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Abstract
The purpose of this research is to discover the influence of enterprise culture on the development of Xiaomi, which contains the influence on the variety and characteristics of Xiaomi’s products and human resource management. And it also explore the reasons of these changes, and to propose rationalized recommendations for the development of Xiaomi company to propose a more reasonable business solution in the future.

The main part of this paper begins with the second chapter. This part introduces the concept of culture, gradually enters the corporate culture, and finally focuses on the enterprise culture. Through this research sequence, we gradually understand the impact of a corporate culture on certain company, especially the impact of enterprise culture on an enterprise, including the formulation of corporate strategy, product category planning, employee management, etc. The focus of this paper is on the impact of enterprise culture on the development of Xiaomi. From the definition of enterprise culture by previous researchers, this is a culture that encourages companies or employees to take risks, as well as the spirit of innovation and entrepreneurship. Personally, this culture has a certain impact on the individual's behavior. For example, employees are more willing to carry out some innovative activities and entrepreneurial activities in addition to their own work, rather than just completing their personal tasks. From a business perspective, this will have a profound impact on the company's development strategy, future direction of the company, market positioning and customer group. These two parts are also the key research areas of this paper.

The research methodology of this paper used interviews as a method of data collection and interviewed five employees from five different departments of Xiaomi Company and different genders. The interview included the exploration of Xiaomi's internal working environment, the relationship between employees and leaders, the individual development of employees, and the influence of the entire oriental culture on Xiaomi's corporate culture. And exploring the role of enterprise culture in Xiaomi company, and what role these aspects play in Xiaomi company.

In the end, through analysis, it is concluded that the enterprise culture has a relatively large impact on Xiaomi's product type and positioning and human resource, including the rich product category of Xiaomi, covering the entire household electronic consumption field, and using lower prices and good product quality to reduce profit margins, thereby Xiaomi can gain a larger market share. These are all due to the strong product innovation capability and rapid product positioning of Xiaomi. In terms of human resources, Xiaomi recruited more young people as the basic employees of the company, because they have stronger work motivation and vitality, and these factors accelerate the development of the company. And the spirit of innovation and exploration is exactly what a young company like Xiaomi needs.
Chapter One

1.0  Introduction

1.1  Culture
Culture is a very broad concept, and it is very difficult to give it a strict and precise definition. Many philosophers, sociologists, anthropologists, historians, and linguists have been working hard to define the concept of culture from the perspective of their respective disciplines (Jenks, 1993). However, a recognized and satisfactory definition has not yet been obtained. According to statistics, there are at least two hundred different definitions of "culture". Generally speaking, culture is a social phenomenon, a product of people's long-term creation and formation, and at the same time it is a historical phenomenon and a deposit of social history. Broadly speaking, culture is the sum of material wealth and spiritual wealth created by human beings in the process of social and historical development, especially social ideology. In a narrow speaking, culture refers specifically to the spiritual wealth created by ideology (Eliot, 1962).

1.2  Corporate Culture

As a part or a branch of culture, corporate culture is a very important issue in academic research or business management. The thinking, feeling, value and act of employees in the company are guided by ideas, meanings and beliefs of cultural nature. Frost et al (1985:17).gives a classic definition of corporate culture. “Corporate culture is a process of symbolizing specific things and a process of translating people’s living environment into conceptual symbols.” This definition indicates that Corporate culture is a relatively abstract concept. A similar definition holds that corporate culture provides the shared rules governing cognitive, which implies a common value concept (kunda, 1992:8). In general, corporate culture is a spiritual wealth and material form created by the company's production, management and management activities under certain conditions. Corporate culture is the soul of the enterprise and an inexhaustible driving force for the development of the enterprise. It contains a very rich content, the core of which is the spirit and values of the company. The values here do not refer to the various cultural phenomena in business management, but the values that employees in enterprises or enterprises hold in their business activities.

1.3  Enterprise Culture

Culture is a shared value and belief that is accepted by a social group. Therefore, enterprise culture is a kind of value and belief accepted by these people, which helps to form an entrepreneurial behaviour. The term enterprise was originally associated with large companies, namely multinational companies. On the other hand, enterprise is linked to personal endeavor. Therefore, personal enterprise is generally related to personal creativity, the pursuit of opportunity, innovation and determination to pursue success. In the past few decades, many European countries have promoted individual competitiveness and entrepreneurship by encouraging “enterprise culture”(HM Treasury, 2004). This culture will help to gain competitiveness with the business and indirectly help the company's economic growth. The term enterprise culture is often associated with an innovative, reformed ideology that promotes employee and enterprise's entrepreneurial values and behaviour (Heelas and Morris, 1992). As du Gay (1996: 56) defines enterprise as such culture, an enterprise culture has many spiritual qualities, including a personal responsibility, boldness, adventurous, daring to try, personal independence and so on.

1.4  Background of Xiaomi

Founded on March 3, 2010, Beijing Xiaomi Technology Co., Ltd. is a mobile Internet company specializing in the development of intelligent hardware and electronic products. It is also an innovative company focusing on the construction of high-end smart phones, Internet TV and smart home ecosystem. Xiaomi Company has created a mode of developing mobile phone operating system and enthusiasts to develop and improve with Internet mode. Xiaomi is the fourth technology company that has the self-research ability of mobile phone chips after Apple, Samsung and Huawei(BBC, 2014) "Let everyone enjoy the fun of technology" is the vision of Xiaomi. Xiaomi Company uses the Internet development model to develop products, use geek spirit to make products, use the Internet model to eliminate intermediate links, and strive to make everyone in the world can enjoy high-quality technology products from China. Xiaomi has built the world's largest consumer IoT platform, connecting more than 100 million smart devices, MIUI(Xiaomi mobile phone operating system) monthly active users reached 190 million. Xiaomi company invest close to 400 companies, covering Intelligent hardware, consumer goods, education, gaming, social networking, culture and entertainment, medical health, automobile transportation, finance, etc. In February 2018, Google and WPP and Kay Huatong Mingluo released the "2018 Chinese overseas Brand" Top 50 Report shows that Xiaomi ranks fourth among Chinese brands Second only to Lenovo, Huawei and Alibaba(Bennett, 2015). In the fourth quarter of 2017, in the global mobile phone sales ranking, Xiaomi ranked fourth in the world, and created a growth of 97.4%, the growth of China is 57.6%. In the first quarter, Xiaomi's market share in India has exceeded 30%, leading the way and becoming the top one mobile phone company. At present, Xiaomi has entered 74 countries, and in the end of 2017, Xiaomi has becoming in the top 5 in 15 countries. July 9, 2018 , officially landed on the main board of the Hong Kong Stock Exchange; on July 17, Xiaomi entering the Korean market, sold Red Rice Note 5(a series of Xiaomi mobile phone) in South Korea.

At the end of December 2014, just four years after the establishment of the Xiaomi company, it has become the world's most valuable technology startup. During the latest round of financing, the company raised $1.1 billion, valued at $45 billion, more than the $40 billion valuation of the taxi booking application Uber. After the last round of financing, the company's valuation has increased by 10 billion US dollars, the company has established itself as the world's leading smartphone manufacturer, although this is what most people in the West have never heard of.

Xiaomi Company, a literal translation of "Little Rice", pronounced she-yow-mee, was founded in April 2010 by Lei Jun, the former CEO and founding member of Jinshan company, and seven co-founders (Lin Bin, Li Wanqiang, Zhou Guangping, Huang Jiangji, Hong Feng, Wang Chuan, Liu De)(Bloomberg,2014).

In addition to Lei Jun’s experience and angel investors in Jinshan Software (a Chinese software company), the founding team has accumulated impressive professional knowledge and experience, such as Lin Bin joined Google as the vice president of Google China Engineering and Engineering College. In 2006, Google Global Director Zhou Guangping holds a Ph.D. from Georgia Institute of Technology. He served as Senior Director of Motorola's Beijing R&D Center and Vice President of Mobile Quality Control at Motorola Asia Pacific. Huang Jiangji has held various positions at Microsoft, and Hong Feng worked as a senior software engineer at Google, overseeing Google Calendar, Maps and 3D Street View, and later promoted to Senior Product Manager at Google China.

1.5  Aim and Objectives

Aim: The purpose of this research is to discover the impacts of enterprise culture on development of Xiaomi company.

Objectives:

1. Make a simple understanding of the internal and external environment of Xiaomi Company and make basic judgments on corporate culture of Xiaomi.

2. Explore the impact of  corporate culture of Xiaomi on different areas of Xiaomi, including products, strategy, services, and human resource. And make a basic judgment on these impacts.

3. Analyzing the development and impact of enterprise culture in Xiaomi.

4. Providing some recommendations on the influence of enterprise culture on Xiaomi Company to improve the internal operation status of Xiaomi Company, the work experience of employees and how to improve the product richness and control of product lines.

1.6  Research Design

Chapter one: This chapter will introduce the basic content of this dissertation, including the research topic and related background knowledge, as well as let the reader understand the purpose of the research and the basic paper structure.

Chapter two: The second chapter is about the collection of information about the basic content of the research topic, including corporate culture and enterprise culture. This information comes from books, magazines, networks and other resources to serve as the basis for the research. Through the content of this chapter, it will give a guidance of the research direction and content of this article.

