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Nowaday,  organizations  have  to  face  a  dynamic  environment,  where  change 

seems the only constant. In order to meet this challenge, organizations are forced to 

enhance  effectiveness  in  activities,  be  flexible  in  response  to change,  and  fully  use 

their intellectual capital. Organizations need to adopt modern management strategies 

to  cope  with  global  business  challenge,  build  and  sustain  competitive  advantage, 

adapt to environmental change continuously, and use core competences to add value 

in order to build high performance organizations (HPOs). To rebuild the organization, 

the leader is considered to be one of the most critical factors that plays a significant 

role in HPOs. The objectives of this research study are: (1) investigate and explore the 

relationship  between  leadership  styles  and  HPOs  for  the  publicly-listed  firms  in 

Thailand,  and  (2)  to  discover  and  explain the  relationship  between  the  independent 

variables,  leadership  styles,  and  the  dependent  variable, HPOs.  In  order  to  achieve 

these  objectives,  the  concepts  of  HPOs’  measurements  based  on  non-financial  and 

financial  performance  measures,  together  with  the  concept  of  transformational 

leadership  styles,  are  intergrated  into  the  proposed  research  model.  The  proposed 

variables  constituting  the  research  model  were  systematically  defined  and 

operationalized.  The  proposed  transformational  leadership  styles  considered  as 

associating  with  HPOs  include:  idealized  behaviors,  inspirational  motivation, 

intellectual  stimulation,  individualized  consideration,  idealized  attributes,  response 

quickly to change, create distinct performance, and effective monitoring. 

 



 iv

A  survey  questionnaire  was  conducted to  identify  the  primary  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs) for the large, medium, and small publicly listed firms in the Stock Exchange 

of Thailand (SET). The quantitative analysis method was conducted through two main 

statistical  techniques:  Factor  analysis  and  Pearson  correlation  analysis  in  order  to 

enhance understanding of the research findings. 

The  statistical  results  of  the  research  study  indicate  that  based  on  the 

respondents’ perspective, six transformational leadership styles were found as having 

association  with  HPOs  in  relation  to  the non-financial  performance  measurement.  It 

would  appear  that  in  order  to  enhance organizational  non-financial  performance  to 

become  HPOs,  leaders  in  organizations should  do  the  following:  (1)  communicate 

values  and  beliefs;  (2)  motivate  subordinates  to  achieve  goals;  (3)  seek  different 

perspectives  to  solve  problems;  (4)  support  and  spend  time  with  subordinates;  (5) 

respond to change; and (6) sustain competitive advantage. Correspondingly, based on 

respondents’  perception  of  their  immediate supervisors,  all  eight  transformational 

leadership  styles  have  an  association with  HPOs  in  non-financial  performance 

measurement.  Accordingly,  in  order  to  enhance  organizational  non-financial 

performance  to  become  HPOs,  leaders  in  organizations  should  (1)  communicate 

values  and  beliefs;  (2)  motivate  subordinates  to  achieve  goals;  (3)  seek  different 

perspectives  to  solve  problems;  (4)  support  and  spend  time  with  subordinates;  (5) 

instill pride in subordinates; (6) respond to change; (7) sustain competitive advantage; 

and (8) coach and provide feedback to subordinates. 

To  conclude,  the  dissertation  aims  to  provide  additional insight  into  the 

definitions,  characteristics,  and  determinants  of  HPOs  and  the  leadership  field  by 

contributing  to  the  future  development  of the  study  areas.  The  leadership  styles  in 

organizations are the most crucial factors for creating HPOs and enhancing leadership 

competence; for instance, cultivating positive supervisor-subordinate relationship and 

developing  effective  work  expertise.  The  research  results  supported  the  notion  that 

transformational  leadership  styles  have  associated  with  high  performance 

organizations  (HPOs)  in  non-financial  and financial  performance  measurements  for 

large, medium, and small publicly-listed firms in Thailand. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1  Statement and Significance of the Problem 

 

1.1.1  Introduction to the Problem 

“Today’s  organizations  have  to  face  a  turbulent  environment,  where  change 

seems  the  only  constant  (Castka,  Bamber,  Sharp  and  Belohoubek,  2001:  123).”  “To 

meet  this  challenge,  organizations  are  forced  to:  accelerate  and  make  effective  all 

activities,  be  flexible  in  response  to  change  in  the  external  environment,  improve 

quality, reduce cost, and fully use their intellectual capital (Castka et al., 2001: 123).” 

As in the 21st century, businesses are conducted in a changing global environment and 

under  a  new  management  paradigm.  Businesses  need  to  adopt  contemporary 

management strategies to cope with global business challenges, and build and sustain 

the  organizational  competitive  advantage.  Businesses  design  dynamic  strategies  to 

become  the  global  champion.  Thus,  organizations  need  to  adapt  to  environmental 

change continuously to serve the demand of the market and customers by creating and 

enhancing  flexible  management,  using  core  competencies  to  add  value  to  the 

organization  and  developing  structures,  concepts,  procedures  and  instruments  to 

maintain  core  competencies  in  order  to  build  a  high  performance  organization.  The 

complexity  and  competitiveness  of  globalization  in  business  environments  require 

that  companies  continuously  raise  their  business  performance.  Organizational 

performance  has  become  highly  salient  in  recent  years  because  of  the  increased 

intensity  of  global  competition  (Scott, 2003:  1).  Top  performance  increasingly 

demands excellence in all areas, including leadership, productivity, and adaptation to 

change,  process  improvement,  capability  enhancement,  organizational  culture,  and 

corporate governance. It seems that improved organizational performance is the way 

to lead business to success and also to enhance competitive advantage. To meet this 
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challenge,  organizations  are  forced  to  move  forward  to  become  high  performance 

organizations (HPOs). 

Ghosh and Mukherjee (2006: 60), in their journal of commerce “Measurement 

of  Corporate  Performance  through  Balance Scorecard:  An  Overview,”  stated  that 

“performance  is  the  final  result  of  all  activities.”  “In  evaluating  performance,  the 

emphasis is on assessing the current behavior of the organization with respect to its 

efficiency  and  effectiveness  (Ghosh  and  Mukherjee,  2006:  60).”  It  is  the  process  of 

performing  any  actions  or  activities  to  achieve  organizationally-specified  goals  and 

quantifying the efficiency and effectiveness of actions. In recent years, there has been 

a  strong  interest  in  creating  and  identifying  the  characteristics  of  high  performance 

organizations  (HPOs).  “This  interest  has been  fired  by  the  rapid  changes  in  the 

competitive environment of companies” (Laudicina, 2005 quoted in De Waal, 2007: 

179),  forcing  them  to  “adapt  faster  and  faster  to  growing  international  demands  for 

flexibility and speed and to compete simultaneously on the basis of the development 

cycle time, price, quality, flexibility, fast and reliable delivery, and after-sales support 

for their products (Kasarda and Rondinelli, 1998 quoted in De Waal, 2007: 179).”  

In addition, Mario Gandelsonas (1999: 1-13) in his article “High Performance: 

Blueprint  for  Building  High  Performance  Organizations,”  stated  that  even  though 

organizations are performing well the leaders need to enhance the performance even 

further. This means that in fact, such organizations really want to be high performance 

organizations  (HPOs)  in  order  to  meet business  challenges  and  to  solve  the  real 

problems  that  such  organizations  are  experiencing.  Indeed,  there  are  only  a  few 

organizations that truly deserve to be called high performance organizations (HPOs). 

The organizations’ leaders are the ones that decide when excellent performance is met 

or whether the organizations need to move further to higher performance. To consider 

rebuilding  the  organization,  the  leader  will want  to  ensure  that  the  organization’s 

strategic  foundation  is  strong.  High  performance  requires  clear  focus  and  the  leader 

needs  to  know  where  is  the  position  of  organization  among  their  competitors. 

Organizations know that high performance means outperforming competitors over the 

long run, knowing the organization’s true strengths and weaknesses, and also focusing 

on  the  competitive  strengths  and  taking advantage  of  them. “High  performance 

organizations  remain  competitive  through  successive  generations  of  leaders.  This  is 
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not  a  coincidence,  it  is by  design—their  leaders  build  their  organizations  for 

adaptation, innovation, and lasting success (Shapiro, 2000: 1).” 

In order to be a high performance organization (HPO), there are many critical 

questions  that  organizations  need  to  be  concerned  with,  as  follows  (Gandelsonas, 

1999: 4-5):  

 

(1)  Is  your  organization  the  industry  champion?;  (2)  Does  your 

organization achieve sustainable and profitable growth?; (3) Does your 

organization consistently outperform the capital market index?; (4) Does 

you  organization  have  qualified  product  and  organizational  structure?; 

(5)  Does  your  organization  deserve  to  be  called  a  dynamic 

organization?;  (6)  Is  your  organization  successful  in  recruiting, 

encouraging,  and  developing  extraordinary  talent?;  (7)  In  which  areas 

does your organization plan to deliver high performance?; (8) What are 

the key profit drivers?; (9) What are your stakeholders paying for?; (10) 

How does your organization manage to sustain a competitive advantage 

in  the  long  run?;  (11)  Where  are  your  performance  weaknesses  in 

relation to those of your competitors?; (12) What action steps need to be 

taken  in  order  to  enhance  performance?  Consequently,  if  your 

organization  has  the  passion  to  achieve  the  specified  questions:  your 

organization aims at building a high performance organization (HPO). 

 

There are many definitions of a high performance organization (HPO) in the 

current academic literature. These definitions describe the achievements or attributes 

of  an  HPO,  such  as  “strong financial  results,  satisfied stakeholders,  high  levels  of 

individual  initiative,  productivity  and  innovation,  aligned  performance  measurement 

and reward systems, and strong leadership (Epstein, 2004 quoted in De Waal, 2007: 

180).”  The  hallmark  of  any  highly  effective  organization  is  making  excellent 

decisions and encouraging them happen—better, bigger, faster, and more consistently 

than their competitors. To achieve this, the top performers excel across all elements of 

the  organizational  system:  effective  and  efficient  leadership,  clear  responsibility  for 

the key decisions, the right people in the right jobs, strong frontline operation, and a 
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performance  culture  (Rogers  and  Blenko, 2006:  133-141).  It  seems  that  improving 

organizational  performance  is  the  way  to  business  success  and  to  survive  in 

thecompetitive  world.  “Under  the  pressure  of  the  ever-increasing  demand  of  the 

external environment and stakeholders, organizations are more and more looking for 

the  component  that  constitutes  high  performance  (De  Waal,  2007:  179).”  Many 

organizations  need  to  be  developed  to  high  performance  ones,  and  interestingly,  the 

effective leader or high performance leader is one of the critical key success factors. 

In  a  high  performance  organization  (HPO), people  on  all  levels of  the  organization 

maintain a trust relationship with others on all levels because loyalty is high valued, 

talent  people  are  treated  “smart,”  “people  are  shown  respect,  a  learning  attitude  is 

encouraged,  individual  relationships  between  superiors  and  subordinates  are  created 

and maintained, belief and trust in others is fostered, and people are treated equally.”  

High  performance  leadership  is  responsible  for  gearing  the  organization  to 

adapt  to  environmental  change  continuously,  to  serve  the  demand  of  the  market  by 

creating and enhancing flexible management, using core competencies to add value to 

the  organization,  to  “develop  structures,  concepts,  procedures,  and  instruments  to 

cope  with  global  business  challenge,  and  to  build  and  to  sustain  the  organization 

competitive  advantage.  Thus,  leaders  of  an  HPO  inspire  people  to  accomplish 

extraordinary results by applying transformational leadership, creating a larger-than-

life  mindset,  inspiring  all  to  do  their  best,  and  mobilizing  individual  initiative  (De 

Waal, 2007: 179-185).” 

According  to  the  various  research  studies  on  leadership  and  organizational 

performance,  leadership  is  considered  a  factor  that  has  a  major  influence  on  the 

performance  of  organizations  (Wang  et  al.,  2005a  quoted  in Ram  and  Prabhakar, 

2010:  40).  “Early  theories  tried  to  define  effective  leadership  styles  (democratic  or 

autocratic, socially-oriented or target-oriented) and to relate them to various aspects of 

organizational  outcomes  (Blake  and  Mouton,  1964  quoted  in  Ram  and  Prabhakar, 

2010:  40).”  More  recently,  researchers  have  focused  mainly  on  the  subordinates’ 

perspective  and  have  proposed  two  main  aspects  of  leadership:  transactional  and 

transformational  (Bass,  1985a;  Burns, 1978b  quoted  in  Ram  and  Prabhakar,  2010: 

40).  This  theory  “suggests  that  transformational  leadership,  more  than  transactional 

leadership,  has  a  stronger positive  effect  on  employees’ attitudes  towards  their  job, 
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their job environment, and ultimately affects their work performance (Vigoda-Gadot, 

2007: 661-662).” 

In  addition,  leadership  skills  are necessary  at  every  hierarchy  of  the 

organization, from chief executive to the front line employee. Thus, the relationship 

between  leadership  and  performance  has  received  considerable  scholarly  attention. 

Most  studies  about  the  relationship  between  transformational  leadership  and 

organizational  performance  have  stated interesting  findings  (Vigoda-Gadot,  2007: 

661-662).  Thus,  an  effective  organization  is  currently  vital  for  success  and  the 

organization is forced to be a high performance one. A high performance organization 

is an organization that “achieves financial results that are better than those of its peer 

group over a longer period of time by adapting well to changes and reacting quickly, 

by managing for the long term, by setting up an integrated and aligned management 

structure,  by  continuously  improving  its  core  capabilities,  and by  truly  treating  the 

employees as its main asset (De Waal, 2007: 180).” Additionally, the effective leader 

or high performance leader is one of the critical key success factors for creating high 

performance organizations (HPOs). According to various studies, leaders of an HPO 

motivate  people  to  accomplish  outstanding  results  by  applying  transformational 

leadership  styles  and  encouraging  individual  initiative (De  Waal,  2007:  180). 

Consequently,  the  aim  of  this  research  paper  is  to  study  the  existing  theoretical  and 

empirical  work  on  the  association  of  leadership  styles  and  high  performance 

organizations  (HPOs)  in  terms  of  financial  performance  and  non-financial 

performance measurements for the publicly-listed firms in Thailand.  

 

1.1.2  Statement of the Problem  

  There  have  been  great  deals  of  academic  evidence  and  research  on  the 

correlation  between  leadership  styles  and high  performance  organizations  (HPOs). 

The inconsistency of the results is attributed to the different theoretical perspectives, 

different  research  methodologies,  and  different  measurements  for  the  variables 

employed  in  these  various  studies.  Thus,  this  research  paper  aims  to  answer  the 

following question: 
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“What  are  the  relationship  between  leadership  styles  and  high  performance 

organizations (HPOs) for the publicly-listed firms in Thailand?” 

 

1.1.3  Significance of the Problem 

Under the pressure of ever increasing demands of the external environmental 

changes  and  stakeholders,  organizations  are  looking  for  the  components  that  build 

high performance. Research studies of high performance organizations (HPOs) have 

stated  “characteristics  with regard  to  organizational  leadership,  design,  structure, 

processes,  technology,  people,  culture,  and  the  external  environment  which  seem  to 

influence the ability of organizations to achieve high performance and superior results 

among their peer groups (De Waal, 2007: 181).” 

In  addition,  currently,  there  has  been  a  strong  interest  in  creating  and 

identifying  the  characteristics  of  high performance  organizations  (HPOs).  This 

interest  has  been  fired  by  the  rapid  and  dynamic  changes  in  the  competitive 

environment of companies (Laudicina, 2005 quoted in De Waal, 2007: 179), forcing 

them to “adapt faster to growing international demands for flexibility and speed and 

to  compete  simultaneously  on  the  basis  of  development  cycle  time,  price,  quality, 

flexibility,  fast  and  reliable  delivery,  and  after-sales service  for  their  products 

(Kasarda and Rondinelli, 1998 quoted in De Waal, 2007: 179).” Many organizations 

need to be developed to the level of high performance organizations (HPOs) and the 

effective leader or high performance leader is one of the key success factors. 

Previous  studies  on  leadership  styles  and  management  patterns  differentiated 

kinds of leadership styles, such as “autocratic and democratic leadership, participative 

and directive leadership, and relation-oriented and task-oriented leadership (Wang and 

Satow,  1994:  31).”  Interestingly,  many  research  studies  have  stated  that  leadership 

styles have a close relationship with organizational performance; however, “different 

patterns of leadership styles affect organizational performance differently (Wang and 

Satow,  1994:  31).”  Consequently,  leadership  styles,  in  fact,  have  an  influence  on 

many  key  success  factors,  such  as  organizational  performance,  organizational 

structure  and  culture,  human  resource  and  talent  management,  and  also  corporate 

governance practices and corporate social responsibility within the organization.  
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1.2  Research Question and Objectives 

 
This research study aims to find the association between leadership styles and 

high performance organizations (HPOs) and to answer the following question: 

What  are  the  relationship  between  leadership  styles  and  high  performance 

organizations (HPOs) for the publicly-listed firms in Thailand? 

The  objectives  of  this  research  study  are  (1)  to  investigate  and  explore  the 

relationship between leadership styles and high performance organizations (HPOs) for 

large,  medium,  and  small  publicly-listed  firms  in  Thailand,  and (2)  to  discover  and 

explain  the  relationship  between  the  independent  variable:  leadership  styles,  which 

are measured by a Rating Score on leadership styles from questionnaire survey, and 

the dependent variable: high performance organizations (HPOs), which are measured 

by  HPO  measurement,  including  financial  performance  and  non-financial 

performance measures. 

 

1.3  Scope and Limitations of the Study 

 
Generally,  researchers  have  at  their  disposal  two  methods  to  select  survey 

participants—probability  and nonprobability  samplings.  Probability  sampling,  based 

on  random  selection  criteria, assures  the  researcher  that  each  population  element  is 

given  a  known  non-zero  opportunity.  In  contrast,  non-probability  sampling  is 

subjective and arbitrary. Non-probability, purposive sampling procedures satisfied the 

sampling  objective  of  this  research  study.  Contributing  factors  that  warranted  this 

decision were cost and time, and the need for the sample to conform to given criteria.  

For this research study, all participants had to be designated as publicly listed 

firms  on  the  Stock  Exchange  of  Thailand  (SET)  with  fiscal  year  ending  December 

2009. The companies meeting this criterion represented the unit of the analysis at the 

organizational  level.  Thirty-five  selected  high  performance  organizations,  based  on 

the specified criteria from the SET, represented the study’s population. 

These listed companies included eight industries up to 486 companies that are 

agro and food industry 43 companies, consumer products 41 companies, financials 63 

companies,  industrials  70  companies,  property  and  construction  117  companies,  
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resources  27  companies,  services  86 companies,  and  technology  39  companies 

(information  as  of  December  31,  2009).  However,  this  research  paper  does  not 

include  the  companies  in  the  financial  industry  up  to  63  companies  because  these 

companies  have  different  characteristics,  different  financial  performance 

measurements, and different financial ratios compared to other industries. In addition, 

this  research  paper  does  not  include companies  in  the  non-performing  group  23 

companies  because  these  companies  have no  trading  price  listed  on  the  stock 

exchange. Consequently, thirty-five selected high performance organizations (HPOs) 

based  on  the  specified  criteria  from  the  SET  represented  the  study’s  population,  as 

stated in Appendix A: Scope of the Study. 

As  thirty-five  selected  HPOs  based  on  the  specified  criteria  from  the  Stock 

Exchange of Thailand (SET) represented the study’s population, the strict criteria for 

measuring and selecting the population are as follows.  

The  thirty-five  selected  HPOs  are  listed  companies  that  outperform  the 

financial  performance  among  their  peer  groups,  complying  with  good  governance 

practices,  strictly  complying  with  the SET  rules  and  regulations  on  information 

disclosure with no violation in the past three years, receiving unqualify audit reports 

from the external auditor during the past three years, and finally, receiving at least one 

SET award. Accordingly, those organizations represented the study’s population and 

were measured by financial and non-financial performance measurements as follows: 

1) Financial performances (traditional financial measures) were employed to 

measure the study’s population: 

(1) Profitability – Return on Assets (ROA), Return on Equity (ROE), and 

Return on Sales (ROS) 

(2) Leverage – Debt Ratio (DR) 

(3) Earning  Growth  per  Assets  –  Growth  of  Earning  before  Tax  (EBT) 

per Assets 

(4) Return to Investors – Earnings per Share (EPS) 

2) Non-financial  performances  were  also  employed  to  measure  the  study’s 

population:  

(1) Corporate  Governance  Rating  Score  (Management  Creditability, 

Management Experience, and Quality of Executive Compensation) 
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(2) SET Regulation and Information Disclosure 

(3) Quality of Financial Statements (Auditor’s Opinion) 

(4) Market Share 

(5) Talented Management (Ability to Attract Talented People) 

(6) Social Value 

 

1.4  Definition of Terms 

 
1.4.1  High Performance Organizations 

The high performance organization is “an organization that achieves financial 

results  that  are  better  than  those  of  its peer  group  over  a  longer  period  of  time  by 

adapting  well  to  changes  and  reacting  quickly,  by  managing  for  the  long  term,  by 

setting  up  an  integrated  and  aligned management  structure,  by  continuously 

improving its core capabilities, and by truly treating the employees as its main asset 

(De  Waal,  2007:  180).”  According  to  the  researcher’s  perspective,  the  high 

performance organization is an organization that responds quickly to change and has 

financial  performance  above  its  peer  group  in  the  long  run  by integrating  goals, 

strategies,  processes  and  core  values  to the  organizational  culture  and  by  critically 

focusing on leadership and human capital management. 

 

1.4.2  Leadership Styles 

“Leadership” 

According  to  the  researcher’s  perspective,  leadership  is  an  individual, 

interpersonal ability that influences a group’s set of activities in an effort to achieve 

the goal achievement of an organization. 

“Transformational Leadership” 

Transformational leadership is “a process in which the leaders take actions to 

try to increase their associates’ awareness of what is right and important, to raise their 

associates’  motivational  maturity,  and  to  move  their  associates  to  go  beyond  the 

associates’  own  self-interests  for  the  good of  the  group,  the  organization,  or  society 

(Bass  and  Avolio,  1994  quoted  in  Bolden,  R.,  Gosling,  J.,  Marturano,  A.  and 

Dennison, P., 2003: 16).” 
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“Idealized Behaviors Transformational Leadership Style” 

The transformational leadership style is one that “discusses the most important 

values  and  beliefs,  specifies  the  importance  of  having  a  strong  sense  of  purpose, 

considers  the  moral  and  ethical  consequences  of  decisions,  champions  exciting  new 

possibilities, and talks about the importance of trusting each other (Bass and Avolio, 

1994 quoted in Bolden et al., 2003: 16).” 

 “Inspirational Motivation Transformational Leadership Style” 

The transformational leadership style is one that “talks optimistically about the 

future,  talks  enthusiastically  about  what  needs  to  be  accomplished,  articulates  a 

compelling vision of the future, expresses confidence that goals will be achieved, and 

provides  an  exciting  image  of  what  is  essential  to  consider,  and  takes  a  stand  on 

controversial issues (Bass and Avolio, 1994 quoted in Bolden et al., 2003: 16). 

“Intellectual Stimulation Transformational Leadership Style” 

The  transformational  leadership  style in  one  that  “re-examines  critical 

assumptions to question whether it is appropriate, seeks differing  perspectives  when 

solving  problems,  gets  others  to  look  at  problems  from  many  different  angles, 

suggests  new  ways  of  looking at  how  to  complete  assignments,  encourages  non-

traditional thinking to deal with traditional problems, and encourages rethinking those 

ideas  which  have  never  been  questioned  before    (Bass  and  Avolio,  1994  quoted  in 

Bolden et al., 2003: 16).” 

“Individualized Consideration Transformational Leadership Style” 

The transformational leadership style in one in which “time is spent teaching 

and  coaching,  treats  others  as  individuals  rather  than  just  as  members  of  the  group, 

considers individuals as having different needs, abilities, and aspirations from others,  

helps  others  to  develop  their  strengths,  listen  attentively  to others’  concerns,  and 

promotes  self-development  (Bass  and  Avolio,  1994  quoted  in  Bolden  et  al.,  2003: 

16).” 

“Idealized Attributes Transformational Leadership Style” 

The  transformational  leadership  style  is one  that  “instills  pride  in  others  for 

being associated with them, goes beyond their self-interests for the good of the group, 

acts  in  ways  that  build  others’  respect,  displays  a  sense  of  power  and  competence, 
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makes personal sacrifices for others’ benefit, and reassures others that obstacles will 

be overcome (Bass and Avolio, 1994 quoted in Bolden et al., 2003: 16).” 

“Response Quickly to Changes Transformational Leadership Style” 

Responding quickly to change is the high performance leadership style where 

the  leaders  are  those  that  “can  effectively deal  with  the  complexities  of  modern 

businesses  (Jones,  2004:  34).”  They  can  “respond  quickly  to  change,  deal  with 

ambiguity,  provide  direction,  manage around  constraints,  and  leverage  the 

commitment and intellectual capital of the people around them (Jones, 2004: 34).”  

“Create Distinct Performance Transformational Leadership Style” 

To create distinct performance is the high performance leadership style where 

the leaders “create a distinct performance environment that enables the organization 

to adapt, innovate, and ultimately win and sustain the competitive advantage to be a 

unique  performance  environment  and  culture that  embraces  learning  and  continuous 

improvement,  driving  the  organization  to  become  better  and  better  at  what  it  does 

(Jones, 2004: 34).” 

“Effective Monitoring Transformational Leadership Style” 

From  the  researcher’s  perspective,  effective  monitoring  is  the  high 

performance  leadership  style  where  leaders keep  track  of  all  errors  and  mistakes, 

arrange to know if and when things go wrong, deliver what is committed in exchange 

for  support,  focus  attention  on  irregularities,  mistakes,  exceptions,  and  deviations 

from standards, express satisfaction when subordinates meet expectations, follows-up 

work and take action before things go wrong, communicate performance expectations 

to subordinates, coach and provide feedback to subordinates and finally, are effective 

in meeting organizational requirements. 

 

1.4.3  Corporate Governance 

“Corporate Governance” 

The concept of governance denotes the use of political authority and exercise 

of  control  in  a  society  in  relation  to  the  management  of  its  resources  for  social  and 

economic  development.  “This  broad  definition  encompasses  the  role  of  public 

authorities in establishing the environment in which economic operators function and 

in  determining  the  distribution  of  benefits as  well  as  the  nature  of  the  relationship 
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between  the  ruler  and  the  ruled  (Organization  for  Economic  Co-Operation  and 

Development (OECD), 2004: 17).” 

“The Rights of Shareholders and Key Ownership Functions” 

“The  corporate  governance  framework should  protect  and  facilitate  the 

exercise of shareholders’ rights (OECD, 2004: 18).” 

“The Equitable Treatment of Shareholders” 

“The  corporate  governance  framework  should  ensure  the  equitable  treatment 

of  all  shareholders,  including  minority  and foreign  shareholders.  All  shareholders 

should  have  the  opportunity  to  obtain  effective  redress  for  violation  of  their  rights 

(OECD, 2004: 20).” 

“The Role of Stakeholders in Corporate Governance”   

“The  corporate  governance  framework  should  recognize  the  rights  of 

stakeholders established by law or through mutual agreements and encourage active 

co-operation between corporations and stakeholders in creating wealth, jobs, and the 

sustainability of financially sound enterprises (OECD, 2004: 21).” 

“Disclosure and Transparency” 

“The corporate governance framework should ensure that timely and accurate 

disclosure  is  made  on  all  material  matters  regarding  the  corporation,  including  the 

financial situation, performance, ownership, and governance of the company (OECD, 

2004: 22).” 

“The Responsibilities of the Board” 

“The corporate governance framework should ensure the strategic guidance of 

the company, the effective monitoring of management by the board, and the board’s 

accountability to the company and the shareholders (OECD, 2004: 24).” 

 

1.4.4  Talented Management 

“Talented Management” 

The  talented  management  (TM)  system  is  the  “systematic  attraction, 

identification,  development,  engagement  retention  and  deployment  of  those 

individuals  with  high  potential  who  are  of  particular  value to  an  organization 

(Chartered  Institute  of  Personnel  and  Development  (CIPD),  2006:  2).”  In  addition, 

talented  management  can  be  defined  as  “a  holistic  approach  to  human  resource 
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planning  aimed  at  strengthening  organizational  capability  and  driving  business 

priorities using a range of human resource (HR) interventions (Iles, 2007: 12).” 

 

1.5  Benefits of the Study 

 

1.5.1  Academic Benefits 

As stated in many previous studies, a high performance organization (HPO) is 

an  organization  that  “achieves  financial  results  that  are  better  than  those  of  its  peer 

group over a longer period of time by adapting well to changes and reacting quickly, 

by managing for the long term, by setting up an integrated and aligned management 

structure,  by  continuously  improving  its  core  capabilities,  and by  truly  treating  the 

employees as its main asset (De Wall, 2007: 180).” In addition, a high correlation was 

found between the leader’s transformational style and the organizational performance 

level. Thus, the academic benefits of this research paper are as follows: 

1) To  contribute  the  existing  theoretical  and  empirical  work  on  the 

relationship between leadership styles and high performance organizations (HPOs) in 

order  to  create  a  new  model of  analysis,  especially  for the  publicly-listed  firms  in 

Thailand.  

2) To support the sustainable development of the economy, especially 

in  the  financial  context  and  to  be  beneficial  for  the  growth  of  listed  companies,  the 

growth of the Thai capital market, and the sustainable development of the economy 

from  the  concept  of  creating  high  performance  organizations  (HPOs)  (Stock 

Exchange of Thailand (SET), 2006: 1).  

Academically,  this  research  aims  to  provide  additional  insight  into  the 

definitions,  characteristics,  and  determinants  of  high  performance  organizations 

(HPOs)  and  the  leadership  field  by  contributing  to  the  future  development  of  the 

specific areas.  

 

1.5.2  Management Benefits 

As  there  has  been  a  strong  interest  in  creating  and  identifying  the 

characteristics of high performance organizations (HPOs), this interest has been fired 
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by  the  rapid  and  dynamic  changes  in  the  competitive  environment  of  companies 

(Laudicina,  2005  quoted  in  De  Waal,  2007:  179),  “forcing  organizations  to  adapt 

faster  to  growing  international  demands  for  flexibility  and  speed  and  to  compete 

simultaneously on the basis of development cycle time, price, quality, flexibility, fast 

and  reliable  delivery,  and  after-sales service  for  their  products  (Kasarda  and 

Rondinelli,  1998  quoted  in  De  Waal,  2007:  179).”  The  hallmark  of  any  highly 

effective  organization  is  to  make  excellent  decisions  and  the  make  them  happen—

better,  bigger,  faster,  and  more  consistently  than  their  competitors.  To  achieve  this, 

the  top  performers  “excel  across  all  components  of  the  organizational  system—

effective  or  high  performance  leadership, clear  responsibility  for  the  key  decisions, 

the right people in the right jobs, strong frontline operation, and also a performance 

culture (Rogers and Blenko, 2006: 133-141).” 

The concept of organizational performance is being widely promoted, which is 

to be a high performance organization, is mainly affected by leadership styles. Thus, 

the management benefits of this research paper are as follows: 

1) To  enhance  leadership  competencies  in  supervising  and  managing 

firms  because  leadership  styles  are  the  most  crucial  factor  for  creating  high 

organizational  performance;  for  instance,  “strengthening  team  responsibility  and 

coordination,  cultivating  positive  supervisor-subordinate  relationship,  developing 

effective  task  expertise,  and  finally  facilitating  comprehensive  participation  and 

organizational culture (Wang and Satow, 1994: 31).”  

