply mechanism.

Table 11. When collaborating across departments, team members can actively contribute innova-

tive ideas (Survey)
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When collaborating across departments, team members can actively contribute innovative ideas.

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 3 1 5 10 17 36 40 27
Percent 8.3% 2 8% 13 9% 27 8% 47 2%| 100.0% 40 75.1%

Table 11 show that the situation of team members contributing innovative ideas during cross-de-
partmental collaboration. The mean is 4.0, indicating that from the overall average level, respond-
ents tend to be positive in their evaluation of the contribution of innovative ideas in cross-depart-
mental collaboration. Ten people (27.8%) said “Agree” and 17 people (47.2%) said “Strongly
Agree”. The combined percentage is 75.0%, indicating that most employees in the sample believe
that team members are able to contribute innovative ideas when collaborating across departments.
However, 2.8% of respondents chose disagree, 8.3% of respondents chose strongly disagree, and
13.9% chose neutral. This also indicates that the company can further optimize the cross-depart-
mental collaboration process and strengthen team communication training to enhance the team's

creativity in cross-departmental collaboration.

Table 12. In the past year, how many innovative suggestions have you made regarding workflow
optimization or business expansion (Survey)

In the past year, how many innovative suggestions have you made regarding workflow optimization or business expansion?
Number of respondents: 36

5or more
1-2 53%
never m
0%

10% 20% 30% 40% 50% 60%

Table 12 show that the number of employees who made innovative suggestions for workflow opti-
mization or business development in the past year. Respondents who chose “5 or more” ac-
counted for 8%, indicating that this group of respondents showed a high degree of motivation and
participation in innovation. Respondents who chose "3 - 4" accounted for 33%, indicating that
these respondents have a strong sense of innovation. Respondents who chose "1 - 2" accounted
for the highest proportion, at 53%, indicating that most respondents have a sense of innovation,

but may be limited by other factors and the number of suggestions is relatively limited. 6% of
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respondents chose “never”, and these respondents may lack the motivation to innovate. From the
overall data, most of the respondents have put forward innovative suggestions for work process
optimization or business expansion in the past year, reflecting that the company's respondents as
a whole have a certain degree of willingness and ability to innovate. However, there is still a lack of
innovation in some of the respondents. The company can stimulate the innovation consciousness

of this part of the staff through training, incentives, etc., to tap their innovation potential.

Table 13. The company's reward mechanism is directly linked to employees' innovative achieve-
ments (Survey)

The company's reward mechanism (such as bonuses, promotions) is directly linked to employees’ innovative achievements.

Number of respondents: 35

Strongly Strongly
Disagree | Disagree | Neutral | Agree | Agree Total Mean CES
N 1 5 6 8 15 35 39 23
Percent 2.9% 14 3% 17 1% 22 9% 42 9%| 100.0% 39 65.8%

Table 13 show that the extent to which company incentives (e.g., bonuses, promotions) are associ-
ated with employees' innovative achievements. 35 people responded to this question, compared to
the total number of people, one person is missing from participation, and critically the respondents
may not respond because he/she feels that the topic is sensitive, or he/she does not agree with the
viewpoint of this question. Mean is 3.9, which is in the relatively positive range, reflecting, on aver-
age, respondents' recognition of the association between incentives and innovation outcomes. The
combined percentage of respondents who chose “Agree” and “Strongly Agree” is 65.8%, indicating
that most respondents believe that the company's reward mechanism is more directly related to
the innovation achievements. However, compared to other questions, the percentage of people
who disagreed was quite high: 14.3% of respondents chose disagree, 2.9% of respondents chose
strongly disagree and 17.1% were neutral. This shows that there is still room for improvement in

the company's ability to clarify the criteria for rewarding innovative achievements.

Table 14. The company's criteria for evaluating innovation awards are clear and transparent (Sur-

vey)

The company's criteria for evaluating innovation awards are clear and transparent.

Number of respondents: 35

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 3 3 3 9 17 35 4.0 26
Percent 8.6% 8.6% 8.6% 25 7% 48.6%| 100.0% 4.0 74 3%
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Table 14 show that understanding employees' perceptions of the clarity and transparency of the
company's criteria for evaluating innovation rewards. 35 people responded to this question, com-
pared to the total number of people, one person is missing from participation, and critically the em-
ployee may not respond because he/she feels that the topic is sensitive, or it can be seen from the
side that the employee is not satisfied with the reward mechanism. The mean is 4.0, which is a rel-
atively positive value, indicating that from the overall average level, most respondents believe that
the company's innovation reward evaluation criteria are clear and transparent. However, 8.6% of
respondents chose disagree, 8.6% of respondents chose strongly disagree, and 8.6% were neu-
tral, which means that some respondents disagree with the clear and transparency of the evalua-
tion criteria. The company can review the rating criteria for any lack of clarity in presentation or

communication.

