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Research on the Characteristics Diversity of Global Buyers with or without Manufacture Experience
——A Cross—Case Analysis based on the Different Global Value Chain Drive Pattern

Jiao Yuanyuan Wang Pengyuan Wang Lu

Abstract: This article focused on the characteristics and difference of global buyers with and without manu-
facturing experience under different drive pattern, and its influence on the learning of the developing countries.
A theoretical model was constructed about the correlation between the type of global buyers and typical features,
and typical features and the developing countries learning by using cross—case analysis. It showed that the man-
ufacturing experience influenced the global buyers’ technical capabilities and the ability to open up market and
related features, and the later influence the developing countries to study the technical and market development.
Based on introduction of manufacturing experience as a standard to distinguish between the global buyers, this
article expanded the research of global buyers characteristics and and their impact on developing countries to
learn effectively, and provide useful guidance to developing countries learning from global buyers.

Key Words: Global buyer, Manufacture experience, Drive pattern, Typical characteristic

International Strategic Performance Evaluation Based on the Analysis of Multi-Organization Structure
—— A Case Study of International Organizations In TASLY GROUP

Xu Hur  Zou Huimin  Wang Hongyi

Abstract: As effective monitoring means for modern enterprises, performance evaluation is not only an im-
portant method for self—supervision, self-restraint and self-evaluation, but also an extremely important tool to
implement strategic plans and achieve the strategic target. With in—depth internationalization, the scales and the
structures of enterprises have been expanding, which cut down the explanation of the traditional performance e-
valuation tools. It is urgent to study the performance evaluation and integration for international enterprises with
complex structure. For this research aim, through the method of case study, this study constructed a strategic
performance evaluation system for international organizations in TASLY GROUP based on the analysis of the or-
ganizational structures. This study utilized the new system to evaluate the international strategic performance of
international organizations in TASLY GROUP, and verified the evaluation system designed by this study through
the performance data from the international organizations in TASLY GROUP.

Key words: Internationalization strategy; Performance evaluation; Strategic performance; Balanced scorecard

Creating Organizational Culture:A Case Study on Private Chinese SMEs
Huang He Wu Nengquan
Abstract: This paper studies the approaches of organizational culture creation in private Chinese SMEs. The
authors chose three SMEs and studied the creation of organizational culture from three perspectives: the estab-
lishment and transmitting of organizational value, human resource management policies and leader’s influence.
Final conclusions were generalized based on the findings of each case. The result of our exploration indicates
that in private Chinese SMEs, founders play a key role in the establishment and transmitting of organizational
value; diversified and unique channels are adopted in transmitting organizational value; and that organizational
culture is reinforced only through recruitment and training while the role of compensation and incentive system

is often overlooked.
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Cultural Control of Parent Company: Differences and Integration of Joint Ventures’ Cultural
Statements——Based on A Multi—case Comparison of Automobile Joint Ventures
Tang Guliang Xia Yifei

Abstract: Cross—cultural issues have become hot issues in the field of management and control of joint—ven-
ture. On the basis of the literature review, we collected corporate culture statements of 9 domestic motor compa-
nies, 14 foreign motor companis, and 28 automobile JVs. By using statistics and comparing “keywords”, we ana-
lyze the impact made by parent campany on JVs’culture statements, further to find out the difference in culture
control between Chinese and foreign parent companies. Our research suggests that both Chinese and foreign par-
ent company are very concerned about their cultural influence to JVs. Chinese corporate culture didn’t pay much
attention to individual. Particularly, the culture control of Chinese side is generally lower than its stake control.
However, we find that most JVs belong to the pattern of cultural integration. This paper produces new findings
and deepens people’s awareness on the problem.

Keywords: Cross—cultural, Culture Statement, Control of parent company, Cultural integration

Commercial Idea and Development of Entrepreneurial Resource-Integrating Ability:
A Case Study of a Start—from—Scratch business
Qin Zhihua Liv Yanping

Abstract: This article builds an analytical model of entrepreneurial activity after reviewing previous litera-
tures, examining an entrepreneurial case that was started from scratch. By detailed description and deeply explo-
ration of key events, we make the conclusion that entrepreneurship is a process of resource—integrating ability
development. Entrepreneurs have to identify opportunities, exploit resources and form covenants to build up a
business of planning mechanism. And commercial idea is the decisive factor in the process of venture creation,
that is, entrepreneurs’ intuitive judgment on the pattern of profit—-making plays an important role in such a pro-
cess. Therefore, research of entrepreneurship should be focus on the concept of commercial idea. We also offer
the reason from the theoretical perspective.

Key words: Commercial idea, Resource—integrating ability, Entrepreneurship case study

The Value of Project Management for Mega Construction Projects:

Case Study of SHRBC Company
Zhai Li Xin Yanfei Lu Xi

Abstract: Project management can create value for organizations. Based on the literature reviews on related
research, and aimed to the mega construction projects, the paper constitute a value framework from the perspec-
tive of stakeholders. In the case of SHRBC Company, the paper analyzed comprehensively the value of project
management to the company, customers, subcontractors/suppliers, and public society respectively.

Keywords: Mega Construction Project; Project Management; Value; Stakeholders
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