2) To  create  high  performance  culture,  improve  human  capital 

management,  increase  effective  performance  monitoring, and  encourage  good 

corporate governance practice and social value. 

 

1.6  Organization of the Study 

 

Systematically, the outline of the dissertation is as follows: 

Chapter 1 begins with a brief overview of introduction to the problem and then 

turns  to  a  statement  of  the  significance of  the  problem,  followed  by  the  research 

question and objectives, scope and limitations of the study, together with definitions 

of terms and benefits of the study.  
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Chapter  2  reviews  the  literature  of  the main  research  areas,  including  high 

performance  organizations  (HPOs),  organization  theory  and  concept,  HPOs 

definitions,  characteristics,  determinants  and  measurements;  in  addition,  the  related 

literature of leadership styles, transformational leadership theory and leadership styles 

measurement is reviewed.  This chapter is followed by a discussion of the conceptual 

framework and hypothesis development.  

Chapter  3  presents  the  research  methodology,  which  includes  the  research 

method,  unit  of  analysis,  operational  definitions  and  measurement,  population  and 

sample design, and validity and reliability measurement. The research continues with 

data collection and data analysis.  

Chapter  4  presents  the  results  of  the  study,  statistical  data  analysis,  and 

discussion of the research findings. 

Chapter  5  presents  the  research  conclusions,  the  research  contributions, 

recommendations, limitations, and further research opportunities. 



CHAPTER 2 

 

LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK 

 

The  main  purpose  of  this  chapter  is  to  review  the  previous  literature  from 

various  scholars  regarding  high  performance  organizations  (HPOs)  and  leadership 

styles  and  their  relationship,  particularly  in  the  areas  of  HPOs’  financial  and  non-

financial performance measurements and transformational leadership styles. In order 

to develop the proposed model of analysis, a review of the existing research literature 

is required to explore and discuss the major concepts and foundation of organization 

theory,  organizational  change,  and  organizational  control,  in  order  to  obtain  and 

conceptualize the conceptual framework for the research study. 

 

2.1  Organization Theory 

 

The  concepts  of  organization  theory  and  practice  were  formed  and  explored 

many years ago by various scholars with different perspectives. There are numerous 

articles  in  the  literature  as  well  as  studies  that  have  reported definitions,  theories, 

determinants,  and  measurements  of  organizations.  “Organization  theory  (OT)  is  the 

discipline  that  studies  the  structure  and  design  of  organizations.  It  describes  how 

organizations  are  actually  structured  and  offers  suggestions  on  how  they  can  be 

constructed  to  improve  their  performance effectiveness  (Robbins,  1990:  7).”  “OT  is 

concerned  with  the  overall  organization’s  ability  to  adapt  and  achieve  its  goals;  in 

other  words,  OT  is  the  study  of  organizational  structure,  processes,  and  outcomes 

(Robbins, 1990: 7).” These studies of organizational performance and outcomes have 

been  investigated  and  linked  to  organizational  effectiveness.  Robbins  (1990:  7)  has 

stated that “organizational performance effectiveness can be considered as the central 

theme in organization theory”. 
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Effectiveness has been defined by Robbins (1990: 49) as the “degree to which 

an organization realized its goals; evaluating the effectiveness of an organization is a 

widespread  and  ongoing  activity.  Organizational  performance  effectiveness  can  be 

defined as the degree to which an organization attains its short- (ends) and long-term 

(means) goals, the selection of which reflects strategic constituencies, the self-interest 

of the evaluator, and the life stage of the organization.” 

As a result, four approaches have been established as guides to organizational 

performance  effectiveness  measures:  the goal-attainment  approach,  the  systems 

approach,  the  strategic-constituencies  approach,  and  the  competing-values  approach. 

First, the goal-attainment approach defines organization performance effectiveness by 

Robbins  (1990:  53)  as  “the accomplishment  of  ends:  while  the  systems  approach 

focuses  on  means,  defining  organization  performance  effectiveness  as  the  ability  to 

acquire inputs, process inputs, channel outputs, and maintain stability and balance in 

the  system.”  Third,  the  strategic-constituencies  approach defines  organization 

performance effectiveness by Robbins (1990: 62) as “satisfying the demands of those 

constituencies in the environment from which the organization requires support for its 

continued  existence.”  The  final  perspective,  the  competing-values  approach,  defines 

by  Robbins  (1990:  68)  as  “seeking  to  synthesize  the  large  number  of  organization 

performance  effectiveness  criteria  based on  a  set  of  values  and  organization  life 

cycle.”  One  popular  approach  has  been  established  as  a  guide  to  organizational 

performance  effectiveness  measurement  and can  be  applied  to  the  measurement  of 

high  performance  organizations  (HPOs)  is the  goal-attainment  approach,  where  an 

organization is created deliberately to achieve one or more specified goals.  It should 

come as no surprise then to find that goal attainment is probably the most widely used 

criterion  of  organizational  performance  effectiveness.  The  goal-attainment  approach 

states that “an organization’s performance effectiveness must be appraised in terms of 

the accomplishment of ends rather than means (Robbins, 1990: 53).” In other words, 

it is the bottom line that counts. The common denominator is that it considers the ends 

to which the organization was created to achieve (Robbins, 1990: 53). Accordingly, 

organizations  tend  to  enhance  financial  performance  and  sustain  competitive 

advantage over competitors in order to become HPOs.  
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However,  as  nowadays  there  are  various  internal  and  external  organizational 

forces, the study of organization theory has been considered and developed according 

to  environmental  changes  and  expectations.  Consequently,  organization  theory  and 

practice  have  dealt  extensively  with  the  variety  of  changes,  innovation,  and 

adaptability.  As  organizational  change  can be  defined  as  the  integrative  process  by 

which organization changes from its present structure to some desired future stage to 

increase  its  organizational  effectiveness, efficiency,  and  performance,  the  ultimate 

goal of planned organizational change, thus, is to find the new methods or to improve 

the  use  of  current  resources  and  capabilities  in  order  to  enhance  an  organization’s 

ability  to  create  value  and  respond  to  important  forces,  such  as  competitive  forces, 

economic forces, global forces, demographic forces, social forces and ethical forces.  

According  to  Canall  (1986:  745)  in  “Toward  a  Theory  for  the  Evaluation  of 

Organizational  Change,”  organizational  change  can  be  defined  as  “an  attempt  or 

series  of  attempts  to  modify  an  organization’s  structure,  goals,  technology  or  work 

task.”  Transformational  leadership  is  one of  the  important  mechanisms  that  impacts 

organizational change through the articulation of leaders’ vision, the acceptance of the 

vision  by  followers.    The  creation  of  alignment between followers’ transformational 

leadership was usually found more highly associated with organizational outcomes in 

effectiveness and satisfaction of employees than transactional leadership; laissez-faire 

leadership was almost uniformly negatively correlated with organizational outcomes 

(Hancott, 2005: 29). The development of organization theories resulted then from an 

evolutionary  process  in  analyzing  organizations  from  different  studies  and 

perspectives.  The  current  organization  theories  have  combined  the  development 

pattern  of  various  organization  dimensions  over  time  and  the  new  theories  tend  to 

reflect the limitations of the previous theories. 

Modern  organization  theory  reflects  the  contributions  from  the  contingency 

approach,  which  provides  a  framework  of  situation-oriented  and  identified 

contingency  variables  that  are  significant  factors  for  determining  the  proper 

organizational structure. Actually, organizations need to change and adapt in order to 

be effective. As a result, the leaders of organization are motivated to initiate change 

and act as a role model in order to enhance organizational effectiveness and to sustain 

high performance. 



 19

Thus,  change,  especially  in  organizations,  is  a  dynamic  and  continuous 

process  driven  by  the  organizational  key  leader  in  order  to  match  the  organization 

with the constant changes in the environment.  

Another  organization  theory  and  practice  that  maximizes  the  organizational 

performance  effectiveness  is  the  study  of  organizational  control.  Organizational 

control  can  be  defined  by  Robbins  (1990: 241)  as  “a  continuous  process  to  monitor 

the achievement of the organizational goals.” According to the viewpoint of control 

within organization, “the power and control can explain organizational structure and 

effectiveness (Robbins, 1990: 255).” The control has been argued in terms of “power 

of  leadership,  authority  and control  of  leadership,  coalition,  coordination,  structural 

hierarchy,  and  relationship  (Robbins,  1990: 246-247).”  As  different  organizations 

pursue different kinds and levels of control, the efficiency of control process, such as 

monitoring of subordinate behavior and outcome, that is employed in an organization 

will affect organizational performance and effectiveness. 

 

2.2  High Performance Organizations (HPOs) 

 

2.2.1  High Performance Organizations Definitions and Characteristics 

The topic of high performance organizations (HPOs) has attracted significant 

attention  from  many  scholars due  to  significant  changes  from  internal  and  external 

factors.  In  the  21st  century,  organizations  are  conducted  in  the  changing  global 

environment;  accordingly,  organizations  need  to  adopt  contemporary  management 

strategies  to  cope  with global  business  challenges,  and  to  build  and  sustain  the 

organization  competitive  advantage  not  only  to  survive  and  increase  organizational 

performance  and  but  also  to  become  HPOs.  Today  organizations have to face a 

dynamic environment where change seems the only constant. To meet this challenge, 

“organizations are forced to: accelerate and make effective all activities, be flexible in 

response to changes in the external environment, improve quality, reduce costs, and 

fully  use  their  intellectual  capital  (Castka,  Bamber, Sharp  and  Belohoubek,  2001: 

123).”  To  succeed,  “the  knowledge,  skills,  experience,  and  perspectives  of  a  wide 

range of people must be integrated (Castka et al., 2001: 123).” 
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Because of organizational changes, organizations needed to adapt and respond 

quickly  to  such  changes  in  order  to  be  effective.  As  “organizational  effectiveness  is 

the central framework in organization theory (Robbins, 1990: 48),” various criteria on 

measuring the magnitude of organization effectiveness have been analyzed to evaluate 

performance.  Organizational  performance  has  become  highly  salient  in  recent  years 

because  of  the  increased  intensity of  global  competition  (Scott,  2003:  1). 

Organizational  performance  is  defined  by  Thibodeaux  (1996:  85)  as  “the  extent  to 

which  an  organization,  by  use  of  certain resources,  fulfils  its  objectives  without 

destroying  its  resources  and  without  placing  undue  strain  on  its  members  and 

society.”  Thus,  organizations  with  high  flexibility  and  adaptability  can  achieve 

dynamic  goals  and  eventually,  become  HPOs.  Previous  literature  has  stated  that  the 

top performance organization increasingly demands excellence in all areas, including 

efficiency  of  leadership,  high  productivity,  adaptation  to  change,  process 

improvement,  capability  enhancement, organizational  culture  creation,  human 

resource  management,  good  corporate  governance  practices,  and  maintains  social 

value. 

It  seems  that  improving  organizational  performance  is  a  way  to  lead  to 

business  success  and  to  enhance  competitive  advantage.  For  example,  there  are 

directions  indicating  how  to  improve  organizational  performance,  including  “high 

effective  leadership,  process  mapping  and  measurement,  process  improvement  and 

restructuring,  expert  facilitation  of  internal  interventions,  productivity  improvement, 

monitoring  and  evaluation,  measuring  and assessing  climate  and  culture,  improving 

communication  process,  team  building  and  team  effectiveness  improvement,  and 

rationalizing  the  complexities  of  organizational  structure  (Chien,  2003:  1).”  Thus, 

organizations  create  effective  processes  and  sustain  competitive  advantages  in  order 

to achieve high organizational performance. 

According  to  Ghosh  and  Mukherjee  (2006:  60)  in  the  journal  of  commerce, 

“Measurement of Corporate Performance through Balance Scorecard: An Overview,” 

performance is the final result of all activities. In evaluating performance, emphasis is 

on assessing the current behavior of the organization with respect to its efficiency and 

effectiveness.  In  other  words,  it  is  the  process  of  performing  actions  or  activities  to 
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achieve  organizational  specified  goals  and  quantifying  the  efficiency  and 

effectiveness of such actions.  

Additionally,  from  on  open  system  perspective,  “organizations  are  highly 

interdependent with their environments and are engaged in system-elaborating as well 

as  system-maintaining  activities  (Scott,  2003:  1).”  Organization  theory  states  that 

there  are  three  general  types of  indicators  that  have  been  identified  to  assess 

organizational  performance:  those  based on  outcomes,  processes,  and  structures 

(Scott,  2003:  4).  First,  outcome  indicators  focus  on  the  specific  characteristics  of 

materials or objects on which the organization has performed some operation. Second, 

process  measures  focus  on  the  quantity  or  quality  of  activities  carried  on  by  the 

organization.  Third,  structural  indicators assess  the  capacity  of the  organization  for 

effective  performance.  To  become  high  performance  organizations  (HPOs),  the  end 

results and the methods to achieve those results are significant factors. 

In  addition,  in  Accenture  Consulting  Firm’s  study  “A  High-Performance 

Workforce Study 2006 Research Report,” as the economic environment has become 

more  conducive  to  generating  more  robust  financials,  raising  the  level  of  business 

performance  has  become  increasingly  important.  The  research  findings  suggest  that 

“no organization can hope to generate robust growth if it does not excel in acquiring 

new  customers  and  inspiring  existing  customers  to  continue  to  buy  and  buy  more 

frequently  (Balaguer,  Cheese  and  Marchetti,  2006:  11).”  Importantly,  effective 

leadership is the critical success factor of an organization. Without a superior ability 

to  address  key  workforce  concerns,  such  as  leadership  development,  employee 

recruitment  and  retention,  and  workforce  performance  and  productivity, 

“organizations  will  struggle simply  to  remain  competitive  and  likely  find  high 

performance  and  market  leadership  to  be  acheivable  goals  (Balaguer,  Cheese  and 

Marchetti, 2006: 11).” Thus, the importance of building HPOs is stressed. Leadership 

development  and  creating  high  performance  leadership  is  the  key  success  factor.  In 

addition,  human  capital  and  the  development  of  organizational  capabilities  and  core 

competencies  are  fundamental  to  creating  HPOs  in  today's  highly  competitive 

environment.  Organizations  need  to  respond  quickly  to  changes  in  order  to  be 

effective.  “To  develop  high  performance  organizations  (HPOs)  many  of  the 

traditional bureaucratic approaches to management need to be discarded and replaced 
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by approaches which move information, knowledge, power and rewards to employees 

(Lawler, 2001: 2).” Then, organizations need to adapt to internal and external forces 

to sustain competitive advantages and to maintain high performance in the long run. 

In recent years, there has been a strong interest in creating and identifying the 

characteristics  of  high  performance  organizations  (HPOs).  This  interest  has  been 

stated  by  the  dynamic  forces  and  changes  in  the  competitive  environment  of 

organizations  (Laudicina,  2005  quoted  in  De  Waal,  2007:  179), “forcing  them  to 

adapt faster to growing international demands for flexibility and speed and to compete 

simultaneously on the basis of development cycle time, price, quality, flexibility, and 

fast  and  reliable  delivery (Kasarda  and  Rondinelli,  1998 quoted  in  De  Waal,  2007: 

179).” Modern organizations recognize that to become HPOs in a rapid environment, 

they need to respond and adapt quickly to changes. 

According  to  organization  theory,  there  are  many  definitions  of  a  high 

performance organization (HPO) in the current academic literature. These definitions 

often  describe  the  achievements  or  attributes  of  an  HPO,  such  as  “strong  financial 

results,  satisfied  customers  and  employees,  high  levels  of  individual  initiative, 

productivity  and  innovation,  aligned  performance measurement and reward systems, 

and  strong  leadership  (Epstein,  2004  quoted  in  De  Waal,  2007:  180).”  Having 

effective  leaders  is  the  most  important  factor  for  organization  to  drive  and  achieve 

high  performance.  The  hallmark  of  highly  effective  and  efficient  organization  is  to 

make excellent decisions more than the competitors. To achieve this challenge above 

peer  group,  the  top performers  “excel  across  all  elements  of  the  organizational 

system—effective  or  high  performance  leadership,  clear  accountability  for  the  key 

decisions,  the  right  people  in  the  right  jobs,  strong  frontline  execution  and  a 

performance culture (Rogers and Blenko, 2006: 134).” Thus, to define HPO, various 

literature and frameworks focus on the determinants and attributes of the HPO. 

The high performance organization (HPO) can be defined as an organization 

that  responds  quickly  to  changes  and  has  excellent  financial  performance  above  its 

peer  group  in  the  long  run.  In  order  to  sustain  high  performance,  an  organization 

enhances  its  overall  functions by  integrating  goals,  strategies,  processes,  and  core 

values of the organizational culture together with critical focusing on leadership and 



 23

human  capital  management.  This  definition  of  the  HPO  is  supported  by  various 

scholars from many fields of organizational effectiveness and performance. 

According to Andre A. De Waal (2007: 180) in his article “The Characteristics 

of A High Performance Organization,” in order to develop an overall definition of a 

high  performance  organization  (HPO)  the identification  of  common  themes  and 

attributes by some scholars is required, and the following themes were discerned:  

 

(1) an HPO achieves sustained growth that is better than the financial 

performance result of its peer group over a long time period of at least 

five  years;  (2)  an  HPO  has  a  great  capability  to  adapt  quickly  to  any 

changes; (3) an HPO has a long-term perspective and orientation; (4) 

the management processes of an HPO are integrated and complicated 

so  that  the  strategy,  structure, processes  and  people  are  aligned 

throughout  the  organization;  (5) an  HPO  focuses  on  continuously 

improving and reinventing its core capabilities and competencies; and 

finally, (6) an HPO spends a lot of time and effort on developing and 

maintaining its workforce. 

 

To conclude, in order to achieve high performance, an organization needs to 

identify  the  most  important  characteristics  that  shape  it  and  to  sustain  common 

patterns  of  the  HPO.  The  characteristics  of  the  HPO  are:  (1)  strong  and  effective 

leadership; (2) flexible organizational structure in response to changes; (3) aligning of 

strategy  and  process; (4)  shared  organizational  culture;  (5)  efficient  talented 

management;  (6)  good  corporate  governance; and  (7)  strong  financial  results.  These 

characteristics  of  the  HPO  are  conceptualized  by  many  scholars  from  the  fields  of 

HPO, organizational effectiveness, and organizational performance. 

According  to  Andre  A.  De  Waal (2007:  181-184)  in  his  article  “The 

Characteristics  of  A  High  Performance  Organization,”  the  characteristics  that 

potentially  make  up  a  HPO  are  effective  and  high  performance  leadership, 

organizational  design,  strategy,  process management,  technology,  individuals  and 

roles, culture, and external orientation.  
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From another perspective, high-performance organizations (HPOs) have been 

characterized  by  Morley  and  Heraty  (1995:  56)  as  “being  built  on  a  socio-technical 

systems  base  with  a  team  or  group  approach  to  production,  and  have  given  a  new 

legitimacy to the somewhat faded image of job redesign and thrown a lifeline to the 

quality of working life movement.” Other prominent features of the high performance 

organization  include  “developed  autonomy  and  control,  flat  lean  structures  and 

advanced  human  resource  practices,  including  the  use  of  realistic  job  preview 

techniques,  group-based  employee  selection,  and  an  espoused  management 

philosophy of open communication and feedback (Morley and Heraty, 1995: 56).” 

In  addition,  according  to  Paul  Rogers and  Marcia  Blenko  (2006:  133)  in  the 

Handbook of Business Strategy “The High-Performance Organization: Making Good 

Decision and Making Them Happen,” high performance organizations (HPOs) “push 

the limits of growth and continuous innovation, adapt better to change, and mobilize 

organization  to  pull  away  from  competitors.”  Robers  and  Blenko  (2006:  133) 

mentioned  that  “HPOs  are  more  than  a  means  of  translating  objectives  into  action; 

they  have  become  a  source  of  competitive  advantages.”  In  addition,  Rogers  and 

Blenko (2006: 133) have also stated that HPOs aim to outperform competitors on five 

vital dimensions: 

  

(1)  strong  and  high  performance  leadership  that  provides  compelling 

vision and direction based on the sources of value in the business; (2) 

clear accountability for the most important decisions, reinforced by the 

organization’s structure; (3) talented people, placed in the jobs where 

they  can  have  the  biggest  impacts,  and  focus  on  the  measure  that 

matter;  (4)  outstanding  frontline  execution,  enabled  by  the  right  tools 

and  working  practices;  and  (5)  a  performance  culture  that  motivates 

people at all levels to get things done and to strive for excellence. 

 

The  first  and  the  most  important  dimension  to  create  high  performance 

organization  (HPO)  is  strong  and  high  performance  leadership  which  provides 

compelling  direction:  “the  best  leaders  can  express  a  compelling  vision  and  clear 

priorities for what it takes to succeed in the organization (Rogers and Blenko, 2006: 
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135).”  “Top-performing  teams  generally reinforce  the  organization’s  business 

priorities  and  values  by creating  distributed  leadership  within  the  organization—

leaders at every level who send the same messages about the organization’s direction 

and strategy (Rogers and Blenko, 2006: 135).” 

Second, “defining clear decision roles and holding the employee accountable 

begins with clear roles and accountabilities. All employees know which decisions  

they are responsible for, when to provide input, and who is accountable for following 

through (Rogers and Blenko, 2006: 137).” Importantly, all employees know what is 

out  of  their  scope.  Top  performers  also  make  sure  their  organizational  structure  is 

based on the sources of value in the organization (Rogers and Blenko, 2006: 137). 

Third,  “developing  and  deploying  talent employees  is  essential  for  the  high-

performance  organizations: routinely  employees  think  and  act  like  owners—

employees with high aspirations who make decisions and take prompt action (Rogers 

and  Blenko,  2006:  137-138).”  It requires  organizations  to consider  what  types  of 

employee they need for future success, selecting for professional skills as well as for 

capability and attitude. In addition, one key to success is getting the right people into 

the  right  jobs.  “Organizations  that  practice  this  discipline  find,  develop,  and  deploy 

top  talent  in  the  key  jobs,  all  of  the  time.  As  such  top  performers  also  use  aligned 

measures  and  incentives  to  keep  employee pointed  toward  growth  and  development 

(Rogers and Blenko, 2006: 138).” 

Fourth, “excelling at frontline execution which means that one telltale sign of 

a high-performance organization (HPO) is the engagement and focus of its front line 

(Rogers  and  Blenko,  2006:  138).”  Those significant  employees  include  sales 

representative, customer service staff and delivery staff—“employees who can turn a 

first meeting with a customer into a lifelong relationship and satisfaction (Rogers and 

Blenko,  2006:  138).”  Qualified  employees  also  include  the  talent  people  who  play 

crucial  roles  in  bringing  the  right  product  to  market  at  the  right  time—employee 

involved  in  an  organization’s  research and  development,  marketing,  production  and 

finance (Rogers and Blenko, 2006: 138). 

Finally, “a high performance culture stated mean that organizations with high-

performance values and behaviors focused on inspiring loyalty from employees, who 

want to stay and be part of a team (Rogers and Blenko, 2006: 139).” Such employees  
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 “create advocates, who are positive about the organization to customers, colleagues 

and  recruits.  They  generate  commitment  to  go  the  extra  miles  and  to  do  the  right 

thing, rather than necessarily just the easy things (Rogers and Blenko, 2006: 139).” 

In  addition,  the  common  characteristics  of  high  performance  organization 

(HPO) re supported by another well known scholar, Andre A. De Waal. According to 

Andre A. De Waal (2007: 181) in the Business Strategy Series, “The Characteristics  

of  A  High  Performance  Organization  (HPO),”  the  characteristics  that  potentially 

make  up  an  HPO  are  “leadership,  organizational  design,  strategy,  process 

management,  technology,  individuals  and  roles,  culture  and  external  orientation”, 

which are described below. 

The  first  and  the  most  important  factor  is  the  leader  in  an  organization; 

leadership  means  that  in  a  high  performance  organization  (HPO)  “employees  on  all 

levels  of  the  organization  maintain  a  trust  relationships  with  others  on  all  levels 

because  loyalty  is  valued,  employees  are  shown  respect,  a  learning  attitude  is 

encouraged,  individual  relationships  between  superiors  and  subordinates  are  created 

and  maintained  in  long  run,  belief  and  trust in  others  is  fostered  as  culture,  and  all 

employees are treated fairly (De Waal, 2007: 183).”  

Leaders  of  an  HPO  are  “familiar  with  integrity,  showing  high  commitment, 

having  motivation  and  respect,  having  a  strong set  of  morals,  ethics  and  standards, 

being reliable and consistent (De Waal, 2007: 183).” In addition, “leaders of an HPO 

apply decisive, action-focused decision-making by avoiding over-analysis and coming 

up with decisions and effective actions and, at the same time, fostering action taking 

by others. Leaders of an HPO coach and facilitate employees by being supportive and 

available  (De  Waal,  2007:  183).”  Furthermore,  “leaders  of  an  HPO  develop  an 

effective,  focused  and  strong  management  and  working  style  by  communicating  the 

values  and  by  making  sure  the  strategy  has  been  received  and  embraced  by 

organizational  members  (De  Waal,  2007:  183).”  The  most  valuable  and  critical 

function is to create the employee motivation within organization. Leaders of an HPO 

inspire  subordinates  to  accomplish  outstanding  results  by  employing  charismatic 

leadership  and  transformational  leadership, inspiring  all  to  perform  their  best,  and 

fostering individual initiative (De Waal, 2007: 183). Leaders of an HPO also promote 

leaders from within by encouraging people to become leaders, filling positions with 
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internal talent employee and growing from within (De Waal, 2007: 183). Leaders of 

an  HPO  stimulate  change  and  development  by  continuously  driving  for  self-

awareness and enhance flexibility (De Waal, 2007: 183). Finally, “leaders of an HPO 

hold people responsible for results and are decisive about non-performers by keeping 

their focus on achievement of the end results, maintaining clear accountability for the 

performance,  and  making  tough  decisions  (De  Waal,  2007:  183).”  Thus,  high 

performance  leader  is  one  of  the  most  critical  success  factors  for  the  organization, 

especially in creating the HPO to sustain a competitive advantage in the long run. 

Second,  organizational  design  means  that  a  high  performance  organization 

(HPO) “stimulates cross-functional and cross-organizational collaboration by making 

teamwork and collaboration top priorities of the management, by fostering teamwork 

for the performance of the organization, and by developing a team sharing through the 

creation of team commitment, and establishing shared responsibility (De Waal, 2007: 

181).”  An  HPO  simplifies  and  flattens  the  organization  by  reducing  boundaries  and 

barriers between departments and functions to reduce organizational complexity and 

structure. “An HPO also fosters organization-wide sharing of information, knowledge, 

and best practices by creating the infrastructure and incentives to flourish (De Waal, 

2007: 181).” Finally, “an HPO immediately realigns the organization with changing 

internal  and  external  circumstances  by  setting  up  an  adaptable  organization  model 

based on opportunities and chances in the external environment and market conditions 

(De Waal, 2007: 181).” 

Third, strategy states that an “HPO can be defined in terms of the strong vision 

and  mission  that  excites  and  challenges,  is  based  on  a  winning  strategy,  and  is 

continuously  propagated  (De  Waal,  2007:  182).”  An  HPO  balances  long-term  focus 

and  short-term  focus  in  order  to  safeguard  the  long-term  continuity  of  the 

organization, and at the same time obtain short-term results which makes it possible to 

plan against possible futures (De Waal, 2007: 182). In addition, an “HPO sets clear, 

ambitious,  measurable  and  achievable  goals, which  raises  levels  of  aspiration  and 

thereby  creates  a  sense  of stretch  and  attitude  (De Waal,  2007:  182).”  An  “HPO 

creates  clarity  and  a  common  understanding  of  the  organization’s  direction  and 

strategy,  which  results  in  a  commonly  held  strategic  mind-set  among  organizational 

members  that  conveys  the  same  message (De  Waal,  2007:  182).”  An  “HPO  aligns 
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strategy, goals, and objectives with the demands of the external environment so that 

organization renewal is always based on stakeholders’ need (De Waal, 2007: 182).” 

Finally,  an  HPO  also  employs  the  strategy  by  developing  various  new  options  and 

alternatives in order to compensate for non-functioned strategies that do not work (De 

Waal, 2007: 182). 

Fourth, another characteristic of the high performance organization (HPO) is 

process  management,  which  means  that a  high  performance  organization  (HPO) 

“designs  an  excellent  and  fair  reward  and  incentive  structure  which  reinforces  the 

design,  core  values  and  strategy  of  the  organization  and  supports  a  performance 

culture (De Waal, 2007: 182).” An HPO continuously simplifies and improves all the 

organization’s  strategic  processes  to  improve  its  capability  to  respond  to  dynamic 

environments  efficiently  and  effectively.  An  HPO  also  “measures  what  matter  to 

rigorously measure progress, consequently monitor goal fulfillment and confront the 

brutal facts (De Waal, 2007: 182).” An HPO reports to all employees both financial 

and  non-financial  information  needed  to  drive  an  improvement  in  order  to  use  the 

performance information to achieve their goals (De Waal, 2007: 182). In addition, an 

HPO continuously initiates products, processes and services, thus constantly creating 

new and maintaining existing sources of competitive advantage by rapidly developing 

new products and services to respond to external changes (De Waal, 2007: 182). An 

HPO “strives to be the best-practice organization by being world-class in productivity 

and  quality  and  continuously  identifying  opportunities  for  future  improvement  (De 

Waal,  2007:  182).”  An  HPO  creates  highly  interactive  internal  and  external 

communication  through  which  a  continuous  information  exchange  happens  and 

engagement  is  created.  Finally,  an  HPO  “deploys  resources  effectively  to  activities 

that create value and culture (De Waal, 2007: 182).” 

Technology  is  another  characteristic, which  means  that  a  high  performance 

organization  (HPO)  “implements  flexible  information  technology  (IT)  systems 

throughout the organization by introducing IT systems everywhere in the workplace, 

creating an accessible and credible database, having back-up systems to take over  

when  accidents  or  errors  happen,  and  using the  internet  or  connectivity  to  share 

information and streamline related transactions (De Waal, 2007: 182).” In addition, an 

HPO “applies user-friendly IT-tools to increase usage by developing easy IT-systems 
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in close cooperation with users and by cultivating organizational members’ receptivity 

and strategic IT mindset (De Waal, 2007: 182).” 

Next, individuals and roles means that a high performance organization (HPO) 

creates  a  learning  organization  (LO)  by  continuously  investing  in  training  and 

developing  specific  skills,  “establishing excellent  management  development  and 

training programs, and by constantly identifying and accessing the new competencies 

and capacities (De Waal, 2007: 183).” An HPO attracts exceptional employees with a 

can-do  attitude  who  fit  the  organization  culture,  nurtures  highly  talented  employees 

and  gives  good  employees  space  to  change  and  excel  (De  Waal,  2007:  183).  In 

addition,  an  HPO  engages  in  and  involves the  workforce  by  involving  employee  in 

developing  vision  and  values  in  interactive  discussions  and  the  decision-making 

process. An HPO “creates a safe and secure workplace by giving employee a sense of 

safety  and  job  security  and  also  develops employee  to  be  resilient  and  flexible  and 

recruits  a  workforce  with  maximum  flexibility  (De  Waal,  2007:  184).”  Finally,  an 

HPO “aligns employee behavior and values with organization values and direction at 

all  organizational  levels  by  translating  vision  into  specified  objectives  and  letting 

individuals realize the accountabilities and obligations to themselves and eventually, 

the organization (De Waal, 2007: 184).” 

