International Social Sciences and Business Research Conference [1]
1*" International Symposium on Gastronomy and Sustainable Tourism

23-25 August 2024 @ Suan Dusit University, Thailand

PAST, PRESENT, AND FUTURE OF NIGHT
TOURISM (A LITERATURE) REVIEW

Sungmin KIM!
1 Tourism Research Institute, Hanyang University, Korea; whoausm@hanyang.ac.kr

ARTICLE HISTORY
Received: 31 July 2024 Revised: 14 August 2024 Published: 24 August 2024

ABSTRACT

Night tourism, which focuses on activities and experiences available to tourists after sunset,
has gained considerable attention in urban destinations worldwide. This study aims to examine
the flow of research from the past to the present through a comprehensive review of papers
published since the 2000s when the research topic of night tourism was studied. In addition,
this paper proposes how night tourism should proceed in the future research direction. As a
result of previous studies, in the past, night tourism has been activated as a negative image such
as commercialization, gentrification, and entertainment. In recent years, as festivals and events
that occur at night as the tourism industry have occurred, research focused on the tourists-
perceived value and the functional aspects of night tourism has been conducted. Since the
concept of night tourism has been reexamined, it has become apparent that there are insufficient
research topics. To advance our knowledge, future research necessitates thorough exploration
and analysis of diverse methodologies and approaches, including experimental, observational,
and theoretical techniques. This comprehensive approach will enable a deeper understanding
and richer discussion of the subject matter.
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INTRODUCTION

Global business has recently played an important role in driving the national economy and
society’s well-being, creating an interest for the government in promoting foreign investment
to expand business opportunities. However, the most important thing for business
entrepreneurs is to be aware of unfamiliar business landscapes and environments, including
economic, political, religious, cultural, and economic factors (Chandler & Graham, 2010; Peng,
2021; Haseeb et al., 2019; Onputtha & Siriwichai, 2021). Haseeb et al. (2019) revealed that
global leaders will have to consider the environment for achieving business objectives. One of
the biggest issues for international business is the concern about relationship-oriented cultural
acceptance. Hofstede (1984) as well as Mujtaba et al. (2021) advocated that relationship-
oriented culture plays a significant role in the business environment since it can help business
entrepreneurs consider it when deciding to do business internationally, especially in Asian
countries including China, Iran, Afghanistan, India, and Thailand.

Indeed, the relationship-oriented culture is vital for supplier relationships (Glavee-Geo &
Engelseth, 2018) as well as for entrepreneurial intentions because of their advantages in
recognizing business opportunities and utilizing external resources (Hu et al., 2019). Also,
Ketipearachchi (2021) revealed that cultural considerations can have an influence on
international business relationship management and negotiations. In terms of communication
performance, the study by Peelen and Beltman (2013) claimed that working in a relationship-
oriented culture may assist employees in being brave enough to exhibit their genuine selves,
possessing both intellectual and emotional intelligence, and coming across as authentic, among
other things. Therefore, the manager should then put more effort into building positive
relationships among the employees in order to achieve the organizational commitment (Chin
& Lee, 2015).

Acceptance and adaptation to cultural differences, on the other hand, cannot influence internal
communication among employees and stakeholders. There are other factors that can play
mediating role between relationship-oriented cultural difference acceptance and
communication performance. Hu et al. (2020) recommended that, in the context of cultural
acceptance and adjustment, cultural intelligence can significantly mediate and enhance
academic and social adjustment to improve expatriate cross-cultural behavior. Lensmann
(2017) revealed that corporate language policy together with understanding employees' local
context and viewpoint can help overcome the barriers in organizational communication.
Additionally, Moreover, Weinzierl (2021) also advocated that the cultural diversity issue in
internal communication can be resolved when the company can implement corporate language
to share information, vision, and news with subsidiaries, alleviating the problem of cultural
diversity and improving team collaboration. However, there are few studies revealing the
relationship among relationship-oriented cultural difference acceptance, corporate language,
and communication performance.