Table 15. The company's rewards for innovative achievements can motivate employees to actively

innovate (Survey)

The company's rewards for innovative achievements can motivate employees to actively innovate

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral Agree Agree Total Mean CES
N 2 2 3 12 17 36 4.1 29
Percent 5.6% 5.6% 8.3% 33.3% 47.2%| 100.0% 4.1 80.6%

Table 15 show that the rewards for innovations can motivate employees to innovate positively. The
mean value is 4.1, which is at a relatively high level, and the combined percentage of those who
chose “Agree” and “Strongly Agree” was 80.5%, Indicates that the majority of respondents agree
that company rewards for innovations incentivize innovation. However, 5.6% of respondents chose
disagree, 5.6% of respondents chose strongly disagree, and 8.3% of respondents chose neutral.
The company can review and evaluate whether there is any room for optimizing the strength and

method of incentives, and continue to improve the innovation incentive system.

Table 16. Non-material rewards play a significant role in stimulating creativity (Survey)

Non-material rewards (such as recognition and promotion opportunities) play a significant role in stimulating creativity.

Number of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 1 4 6 8 17 36 40 25
Percent 2.8% 11.1% 16.7%| 222%| 472%| 1000% 40/ 695%
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Table 16 show that the role of non-material rewards (such as recognition and promotion opportuni-
ties) in stimulating creativity. The mean is 4, and the overall evaluation is positive. Respondents
who chose "Agree" and "Strongly Agree" accounted for 69.4%, indicating that most respondents
believed that non-material rewards have a positive effect on stimulating creativity. However, 11.1%
of respondents chose disagree, 2.8% of respondents chose strongly disagree, and 16.7% of re-
spondents chose neutral. The company can further optimize the non-material reward mechanism

and clarify the standards and implementation methods of non-material rewards.

Table 17. The current reward mechanism can motivate me to proactively propose innovative work

ideas (Survey)

The current reward mechanism can motivate me to proactively propose innovative work ideas.

Mumber of respondents: 36

Strongly Strongly
Disagree | Disagree | Neutral | Agree Agree Total Mean CES
N 3 2 8 9 14 36 3.8 23
Percent 8.3% 5.6% 22.2% 25.0% 38.9%| 100.0% 3.8 63.9%

Table 17 show that whether the company's current reward mechanism can motivate employees to
proactively propose innovative work ideas. The mean is 3.8, and the overall evaluation is positive
but there is still room for improvement. Respondents who chose "Agree" and "Strongly Agree" ac-
counted for 63.9%, indicating that most respondents believed that the current reward mechanism
could motivate them to proactively propose innovative work ideas. However, 5.6% of respondents
chose disagree, 8.3% of respondents chose strongly disagree, and 22.2% of respondents chose

neutral.
5.2 Qualitative Research

This part conducts data analysis on the last two open-ended questions in the questionnaire, ex-
tracts core themes, key viewpoints and frequently appearing contents from the numerous re-
sponses, and explains them in detail in combination with the specific response texts, in order to ex-
plore the potential needs and potential problems behind the employees’ views, and provide

stronger support for the research conclusions.

Open question 1 was analyzed around the question “In what aspects do you think the company
system needs to be improved to enhance employee creativity?” This question received 27 re-

sponses, and the following core themes and key points were extracted:

More than half of the responses mentioned issues related to The reward mechanism (18 times in

L TH

frequency). Respondents explicitly proposed “increasing incentives and rewards”, “implementing
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the reward mechanism?”, “the company's innovation reward mechanism needs to be improved”.
Some respondents suggested “setting up special bonuses for innovation and giving rewards to em-
ployees with outstanding innovative achievements (e.g., increased paid vacations and perfor-
mance awards).” Some respondents also suggested that “performance bonuses should be paid
immediately”. Simplify the system and process (frequency of occurrence: 12 times) Some replies

pointed out that “reducing formalistic meetings and inspections consumes too much energy”, “sim-
plifying the work approval process and reports”, “the system should be streamlined for better man-
agement and implementation”. Resource support (frequency of occurrence: 9 times). Some of the
employee responses mentioned “establishing a culture conflict mediation method to help employ-
ees of different thinking types to realize cognitive synergy” and “creating a cultural atmosphere that
encourages innovation, and providing employees with sufficient resources and active support

needed for innovation”.