Culture is another characteristic of the high performance organization (HPO), 

which means that a high performance organization (HPO) “empowers talented people 

and gives them freedom to decide and act by devolving decision making authority and 

giving  autonomy  to  organizational  members to  operate,  within  clearly  established 

boundaries and constraints (De Waal, 2007: 184).” An HPO “establishes clear, strong 

and  meaningful  core  values  and  makes  sure that  they  are  widely  shared  within  the 

organization  and  also  develops  and  maintains  a  performance-driven  organization 

culture by focusing strongly on getting high excellence in whatever the organization 

does, and stimulating employees to achieve high performance (De Waal, 2007: 184).” 

In addition, an HPO “creates a culture of transparency, accountability, openness and 

trust by establishing a shared understanding and values (De Waal, 2007: 184).” 

Finally, external orientation is the last characteristic in the creation of the high 

performance organization (HPO), which means that a high performance organization 

(HPO)  “continuously  strives  to  enhance  external  customer  value  creation  (De  Waal, 
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2007:  184).”  An  HPO  “maintains  excellent and  long-term  relationships  with  all 

stakeholders by networking broadly, being generous and open to society, and creating 

mutual, beneficial opportunities and win-win relationships (De Waal, 2007: 184).” An 

HPO also “monitors the external environment consequently and responds adequately 

to shifts and opportunities in the marketplace (De Waal, 2007: 184).” In addition, an  

HPO  “chooses  to  compete  and  compare  with the  best  in  the  marketplace  by  always 

striving for relative success compared to competitors and obtaining a leading market 

position  (De  Waal,  2007:  184).”  An  HPO  “grows  through  partnerships  or  alliances 

and  being  part  of  a  value-creating  network  and  also  enters  new  businesses  that 

complement  the  organization’s  strengths  and  it  has  a  balanced  portfolio  by  only 

acquiring  new  businesses  or  new  functions  that  leverage  existing  customer 

relationships (De Waal, 2007: 184).” 

Thus,  according  to  the  characteristics of  the  high  performance  organization 

(HPO),  leadership  style  is  the  most  critical  success  factor  of  organizations  because 

leadership style represents an important dimension in the determination of the success 

or failure of organizations. For example, Bennis and Nanus (1985 quoted in Yousef, 

1998:  275)  argues  that  “an  organization  short  on  capital  can  borrow  money,  and  an 

organization with a poor location can move. But an organization short on leadership 

has  little  chance  for  survival.”  Consequently,  effective  and  high  performance 

leadership  is  considered  as  a  determining  factor  in  creating  high  performance 

organizations  (HPOs)  and  is  associated with  improving  organizational  financial  and 

non-financial  performance.  High  performance  organizations  (HPOs)  remain 

competitive through successive generations of leaders. “This is not a coincidence. It is 

by  design—their  leaders  build  their  organizations  for adaptation,  innovation,  and 

lasting success (Shapiro, 2000: 1).” As stated in various literature reviews, leadership 

styles  have  a  positive  correlation  on  HPOs.  Thus,  this  research  study  aims  at 

exploring the close relationship between the economic success of an organization and 

the leadership style used in the organization.  

In addition, the characteristics of the high performance organization (HPO) are 

also supported by another well known scholar, Owen, Mundy, W. Guild and R. Guild 

(2001:  10),  from  the  literature  on  HPO,  organizational  effectiveness,  and 

organizational  performance.  According  to Owen  et  al.  (2001:  11)  in  their  article 
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“Creating  and  Sustaining  the  High  Performance  Organization,”  the  sustainable  high 

performance  organization  (HPO)  is  the  one  significant  dimension  that  is  able  to  be 

responsive to external environment expectations and sustain the behaviors required to 

meet external expectations. The five key success factors to create a sustainable high 

performance organization (HPO) are determined by bringing about the alignment of 

five key success factors, which are:  

 

(1)  leadership  practices  that  are congruent  with  the  vision,  mission, 

values,  and  strategies;  (2)  senior  leaders'  perception  of  the  external 

environment; (3) a shared vision, mission, values, and strategies which 

are  aligned  with  the  realities  of  the  external  environment;  (4) 

infrastructures which support and reinforce the vision, mission, values, 

and  strategies;  and  finally  (5)  employee  behaviors  that  meet  the 

customer needs and satisfactions.  

 

To conclude, in order to achieve high performance, an organization needs to 

identify the most important characteristics that shape the organization and to sustain 

common  dimensions  of  the  high  performance  organization  (HPO).  The  HPO’s 

characteristics are supported by  various  scholars  from  high impact literatures on the 

HPO,  organizational  effectiveness,  and  organizational  performance.  Consequently, 

from the review of the literature in previous studies, the researcher has integrated and 

synthesized  the  high  performance  organizations’  (HPOs)  definitions  and 

characteristics  as  stated  in  Table  2.1: A  Summary  of  Various  Scholars’  Views  of 

Definitions  of  HPOs  and  Table  2.2:  A  Summary  of  Various  Scholars’  Views  of  the 

Characteristics of HPOs. 
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Table 2.1  Summary of Various Scholars’ Definitions of HPOs  

 

Scholars HPO’s Definition 

 

Panitee 

(2010) 

An organization that responds quickly to change and has financial 

performance above its peer group in the long run by integrating goals, 

strategies, processes, and core values with organizational culture by 

critically focusing on leadership and human capital management 

De Wall 

(2007) 

An organization that achieves financial results that are better than 

those of its peer group over a longer period of time by adapting well 

to changes and reacting quickly, by managing for the long term, by 

setting up an integrated and aligned management structure, by 

continuously improving its core capabilities, and by truly treating the 

employees as its main asset 

Rogers and 

Blenko (2006)

An organization that pushes the limits of growth and continuous 

innovation, adapts better to change, and mobilizes the organization 

to pull away from competitors. An HPO is more than a means of 

translating objectives into action; it has become a source of 

competitive advantage and aimsto outperform competitors 

Owen et al. 

(2001) 

An organization that is able to remain responsive to marketplace 

expectations and sustain the behaviors required to meet marketplace 

expectations 

Morley and 

Heraty (1995)

An organization that is characterized as being built on a socio-

technical systems base with a team or group approach to production, 

and have thus given a new legitimacy to the somewhat faded image 

of job redesign and thrown a lifeline to the quality of working life 

movement 
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Table 2.2  Summary of Various Scholars’ Views of HPOs’ Characteristics 

 

De Wall (2007) Rogers and Blenko (2006) 

(1) leadership - people on all 

levels of the organization 

maintain trust relationships 

with others on all levels, 

belief and trust in others is 

encouraged, and people are 

treated fairly 

 (2) strategy - a strong vision 

that excites and challenges 

based on a winning strategy 

and aligns strategy, goals, 

and objectives with the 

demands of the external 

environment 

(3) process management - 

designs a good and fair 

reward and incentive 

structure which reinforces the 

design, core values and 

strategy of the organization 

and supports a performance 

culture 

(4) technology - implements 

flexible information 

technology (IT) systems 

throughout the organization 

(5) organizational design - 

stimulates cross-functional and 

cross-organizational 

collaboration by making 

teamwork and collaboration 

top priorities  of management 

  

(6) individuals and roles - 

creates a learning organization 

by investing in training and 

upgrading of skills, identifying 

and accessing new 

competencies 

 

(7) culture - empowers people 

and gives them freedom to 

decide and act by devolving 

decision making authority and 

establishes clear, strong and 

meaningful core values and 

makes sure they are widely 

shared within the company 

(8) external orientation - 

continuously strives to enhance 

customer value creation 

(1) strong leadership that 

provides compelling vision 

and direction based on the 

sources of value in the 

business 

 

(2) clear accountability for 

the most important 

decisions, reinforced by the 

organization’s structure 

 

(3) talented people, placed 

in the jobs where they can 

have the biggest impacts, 

and focus on the measure 

that matters 

 

(4) outstanding frontline 

execution, enabled by the 

right tools and working 

practices 

 

(5) a performance culture 

that motivates people at all 

levels to get things done        

and to strive for excellence 
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Table 2.2  (Continued) 

 

Owen et al. (2001)  Morley and Heraty (1995)  Panitee (2010) 

(1) leadership practices that 

are congruent with the vision, 

mission, values, and 

strategies 

 

(2) senior leaders' perception 

of the marketplace 

 

(3) a shared vision, mission, 

values, and strategies which 

are aligned with the realities 

of the marketplace 

 

(4) infrastructures which 

support and reinforce the 

vision, mission, values, and 

strategies 

 

(5) employee behaviors that 

meet customer needs 

(1) developed autonomy and 

control 

 

(2) flat, lean structures 

 

(3) advanced human resource 

practices, including the use  of 

realistic job preview 

techniques, group-based 

employee selection 

 

(4) an espoused management 

philosophy of open 

communication and feedback 

(1) strong leadership 

 

(2) flexible organizational 

structure 

 

(3) aligning of strategy and 

process 

 

(4) shared organizational 

culture 

 

(5) efficient talented 

management 

 

(6) good corporate 

governance 

 

(7) strong financial results 

 



 35

2.2.2  High Performance Organization Measurement 

2.2.2.1  Financial Performance Measurement 

The  focus  on  organizational  performance  to  sustain  a  competitive 

advantage  is  necessary  for  any  organization.  However,  the  measurement  of 

organizational  performance  may  take  different  forms.  Traditionally,  “organizations 

assess performance based on financial outcomes; tangible units such as dollar profit, 

cost  reduction,  sales  volume,  and  inventory  turnover  rate  are  used  (Rhodes,  Hung, 

Lok,  Lien  and  Wu,  2008:  86).”  Intangibles  such  as  customer  satisfaction  rate, 

frequency  of  patterns,  rate  of  product  development  and  new  competencies  and 

capabilities are infrequently used as performance indicators (Rhodes et al., 2008: 86). 

In  measuring  organizational  performance effectiveness,  there  are  a  number  of 

performance  measurement  tools:  traditional  measures  and  non-traditional  measures. 

Traditional  measures  which  “indicate the  financial  strengths,  weaknesses, 

opportunities  and  threats  are  Return  on  Sales  (ROS),  Return  on  Investment  (ROI), 

Return on Assets (ROA), Return on Equity (ROE), Residual Income (RI), Earning per 

Share  (EPS),  Dividend  Yield,  Price  Earning  Ratio,  Growth  in  Sales,  and  Market 

Capitalization, while the non-traditional performances of the corporate bodies besides 

financial  performance  are  Economic  Value  Added  (EVA)  and  Balance  Scorecard 

(BSC) (Rhodes et al., 2008: 88).” In order to evaluate financial success, organizations 

need  financial  measures  such  as  “budgets,  profits,  accounting  returns,  and  stock 

returns for measuring performance (Ittner and Larcker, 1998: 205).”  

Interestingly,  multiple  measures  of  organizational  performance  are 

considered.    The  most  popular  measure  of performance  effectiveness  is  return  on 

assets (ROA). This reflects goal-attainment, resource acquisition and one constituency 

investors  and  shareholders.  “ROA  is  a  common  measure  of  firm  performance  in 

management research (Rodsutti and Swierczek, 2002: 251).” “Although some studies 

used return on equity (ROE) and return on investment (ROI) in measuring financial 

performance, ROA is better for measuring management capability, which is related to 

profitability  (Rodsutti  and Swierczek,  2002:  251).”  As  Kim,  Hwang  and  Burgers 

(1989 quoted in Rodsutti and Swierczek, 2002: 251) recognize, ROA measures “the 

relative  efficiency  with  which  the  firm  produces  its  output  and  is  particularly  well 

suited  to  reflect  the  attainment  of  strategies  in  business  operations.”  Because  of  its 
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widespread  acceptance  and  its  relative  resistance  to  financial  creation  and 

manipulation,  “many  studies  employ  ROA  as  a  financial  performance  indicator 

suitable  for  the  dimension  of  organizational  effectiveness  (Rodsutti  and  Swierczek, 

2002: 251).” 

In  addition,  Marina  H.  Onken  (1999:  237)  has  stated  in  her  article 

“Temporal  Elements  of  Organizational  Culture  and  Impact  on  Firm  Performance,” 

return on assets (ROA), return on equity (ROE), and return on sales (ROS) are used as 

indicators  of  organizational performance.  “These  variables  are  consistently  used  in 

strategy  research,  with  ROA being  one  of  the  most  widely  employed  measures  of 

performance  because  it  has  been  shown  to  relate  to  a  variety  of  other  indicators  of 

firms'  financial  performance  (Robins and  Wiersema,  1995  quoted  in  Onken,  1999: 

237).” “ROA helps to preserve consistency with other research that has been carried 

out  in  strategic  management  (Robins and  Wiersema,  1995  quoted  in  Onken,  1999: 

237).”  Consequently,  in  order  to  calculate  ROA,  ROE,  and  ROS,  net  income  was 

divided by total assets, total common equity, and total net sales.  

According  to  research  studies  on  the  review  of  the  literature,  “two 

hundred  and  three  executives  were  surveyed  on  the  quality,  uses  and  perceived 

importance of various financial and nonfinancial performance measures. The survey 

demonstrated  overwhelming  support  for  financial  performance  measures  as 

effectiveness criteria (Lingle and Schiemann, 1996: 56-61).”  

Furthermore,  in  recent  years,  there  have  been  various  methodologies 

for  financial  performance  measurement.  The  performance  measurement  system 

(PMS)  of  an  organization  is  the  mechanism  by  which  to  manage  and  control  the 

organization.  For  organizations  that  use  PMS  as  the  basis  for  their  operations  and 

development, the health of the organization depends on the effectiveness of the PMS. 

Maintaining  the  effectiveness  of  the  organization  and  the  measurement  systems 

requires a systematic review process.  

Nevertheless,  it  is  very  important  to  the  continuous  adjustment  of  the 

organization  and  its  performance  orientation  in  competitive  world.  An  excellent 

“PMS  review  process  seeks  the  correct  balance  between  organizational  benefits  and 

the  efforts  required  (Najmi,  Rigas  and Fan,  2005:  109).”  Performance  measurement 

systems  (PMS)  have  been  at  the  top  of the  research  and  business  agenda  over  the 
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couple  years.  Organizations  have  realized  the  significant  of  a  multidimensional  and 

balanced performance measurement system as a tool that would enable them to foster 

the future of organization. “The shortcomings of traditional accounting performance 

measures have been well documented in the literature, and include failing to convey 

strategies  and  priorities  effectively  within  an  organization,  encouraging  short-

termism, and inflexibility to change (Najmi et al., 2005: 109).” 

It is now widely accepted that the use of appropriately defined measures 

can  ensure  the  strategic  alignment  of the  organization  and communication  of  the 

strategy  throughout  the  organization.  Taking  the  concept  a  bit  further,  Kaplan  and 

Norton  (1992  quoted  in  Najmi  et  al., 2005:  109)  identified  the  “weaknesses  of 

traditional  measurement  systems  because of  their  uni-dimensional  and  backward 

looking  nature.”  This  bring  about  the  “development  of  innovative  performance 

measurement frameworks such as the balanced scorecard” (Kaplan and Norton, 1992 

quoted  in  Najmi  et  al.,  2005:  109)  and  the  “European  Foundation  for  Quality 

Management  Excellence  Model  (EFQM),  which  view  organizational  performance 

through more than one perspective.” Moreover, Dixon et al. (1990 quoted in Najmi et 

al., 2005: 110) and Maskell (1991 quoted in Najmi et al., 2005: 110) have “identified 

performance  measurement  to  be  coherent with  low-level  action  taken  within  the 

business.”  This  initiated  the  development of  processes  to  implement  performance 

measurement  systems  (Bourne,  1999  quoted  in  Najmi  et  al.,  2005:  110). 

Consequently, “the need emerged for developing a way of sustaining and maintaining 

these  successful  performance  measurement system  implementations  (Bititci  et  al., 

2000  quoted  in  Najmi  et  al.,  2005:  110).”  It became  obvious  that  there  is  a  need  to 

reconsider these systems effectively. However, a review of the literature indicates that 

“actually traditional financial measures have limitations but one survey demonstrated 

overwhelming  support  for  financial  performance  measures  as  effectiveness  criteria 

(Lingle and Schiemann, 1996: 56-61).”  

In  terms  of  performance  measurement,  a  well-designed  performance 

measurement  system  is  vital  for  ensuring  that  organizations  deliver  cost-effective, 

high-quality  services  that  meet  the  needs  of  service  users  (Purbey,  Mukherjee  and 

Bhar,  2007:  247).  “Without  feedback  on  all  important  dimensions  and  a  system  for 

ensuring that the organization acts on that information, managers are struggling in the 
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dark  to  improve  services  (Purbey  et  al.,  2007:  242).”  However,  performance 

measurement is not easy, where a wide range of stakeholders is involved. The design 

of  an  effective  performance  measurement  system,  that includes  the  selection  of 

appropriate  measures  and  approaches  for  analyzing  results,  is  central  to  aligning  an 

organization’s operations with its strategic direction (Purbey et al., 2007: 246).  

In addition, Bititcti et al. (2000 quoted in Purbey et al., 2007: 241-242) 

have identified that a performance measurement system needs to have the following 

characteristics:  

 

(1) being sensitive to changes in the external and internal environment 

of an organization; (2) reviewing and reprioritizing internal objectives 

when  the  changes  in  the  external  and  internal  environment  are 

significant  enough;  (3)  deploying  changes  to  internal  objectives  and 

priorities to critical parts of the organization, thus ensuring alignment 

at all times; and (4) ensuring that gains achieved through improvement 

programs are maintained. 

 

Purbey et al. (2007: 242) further stated that performance measurement 

provides the basis for an organization to “assess how well it is progressing towards its 

predetermined goals, helps to identify areas of strengths and weaknesses, and decides 

on  future  innovation,  with  the  goal  of improving  organizational  performance.” 

“Performance  measurement  is  not  an  end  in  itself,  but  a  tool  for  more  effective 

management  (Purbey  et  al.,  2007:  242).”  “The  results  of  performance  measurement 

indicate  what  happened,  not  why  it  happened, or  what  to  do  about  it  (Purbey  et  al., 

2007:  242).”  “In  order  to  make  an  organization  effective,  the  performance 

measurement  outcomes  must  be  able  to  change  from  measurement  to  management 

(Purbey et al., 2007: 242).” “It must also be able to anticipate the changes needed in 

the  strategic  direction  of  the  organization  and  have  a  methodology  in  place  for 

effecting strategic change. This concept is identified as performance management in 

the performance measurement literature (Purbey et al., 2007: 242).” 

However,  organizations  which  do not  integrate  ongoing  financial  and 

non-financial  performance  measurement and  feedback  into  the  management 
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development  programs  seem  to  be  experienced  lower  than  expected  performance 

improvements  and  higher  stakeholders’ dissatisfaction  and  turnover  of  talent 

employees (Longenecker and Fink, 2001 quoted in Purbey et al., 2007: 242). 

In  addition,  according  to  Max  Moullin  (2004:  110-112)  in  his  article 

“Eight Essentials of Performance Measurement,” in designing and implementing any 

performance  measurement  system  it  is  vital  to  address  the  eight  essentials  of 

performance measurement described as follows:  

 

(1) use a balance set of measures—it is therefore vital that performance 

is assessed on a balanced framework reflecting all the different areas; (2) 

make  sure  you  measure  what  matters  to  service  users  and  other 

stakeholders;  (3)  involve  staff  in  determining  the  measures—measures 

that  are  seen  by  staff  as  irrelevant,  unrealistic,  inappropriate  or  unfair 

will  be  counterproductive,  if  staff  are  not  involved  in  determining  the 

measures and feel they are misguided, then they are likely to respond to 

measures  in  a  very  different  way  than  was  intended  by  management, 

leading  to  a  poorer  service  all  round;  (4)  include both  perception 

measures  and  performance  indicators—in  measuring  performance  it  is 

important  to  have  a  balance  between  perception  measures,  which  are 

obtained  directly  from  service  users  and  other  stakeholders,  and 

performance indicators, which are recorded directly by the organization; 

(5)  use  a  combination  of  outcome and  process  measures;  (6)  take 

account  of  the  cost  of  measuring  performance—performance 

measurement  can  be  defined  as  evaluating  how  well  organizations  are 

managed  and  the  value  they  deliver  for  customers  and  other 

stakeholders;  an  interesting  implication  of  this,  since  performance 

measurement  is  itself  part  of  how  an  organization  is  managed,  is  that 

performance measurement also needs to  be cost-effective and to deliver 

value;  (7)  have  clear  systems  for  translating  feedback  from  measures 

into  a  strategy  for  action;  and  (8) measurement  systems  need  to  be 

focused on continuous improvement, not a blame culture. 
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Measurement  systems  incorporating  financial  (traditional)  and  non-

financial (non-traditional) measures have been a topic of considerable interest to both 

business  practitioners  and  academics.  The inadequacy  of  solely  using  financial 

performance  measures  in  manufacturing  has been  well-documented  in  the  literature 

(Medori et al., 1995 quoted in Medori and Steeple, 2000: 520). According to research 

studies,  “two  hundred  and  three  executives  were  surveyed  on  the  quality,  uses,  and 

perceived  importance  of  various  financial  and  nonfinancial  performance  measures. 

The survey demonstrated overwhelming support for financial performance measures 

as effectiveness criteria (Lingle and Schiemann, 1996: 56-61).”  

Thus, in this research paper, traditional financial measures, based on the 

Accounting Principle, were employed to measure organizational performance and to 

satisfy the dependent variable measurement, high performance organizations (HPOs), 

for  the  publicly-listed  firms  in  Thailand.  In this  research  study,  profitability  such  as 

return on assets (ROA), return on equity (ROE), and return on sales (ROS), leverage 

such  as  Debt  Ratio  (DR),  earning  growth  such  as  Growth  of  Earning  before  Tax 

(EBT) per Assets, and return to investors such as Earning per Share (EPS), were used 

as  indicators  of  high  performance  organizations  (HPOs)  acquired  from  the  financial 

statements based on the accounting principle as described as follows:  

1) Profitability 

   Profitability indicates the wealth generation of the firms, which 

includes return on assets (ROA), return on equity (ROE), and return on sales (ROS). 

(1) Return on Assets (ROA) 

First,  return  on  assets  (ROA)  measures  the  relative 

efficiency  with  which  the  firm  produces  its output  and  is  particularly  well  suited  to 

reflect  the  attainment  of  strategies  in  business  operations.  Return  means  net  income 

plus interest expense in order to measure the return on all of the firm’s assets, not only 

the equity investment. Thus, in order to calculate the ROA, net income plus interest 

expense was divided by average total assets.  

(2)  Return on Equity (ROE) 

Second,  return  on  equity  (ROE)  measures the  profitability 

of the firm for the shareholders’ equity. Return means net income. Thus, in order to 

calculate the ROE, net income was divided by average total common equity.  
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(3)  Return on Sales (ROS) 

Third,  return  on  sales  (ROS)  measures  the  profitability  of 

the firm in terms of total sales. Return means net income. Thus, in order to calculate 

the ROS, net income was divided by total net sales.  

2) Leverage 

The leverage indicates the obligation and commitment of firms, 

which includes debt ratio (DR). Debt ratio (DR) measures the firm’s long-run ability 

to  meet  its  obligations,  or  more  generally, its  financial  leverage.  Thus,  in  order  to 

calculate DR, total debt was divided by total assets. 

3) Earnings Growth per Assets 

Earnings  growth  per  assets  indicates  the  efficiency  of 

investment in assets, which includes growth of earnings before tax (EBT) per assets. 

Growth of earning before tax (EBT) measures how efficiently the firm uses its assets 

and  how  efficiently  the  firm manages  its  operations.  The  focus  is  on  the  growth  of 

earnings year on year. Thus, in order to calculate EBT, earning before the tax of this 

year was divided by total assets. 

4) Return to Investors 

The  return  to  investors  indicates  the  profit  sharing  of 

shareholders  on  the  firm’s  performance,  which  includes  earning  per  share  (EPS). 

Earning  per  share  (EPS)  measures  the  net  income  per  share  of  stock  or  return  to 

investors. This can be calculated directly for the publicly traded companies. Earnings 

mean  net  income.  Thus,  in  order  to  calculate  the  EPS,  net  income  was  divided  by 

shares outstanding for the publicly-listed firms in Thailand. 

In  summary,  this  research  paper  applied  financial  performance 

measurements  based  on  traditional  financial  measures  from  the  accounting 

perspective.  High  performance  organizations  (HPOs)  will  be  measured  by  financial 

performances  (traditional  financial  measures),  which  were  employed  to  measure  the 

dependent variable as described as follows: 

1) Profitability  –  Return  on  Assets  (ROA),  Return  on  Equity 

(ROE), and Return on Sales (ROS) 

2) Leverage – Debt Ratio (DR) 
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3) Earning Growth per Assets – Growth of Earning before Tax 

(EBT) per Assets 

4) Return to Investors – Earning per Share (EPS) 

The  methodology  and  data  requirements  of  financial  performance 

measurements  based  on  accounting  principles  are  described  in  Table  2.3:  Financial 

Performance Measurements. 
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Table 2.3  Financial Performance Measurements 

 

Ratio  Indicators  Measurements  Methodology  Data Requirements 

Profitability 

ROA  Return on 

Assets 

Measures the relative 

efficiency with which 

the firm produces its 

output and is 

particularly well suited 

to reflect the attainment 

of strategies in business 

operations. 

 

Return means net 

income plus interest 

expense in order to 

measuring the return on 

all the firm’s assets, not 

only the equity 

investment. 

 

Net income plus 

interest expense 

was divided by 

average total 

assets.   

Net income 2009 

Interest Expense 2009 

Total Assets 2009 

Total Assets 2008 

 

ROE  Return on 

Equity 

Measures the 

profitability of the firm 

to the shareholders’ 

equity. 

 

Return means net 

income.       

Net income was 

divided by 

average total 

common equity. 

Net income 2009 

Total Common  

Equity 2009 

Total Common  

Equity 2008 
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Table 2.3  (Continued) 

 

Ratio  Indicators  Measurements  Methodology  Data Requirements 

 

ROS 

 

Return on 

Sales 

 

Measures the 

profitability of the 

firm in terms of total 

sales 

 

Return means net 

income. 

 

Net income was 

divided by total 

net sales.   

 

Net income 2009 

Net Sales 2009 

Leverage 

DR  Debt Ratio   Measures the firm’s 

long-run ability to meet 

its obligations, or more 

generally,  

its financial leverage. 

Total debt was 

divided by total 

assets. 

Total Debt 2009 

Total Assets 2009 

Earning Growth per Assets 

EBT  Growth of 

Earnings 

before Tax 

per Assets 

Measures how efficiently 

the firm uses its assets 

and how efficiently the 

firm manages its 

operations. The focus is 

on the growth of earning 

year on year. 

Earning before 

tax of current 

year was 

divided by total 

assets 

Earnings before tax 

2009 

Total Assets 2009 
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Table 2.3  (Continued) 

 

Ratio  Indicators  Measurements  Methodology  Data Requirements 

Return to Investors 

EPS  Earnings per 

Share 

Measure the net 

income per share of 

stock, which can be 

calculated directly for 

the publicly traded 

companies. 

 

Earnings mean net 

income. 

Net income was 

divided by shares 

outstanding for 

the publicly listed 

firms in Thailand. 

Net income 2009 

Number of Shares 

Outstanding 2009 
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2.2.2.2  Non-Financial Performance Measurement 

Performance measures imply that the company has attached evaluation 

to its processes that have been derived from the organizational strategy and reflect the 

company’s direction and performance. Traditionally,  business  performance  has  been 

measured based on financial data. “Financial measures provide objective artifacts of a 

firm’s  performance.  Accounting  data  such  as  return  on  assets  (ROA),  return  on 

investment (ROI), and return on sales (ROS) have been applied to numerous studies 

(Daily  et  al.,  2002  quoted  in  Josoh  and  Parnell,  2008:  7-8).”  The  new  financial 

measure,  “economic  value-added  (EVA),  also  has  been  applied  to  some  studies 

(Bacidore  et  al.,  1997  quoted  in  Josoh  and  Parnell,  2008: 8).”  “Proponents  of  using 

financial  measures  emphasize  the  objectivity  associated  with  comparing  the 

performance  level  of  various  business  units  along  standardized  lines  (Sieger,  1992 

quoted  in  Josoh  and  Parnell,  2008:  8).”  However,  “financial  measures  often  do  not 

result  in  the  valid  valuation  of  intangible  assets  (Huselid,  1995  quoted  in  Josoh  and 

Parnell,  2008:  8).”  Nonetheless,  financial  measures  remain  the  most  popular  and 

widely  accepted  approach  in  strategy-performance  studies  (Geringer  et  al.,  1989 

quoted in Josoh and Parnell, 2008: 8). “Qualitative measures include subjective areas 

of  performance  such  as  ethical  behavior, stakeholder  satisfaction  with  performance, 

customer satisfaction, and management satisfaction with performance (Parnell et al., 

2000  quoted  in  Josoh  and  Parnell,  2008:  8).”  They  may  also  include  “employee 

satisfaction, delivery performance, and process improvement (Hendricks et al., 1996 

quoted in Josoh and Parnell, 2008: 8).”   

Non-financial  and  qualitative  measures  are  important  supplements  to 

traditional  financial  measures.  It  is  often  advantageous  to  use  operational  and 

qualitative  measures  as  development  key  drivers  in  quality  improvement  and  team 

management,  while  “aggregated  financial  measures  are  more  important  for 

management,  although  mixing  the  two  types  of  measures  is  necessary  to  cover  all 

internal  efficiency  dimensions  (Jonsson  and  Lesshammar,  1999:  58).”  It  has  been 

stated (Eccles and Pyburn, 1992 quoted in Medori and Steeple, 2000: 520) that “every 

manager knows that there are important limitations in relying exclusively on financial 

measures  of  performance.”  “Traditional  measures  are  at  best  too  summarized  to  be 

useful and, at worst, they provide a very limited and often misleading picture of the 
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performance  of  the  organization  (Tarr,  1995  quoted  in  Medori  and  Steeple,  2000: 

521).”  Performance  measurement  incorporating  non-financial  measures  has  been  a 

topic  of  great  interest  throughout  this  era.  This  is  mainly  because  non-financial 

measures  overcome  the  limitations  of  just  using  financial  performance  measures. 

There  are  many  advantages  of  using  non-financial  measures:  “they  are  more  timely 

than financial ones; the measures are very measurable and precise; the measures are 

meaningful  to  the  workforce  so  aiding continual  improvement;  the  measures  are 

consistent with company goals and strategies; and, non-financial measures change and 

vary  over  time  as  market  needs  change,  and  so  tend  to  be  flexible  (Medori  and 

Steeple, 2000: 521).” A disadvantage, however, is that “there is a huge range in terms 

of  the  number  of  non-financial  measures  that  can  be  used  by the  organizations.  A 

problem  arises  in  knowing  which  measures  from  a  huge  variety  an  organization 

should use (Medori and Steeple, 2000: 521).” 

As  the  pace  of  change  continues  to  increase  in  the  global  world  it  is 

important  for  organizations  to  move  beyond  financial  performance  indicators  to 

consider other significant factors that contribute to long-term wealth creation (Barsky 

and Bremser, 1999 quoted in Medori and Steeple, 2000: 521). According to a valuable 

study  completed  by  Ernst  and  Young  (1998 quoted  in  Amaratunga,  Baldry  and 

Sarshar, 2001: 181), not all non-financial criteria are regarded as equal, as some are 

regarded as being more valuable than others. This criteria is outlined as follows:  

 

(1)  Research  leadership;  (2)  Management  credibility;    (3)  Quality  of 

strategy;  (4)  Innovations;  (5)  Ability  to  attract  talented  people;  (6) 

Market  share;  (7)  Management  experience;  (8)  Quality  of  executive 

compensation;  (9)  Quality  of  major  processes;  and  (10)  Strategy 

execution. 