In lines with such importance, this study therefore investigated the influence of relationship-
oriented cultural difference acceptance on communication performance through corporate
language. The Thai electronic industry was selected in this study since it has a significant
impact on the Thai economy and plays a significant role in the manufacturing industry
(Jermsittiparsert et al., 2019; Phruksaphanrat & Kamolkittiwong, 2022). The findings of this
study could have practical implications for organizational managers to emphasize the
importance of corporate language consideration, as well as provide theoretical contribution to
previous literature.

This research aims at investigating the influence of relationship-oriented cultural difference
acceptance on communication performance through corporate language in the electronic
industry.



LITERATURE REVIEWS

Relationship between Relationship-oriented Cultural Difference Acceptance and
Corporate Language

A relationship-oriented culture is critical, particularly in China’s impact nations, including
Thailand (Hsu & Lee, 2012, Mujtaba et al., 2021). Geert Hofstede coined the term
"relationship-oriented culture," defining it as a culture that emphasizes the value of
interpersonal relationships inside an organization (Hofstede, 1984). People in a relationship-
based organization prioritize hierarchical order and harmony (Hofstede & Bond, 1988).
Chandler and Graham (2010) said that relationship-oriented cultures refer to a society that
recognizes the interaction between individuals in a high-contextualized and collectivistic
society. In order to have well management of relationship-oriented cultures, corporate language
has been used as the corporate tool to share information, vision, and news with subsidiaries,
alleviating the problem of cultural diversity and improving team collaboration (Weinzierl,
2021). Marschan-Piekkari et al. (1999) supported that corporate language is important for
international HRM activities to operate business activities around the globe. Consistently,
Serensen (2005) said that corporate language is a tool that businesses use to manage internal
communication between organizational units. Corporate language can include organizational
information and news through online content, press releases, annual reports, and advertising
slogans, among other things (Lionbridge, 2019). Therefore, the organization that is based on
relationship-oriented culture requires to focuses on having corporate language in order to help
build stronger relationship among its employees. Literally, it can be concluded that
relationship-oriented cultural difference acceptance can have positive relationship with
corporate language. Accordingly, the following three hypotheses derived for this study:

H1: Relationship-oriented cultural difference acceptance influenced corporate language.
Relationship between Relationship-oriented Cultural Difference Acceptance and
Communication Performance

The impact of a relationship-oriented culture can establish the linkage to supervisorial tasks
such as supervising and monitoring as well as teamwork aspects including team
communication, which can also link to create individual competency, risk perception, and
practices in the organization (Hsu & Lee, 2012). Nordvall and Pastuhov (2020) studied the
knowledge-oriented and relationship-oriented roles influencing labour movement parties in
Sweden and revealed that labour movement parties in Sweden required tools such as training
for ideological, skilled, leading, internal positioning and distinction, and social infrastructure
development. Also, Breevaart and Vries (2021) investigated the relationship-oriented
personality of first-year psychology students at a Dutch university towards being a follower
according to HEXACO personality traits, and found that most participants preferred a
relationship-oriented leader since it can create better trust, confidence, relationships, and
communication ability. However, relationship-oriented culture also has drawbacks. It was
found that corruption can be established because of relationship-oriented culture (Chandler &
Graham, 2010). Furthermore, Akin (2019) and DiRienzo (2019) discovered that there is a
possibility that relationship-oriented culture can be linked to corruption.