Chapter three:The content of this chapter is research methodology, and will explain why the phenomenal paradigm approach was chosen for this study. In addition, this chapter will provide readers with an understanding of why interview method was chosen as a method of data collection and then discuss the benefits and limitations of selected research methods.

Chapter four: This chapter will analyze the data collected through interviews. The data analyzed in this chapter will be combined with the research results of other scholars in chapter two.

Chapter five: This chapter will summarize the results of this research, especially for data analysis, combined with research on aim and objectives, to discuss and summarize. At the end of this chapter, some recommendations will be made on the content and conclusions of the research.

Chapter six:  Bibliography

Chapter seven:  Appendices

Chapter two
2  Literature Review

2.1  Corporate culture

2.1.1  Definition of culture

Culture is a relatively broad and difficult-to-define concept. Culture is a dynamic phenomenon from the past to the present and the future. There are various definitions of "culture". One of them means "to achieve perfection by learning the essence of human thought and behavior." Broad culture includes words, languages, architecture, diet, tools, skills, knowledge, customs, art, etc (Raymond 1976). Culture can be describe as a norm of national life style.

Culture affects people's thoughts and behaviors in many aspects, including material, spiritual, language, and institution. At the same time, culture also shapes people's thoughts and behaviors. Culture can teach people how to recognize, feel, and participate in this society and organization. Those social experiences maintains the order of the entire society with different cultural backgrounds. These rules restrict social behavior and give different meanings to different behaviors. Cultural participation affects our language, and language influences our everyday life. Therefore, culture is the social foundation and rules that people live in.

Schein divides culture into four categories in his book, macro-cultures, organizational cultures, subcultures and microcultures (Schein, 2010). He believes that macrocultures are national and ethic cultures, and that many of the occupational groups make up the organization, which can best be thought of subcultures. Many occupations, such as medicine, law and engineering, can be called macrocultures because of their purpose. However, their influence comes mainly from subculture within organizations. The microcultures come mainly from microsystem within or outside organizations. Finally, organizational culture is focus on all kinds of private, public government and nonprofit organizations.

2.1.2  Definition of corporate culture

As a part or a branch of culture, corporate culture is a very important issue in academic research or business management. The reason is also very clear, culture is the core of an enterprise's life (Alvesson, 2002). The think, feel, value and act of employees in the company are guided by ideas, meanings and beliefs of cultural nature. No matter how a company's employees or managers think their corporate culture, corporate culture will play a important role in the operation and management of the company. In modern enterprises, corporate culture has been given more attention and is considered more and more important. However, for many companies, especially large corporations, what their corporate culture is and what kind of meaning they represent is not obvious to many people, and even very vague. And there is no in-depth understanding of the role and importance of corporate culture in the enterprise. How to rationally apply corporate culture to the management and operation of a company is also a very thorny issue.

Many scholars or businessmen of large enterprises think that corporate culture has played an indelible role in the development of the enterprise. The CEO of ComUSA, said "companies win or lose based on the cultures they created" (academy of management executive 1999). Pfeffer thinks that the traditional source of success come from many factors, including excellent products, good technology, access to regulated markets and Economies of scale, etc. And today, the success of many companies is less derived from these factors (Pfeffer, 1994). Knowledge becomes a key factor for the company's continued growth and success, and knowledge and the company’s corporate culture are the most relevant. (Davenport and Prusak, 1998) Therefore, knowledge management has become an important part of corporate culture management. These impacts include the company's strategic choices, everyday leadership, and communication between employees and customers (McDermott, 1999).

Frost et al (1985:17).gives a classic definition of corporate culture. “Corporate culture is a process of symbolizing specific things and a process of translating people’s living environment into conceptual symbols.” This definition indicates that Corporate culture is a relatively abstract concept. A similar definition holds that corporate culture provides the shared rules governing cognitive, which implies a common value concept (kunda, 1992:8). The definition of corporate culture by these two scholars reflects that culture does not exist only in the minds of people, but is symbolized and meaning exists between people. These symbols are cultural-centered governing the understanding of behaviour, social events , institution and processes. This research on corporate culture seems to be rather vague and broad, but these studies come into direct contact with how people think, how they respond to other behaviors, and how they understand the customer's intentions.

For such a cultural phenomenon in the corporate, Hofstede summarized its characteristics: First, the development of corporate culture is related to history and tradition. This is a concept that has a certain depth and is difficult to grasp and understand. And this concept is shared by members of groups. Usually they are intangible concepts such as ideals, beliefs and knowledge. Finally, this is a holistic, and emotional concept rather than strictly rational and analytical (Hofstede et al. 1990).

2.2 Different types of corporate culture

Charles handy divided corporate culture into four types: power culture, role culture, task culture and person culture(Charles 1985). Power culture refers to a company that has a central source of power and typically has a strong founder in a authoritarian fashion. Such companies often have strong decision-making capabilities and can respond quickly. But give middle managers less power. The second is the role culture. Each employee fulfills his or her own work instead of playing their personality. The company will become predictable and routinized, but the efficiency will become low. Many public companies are the best examples. The third kind of task culture refers to many small groups that accomplish their tasks through human interaction and networking. The last one is the personal culture dominated by person operations. Different types of corporate culture may be due to different industries in which the company is located, and possibly because of the different cultural backgrounds that exist in different countries and regions. For example, in Germany and Japan, where product quality is important, their companies will focus on how to make reliable products. And like France and Italy, which are more romantic, they will focus on the design of the product. Therefore, different cultural backgrounds and regions will affect the development of corporate culture. 

Hofstede (1983)proposed that corporate culture can be classified according to the degree of individualism or collectivism. Or the power-distance as well the tendency towards uncertainty avoidance, and the bias between masculinity and femininity. Kets De Vries (1986) classifies corporate culture according to general mentality, including the paranoid culture, the avoidance culture, the charismatic culture, the bureaucratic culture, and the politicized culture .

Cameron and Quinn (2006) divided the corporate culture into four categories, namely Clan culture, Adhocracy culture, Hierarchy culture and Market culture. In clan culture, which emphasizes flexibility and internal environment. People share work experience and characteristics in this kind of atmosphere. Working in a friendly environment, the leadership as a mentor makes this company like a family-like feature. Success in this culture is defined by internal climate and concern to people, and teamwork is the best way to achieve business success. Hierarchy culture is characterized by an emphasis on the internal environment and emphasizes measurement, documentation, record keeping and communication control. When this culture is ubiquitous, the organization is characterized by a formal and structured working environment in which the program controls the influence of formal rules and organizational policies. In this type of culture, emphasis is placed on standardization and multi-level management. Instead, the goal of the Adhocracy culture is the external environment and flexibility. Among them, organizations can improve adaptability, flexibility and creativity in the face of uncertainty, ambiguity and information overload. Therefore, it is also known as the culture of innovation. In this culture, value creates change and new challenges, and success lies in innovation and pioneering initiatives. The work environment is dynamic, enterprising and creative. Commitment to experimentation and innovation is the reason for an organization that remains cohesive in this culture. Market culture is characterized by control and its guidance to the external environment. It is a results-oriented organization. It emphasizes trading with other elements to create a competitive advantage. Organizations that propose this culture have external orientation and are worried about the competitive market. The external environment is seen as hostile and demanding consumers. The core values that dominate such organizations are competitiveness and productivity, and emphasize external positioning and control.

2.3 Relationship between corporate culture with organizational performance

Although corporate culture is a relatively abstract and easily overlooked concept, corporate culture has a negligible impact on the behavior, performance, and development of companies and employees. There are three main impacts of corporate culture to companies, individuals and society.

2.3.1 Impact of corporate culture on managerial design

Corporate culture influences the company's operations in various aspects, including norms, beliefs, and behavioural styles of employees. Although these abstract concepts are difficult to grasp, in corporate management, corporate culture has no different from other part of organizations. Kilmann (1985: 354) argues that academics have many different perspectives on what corporate culture is, especially what factors lead to corporate culture, adaptive or dysfunctional. He believes that corporate culture is a physical force that provides meaning, direction, and mobilization to businesses and employees, and provides shared commitment to corporate members. He also believes that this physical force can control the behavior of different members of the company, and each company should have a corporate culture that is different from other companies. According to Kilmann, the most important part of corporate culture is norms. Or more accurately, it is a culture that guides employees' attitudes and behaviors, with the goal of creating maximum value. Because these are norms for the purpose of creating maximum value. Deal and Kennedy (1982); Peters and Waterman (1982) also hold the same view.

Corporate culture more or less affects the behavior of managers and employees. Sathe (1985: 236) believes that the intensity of corporate culture will affect the intensity of behavior. And how important the sharing assumptions determine the strength of this corporate culture. The wider the scope of such cultural sharing, the higher their acceptance. Therefore, a strong culture will have a consistent, simple, and clear code of conduct.