 

Thus, in this research paper, non-traditional financial measures based on 

the Stock Exchange of Thailand (SET) criteria and based on the Ernst and Young’s 

study (1998 quoted in Amaratunga et al., 2001: 181) were adapted and employed to 

measure  organizational  performance  and to  satisfy  the  dependent  variable 

measurement, high performance organizations (HPOs) for the publicly-listed firms in 



 48

Thailand.  Consequently,  this  research  paper utilized  the  questionnaire  instrument  to 

measure  high  performance  organizations  (HPOs)  in  the  non-traditional  dimension. 

The  SET  criteria  are  described  as  follows:  (1)  Corporate  Governance  Rating  Score 

(Management  credibility,  Management  experience,  and  Quality  of  executive 

compensation);  (2)  SET  Regulation  and  Information  Disclosure; and  (3)  Quality  of 

Financial  Statements  (Auditor’s  Opinion) were  adapted  and  applied  to  explore  the 

high  performance  organizations  (HPOs)  and efficiency  level.  In  addition,  and  the 

Ernst and Young’s study (1998 quoted in Amaratunga et al., 2001: 181) including; (1) 

Market  share;  (2)  Talented  Management  (Ability  to  attract  talented  people);  and  (3) 

Social  Value  were  also  adapted  and  applied  to  explore  the  high  performance 

organizations  (HPOs)  and  efficiency  level.  Consequently,  non-traditional  financial 

rating scores will represent the high performance organization (HPO) measurement as 

described as follows: 

1) Corporate Governance Rating Score 

(1)  Corporate Governance Framework 

Today,  investors  are  increasingly  concerned  about  the 

ethical  behavior  of  organizations.  “The  twentieth  century  saw  a  steady  stream  of 

legislation,  court  battle,  and shareholder  reform  actions  in  an  effort  to  protect 

shareholder  rights  and  to  instill  the  concept  of  corporate  governance  into  United 

States  (U.S.)  businesses  (Grant,  2003:  923).”  The  U.S.  Congress  passed  the  reform 

legislation. “The Sarbanes-Oxley Act of 2002 was an attempt to improve regulatory 

oversight  of  the  securities  industry  and  to instill  the  ideals  of  corporate  governance 

into U.S. businesses (Grant, 2003: 923).” When organization faces a new problem or 

threat, then “a new legislative process of some sort is introduced which tries to protect 

that society from a future reoccurrence (Romano, 2004 quoted in Aras and Crowther, 

2008:  433).”  Recently,  wide  ranges  of  problems  with  corporate  behavior  have  been 

emerged,  which  has  brought  about  prominence  being  given  to  corporate  social 

responsibility. “Part of this effect is to recognize the concerns of all stakeholders in an 

organization,  and  this  has  been  researched  by  many  scholars  with  inconclusive 

findings (Aras and Crowther, 2008: 433).” Accordingly, therefore, organizations, with 

their increased  
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level of responsibility and accountability to their stakeholders, have noted that “there 

is a need to develop a code for corporate governance as a guide towards appropriate 

stakeholder relations” (Aras and Crowther, 2008: 434).   

Guler Aras and David Crowther (2008: 434) further stated 

in  their  article  “Governanace  and  Sustainability,”  that  good  governance  is  of  course 

important  in  every  organization  whether  it be  the  corporate  environment  or  general 

society  or  the  political  environment. “Good  governance  levels  can,  for  example, 

improve public faith and confidence in the political environment (Aras and Crowther, 

2008: 434).” When the resources are too limited to acheive the minimum expectations 

of  the  stakeholders,  it  is  a  good  governance  level  that  can  help  to  promote  the 

transparency. And of course “a concern with governance is at least as prevalent in the 

corporate world (Durnev and Kim, 2005 quoted in Aras and Crowther, 2008: 434).”  

The  definition  of  Corporate Governance  (CG)  differs 

depending on one’s view of the world. Shleifer and Vishny (1997: 756) define CG as 

“the ways in which suppliers of finance to corporations assure themselves of getting a 

return  on  their  investment.  Taking  a  broad perspective  on  the  issues,”  Gillan  and 

Starks  (1998  quoted  in  Shahin  and  Zairi,  2007:  756)  define  CG  as  “the  system  of 

laws,  rules,  and  factors  that  control  operations  at  a  company.”  “Irrespective  of  the 

particular definition used, researchers often view CG mechanisms as falling into one 

of two groups: those internal to firms and those external to firms. Of course, firms are 

more  than  just  boards,  managers,  shareholders,  and  debt  holders  (Shahin  and  Zairi, 

2007: 756).” 

Corporate  governance  can be  considered  as  “an 

environment of trust, ethics, moral values and confidence—as a synergic effort of all 

the  constituents  of  society—that  is  the  stakeholders,  including  government,  the 

general public, professional or service providers—and the corporate sector (Hermalin, 

2005  quoted  in  Aras  and  Crowther,  2008:  434).”  One  of  the  consequences  of  a 

concern  with  the  actions  of  an  organization,  and  the  consequences  of  those  actions, 

has been an increasing concern with corporate governance (Hermalin, 2005 quoted in 

Aras and Crowther, 2008: 434). 

Corporate  governance  has  gained  enormous  significant  in 

recent years. “Two of the main reasons for this upsurge in interest are the economic 
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liberalization  and  deregulation  of  industry  and  business  and  the  demand  for  new 

corporate ethos and stricter compliance with the law of the land (Joyner and Payne, 

2002  quoted  in  Aras  and  Crowther,  2008:  434).”  One  more  factor  that  has  been 

responsible for the situation of the corporate sector to a new paradigm for corporate 

governance  that  is  in  tune  with  the  “changing  times  is  the  demand  for  greater 

accountability  of  companies to  their  shareholders  and  customers  (Bushman  and 

Smith,  2001  quoted  in  Aras  and  Crowther,  2008:  434).”  Probably  since  the  mid-

1980s,  corporate  governance  has  attracted  a  great  deal  of  attention.  “The  early 

impetus was provided by Anglo-American codes of good corporate governance (Aras 

and  Crowther,  2008:  439).”  Stimulated  by  institutional  investors,  other  countries  in 

the  developed  as  well  as  in  emerging  markets,  established  or  adapted  a  version  of 

these  codes  for  their  own  organizations  (Aras  and  Crowther,  2008:  439).  Thus, 

“supra-national  authorities  like  the  Organization  for  Economic  Co-operation  and 

Development  (OECD)  and  the  World  Bank  (WB)  did  not  remain  passive  and 

developed  their  own  set  of  standard  principles  and  recommendations  (Aras  and 

Crowther,  2008:  439).”  “This  type  of  self-regulation  was  chosen  above  a  set  of 

regulations and legal standards (Van Den Berghe, 2001 quoted in Aras and Crowther, 

2008: 440).” After the recent big corporate scandals, corporate governance (CG) has 

become central to most organizations. “It is understandable that investors’ protection 

has  become  a  much  more  important  issue  for  all  financial  markets  after  the 

tremendous,  high  profile  organization  failures  and  scandals  (Aras  and  Crowther, 

2008:  440).”  Investors  are  demanding  that  organizations  implement  transparent  CG 

principles in order to achieve better returns on their investment and to reduce agency 

costs  (Aras  and  Crowther,  2008:  440).  Most of  the  time  investors  are  ready  to  pay 

more for the organizations to have qualified CG standards (Beiner et al., 2004 quoted 

in Aras and Crowther, 2008: 440). Similarly an organization’s CG report is one of the 

main  instruments  for  investor’  decisions.  For  these  reasons  organizations  cannot 

ignore the pressure for good governance from stakeholders, shareholders and potential 

investors (Aras and Crowther, 2008: 440).  

Another  issue  is  related  to  firm  credibility  and  risk 

management. If the firm needs a high CG rating score, then it will have to seriously 

pay  attention  to  CG  rules  also.  Credit  rating  agencies  analyze  corporate  governance 
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practices together with other corporate indicators. Even though corporate governance 

principles  have    been  important  for  getting  excellet  rating  scores  for  large  and 

publicly-held  organizations,  they  are  also  becoming  much  more  important  for 

investors, potential investors, creditors and governments. Because of all factors, CG 

receives high priority on the agenda of policymakers, financial institutions, financial 

markets, investors, organizations, and academics. “This is one of the main indicators 

that the link between good corporate governance and actual performance effectiveness 

is still open for discussion (Aras and Crowther, 2008: 440).”  

In  the  literature,  many  studies  have  sought  to  “investigate 

the  relation  between  corporate  governance  mechanisms  and  performance  (Patterson, 

2002  quoted  in  Aras  and  Crowther,  2008:  440).”  Most  of  the  studies  have  shown 

mixed  results  without  an  obvious  relationship.  Based  on  these  results,  it  seems  that 

corporate  governance  matters  significantly  to  an  organization’s  performance  and 

therefore  that  every  organization  has  to  apply  corporate  governance  principles.  But 

the  most  important  point  is  that  “corporate  governance  is  the  only  means  for 

organizations  to  achieve  corporate  goals and  strategies  (Aras  and  Crowther,  2008: 

440).” Therefore, organizations have to improve their strategy and effective route to 

the implementation of governance principles so the “organizations have to investigate 

what their corporate governance policy and practice needs to be (Aras and Crowther, 

2008: 440).”  

(2) Corporate Governance Measurement 

The  corporate  governance  framework  should  “promote 

transparent  and  efficient  markets,  be  consistent  with  the  rule  of  law,  and  clearly 

articulate the division of responsibilities among different supervisory, regulatory, and 

enforcement  authorities  (OECD,  2004:  17).”  Corporate  governance  has  attracted 

significant  attention  in  the  corporate  and  financial  world  as  well  as  in  academic 

perspectives. There are varieties of empirical evidence studying the linkage between 

the  quality  of  corporate  governance  and  firm  performance.  According  to  Sang-Woo 

Nam  and  Il  Chong  Nam  (2004: 89)  in  their  article  “Corporate  Governance  in  Asia: 

Recent Evidence from Indonesia, Republic of Korea, Malaysia, and Thailand,” better 

corporate  governance  is  supposed  to  lead  to  better  corporate  performance  by 

improving  shareholders’  control  and  ensuring  better  decision  making.  “Better  
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corporate  governance  can  be  reflected  in the  stock  price  instantaneously  and  also 

should  lead  to  better  long-term  performance.  The  result  from  such  an  article  shows 

that  for  all  the  firms  surveyed,  corporate governance  scores  are  strongly  associated 

with  firm  performance  as  measured  by  the ratio  of  market  value  to  book  value  of  a 

firm (S. W. Nam and I. C. Nam, 2004: 89).”                

Actually,  as  stakeholders,  investors  and  creditors,  will  be 

more willing to put their money in firms with good governance, they will face lower 

costs  of  capital,  another source  of  better  firm  performance.  Interestingly,  the 

implications for the economy as a whole are also obvious: “economic growth will be 

more  sustainable  and  the  capital  market will  also  be  boosted  and  become  more 

developed,  which  is  essential  for  sustained  economic  growth  (S.  W.  Nam  and  I.  C. 

Nam,  2004:  90).”  Corporate  governance  is  a  broad  theory  concerned  with  the 

alignment  of  management  and  shareholder  interests  (Grant,  2003:  925).  The 

alignment of management and shareholder interest during this time has struggled with 

legal and ethical issues. The current century faced numerous efforts to resolve these 

agency  costs  and  to  establish  a  qualified  system  of corporate  governance  (Grant, 

2003: 925).  

Since  corporate  governance  can  be  highly  influential  for 

firm performance, firms must know what the corporate governance principles are and 

how they can improve strategies to apply these principles. In practice there are “four 

principles  of  good  corporate  governance,  which  are:  transparency;  accountability; 

responsibility; and fairness (Aras and Crowther, 2008: 440-441).” All these principles 

are related to the firm’s corporate social responsibility (CSR). Corporate governance 

principles therefore are important for a firm but the real issue is concerned with what 

corporate governance actually is. Management can be interpreted as managing a firm 

for the purpose of creating and maintaining value for shareholders. Thus, “corporate 

governance procedures determine every aspect of the role for management of the firm 

and  try  to  keep  in  balance  and  to  develop  control  mechanisms  in  order  to  increase 

both shareholder value and the satisfaction of other stakeholders (Aras and Crowther, 

2008:  441).”  In  other  words,  corporate governance  is  concerned  with  “creating  a 

balance between the economic and social goals of a company, including such aspects 

as  the  efficient  use  of  resources,  accountability  in  the  use  of  its  power,  and  the 



 53

behavior of the corporation in its social environment (Sethi, 2002 quoted in Aras and 

Crowther,  2008:  441).”  The  definition and  measurement  of  good  corporate 

governance is subject to debate and take into consideration. However, good CG will 

address such points as creating sustainable firm value, achieving the firm’s goals, and 

keeping  a  balance  between  economic  and  social  benefit.  Also  of  course  “good 

governance  offers  some  long-term  benefits for  a  firm,  such  as  reducing  risk  and 

attracting  new  investors,  shareholders,  and  more  equity  (Aras  and  Crowther,  2008: 

441).” 

According  to  Sang-Woo  Nam  and  Il  Chong  Nam’s  article 

(2004: 6) “Corporate Governance in Asia: Recent Evidence from Indonesia, Republic 

of  Korea,  Malaysia,  and  Thailand,”  post  crisis  policy solutions  have  given  high 

priority  to  corporate  governance  reform.  “Major  regulatory  changes  in  the  crisis-hit 

Asian  countries  have  already  been  extensively  documented  and  discussed  (Asian 

Development  Bank  (ADB),  2001  quoted  in  S.  W.  Nam  and  I.  C.  Nam,  2004:  6).” 

Reform  measures  have  included  improving  specific  corporate  governance 

mechanisms both within corporations and in external environments. Additional efforts 

directed  toward  enhancing  managerial transparency  by  improving  accounting  and 

auditing  standards  and  strengthening  information  disclosure  requirements  would 

provide a better environment for stronger corporate governance (S. W. Nam and I. C. 

Nam,  2004:  6).  “Despite  significant  efforts  to  put  a  regulatory  framework  for 

corporate  governance  in  place  in  many  Asian  countries,  in-depth  investigation  of 

corporate  governance  practices  at  the  firm  level  and  of  their  effects  on  firm 

performance is largely lacking (S. W. Nam and I. C. Nam, 2004: 7).” 

According  to  Supra-national  authorities  like  the 

Organization  for  Economic  Co-Operation  and  Development (OECD)  and  the  World 

Bank’s  (WB)  set  of  standard  principles and  recommendations,  there  are  five  OECD 

principles  on  corporate  governance  practices  as  described  as  follows  (OECD,  2004: 

18-25):  
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(1) The Rights of Shareholders and Key Ownership Functions, (2) The 

Equitable Treatments of Shareholders, (3) The Role of Stakeholders in 

Corporate Governance, (4) Disclosure and Transparency, and (5) The 

Responsibilities of the Board. 

 

(2.1)  The Rights of Shareholders and Key Ownership  

Functions 

“The  corporate  governance  framework  should  protect 

and facilitate the exercise of shareholders’ rights (OECD, 2004: 18).” 

Basic  shareholder’s  rights  should  include  the  right  to 

obtain  relevant  and  material  information on  the  corporation  on  a  timely  and  regular 

basis;  participate  and  vote  in  general  shareholder  meetings;  and  share  profits  of  the 

corporation (SET, 2006: 1). One of the elements of governance mechanism examined 

in some studies is ownership concentration, which refers to the proportion of a firm’s 

shares owned by a given number of the largest shareholders. A high concentration of 

shares  tends  to  create  more  pressure  on  managers  to  behave  in  ways  that  are  value 

maximizing.  

(2.2) The Equitable Treatment of Shareholders 

“The  corporate  governance  framework  should  ensure 

the  equitable  treatment  of  all  shareholders,  including  minority  and  foreign 

shareholders. All shareholders should have the opportunity to obtain effective redress 

for violation of their rights (OECD, 2004: 20).” 

According  to  Sang-Woo  Nam  and  Il  Chong  Nam 

(2004:  15)  in  their  article  “Corporate  Governance  in  Asia:  Recent  Evidence  from 

Indonesia,  Republic  of  Korea,  Malaysia, and  Thailand,”  one  crucial  of  the  poor 

performance of many corporation in East Asia was the inability to prevent dominant 

shareholders  from  making  key  decisions.  Consequently,  laws  and  regulations  were 

amended to facilitate the participation of minority shareholders in decision making on 

significant issues. “Minority shareholders should be protected from abusive actions by 

controlling shareholders acting either directly or indirectly (S. W. Nam and I. C. Nam, 

2004:  15).”  In  addition,  laws  and  regulations  were  amended  to  facilitate  the 

participation of minority shareholders in decision making on significant issues. 
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In  terms  of  preemptive  rights  or  priority  subscription 

rights,  these  are  not  well  protected  in the  East  Asian  countries.  “In  Korea  and 

Thailand,  dominant  shareholders  have  often  been  suspected  of  having  used  the 

issuance  of  new  shares  as  a  way  to  transfer  wealth  from  minority  shareholders  to 

themselves or their families (S. W. Nam and I. C. Nam, 2004: 30).” However, after 

the crisis, some of the countries began to protect preemptive rights by adjusting their 

laws and regulations. “In Indonesia, the rights have to be clearly stated in the articles 

of association for the shareholders to be protected (S. W. Nam and I. C. Nam, 2004: 

30).”  “In  Korea  and  Malaysia,  the  rights  are  protected  unless  majority  shareholders 

approve their denial (S. W. Nam and I. C. Nam, 2004: 31).” Particularly, “important 

of protection of minority shareholders are their preemptive rights in relation to their 

new share issues, approval of related-party transactions, mandatory bid requirements, 

and  dissenters’  rights  (S. W.  Nam  and  I.  C.  Nam, 2004:  57).”  The  minority 

shareholders  should  be  able  to  request  for  auditing  a  firm’s  financial  statements, 

corporate affairs, and property and shareholders’ general meeting (S. W. Nam and I. 

C. Nam, 2004: 57). 

Thus,  significant  issues  are whether  shareholders  are 

“fully informed about candidates for directorships before they vote; whether they can 

nominate  their  own  candidates;  and  whether  cumulative  voting  is  permissible, 

whereby minority shareholders acting as a group could elect their choice of candidate 

(S. W. Nam and I. C. Nam, 2004: 57).” 

(2.3)    The  Role  of  Stakeholders  in  Corporate 

Governance 

“The  corporate  governance  framework  should 

recognize the rights of stakeholders established by law or through mutual agreement 

and encourage active co-operation between corporations and stakeholders in creating 

wealth,  jobs,  and  the  sustainability  of financially  sound  enterprises  (OECD,  2004: 

21).” 

The  basic  role  of  stakeholders  should  include 

participating  in  corporate  governance  process  by  assessing  relevant,  sufficient,  and 

reliable information on a timely and regular basis (SET, 2006: 3). 
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According  to  Sang-Woo  Nam  and  Il  Chong  Nam 

(2004:  39)  in  their  article  “Corporate  Governance  in  Asia:  Recent  Evidence  from 

Indonesia,  Republic  of  Korea,  Malaysia,  and  Thailand,”  the  important  problem  that 

obstructs the rules of the corporate governance framework is the shortage or absence 

of stakeholders who have strong incentives to get involve in the corporate governance 

practice. “One group of stakeholders that might have strong incentives to ensure that 

firms are under reliable corporate governance is creditors (S. W. Nam and I. C. Nam, 

2004: 39).” Creditors can also play an important role in the corporate governance of 

large  debtor  firms  by  evaluating  or  monitoring  the  firms  closely  and  significantly 

developing the governance of large firms that borrowed substantial amounts of money 

from them. The research indicates that “banks in Indonesia, Korea, and Thailand have 

failed  to  play  the  role  of  creditor  effectively  because  they  are  under  a  weak 

governance structure themselves (S. W. Nam and I. C. Nam, 2004: 39).” 

(2.4) Disclosure and Transparency 

“The  corporate  governance  framework  should  ensure 

that  timely  and  accurate  disclosure  is  made  on  all  material  matters  regarding  the 

corporation,  including  the  financial  situation,  performance,  ownership,  and 

governance of the company (OECD, 2004: 22).” 

Disclosure  should  include,  but  not  be  limited  to, 

material  information  on  the  financial  and operating  results  of  the  companies,  major 

share ownership and voting rights, or governance structures and policies (SET, 2006: 

4). 

According  to  Sang-Woo  Nam  and  Il  Chong  Nam 

(2004: 59) in the same article referred to above, the “disclosure of relevant corporate 

information  is  an  essential  element  of  market-based  monitoring  companies.” 

Disclosure  and  transparency  influence  companies  to  better  protect  stakeholders  and 

enhance investor confidence in capital markets. “Any activities that could act against 

the interests of minority shareholders should be disclosed (S. W. Nam and I. C. Nam, 

2004:  59).”  In  relation  to  the reliability  of  disclosed  information,  firms  must  adopt 

internationally  recognized  accounting  and  audit  standards  and  assure  the 

independence of the audit process (S. W. Nam and I. C. Nam, 2004: 59-60).  



 57

In  addition,  the  survey  results  indicated  that 

“disclosure of corporate information as related-party transactions, significant changes 

in  ownership,  directors’  trading  of  their company  shares,  resumes  of  directors,  and 

directors’  remuneration  (S.  W.  Nam  and I.  C.  Nam,  2004:  70).”  Most  of  the 

Malaysian and Thai firms seem to disclose all major corporate information either to 

the  regulatory  agency  or  in  their  annual  reports.  The  Indonesian  firms  tend  not  to 

disclose required information about commissioners trading their company shares and 

their  remuneration.  “The  use  of  company  websites  for  information  disclosure  is 

relatively rare for Indonesian firms and much more common for Malaysian firms (S. 

W. Nam and I. C. Nam, 2004: 70).” While reports to regulatory agencies as a means 

of  information disclosure seem to be more prevalent than information disclosure by 

means of annual reports in Indonesia and Korea, the opposite is generally the case in 

Malaysia and Thailand (S. W. Nam and I. C. Nam, 2004: 70). Furthermore, Wen Qu 

and Philomena Leung (2006: 241) stated in their article “Cultural Impact on Chinese 

Corporate  Disclosure—A  Corporate  Governance  Perspective,”  transparency  of 

corporate  disclosure  has  become  one  of  the  essential  components  of  corporate 

governance  principles  issued  by  organizations  worldwide  (OECD,  2004:  22).  “High 

profile corporate collapses such as Enron in the U.S.A. and H.I.H. in Australia have 

highlighted the significance of corporate disclosure in playing a critical role as one of 

the external control mechanisms in solving the agency problem (S. W. Nam and I. C. 

Nam, 2004: 130).”  

Corporate governance, with respect to transparency, is 

the availability of firm-specific information to those outside publicly-traded firms and 

it should go hand-in-hand with accountability. A high level of disclosure transparency 

contributes  to  the  establishment  of  confidence  in  capital  markets  and  encourages  a 

better  flow  of  foreign  direct  investment (FDI)  into  a  country  (Groom  et  al.,  2004 

quoted  in  Qu  and  Leung,  2006:  242).  In  previous  research,  the  transparency  of 

corporate disclosure made by Chinese publicly-listed companies has always been an 

issue.  Companies  are  criticized  for  lack of  disclosure  transparency  and  corporate 

scandals in recent years have further strengthened this point of view.  
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(2.5)  The Responsibilities of the Board 

“The  corporate  governance  framework  should  ensure 

the strategic guidance of the company, the effective monitoring of management by the 

board,  and  the  board’s  accountability  to  the  company  and  the  shareholders  (OECD, 

2004:  24).”  Key  boardfunctions  include  reviewing  and  guiding  corporate  strategy, 

performance,  risk  policy,  annual  budget,  and  also  monitoring  the  effectiveness  of 

corporate governance (SET, 2006: 5).  

The literature seems to present no unanimous position 

on the role of debt agency. Although some see it as having the potential to induce the 

right  steps  by  the  board  to  protect  shareholder  interests,  other  scholars  point  to  the 

emergence  of  debt  agency  and  to  the  need  to  constitute  boards  in  ways  that  would  

protect both shareholder and creditor interests. To achieve this, it is suggested that the 

board should have representation from the creditors, as is often the case in Japan and 

Germany where banks have significant debt holding interests (OECD, 2004: 24). 

N.  K.  Kakabadse,  A.  K.  Kakabadse,  and  Kouzmin 

(2001: 25) have stated in their article “Board Governance and Company Performance: 

Any Correlations?” that although there is a growing focus on governance issues, such 

as specific board composition configuration or board leadership structure, the results 

are unclear with respect to firm performance. Many studies, especially, Dalton et al. 

(1998  quoted  in  Kakabadse  et  al.,  2001:  25),  demonstrate  positive  relationships 

between  factors  of  interest  from  the  four sets  of  board  attributes  and  the  firm's 

performance, “when meta-analytically reviewed, show negative relationships and no 

statistically significant relationship at all (Dalton et al., 1998 quoted in Kakabadse et 

al., 2001: 25).” The studies found by Dalton and Daily (1999 quoted in Kakabadse et 

al., 2001: 26) concluded that “there is no clear evidence of a substantive relationship 

between  board  composition  and  financial  performance,  irrespective  of  the  type  of 

performance indictors, the size of the firm, or the manner in which board composition 

is  measured.”  For  example,  “a  board  could  be  completely  independent  and,  at  the 

same  time,  fail  in  its  expertise,  counsel,  and  resource  dependency  roles  (Dalton  and 

Daily,  1999  quoted  in  Kakabadse  et  al., 2001:  26).”  On  the  other  hand,  “a  board 

dominated  by  inside  and  affiliated  directors could  fall  short  in  its  ability  to  monitor 

and control (Daily and Dalton, 1999 quoted in Kakabadse et al., 2001: 26).” Hence, 
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“reliance on the independence of board members or any one dimension of board roles 

and  attributes  will  not  ensure  high  levels  of  corporate  financial  performance, 

especially if it is at the expense of other director roles (Johnson et al., 1993; Dalton 

and Daily, 1999 quoted in Kakabadse et al., 2001: 26).”              

In addition, a comprehensive and integrative review of 

the corporate governance contribution to company performance research suggests “a 

tendency,  amongst  scholars,  to  search  for universal  associations  between  board 

attributes, board roles, and company performance (Zahra and Pearce, 1989 quoted in 

Kakabadse,  N.  K.,  Kakabadse,  A.  K. and  Kouzmin,  2001;  Maassen,  1999  quoted  in 

Kakabadse et al., 2001: 26).” The most common  measures  of  financial  performance 

are: ROE; ROA; EPS; stock price; return on investment; profit margins; net income 

and profit margins on sales, income/sales and income/equity. “Although agency issue 

and  the  financial  model,  combined,  and  the  stakeholder  perspective  and  political 

model, have their differences, they also share considerable similarities; hence they are 

addressed as a group (Kakabadse et al., 2001: 26).”  

In  terms  of  board  reform,  from  empirical  evidence, 

“the  boards  of  many  companies  in  East  Asia  work  primarily  for  the  interests  of 

dominant  shareholders  and  frequently  made  decisions  that  are  a  disadvantage  to  the 

interests  of  minority  shareholders  and  of  the  firm  itself (S.  W.  Nam  and  I.  C.  Nam, 

2004:  32).”    However,  after  the  economic crisis,  the  “East  Asian  countries  have 

introduced an extensive set of reform measures to make boards more responsible and 

more effective (S. W. Nam and I. C. Nam, 2004: 32).” 

Another board reform concerns the separation of Chief 

Executive  Officer  (CEO)  and  the  chairman,  and  several  studies  have  examined  the 

separation of the CEO and chairman, positing that agency issues are higher when the 

same person holds both positions. “Using a sample of 452 firms in the annual Forbes 

magazine  rankings  of  the  500  largest  U.S.  public  firms  between  1984  and  1991, 

Yermack (1996 quoted in Shakir, 2005: 3) shows that firms are more valuable when 

the  CEO  and  board  chair  positions  are  separate.”  private  domestic  firms.”  They 

attribute  this  research  finding  to  the  possibility that  foreign  firms  might  have  some 

superior knowledge, which leads them to be more efficient.  A common theme running 
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through  the  two  studies  is  the  important  role  that  the  experience  and  skills  of  chief 

executives could play as processes for improving firm performance. 

According  to  Murphy  and  McIntyre  (2007:  209)  in 

their  article  “Board  of  Director  Performance:  A  Group  Dynamics  Perspective,”  the 

respective literature on the theory of the firm and corporate governance suggests that 

a firm’s board of directors (BOD) is an important institution for mitigating the agency 

issue  that  arises  with  ownership.  The  agency  problem  in  this  context  is  that  the 

interests of management may differ from the interests of the shareholders for whom 

the BOD work and that “management may make business decisions in response to the 

former  rather  than  the  latter  (Murphy  and  McIntyre,  2007:  209).” “Recently,  there 

have  been  a  number  of  large  corporate  failures  and  allegations  of  defalcation  and 

malfeasance on the part of management (Murphy and McIntyre, 2007: 209).” In some 

of these cases the problems have been attributed to a failure of corporate governance, 

or  more  specifically,  to  ineffective  boards.  It  is  also  tempting  to  consider  board 

performance in similarly narrow terms; that is, effective boards avoid such problems 

and  ineffective  ones  ignore  (Murphy  and  McIntyre,  2007:  213).  “Many  researchers 

have  recognized  the  agency  problems  that arise  with  the  absentee  ownership  that 

typifies  many  large  firms  in  the  modern  economy  (Williamson,  1983  quoted  in 

Murphy and McIntyre, 2007: 210; Shleifer and Vishny, 1997 quoted in Murphy and 

McIntyre, 2007: 210).” Shleifer and Vishny (1997 quoted in Murphy and McIntyre, 

2007: 210) define the “agency problem as one of ensuring that management does not 

expropriate or waste financial suppliers’ capital.” Some scholars have argued that the 

BOD is a significant decision control point that is intended to raise agency problems 

and  assist  with  moving  the  corporation  forward  to  create  value  for  shareholders. 

“Having posited this, some of the questions that arise are. What characteristics make 

some boards relatively more effective than other boards? and What is an appropriate 

measure of board effectiveness? (Murphy and McIntyre, 2007: 210).”  

In  addition,  previous  research  linking  BOD 

characteristics  to  organizational  effectiveness  has  “primarily  focused  on  linking  the 

variables  of  board  size,  composition,  and  independence  to  a  variety  of  financial 

indicators (Murphy and McIntyre, 2007: 210).” Belkhir (2004 quoted in Murphy and 

McIntyre,  2007:  213),  for  instance,  provides a  typical  example  of  research  linking 
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board characteristics to firm performance. He found “a positive relationship between 

board size and firm performance, up to an optimal point, as measured by Tobin’s Q 

and ROA.”  

The  mainstream  governance  literature  continues  to 

examine  single  board  characteristics  in  relation  to  a  number  of  different  financial 

indicators. “Typical financial indicators include Tobin’s Q and ROA, market to book 

value  ratio,  debt  financing  costs,  yield  spreads,  share  price,  and  financial  distress 

(Anderson and McAdam, 2004; Belkhir, 2004 quoted in Murphy and McIntyre, 2007: 

210-211;  Bonna  et  al.,  2004  quoted  in Murphy  and  McIntyre,  2007:  210-211).” 

Elloumi  and  Gueyie  (2001  quoted  in  Murphy  and  McIntyre,  2007:  211)  examined 

financial  distress  and  corporate  governance  characteristics  in  a  sample  of  Canadian 

corporations.  The  researchers  found  that  “BOD  composition  explains  financial 

distress  beyond  an  exclusive  reliance  on  financial  indicators.”  While  these  studies 

provide  interesting  insight  into  board  characteristics  that  tend  to  correlate  with  firm 

performance,  “the  depth  of  the  theoretical  foundation  underpinning  them  seems 

lacking  (Elloumi  and  Gueyie,  2001  quoted  in  Murphy  and  McIntyre,  2007:  211).” 