Aside from the consideration of relationship-oriented culture, the most recent trend associated
with such a culture is cultural difference (Jiang et al., 2019). This subject has been widely
addressed in every industry since the dynamic environment encompassing technological,
societal, political, and economic changes. Many organizations hire newcomers with diverse
skills, beliefs, and nationalities to work and diversify business outcomes such as creating
innovation, increasing profitability, developing organizational images, and entering
international markets (Lou & Noels, 2019; Ladge & Little, 2019; Litzky et al., 2020). In
contrast, cultural differences can also be linked to the discovery of significant drawbacks such
as conflict, communication performance, and team disagreement. Therefore, concepts such as
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cultural difference acceptance, adaptation, or adjustment was developed. In the literature
review, the cultural difference acceptance can be defined as the issue of dealing with the
cultural difference that individuals are encountering (Hua et al., 2019). From Chen’s study
(2019), it disclosed that cultural difference acceptance can decrease work stress and increase
job involvement in the high-tech industry. Lou and Noels (2019) also discovered that cultural
difference acceptance can influence intercultural communication in Canada. Accordingly, the
following three hypotheses derived for this study:

H2: Relationship-oriented cultural difference acceptance influenced communication
performance.

Relationship between Corporate Language and Communication Performance

Corporate language has been used as the corporate tool in internal communication among
international HRM activities, including staff selection, training and development, and
international assignments, in order to operate business activities around the globe (Marschan-
Piekkari et al., 1999). Also referred to as corporate language, corporate language is a tool that
businesses use to manage internal communication between organizational units (Serensen,
2005). Furthermore, Lionbridge (2019) defined corporate language as a tool for communicating
both within and outside of an organization through the use of words and images to convey
organizational information and news through online content, press releases, annual reports, and
advertising slogans, among other things. Basically, corporate language improves efficiency by
resolving misperceptions, cutting costs, avoiding time-consuming translations, and fostering a
sense of belonging and togetherness in the workplace (Marschan-Piekkari et al., 1999;
Serensen, 2005; Lionbridge, 2019). The study carried out by Peltokorpi and Yamao (2017) also
supported the idea that corporate language can help frequently share vision and communication
among employees. However, the study conducted by Lauring and Klitmeller (2015) revealed
that five contextual factors, including level of formality, media slant, group size, power
disparity, and relationship strength, can influence avoidance behavior in corporate’s second
language encounters.

According to Lensmann (2017), employees' local context and viewpoint must be taken into
account in the implementation of corporate language policy by management. Weinzierl (2021)
also found that cultural diversity can be a barrier to internal communication, so if the corporate
language is properly implemented and information is shared with subsidiaries, this can help
alleviate the problem of cultural diversity and improve team collaboration by reducing
language barriers. Based on the study by Peltokorpi and Zhang (2022), the results from
interviews with 79 assigned expatriates in two host countries—China and Japan—revealed that
the language identification-based typology of diversified cultural expatriates is significant for
employees’ workplace manifestations. Based on the significance of corporate language on
communication performance, following hypotheses is developed:

H3: Corporate language influenced communication performance.

Relationship among Relationship-oriented Cultural Difference Acceptance, Corporate
Language, and Communication Performance

Acceptance and adaptation to cultural differences significant to communication performance
as mentioned by various studies including (Hsu & Lee, 2012; Jiang et al., 2019; Breevaart &
Vries, 2021). However, relationship-oriented cultural difference acceptance is not sufficient to
improve internal communication among employees and stakeholders. It needs more other
factors such as corporate language policy that can help create employees’ understanding and
viewpoint in order to improve organizational performance (Lensmann, 2017). Moreover,
Weinzierl (2021) revealed that corporate language to share information, vision, and news with
subsidiaries can help alleviate the problem of cultural diversity and improve team
collaboration. When the organization has corporate language that is appropriate for their
employees, it can lead to have communication performance. Aligning with the literature
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review, it was found that there was a relationship among relationship-oriented cultural
difference acceptance, corporate language, and communication performance. Accordingly, the
following three hypotheses derived for this study:

H4: Relationship-oriented cultural difference acceptance influenced communication
performance through corporate language.