A strong culture in the organization helps improve employee performance, achieving goals and improving overall organization performance (Deal and Kennedy, 1982). Employee performance means the ability of employees to achieve personal or organizational goals through effective and efficient use of resources (Daft, 2000). Sometimes performance is combined with productivity. Ricardo and Wade (2001) say that performance and productivity are two different things. Productivity refers to the ratio of workloads completed during an appropriate period of time, while performance is an indicator of productivity, consistency, and quality of work. They believe that a results-oriented culture requires a high level of education, concepts, tools, training and management, and leadership skills. According to Stewart (Stewart, 2010), the norms and values of organizational culture greatly influence those who participate directly or indirectly in the organization. These specifications are invisible, but have a large impact on employee performance and profitability. He also suggested that the first thing to pay attention to in organizational culture is norms and values. In today's business, research has confirmed that organizations with less focus on management components, stakeholders, employees, customers, and leadership have no strong cultural identity (Kotter and Heskett, 1992).。

2.3.2 Impact of corporate culture on recruitment

Recruitment and attraction is a key process within the attraction-selection-attrition cycle(Schneider et al. 1995). This process involves the extent to which job seekers' estimates of their needs and values are consistent with the company's culture. A good job seeker not only needs excellent abilities, skills, knowledge, but also personal values and personalities that are consistent with the company's culture (McGinty and Reitsch 1992). Corporate culture also plays a key role in the acceptance of the company by the staff and the time they spend in the company (Schneider et al. 1995). Judge and Cable (1997) recognizes the relationship between corporate preferences and the company's appeal to individuals. They believe that job seekers will be attracted to companies that share their same perceptions, values, needs, and preferences. The type of corporate culture also has a certain impact on the proportion of male and female employees in the recruitment process. Van Vianen and Fischer (2002) found that compared with men, women are more reluctant to prefer a competitive corporate culture, and they have less interest to pursue higher levels of positions and management positions within the company.  In addition to the effects of gender, another more important understanding is that supportive organizational values are more popular than cultural applicants whether male or female job seekers. Bem (1981) also gave a similar view on the impact of gender on corporate culture on recruitment. He believes that gender differences in the processing of information will lead to different career pursuits because of cultural differences. Particularly, men would prefer to choose competitive companies to match their value and socialization. Women, on the other hand, prefer their company to have a supportive organizational culture. Therefore, a company's culture should reflect value to attract candidates, this is the only way companies can select the talent they need from a sufficient number of candidates. If these candidates find the value of the company does not comply with the orientation of their own values and beliefs, then the company will likely lose those employees that can create value for the company.

2.3.3 Impact of corporate culture on working quality

Corporate culture enhances the work quality of the company from the following aspects. First, corporate culture affects employee engagement in decision making. Research shows that increasing employee participation in decision-making can effectively increase the productivity of the company. Moreover, all employees are involved in the company's large and small decisions, which can increase the intimacy between employees and companies and increase innovation ability in the company (Abdulai & Shafiwu, 2014). In this way, the collective power can be maximized and different perspectives can be maximized. Therefore, under the corporate culture of this employee empowerment, the unions feel that they are part of the enterprise and work hard toward such a goal, which greatly increases their enthusiasm. There are also many forms in which employees participate in corporate decision-making. First, the company makes employees become the company's financial owners by issuing common stock. As a result, employees' work enthusiasm will also increase, thereby increasing the company's productivity. Secondly, by absorbing the opinions of employees from different levels of the company, they increase their presence in the enterprise. Thirdly, increasing the proportion of employees in company decision-making and elections, so that they can play a more important role in the company's decision-making. Through the above initiatives, under this corporate culture that encourages employee participation, employees' enthusiasm for work will be mobilized, thereby increasing the company's productivity.

In the corporate culture of teamwork, employees will have common psychological bonds, which will have a very important impact on the work experience of employees (Mesmer-Magnus et al., 2015). Steen (2003) argues that employees share similar mental models and beliefs after becoming a group because they share similar experiences. This will guide their behavior towards the same direction or a similar behavior, which will push them to be a whole. In order to make a team a whole, they need to have a common attitude, that is, a culture. And this culture is the corporate culture owned by the company. Under this corporate culture that emphasizes the team, the beneficiaries are not only the enterprise, but also the employees. The company regards these employees as a whole, which makes the company have higher efficiency and consistent struggle direction in the operation process. Thus this is a double winning strategy for companies and employees (Woods, 1996).

2.4  Enterprise culture

The term enterprise was originally associated with large companies, namely multinational companies. On the other hand, enterprise is linked to personal endeavor. Therefore, personal enterprise is generally related to personal creativity, the pursuit of opportunity, innovation and determination to pursue success. In the past few decades, many European countries have promoted individual competitiveness and entrepreneurship by encouraging “enterprise culture”(HM Treasury, 2004). This culture will help to gain competitiveness with the business and indirectly help the company's economic growth. Many countries in the world have also begun to focus on enterprise culture, especially to promote more entrepreneurial activity. The definition of enterprise culture is very important. As mentioned above, culture and corporate culture, once it comes to cultural concept, the meaning of the vocabulary becomes blurred, complex, and multifaceted. First, culture is a shared value and belief that is accepted by a social group. Therefore, enterprise culture is a kind of value and belief accepted by these people, which helps to form an entrepreneurial behaviour. The term enterprise culture is often associated with an innovative, reformed ideology that promotes employee and enterprise's entrepreneurial values and behaviour (Heelas and Morris, 1992). As du Gay (1996: 56) defines enterprise as such culture, an enterprise culture has many spiritual qualities, including a personal responsibility, boldness, adventurous, daring to try, personal independence and so on. These qualities will become a common value of entrepreneurial behavior. It will bring more entrepreneurial behaviour to individuals, companies, communities and even countries.

2.4.1 Traits of enterprise culture

After learning what an enterprise culture is, it is a demand to master the characteristics of the enterprise culture in order to better understand and apply this concept. Gibb (1987) gives the following keywords to summarize the enterprise culture: initiation, risk-taking, flexibility, creativity, independence, strong work ethic, daring spirit, and responsibility. Gibb believes that it is most likely to develop these business forms are those independent business ownership. Because this context not only provides the individuals with the skills (e.g. independence business process and environment), but also expands the scope of this enterprise culture. These characteristics can greatly promote the development of enterprise culture, especially in those small business environments. Keat (1991)'s interpretation of the enterprise culture also focuses on the dimensions of institutional and ethic changes. In his view, enterprise culture can give this business better merchandise offering and better service. First, these excellent services include banks, schools, charities, etc., to help them get better services in a free market economy. The second ethical change focuses on different kinds of products and practices, both of which show enterprise qualities in both individuals and organizations. Keat (1991) believes that under the influence of this culture, individuals will become more independent, rely on themselves and be responsible for their own lives. Third, individuals with enterprising will become more optimistic and positive, and they know that they should seize the opportunities that they can seize to create value in the world. Finally, these individuals also have a positive pursuit of material life in this competitive world.

In order to understand and explore how enterprise works, we need to focus on culture and government. Marquand believes that the government must participate in the transition of the enterprise culture (Marquand 1992). This kind of government intervention in enterprise culture requires a strong state. In order to maintain the existing market order, the government had to join a more invasive form of government than the previous government (Marquand 1988). In order to achieve this goal, it is need to link the concept of government to enterprise culture. Governments can provide standards, practices, and technical guidance to individuals, companies, and especially those who need state resources. Obviously, the enterprise culture needs to be linked to the support of the government. The traditional understanding of enterprise culture cannot clarify the relationship between individual activities, government, and the richer enterprise environment. By understanding the relationship between business and government, it can be find that the impact of enterprise culture . In other words, the relationship between culture and government is concentrated on cultural technologies, such as organizational structures and policies and these will produce enterprise culture. Education is another important role of enterprise culture. Through enterprise culture, qualities like independent, flexibility, self-motivation can be passed to young people, and they are encouraged to start their own independent business. This culture will have a very positive impact on the subsequent behavior of these entrepreneurs. According to Gavron er al. (1998) the government provides advice and suggestion to those who want to start a personal business, rather than creating business by providing them with financial help. From this point of view, it can be concluded that the enterprise culture is closely related to the behavior of the government.

2.4.2  Impact of enterprise culture on business

One of the understandings of enterprise culture is the concentration of policies, strategies, and initiatives that will help shape, influence, and regulate the entrepreneurial recreation. And in the past decade, the speed of conceptualization of enterprise culture has been comparable to that of enterprise establishment and development (Gavron, 1998). Another understanding is that enterprise culture and government initiatives and policies will allow people to observe the impact of these factors on the company, regardless of the size of the business. In particular, this encourages companies to actively adopt an enterprising style of management and adopt a variety of different style management strategies. Therefore, this point of view shows that enterprise culture, whether in large companies or small companies, is used to master the way of thinking about management practices. Over the past few decades, companies' efficient practice management has emphasized on flexible, dynamic management, and the company is able to respond quickly and decisively to changes that occur outside the world. This development is seen as a departure from past bureaucratic structure to a more critical approach. Wood (1989) argues that in the future, bureaucratic style is not in line with management practices in both large and small businesses. In addition, enterprise culture is seen as the basic element of the transition from bureaucracy to criticalism in enterprise. From the 1980s, under the change of such a concept, in a company, managers are more like an entrepreneur to manage the operation process of this enterprise. A key result of this transformation is the renegotiation of the relationship between entrepreneurs and experiences in the enterprise culture. In the past, the relationship between entrepreneurs and enterprise management experiences is relatively discrete, and there is a very clear relationship between these two concepts. With the establishment of the enterprise culture perspective, if an individual has achieved great success in his field of work, he may and need to become an entrepreneur or manager. Therefore, under the influence of this cultural environment, people will be encouraged by this enterprising traits in the process of planning, organizing and managing the company. For example, like qualities of risk-taking, independence and self-reliance. This combination of enterprise culture and business management gives companies greater opportunities to succeed in future management and innovation.