Interestingly,  “this  has  not  deterred  a  number  of  researchers  who  have  laid  out  a 

formidable set of prescriptions specifying how effective boards should be constructed 

(Yermack, 1996 quoted in Murphy and McIntyre, 2007: 211; Higgs, 2003 quoted in 

Murphy and McIntyre, 2007: 211).” 

In the organizational behavior literature, a central issue 

for  any  team  is  defining  the  indicators  for  its  success.  BOD  effectiveness  remains  a 

critical concept, as there is much debate about the tasks and roles that boards should 

perform. Lawler et al. (2002 quoted in Murphy and McIntyre, 2007: 211) stated the 

idea that board effectiveness consists of three dimensions:  

 

(1)  scanning  the  environment  for  opportunities 

and  threats;  (2)  constructive  feedback  and  guidance  to  the  CEO;  and,  (3) 

extending a network of contacts and external sources of knowledge to enhance 

firm performance. 
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This  is  a  slightly  broader  definition  than  has  been 

traditional in the governance literature, where “BOD roles have typically been defined 

in  terms  of  control in  monitoring  managers  as  fiduciaries  of  stockholders  (Murphy 

and McIntyre, 2007: 211).” In addition, Johnson et al. (1996 quoted in Murphy and 

McIntyre,  2007:  211)  indicate  in  BOD  responsibilities  functions  such  as  service  in 

advising  the  CEO  and  top  management  on  corporate  strategic  issues,  and  resource 

dependence  in  terms  of  facilitating  the  acquisition  of  resources  critical  to  the  firm’s 

achievement. These are functions that go well beyond simply reducing agency costs. 

Thus,  it  is  very  important  to  indicate  BOD  effectiveness  as  one  input  in  firm 

performance. This point is important to note not only because of its implications for 

empirical  study,  but  also  because  it  forces researchers  to  reconsider  the  roles  and 

responsibilities of boards. The BOD is arguably responsible to stakeholders including 

shareholders,  members  of  the  organization,  and  societies  consistent  (Lewis,  2003 

quoted in Murphy and McIntyre, 2007: 211). The challenge for an ‘‘effective’’ board 

may be to take in to consideration potentially competing interests while proposing to 

add value to an organization. However, the relationship between board characteristics 

and firm performance is “often simply assumed with widely varying research results 

(Johnson  et  al.,  1996  quoted  in  Murphy  and  McIntyre,  2007:  211).”  From  the 

organizational  behavior  literature,  “the  BOD  or  team  composition,  tasks,  and  roles 

consolidate with firm and industry context to determine board effectiveness (Murphy 

and McIntyre, 2007: 211).” The critical point is that futher study may be better served 

by  “concentrating  on  creating  and  testing  a  theoretically sound  model  of  BOD 

effectiveness, rather than by focusing on finding relationships between team attributes 

variables and firm performance (Murphy and McIntyre, 2007: 211).”  

Thus,  the  BOD  can  be  viewed  as  an  organizational 

teamwork  that  deals  with  complex  situations  under  potentially  dynamic  task  and 

variety  of  situations.  The  characteristics  and  functionality  of  a  board  will  play  an 

important role in BOD effectiveness, and the “contribution of each of these factors is 

likely to be moderated by a number of environmental and the firm-specific variables 

(Murphy and McIntyre, 2007: 211).” 
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2) SET Regulation and Information Disclosure 

According  to  the  Stock  Exchange  of  Thailand’s  (SET) 

regulation and disclosure of information, the board of directors should ensure that all 

important  information  relevant  to  the  company,  both  financial  and  non-financial,  is 

disclosed correctly, accurately, on a timely basis, and transparently through easy-to-

access  channels  that  are  fair  and  trustworthy  (SET,  2006:  4).  Important  company 

information  includes  financial  reports  and non-financial  information  specified  in  the 

regulation  of  the  Securities  and  Exchange  Commission  (SEC)  and  the  Stock 

Exchange  of  Thailand  (SET),  as  well  as  any other  relevant  information  such  as  the 

summary  of  the  tasks  of  the  board  of  directors  and  its  committees  during  the  year, 

corporate  governance  policy,  environmental  and  social  policies,  the  company’s 

compliance  with  the  above-mentioned  policies,  etc.  The  quality  of  a  company’s 

financial reports is vital for shareholders and outsiders to make investment decisions. 

The  board  of  directors  should  be  confident  that  all  information  presented  in  the 

financial  reports  is  correct,  in  accordance  with  generally-accepted  accounting 

principles and standards, and has been audited by an independent external auditor.  

In  addition,  the  chairman  of  the  board  and  the  managing 

director  (MD  or  CEO)  are  in the best position to be spokespeople for the company. 

Nonetheless, the board of directors may appoint another director or executive to act as 

spokesperson.  That  person  should  perform  the  duty  with  due  care.  In  addition,  the 

board of directors should designate a person or a department to perform the “investor 

relations” function to communicate with outsiders such as shareholders, institutional 

investors, individual investors, analysts, the related government agencies, etc. 

In  “The  Principles  of  Good  Corporate  Governance  for  Listed 

Companies  2006,”  the  recommended  best  practices  from  the  Stock  Exchange  of 

Thailand (SET) are described as follows: 

(1)  In  addition  to  disclosing  information  as  specified  in 

relevant regulations through the channel of the SET, annual statements (Form 56-1), 

and  annual  reports,  the  board  of  directors  should  disclose  information,  both  in  Thai 

and  English,  via  other  channels  such as  the  company’s  website.  All  disclosed 

information should be up-to-date. 
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(2) The board of directors should provide a summary of the 

corporate governance policy approved by the board together with the implementation 

of  the  policy  through  various  channels  such  as  the  company’s  annual  reports  and 

website. If the board has approved policies on environmental and social issues, these 

policies should also be disclosed together with their implementation. 

(3) The board of directors should provide a statement of its 

responsibilities concerning the company’s financial reports. The statement should be 

presented alongside the auditor report in the company’s annual report. 

(4)  The  board  of  directors  should  ensure  that  its  roles  and 

responsibilities  together  with  those  of  its  committees  are  disclosed.  The  number  of 

meetings  and  attendance  of  each  director  as  well  as  the  results  of  tasks  performed 

during the year should also be reported to shareholders. 

(5)  The  board  of  directors,  in addition  to  the  disclosure  of 

its remunerations according to related regulations, should also disclose the directors’ 

and  executives’  remuneration  policies  that  correspond  to  the  contributions  and 

responsibilities of each person. Also, the board should disclose the form and amount 

of  payment.  If  any  director of  the  company  is  also  a  director  of  its  subsidiaries,  the 

amount representing directors’ fee paid by subsidiaries should be disclosed as well. 

To be a full disclosure company, the company discloses the 

self-dealing  or  related-party  transactions, directors’  selling  or  buying  shares  in  the 

company, resume or background of directors, remuneration of directors, fees paid to 

external  auditors,  advisors,  and  other  related  parties, policies  on  risk  management, 

significant  changes  in  ownership, governance  structures  and  policies, the  extent  to 

which the firm’s corporate governance practices conform to the established standards, 

annual reports and quarterly financial statements, and SET regulations on information 

disclosure. 

3) Quality of Financial Statements (Auditor’s Opinion) 

In  order  to  achieve  high  quality  financial  statements,  the 

company  has  virtually  the  same  accounting  and  audit  standards  as  relevant 

international  standards,  such  as  the  International  Accounting Standard  (IAS)  and 

International  Standard  of  Auditing  (ISA). In  addition,  the  company  has  an  external 

auditor  to  conduct  a  proper  review  of  the financial  statements  and  expresses  the 
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auditor’s opinion of the financial statements in a timely manner. Further, the external 

auditor expresses an unqualified audit report on the company financial statements for 

the last three years. Also, the company discloses quarterly financial statements and the 

auditor’s opinion report on a timely basis according to the regulations set by the Stock 

Exchange  of  Thailand  (SET). In  addition,  the  company  has an  external  auditor  to 

conduct a proper review on risk exposure and accounting procedures.  

4) Market Share 

Market  share,  in  strategic  management  and  marketing,  is 

according  to  Carlton  O’Neal,  the  percentage  or  proportion  of  the  total  available 

market or market segment that is being serviced by a company. It can be expressed as 

a  company's  sales  revenue  from  that  market  divided  by  the  total  sales  revenue 

available in that market. It can also be expressed as a company's unit sales volume in 

a  market  divided  by  the  total  volume  of  units  sold  in  that  market.  It  is  generally 

necessary  to  commission  market  research to  estimate  the  total  market  size  and  a 

company's market share. The main advantage of using market share is that it abstracts 

from industry-wide macro environmental variables. 

Acquiring the first market share means that the company is an 

industry  leader.  The  company  is  achieving profitable  growth  and  outperforms  its 

competitors.  In  addition,  the  company  gains  the  first  market  share  among  its  peer 

groups. Market share refers to the total revenue of the company compared to the total 

revenue  of  the  market.  Thus,  in  order  to calculate  market  share,  total  revenue  of 

company is divided by total revenue of the market. 

5) Talented Management (Ability to Attract Talented People) 

(1)  Talented Management Framework 

If  a  company  is  to  “leverage  its  workforce  to  create  a 

distinct  competitive  advantage,  it  must develop  a  strategic  talent  management 

function  that  can  advance  its  employees  faster  and  more  reliably  along  a  clearly-

defined path (Hughes and Rog, 2008: 743).” Around the world, senior executives in 

every industry are “hearing strong and consistent messages about workforce talent as 

a key to achieving and sustaining high performance (Donald and Lucas, 2008: 1).” “If 

a  company  is  to  transform  its  talent  into a  distinctive  capability,  there  is  a  building 
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block  of  high  performance  from  novice-level  capabilities  to  more  advanced  levels 

characterized by deeper and more specialized expertise (Donald and Lucas, 2008: 2).”  

Talent  management  is  a  “multi-faceted  concept  that  has 

been championed by human resource (HR) practitioners, fueled by the war for talent, 

and  built  on  the  foundations  of  strategic  human  resource  management  (SHRM) 

(Hughes  and  Rog,  2008:  746).”  It  may  be  viewed  as  an  “organizational  mindset  or 

culture  in  which  employees  are  truly  valued;  a  source  of  competitive  advantage;  an 

effectively-integrated  and  enterprise-wide  set  of  sophisticated,  technology-enabled, 

evidence-based HRM policies and practices; and as an opportunity to elevate the role 

of HR practitioners to one of strategic partner (Hughes and Rog, 2008: 746).” Talent 

management  is  therefore  defined  by Hughes  and  Rog  (2008:  746)  as  “both  a 

philosophy and a practice. It is both an espoused and enacted commitment—shared at 

the  highest  levels  and  throughout  the  organization  by  all  those  in  managerial  and 

supervisory positions—to implement an integrated, strategic and technology-enabled 

approach  to  HRM,  with  a  particular  focus  on  human  resource  planning,  including 

employee recruitment, retention, development and succession practices, ideally for all 

employees  but  especially  for  those  identified  as  having  high  potential  or  in  key 

positions.  This  commitment  emerges  in  part  from  the  widely-shared  belief  and 

outstanding  recognition  that  human  capitals are  an  organization’s  primary  source  of 

competitive advantage; an essential asset that is becoming increasingly short in supply 

(Hughes and Rog, 2008: 746).” 

In  summary,  talent  management  (TM)  was  “initially 

designed  to  improve  the  process  for  recruiting  and  developing  employee  with  the 

required  skills  and  proficiency  to  meet  current  organizational  expectations 

(Bhatnagar,  2007:  640-641).”  The  various aspects  of  talent  management  are 

“recruitment,  selection,  mentoring,  performance  management,  career  development, 

leadership development, replacement planning, career planning, and recognition and 

reward (Romans and Lardner, 2006 quoted in Bhatnagar, 2007: 641).” “Competition 

and the lack of availability of highly talented and skilled employees make finding and 

retaining talented employees’ major priorities for organizations (Fegley, 2006 quoted 

in  quoted  in  Bhatnagar,  2007:  641).”  In  order  to  attract  and  retain  the  best  talent 

employee,  an    “organization  must  have  a  strong  and  positive  employer  brand 
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(Brewster  et  al.,  2005  quoted  in  Bhatnagar,  2007:  641).”  “Employer  brand 

interventions  in  recent  research  indicate  talent  management  as  a  key  driver  for  this 

strategy and are on the agenda for human resource (HR) executives (Human Resource 

Focus, 2007 quoted in Bhatnagar, 2007: 641).” Talent management has become “the 

key  differentiator  for  human  capital  management  and  for  fostering  competitive 

advantage.  In  strategic  human  resource management  (SHRM),  the  management  of 

talent seems to be one of the key success functions that HRM is playing strategically 

in organizations (Bhatnagar, 2004 quoted in Bhatnagar, 2007: 641).”  

(2)  Talented Management Measurement 

(2.1)  Engagement 

A  company  must  develop  long-term  relationships  that 

are profitable for both the customers and the company. It is essential that employees 

be  able  and  willing  to  encourage  these relationships  over  time.  Cultivating  loyal 

employees  that  serve  customers  well  is  financially  benefit.  Some  research  studies 

have shown that companies that emphasize developing and retaining employees have 

better  results  than  companies  that  do  not  (Michlitsch,  2000:  29).  The  literature  on 

employee  engagement  has  a  practitioner  influence,  and  research  studies  are  well 

known in this area. Employee’s engagement in the job means highly engaged people 

love to undertake the numerous activities.  

In  addition,  Clayton  Glen  (2006:  40)  stated  that 

organizations  are  well  advised  to  effectively  measure  and  efficiently  manage  the 

indicators  of  employee  engagement  via: predictive  internal  surveys  and/or  focus 

groups;  detailed  gap-analyses  by  division,  location,  department,  workplace; 

communication of predictive gaps and progress to the organization; and facilitation of 

management  teams  and  task-forces  charged with  addressing  consolidating  the  new 

organization, and individual or team coaching (Glen, 2006: 40). 

(2.2)  Commitment 

Porter  et  al.  (1974    quoted in  Limsila  and  Ogunlana, 

2008: 167) have defined the word “commitment” as the “strength of an individual’s 

identification with and involvement in a particular organization.” They explained that 

commitment has three major components: “(1) a strong belief in and acceptance of the 

organization’s  goals  and  values;  (2)  a  willingness  to  exert  considerable  effort  on 
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behalf  of  the  organization;  and  (3)  a  definite  desire  to  maintain  organizational 

membership.” 

They  further  developed  an  “instrument  to  measure 

commitment  level  called  the  Organizational  Commitment  Questionnaire-OCQ 

(Limsila  and  Ogunlana,  2008:  167).”  Commitment  also  implies  “acceptance  of  the 

organization’s  goals  and  direction,  strong  desire  for  membership,  and  clear 

agreement,  consisting  of  attitudinal  commitment,  programmatic  commitment,  and 

loyalty-based  commitment  (Limsila  and  Ogunlana,  2008:  167).”  There  is  other 

evidence that loyal employees add to the value of a company. Attracting and retaining 

the  very  best  people  is  one  of  the  most  important  functions  that  investors  use  when 

judging the value of a company, according to research by Ernst and Young.  

High-performing  and  committed  employees  that  serve 

customers  well  are  valuable  human  capital  to  the  company.  Nevertheless,  an 

organization can increase the probability that it will have such employees in several 

ways, for example, by “developing a clear, compelling mission and strategy; selecting 

and  training  the  right  people;  explaining  the  mission  and strategy  to the  people  and 

giving them the information they need to understand performance requirements; also 

giving  them  feedback  and  information so  they  can  do  a  good  job;  embedding 

company  goals  in  a  strong  company  culture;  rewarding  people  for  doing  what  the 

organizations want them to do for successfully achieving the company's mission and 

strategy (Michlitsch, 2000: 29).” 

“Organizational  commitment  is  related  to 

identification.  For  example,  a  person’s  commitment  towards  the  organization  is  “an 

effective response (attitude) resulting from an evaluation of the work situation which 

links  or  attaches  the  individual  to  the  organization  (Mottaz,  1988  quoted  in  Chan, 

2006: 252).” “When a person has favorable attitudes toward an organization he or she 

is  likely  to  be  attached to  the  organization.  This  suggests  a  relationship  between 

identification and commitment (Cheney and Tompkins, 1987 quoted in Chan, 2006: 

252).” Commitment involves “a willingness to exert considerable effort on behalf of 

the  organization  and  acceptance  of  the  values  and  goals  the organization  portrays 

(Ingersoll  et  al.,  2000  quoted  in  Chan,  2006:  252).”  Organizational  commitment  is 

influenced by such indicators as individual and organizational characteristics (Mottaz, 
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1988  quoted  in  Chan,  2006:  253).  For  example,  organizational  members  continued 

commitment  towards  an  organization  could be  influenced  by  such  indicators  as 

benefits, money, and interpersonal rewards and recognitions. Excellent organizational 

commitment has been linked to positive employee behaviors such as “organizational 

citizenship behaviors and helping behaviors (Meyer et al., 2002 quoted in Chan, 2006: 

253).”  There  are  also  associations  among “organization  commitment,  collaboration, 

and  teamwork  (Tschannen,  2004  quoted  in Chan,  2006:  253),”  “high  sacrifice,  low 

alternatives and turnover intentions (Meyer et al., 2002 quoted in Chan, 2006: 253),” 

“climate and organizational commitment (Ingersoll et. al., 2000 quoted in Chan, 2006: 

253),”  “degrees  of  commitment  and  team-orientation  of  employees  (Gossett,  2002 

quoted in Chan, 2006: 253),” and “levels of organizational commitment and conflict 

with superiors (Frone, 2000 quoted in Chan, 2006: 253).”  

In  addition,  there  are  also  indications  that 

“organizational  commitment  seems  to  lead  to  behaviors  that  exceed  formal  or 

normative expectations (Mowday et al., 1974 quoted in Chan, 2006: 253).” As such, 

the  current  focus  on  identification  and  commitment  in  a  development  situation  is 

particularly  significant  to  examine  in  order  to  understand  the  dynamics  of 

organizational membership (Chan, 2006: 253). 

According to Nicole Renee Baptiste (2008: 291) in her 

article “Tightening the Link between Employee Wellbeing at Work and Performance: 

A New Dimension for HRM Employee Commitment,” organizational commitment is 

“the  heart  of  human  capital  management  and  the  central  feature  that  distinguishes 

HRM from traditional personnel management (Guest, 1998 quoted in Baptiste, 2008: 

291).”  The  concept  of  organizational  commitment  refers  to  “a  person’s  affective 

reactions  to  characteristics  of  the  employing  organization  (Cook  and  Wall,  1980 

quoted  in  Baptiste,  2008:  292).”  “It  is  concerned  with  the  goals  achievement  and 

values  of  the  organization.  Commitment  is  an  internalized  employee  values  and 

belief,  often  associated  with  ‘soft  HRM,’ and  a  high-trust  organizational  culture  is 

frequently  associated  with  an  exchange  relationship  between  the  employer  and 

employee (Mathews and Shepherd, 2002 quoted in Baptiste, 2008: 292).”  “From the 

employees’ perspective, they commit to an organization in return for certain rewards, 

which  can  be  extrinsic  and  intrinsic  (Baptiste,  2008:  292).  Legge  (1995  quoted  in 
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Baptiste,  2008:  292)  suggests  that  the  “attitude  conceptualization  suggests  that 

committed  employees  have  a  strong  belief  in  and  acceptance  of  the  organization’s 

goals  and  values,  show  a  willingness  to  exert  considerable  effort  on  behalf  of  the 

organization, and have a strong desire to maintain membership with the organization.” 

Commitment  is  viewed  as  “an  employee’s  positive  attachment  to  the  employing 

organization and a willingness to contribute towards the attainment of organizational 

goals (Legge, 1995 quoted in Baptiste, 2008: 292).” However, employee commitment 

to  an  organization  can  be  identified  as “an  indicator  underpinning  behavior  where 

individuals  may  experience  commitment  to  multiple  aspects,  organization, 

management, colleges, career, and groups, which may predict a range of attitudes and 

behaviors  (Baptiste,  2008:  292).”  Employees  are  an  organization’s  most  important 

human asset and their effective development and deployment offers a distinctive and 

non-valuable  competitive  advantage  through  employer  and  employee  engagement. 

“The second component of employee wellbeing at work is job satisfaction (Baptiste, 

2008: 292).” 

This  research  paper  utilized  the  questionnaire 

instrument  to  measure  the  talent  management  of  organizations,  which  will  measure 

two  criteria:  Engagement  and  Commitment. Thus,  organizations  are  well-advised  to 

effectively measure and manage the predictors of employee engagement according to 

Glen (2006: 40) via:  

 

(1)  predictive  internal  surveys  and/or  focus  groups;  (2)  detailed  gap-

analyses  by  division,  location,  department,  workplace,  etc.;  (3) 

communication  of  predictive  gaps  and  progress  to  the  organization; 

and (4) facilitation of management teams and task-forces charged with 

addressing  consolidating  the  new  organization  and  individual/team 

coaching. 

 

In  addition,  the  Organizational  Commitment 

Questionnaire (OCQ) was adapted and applied to explore organizational commitment 

within  the  high  performance  organizations. Consequently,  talent  management  rating 

scores will represent the talent management of the organization. 
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(2.3)    Talent  Management  and  High 

Performance Organizations 

According  to  Vanthournout  and  Lucas  (2008:  1-2)  in 

their  article  in  the  Journal  of  High  Performance  Business,  “Going  Deep  How  to 

Create  the  Specialized  Workforce  Skills  that  Transform  Talent  into  High 

Performance,”  if  a  company  is  to  raise  its  employee  to  create  a  distinct  competitive 

advantage, it must “develop a strategic talent management function that can advance 

its  employees  faster  and  more  reliably  along  a  clearly-defined  path.”  Organizational 

improvements are the systems and practices that make an organization achieve—the 

fundamental  instruments  to  develop  the  company.  They  include  recruiting,  hiring, 

training, performance measurement and evaluation, reward and recognition.  

The organizational improvements are the primary tools 

for  strategic  human  resource  management  (SHRM).  They  enable  the  company  to 

“manage  firm  talent  and  build  a  championship  culture,  building  and  sustaining  the 

capabilities  and  culture  that  are  needed  to  achieve  the  vision  (Shapiro,  2000:  3).” 

These  improvements  are  the  most  powerful and  significant  tools  for  generating  and 

sustaining  the  culture  and  core  capabilities.  Consequently,  they  are  the  primary 

instruments for building a high performance organization (Shapiro, 2000: 5). 

According  to  Joel  Shapiro (2000:  5)  in  his  article 

“Building a High Performance Organization,” the organizational improvements must 

specifically  be  designed  to  help  the  business  achieve  its  goals.  The  eight  primary 

levers that make organizations tick are as follows (Shapiro, 2000: 5-6):  

 

(1)  Leadership:  the  company  knows  how  important  leadership  is  to 

organizational  success.  The  company  can  have  the  best  training 

programs in the world, but if its leaders  are  not  modeling  the  desired 

behavior, people will follow the example set by the leaders rather than 

the  lessons  they  learned  in  the  training  programs.  Leaders  must  be 

involved in setting the agenda, and setting the right example. 

(2)  Selection:  how  and who  the  company  hires  (the  talent  base)  will 

have a very significant impact on the ability to execute the strategy.  
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(3)  Development:  training  also  has  an  enormous  impact  on  business 

success; an organization’s capacity to improve existing skills and learn 

new ones is the most defensible competitive advantage of all.     

(4)  Appraisal:  performance  improves  when  performance  is  measured.  

Performance measurement and appraisal not only clarify performance 

targets, but also hold people accountable for generating results. A good 

performance  appraisal  program  is  an  excellent  tool  for  helping 

managers  monitor  and  support  the performance  of  their  teams.  

Appraisal  systems  work  best when  helping  people  improve 

performance  in  areas  that  make  the  biggest  possible  difference  to  the 

business. 

(5) Rewards: reward systems are also important motivators in keeping 

the  teams  focused  on  achieving  desired  objectives,  and  if  the  reward 

and recognition programs are not aligned with the vision and strategy, 

the company will get poor results from the teams.  

(6) Organizational design is a crucial but often overlooked factor.  All 

of  the  following  elements  of  structure  have  an  enormous  impact  on 

employee  skill  development,  behavior,  and  performance:  how 

decisions  are  made  and  at  what levels,  exposure  to  experienced 

executives,  team  versus  individual  structures,  flat  versus  hierarchical 

organizations, and functional versus general management structures.  

(7)  Internal  communication  is  another  key  factor  in  an  organization’s 

success. Good communication within and between teams improves the 

flow  of  work  throughout  an  entire  organization—speeding  up  order 

processing, problem solving, recovery from customer complaints, and 

so on. Communication systems and practices must be simple, effective, 

and strategic; that is, they must be designed to make the organization 

easy to do business with and support extraordinary customer service. 

(8) Finally, customer contact is another key tool at the disposal.  Not 

only do employees need to know how their jobs contribute to customer 

service; it is also crucial that all employees understand customer needs 

and  expectations.    Customer  feedback  is  the  ultimate  reality  check. 
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This  means  that  customer  feedback  must  be  collected  and  shared 

throughout  the  organization,  and  that  mechanisms  are  in  place  to 

ensure that customer feedback is effectively captured and acted upon. 

 

The  success  of  business  strategy  execution  is 

dependent  on  talent  employee.  It  is  talent  that  evaluates  the  competition  and 

establishes appropriate business model. Talent employees formulate vision, mission, 

goals, and shape strategy to achieve their goals. Employees develop, explore, create, 

and  transform  new  technologies  into  market.  They  also  choose  to  delight  customers 

with  satisfied  customer  service.  All  of  these  choices  that  talents  make  daily  directly 

impact  on  organization  results  and  performances.  The  bottom  line  is  that  talent 

employees  are  an  integral  part  of  leading  an  excellent  and  high  performance 

organization.  

In  summary,  talent  management  is  one  of  the  crucial 

determining  factors  for  development  of the  high  performance  organization.  Talent 

management is “fast gaining top priority for organizations across the world and was 

initially designed to improve the process for recruiting and developing people with the 

required  skills  and  aptitude  to  meet  current  organizational  needs  (Bhatnagar,  2007: 

640-641).”  Talent  has  become  the  “key  differentiator  for  human  resource 

management  (HRM)  and  for  leveraging  competitive  advantage  (Bhatnagar,  2004 

quoted in Bhatnagar, 2007: 641).” Within strategic HRM, the management of talent 

employee  seems  to  be  one  of  the  key  success  functions  that  HRM  is  indicating 

strategically in organizations (Bhatnagar, 2004 quoted in Bhatnaga, 2007: 641). 

6) Social Value 

Social  value  is  “a  social  psychology  motivational  theory  of 

choice behavior in game situations advanced” by David M. Messick and Charles G. 

McClintock  in  1968.  Social  value  orientations  consider  “personality  differences 

across individuals, which leads to a range of preferences for one’s own well-being and 

the  well-being  of  others  (Messick  and McClintock,  1968  quoted  in  Mcintosh  and 

Stevens: 3).” Social value orientations are based on the “assumption that individuals 

pursue  different  goals  when  making  decisions  for  which  the  outcomes  affect  others 

(Messick  and  McClintock,  1968  quoted  in Mcintosh  and  Stevens:  3).”  “Social 
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psychologists  generally  distinguish  between  five  types  of  social value  orientations 

(Messick  and  McClintock,  1968  quoted  in  Mcintosh  and  Stevens:  3).”  The  main 

difference  between  each  category  is  the  interests  in  social  dilemma  situations  as 

described by Messick and McClintock (1968 quoted in Mcintosh and Stevens: 4-5) as 

follows:  

 

First, altruistic social value means the desire to maximize the welfare 

of  the  other.  Second,  cooperative  social  value  means  the  desire  to 

maximize joint outcomes. Third, individualistic social value means the 

desire to maximize one’s own welfare with no concern of of the other. 

Fourth,  competitive  social  value  means  the  desire  to  maximize  one’s 

own  welfare  relative  to  that  of  the other.  Finally,  aggressive  social 

value  means  the  desire  to  minimize  the  welfare  of  the  other.  Most 

individuals exhibit either cooperative or individualistic social values. 

 

In  order  to  be  a  high  performance  organization  (HPO),  it  is 

necessary  to  focus  on  the  social  value  dimension.  Organizations  need  to  integrate 

various  perspectives  to  achieve  new  societal  value;  shifting  from  a  high  control  to 

high trust organization, focusing on teamwork and team decision-making, enhancing 

knowledge society, and creating dynamic organizational structure without boundary. 

In  summary,  high  performance  organizations  (HPOs)  will  be 

measured  by  non-financial  performances, which  were  employed  to  measure  the 

dependent variable, as described as follows: 

(1) Corporate  Governance  Rating  Score  (Management 

Creditability, Management Experience, and Quality of Executive Compensation) 

(2) SET Regulation and Information Disclosure 

(3) Quality of Financial Statements (Auditor’s Opinion) 

(4) Market Share 

(5) Talented  Management  (Ability  to  Attract  Talented 

People) 

(6) Social Value  
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2.2.3  Determinants of High Performance Organizations  

The topic of the determinants of high performance organizations (HPOs) has 

attracted  important  consideration  from  various  scholars  due  to  significant 

organizational  changes.  The  organization theory  and  practice  that  related  to 

organizational  performance  effectiveness  were  the  study  of  organizational  changes. 

Now,  organization  theory  and  practice  have  dealt  extensively  with  a  variety  of 

changes,  innovation,  and  adaptability.  As  organizational  changes  seemed  the  only 

constant,  organizations  needed  to  find  new  ways  to  enhance  their  capability  in 

response  to  important  forces  such  as competitive  forces,  economic,  global, 

demographic, social, and ethical forces. In order to sustain a competitive advantage in 

the  long  run,  organizations needed  to  respond  quickly  to  changes  and  to  create  new 

possibilities  to  fit  with  the  organizational  structure  together  with  enhanced 

organizational  performance  and  effectiveness.  Consequently,  organizational 

performance  has  been  affected  by  many  factors  and  determinants  regarding  both 

internal and external dimensions. The developments of HPO determinants result from 

the  evolutionary  process  of  analyzing organizations  from  different  studies  and 

perspectives.  Current  organizational  determinants  have  accumulated  development 

patterns of various organizational dimensions over time and these new organizational 

determinants tend to reflect the limitations of the previous dimensions.  

In order to develop an HPO, it requires the identification of common themes 

and  determinants.  According  to  many  previous  research  studies,  there  are  various 

determinants  of  the  HPO;  for  example,  the style  of  the  leader in  the  organization, 

organizational  structure  and  design,  organizational  strategy  and  process, 

organizational  value  and  culture,  corporate  governance  and  information  disclosure, 

organizational  financial  result,  and  talented  management.  Interestingly,  various 

articles  in  the  literature  have  stated  that  the  leadership  style  in  the  organization 

represents an important factor in determining the success or failure of the organization 

because  leadership  is  the  ability  to  influence  others  toward  the  achievement  of 

specified  goals  and  creates  distinct  organizational  performance.  Accordingly, 

effective and high performance leadership is considered as a significant determining 
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factor  in  creating  high  performance  organizations  (HPOs)  and  is  associated  with 

improving organizational performance and effectiveness in the long run. 