From the literature review, the conceptual framework can be drawn as shown in Figure 1

Corporate Language

H3
H1
Relationship-oriented H2 . oL
. Communication
Cultural Difference
H4 Performance

Acceptance >

Direct Effect >

Indirect Effect g

Figure 1 Conceptual Framework

RESEARCH METHODOLOGY

In response to examining the effect of relationship-oriented cultural difference acceptance on
communication performance through corporate language in Thai electronic industry, the study
was then designed to adopt a quantitative research approach. The population in this study
consisted of 371,340 employees from 618 companies. Due to the studied sample size
calculation by Cochran (1977), 400 employees working in multinational electronic industry in
Thailand were selected at a confidence level of 95%. A sampling method focused on using
purposive and convenience sampling techniques. A questionnaire has four parts. For the first
part of the questionnaires, it includes the demography such gender, age, education, marital
status, and salary. Then, the second to the fourth parts are on a Likert scale with 1-5 rating-
scales from 1 meaning "extremely disagreeable" to 5 meaning "extremely agreeable" to study
relationship-oriented cultural difference acceptance (RbCA), corporate language (CL), and
communication performance (CP) with 5, 7, and 6 observed variables, respectively.

Before the instrument was applied for data collection, the item-objective congruence (I0C) and
reliability test of the questionnaire through Cronbach’s alpha were systematically conducted.
From the investigation, the result revealed that the IOC was equal to 0.88 and Cronbach’s alpha
was obtained at 0.874, illustrating the sufficient quality of the research tool (Polit & Beck,
2006; Hair et al., 2012). To get the data, this study sent questionnaires to employees at different
companies that make and sell electronic products and services.

Regarding data analysis, the descriptive statistics, including frequency, percentage, mean,
standard deviation, skewness, and kurtosis, were employed. Besides, structural equation
modeling as well as confirmatory factor analysis with contemplating good-fit indices, and
convergent and discriminant validity implied by factor loading (FL), composite reliability
(CR), average variance extracted (AVE), correlation matrix, and square root of AVE were
administered. The studied model was expected to produce satisfied good-fit indices
(Tabachnick et al., 2007). However, the model allowed to be adjusted based on modification
indices when the model was judged not fit (Knekta et al., 2019). To address the achievement
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of a focused objective, the results are reported in a descriptive and tabulated pattern. All the
details are portrayed in the following section.

RESEARCH RESULTS

Respondents’ Profiles and Studied Variables

Most of the respondents were female (232 people, or 58.0%) if compare with male (168 people,
or 42.0%). Considering the respondents’ age, the result indicated that the majority of the
employees aged 21-30 years old (162 persons, or 40.5%), followed by the ages between 31-40
years old (158 persons, or 39.5%) and 41-50 years old (60 persons, or 15.0%). However, the
least number of respondents was about employees aged between 20 and 50 years old (equally,
10 people, or 2.5%). In terms of educational level, the highest level was that employees had
graduated with a bachelor’s degree (345 people, or 86.3%). In the meantime, employees
obtained master’s degrees and below bachelor's degrees (39 people, or 9.8% and 12 people, or
3.0%, respectively).

The result, additionally, revealed that 4 employees (1.0%) are having a higher master’s degrees.
Considering employees’ marital status, almost two thirds are married (276 people, or 69.0%)
and the others were single and divorced (95 people, or 23.8% and 29 people, or 7.3%,
respectively). This research also showed that most of the respondents received 25,001-35,000
baht per month (160 people, or 40.0%). The second order represented the numbers of the
respondents gaining 15,001-25,000 baht per month (142 people or 35.5%). The third place was
that about 56 people (14.0%) earned a monthly income of less than 15,000 baht. The last one
was of 42 employees (10.5%) who got over 35,001 baht per month. Concerning the
respondents’ working positions, there were about 338 employees (84.5%) in operational staff
positions. This was followed by the staff working as the head of division or department (56
people, or 14.0%) and as the executive/manager (6 people, or 1.5%).