2.4.3  The development of enterprise culture

In many corporate entrepreneurship literature, entrepreneurs are considered to be core figures or heroic characters. They are considered by many to be economic heroes (Cannon, 1991). Winning profits is considered to be the top priority of the company. In the current capitalist economy, only those entrepreneurial behaviors that pursue interests are considered to be the most valuable behavior. In the social sciences, a common narrative argues that capitalism refers to the commercial production and delivery of goods and services through the currency exchange of commercial enterprises to achieve financial gain (Williams, 2005). Fulcher (2004, p. 127) argues that there is no fruit in finding alternatives to capitalism, in which capitalism is completely dominant. In the entrepreneurship literature, one view is that enterprise culture is considered part of the profit-driven capitalist economy. Many scholars believe that entrepreneurs are not always considered to be purely chasing interests, and this theory has gradually become popular (Austin et al., 2006). For example, about 6.6 percent of the population in the UK was found to be involved in social entrepreneurship, and about one-third of UK entrepreneurs were found to be social entrepreneurs (Harding and Cowing, 2004). Now, enterprise culture is considered to be a concept of internal relations with capitalism that pursues interests. However, in the past decade or so, two sub-screams of entrepreneurship literature have begun to compete for enterprise culture as a dominant position solely for the pursuit of interests. A dominant narrative is that enterprise culture is a idiom used to describe modern capitalist cultures (Armstrong, 2005). In addition, more on the entrepreneurship literature, a small number of people believe that the dark side behind the enterprise culture is affecting the business environment, such as entrepreneurs does not always seek benefits within the legal context (Bhide and Stephenson, 1990). In recent years, the scope of this phenomenon has also increased, many entrepreneurs have participated in illegal activities in order to profit.

In recent years, there has been literature on attempts to find a way to dispel the enterprise culture as part of the capitalist society and portray entrepreneurs as a hero who pursues profits. This is achieved not only by demonstrating the growth of social and informal entrepreneurship as separate large realms, but also by blurring the boundaries between both social and commercial and formal and informal entrepreneurship. In the social entrepreneurship perspective, rather than the commercial or social entrepreneurship as separate and different views. There are many transitional forms in between(Austin et al., 2006). Therefore, from this point of view, social and commercial purposes appear to varying degrees in different companies, and their proportions vary from company to company. As Mair and Marti (2006, p. 2) assert social enterprises are considered to be different from other forms of companies in that they have a higher priority in creating social value when comparing economic values. Therefore, the purpose here is to combine the analysis of entrepreneurs in the formal and informal economy and to analyze whether entrepreneurs have business and social goals to uncover the way life practices, many entrepreneurs may not only be formal and informal. The economic activities are operated to varying degrees, but there are also various business and social goals combined.

Chapter Three
3.0  Research Methodology

3.1  Introduction

This chapter covers the research methods and methodology used in this dissertation, as well as the reasons why using these methods and methodologies, and the specific methods used to collect primary data and further information. Using research onion to explore research paradigm, research method, Data collection method (Interview), Time scale for research, question design and data analysis.

3.2 The essence of research methodology
Methodology is a mode of thinking, but it is also a pattern of behavior(Arbnor, & Bjerke, 2009). It contains a number of concepts, which attempt to describe a required step and association in the process of creating and searching for new knowledge. Methodology is a systematic and theoretical analysis of research methods applied in a particular field, or a theoretical analysis of the subject matter of a method and the principles associated with a large body of knowledge. It usually includes paradigms, theoretical models, stages, and quantitative or qualitative techniques. Methodologies are not proposed to provide a solution, but rather to provide a theoretical basis for understanding those methods, means, or so-called best practices that can be applied to practical cases. It refers to the discovery of new phenomena, new things in research, or the introduction of new theories, new ideas, tools and means to reveal the inherent laws of things. This is the technique of using wisdom to carry out scientific thinking. It generally includes literature survey, observation, speculation, behavioral research, historical research, conceptual analysis, and comparative research(Crotty, 1998). Research methods are constantly summarized and refined by people in the process of scientific and social research(Cohen,& Manion, 1994). Since people understand the problem, the complexity of the research object and other factors, and the research method itself is in a dynamic development process that constantly interacts, combines and transforms each other.

3.3 Research philosophy

The research method will change due to some factors such as the field and type of the research topic, thus there should be some understanding of the subject of the research before determining the research method. Through the literature review, we can understand that the main research area of this dissertation is the organizational culture in the commercial field, especially on the enterprise culture. Therefore, this paper should use the methodology of research business to conduct research. In fact, some scholars, such as Guba and Lincoln (1994), argue that research methods are less important than paradigms for a research, because both qualitative and quantitative methods may be suitable for any research paradigm. Therefore the question of method should be placed by the questions of paradigm, which is what researcher consider to be the basic belief or world view that leads to investigating. This notion is not only in the choice of methods, but also in ontologically and epistemologically fundamental ways.

First, any research philosophy contains important assumptions about how the researchers view the world. These assumptions will determine the strategy of the study and the research methods of the strategy in subsequent studies. As Johnson and Clark (2006) argue, as a business manager or researcher, understanding the logic behind any business conduction and strategy is necessary because it not only has a significant impact on how people do, but can help people understand the field they are studying. In some aspects, the research philosophy employed will be influenced by practical considerations. However, the main impact may be the perception of the relationship between knowledge and the process of taking action. Therefore, Johnson and Clark (2006) argue that the most important issue is not how strong the philosophical breadth of people's research is, but how much can reflect in this philosophical choice and why it is chosen instead of alternatives. Secondly, there are no good or bad points in the choice of philosophy. Different research philosophy applies to different research objects, fields, and topics. Indeed, it is not a philosophy that can be applied to all research questions.

There are two main research philosophy, ontology and epistemology. And there are important differences between these two philosophies, which will have a major impact on how you think and study. Inevitably, the more competitive debate between ontology and epistemology has always existed. This controversy also appears in the choice of positivist or the interpretivist research philosophy. Therefore, the emergence of this situation is the best opportunity to adopt the position of pragmatism. Pragmatism believes that the most important determinant in the choice of research philosophy is research questions, that is, a certain philosophy may be more appropriate than others when answering a particular question (Tashakkori and Teddlie, 1998). Tashakkori and Teddlie(1998) believe that pragmatism is intuitively appealing, largely because pragmatism can prevent researchers from participating in discussions that are considered rather useless for those concepts of truth and reality. At the same time, these two scholars also believe that under this philosophy, researchers should study topics that are of interest to them or of value to them, and use the most appropriate methods to conduct research.

Next, Ontology is related to the nature of reality. This is a hypothesis that researchers propose about how the world works. Ontology contains two aspects. The first aspect is objectivism, which depicts the existence of a position that social entities exist outside the social actors. Subjecitivisim is a depiction of a social phenomenon that comes from social actors about their perceptions and outcomes(Crisp, 2012). Epistemology is about what constitutes acceptable knowledge in a known field. It mainly includes beliefs about the structure of knowledge and the nature of knowledge and beliefs about the source of knowledge and knowledge judgment, as well as the regulation and influence of these beliefs in the process of individual knowledge construction and knowledge acquisition. It has been a core issue of philosophical research for a long time(Borland,  & Lindgreen, 2013).

3.4  Research paradigm

Paradigm is a term that is frequently used in social sciences, which brings some confusion because the term usually has multiple meanings. The definition of paradigm is that paradigm is a method used to detect social phenomena, which can gain a special understanding and attempt to explain these phenomena (Kumar, 2014). Burrell and Morgan (1982) summarized and classified the epistemologies and ontologies, which proposed four paradigms: functionalist; interpretive; radical humanist; and radical structuralist. They summarized the purpose of these four paradigms, first, to help research The classification of the assumptions made by the nature of science and nature, and the second, provides a useful way to understand the research methods of other researchers. Finally, it can help researchers plan their research paths and possible research directions. Functionalist paradigm is a business or management research operation. This is a problem-driven approach that provides practical solutions to practical problems. Interpretive paradigm's philosophy of position refers to the way we used to understand how the world works. Radical humanist paradigm is a paradigm that used to change the status quo, or to clarify the way humans can transcend spiritual bonds and to shackle them with existing social models to realize their full potential. Radical structuralist paradigm is related to the structural patterns of work organizations, such as hierarchical structure and reporting relationships, and the extent to which these can lead to dysfunction.

