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__________________________________________________________________________________________

Abstract: The present study examined the factors affecting the participation of team building
among employees in information technology university industry in China. This study focuses
on investigating the participation of team building. Three main constructs that are personal
characteristics, team characteristics and types of rewards are the independent variables.
Moreover, type of activities has been adopted as moderating factor to show how it affects the
relationship of independent variables and participation of team building. The quantitative
approach is adopted for the present research. A number of 384 employees among information
technology industry will be chosen as sample. The Statistical Package for the Social Sciences
(SPSS) version 20.0 will be used to analyze the data. In addition, the relationship between
dependent variable and independent variables will be examined by Pearson Correlation; the
moderation effect on the relationship will be examined by Multiple Regression. Finally, a model
on the factors influencing the participation of team building in specific context will be proposed.
Hence, the conceptual paper aims to highlights the framework for this investigation.
Consequently, the results yielded provide valuable information for participation of team
building among employees in information technology industry in China.
Keywords: Participation; Team building; Information and technology industry
___________________________________________________________________________
Introduction
Team building is revealing its importance in commercial world due to the significant benefits
it can bring to the organization, such as improvement of productivity, cohesion, effectiveness
and profitability (Fapohunda,2013). Through team building, the members of the team can work
together to achieve the organization goals. The team building also contributes on decreasing
the turn-over rate of the organization and creating a collaborative and cooperation working
environment.
Even though the benefits of team building are various, some organizations cannot get expected
results. One of the main reasons is that the participation of employees during the team building
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is low which made negative influences on the effectiveness of team building (McEwan et al.,
2016). The Information and technology industry in China plays important role for the
development of China in both Finance and technology aspects. The Information and technology
industry in China invest a lot in team building in order to improve the productivity,
competitiveness and effectiveness of the organization. But, through the feedback of team
building, most of the companies in information and technology industry in China did not get
the satisfied results due to the low participation of team building. The inappropriate team
building will not only waste the resources of the organization but also reduce the productivity
of it. As result the organization will be fail in the industry due to the inappropriate team building.
So, what are the determinations that contribute to the high participation of team is urgent issue
to be solved. The Objective of this study is to find out the factors that influence the participation
of team building in information and technology industry in China.
Literature Review
Participation of team building
Team building is a specific intervention to address issues relating to the development of the
team or improve the productivity and skills of the participants. The participation of team
building is main factor that decides the success of team building, it measures in which level the
team building participants are willing to join the team building project. The participant
participation is also foundational element in creating a positive team culture. However, the
participation of team building is complex result that is affected by various factors. According
to Richardson, Vandenberg and Richardson (2005), there are four interconnected principles for
a high-participation work Self-motivation and adaptability system, that is power, information,
knowledge and rewards. the high level of employee participation requires all the four elements
that the organization should provide.
On the other hand, Bowen and Ostroff (2004) mentioned that the participation of activity not
only require the organization’s effort but also the participant’s efforts. Employee participation
with other human resource management practices cannot be viewed in a vacuum (Kim, 2002).
To ensure the successful implementation of high-participation systems, management needs to
ensure that virtually every major feature of the organization is designed differently and the
activity is designed in the proper way considering the characteristics of participant.
Self-motivation and adaptability
Together with adaptability, self-motivation is viewed in the literatures as key elements for
participation of group activity (Schlechty, 2001). Self-motivation in the work place is defined
as the power that enforce the employees to take action and move forward.
The self-motivation will drive the participants to perform positively and accomplish the group
objective (Ryan & Deci, 2009). If the self-motivation is in the higher level, the employee will
be very ambition and want to improve himself/herself, in contrast, if the self-motivation is in
lower level, employee will lack of ambition to take part in the activity positively. According to
Ryan and Deci (2000), self-motivation is the indispensable part for the participant of group
activity.
There are various of definition for the adaptability in the workplace (Ployhart & Bliese 2006).