Relationship-oriented Cultural Difference Acceptance, Corporate Language, and
Communication Performance

Table 1 displays the mean, standard deviation, and interpretation of related variables. Class
interval for data interpretation uses the reference from Best & Kahn (2006). The findings
addressed those respondents who highly agreed on relationship-oriented cultural difference
acceptance, and that it was vital to acknowledge the relationship-oriented cultural
diversification in the organization. Meanwhile, employees were encouraged to extremely agree
on corporate language and communication performance, implying that employees attempted to
improve corporate communication skills as well as understand symbols and images. In
addition, skewness and kurtosis, which were considered for assessing normal data distribution,
were acceptable since their values ranged between + 3.00 (Curran et al., 1996; Kline, 2005).

Table 1 Mean, Standard Deviation and Interpretation of Related Variables
Variables Mean Std. Deviation = Skewness Kurtosis Agreeable Level
Relationship-oriented Cultural Difference Acceptance

RbCA1 4.155 0.779 -0.788 0.595 Agreeable

RbCA2 4238 0.814 -0.937 0.539 Extremely Agreeable
RbCA3 4.283 0.874 -1.080 0.460 Extremely Agreeable
RbCA4 4.250 0.903 -1.028 0.239 Extremely Agreeable
RbCAS 4.035 0.909 -0.975 0.903 Agreeable

Overall 4169 0.727 -1.277 1.622 Agreeable
Corporate Language

CL1 4347 0.646 -0.593 -0.097 Extremely Agreeable
CL2 4.540 0.655 -1.222 0.746 Extremely Agreeable

CL3 4.558 0.642 -1.270 0.943 Extremely Agreeable
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Variables Mean Std. Deviation = Skewness Kurtosis Agreeable Level
CL4 4.670 0.580 -1.655 2.081 Extremely Agreeable
CL5 4.588 0.577 -1.053 0.118 Extremely Agreeable
CL6 4.718  0.498 -1.507 1.325 Extremely Agreeable
CL7 4.623  0.553 -1.212 0.999 Extremely Agreeable
Overall 4.578 0.453 -1.524 2.228 Extremely Agreeable
Communication Performance

CP1 4.455 0.582 -0.514 -0.671 Extremely Agreeable
CP2 4315 0.676 -0.528 -0.547 Extremely Agreeable
CP3 4.240 0.647 -0.444 0.069 Extremely Agreeable
CP4 4.133  0.686 -0.410 -0.008 Agreeable

CP5 4.225 0.675 -0.453 -0.184 Extremely Agreeable
CP6 4.500 0.641 -1.147 1.571 Extremely Agreeable
Overall 4311 0.476 -0.748 0.256 Extremely Agreeable

Note: RbCA1-5 refers to the items for Relationship-oriented Cultural Difference Acceptance,
CL1-7 refers to the items for Corporate Language, CP1-6 refers to Communication

Performance

Model Development, Convergent Validity, and Discriminant Validity
The crucial point for evaluating model, confirmatory factor analysis with good-fit indices was
firstly performed and analyzed. The results revealed that good-fit indices (Cmin/df of 1.523,
P-value of 0.001, GFI of 0.960, AGFI of 0.930, RMR of 0.022, RMRSEA of 0.036, TLI of
0.981, CFI of 0.988, and NFI of 0.966) were acceptable. After that, factor loadings, composite
reliability, average variance extracted, correlation matrix, and square root of AVE were
depicted in Table 2 and Table 3.