3.5 Research method

In general, academic research distinguishes between two regions: quantitative research and qualitative research (White, 2005). Quantitative research contains an objective way to study things, which qualitative research considers to be very difficult and subjective. Quantitative research is sometimes considered a positivist and is a more scientific approach. The purpose of this research method is to objectively collect and apply mathematical data(Kim, & Li, 2013). One view taken by Qualitative Research is that it is very difficult to be objective to researchers because any researcher is part of a research process. This method is sometimes referred to as relativist or phenomenonalist. Qualitative research is the main research method of social sciences, politics and economies, and these topics are almost always related to business. This is a descriptive, non-numerical method to collect and interpret information (Schindler,& Cooper,2014). Researchers who routinely use this approach believe that no two studies are same, and each study is very specific, therefore research cannot be measured in a traditional way because these studies usually occur in everyday life rather than In the lab. Usually this method is used to investigate the way people work, learn, research and how to manage their daily lives. The general research methods of qualitative research are interviews, observations and diaries. Also includes case study and action research. Quantitative methods have a historical origin from science and this method, sometimes is based on the collection of facts and observable facts that scientists and scholars often use to set up theories and build relationships (Adams,2007). Quantitative methods are used to describe, interpret and test relationships. In particular, this can be used to detect cause-and-effect relationships. The biggest feature of this method is that it always analyzes the data by forming data information, and finally converts the analysis results into charts, charts and diagrams. This translation process is called descriptive statistics. Quantitative methods usually have two main research methods, surveys and experiments.

3.6 Data collection method(Interview)

The interview method refers to a analysis method in which the analysts communicate face-to-face with the respondents to deepen the understanding of the respondents to obtain information (Burns, Robert, 2000). The practices include personal interviews, group interviews. The advantages of the interview survey method is based on the needs of the interviewer, the oral form, to the respondent to ask relevant questions, through the respondent's reply to collect objective factual materials, this kind of survey is flexible, convenient and feasible(Kvale, 1996). Different types of materials can be learned from different types of people as needed for research. The interview survey is a process of communication and two-way communication between the interviewer and the interviewee. This method has greater flexibility. Interviewers make decisions based on general conditions and subjective ideas when designing survey questions in advance. Some situations are not necessarily considered very comprehensive. In interviews, surveys can be based on respondents' responses. The problem is adjusted or expanded. If the respondent does not understand the problem, he can ask for an explanation. If the interviewer finds that the interviewee misunderstands the problem, he can explain or guide it in a timely manner. Since interviews are often face-to-face conversations, there are fewer respondents and higher response rates. Even if the respondent refuses to answer certain questions, he can get an overview of his attitude towards the issue(Kvale, 2007). The shortcoming of interview surveys is that interview surveys often use face-to-face individual interviews. Face-to-face communication must find respondents, the time on the road often exceeds the interview time. In the survey, there will be several interviews or refusals, therefore it takes time and effort. In addition, larger-scale interviews often require the training of a group of interviewers, which greatly increases the cost. Compared with the questionnaire, the interview has to pay more time, manpower and material resources. Because the interview survey is costly and time consuming, it is difficult to conduct on a large scale, thus the sample of general interview surveys is small (Fowler, 2009). Since the interview survey requires the respondent to answer in person, this will cause the respondent to feel the lack of privacy and raise concerns. Especially for some sensitive issues, the respondent will often avoid or not answer the truth. Regarding the types of interviews, interviews are used both in individuals and in groups, namely personal interviews and group interviews.

Individual interviews in this dissertation refer to individual interviews conducted by interviewers on each interviewee. The advantage is that the interviewer and the interviewee have direct contact and can get real and reliable materials. Such interviews are conducive to the respondents to express their views in a detailed and true manner. Interviewers and interviewees have more opportunities for exchanges. Respondents are more likely to be valued, security is stronger, and interview content is easier to penetrate. And individual interviews are the most common form of interview surveys. The reason personal interview survey of this dissertation is because the content of this survey is about the corporate culture of Xiaomi, especially the content of enterprise culture, which requires a deeper understanding of the individual needs, and the way of group interviews will takes a lot of time, which is not acceptable for the investigation time cost of this dissertation. In addition, the respondents need to come from different departments of Xiaomi Company, and interviews will conducts in different positions in Xiaomi. Only through personal interviews can collected data that more accurate and more targeted. In summary, personal interviews are the most suitable research method for this article.

3.7  Time scale for research

According to the size of the interview, the survey time should be arranged reasonably to provide the most abundant time for the later analysis of the data. For the purposes of this article, the interview schedule was completed between July 2018 and August 2018, freeing up nearly a month for analytical data. As the process of investigating secondary data progressed, some parts that were not covered by the literature were also found, and some content was added later. After spending an experimental interview for two days or so, the problems that may arise in the interview were summarized, and the interview content and questions were re-integrated to make the subsequent interviews more smooth. It took about two weeks to complete all the interviews, and it took an extra three days to sort out the content of the interviewees.

3.8  Interview design

When the interview was chosen as a research method, the content of the interview(conversation between interviewer and interviewees) will be the most important part of the interview. Design, structure, order of the questions for a complete interview. For an interview, a complete interview topic will include several questions that you want to discuss, and you can ask questions about the same topic through several questions from different aspects, which can get answers from different perspectives, making answers more feasible (Willig, 2008).

According to Ratislavová, and Ratislav (2014), the rules and key points of the interview are summarized as follows. First, the interview need a certain short introduction, including self-introduction, the purpose of the interview, the length of the interview, and the main content of the interview. Secondly, the amount of questions in the interview should not be too long. Making questions in the shortest language, thus reducing the possibility that respondents cannot understand the interview questions. Next, learn to give answers that allow respondents to give specific content, rather than yes or no. This will enable the interview to proceed smoothly. There are five types of questions for interviews, namely, opening questions, Introductory questions, transition questions, key questions, ending Questions. Next, we will sort out the key content of this interview, the key issues.

Based on the objective of this research: the influence of enterprise culture on the development of Xiaomi Company, this research uses interview research method to obtain data from Xiaomi employees, so as to collect research data. For the interview questions, we need to cover the following aspects. First, we should study the corporate culture of Xiaomi. Because the corporate culture is the sum of the material culture and spiritual culture of a company, the first thing to understand is the working environment of Xiaomi employees. The company culture of Xiaomi is the most intuitive response, which in turn will have an impact on Xiaomi employees. Second, the spiritual culture of Xiaomi Company, including the relationship between employees, the transmission of corporate culture, the construction of employee awareness, and the understanding of Xiaomi's corporate culture from the perspective of ideology. After understanding the internal factors of the company, we will conduct a research on Xiaomi's corporate culture from the outside, including the influence of national and regional culture on a company. This cultural influence can be said to be huge, such as the culture of Eastern countries and Western countries. The second is the economic environment in which the company is located, which influences the company's corporate culture. Through the summary of these two points, we make certain judgments on the enterprise culture in Xiaomi Company. First, we judge the development of enterprise culture in Xiaomi Company, especially the response and behavior of Xiaomi employees to enterprise culture. The second point is the impact of Xiaomi's corporate culture, especially the enterprise culture on the development of Xiaomi, including the impact on Xiaomi's corporate strategy, strategic direction, talent recruitment, product development, etc., and the results of these aspects, Summarize the impact of enterprise culture on the entire enterprise.

Questions of Interview 

1. Is the result of your work mainly the result of your personal or teamwork?

2. What is your working atmosphere? (Easy, serious, open, or conservative?)

3. Does Xiaomi Company or your department often listen to your opinions in company decision-making?

4. What kind of relationship do you think between you and your subordinates? (Is there a strict subordinate relationship?)

5. Do you think that the culture of Xiaomi is market-oriented or customer-oriented (or other)?

6. What impact do you think Chinese culture has on the corporate culture of Xiaomi?

This question wants to know whether Chinese collectivist culture has an impact on Xiaomi’s corporate culture.

7. What do you think is the impact of Xiaomi's corporate culture on Xiaomi's product range and product quality?

8. Do you think that the company culture of Xiaomi has a great impact on the company? How these effects have contributed to the company's development

3.9 Reliability and validity

Reliability is a tool for measuring a consistent and stable outcome(Litwin, 1995). If the result of a study is reliability, the results of this study are trustworthy. There are also many types of Reliability. The first one is test-retest reliability. This measure achieves a stable result by performing two identical experiments on the same group of individuals over a period of time, by comparing the scores of the two experiments. The difference between the two is to illustrate the reliability of the experiment. The second way is parallel forms reliability, which allows different assessments of individuals in the same group. If different types of assessments yield consistent results, the study is reliable. The third one is Inter-rater reliability, which judges the reliability of the results by different judgments and the consistency of the comments of researcher on the results. The last type of Internal consistency reliability is used to explore similar results for different test items that. Therefore, for the research method of interview, it is an inter-rater reliability (through different interview objects to get similar comments and the same performance)(Setiya, 2012). In this dissertation, the research target is the corporate culture of Xiaomi Company, especially the study of enterprise culture. In this study, the reliability of interviews lies in the fact that interviews are more likely to capture target results and data from an objective and serious perspective when studying corporate cultures that are not easily quantifiable. Validity is an indicator used to measure the correctness and validity of research results(Raina, 2015). The definition given in the Oxford Dictionary is the result of a study or the correctness of the data. In this study, the correct study of Xiaomi's corporate culture reflects Xiaomi's current corporate culture. The correct use of interview research methods will play a very important role in mastering the corporate culture of Xiaomi. It not only avoids the waste of time, but also has a good response to the reality in an efficient and accurate manner.