Open question 2 was analyzed around the question "What specific suggestions do you have for
the reward mechanism and communication mechanism?" This question received 26 responses in

total, and the following core themes and key points were extracted:

Most responses still focus on the Reward mechanism. Employees suggested that “the reward

mechanism for employees should be increased and realized in a timely manner”, “the reward
mechanism should be fair, just and open” and “the reward mechanism should be refined”. Some
respondents also proposed "shifting from rewarding results to empowering processes, and upgrad-

ing from information exchange to cognitive co-creation”

Some of the responses focus on the Communication mechanism. Suggestions include “the com-
munication and coordination mechanism between departments still needs to be strengthened”
“build a communication platform: establish online and offline communication platforms, such as

LT3

creative exchange symposiums, exchange of suggestions and ideas” “clear communication objec-

”

tives, diversified communication channels, regular training and education” “Strengthen communica-
tion between departments and leaders”. There were also a few responses pointing to fault-toler-
ance mechanisms, with suggestions such as “providing more encouragement and a platform for

growth” and “tolerating the failures of employees in the process of innovation”.
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6 Conclusions

6.1 Summary of results

This chapter discusses the findings from the entire research process. Through the screening and
analysis of survey data, a comprehensive assessment of the relationship between corporate cul-

ture and employee creativity was conducted to address the research question.

Data shows there is a promote relationships between corporate culture and employee creativity.
Respondents from China Solibase Engineering Co., Ltd. generally expressed a high level of identi-
fication with the company’s corporate culture. Most respondents have a clear understanding of the
company's values and believe that the values are reflected in their daily work. However, some re-
spondents have reservations about “values supporting career development”, reflecting that there
are still some problems in the practice of values. Most respondents agree that management is sup-
portive of innovation risk, but some respondents still indicated that they would like to be tolerant of
failures that occur during the innovation process, indicating that employees still have concerns
about the results of innovation failures. The majority of respondents agree that companies provide
resources for employees to be creative. However, it was also suggested: the hope for enhanced
information sharing, such as exchange meetings, allowing employees to freely exchange ideas, it
is show that employees need to communicate innovative ideas. Regarding the Reward mecha-
nism, most respondents recognized that the Reward mechanism can stimulate creativity, but many
respondents expressed the hope to improve the reward mechanism and further implement. From
the results, | also found that the role of corporate culture in promoting employee creativity is sub-
ject to the implementation and execution of the system, Imperfections in the implementation of the
system (such as insufficient openness and transparency in reward standards) will inhibit the pro-
motion effect. Therefore, the company needs to optimize the system in the future, and the most im-
portant thing is to implement the system, so as to more fully unleash the creative potential of em-

ployees and enhance the overall innovation competitiveness of the company.
6.2 Reliability of the research

This chapter demonstrates the reliability of the research results from the perspective of reliability
testing, sample selection and data collection, combined with a case study of China Solibase Engi-

neering Co., Ltd.

In terms of the design of the research instrument, this study used a Likert 5-point scale to design
the questionnaire, which covered the core dimensions of corporate culture (values, fault tolerance

and resource allocation, and reward mechanisms) and questions related to employee creativity. To
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ensure the clarity, a teacher helped me check the questionnaire before starting the formal survey,
reviewing the logic of the questions, language expression, and the fit of the research framework,
resulting in a final questionnaire structure that contained 17 closed-ended questions (for the quanti-
tative study) and 2 open-ended questions (for the qualitative study). The study promised the direc-
tors and employees of the case companies through an accompanying letter that the questionnaire
would not collect identifiable information such as name, department, etc., and that the data would
only be used for academic research and deleted after the completion of the study (in compliance
with Haaga-Helia regulations). The questionnaire was created through the Webropol platform and
was open for 1 week, with an email reminder sent halfway through to improve response rates, and
36 valid questionnaires were eventually collected. The sample covers different working ages (83%
over 5 years), position levels (64% of grassroots employees, 36% of middle managers). But there
were limitations: the sample size was small (36) and concentrated on a single firm, and the re-
search methodology relied only on questionnaire data. Even so, the results of the study can shed
light on the relationship between corporate culture and employee creativity for the case companies

and provide management recommendations with practical value.
6.3 Development Proposals

Based on the empirical analysis of the relationship between corporate culture and employee crea-
tivity in China Solibase Engineering Co., Ltd., the following recommendations are proposed to ad-

dress the core issues identified in the study.
Optimize the reward mechanism: clarify standards and strengthen incentives.