In the early years, Cameron (1984) stated that adaptation is the process that people adjust
himself to fit the new environment in the organization. Adaptability is crucial for organizational
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effectiveness and efficiency in this ever-changing precarious environment. Besides, Cameron
noted that the adaptability is the ability that employee could make good action in the
adaptability process. The adaptability of employees could be formed in the long and complex
process. However the high level of adaptability could not help the individual to perform well
but also the organization to accomplish the goal (Heifetz et al. 2009). Organizational adaptation
or building adaptive institution is not an easy activity. The team building is often conducted in
the new environment, so the adaptability will play positive role to improve the effectiveness of
team building such as the participation of the employees during the team building (Savickas &
Porfeli, 2012). So, personal characteristics which include Self-motivation and adaptability
should be considered as independent variables that will affect the participation of team building.
Size and leadership
Team size is one variable that has been paid surprisingly little attention during the
implementation of team building. Most of the organization only consider the financial aspect
to decide how many people should be input in the team building. However, the team size
actually will make great influences on the result of teambuilding.
The large group size will provide the organization more diversities, such as different skills and
problem-solving methods, but it also makes more conflict. On the other side smaller group also
has its own advantages and disadvantages. Group size is a factor in participation, awareness of
others, technology choice, rapport, commitment and participation. So, when organizations are
conducting team building, they should take the group size as a serious consideration.
Leadership
The leadership is essential element for the productive team. A leader in the company will
provide the right direction for the members and ensure the activity will be apply in the right
direction (Fapohunda, 2013). Often, in one team leader will plays the role in collecting the
suggestions of other members and cooperate with them to make the right decision. If there is
no leader in a team, the decision-making process will be very complex and time wasted. Leader
is also the good example for other members to understand what should do.
The leadership in the team will affect the effectiveness of the team building, as it will influence
the participation of participants. As the leadership has the supervision function which will
supervise the other members in the team to act positively. Developing high levels of
participation of employees provides significant organizational benefit in almost every
conceivable organizational metric. Leaders who are engaging their followers are making a
measurable difference in their workplace. A preferred leadership providing clear and right
direction for the followers. (Turner &Muller, 2005). There is no doubt that team characteristics
include size and leadership of the team should be considered as the independent variables of
the participation of team building.
Financial and non-financial reword
In the work place the financial rewards could be given in different ways but almost for one
purpose that is to encourage the employees to make more contribution to the company.
Financial rewards are given in the different kinds approach such as pay, transportation facility,
bonuses, pensions and health insurance. Often, employers prefer to give financial payment in
the form of commission and salary.
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Financial rewards such as remuneration have traditionally been a defining feature of the
employment relationship. In order to improve the performance of employee and encourage
employees to join the activities of organization, it is necessary for organization to understand
how to give financial reward in the proper way. Participant join the team building in different
purpose, some of them are not willing to, then the proper financial reward will be attractive for
them to involve in the team building actively.
besides the financial reward the non-financial reward is also indispensable for companies to
encourage the employees. The non-financial reward could also be given in different approaches
such as the opportunity for personal development and workplace flexibility. Some employees
are willing to forfeit high wages for non- financial rewards such as workplace flexibility.
Therefore, beside financial element, non-financial rewards are also very important attributes to
improve the performance of employee.
The performance of employees during the team building could be measured by the participation
of employees in the team building. Employee participation is based on the employee attitudes,
opinion, and opinions about the activity and these attitudes and opinions are built internally by
the firm. So, the organization should take proper action to make intervention on these aspects.
All in all, types of rewards including financial and non-financial rewards should be considered
as the independent variables of the participation of team building.
Indoor and outdoor activities
The indoor activity applies in the team building means that the activity such as games and tutor
that are hold indoors. Typically, it consists of a one (or more) day programme focused on
improvement of interpersonal relations, improved productivity or better alignment with
organizational goals.
In the team building practices, the indoor activities are often used to accomplish the goal. Due
to the different personality of employees, the indoor activity has various level attractions on
employees. For the people who like the indoor activities will involved in the team building
more. In the contrast, for those who do not like indoor activities will show less interest in the
team building, as a result they will perform negatively.
Businesses are spending hundreds of millions of dollars each year on outdoor experiential
training (OET). An examination of the typical objectives of OET programs is team building.