3.10  Limitations 

Interview surveys often use face-to-face individual interviews. Face-to-face communication must find respondents. In the survey, there will be several interviews or refusals, which will take time and effort. Because the interview survey requires respondents to answer, this will make the respondents feel that they lack privacy and have concerns(Thomas, Nelson, & Silverman, 2015). Especially for sensitive issues, the respondents often avoid or do not answer the personal questions. The interview survey is a language exchange between the two parties. If the respondent does not agree to use the live recording, the requirements speed of interviewer's transcript is very high, and the interviewers who do not usually carry out special shorthand training often cannot record very completely. And there is often a lot of information missing from the record. Interview surveys have a flexible side, but they also increase the randomness of the survey process. Different respondents responded in a variety of ways, and there is no unified answer. In this way, the processing and analysis of interview results is more complicated. Due to the low degree of standardization, it is difficult to make quantitative analysis for the results.

3.11 Ethical considerations

There are some ethical risks in any study, which will have a certain impact on the investigator and the survey. Since the interviewees of this survey are mainly concentrated on the employees of Xiaomi Company, the content of the survey is likely to involve some basic information and further information about the company , which may involve the trade secrets or regarding the personal circumstances of employees, these contents will involve the personal privacy of employees. Once these personal messages are leaked, it is likely to infringe the interests of Xiaomi Company or employees. This is especially true for Xiaomi, whose corporate culture as a company's soft power is not as important as the company's other technology assets, but it is still an intangible asset for the company, which will invisibly enhance the power, strength and competitiveness of company and . Therefore, these issues pose a risk to the interview for both sides.

Chapter Four
4.0 Analysis and discussion of results

4.1 Introduction

This chapter will analyze the collected data and research findings. The interviews were mainly focused on the employees of Xiaomi Company to investigate their views on Xiaomi's corporate culture and the impact of enterprise culture on Xiaomi's company in this corporate environment of Xiaomi. Due to time constraints, the respondents were from different departments of Xiaomi Company and five employees in different department.

The purpose of this study is about the impact of enterprise culture on the overall development of Xiaomi company. The employees selected in this study is concentrated among ordinary employees between the ages of 25 and 35. This part of the staff is also the most accessible person to study, and is also the group most affected by corporate culture of Xiaomi. Therefore, this part of the study selected this part of the research object, the data obtained from this part of the staff is usually the most representative and most convincing.

Basic information of the interviewees: Five employees from Xiaomi were interviewed aged between 25 and 35, two women and three men. The two women are from the marketing department and the human resources department. The three men are from the technical department, the sales department, and the planning and publicity department.

4.2  Data analysis

4.2.1  Question One

1. Is the result of your work mainly the result of your personal or teamwork?

According to the interview records of the five interviewees, the responses they gave to this question were that their work in the company came from teamwork. In particular, two employees from the marketing department and the human resources department gave the answer that they believed that most of the work was based on teamwork, because they were more likely to exchange ideas with colleagues at work. Employees from the technical department said that he is more likely to integrate his work results with the team and make up for each other.

Through this question, researcher would like to know the corporate atmosphere of Xiaomi Company, and each employee's position is collective or relatively independent in the working environment. Of course, as a modern enterprise, it is impossible for one person to complete the operation and development of the enterprise. The management, operation, and product development of most companies are the result of team efforts. This result does not mean that Xiaomi's corporate environment is not suitable for the development of enterprise culture. At first, the individual's abilities are often quite limited, especially in the face of a large technology project, such as the design, release, and sales of new products. This requires a team of skills and wisdom to solve the problem. Question One is trying to find out through the responses that each team gives the individual how much space to meet their individual needs and cater to their development, because this is the essence of enterprise culture. As far as Xiaomi's current situation is concerned, as a company with a large number of young people, the company has more time to give employees the power to give opinions to stimulate their more innovation and entrepreneurship. In the face of decision-making opinions, Xiaomi will take a more cautious approach to deal with such matters.

4.2.2  Question Two

2. What is your working atmosphere? (Easy, serious, open, or conservative?)

Two employees from the marketing department and the human resources department believe that their work environment and atmosphere are relatively loose and open. At the same time, because the company implements a flat management model, the company's decision-making is extended to the front line of enterprise production and marketing. It reduces the control of high-level and middle-level personnel to the grassroots personnel of the company, so that individuals can more exert their capabilities in the development of the enterprise. Two male employees from the technical department and the sales department believe that the company's working environment is relatively loose compared to other companies. They believe that Xiaomi gives employees a relatively relaxed working environment compared to other serious technology companies. But Xiaomi’s requirements for the quality of its products are still very high.

As Wood (1989) argues that, business management is shifting from a bureaucratic system to a critical management direction, because only in this way, employees will face less pressure in the process of their work, and they will be able to get better emotions about their works. In addition, employees have more opportunities to develop their own abilities and more willing to take risks or perform renewable activities in this loose or flat management model. In the current corporate culture of Xiaomi, the whole working environment is relatively loose, the opportunities for employees to carry out creative activities will increase, and the flat management makes the management of the whole enterprise more flexible and efficient, and the creativity of employees themselves will be encouraged. In addition, this kind of environment makes employees have less psychological pressure when making innovative behaviors, and they are more willing to make such an adventure. For employees, a relatively relaxed corporate environment will give employees a better working atmosphere and more efficient and flexible management. However, for enterprises, the loose management atmosphere will increase the difficulties of the company to achieve the expected goals, on the other hand, it may cause the team or the company to be too slack, resulting in a decline in corporate performance. Therefore, for an innovative company, a relatively relaxed working environment can give employees more time and space for innovative activities, but for a general enterprise, it will have a certain impact on the completion of the company's expected targets.

4.2.3  Question Three

3. Does Xiaomi Company or your department often listen to your opinions in company decision-making?

Regarding this question, all five respondents indicated that their departments will listen to each employee's opinions about project progress or product development, but in decision-making, the team will make decision based on the group opinions of the entire team members. The team will not change choices for personal reasons.

According to Heelas and Morris (1992) for the definition of enterprise culture, they believe that this is an ideology that fosters innovation and reform to help employees form this awareness and behavior. For the answers of the five employees interviewed, Xiaomi Company will listen to the voice of each employee, which making each employee more willing to pay their efforts and experience to create value for the company. And because of this corporate culture, employees are more willing take risks and innovate, because this will bring wealth, prestige and more rewards to enterprises, especially individuals. This will also promote the enthusiasm of each employee to create value for the company. There is no doubt that the opinions of employees will have an impact on the management and strategy of a company. But the extent to which a company listens to employees' opinions will affect employees' attitudes toward the company. Many companies only listen to the opinions of employees in form, and the real decision makers are often only a few core members of the company, which is unfavorable for the development of a company. This phenomenon will reduce the enthusiasm of employees to the enterprise. It creates a gap between employees and enterprises, and reduces the emotional connection between the them, which will greatly reduce the enthusiasm of employees. Therefore, exploring the relationship between the company and its employees will provide a good basis for the company to develop enterprise culture.

4.2.4  Question Four

4. What kind of relationship do you think between you and your subordinates? (Is there a strict subordinate relationship?)

The staff from the human resources department said that in the human resources department, The relationship between the superior and the subordinate is still relatively obvious. He thinks that many instructions in the work are from the leader and at many times in the work, she does not put forward many comments on the decision made by the leader. 

Employees from the marketing department said that the relationship between her and the leader is not so obvious, which will reduces her pressure at work, and she can express her ideas and communicate her opinions to the leader at work. 

The other three employees said that in their departments, the Subordinate relationship between employees and leaders is relatively obvious. In the work, they still need to follow the instructions of the superiors, and it is difficult to exert personal opinions. But the leader's opinion comes from the results of team members' communication.

First of all, relations between employees and leaders will have a strong impact on the company's potential development. This relationship depends on different social environments and managers' basic perceptions of employees. Managers must regard employees as being able to form through resource inputs. A fortune (that is, real human resources) can also be seen as a cost to minimize spending. Establishing a harmonious employee relationship is an important aspect of corporate culture construction and an important aspect of a good corporate image. A harmonious employee relationship is a lubricant between superiors and subordinates, between employees and different departments. It is one of the important method to motivate employees and reduce work stress. It is conducive to communication between employees and is also an important means to strengthen employee team awareness and equal cooperation spirit. This has also created a more positive corporate culture for Xiaomi. In the context of enterprise culture, employees are more willing to develop their own efforts to fulfill their material or spiritual needs, and the current relationship between this employee and leader is satisfied. The requirements for the development of enterprise culture, and this can stimulate the efficiency and creativity of employees. Especially after reducing the pressure and supervision from the leaders, the power of individual can be maximized to pursue greater material wealth, while also creating more powerful productivity for the enterprise.