In light of the suggestions of the respondents, the company need to clarify the evaluation criteria
for innovative achievements and divide the rewards (material rewards or nhon-material rewards)
corresponding to different levels of achievements. The evaluation process will be publicly displayed
to employees through internal announcements, meetings, etc. to ensure the fairness and transpar-
ency of the reward mechanism. Company can establish an "innovation points system”, Convert
employees’ innovation suggestions and contributions to innovation projects into points, Employees
can use these points to redeem training resources, promotion priority or paid vacation opportuni-

ties, etc., to stimulate their enthusiasm for innovation.
Improve the fault tolerance mechanism: reduce the psychological risks of innovation

Respondents suggested "to be tolerant of employees' failures in the innovation process". Company
can clarify what constitutes a "reasonable failure" to avoid excessive penalties. Allow employees to

review and summarize after their innovation fails, rather than directly hold them accountable. In
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addition, management should avoid directly denying employees’ innovative proposals, but instead

provide specific improvement suggestions or resource support.
Optimizing resource allocation: Accurately supporting innovation needs

It is recommended that company set up an innovation resource sharing platform to publicly dis-
close innovation cases, industry cutting-edge information, professional training courses and other
resources on the platform. Set up an "Innovation Q&A" interactive section to provide employees
with a convenient channel for cross-departmental communication, and further stimulate innovation

by breaking down information barriers.
Simplifying processes and promoting collaboration

In response to the feedback from respondents that "there are too many formalistic meetings and
the approval process is cumbersome”, Company can reduce unnecessary meetings, simplify ap-
proval processes, clarify approval time limits at each level, and improve the efficiency of innovation

work through process reengineering.
6.4 Evaluation of own learning

Initially, during my research | met some difficulties, such as lack of experience in creating question-
naires. | gradually accomplished these challenges through discussions with my thesis advisors.
Through this study, | learned how to conduct academic research using quantitative and qualitative
research and how to create and design questionnaires. | also mastered the process of administer-
ing questionnaires and improved my data analysis skills as well. My time management skills were
also improved during the research process. | plan my weekly assignments through meetings with

my thesis advisors, so | stay on track with my writing.

With the completion of this thesis, my journey to a bachelor's degree is coming to an end. | deeply
value the challenges I've faced along the way because it has made me better. This journey begins
in the dead of winter and ends in the height of summer. | will have more confidence and courage to

face the new chapter of my life, and | will keep my passion and courage forever.
6.5 Report of the use of artificial intelligence

| use Copilot to provide some ideas. For example, when | was writing the "Reliability of the re-
search " section, | had no idea, so | asked it which aspects | should describe the reliability of the
thesis. It does provide me with useful advice, but the downside is that the ideas it provides are too
complex, and the logic is not clear enough. And | also found that when Copilot provides some opin-

ions, it will use some untrue or even wrong cases. | also use Grammarly to correct words and
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grammar. With it, | can clearly see the spelling errors and correct them in time, and it can give me
suggestions to make my sentences better, for example, its suggestions can make my long and dif-

ficult sentences more concise and fluent.
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Appendices

Appendix 1. Cover letter for employees
Sincere invitation China Solibase Engineering Co., Ltd.to

participate in the corporate culture survey

To the employees of China Solibase Engineering Co., Ltd.;

Thank you for taking the time to read this letter. | am a Chinese student studying a
Bachelor of International Business with a specialization in Human Resources at Haaga-
Helia University of Applied Sciences in Finland. | am currently writing my graduation thesis
titled ™ The Impact of Corporate Culture on Employee Creativity: A Case Study of China
Solibase Engineering Co., Ltd." Based on my interest for your company's innovative
practices and corporate culture building in the industry, | sincerely hope to use your
company as a research case, | would conduct a questionnaire study to explore this

phenomenaon,

Your daily work experience and ideas are the key to unlocking the relationship between
corparate culture and creativity, Your feelings about corporate culture values, reward
mechanisms, and access to innovative resources will directly help me discover the
company's advantages and improvemeant directions in stimulating employes potential,
Your insights will not only provide valuable data for my research but may also be

transformed into specific suggestions for optimizing the work environment!

The research will be conducted through an anonymous online questionnaire centered on
three factors: corporate values, creatiity, and incentives, The gquestionnaire is expected
to take 10-15 minutes. All data will be kept strictly confidential and used only for
academic research. The results will be presented as an overall analysis and will never
reveal personal or departmental information, Please feel free to share your true thoughts,
According to Haaga-Helia's regulations, all data will be deleted after the research is

completed.