Outdoor team building activities are often conducted to attract participants attention, increase
their participation and in order to accomplish the goal of team building. From the previous
study, the outdoor activities are more attractive for the people who like team work and open to
cooperate with others. For the people who prefer silence, the outdoor activities seem lost its
charm. As all concerned above, the types of activity which includes in door and outdoor
activities should be considered as the moderate variable.
Conceptual Framework
Based on the literature review, the conceptual framework of this study is proposed to collect
the data. There are mainly five parts of the framework: 1) personal characteristic; 2) team
characteristic; 3) types of reward; 4) types of activity; 5) participation of team building among
employees in information and technology industry in China. The personal characteristic
contains two domains which are self-motivation and adaptability; the team characteristic
contains two domains which are size and adaptability; the types of reward contains two domains
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which are financial reward and non-financial reward; the types of activities contains two
domains which are indoor activities and outdoor activities. All the domains are assumed
significant, the research investigated the factors affecting the participation of team building
among employees in information and technology industry in China. The personal
characteristics, team characteristics and types of the reward are independent variables; type of
activities is moderate variable of participation of team building among employees in
information and technology industry in China is dependent variables. Then the conceptual
framework is proposed for the current study.

Figure 1: Conceptual Framework
Methodology
This research employed a quantitative method research with cross sectional survey design. The
quantitative method is used to investigate the relationship among variables.
Data collection method
The structure questionnaire is used to collect the data. The questionnaire contains a number of
usually closed questions that the research participants themselves can answer the questions;
hence this is also known as a self-completion or self-administered questionnaire. The
questionnaire could be administrated by different means such as by post, telephone, internet
and face to face.
Population and sample
Population of the study is considered of employees in information and technology industry in
three cities of China, namely Bei Jing and Shen Zhen. The reasons for choosing these two cities
are, they are high developed information and technology industry; they are very representative
cities in China. A total of 2.4million employees were found worked in information and
technology industry in Bei Jing and Shen Zhen. Based on simple size form of Krejcie and
Morgon (1970). At 95% confidence interval, 384 is decided as sample size for a population of
2.4 million employees worked in information and technology industry in Bei Jing and Shen
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Zhen. Based on the population and the cluster sampling method is using in this study. The
process of sampling allocation is explained through a flow chart in Figure 2.

Figure 2: Sample Allocation
Instrumentation
The questionnaire contains two sections. The section A is designed to gather the respondent’s
demographic information on age, gender and level of education. The B contains items on
leadership, size, self-motivation, adaptability, financial support, non-financial support, indoor
activity, outdoor activity as well as the participation of employees in formation and technology
industry in China.
Section A contains 3 items
Section B 54 items
6 items on participation of employees in information and technology industry in China
6 items on leadership
6 items on size
6 items on financial support
6 items on non-financial support
6 items on indoor activity
6 items in outdoor activity
6 items on self-motivation
6 items on adaptability
Method of analyzing data
Generally, many studies use the Statistical Package for the Social Sciences (SPSS) version 20.0
as the statistical tool to test and examine the structures and hypotheses of studies. In this study,
firstly, the descriptive frequency statistics will be tested by using SPSS. This could help to
represent a large volume of data, especially the demographic data trends. Secondly, the One
Way ANOVA will be applied in this study to analyze the differences between two or more
groups. The p-value (p<0.05) will be used to test the statistical significance (Hair et al., 2010).
Thirdly, the hypotheses in this study will be tested by using SPSS. This software could estimate
the relationship between the latent variables as well as the relationship between the latent
variables and their indicators. So, pilot study will be conducted to analyze the validity and
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reliability of measurement model. And then the path coefficients will be used to determine the
relationships between variables. Additionally, stepwise multiple regressions will be used to
gather the significant components of factors in terms of contributing towards establishing the
dominant factors and their influence so that a model can be proposed. In short, this method is
suitable for testing the hypotheses in this research
Conclusion
The study sought to explore the factors affecting the participation of team building among
employees in information and technology industry in China. The participation of team building
is decided by many factors. The information and technology industry in China should make the
influencing factor into consideration to make the effective team building and improve the
participation of participants. The results yielded of current study will provide valuable
information for effective team building among employees in information and technology
industry in China. Future research is needed to expand the effectiveness of team building based
on the factors of the framework in this paper.
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