4.2.5 Question five

5. Do you think that the culture of Xiaomi is market-oriented or customer-oriented (or other)?

The employees from the marketing department have a good understanding of the situation of Xiaomi company. She said that Xiaomi not only focus users as users of products, but also regards customers as the center of branding, and develops in Xiaomi mobile phone. Customers are also very likely to become developers of Xiaomi mobile phones. In the design of the product, Xiaomi Company has innovatively introduced a user participation mechanism to give enthusiast users opportunities to participate in product creation and improvement. In the Xiaomi company forum, thousands of customer feedback posts can be read every week, including some in-depth experience reports and insights from customers. In the design and determination of some important functions, Xiaomi's engineers fully exploited and used the power of their customers hidden in the forum to consult customers through online questionnaires and voting. In this way, Xiaomi creates a sense of presence and mission shared with customers. Xiaomi is more willing to establish contact with customers in this way.

As a customer-oriented company, Xiaomi has been focusing on customers since its established, especially in terms of software. Xiaomi constantly communicates with customers in the forum and shares the user experience of the MIUI operating system (the operating system of Xiaomi mobile phone), and take the user's feedback as the first driving force for the system upgrade. This fully demonstrates Xiaomi's customer-based corporate culture, which can better explain the company's personal development as the foundation of the company. Xiaomi Company is deeply understand the overall strategy of the company's development, individual development is also an important part of the company's development. This is also the basis for the enterprise development enterprise culture: focus on the role of individual in the enterprise, encourage individuals to try new methods, and dare to take risks. However, although enterprise culture brings more innovation power and entrepreneurial opportunities to enterprises, these new things will bring many unstable elements to the enterprise. First of all, this will increase the mobility of employees, increase the difficulty of management of employees, management costs, and have bad impacts on the management of enterprises. In addition, employees will pay too much attention to their own, often overlooking the importance of corporate tasks, making the management of the company loose, and it is difficult to form the ability to concentrate on doing big things.

4.2.6 Question Six 

6. What impact do you think Chinese culture has on the corporate culture of Xiaomi?

The two employees of the propaganda department and the sales department believe that with the development of China's national strength, the influence of China's self-developed products in the international are gradually increasing. Influenced by the collectivism and nationalism thoughts contained in Chinese culture, Chinese companies are increasingly willing to produce products that are designed and produced by themselves. The reason is that, on the one hand, the company can reduce the dependency of foreign companies and the cost of product design and company operations. On the other hand, this will win the trust and fond of Chinese customers and increase the number of potential customers. In this way, the company's corporate culture has a target for making good products, including the promotion of design, and improve product quality, which is advocated by Xiaomi. At the same time, it also prompted Xiaomi to develop towards a path of independent innovation, and reduce its dependence on foreign companies to find a way to China's independent development of outstanding products.

The other three employees also said that the Chinese collectivist culture provides a good environment for collective innovation. Employees are more willing to come together to fight for a same goal. This collective sense of honor push employees to complete the target. The entire enterprise is also gathering strength together in this joint effort, bringing more powerful efficiency and more fruitful results for the enterprise.

The whole social situation can help companies develop their own "corporate culture." Xiaomi’s external environment is an oriental country with a collectivist spirit in China. According to the answers of five interviewees, as a young enterprise, Xiaomi is influenced by modern Western corporate culture and encourages employees to innovate and explore new areas to achieve greater value. Xiaomi’s corporate culture is made up of enterprising people who are prepared to challenge existing ways of doing things and propose new ideas and solutions for the benefit of society as a whole. In the traditional culture of China, it includes the spirit of diligence, self-improvement and pioneering spirit. This is also a part of the factors affecting the culture of Xiaomi. In the spirit of continuous improvement and innovation, Xiaomi constantly encourages employees to create different products from other companies. And apply this strategy to the daily management and operation of the company. Despite the influence of enterprise culture in the enterprise, these young employees of Xiaomi are willing to take risks. But for China, a highly competitive traditional Eastern country, stability is still a big appeal for this part of staff, because they need work to meet their material and survival needs. Therefore, enterprise culture brings innovative spirit and more diverse talents to the company, as well as a richer product range and categories. However, for employees, enterprise culture may cause a psychological pressure for those employees, so that they will face greater work pressure in the enterprise.

4.2.7 Question Seven

7. What do you think is the impact of Xiaomi's corporate culture on Xiaomi's product range and product quality?

Two employees of the marketing department and the technical department said that Xiaomi encourages the innovative corporate culture to provide a comprehensive customer experience for Xiaomi's customers. As an eco-chain and Internet company, Xiaomi not only pays attention to a certain product, they focus on building an eco-chain enterprise. From mobile phones, smart furniture, rice cookers, smart sweeping robots, etc., Xiaomi has built a complete product ecosystem through a series of products. Through this product ecosystem, Xiaomi transfers the profit of the product to the service, thus producing many cost-effective products, and does not neglect the quality of the product.

The staff of the sales department believes that Xiaomi's corporate culture makes Xiaomi's products have high cost performance that other companies do not have. This is largely the reason why Xiaomi's loyal customers choose Xiaomi products. In turn, this part of the user has also prompted Xiaomi's products to develop in a more distant direction to meet the needs of these customers.

From the previous question, we can understand that Xiaomi's corporate culture is largely influenced by Chinese culture. In addition to the impact on Xiaomi's management, planning and strategy, this part of the impact will also affect Xiaomi's products. In order to meet a large number of Chinese users, especially young users in China, Xiaomi's biggest feature is the price performance ratio of its products. Xiaomi company needs to apply a large amount of resources to the improvement of product quality, and at the same time, it can not increase the price of the product too much. This requires starting from the design and assembly of the product, which requires improve design, production and so on. Let the technicians continue to innovate products that are different from traditional means. At the same time, Xiaomi has won a large number of loyal users in this way, but it also brings a problem to Xiaomi: lack of boutique products like the iPhone. This is undoubtedly caused by the positioning of Xiaomi's products, which also makes Xiaomi's problems in entering high-end markets such as Europe. This also hinders the pace of internationalization of Xiaomi mobile phone products.

4.2.8 Question Eight

8. Do you think that the corporate culture of Xiaomi has a great impact on the company? How these effects have contributed to the company's development

Two employees from the sales department and the propaganda department believe that Xiaomi's innovative corporate culture has attracted young customers and firmly grasped them as loyal customers of Xiaomi. Except their customers, more young people are attracted by this culture and willing to join the Xiaomi company, making Xiaomi an innovative and risk-taking young company. At the product level, Xiaomi is more willing to produce products that meet the consumption level of young people, which also makes Xiaomi develop in a direction that is in line with the aesthetics and consumption of young people. This also accumulates a large number of young customers for Xiaomi. "Everyone can enjoy the fun of technology" is the slogan of Xiaomi. Xiaomi has also overturned the traditional market in the fields of Internet TV set-top boxes, Internet smart TVs, home smart routers and smart home products. At the end of 2016, the  eco-chain companies of Xiaomi have reached 77, including the Xiaomi mobile power supply of Zimi Technology, the Xiaomi bracelet of Huami Technology, the Xiaomi air purifier of Zhimi Technology, and the Xiaomi headphone of Wanmo Acoustics. Become a star product that affects the entire Chinese consumer electronics market.

The other three employees argue that innovation not only exists in the product, but also affects the management of Xiaomi. In the Human Resources Department, Xiaomi has adopted a different employee management system to reduce the hierarchy of employees and make employees more willing to present their own opinions. The purpose is to formulate rules and systems that are conducive to enterprise development. This also enables employees to take risks that are likely to be generated by their own actions and create more innovative products and behaviors for the company.

The influence of Xiaomi's corporate culture on the company is mainly concentrated in two aspects, the first one affects the introduction of talents, and the second is the future development direction of the products. First of all, Xiaomi is an emerging Internet company, for the expansion of the company, Xiaomi needs a large number of young people to accelerate the development of the company. Second, as an Internet company, a large number of young people are needed to develop, design, and test products. This also provides talent resources for the development of Xiaomi's enterprise culture, and many young employees also pursue their value because of Xiaomi's products, such as producing cost-effective products for young people, or designing more products in line with the aesthetic needs of young users. These value appeals have prompted young Xiaomi employees to do their part to the company's development. Make Xiaomi a more dynamic, adventurous, hardworking and innovative company. On the other hand, in terms of products, it is precisely under the influence of this corporate culture that Xiaomi's products tend to be more diversified, low-cost, and efficient. In addition to the mobile phone field, Xiaomi's products cover all aspects of digital consumer, including TV, air conditioning, audio player, wearable devices, routers and so on. It said that Xiaomi's products cover all aspects of the electrical appliances available in a family. And this is also the impact of enterprise culture on Xiaomi.

Chapter Five
5.0  Conclusion and recommendations

5.1  Introduction

This chapter is a conclusion and recommendation for the entire study. It also covers the limitations of this research and how the researchers overcome these limitations. In addition, the researchers also summarize what work is needed to eliminate the limitations to improve the academic and accuracy of this research.

5.2  Limitations 

The limitations of this paper are mainly on the research methods. The research method used in this paper is interview. Since the interviewee of this research is the ordinary staff of Xiaomi, some sensitive information will be involved in the interview process. These include employee benefits, salary levels, and company status, all of which are personal privacy and business information. Therefore, in the process of interviewing, this kind of questions will be avoided as much as possible. But these more private information can often reflect internal information such as the company's operating status, which may make the research is not deep enough to get the expected results. Moreover, respondents will deliberately avoid these sensitive information and make the content of the interview can not meet the demand.