In addition, the significance of leadership style in the organization is supported 

by  Gebert  and  Steinkamp  (1991  quoted  in  Yousef,  1998:  275).  These  two  scholars 

have  argued  that  “there  is  a  close  relationship  between  the  economic  success  of  an 

organization and the leadership style used in the organization.” Additionally, Yousef 

(1998: 275) has argued that “an organization short on capital can borrow money, and 

an  organization  with  poor  location  can move.  But  an  organization  short  on  good 

leadership has little chance for survival.” Thus, this research study aims at exploring 

the relationship between leadership style and high performance organizations (HPOs). 

However, according to Andre A. De Waal’s article (2007: 179) in the Business 

Strategy  Series,  “The  Characteristics  of  A  High  Performance Organization  (HPO),” 

the determinants of the high performance organization (HPO) are as follows.  

First,  leadership  style  has  been  classified  in  different  ways  in  the  literature. 

The  leader  in  the  organization  is  responsible  for  gearing  directions,  setting  up 

strategies  and  processes,  and  monitoring performance.  The  research  suggests  that 

“there is a relationship between leadership styles and organizational performance (De 

Waal, 2007: 179).” Consequently, this research paper adopted and applied Bass and 

Avolio’s (1994 quoted in Bolden et al., 2003: 16) idea of transformational leadership 

styles, which categorized transformational leadership styles and behaviors into eight 

styles:  Idealized  Behaviors,  Inspirational  Motivation, Intellectual  Stimulation, 

Individualized  Consideration,  Idealized  Attributes,  Response  Quickly  to  Change, 

Create Distinct Performance, and Effective Monitoring. In fact, according to Bass and 

Avolio  (1994  quoted  in  Bolden  et  al.,  2003:  16),  transformational  leadership  is  “a 

process in which the leaders take action to try to increase their associates’ awareness 

of what is right and important, to raise their associates’ motivational maturity, and to 

move  their  associates  beyond  their  own  self-interest  for  the  good  of  the  group,  the 

organization, or the society.” It seems that high performance leader is one of the most 

critical success factors in the creation of a high performance organization (HPO) and 

in sustaining an organizational competitive advantage in the long run. 

Second, organizational structure and design are the fundamental determinants 

of  a  high  performance  organization  (HPO)  that  “creates  clear  accountability  for  the 
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most important decisions (De Waal, 2007: 181).” An HPO “simplifies and flattens the 

organization’s structure and design by reducing boundaries and barriers between units 

or departments in order to reduce organizational complexity and structure (De Waal, 

2007: 181).” 

Third,  the  strategy  and  process  of  the  HPO  will  “set  clear,  ambitious, 

measurable,  and  achievable  goals  which  will  raise  the  level  of  aspiration  and 

motivation  (De  Waal,  2007:  182).”  An  HPO  “creates  clarity  and  a  common 

understanding of the organization’s direction and strategy and also aligns the strategy 

of  the  organization,  and  the goals  and  objectives  with  the  demands  of  the  external 

environment (De Waal, 2007: 182).” An HPO “continuously simplifies and improves 

all of the organization’s processes to increase its capability in respond quickly to the 

events  efficiently  and  effectively  (De  Waal,  2007:  182).”  In  addition  to  excellent 

strategy  and  process  within  the  organization,  an  effective  communication  system 

creates  highly  interactive  internal  communication  and  commitment  is  created  within 

the organization. “Clearly communicated strategies and results are achieved to spread 

conviction into the organization (De Waal, 2007: 182).” 

Fourth, organizational value and culture are categorized as the determinant of 

an HPO that “empowers employee and gives them freedom to decide and act based on 

the  common  values  and  beliefs  of  the organization  by  devolving  decision-making 

authority and establishing clear, strong, and meaningful core values in order to ensure 

that employees are widely shared within the organization; and finally common values 

and beliefs become the organizational culture (De Waal, 2007: 184).” 

Next,  corporate  governance  (CG)  and  information  disclosure  have  attracted 

significant  attention  in  the  corporate  and  financial  world  as  well  as  in  academic 

perspectives.  There  are  varieties  of  empirical  evidence  presenting  the  quality  of 

corporate  governance  and  firm  performance.  Since  “corporate  governance  can  be 

highly  influential  on  firm  performance,  firms  must  know  what  the  corporate 

governance  principles  are  and  how  CG  will  improve  strategies  to  apply  these 

principles  (Organization  for  Economic Co-Operation  and  Development  (OECD), 

2004: 11-12).” 

According  to  the  Organization  for  Economic  Co-operation  and  Development 

(OECD)  Principles  of  Corporate  Governance  (OECD,  2004:  14),  good  governance 
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practices  consist  of  five  components:  the rights  of  shareholders  and  key  ownership 

functions, the equitable treatment of shareholders, the role of stakeholders in corporate 

governance, disclosure  and  transparency,  and the  responsibilities  of  the  board. 

Interestingly, the CG is considered to be one of the most important determinants of an 

HPO  that  enhances  organizational  performance  effectiveness  both  in  terms  of 

financial and non-financial dimensions. 

Then, organizational financial results are categorized as the determinants of an 

HPO  that  create  strong  financial  status  and  sustain  competitive  advantage  over  peer 

groups in the long run. The distinct financial performance of an organization not only 

maintains survival but also creates profitability, success, and effectiveness, which can 

be defined as the degree to which an organization achieves its specified goals.  

Finally,  talented  management  can  be  defined  as  one  determinant  of  an  HPO 

that is “fast gaining top priority for organizations across the world and was initially 

designed  to  improve  the  process  for  recruiting  and  developing  employees  with  the 

required  skills  to  meet  current  organizational  needs  (Bhatnagar,  2007:  641).” 

Interestingly,  becoming  a  talent-oriented  organization  equally  has  significant 

implications  for  training  and  development.  Employee  engagement,  “a  key  to  the 

retention  of  talented  people  is  an  area  in  which  the  lead  has  been  taken  by 

practitioners  (Parsley,  2006 quoted  in  Bhatnagar,  2007:  641).”  Engaged  employees 

within  an  organization  provide  a  competitive  advantage  for  organizations,  as 

explained  by  the  resource-based  view  (RBV)  of  the  organization  (Joo  and  Mclean, 

2006 quoted in Bhatnagar, 2007: 641); hence there is a need to continuously engage 

employees since it is a significant outcome factor. Thus, Erickson and Gratton (2007 

quoted in Bhatnagar, 2007: 641) stated that  

 

Organizations  with  highly-engaged employees  articulate  their  values 

and  attributes  through signature  experiences—visible,  distinctive 

elements of the work environment that send powerful messages about 

the  organization’s  aspirations  and  motivations,  and  the  skills  and 

commitment  that  employees  will  need  in  order  to  succeed  in  these 

organizations. 
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Additionally,  many  researchers  and  practitioners  have  considered  the  impact 

of  leadership  on  organizational  performance  and  have  contributed  to  various 

significant  research  findings;  for  example,  “the  role  of  leadership  was  facilitated  to 

organizational  performance  enhancement,  and  the  leadership-performance 

relationship  has  been  very  important  in  achieving  organizational  goals  (De  Waal, 

2007: 179).” There are numerous articles in the literature as well as studies that have 

reported a relationship between leadership and organizational performance. Kelloway 

and Barling (2000: 356), for example, have reported that “transformational leadership 

behaviors  employed  through  the  organization raise  the  level  of  performance  at  all 

levels,  improve  individual  performance,  and  positively  impact  organizational 

performance”.  In  this  literature,  the  “leadership-performance  connection”  has  been 

supported  by  a  field  study  conducted  by  Howell  and  Avolio  (1993  quoted  in 

Kelloway  and  Barling,  2000:  356),  which  found  that  “transformational  leadership 

measures  significantly  and  positively  predicted  organizational  performance  in  the 

financial industry.” 

To  conclude,  there  are  various  determinants  of  the  high  performance 

organization (HPO) and the leadership style in the organization is a significant factor 

in  determining  the  success  or  failure  of an  organization.  Accordingly,  in  order  to 

achieve  high  performance,  organizations needed  to  create  and  sustain  effective 

leaders. The significance of leadership style in the organization has been supported by 

Yousef (1998: 275), who has argued that “an organization that lacks money can make 

a loan, and an organization with a poor location can change. But an organization short 

on  effective  leader  has  small  opportunity  for  survival”  and  for  sustaining  a 

competitive advantage. As a high performance organization (HPO) can be defined as 

“an  organization  that  achieves  and  sustains growth  that  is  better  than  the  financial 

performance of its peer group over the long run by adapting well to changes and by 

responding  quickly,  by  setting  up  an  integrated  and  aligned  management  and 

organizational  structure,  by  continuously  improving  its  core  values  and  capabilities, 

and  by  truly  treating  the  human  capital  as  its  main  asset  (De  Waal,  2007:  180),” 

leaders in organization can be seen as the most important factor in  achieving an HPO. 

Consequently, in order to create a high performance organization (HPO), this 

research study aims at exploring the relationship between leadership styles and high 
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performance  organizations  (HPOs)  for the  publicly-listed  firms  in  Thailand. 

Interestingly,  it  seems  that  high  performance  leadership  is  responsible  to  gear 

organization  in  order  to  adapt  to  environmental  changes  continuously,  to  serve 

demand  for  the  market  by  creating  and  enhancing  flexible  management  style,  using 

core competences to add value to the organization, and developing structure, concept, 

procedure and instrument to cope with global business challenges, and to build, and 

finally, to sustain the organization competitive advantage. Accordingly, “leaders of an 

HPO inspire people to accomplish extraordinary results by applying transformational 

leadership styles (De Waal, 2007: 183).” 

 

2.3  Leadership Styles 

 

The topic of leadership has attracted critical consideration from many scholars 

due  to  significant  changes  in  internal  and  external  factors.  There  have  been  various 

leadership  theories  developed  over  time.  The  fundamental  schools  of  leadership 

theories  are  traditional  theories  of  leadership,  which  consist  of  traits  theory  of 

leadership,  group  and  exchange  theories of  leadership,  contingency  theory  of 

leadership, and path-goal theory of leadership; on the other hand, modern theoretical 

frameworks  of  leadership  theories  consist  of  charismatic  leadership  theory, 

transformational  leadership  theory,  a  social  learning  approach,  and  substitutes  for 

leadership.  Modern  leadership  theories  have  dealt  extensively with  the  variety  of 

frameworks,  characteristics,  determinants,  and  styles,  and  the  developments  of 

leadership theories have resulted from the evolution process in analyzing leadership in 

organizations  from  different  perspectives.  The  current  leadership  theories  have 

accumulated  the  development  pattern  of  various  leadership  dimensions  and  styles 

over time and these new leadership theories have tended to reflect the limitations of 

previous leadership theories.  

It is very important to understand the phenomenon in depth and to be able to 

explore the new frontier and framework of leadership. As now organizations are faced 

with  changing  environments  from  internal and  external  forces,  modern  leadership 

theory,  transformational  leadership  theory,  is  suitable  to  be  employed  within 

organizations  in  order  to  respond  quickly  to  any  changes  and  to  enhance 
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organizational  performance  effectiveness.  Leadership,  like  most  other  concepts  in 

social  science,  has  no  single  or  unique  definition.  It  has  been  defined  differently  by 

different  scholars  and  schools.  Within  the organization,  leadership  is  an  individual 

interpersonal  ability  to  influence  a  group’s set  of  activities  in  effort  toward  goal 

achievement  of  an  organization.  The  leadership  definition  has  been  supported  by 

various  scholars  from  different  studies  on  leadership  styles  and  characteristics, 

organizational  learning,  change,  and  effectiveness.  So  defining  the  concept  and 

definition  of  leadership  is  not  a  simple  task  for  the  researcher;  however,  it  is 

significantly important in order to clearly understand the phenomenon the researcher 

is  studying  because  appropriate  definitions  and  precise  concepts  could  enable  the 

researcher to achieve the goal of the study and practice of a leadership framework. 

As mentioned, there are various definitions of leadership; for example, Lussier 

(1990 quoted in Yousef, 1998: 275) defined leadership as “the process of influencing 

employees  to  work  toward  the  achievement  of  objectives,”  while  Robbins  (1993 

quoted in Yousef, 1998: 275) believes it is “the ability to influence a group toward the 

achievement of goals.” Similarly, Tannenbaum et al. (1961 quoted in Yousef, 1998: 

275)  define  leadership  as  “interpersonal influence,  exercised  in  a  situation,  and 

directed,  through  the  communication  process,  toward  the  attainment  of  a  specified 

goal or goals.” In addition, Northouse (2009 quoted in Gibbons, 2009: 253) stated that 

leadership  is  “a  process  whereby  an  individual  influences  a  group  of  individuals  to 

achieve  a  common  goal;”  while  K.  E.  Clark  and  M.  B.  Clark (1996:  151)  define 

leadership  as  “an  activity  or  set  of  activities,  observable  to  others,  that  occurs  in 

group,  organization,  or  institution  and  which  involves  leaders  and  followers  who 

willingly  subscribe  to  common  purposes  and  work  together  to  achieve  the  specified 

goals.” However, these definitions have a common theme of directing an organization 

toward a goal achievement.  

Thus, in this research study, the leadership definitions from previous literature 

are  synthesized  and  defined  as  an  individual  interpersonal  ability  to  influence  a 

group’s  set  of  activities  toward  goal  achievement  of  an  organization,  as  stated  in 

Table 2.4: A Summary of Various Scholars’ Views of Leadership. 
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Table 2.4  Summary of Various Scholars’ Views of Leadership  

 

Scholars Leadership Definition 

Panitee (2010) Leadership is an individual interpersonal ability to 

influence a group’s set of activities in an effort to achieve 

the goals of an organization. 

Northouse (2009) Leadership is a process whereby an individual influences a 

group of individuals to achieve a common goal. 

Clark and Clark (1996) Leadership is an activity or set of activities,             

observable to others, that occurs in group, organization, or 

institution and which involves a leader and followers who 

willingly subscribe to common purposes and work together 

to achieve them. 

Robbins (1993) Leadership is the ability to influence a group toward             

the achievement of goals. 

Lussier (1990) Leadership is the process of influencing employees to work 

toward the achievement of objectives. 

Tannenbaum et al. (1961) Leadership is interpersonal influence, exercised in a 

situation, and directed through the communication process 

toward the attainment of a specified goal or goals. 
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As the development of leadership definitions result from the evolution process 

in  analyzing  leadership  in  organizations from  different  studies  and  perspectives, 

leader  in  organizations  can  be  recognized  as  a  key  success  factor  to  enhance 

organizational  performance  effectiveness. It  is  generally  argued  that  leadership 

represents  an  important  factor  in  the  determination  of  the  success  or  failure  of 

organizations. This argument on leadership is be supported by well-known scholars, 

such  as  Yousef  (1998:  275),  who  argued  that  “an  organization  short  on  capital  can 

borrow  money,  and  an  organization  with  a  poor  location  can  move.  But  an 

organization  short  on  leadership  has  little chance  for  survival.”  This  argument  was 

strongly  supported  by  the  opinion  of  Kets de  Vries  (1996  quoted  in  Yousef,  1998: 

275),  who  stated  that  “effective  leadership  should  be  considered  as  a  significant 

determining factor in creating high performance organizations (HPOs).” In addition, 

Smith et al. (1984 quoted in Yousef, 1998: 275) found that effective leadership was 

associated  with  improving  organizational  performance.  Because  of  its  significance, 

“the  topic  of  leadership  has  received  considerable  attention,  particularly  in  the 

Western  world,  beginning  early  in  this century  and  continuing  until  the  present 

(Meindle  and  Ehrlich,  1987  quoted  in  Yousef,  1998:  275).”  Thus,  the  topics  on 

modern leadership theories have been discussed in several studies. Previous bodies of 

various literatures have indicated that leadership style represents an important aspect 

of  leadership.  Its  significance  stems  from  the  contribution  to  the  organization’s 

success.  For  example,  Gebert  and  Steinkamp  (1991  quoted  in  Yousef,  1998:  275) 

argue  that  “there  is  a  close  relationship  between  the  economic  success  of  an 

organization and the leadership style used in that organization.” Leadership style has 

been  classified  in  different  ways  in  the  literature  and  also  has  been  significantly 

related  to  the  high  performance  organization  (HPO),  as  stated  in  Table  2.5:  A 

Summary of Various Scholars’ Views on Leadership Styles and HPO Relationships. 

This  research  study  mainly  adopts  and  applies  Bass  and  Avolio’s  (1994  quoted  in 

Bolden  et  al.,  2003:  16)  concept  of  transformational  leadership  style,  which 

categorizes  transformational  leadership  styles  and  behaviors  into  eight  styles,  as 

follows:  (1)  Idealized  Behaviors;  (2)  Inspirational  Motivation;  (3)  Intellectual 

Stimulation; (4) Individualized Consideration; (5) Idealized Attributes; (6) Response 

Quickly  to  Change;  (7)  Create  Distinct  Performance;  and  (8)  Effective  Monitoring. 
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This categorization has been widely used in the literature and many research papers 

and it also fits the purpose of this research study. 

 

2.3.1  Transformational Leadership Theory 

Leadership literature can be related to an evolving series of schools of thought, 

from  the  Great  Man  and  Trait  Theories  to  Transformational  leadership.  “Whilst  the 

early  theories  tend  to  focus  upon  the  characteristics  and  behaviors  of  successful 

leaders,  the  later  theories  begin  to  consider  the  role  of  followers  and  the  contextual 

nature of leadership (Bolden, Gosling, Maturano, and Dennison, 2003: 6).” According 

to their article “A Review of Leadership Theory and Competency Frameworks,  

 

Great Man Theories are based on the belief that leaders are exceptional 

people, born with innate qualities, destined to lead. The use of the term 

man was intentional since until the latter part of the twentieth century 

leadership  was  thought  of  as  a  concept  which  is  primarily  male, 

military  and  Western.  This  led  to  the  next  school  of  Trait  Theories. 

Traits Theories state that “the lists of traits or qualities associated with 

leadership exist in abundance and continue to be produced. They draw 

on virtually all of the adjectives in the dictionary which describe some 

positive  or  virtuous  human  attribute, from  ambition  to  zest  for  life, 

while Behaviorist Theories state that these concentrate on what leaders 

actually  do  rather  than  on  their. Different  patterns  of  behavior  are 

observed  and  categorized  as  styles  of  leadership.  This  area  has 

probably  attracted  most  attention  from  practicing  leaders  and 

academicians.  

 

However,  in  another  perspective,  Situational  Leadership  Theories  state  that 

“this  approach  sees  leadership  as  specific  to  the  situation  in  which  it  is  being 

exercised” (Bolden et al., 2003: 6). It also proposes that there may be differences in 

required  leadership  styles at  different  levels  in  the  same  organization.  A  popular 

theory,  Contingency  Theory,  states  that  “this  is  a  refinement  of  the  situational 

viewpoint and focuses on identifying the situational variables which best predict the  
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most  appropriate  or  effective  leadership style  to  fit  the  particular  circumstances 

(Bolden et al., 2003: 6).”  

In  addition,  Transactional Theory  states  that  “this  approach  emphasizes  the 

importance of the relationship between leader and followers, focusing on the mutual 

benefits derived from a form of contract through which the leader delivers such things 

as  rewards  or  recognition  in return  for  the  commitment  or  loyalty  of  the  followers 

(Bolden et al., 2003: 6).” On the other hand, Transformational Theory states that “the 

central concept is change and the role of leadership in envisioning and implementing 

the transformation of organizational performance (Bolden et al., 2003: 6).”  

Furthermore,  transformational  leadership  has  emerged  as  one  of  the  major 

leadership paradigms of the twentieth century. Burns (1978a quoted in Burns, Bass, 

Avolio  and  Leithwood,  2006:  8)  argued  that  “there  are  two  types  of  leaders: 

transactional and transforming.” For Burns, “transactional leaders motivate followers 

by exchanging with them rewards for services rendered.” Transforming leaders differ 

from  transactional  in  that  “they  do  not  merely  recognize  the  needs  of  followers  but 

also  elevate  those  needs  to  higher  levels  of  development,  maturity,  and  morality 

(Burns, 1978a quoted in Burns et al., 2006: 9).” Transactional leaders “manage their 

followers  in  a  relationship of  mutual  dependence  in  which  the  contributions  are 

acknowledged  and  rewarded  (Burns,  1978a  quoted  in  Burns  et  al.,  2006:  9).” 

Transforming leaders, on the other hand, “operate out of a deeply held personal value 

system  that  includes  such  values  as  justice  and  integrity  (Burns,  1978a  quoted  in 

Burns et al., 2006: 9).”  

In  addition,  transformational  leaders  are  proactive  in  many  different  and 

unique  ways.  These  leaders  attempt  to  optimize  development,  not  just  performance. 

Development encompasses the maturation of ability, motivation, attitudes, and values. 

Hooper  and  Potter  (1997  quoted  in  Bolden  et  al.,  2003:  17)  extend  the  notion  of 

transformational  leadership  to  “identify seven  key  competences  of  transcendent 

leaders—those  able  to  engage  the  emotional  support  of  their  followers  and  thus 

effectively  transcend  change  as  follows:  setting  direction,  setting  an  example, 

communication,  alignment,  bringing  out  the  best  in  people,  the  leader  as  a  change 

agent,  and  providing  decisions  in  a  crisis  and  on  the  ambiguous”.  Transformational 

leader  “encourages  subordinates  to  put  in  extra  effort  and  to  go  beyond  what  the 
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subordinates  expected  before  (Burns,  1978a  quoted  in  Burns  et  al.,  2006:  9).”  This 

leadership  style  has  also  been  found  to lead  to  higher  levels  of  organizational 

commitment  and  is  associated  with  business  unit  performance (Barling  et  al.,  1996 

quoted in Arnold, Barling and Kelloway, 2001: 315). 

According to Bolden et al. (2003: 16) in their article “A Review of Leadership 

Theory  and  Competency  Frameworks,”  Bass  and  Avolio  (1994  quoted  in  Bolden  et 

al., 2003: 16) defined transformational leadership as “a process in which the leaders 

take  actions  to  try  to  increase  their  associates’  awareness  of  what  is  right  and 

important,  to  raise  their  associates’  motivational  maturity,  and  to  move  their 

associates  to  go  beyond  their  own  self-interests  for  the  good  of  the  group,  the 

organization, or society.” Thus, Bass and Avolio (1994 quoted in Bolden et al., 2003: 

16) categorized transformational leadership styles and behaviors into five styles.  

First,  is  the  Idealized  Behaviors  Transformational  Leadership  Style,  which 

refers to “their most important values and beliefs, specifies the importance of having a 

strong  sense  of  purpose,  considers  the  moral  and  ethical  consequences  of  decisions, 

champions exciting new possibilities, and talks about the importance of trusting each 

other  (Bass  and  Avolio,  1994  quoted  in  Bolden  et  al.,  2003:  16).”  The  Idealized 

behaviors  transformational  leadership  style  “occurs  when  leaders  engender  the  trust 

and  respect  of  their  followers  by  doing  the right  thing  rather  than  ensuring  they  do 

things  right.  When  they  focus  on  doing  the right  thing,  they  serve  as  role  models 

(Kelloway  and  Barling,  2000:  355).”  In addition,  Russell  and  Stone  (2002:  147) 

provided  the  “accompanying  attributes  for  the  Idealized  Behaviors  Style  as  vision, 

trust, respect, risk-sharing, integrity, and modeling.” 

Secondly,  is  the  Inspirational  Motivation  Transformational  Leadership  Style, 

which refers “optimistically to the future, talks enthusiastically about what needs to be 

accomplished, articulates a compelling vision of the future, expresses confidence that 

goals  will  be  achieved,  provides  an  exciting  image  of  what  is  essential  to  consider, 

and takes a stand on controversial issues (Bass and Avolio, 1994 quoted in Bolden et 

al.,  2003:  16).”  Leaders  that  engage  in  the inspirational  motivation  leadership  style 

“raise  performance  for  their  employees,  encouraging  them  to  achieve  levels  of 

performance beyond their own expectations. They do so by using stories and symbols 

to communicate their vision and their message (Kelloway and Barling, 2000: 355).” 
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In this leadership style, the leader “acts as a model for subordinates, communicates a 

vision, and uses symbols to focus efforts. This dimension is a measure of the leader’s 

ability  to  engender confidence  in  the  leader’s  vision  and  values  (Pounder,  2001: 

282).”  In  addition,  Russell  and  Stone  (2002:  152)  provided  the  accompanying 

attributes  of  the  Inspirational  Motivation  Style  as  “commitment  to  goals, 

communication, and enthusiasm.”  

Third is the Intellectual Stimulation Transformational Leadership Style, which 

re-“examines  critical  assumptions  to  question  whether  they  are appropriate,  seeks 

differing  perspectives  when  solving  problems,  gets  others  to  look  at  problems  from 

many different angles, suggests new ways of looking at how to complete assignments, 

encourages non-traditional thinking to deal with traditional problems, and encourages 

rethinking  those  ideas  which  have  never  been  questioned  before  (Bass  and  Avolio, 

1994 quoted in Bolden et al., 2003: 16).” Intellectual stimulation involves “engaging 

the  rationality  of  subordinates,  getting  them  to  challenge  their  assumptions,  and  to 

think about old problems in new ways (Kelloway and Barling, 2000: 355).” Leaders 

that  engage  in  intellectual  stimulation  “no  longer  answer  all  their  employees’ 

questions;  instead,  they  now  help  their  employee  to  answer  all  their  own  questions 

(Kelloway  and  Barling,  2000: 355).”  In  this  transformational  leadership  style,  the 

leaders  “stimulate  the  followers  to  rethink old  ways  of  doing  things  and  to  reassess 

their old values and beliefs (Pounder, 2001: 283).” Thus, this dimension is concerned 

with  the  degree  to  which  followers  are  provided  with  interesting  and  challenging 

functions and are encouraged to solve problems in differnt way (Pounder, 2001” 283). 

In addition, Russell and Stone (2002: 151-152) provided the accompanying attributes 

of Intellectual Stimulation Style as “rationality and problem solving.” 

Next  is  the  Individualized  Consideration  Transformational Leadership  Style, 

which “indicates that time should be spent in teaching and coaching, treating others as 

individuals  rather  than  just  as  members of  the  group,  considering  individuals  as 

having  different  needs,  abilities,  and  aspirations  from  others, helping  others  to 

develop their strengths, listening attentively to others’ concerns, and promoting self-

development  (Bass  and  Avolio,  1994  quoted  in  Bolden  et  al.,  2003:  16).” 

Individualized  consideration  deals  with  “treating  employees  as  individuals  by  being 

compassionate,  appreciating  and  responding to  their  needs,  and  recognizing  and 
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celebrating  their  achievements  (Kelloway  and  Barling,  2000:  355).”  In  the 

individualized  consideration  transformational  leadership  style,  the  leader  “coaches 

and mentors, provides continuous feedback, and links organizational members’ needs 

to  the  organization’s  mission”  (Pounder,  2001:  282-283).  The  individualized 

consideration transformational leadership style is a measure of the extent to which the 

leader  “cares  about  the  individual  follower’s  work-related  concerns  and 

developmental  needs  (Pounder,  2001:  283).”  In  addition,  Russell  and  Stone  (2002: 

151-152) have provided the accompanying attributes for Individualized Consideration 

Style as “personal attention, mentoring, listening, and empowerment.” 

Last  is  the  Idealized  Attributes  Transformational  Leadership  Style,  which 

“instills  pride  in  others  for  being  associated  with  them,  goes  beyond  their  self-

interests for the good of the group, acts in ways that build others’ respect, displays a 

sense  of  power  and  competence,  makes  personal  sacrifices  for  others’  benefit,  and 

reassures  others  that  obstacles  will  be  overcome  (Bass  and  Avolio,  1994  quoted  in 

Bolden et al., 2003: 16).”  

According  to  Graham  Jones  (2004:  34)  in  his  article  “High-Performance 

Leadership,”  high-performing  “leaders  are  those  that  can  effectively  deal  with  the 

complexities of modern businesses.” “They can response quickly to change, deal with 

ambiguity,  provide  direction,  manage around  constraints,  and  leverage  the 

commitment  and  intellectual  capital  of the  people  around  them  (Jones,  2004:  34).” 

“When  this  capability  is  cultivated  across  an  organization,  it creates  a  distinct 

performance  environment  that  enables  the  organization  to  adapt,  innovate,  and 

ultimately  win  (Jones,  2004:  34)”  and  sustain  competitive  advantage.  High-

performing  leaders  are  high  performing  because  they  “develop  resilience  to  the 

vulnerability  leaders  can  experience  (Jones,  2004:  34).”  In  short,  they  have  “a 

performance  mindset  that  stops  the  vicious  downward  spiral  from  occurring  (Jones, 

2004:  35).”  Successful  leaders  “face  up  to  the  visibility,  vulnerability,  and  pressure 

they encounter, extract meaning and learn important lessons, including new skills that 

enable them to move on to new levels of achievement and learning (Jones, 2004: 35).” 

High-performing leaders are very capable of leading the followers. However, in order 

truly  to  achieve  the  business benefits  of  high-performance  leadership,  organizations 

need to develop this leadership skill at all levels in their organizational structure. The 
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need to “cultivate a high-performance leadership capability is a reflection of the fact 

that ambitious organizations, with a strong design for success, are inherently stressful 

places  (Jones,  2004:  38).”  In  the  pursuit  of  business  success,  performance 

expectations and accountability are very significant.  

In  addition,  developing  a  high-performance  leadership  capability  across  all 

levels is what enables organizations effectively to adapt; errors become opportunities 

and  limitations  stimulate  innovation.  For  high-performing  organizations,  where 

adaptability and creativity are viewed as source of competitive advantage, developing 

a  high-performance  leadership  capability  results  in  “a  unique  performance 

environment and culture that embraces learning and continuous improvement, driving 

the organization to become better and better at what it does (Jones, 2004: 38).” 

 

2.3.2  Leadership Styles and High Performance Organizations 

Leadership  is  considered  a  factor  that  has  “a  major  influence  on  the 

performance of organizations, managers, and employees (Wang et al., 2005 quoted in 

Vogoda-Gadot, 2007: 661).” Early theories attempted to “define effective leadership 

styles  (democratic  or  autocratic,  socially-oriented  or  target-oriented)  and  to  relate 

them  with  various  aspects  of  organizational  outcomes  (Blake  and  Mouton,  1964 

quoted in Vogoda-Gadot, 2007: 662).” Recently, “researchers have focused mainly on 

the subordinates’ perspective and have proposed two main perspectives of leadership: 

transactional and transformational leadership (Bass, 1985b quoted in Vogoda-Gadot, 

2007:  662).”  This  theory  suggests  that  “transformational  leadership,  more  than 

transactional  leadership,  has  a  stronger positive  effect  on  employees’  attitudes 

towards  their  job,  their  job  environment,  and  ultimately  affects  their  work 

performance (Vigoda-Gadot, 2007: 662).” 

The starting point of research topic is that organizational leadership is critical 

function  indicates  “the  ability  to  influence  people  to  perform  tasks  over  a  period  of 

time using motivational methods rather than power or authority (Kotter, 1996 quoted 

in Vogoda-Gadot, 2007: 663).” This definition emphasizes “the subordinate’s choice 

to perform a task freely and largely rejects the use of power, force, or coercive actions 

by  leaders  (Kotter,  1996  quoted  in  Vogoda-Gadot,  2007:  663).”  However,  it  relates 

leadership  with  the  processes  of  informal  influence,  power,  and  to  a  small  portion, 
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formal authority, which comprise the political environment in organizations (Kotter, 

1996  quoted  in  Vogoda-Gadot,  2007:  663).  “When  people  act  out of  obedience  to 

authority, it is difficult to decide whether they are acting of their own free will or out 

of fear of punishment by their superior (Wang et al., 2005 quoted in Vogoda-Gadot, 

2007:  663).”  Thus,  modern  theories  on  leadership  are  much  more  interested  in 

transformational  leadership  than  in  any  other  type  of  leadership  (Wang  et  al.,  2005 

quoted  in  Vogoda-Gadot,  2007:  663).  Nonetheless,  the  current  theory  of  leadership 

still  focuses  on  transformational  leadership  and  transactional  leadership  as  core 

concepts in the field. These concepts were first introduced by Burns (1978c quoted in 

Vogoda-Gadot, 2007: 663) and developed by Bass and Avolio to encompass the “full 

range  model  of  leadership  (Bass, 1985b  quoted  in  Vogoda-Gadot,  2007:  663).” 