Your suggestions may become an important basis for optimizing team collaboration and
enhancing innovation support, After the research is completed, we will provide the

company with an anonymous analysis report, and you can learn about the research



findings and improvement suggestions through the company's channels, Chick on the link:

https/link webropolsurveys.comd/S/ET20D53E2COEFFEET, Then click "Chinese Simplified”

to enter the questionnaire, The questionnaire is open for one week, from April 23rd 1o

30th. Your every feedback is crucial! If you have any guestions, please feel free to contact

me at bgvld7@myy haaga-heliafi.

Thank you for taking the time to participate in the survey! Your voice is an important

force in promating the innovative development of the company and the industny!
| wish you good work and unlimited creativity!
Best wishes,

Ge Yan
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Appendix 2. Questionnaire Forms

Questionnaire about corporate culture

AREEEETRESIATMER. SFEHRSEAENELER, SIS RT
BIENZENAEERR. BERAERF, HRNATFEAHRE, BINSTREPEHIAGR
=2,

This questionnaire aims to analyze the intrinsic connection between corporate culture and employee
creativity by collecting your true feelings about the company's values, innovation and reward support
mechanisms. The questionnaire is anonymous and the data will only be used for academic research. We will

strictly protect the security of your personal information.

1. IBELTIAMERREEPR; Your years of service in the company
O —FUF

O 13%F

O 355

O st

2. IZHYERIEZ: Your Position Level
O =EgEs

O TEEEE

O BERT

3. BT R AR R IBRIZ A EN.

You understand the company's stated core values
| 2 3 4 5

FFEE O O O O O #aAs
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4. ABMEMEESEIER (NRKR, 98, IMEEIIRS B,
The company's values are fully reflected in daily work (such as decision-making,
communication, and collaboration).

b
A
al
i
O
O
O
O
O
3
ol
i

5. A 8)EHE R TEMEMESRARE A RER KX,
The company encourages employees to express different opinions or ideas within
the framework of values.

1 2 3 4 5

FAEE O O O O O #=E=

6. ATRRIREREALNHETR (FINFRISIXEDFH )
The company actively spreads its corporate values (e.g. through training or
activities)

7. AAHEMRERBIFR I ARILR R BRI,
The company's values can effectively support the employees' personal career
development goals.

1 2 3 4 5

rEE O O O O O ##E=

8. EERITIERGLL, ‘SREERLIIEE, WA EMSTERRS
In your current job, you are encouraged to come up with new ideas and
approaches more frequently

1 2 3 4 5

FEFEE O O O O O #=EE

o
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9. HFRE— 1 RACMEBEFE—ENEHIELSRN, LENERTSER:
When you propose an innovative but risky work plan, The usual attitude of
superiors is:

1 2 3 4 5

AE O O O O O iz

10. 2FARTIRHACNEDRIFR (MG, TR, ERH=)
The company provides resources for employee creativity (e.g. training, tools,
information sharing)

| 2 3 4 5
FrAEE O O O O O #xEs

1L ESERrHERS, BIPARYRAEFATRSIBREIFRBLARIE,
When collaborating across departments, team members can actively contribute
innovative ideas.

1 2 3 4 5

AEE O O O O O A=

12. Z#EE—Frh, ERFRHIS PN XTFTERERCKILSSRRIIFE
#8iM? In the past year, how many innovative suggestions have you made
regarding workflow optimization or business expansion?

O s RLLE
Q 341
O 121
O WkiRhi

13. 2RROREIHVE (WNE, TFH) SRIEIFHRLRERIENA,

The company's reward mechanism (such as bonuses, promotions) is directly

linked to employees' innovative achievements.

1 2 3 4 5

#AEE O O O O O #mE=s



14. 2RI EIRY P EIRERRH B R FER.
The company's criteria for evaluating innovation awards are clear and
transparent.

1 2 3 4 5

FAEE O O O O O #zEs

15. A E)RIBYRRRLRAYIZ R REIS LA R TIRIRBUH.
The company's rewards for innovative achievements can motivate employees to
actively

1 2 3 4 5

rEE O O O O O #zxEs

16. IFRIRED (RS2, ERINS) MALLEDEESER.
Non-material rewards (such as recognition and promotion opportunities) play a
significant role in stimulating creativity.

1 2 3 4 5

FAEE O O O O O i#=Es

17. SRIAY3ZEDHHIGERYEhFE E B L eURRTE TAE B IS,
The current reward mechanism can motivate me to proactively propose
innovative work ideas.

1 2 3 4 5

FAEE O O O O O #zAs

18. A A AR HEERE L mREGELRAR T ENED?
In what aspects do you think the company's system needs to be improved to
enhance employee creativity?

19. R EINEIFNENFEEMERFEN?
What specific suggestions do you have for reward mechanisms and
communication?
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