Secondly, since the interviewees came from different departments, different positions of Xiaomi Company, and different genders, which puts higher demand for for the interview design, the order of questions, and the transition of language. And because of the different education levels of the five employees interviewed, some respondents did not give an accurate answer to some of the questions to support this research, thus some of the data sources of this study are relatively narrow. This will not be conducive to the conclusion of the study. In addition, for the subject of this study ------- corporate culture, especially enterprise culture, some employees do not have enough understanding, especially for some technical personnel, such cultural problems are not understood by them. So it is difficult to give an accurate answer.

Thirdly, there are some shortcomings in the sample size of this interview. This research interviewed five Xiaomi employees, and the five employees came from five different departments. The advantage of this is that they can get information about different types of employees. Make the research results fair and objective. But for a relatively abstract concept of a corporate culture, everyone has a different understanding of their individual, thus it is very difficult to be objective enough. In addition, the answers you want to receive are completely related to the subject of the research. It is also quite difficult. Everyone's understanding of corporate culture will cause deviations in the direction of questions and answers, which also makes some content of interviews being invalid and cannot be used as a basic data for research.

Fourth, the limitations in interview time caused the research lack of interview content and depth. This interview is based on the Internet as an interview medium, and because of the 7-hour time difference between the UK and China, the interview process is relatively hasty. The five interviewees were also working for Xiaomi at the same time. They had limited spare time and it was difficult to provide enough time for interviews. Therefore, this interview was to select the  short spare time of respondents. Respondents’ responses and actual situations often have some deviations.

5.3  Conclusions

This section summarizes the development of Xiaomi Company by enterprise culture, including the impact on Xiaomi's product type and design trend. In addition, it is the influence of personal factors such as daily behavior, work environment and career development of Xiaomi employees. 

From the beginning of Xiaomi's establishment, Xiaomi's slogan is "Born for Fever", which means that Xiaomi's target of products is the ultimate performance, especially in terms of performance and design. Xiaomi's first product is to produce the best products at the lowest price, in order to meet the needs of mobile enthusiasts, which also laid the market positioning target of Xiaomi. Starting from the corporate culture of Xiaomi, this dissertation first studies the conception, definition and essence of corporate culture. Through such a group culture phenomenon, researcher deeply understand the influence of ideological aspects on Xiaomi. In terms of the status of Xiaomi Company, it belongs to a young enterprise that has been founded for ten years. The employees of the company are also composed of many young employees. They have a lot of new ideas and the spirit of taking risks. They have become the backbone of corporate development. It is precisely because of the innovation that this part of the staff created to innovate, the corporate culture used for change, making Xiaomi's product categories and products cover the field that other competitors can't match. Xiaomi's products cover all aspects of family life, including mobile phones, televisions, air conditioners, smart sweeping robots, etc., which makes Xiaomi a giant company in the field of smart consumer electronics in such a short period of time. Under the influence of enterprise culture, Xiaomi has continuously entered various fields of consumer electronics, from the first Xiaomi mobile phone to the later Xiaomi smart TV, Xiaomi intelligent air conditioner and Xiaomi smart rice cooker, which accelerated the scale of Xiaomi company. But also accumulated a large number of loyal customers, they started from Xiaomi mobile phone, will bring Xiaomi's electronic equipment into all aspects of their family. As a huge consumer electronics and Internet company, Xiaomi has a large customer base and a wide range of products, which is why Xiaomi has strong competitiveness. At the same time, under the influence of this enterprise culture, Xiaomi's high-performance products have accumulated a large number of young users, and attracted a large number of students customers, but in the high-end market competition, especially with Apple, Samsung Such a world-class mobile phone manufacturing enterprise still has a big gap. In terms of product positioning, Xiaomi, which lacks high-end models, can easily lose this part of high-end users, and this part is the product with the highest profit. Enterprise culture also played an indelible role In terms of human resource management. In terms of personnel recruitment, Xiaomi has strong demand for outstanding graduates from various colleges and universities. Because these people are between the ages of 20 and 26, they will bring a lot of energy to the various departments of Xiaomi. And this part of the staff is willing to take adventure, and they have a lot of interest in new things, therefore they are more willing to pay their personal efforts to the development of the company. In the management of personnel, employees are in a more equal environment, which will facilitate the exchange of information between employees and enterprises, make business management more smooth, and make tasks completed in a more efficient way. Despite the increase in young employees in the company, the company is full of more vitality, more efficient management and more risk-taking spirit, but for a company that needs to develop, it is not enough to have these innovative employees.Because young employees bring these advantages, they are more likely to bring some instability to the management of the company. For example, blind pursuit of equal employee relations makes it difficult for the company or team to make decisions. In addition, in terms of products, too many innovative behaviors may increase the research and development costs of enterprises and impose a burden on enterprises.

5.4  Recommendations

The concentration of this dissertation are mainly focus on two aspects, the first one is the impact of enterprise culture on Xiaomi's products. On the other hand, on human resource management, the main issues are some of the positive ways to manage Xiaomi employees under the influence of enterprise culture. First of all, for Xiaomi's products, Xiaomi has won a large market share in the market because of its wide range of products and low prices. Xiaomi has won a large number of loyal users, which also benefited from Xiaomi's market strategy, corporate culture and other factors. In particular, enterprise culture has proposed more development directions for the development of Xiaomi’s products. However, for the high-end market, Xiaomi's products show obvious shortcomings, especially facing the world's top consumer electronics giants such as Apple and Samsung. There is still a big gap, which is reflected in the lack of innovation and product appearance. Not unique, it is indistinguishable from traditional Android phones. This also makes it difficult for Xiaomi to gain sufficient competitive advantage when competing with manufacturers at the same level. At the same time, Xiaomi's advantage in the low-end market is being invaded by other competitors from China. Therefore, Xiaomi should give full play to its strong customer base and strong R&D capabilities, and vigorously promote its high-end product market. This part of the market is dominated by only a few industrial giants. For other small-scale enterprises, A market that is difficult to enter, and the high-end market of developing countries such as China and India are firmly in control, because Xiaomi has customer groups that are not owned by companies such as Apple Samsung, which are relative to other customers who are easy to turn to other companies. Xiaomi's customers are relatively loyal and highly recognized the quality of Xiaomi's products. In addition, in the consumption of many household electronic products, Xiaomi should strengthen the control of product quality, thus changing the stereotype that products of Xiaomi can only attract consumers through cheap price.

In the human resource of Xiaomi, enterprise culture should be regarded as the core concept of Xiaomi's development. Because a young giant in the field of electronic consumption, having a large number of young employees has many benefits for the future development of the company, regardless of the competitiveness of the company. The vitality of employees and the internal corporate environment are all very positive. This has played a very good role in the future strategic planning of enterprises towards a more distant and flexible development. Therefore, in the future human resource management, Xiaomi should maintain the introduction of young employees, so that Xiaomi maintains this young corporate atmosphere, which can increase the cohesiveness and motivation of new employees. At the same time, Xiaomi should also pay attention to the cultivation of core employees, not to ignore the reservations to these employees, and to cultivate and retain the outstanding employees in the enterprise through various welfare systems, because they not only receive the influence of enterprise culture in the enterprise. They deeply understand the importance of having the spirit of risk-taking and innovation in the enterprise, thus, this part of the staff will transfer such a corporate culture to more employees, so that such a good spirit can be retained. In addition, Xiaomi Company can not neglect the management of young employees. This part of the staff has brought more vitality and flexible management methods to the company, which also adds certain instability, especially for a young company such as Xiaomi. A little deviation in the strategic direction will bring difficult to eliminate the impact of the enterprise. Therefore, the degree of freedom of Xiaomi employees should be controlled within a certain range, so as to ensure the normal operation of enterprise management, and to do the premise of enterprise development, then add more innovative elements to the future development of the enterprise.
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Chapter Seven
7.0  Appendices

7.1  Interview participants 

	Participants 
	Description 
	Department

	#A
	Female, age 26 
	Marketing

	#B
	Female, age 25
	Human resources

	#C
	Male, age 31
	Technology

	#D
	Male, age 28
	Sales

	#E
	Male, age 35
	Propaganda


Basic information of the interviewees: Five employees from Xiaomi were interviewed aged between 25 and 35, two women and three men. The two women are from the marketing department and the human resources department. The three men are from the technical department, the sales department, and the planning and publicity department.

7.2 Interview questions 

1. Is the result of your work mainly the result of your personal or teamwork?

2. What is your working atmosphere? (Easy, serious, open, or conservative?)

3. Does Xiaomi Company or your department often listen to your opinions in company decision-making?

4. What kind of relationship do you think between you and your subordinates? (Is there a strict subordinate relationship?)

5. Do you think that the culture of Xiaomi is market-oriented or customer-oriented (or other)?

6. What impact do you think Chinese culture has on the corporate culture of Xiaomi?

This question wants to know whether Chinese collectivist culture has an impact on Xiaomi’s corporate culture.

7. What do you think is the impact of Xiaomi's corporate culture on Xiaomi's product range and product quality?

8. Do you think that the company culture of Xiaomi has a great impact on the company? How these effects have contributed to the company's development
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