According  to  this  theory,  “there  are  two basic  levels  of  influence  evident  in  the 

interaction  between  the  leader  and  the follower  (Bass,  1985b  quoted  in  Vogoda-

Gadot,  2007:  663).”  One  influence  comes  from  the  understanding that  the  leader 

creates  a  “cost-benefit  interaction  in his  constituency  (Burns,  1978c  quoted  in 

Vogoda-Gadot,  2007:  663).”  Burns  (1978c quoted  in  Vogoda-Gadot,  2007:  663) 

called  this  influence  transactional  leadership,  meaning  that  the  “employees  will 

function in accordance with the leader’s wishes because they believe they will benefit 

by such actions.” 

The  second  influence  of  the  leader  is  “emotional  excitement”  (Burns,  1978c 

quoted  in  Vogoda-Gadot,  2007:  663),  which Burns  called  “transformational  or 

charismatic leadership.” This style is based on a relationship between the leader and 

his employees that is inspirational of subordinates’ expectations. This leadership style 

can  stimulate  employees  and  motivate  to  new  and  challenging  objectives. 

Transformational leadership “raises the employees’ awareness of their need to grow, 

validates  their  self-expression,  and  motivates  them to  perform  at  new  and  higher 

levels  (Burns,  1978c  quoted  in  Vogoda-Gadot,  2007:  663).”  In  addition,  a 

transformational leader “influences the expectations of his subordinates, changes their 

beliefs and values, and raises them in the hierarchy of needs (Burns, 1978c quoted in 

Vogoda-Gadot, 2007: 663).”  

According  to  Burns  (1978c  quoted  in  Vogoda-Gadot,  2007:  663),  the 

hierarchy of needs is the foundation of the transformational process. He suggests that 
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“the outcome of transformational leadership is a relationship of mutual stimulus that 

transforms the follower into leaders and the leaders into moral agents (Burns, 1978c 

quoted in Vogoda-Gadot, 2007: 663).” Transformational leadership is “consequently 

a  result  of  the  leader’s  character,  the  strength  of  his  beliefs  and  values,  and  his/her 

ability to express a compelling vision (Vigoda-Gadot, 2007: 663).” Several scholars 

have “identified difficulties in the measurement of transformational leadership (Bycio 

et al., 1995 quoted in Kelloway and Barling, 2000: 355),” there has been substantial 

empirical support for “the effects of transformational leadership on both productivity 

and  morale-related  outcomes  (Kelloway and  Barling,  2000:  355).”  Importantly,  the 

associations  between  transformational  leadership  and  organizational  outcomes  have 

been  substantiated  in  various  research  studies  that  go beyond  the  traditional 

correlational research findings. While there is explicitly indicates that leaders’ use of 

a  transformational  leadership  style  results  in  positive  organizational  outcomes,  there 

remains  the  question  of  how  organizations  can  implement  the  knowledge.  Thus, 

recognizing that most organizations do not have the patterns of current organizational 

leaders  with  transformational  leaders,  the  research  study  would  suggest  that  “the 

training  and  development  of  transformational  leaders  is  the  most  viable  route  for 

organizations to pursue (Kelloway and Barling, 2000: 356).” 

In  addition,  according  to  Zhong-Ming  Wang  and  Takao  Satow’s  (1994:  35) 

article “Leadership Styles and Organizational Effectiveness in Chinese-Japanese Joint 

Ventures”  in  the  Journal  of  Managerial Psychology,  there  is  a  relationship  between 

leadership  styles  and  organizational  effectiveness.  “A  correlation  analysis  was 

conducted  on  the  relationship  between  the  four  functional  dimensions  of  leadership 

styles  and  organizational  effectiveness  in  Japanese  management  (Wang  and  Satow, 

1994:  35).”  The  results  showed  an  interesting  pattern  of  relationships.  The  analysis 

from  the  study  shows  that  the  “leadership functions  of  expectancy,  sentiment,  and 

informative styles have a close relationship with organizational effectiveness, whereas 

trustworthiness  has  a  weak correlation  with  performance  (Wang  and  Satow,  1994: 

35).” With regard to “organizational effectiveness, market share, competitiveness, and 

job satisfaction have a close relationship with leadership style, while profitability, task 

accomplishment, and turnover are closely related to only the informativeness function 

of  leadership  style  (Wang  and  Satow,  1994:  35).”  Accordingly,  in  this  study,  the 
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Leadership  Style  Questionnaire  Survey  is  used  to  measure  leadership  style  and  to 

provide scores for measuring leadership style. 

In  Kedsuda  Limsila  and  Stephen  O.  Ogunlana  (2008:  164)  in  their  research 

paper  “Performance  and  Leadership  Outcomes  Correlates  of  Leadership  Styles  and 

Subordinate  Commitment,”  the  transformational  leadership  style  has  a  positive 

association with “work performance and organizational commitment of subordinates 

more  than  the  transactional  style (Limsila  and  Ogunlana,  2008:  164).” 

Transformational leaders produce higher leadership outcomes as well. In addition, the 

transformational leadership style has “significant relationships with work quality and 

creativity in the problem solving of subordinates (Limsila and Ogunlana, 2008: 168).” 

Moreover, it has significant relationships with “leadership outcomes: effectiveness in 

work,  satisfaction,  extra  effort  and  organizational  commitment  (Limsila  and 

Ogunlana,  2008:  169).”  By  using  the  research  results,  leaders  can  improve  their 

behaviors in practical ways to enhance subordinates’ organizational commitment and 

job  performance  in  order to  increase  productivity  and  performance  for  their 

organizations as a consequence (Limsila and Ogunlana, 2008: 169). 

As  leadership  is  one  of  the  critical  determinants  of  a  high  performance 

organization  (HPO),  leaders  of  an  HPO  “live  with  integrity,  showing  commitment, 

enthusiasm and respect, have a strong set of ethics and standards, and are credible and 

consistent  (De  Waal,  2007:  183).”  In  addition,  leaders  of  an HPO  “apply  decisive, 

action-focused  decision-making  by  avoiding  over-analysis  while  coming  up  with 

decisions and effective actions and, at the same time, fostering action taken by others  

(De Waal, 2007: 183).” Leaders of an HPO “coach and facilitate employees by being 

supportive  and  available  (De  Waal,  2007:  183).”  Furthermore,  leaders  of  an  HPO 

“develop  an  effective,  focused,  and  strong  management  style  by  communicating 

values  and  by  making  sure  the  strategy  has  been  received  and  embraced  by 

organizational members (De Waal, 2007: 183).” The leaders of an HPO inspire people 

to  accomplish  outstanding  results  by  applying  transformational  or  charismatic 

leadership,  inspiring  all  to  do  all  the  best,  and  by  driving  individual  initiative. 

Additionally,  leaders  of  an  HPO  stimulate  change  and  bring  about  improvement  by 

continuously encouraging for self-awareness and enhanced flexibility. Finally, leaders 

of an HPO “hold people responsible for results and are decisive about non-performers 
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by keeping their focus on achievement of results, maintaining clear accountability for 

performance, and making tough decisions (De Waal, 2007: 183).” 

The  ideas  of  transformational  leadership styles  affect  critical  organizational 

attitudes; outcomes and performance for their organizations as a consequence are now 

well-established in various leadership literatures, as stated in Table 2.5: A Summary 

of Various Scholars’ Views on Leadership Styles and HPO Relationships. As can be 

seen,  the  leadership  style  has  significant  relationships  with  leadership  outcomes: 

effectiveness in work, satisfaction, extra effort and organizational commitment. 
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Table 2.5  Summary of Various Scholars’ Views on Leadership Styles and HPO 

Relationships  

 

Scholars Leadership Styles and HPO Relationship  

Panitee  

(2010) 

Stated that leadership styles will have a positive 

effect on high performance organizations 

Kets de Vries  

(1996) 

Stated that effective leadership is considered a 

determining factor in creating high performance 

organizations 

Gebert and Steinkamp  

(1991) 

Stated that there is a close relationship between the 

economic success of an organization and leadership  

style used in organization 

Bennis and Nanus  

(1985) 

Stated that a business short on capital can borrow 

money, and one with a poor location can move, but a 

business short on leadership has little chance  of 

survival 

Smith et al.  

(1984) 

Stated that effective leadership is associated with 

improved organizational performance 
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2.3.3  Leadership Style Measurement 

The  relationship  between  leadership  styles  and  high  performance 

organizations  (HPOs)  has  received  considerable  scholarly  attention.  “Most  studies 

about  the  relationship  between  transactional  leadership  and  organizational 

performance  have  yielded  disappointing  findings  (Vigoda-Gadot,  2007:  664).” 

However,  when  Bass’s  (1985b  quoted  in  Vigoda-Gadot,  2007:  664)  Multifactor 

Leadership  Questionnaire  (MLQ)  was  used,  “a  high  correlation  was  found  between 

the  leader’s  transformational  style  and  the  organizational  performance  level.”  This 

correlation was consistently higher than the positive correlation between the leader’s 

transactional style and organizational performance. In other studies that followed, “a 

negative  correlation  was  usually  found  between  transactional  leadership  style  and 

organizational  performance  (Parry,  2003 quoted  in  Vigoda-Gadot,  2007:  664).”  In 

addition,  Parry  (2003  quoted  in  Vigoda-Gadot,  2007:  664)  further  specifically 

examined  leadership  styles  in  public sector  organizations  and  found  that  “a 

transformational  leadership  style  has a  positive  effect  on the  innovation  and 

effectiveness of these organizations (Vigoda-Gadot, 2007: 664).” 

Consequently,  this  research  paper  utilized  the  questionnaire  instrument  to 

measure  the  leadership  styles  of  organizations.  Leadership  styles,  the  independent 

variable,  were  measured  by  the  Questionnaire  Survey  on  Leadership  Styles,  which 

measured  the  eight  types  of  transformational  leadership  styles,  as  described  as 

follows:  (1)  Idealized  Behaviors,  (2)  Inspirational  Motivation,  (3)  Intellectual 

Stimulation, (4) Individualized Consideration,  (5)  Idealized  Attributes; (6) Response 

Quickly  to  Change,  (7)  Create  Distinct Performance,  and  finally,  (8)  Effective 

Monitoring. 

Additionally,  Bass  and  Avolio’s  (2004  quoted  in  Hancott,  2005:  129-130) 

Multifactor Leadership Questionnaire (MLQ) was adapted and applied to explore the 

correlation between the leader’s style and high performance organizations (HPOs) and 

effectiveness  level.  Consequently,  the  leadership  style  rating  scores  represent  the 

leadership style of the organization. As this research paper utilized the questionnaire 

instrument to measure high performance leadership styles of organization. The high-

performing transformational leaders can be defined as those that can effectively deal 

with  the  complexities  of  modern  environments.  The  transformational  leaders  can 



 96

respond  quickly  to  environmental  change,  deal  with  ambiguity, provide  appropriate 

direction,  manage  around  constraints,  and  leverage  the  commitment  and  intellectual 

capital  of  the  talent  within  organization.  High-performing  transformational  leaders 

create  a  distinct  performance  environment that  enables  the  organization  to  adapt, 

innovate  and  sustain  a  competitive  advantage  above  competitors  in  the  long  run. 

Developing  a  high-performance  transformational  leadership  capability  enables 

organizations effectively to adapt, learn and continuous improve in order to drive the 

organization  to  become  better.  In  addition,  in  order  to achieve  high  performance, 

organizations  adopt  critical  leadership  characteristics  and  processes,  effective 

monitoring  leadership  style.  Effective  monitoring  is  the  high  performance 

transformational leadership style by which leaders keep track of all mistakes, arrange 

to  know  if  and  when  things  go  wrong,  deliver  what  is  promised  in  exchange  for 

support,  focus  attention  on  irregularities, mistakes,  exceptions,  and  deviations  from 

standards,  express  satisfaction  when  subordinates  meet  expectations,  follow  up  on 

work  and  take  action  before  things go  wrong,  and  finally,  effectively  meet 

organizational requirements. 

Accordingly, these eight transformational leadership styles have been selected 

to  determine  the  styles  and  behaviors  of  the  leaders  employed  in  high  performance 

organizations, which were measured by the questionnaire survey, as described in the 

following section. 

1) Transformational Leadership Styles 

This research paper utilized the questionnaire instrument to measure the 

leadership  styles  employed  in  each  organization.  Leadership  styles,  the  independent 

variable, will be measured by Questionnaire Survey on Leadership Styles, which will 

measure  the  eight  types  of  transformational  leadership  styles.  The  research  study 

adopted and applied transformational leadership theories from Bass and Avolio (1994 

quoted in Bolden et al., 2003: 16) as the determinants of leadership styles as identified 

as follows. 

(1) Idealized Behaviors 

The Idealized Behaviors Transformational Leadership Style, which 

“talks  about  their  most  important  values  and  beliefs,  specifies  the  importance  of 

having  a  strong  sense  of  purpose,  considers the  moral  and  ethical  consequences  of 
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decisions,  champions  exciting  new  possibilities,  and  talks  about  the  importance  of 

trusting each other (Bass and Avolio, 1994 quoted in Bolden et al., 2003: 16).” The 

idealized  behaviors  transformational leadership style “occurs when leaders engender 

the  trust  and  respect  of  their  followers  by doing  the  right  thing  rather  than  ensuring 

they  do  things  right.  When  they  focus  on  doing  the  right  thing,  they  serve  as  role 

models  (Kelloway  and  Barling,  2000:  355).”  In  addition,  Russell  and  Stone  (2002: 

147)  suggest  that  the  accompanying  attributes  of  the  Idealized  Behaviors  Style  are 

“vision, trust, respect, risk-sharing, integrity and modeling.” 

(2) Inspirational Motivation 

The  Inspirational  Motivation  Transformational  Leadership  Style, 

which “refers optimistically to the future, talks enthusiastically about what needs to be 

accomplished, articulates a compelling vision of the future, expresses confidence that 

goals  will  be  achieved,  provides  an  exciting  image  of  what  is  essential  to  consider, 

and takes a stand on controversial issues (Bass and Avolio, 1994 quoted in Bolden et 

al.,  2003:  16).”  Leaders  that  engage  in  the inspirational  motivation  leadership  style 

“raise  performance  for  their  employees,  encouraging  them  to  achieve  levels  of 

performance beyond their own expectations. They do so by using stories and symbols 

to communicate their vision and their message (Kelloway and Barling, 2000: 355).” 

In this leadership style, the leader “acts as a model for subordinates, communicates a 

vision, and uses symbols to focus efforts (Pounder, 2001: 282).” This dimension is “a 

measure of the leader’s ability to engender confidence in his or her vision and values 

(Pounder, 2001: 282).” In addition, Russell and Stone (2002: 152) have provided the 

accompanying  attributes  of  the  Inspirational  Motivation  Style as  “commitment  to 

goals, communication and enthusiaism.”  

(3) Intellectual Stimulation 

The  Intellectual  Stimulation  Transformational  Leadership  Style, 

which  “re-examines  critical  assumptions to  question  whether  they  are  appropriate, 

seeks differing perspectives when solving problems, gets others to look at problems 

from  many  different  angles,  suggests  new  ways  of  looking  at  how  to  complete 

assignments,  encourages  non-traditional  thinking  to  deal  with  traditional  problems, 

and encourages rethinking those ideas which have never been questioned before (Bass 

and Avolio, 1994 quoted in Bolden et al., 2003: 16).” Intellectual stimulation involves 
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“engaging the rationality of subordinates, getting them to challenge their assumptions, 

and  to  think  about  old  problems  in  new ways  (Kelloway  and  Barling,  2000:  355).” 

Leaders that engage in intellectual stimulation “no longer answer all their employees’ 

questions;  instead,  they  now  help  their  employee  to  answer  all  their  own  questions 

(Kelloway  and  Barling,  2000:  355).”  In  this leadership  style,  the  leaders  “stimulate 

followers  to  rethink  old  ways  of  doing  things  and  to  reassess their  old  values  and 

beliefs (Pounder, 2001: 283).” This dimension is concerned with “the degree to which 

followers are provided with interesting and challenging tasks and encouraged to solve 

problems  in  their  own  way  (Pounder,  2001:  283).”  In  addition,  Russell  and  Stone 

(2002: 151-152) provided the accompanying attributes of the Intellectual Stimulation 

Style as “rationality and problem solving.” 

(4) Individualized Consideration 

The  Individualized  Consideration  Transformational  Leadership 

Style “spends time teaching and coaching, treats others as individuals rather than just 

as  members  of  the  group,  considers  individuals  as  having  different  needs,  abilities, 

and aspirations from others, helps others to develop their strengths, listens attentively 

to others’ concerns, and promotes self development (Bass and Avolio, 1994 quoted in 

Bolden et al., 2003: 16).” Individualized consideration “deals with treating employees 

as  individuals,  by  being  compassionate,  appreciating  and  responding  to  their  needs, 

and  recognizing  and  celebrating  their  achievements  (Kelloway  and  Barling,  2000: 

355).”  In  the  individualized consideration  transformational  leadership  style,  “the 

leader coaches and mentors, provides continuous feedback, and links organizational’s 

members’  needs  to  the  organization’s  mission  (Pounder,  2001:  282-283).”  The 

individualized  consideration transformational  leadership  style  is  “a  measure  of  the 

extent to which the leader cares about the individual follower’s work-related concerns 

and  developmental  needs  (Pounder,  2001:  283).”  In  addition,  Russell  and  Stone  

(2002:  151-152)  have  provided  the  accompanying  attributes  of  the  Individualized 

Consideration  Style  as  “personal  attention,  mentoring,  and  listening  and 

empowerment.” 

(5) Idealized Attributes 

The  Idealized  Attributes  Transformational  Leadership  Style,  which 

“instills  pride  in  others  for  being  associated  with  them,  goes  beyond  their  self-
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interests for the good of the group, acts in ways that build others’ respect, displays a 

sense  of  power  and  competence,  makes  personal  sacrifices  for  others’  benefit,  and 

reassures  others  that  obstacles  will  be  overcome  (Bass  and  Avolio,  1994  quoted  in 

Bolden et al., 2003: 16).” 

(6) Respond Quickly to Change 

To  respond  quickly  to  change  is the  high  performance  leadership 

style  according  to  which  “leaders  are  those  that  can  effectively  deal  with  the 

complexities  of  modern  businesses.  They  can  respond  quickly  to  change,  deal  with 

ambiguity,  provide  direction,  manage  constraints,  and  leverage  the  commitment  and 

intellectual capital of the people around them (Jones, 2004: 34).”  

(7) Create Distinct Performance 

Creating  distinct  performance  is the  high  performance  leadership 

style  by  which  “leaders  create  a  distinct performance  environment  that  enables  the 

organization  to  adapt,  innovate,  and  ultimately  win  and  sustain  the  competitive 

advantage to be a unique performance environment and culture that embraces learning 

and continuous improvement, driving the organization to become better and better at 

what it does (Jones, 2004: 38).” 

(8) Effective Monitoring 

Effective  monitoring  is  the  high  performance  leadership  style 

according  to  which  the  leaders  keep  track  of  all  mistakes,  arrange  to  know  if  and 

when  things  go  wrong,  deliver  what  is  promised  in  exchange  for  support,  focus 

attention  on  irregularities,  mistakes,  exceptions,  and  deviations  from  standards, 

express satisfaction when subordinates meet expectations, follow up on work and take 

action  before  things  go  wrong, articulate  performance  expectations  to  subordinates, 

coach  and  provide  feedback to  subordinates  and  finally,  are  effective  in  meeting 

organizational requirements. In addition, in order to be an effective leader, feedback is 

part of the leader’s routine. Effective leaders take time during lulls in the mission and 

at  debrief  time  in  order  to  provide  constructive  critiques.  This  includes  explaining 

some of the leader’s actions so that the team can better understand and anticipate the 

leader’s point of view.  

In  order  to  be  an  effective  leader,  it  is  important  to  provide  both 

positive and negative feedback. The positive feedback focuses on what an individual 
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or  team  does  well  and  lets the  person  know  what  they  should  continue  to  do.  The 

negative  feedback,  on  the  other  hand,  focuses  on  problems  that  one  or  more  team 

members perceive. The negative feedback lets the person know what they should start 

or stop doing, or change. The negative feedback is not punishment—it is constructive 

criticism.  Thus,  the  questionnaire  survey  was  adapted and  applied  to  explore  the 

correlation between the leader’s style and the high performance organizations (HPOs) 

and effectiveness level. Consequently, the leadership style rating scores represent the 

leadership style of the organization. 

 

2.4  Conceptual Framework 

 

From the literature reviews, it was seen that the relationship among variables 

has been developed and conceptualized in the conceptual framework with hypotheses 

development.  

The conceptual framework of this research study is presented in figure 2.1. It 

depicts  the  association  of  leadership  styles  and  high  performance  organizations 

(HPOs) for the publicly-listed firms in Thailand. The model has been constructed on 

the  basis  of  the  two  bodies  of  literature, HPO  and  leadership  styles,  cited  above,  as 

well as the researcher’s own research and exploration about the association between 

HPO and leadership styles. 
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Figure 2.1  Conceptual Framework 
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According  to  the  above  conceptual  framework  of  this  research  study,  the 

model of analysis depicted the association of leadership styles and high performance 

organizations  (HPOs)  for  the  publicly-listed  firms  in  Thailand.  For  the  dependent 

variable,  HPOs,  the  model  specified  two  measurements,  financial  and  non-financial 

dimensions,  while  the  independent  variables,  leadership  styles,  were  measured 

according to the eight styles of transformational leadership discussed. In addition, the 

model of analysis indicated a relationship between the dependent variable, HPOs, and 

the independent variables, the eight leadership styles. These two bodies of conceptual 

framework are described as follows. 

 

2.4.1 High Performance Organizations 

The  high  performance  organization  (HPO) is  an  organization  that  “achieves 

financial  results  that  are  better  than  those  of  its  peer  group  over  a  longer  period  of 

time by adapting well to changes and reacting quickly, by managing for the long term, 

by  setting  up  an  integrated  and  aligned  management structure,  by  continuously 

improving its core capabilities, and by truly treating the employees as its main asset 

(De  Waal,  2007:  180).”  Thus,  high  performance  organizations  will  be  measured  by 

HPO  measurement,  including  financial  performance  based  on  traditional  financial 

measures and non-financial performance. The traditional financial measures based on 

the  Accounting  Principle  were  employed to  measure  financial  performance  and 

satisfied  the  dependent  variable  measurement,  high  performance  organizations 

(HPOs),  for  the  publicly-listed  firms  in Thailand.  In  this  research  study,  all  the 

publicly  listed  firms  on  the  Stock  Exchange  of  Thailand  (SET)  from  fiscal  year 

ending December 2009 were selected and measured mainly based on the SET award 

criteria  and  were  selected  to  represent  HPOs.  Thus,  thirty-five  selected  companies 

meeting these criteria represented the research study’s population. 

For  financial  performance,  high  performance  organizations  (HPOs)  were 

measured by the traditional financial measures, which were employed to measure the 

dependent variable, as described as follows: 

1) Profitability - Return on Assets (ROA), Return on Equity (ROE), 

Return on Sales (ROS) 

2) Leverage – Debt Ratio (DR) 
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3) Earning Growth per Assets – Growth of Earning before Tax (EBT) 

per Assets 

4) Return to Investors – Earning per Share (EPS) 

 

For non-financial performance, high performance organizations (HPOs) were 

measured  by  non-financial  performance  measures  based  on  the  SET  award  criteria 

and the Ernst and Young (1998 quoted in Amaratunga et al., 2001: 181) non-financial 

criteria,  which  were  employed  to  measure the  dependent  variable  as  described  as 

follows: 

1)  Corporate  Governance  Rating  Score  (Management  Creditability, 

Management Experience, and Quality of Executive Compensation) 

2)  SET Regulation and Information Disclosure 

3)  Quality of Financial Statements (Auditor’s Opinion) 

4)  Market Share 

5)  Talented Management (Ability to Attract Talented People) 

6)  Social Value 

 

2.4.2 Leadership Styles 

Leadership is an individual, interpersonal ability to influence a group’s set of 

activities in an effort toward goal achievement of an organization. Interestingly, it is 

generally argued that leadership represents an important factor in the determination of 

the  success  or  failure  of  organizations.  Effective  leadership  and  high  performance 

leadership  are  considered  determining  factors  in  creating  high  performance 

organizations (HPOs). Because of its significance, the topic of leadership has received 

considerable  attention  particularly  in the  Western  world,  beginning  early  in  this 

century  and  continuing  until  the  present.  In addition,  leadership  style  represents  an 

important aspect of leadership. Its significance stems from the contribution it makes 

to the organization’s success. From previous literature, it can be seen that there is a 

close relationship between the economic success of an organization and the leadership 

style used in that organization.   

In terms of leadership styles, transformational leadership has emerged as one 

of the major leadership paradigms of the twentieth century. Transformational leaders 
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are  proactive  in  many  different  and  unique ways.  These  leaders  attempt  to  optimize 

development,  not  just  performance.  Development  encompasses  the  maturation  of 

ability, motivation, attitudes, and values. Leadership skills are necessary at every level 

of  the  organization,  from  the  chief  executive  to  the  operation  employee  in  the 

competitive  environment,  especially  for high  performance  organizations  (HPOs). 

Thus,  both  organizational  performance  and leadership  skills  are  required  (Chien, 

2003: 2). Interestingly, the transformational leader encourages subordinates to put in 

extra effort and to go beyond the subordinates’ expectation. Thus, this research study 

adopts  and  applies  Bass  and  Avolio’s  (1994)  quoted  in  Bolden  et  al.  (2003:  16) 

transformational  leadership  styles  and  behaviors,  which  are  categorized  into  eight 

styles:  (1)  Idealized  Behaviors,  (2)  Inspirational  Motivation,  (3)  Intellectual 

Stimulation, (4) Individualized Consideration, (5) Idealized Attributes, (6) Response 

Quickly to Change, (7) Create Distinct Performance, and (8) Effective Monitoring. In 

this  research  study,  Leadership  Styles  are  measured  using  questionnaire  surveys  of 

management from thirty-five selected listed companies. 

According to Bolden et al. (2003: 16) in their article “A Review of Leadership 

Theory and Competency Frameworks,” Bass and Avolio (1994) quoted in Bolden et 

al. (2003: 16) defined transformational leadership as “a process in which the leaders 

take  action  to  try  to  increase  their  associates’  awareness  of  what  is  right  and 

important,  to  raise  their  associates’  motivational  maturity,  and  to  move  their 

associates to go beyond the associates’ own self-interests for the good of the group, 

the organization, or society.” Bass and Avolio’s (1994 quoted in Bolden et al., 2003: 

16)  transformational  leadership  styles  and behaviors  can  be  categorized  into  eight 

styles as described as follows. 

First,  the  Idealized  Behaviors  Transformational  Leadership  Style  “refers  to 

their  most  important  values  and  beliefs, specifies  the  importance  of  having  a  strong 

sense  of  purpose,  considers  the  moral  and  ethical  consequences  of  decisions, 

champions exciting new possibilities, and also communicates about the importance of 

trusting each other (Bass and Avolio, 1994 quoted in Bolden, 2003: 16).”  

Second,  the  Inspirational  Motivation Transformational  Leadership  Style 

“refers optimistically to the future, communicates enthusiastically about what needs to 
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be accomplished, articulates a compelling vision of the future, expresses confidence 

that goals will be achieved, provides an exciting image of what is essential  

to consider, and takes a stand on controversial issues (Bass and Avolio, 1994 

quoted in Bolden, 2003: 16).”  

Third,  the  Intellectual  Stimulation  Transformational  Leadership  Style  “re-

examines  critical  assumptions  to  question  whether  they  are  appropriate,  seeks 

differing  perspectives  when  solving  problems,  gets  others  to  look  at  problems  from 

many different angles, suggests new ways of looking at how to complete assignments, 

encourages non-traditional thinking to deal with traditional problems, and encourages 

rethinking  those  ideas  which  have  never  been  questioned  before  (Bass  and  Avolio, 

1994 quoted in Bolden, 2003: 16).”  

Fourth,  with  the  Individualized  Consideration  Transformational  Leadership 

Style managers “spend time teaching and coaching, treat others as individuals rather 

than  just  as  members  of  the  group,  consider  individuals  as  having  different  needs, 

abilities,  and  aspirations  from  others,  help  others  to  develop  their  strengths,  listen 

attentively to others’ concerns, and promote self-development (Bass and Avolio, 1994 

quoted in Bolden, 2003: 16).”  

Next,  the  Idealized  Attributes  Transformational  Leadership  Style  “instills 

pride in others for being associated with them, goes beyond their self-interests for the 

good of the group, acts in ways that build others’ respect, displays a sense of power 

and  competence,  makes  personal  sacrifices  for  others’  benefit,  and  reassures  others 

that obstacles will be overcome (Bass and Avolio, 1994 quoted in Bolden, 2003: 16).” 

With  the  Response  Quickly  to  Change Transformational  Leadership  Style, 

leaders  are  those  that  can  “effectively deal  with  the  complexities  of  modern 

businesses”  (Jones,  2004:  34).  They  can “respond  quickly  to  change,  deal  with 

ambiguity,  provide  direction,  manage around  constraints,  and  leverage  the 

commitment and intellectual capital of the people around them (Jones, 2004: 34).”  

Next, according to Create Distinct Performance Transformational Leadership 

Style,  leaders  “create  a  distinct  performance  environment  that  enables  the 

organization  to  adapt,  innovate,  and  ultimately  win  and  sustain  the  competitive 

advantage to be a unique performance environment and culture that embraces learning 
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and continuous improvement, driving the organization to become better and better at 

what it does (Jones, 2004: 38).” 

Lastly, in Effective Monitoring, leaders keep track of all mistakes, arrange to 

know if and when things go wrong, deliver what is promised in exchange for support, 

focus attention on irregularities, mistakes, exceptions, and deviations from standards, 

express satisfaction when subordinates meet expectations, follow up on work and take 

action  before  things  go  wrong,  articulate  the  performance  expectations  to  the 

subordinates,  coach  and  provide  feedback  to  the  subordinates,  and  finally,  are 

effective  in  meeting  organizational  requirements.  In  addition,  in  order  to  be  an 

effective  leader,  feedback  is  part  of  the  leader’s  routine.  This  includes  explaining 

some of the leader’s actions so that the team can better understand and anticipate the 

leader’s point of view. 

In  summary,  this  research  study  utilized  the  questionnaire  instrument  to 

measure the leadership styles of the organizations. Leadership styles, the independent 

variable,  were  measured  by  the  Questionnaire  Survey  on  Leadership  Styles,  which 

measured the eight types of transformational leadership styles. 

As the dissertation conceptualized the relationships among variables specified 

in the model of analysis, the research hypotheses have been derived in the following 

section. 
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2.5  Hypothesis Development 

 

Based  on  the  specified  definitions  and  the  review  of  the  literature  of  the 

constructs  with  the  conceptualization  of  the  relationships  among  variables,  the 

hypotheses suggested by the conceptual framework can be laid out as follows: 

H1: Leadership Styles have a positive correlation with High Performance 

Organizations  (HPOs)  in  Non-Financial  Performance  Measurement  for  large, 

medium, and small publicly-listed firms in Thailand.  