Table 2 Factor Loadings and Normal Distribution

Variables

Relationship-oriented Cultural
Difference Acceptance

Corporate Language

Communication

Performance

RbCAl
RbCA2
RbCA3
RbCA4
RbCAS
CLI
CL2
CL3
CL4
CL5
CL6
CL7
CP1
CP2
CP3
CP4
CP5
CP6

0.553
0.704
0.825
0.966
0.812

0.749
0.777
0.708
0.688
0.647
0.648
0.564

0.660
0.588
0.596
0.571
0.600
0.719

Note: RbCA1-5 refers to the items for Relationship-oriented Cultural Difference Acceptance,
CL1-7 refers to the items for Corporate Language, CP1-6 refers to Communication

Performance



Table 3 Composite Reliability, Average Variance Extracted, and Square Root of AVE

Variables CR AVE RbCA CL CP
RbCA 0.886 0.615 0.784

CL 0.861 0.471 0.156 0.686

CP 0.749 0.390 0.112 0.688 0.624

Note: CR: Composite Reliability, AVE: Average Variance Extracted, RbCA: Relationship-
oriented Cultural Difference Acceptance, CL: Corporate Language, CP: Communication
Performance, Bold values in diagonal line display the square root of AVE

From Table 2, the analysis of factor loadings revealed that the variance was extracted
sufficiently since its values (0.553-0.966) were within the acceptable cut-off point of 0.50 (Hair
et al.,, 2012). In the meantime, Table 3, analyzing composite reliability, average variance
extracted, and square root of AVE, addressed the assessment of convergent and discrimination
validity. The result posited the good constructs even though the AVE square root value of CL
(0.686) and CP (0.624) was less than the correlation matrix value of the mentioned pair (0.688),
indicating failure to discriminant validity; they are significant to the study and this research
allows them to be highly correlated (Henseler et al., 2015).

Finalized Model and Hypothesis Analysis

After the model investigation using confirmatory factor analysis (CFA) was conducted, the
finalized model through the employment of structural equation modelling was derived (shown
in Figure 2). The determining indicators, including t-value, z-value, and p-value, were judged
for hypothesis analysis, and essential indices, including standardized estimate, unstandardized
estimate, and standard error, were considered for describing the influential power of effect
prediction on variables (shown in Table 4).

Corporate
Language

Relationship-
orented
Cultural

Dafference

Cmin/df = 1.517, P-value = 0.001, GFI = 0.960, AGFI = 0.931, RMR = 0.022, RMRSEA =
0.036, TLI = 0.981, CFI = 0.988, NFI = 0.966

Figure 2 Finalized Model
Note: RbCA1-5 refers to the items for Relationship-oriented Cultural Difference Acceptance,

CL1-7 refers to the items for Corporate Language, CP1-6 refers to Communication
Performance
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Table 4 Standardized Estimate, Unstandardized Estimate, Standard Error, t-value, z-value, and

p-value
Variables B b S.E. t-value P-value
H1: RbCA - CL 0.286 0.132 0.027 4.841 oAk
H2: RbCA - CP -0.001 0.000 0.022 -0.012 991
H3:CL - CP 0.882 0.851 0.089 9.534 oAk
Standardized Indirect Effect Sobel Test, Z-value
H4: RbCA - CL - CP 0.252 4.334 roAx

Note: B refers to standardized estimate, b refers to unstandardized estimate, S.E. refers to
standard error, RbCA: Relationship-oriented Cultural Difference Acceptance, CL: Corporate
Language, CP: Communication Performance, *** = significant level as of .001

Table 4 demonstrated the analysis of hypothesis examination and the influential power of effect
prediction on variables. In terms of investigating proposed hypotheses, the results concluded
that H1: relationship-oriented cultural difference acceptance influenced corporate language and
H3: corporate language influenced communication performance were supported at a
statistically significant level as of .001. Moreover, to consider the hypothesized study on
mediating effects, H4: relationship-oriented cultural difference acceptance influenced
communication performance through corporate language was also disclosed to be supported
with full mediation (p-value =.001). Nevertheless, the hypothesized statement (H2) stating that
relationship-oriented cultural difference acceptance influenced communication performance
was not supported since its p-value was .991, which is higher than .05.

DISCUSSION & CONCLUSION

After addressing the study objective aimed at investigating the influence of relationship-
oriented cultural difference acceptance on communication performance through corporate
language in the electronic industry, the findings summarized that relationship-oriented cultural
difference acceptance influenced corporate language and the corporate language had a positive
effect on employee communication performance at a statistically significant level of .001.
However, the relationship-oriented cultural difference acceptance did not have direct influence
on communication performance, it had indirect influence on communication performance. In
other words, the corporate language plays a vital role in fully mediating the positive effect of
relationship-oriented cultural difference acceptance on communication performance at a
statistically significant level as of .001. According to the study result, it can be discussed that
when employees who can understand the significance of having a good relationship with other
employees in the workplace can result in similarly perceiving the same corporate language such
as symbols, jargon, images, or abbreviations which can then influence employee’s
communication performance.

Nevertheless, it can be observed from the study that acceptance towards relationship-oriented
cultural differences cannot be relied upon to improve communication performance in the
studied industry. It requires corporate language to act as the linkage among employees’
communication performance. Consequently, it is relatively obvious that relationship-oriented
cultural difference acceptance can increase employees’ communication performance, resulting
in better employee understanding of organizational policies and work assignments as well as
improved personal relationships in the electronic industry via promoting corporate language,
such as encouraging employees to learn and practice using organizational symbols, jargon,
images, or abbreviations.

The discussion portrayed in this study was also consistent with the study done by Weinzierl
(2021), who revealed that corporate language can help alleviate the problem of cultural
diversity and improve team collaboration. In addition, there were similar results from the study
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conducted by Peltokorpi and Zhang (2022), who interviewed 79 assigned expatriates in two
host countries—China and Japan—and found that the language identification-based typology
of diversified cultural expatriates is significant for employees’ workplace manifestations. This
is also consistent with the study by Peelen and Beltman (2013), who claimed that working in a
relationship-oriented culture may assist employees in being open to communicating with
others.

The study found in this article can provide two main contributions: managerial and theoretical
issues. For managerial contribution, managers in international companies can acknowledge and
confirm that the corporate language can reveal the relationship between relationship-oriented
cultural difference acceptance and communication performance. Therefore, they could
emphasize building effective internal language, including words and visuals, to convey
organizational information and news through online content, press releases, annual reports, and
advertising slogans, among internal employees. The positive results of internal employee
communication can be linked to resolving misperceptions, cutting costs, avoiding time-
consuming translations, and fostering a sense of belonging and togetherness in the workplace
(Marschan-Piekkari et al., 1999; Serensen, 2005; Lionbridge, 2019). In addition, employees
working in cultural diversity can have better internal communication and team collaboration
when there is implementation of corporate language (Weinzierl, 2021). For theoretical
contribution, the study can confirm that acceptance and adjustment of cultural differences
cannot alone influence internal communication among employees and stakeholders, since the
result revealed that corporate language has full mediation on the relationship between
relationship-oriented cultural difference acceptance and communication performance. In
addition, this study can add to a few literatures on studying the relationship between
relationship-oriented cultural difference acceptance and communication performance via
corporate language.

However, this study has some limitations that must be considered that can potentially lead to
an improved future. Begin with the limitations related to the research approach were taken into
account since this study had emphasis on adopting a quantitative approach. Consequently,
future research may utilize other research approaches, for example, qualitative concepts.
Through the use of in-depth interviews, focus groups, and other qualitative data collection
techniques, it may be possible to gain a deeper insight into how corporate language can
strengthen the relationship between relationship-oriented cultural difference acceptance and
communication performance. Another consideration of likely limitation may focus on a single
industry being selected, which may create the impossibility of generalizing the research result
to another industry. As a result, based on the discussion, future research may extend the study
towards other industries and employ comparison analysis across them. The incoming result
may probably establish the enhancement of communication effectiveness. Lastly, the possible
limitations may involve the profound variables employed in this study. The other determining
factors such as organizational behaviors, working atmosphere, agile culture, and others seem
to have a possible trend in establishing successful communication.
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