H1.1:  The  Idealized  Behaviors  Transformational  Leadership  Style  has  a 

positive  correlation  with  High  Performance Organizations  (HPOs)  in  Non-Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H1.2: The Inspirational Motivation Transformational Leadership Style has 

a positive correlation with High Performance Organizations (HPOs) in Non-Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H1.3: The Intellectual Stimulation Transformational Leadership Style has 

a positive correlation with High Performance Organizations (HPOs) in Non-Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H1.4: The Individualized Consideration Transformational Leadership Style 

has  a  positive  correlation  with  High  Performance  Organizations  (HPOs)  in  Non-

Financial  Performance  Measurement  for  large,  medium,  and  small  publicly-listed 

firms in Thailand. 

H1.5:  The  Idealized  Attributes  Transformational  Leadership  Style  has  a 

positive  correlation  with  High  Performance Organizations  (HPOs)  in  Non-Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H1.6:  The  Response  Quickly  to  Change  Leadership  Style  has  a  positive 

correlation  with  High  Performance  Organizations  (HPOs)  in  Non-Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 
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H1.7:  The  Create  Distinct  Performance  Leadership  Style  has  a  positive 

correlation  with  High  Performance  Organizations  (HPOs)  in  Non-Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H1.8: The Effective Monitoring Leadership Style has a positive correlation 

with  High  Performance  Organizations  (HPOs)  in  Non-Financial  Performance 

Measurement for large, medium, and small publicly-listed firms in Thailand. 

 

H2: Leadership Styles have a positive correlation with High Performance 

Organizations  (HPOs)  in  Financial  Performance  Measurement  for  large, 

medium, and small publicly-listed firms in Thailand.  

H2.1:  The  Idealized  Behaviors  Transformational  Leadership  Style  has  a 

positive  correlation  with  High  Performance  Organizations  (HPOs)  in  Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H2.2: The Inspirational Motivation Transformational Leadership Style has 

a  positive  correlation  with  High  Performance  Organizations  (HPOs)  in  Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H2.3: The Intellectual Stimulation Transformational Leadership Style has 

a  positive  correlation  with  High  Performance  Organizations  (HPOs)  in  Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H2.4: The Individualized Consideration Transformational Leadership Style 

has a positive correlation with High Performance Organizations (HPOs) in Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 

H2.5:  The  Idealized  Attributes  Transformational  Leadership  Style  has  a 

positive  correlation  with  High  Performance  Organizations  (HPOs)  in  Financial 

Performance  Measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. 
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H2.6:  The  Response  Quickly  to  Change  Leadership  Style  has  a  positive 

correlation  with  High  Performance  Organizations  (HPOs)  in  Financial  Performance 

Measurement for large, medium, and small publicly-listed firms in Thailand. 

H2.7:  The  Create  Distinct  Performance  Leadership  Style  has  a  positive 

correlation  with  High  Performance  Organizations  (HPOs)  in  Financial  Performance 

Measurement for large, medium, and small publicly-listed firms in Thailand. 

H2.8: The Effective Monitoring Leadership Style has a positive correlation 

with High Performance Organizations (HPOs) in Financial Performance Measurement 

for large, medium, and small publicly-listed firms in Thailand. 

The  conceptual  framework  and  the  statement  of  the  hypotheses  form  the 

foundation of the research study. These hypotheses were tested by using the Pearson 

Correlation  Analysis  Method  and  the  Factor  Analysis  Method. High  Performance 

Organizations  (HPOs),  the  dependent  variable,  were  measured  by  using  the  HPO 

measurement,  including  financial  performance,  based  on  traditional  financial 

measures and non-financial performance measures. Questionnaire Surveys measured 

the  independent  variables,  leadership  styles,  based  on  the  eight  types  of 

transformational leadership styles discussed above. 



CHAPTER 3 

 

RESEARCH METHODOLOGY 

 

Chapter  3  commences  with  a  brief  description  of  the  research  methods  and 

units  of  analysis.  The  balance  of  the  chapter  systematically  progresses  through  the 

applicable  components  of  the  good  research:  (a)  operational  definitions  and 

measurements,  (b)  population  and  sample  design,  (c)  validity  and  reliability 

measurements, and (d) data collection and data analysis. 

 

3.1  Research Method 

 

“Good research is built on a systematic organized inquiry that renders valuable 

data  for  solving  problems  (Cooper  and  Schindler,  2001:  14).”  “Good  research  has 

solid,  non-compromised  procedures  that  are  (a)  defensible  in  all  aspects  relating  to 

bias, validity, reliability and practicality, (b) ethically develop to ensure privacy and 

confidentiality,  and  (c)  objectionable  relative  to  resources  and  their  proper  use 

(Cooper and Schindler, 2001: 16).” 

Using  Cooper  and  Schindler’s  (2001: 47-48)  framework,  this  formal  study 

explored and tested the hypotheses that reflected the overall thrust of the study, which 

is  understanding  the  association  of  leadership  styles  and  high  performance 

organizations (HPOs) for the publicly-listed firms in Thailand. In order to accomplish 

the study’s intended purpose, the research design centered on the causal relationship 

concept  that  variables  occur  in  a  specific  manner.  Hence,  “the  study’s  hypotheses 

reflect and compare variables to determine the magnitude and causal of relationship 

(Cooper  and  Schindler,  2001:  48-49).”  The questionnaire  survey  method  offered  a 

cost-effective  means  of  collecting  data on  entire  organizations.  This  design  was 

considered a good starting point for exploratory research into the causal relationship. 
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The  research  paper  is  based  on  the  quantitative  technique,  and  the  specified 

definitions of the constructs and the relationships among dependent and independent 

variables can be laid  out  as  the  hypotheses,  which  were  tested  by  using  the  Pearson 

Correlation  Analysis  Method  and  the  Factor  Analysis  Method. High  Performance 

Organizations  (HPOs),  the  dependent  variable,  were  measured  by  using  HPOs 

measurements  including  financial  performance  measures  based  on  traditional 

financial  measurements,  and  non-financial  performance  measures  based  on 

questionnaire  surveys.  The  independent  variables,  leadership  styles,  were  entirely 

measured by the questionnaire surveys.  

For  dependent  variable  measurement,  in  this  research  paper,  traditional 

financial  measures  based  on  the  Accounting  Principle  and  non-traditional  financial 

measures  based  on  the  SET  Awards  Criteria  and  Ernst  and  Young  (1998  quoted  in 

Amaratunga  et  al.,  2001: 181)  study  were  employed  to  measure  organizational 

performance  and  satisfied  the  dependent variable  measurement,  high  performance 

organizations  (HPOs)  for  the  publicly-listed  firms  in  Thailand.  Thus,  in  this  study, 

return  on  assets  (ROA),  return  on  equity  (ROE),  return  on  sales  (ROS),  Debt  Ratio 

(DR), Growth of Earning before Tax (EBT) per Assets, and Earning per Share (EPS) 

were  used  as  indicators  of  high  performance  organizations  (HPOs)  based  on  the 

accounting principle. In addition, in terms of non-financial performance measurement, 

this research study employed six factors to use as indicators of HPOs as described as 

follows:  the  Corporate  Governance  Rating  Score  (Management  Creditability, 

Management  Experience,  and  Quality  of Executive  Compensation),  SET  Regulation 

and  Information  Disclosure,  Quality  of  Financial  Statements  (Auditor’s  Opinion), 

Market Share, Talented Management (Ability to Attract Talented People), and Social 

Value.  Consequently,  financial  performance  and  non-financial  performance  rating 

scores  represent  the  high  performance  organizations  (HPOs)  for  large,  medium,  and 

small publicly-listed firms on the Stock Exchange of Thailand (SET).  

For the measurement of the independent variables, the Questionnaire Surveys 

on  Leadership  Styles  were  measured  employing  the  eight  types  of  transformational 

leadership  styles  as  desctibed  as  follows: (1)  Idealized  Behaviors,  (2)  Inspirational 

Motivation,  (3)  Intellectual  Stimulation,  (4)  Individualized  Consideration,  (5) 

Idealized  Attributes,  (6)  Response  Quickly  to  Change,  (7)  Create  Distinct 
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Performance,  and  (8)  Effective  Monitoring.  Bass  and  Avolio’s  (2004  quoted  in 

Hancott, 2005: 129-130) Multifactor Leadership Questionnaire (MLQ), together with 

the researcher’s questionnaire development, were adapted and applied to explore the 

correlation  between  the  leader’s  transformational  leadership  styles  and  the  high 

performance  organizations  (HPOs),  including  efficiency  and  effectiveness  levels. 

Consequently,  the  leadership style  rating  scores  represent  the  leadership  style  of 

organizations  for  large,  medium,  and small  publicly-listed  firms  on  the  Stock 

Exchange of Thailand (SET).  

The researcher developed the Questionnaire Survey on Leadership Styles and 

Non-Financial Performance Measurements, based on Bass and Avolio’s (2004 quoted 

in  Hancott,  2005:  129-130)  Multifactor  Leadership  Questionnaire  (MLQ)  Form  5X 

and  the  Organization  for  Economic  Co-operation  and  Development  (OECD) 

Corporate  Governance  Practices,  used  as a  guideline  and  adapted  to  measure  this 

construct.  The  Leadership  Questionnaire  Survey  represents  one  of  the  few  measures 

available  that  attempts  to  access  the  full  range  of  leadership  behaviors  using  the 

multifactorial model.  

The  questionnaire  survey  on  leadership styles  and  non-financial  performance 

measurement  in  the  organization  consists  of  3  sections  as  indicated  follows:  (1) 

Demographic  information  of  respondents,  (2)  Leadership  styles  of  respondents  and 

their  immediate  supervisor  as  they  perceived,  and  finally,  (3)  Non-financial 

performance of the organization. Top and middle management were asked to indicate 

their and their supervisors’ leadership styles and overall organizational performance.  

For  Section  1:  9  questions  on  demographic  background  of  respondents  were 

asked in order to obtain personal information.  

For  Section  2:  42  questions  on  the  leadership  styles  of  the  respondents  and 

their  immediate  supervisor  as  they  perceived  were  asked  to  indicate  the  degree  to 

which each statement described their leadership style. The 42 statements used a five-

point Likert rating system (1 = Very Little; 2 = Little; 3 = Moderate; 4 = Much; 5 = 

Very  Much).  Rating  Scores  were  then  generated  for  eight  separate  scales  or  eight 

aspects  of  transformational  leadership behaviors.  The  eight  transformational 

leadership styles represented respondents’ leadership styles, as described as follows: 

idealized  behaviors,  inspirational  motivation,  intellectual  stimulation,  individualized 
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consideration,  idealized  attributes,  response  quickly  to  change,  create  distinct 

performance, and effective monitoring.  

For  Section  3:  52  questions  on  overall  organizational  performance  as  the 

respondents  perceived  it  were  asked  of  the  respondents  to  indicate  the  fact  each 

statement  described  the  non-financial  performance  of  their  organization.  The  52 

statements used a five-point Likert rating system (0 = Not at all true; 1 = Slightly true; 

2  =  Somewhat  true;  3  =  Mostly  true;  4  = Always  true).  Rating Scores  were  then 

generated  for  six  separate  scales  or six  aspects  of  non-financial  performance 

measurements of the organization. The six non-financial performances represented the 

overall  picture  of  the  organization  as described  as  follows:  corporate  governance 

rating  score  (management  creditability,  management  experience,  and  quality  of 

executive compensation),  

SET  regulation  and  information  disclosure,  quality  of  financial  statements 

(auditor’s  opinion),  market  share,  talented management  (ability  to  attract  talented 

people), and social value.  

 

3.2  Unit of Analysis 

 

For this research study, all firms had to be designated as publicly-listed firms 

on the Stock Exchange of Thailand (SET) in fiscal year ending December, 2009. The 

firms  meeting  this  criterion  represented  the unit  of  the  analysis  at  an  organizational 

level.  Thirty-five  selected  high  performance  organizations  (HPOs)  based  on  the 

specified criteria from the SET represented the study’s population. 

These  listed  companies  included  eight  industries  up  to  486  companies  that 

were  agro  and  food  industry  43  companies,  consumer  products  41  companies, 

financials  63  companies,  industrials  70 companies,  property  and  construction  117 

companies,    resources  27  companies,  services  86  companies,  and  technology  39 

companies (information as of December 2009). However, this research paper did not 

include  companies  under  financials  industry  up  to  63  companies  because  in  the 

financial  industry  these  companies  have  different  characteristics,  different  financial 

performance  measurements,  and  different financial  ratios  compared  to  other 
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industries.    In  addition, this  research  paper  did  not  include  companies  under  non-

performing group 23 companies because these companies have no trading price listed 

on  the  stock  exchange.  Consequently,  thirty-five  selected high  performance 

organizations  (HPOs)  based  on  the  specified  criteria  from  the  SET  represented  the 

study’s population, as stated in Table 3.1: Population of the Study. which is depicted 

as follows:  

 

Table 3.1  Population of the Study 

 

Size of Listed Firms  Numbers of Listed Firms % 

Total * 35 100% 

Large 17 49% 

Medium 11 31% 

Small 7 20% 

 
Note:  *See full name, short name, industry, and sector of population of the study in 

appendix B. 
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3.3  Operational Definitions and Measurements 

 

The  concept  of  measuring  in  any  research  consists  of  assigning  numbers  or 

symbols to empirical incidents in accordance with a set of rules. The primary goal is 

to provide the highest quality with the lowest number of errors for testing the research 

hypotheses. Therefore, the measurement tool should be valid, reliable, and practical; 

that  is,  the  tool  must  accurately  measure what  is  intended,  be  easy  to  use,  and  be 

efficient. Thus, this research study applied financial performance, traditional financial 

measures based on the Accounting Principle, and non-financial performance, the SET 

Award criteria, and Ernst and Young (1998 quoted in Amaratunga et al., 2001: 181) 

study  measures  to  satisfy  the  dependent variable  measurements.  The  financial 

performance measures were derived from the financial statements and annual reports 

while  the  non-financial  performance  measures  were  derived  from  the  questionnaire 

survey, the Questionnaire Survey on Non-Financial Performance.  

In  addition,  in  order  to  satisfy  the independent  variables  measurements,  the 

research  study  utilized  the  questionnaire instruments,  the  Questionnaire  Survey  on 

Leadership  Styles,  which  satisfied  the  criteria  of  being  valid,  reliable,  and  practical 

measurements  for  the  independent  variables.  The  operational  definitions  and 

measurement  of  this  research  study  are  defined  and  presented  in  Table  3.2: 

Operational  Definitions  and  Measurements. In  addition,  Operational  Definitions  and 

Measurements of Dependent Variable and Operational Definitions and Measurement 

of  Independent  Variables,  which  identified  the  factors,  indicators,  and  question 

numbers  in  measuring  the  variables,  are presented  in  Appendix  C  and  Appendix  D, 

respectively. 
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Table 3.2  Operational Definitions and Measurements 

 

Variables Definitions Operationalization 

Dependent Variable 

 

High 

Performance 

Organizations 

(HPOs) 

 

Organizations that achieve 

financial results that re better than 

those of their peer group over a 

longer period of time by adapting 

well to changes and reacting 

quickly, by managing for the long 

term, by setting up an integrated 

and aligned management structure, 

by continuously improving their 

capabilities, and by truly treating 

the employees as their main asset 

 

- Ratio Scale 

 

- Financial Performance,  

Traditional Financial 

Measures:  ROA, ROE, 

ROS, DR, EBT, and EPS 

based on Accounting 

Principle from the financial 

statements and annual report 

 

- Non-Financial 

Performance, Non-Financial 

Measures: 

Corporate Governance 

Rating Score, SET 

Regulation and Information 

Disclosure,  

Quality of Financial 

Statements, Market Share, 

and  

Talented Management  

from Questionnaire Survey 
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Table 3.2  (Continued) 

 

Variables Definitions Operationalization 

Independent Variables 

Leadership Styles 

 

Idealized 

Behaviors 

Transformational 

Leadership Style 

 

The leadership style which talks 

about the most important values 

and beliefs, specifies the 

importance of having a strong 

sense of purpose, considers the 

moral and ethical consequences of 

decisions, champions exciting new 

possibilities, and the importance 

of trusting each other 

 

 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Focusing on 

values, beliefs, and future 

of organizations 

 

 

 

Inspirational 

Motivation 

Transformational 

Leadership Style 

 

The leadership style which talks 

optimistically about the future,   

talks enthusiastically about what 

needs to be accomplished, 

articulates a compelling vision of 

the future, expresses confidence 

that goals will  be achieved, 

provides an exciting image of 

what is essential to consider, and 

takes a stand on controversial 

issues 

 

 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Ability to 

motivate subordinates and 

effectiveness in meeting 

organizational goals 

  

 



118 

 

 

Table 3.2  (Continued) 

 

Variables Definitions Operationalization 

Independent Variables 

Leadership Styles 

Intellectual 

Stimulation 

Transformational 

Leadership Style 

The leadership style which re-

examines critical assumptions, 

seeks differing perspectives when 

solving problems, looks at 

problems from many different 

angles, suggests new ways of 

looking at how to complete 

assignments, encourages non-

traditional thinking to deal with 

traditional problems, encourages 

rethinking those ideas which have 

never been questioned before 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Ability to seek 

different perspectives and 

ability to encourage non-

traditional thinking for 

problem solving 

 

 

Individualized 

Consideration 

Transformational 

Leadership Style 

The leadership style which it 

spends time teaching and 

coaching, treats others as 

individuals rather than just  

as members of the group, 

considers individuals as having 

different needs, abilities, and 

aspirations from others, helps 

others to develop their strengths, 

listens attentively to others’ 

concerns, and promotes self 

development. 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Supporting, 

concerning, and spending 

time to subordinates 
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Table 3.2  (Continued) 

 

Variables Definitions Operationalization 

Independent Variables 

Leadership Styles 

 

Idealized 

Attributes 

Transformational 

Leadership Style 

 

The leadership style which instills 

pride in others for being 

associated with them, goes beyond 

their self-interests for the good of 

the group,  

acts in ways that build others’ 

respect, displays a sense of power 

and competence, makes personal 

sacrifices for others’ benefit, and 

reassures  

others those obstacles will be 

overcome 

 

 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Providing 

personal sacrifice and 

instilling pride in 

subordinates 

 

Response 

Quickly to 

Change 

Transformational 

Leadership Style 

 

The leadership style in which the 

leaders are those that can 

effectively deal with the 

complexities of modern 

businesses. They can respond 

quickly to change, deal with 

ambiguity, provide direction, 

manage constraints, and leverage 

the commitment and intellectual 

capital of the people around them. 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Quickness in 

dealing with and 

responding to 

environmental changes 
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Table 3.2  (Continued) 

 

Variables Definitions Operationalization 

Independent Variables 

Leadership Styles 

 

Create Distinct 

Performance 

Transformational 

Leadership Style 

 

The leadership style in which the 

leaders create a distinct 

performance environment that 

enables the organization to adapt, 

innovate, and ultimately win and 

sustain competitive advantage to 

be a unique performance 

environment and culture that 

embraces learning and continuous 

improvement, driving the 

organization to become better and 

better at what it does 

 

 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Creating distinct 

financial performance and 

sustaining competitive 

advantage over competitors 

 

Effective 

Monitoring  

Transformational 

Leadership Style 

The leaders that keep track of all 

mistakes, arrange to know if and 

when things go wrong, follow up 

on works and take action before 

things go wrong, deliver what is 

promised, and focus attention on 

irregularities, mistakes, 

exceptions, and deviations from 

standards 

 

- Ratio Scale 

 

- Leadership Style Rating 

Score from Questionnaire 

Survey, 

Indicators: Monitoring, 

coaching, and providing 

feedback to subordinates 
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3.4  Population and Sample Design 

  

Generally,  researchers  have  at  their  disposal  two  methods  to  select  survey 

participants: probability and non-probability. Probability sampling, based on random 

selection  criteria,  assures  the  researcher  that  each  population  element  is  given  a 

known non-zero opportunity. In contrast, non-probability sampling is subjective and 

arbitrary. As this research study tended to select only high performance organizations 

(HPOs)  from  the  publicly-listed  firms  on the  Stock  Exchange  of  Thailand  (SET), 

accordingly,  non-probability,  purposive  sampling  procedures,  satisfied  the  sampling 

objective of this research study. Contributing factors that warranted this decision were 

cost and time, and the need for the sample to conform the given criteria. 

For this research study, all participants had to be designated as publicly-listed 

firms on the Stock Exchange of Thailand (SET) in year ending December, 2009. The 

companies  meeting  this  criterion  represented  the  study’s  population.  These  listed 

companies  include  eight  industries  up  to 469  companies  that  were  agro  and  food 

industry  44  companies,  consumer  products  41  companies,  financials  63  companies, 

industrials  68  companies,  property  and  construction  107  companies,  resources  24 

companies, services 85 companies, and technology 37 companies (information as of 

December, 2009). However, this research paper did not include the companies under 

financials  industry  up  to  63  companies  because  these  companies  in  the  financial 

industry have different characteristics, different financial performance measurements, 

and  different  financial  ratios  compared  to  other  industries.  In  addition,  this  research 

paper  did  not  include  the  companies  under  non-performing  group  22  companies 

because these companies have no trading price listed on the stock exchange. Thus, the 

companies  meeting  this  criterion  represented  the  unit  of  the  analysis  at  an 

organizational  level.  Consequently,  thirty-five  selected  high  performance 

organizations  (HPOs)  based  on  the  specified  criteria  from  the  Stock  Exchange  of 

Thailand (SET) represented the study’s population.  

In addition, the pertinent information (name, address, and contact individual) 

necessary  to  permit  an  unbiased  mail  and self-administered  survey  campaign  was 

obtained  from  the  Stock  Exchange  of  Thailand  (SET)  database.  Each  participant  in 

the  survey  sample  received  a  survey  packet  that  contained  the  following:  (1) 
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Participation  Letter,  (2)  Questionnaire  Surveys  on  Leadership  Styles  and  Non 

Financial Performance, and (3) Return Envelop. 

The  determination  of  the  sample  size  is  a  common  task  for  many 

organizational  researchers.  Inappropriate, inadequate,  or  excessive  sample  size 

continues  to  influence  the  quality  and  accuracy  of  research  study.  Accordingly,  this 

research  study  employed  the  procedures  for  determining  sample  size  for  continuous 

and  categorical  variables  using  formulas  of  Cochran’s  (1977  quoted  in  Bartlett, 

Kotrlik, and Higgins, 2001: 43).  

 

3.5  Validity and Reliability Measurements 

 

The  concept  of  measuring  in  any  research  consists  of  assigning  numbers  or 

symbols to empirical incidents in accordance with a set of rules. The primary goal is 

to  “provide  the  highest  quality  with  the lowest  number  of  errors  for  testing  the 

research hypotheses (Cooper and Schindler, 2001: 210).” Therefore, the measurement 

tool should be “valid, reliable, and practical; that is, the tool must accurately measure 

what is intended, be easy to use, and be efficient (Cooper and Schindler, 2001: 210).” 

Accordingly,  the  research  study  applied the  financial  performance,  traditional 

financial measures, based on the Accounting Principle and non-financial performance 

based on the SET Award criteria and Ernst and Young (1998 quoted in Amaratunga et 

al., 2001: 181) study measures to satisfy the dependent variable measurements. Thus, 

the  financial  performance  measures  were  derived  from  the  financial  statements  and 

annual  reports,  while  the  non-financial  performance  measures  were  derived  from 

questionnaire  survey,  the  Questionnaire  Survey  on  Non-Financial  Performance.  In 

addition, the study utilized the questionnaire instruments, the Questionnaire Survey on 

Leadership  Styles,  which  satisfied  the  criteria  of  being  valid,  reliable,  and  practical 

measurement of the independent variables.  

The research study aims at developing reliable and valid variables. Reliability 

is “a matter of whether a particular technique, applied repeatedly to the same object, 

provides the same result each time, whereas validity refers to the extent to which an 

empirical  measure  adequately  reflects the  real  meaning  of  the  concept  under 
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consideration (Babbie, 2001: 143).” For reliability, the internal consistency method is 

considered  to  be  a  general  form  of  reliability  evaluation.  The  Cronbach  Alpha 

statistical  analysis  provides  a  measure  of  this  method.  It  measures  the  internal 

consistency  of  a  single  factor  by  the  level  of  correlation  between  the  indicator 

variables  that  describe  the  factor  (Babbie,  2001:  140).  In  terms  of  validity,  content 

validity refers to “how much a measure covers the range of meaning included within a 

concept and is considered to be a general form of validity evaluation (Bebbie, 2001).” 

To establish content validity, “the items for each variable are reviewed and discussed 

by researchers and practitioners (Babbie, 2001: 144).”  

In  addition,  this  research  study  also  employs  others  techniques  to  ensure  the 

research  validity;  the  pre-testing  of  questionnaires  and  constuct  validity  of  a 

measurement scale can be considered as validity measurements. 

 

3.5.1  Pre-testing of  Questionnaire Surveys  

The pre-testing of questionnaires was done in order to improve the quality of 

the  instruments,  the  Questionnaire  Survey  on  Leadership  Styles  and  Non-Financial 

Performance.    In  order  to ensure  that  the  questionnaires  would  provide  valuable 

information  for  analysis,  the  pre-testing of  questionnaires  technique  was  applied. 

Thus, this research study ensured the validity of  the research by conducting a pre-test 

of  the  questionnaires.  Consequently,  five  selected  high  performance  organizations 

(HPOs)  based  on  the  specified  criteria  from  the  Stock  Exchange  of  Thailand  (SET) 

represented this testing, as stated in Table 3.3: Pre-testing on Questionnaire Surveys. 

The pertinent information (name, address, and contact individual) necessary to permit 

an unbiased mail and self-administered survey campaign was obtained from the Stock 

Exchange  of  Thailand  (SET)  database.  The  pre-testing  questionnaire  was  conducted 

by having approximately 50 completed questionnaires, consisting of three large listed 

firms, one medium listed company, and one small listed company. 

 
  



124 

 

 

Table 3.3  Pre-testing of Questionnaire Surveys 

 

Size  Full Name Short 

Name 

Industry  Sector 

Large  Precious Shipping  

Public Company Limited 

PSL  Services  Transportation 

and Logistics 

Large  Shin Corporation 

Public Company Limited 

SHIN  Technology  Information 

and 

Communication 

Technology 

Large  Thai Union Frozen 

Products 

Public Company Limited 

TUF  Agro and 

Food 

Industry 

Food and 

Beverage 

Medium  Sahaviriya Steel Industries 

Public Company Limited 

SSI  Industrials  Industrial 

Materials and 

Machinery 

Small  Eastern Printing  

Public Company Limited 

EPCO  Services  Media and 

Publishing 
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3.5.2  Factor Analysis 

In order to improve the survey instruments, factor analysis is used as “a tool to 

examine  numerous  variables  under  certain  conditions  to  reduce  them  to  a  smaller, 

more manageable set of underlying concepts (Chuayruk, 2006: 126).” Factor analysis 

was used to “analyze and summarize the interrelationship among the set of variables 

or  instruments  in  order  to  reduce  the  variables  down  to  the  smaller  number  of 

underlying factors (Chuayruk, 2006: 126).” As a method for examining the construct 

validity of a measurement scale, factor analysis with principal component extraction 

and  varimax  rotation  was  applied.  The  principal  component  analysis  is  known  as 

exploratory  factor  analysis,  where  the  goal is  to  account  for  variance  in  the  set  of 

items.  An  underlying  consideration  in  factor  analysis  is  the  determination  of  an 

appropriate  value  in  order  to  determine whether  an  item  has  loaded  on  a  factor. 

“Loadings of 0.50 and above are typically considered the rule of thumb threshold for 

social science (Gorsuch, 1983 quoted in Chuayruk, 2006: 126)” and for this research 

study. Thus, loadings of lower than 0.50 were used as a strict criterion for eliminating 

variables  from  the  questionnaire  surveys.  In  addition,  the  commonality  of  each 

variables was used to “represent an indication of how well the specified data fit the 

model  of  analysis  (Gorsuch,  1983  quoted  in  Chuayruk,  2006:  126);”  the  maximum 

limit  was  1.0  if  the  variance  was  perfectly  accounted  for  by  the  set  of  factors 

underlying  the  matrix,  while  the  minimum limit  was  0.0  if  the  variables  had  no 

correlation with any other variable in the matrix (Gorsuch, 1983 quoted in Chuayruk, 

2006: 126). 

The  dependent  and  independent  variables  in  this  research  study  were 

developed  based  on  the  underlying  concepts  from  the  literature  reviewed.  The 

construct  validity  and  reliability  of  these  measurement  scales  were  employed  to 

ensure appropriateness of the study, and the reliability of each variable in this research 

study was measured by using a Cronbach’s coefficient as an indicator. Consequently, 

such  a  method  made  the  measurement  more suitable,  stable,  consistent,  and  finally, 

accurate. The details of the measurement of each variable are described in Table 3.4: 

Results  from  the  Factor  Analysis  of  Non-Financial  Performance  Measurements  and 

Table 3.5: Results from the Factor Analysis of Transformational Leadership Styles. 
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Table 3.4  Results from the Factor Analysis of Non-Financial Performance 

Measurements 

 

Variable Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality

Non-Financial Performance (Alpha = 0.974) 

1. Corporate 

Governance Rating 

Score 

(Alpha = 0.955) 

Disclosure and Transparency/ Q43  0.841  0.806 

The Role of Stakeholders in              

Corporate Governance/ Q40 

0.794  0.820 

The Responsibilities of the Board/ Q50  0.751  0.793 

The Responsibilities of the Board/ Q51  0.738  0.813 

The Equitable Treatments of 

Shareholders/ Q34 

0.714  0.762 

The Rights of Shareholders and                   

Key Ownership Functions/ Q48 

0.693  0.760 

The Role of Stakeholders in              

Corporate Governance/ Q37 

0.683  0.767 

The Equitable Treatments of 

Shareholders/ Q32 

0.617  0.804 

2. SET Regulation 

and Information 

Disclosure 

(Alpha = 0.878) 

Disclosure of external auditors and 

advisors’ fee/ Q30 

0.866  0.783 

Disclosure of corporate governance 

practices/ Q44 

0.839  0.831 

Disclosure of annual reports and quarterly 

financial statements/ Q49 

0.762  0.822 

Disclosure of governance structures             

and policies/ Q41 

0.756  0.780 
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Table 3.4  (Continued) 

 

Variable Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality

2. SET Regulation 

and Information 

Disclosure 

(Continued) 

Disclosure of significant changes in 

ownership/ Q38 

0.739  0.777 

Disclosure of policies on risk 

management/ Q35 

0.728  0.741 

Disclosure of remuneration of directors/ 

Q27 

0.656  0.683 

Disclosure of resume or background        

of directors/ Q19 

0.652  0.734 

Disclosure of financial statements and 

auditor’s opinion report/ Q33 

0.621  0.779 

Disclosure of self-dealing or                     

related-party transactions/ Q5 

0.515  0.775 

3. Quality of 

Financial Statements 

(Auditor's Opinion) 

(Alpha = 0.849) 

Complying international auditing 

standard (ISA)/ Q7 

0.831  0.864 

Complying international accounting 

standard (IAS)/ Q6 

0.822  0.880 

Expressing unqualified audit report          

from external auditor/ Q26 

0.776  0.748 

Reviewing on risk exposure from 

external auditor/ Q20 

0.741  0.724 

Reviewing on accounting procedures 

from external auditor/ Q21 

0.704  0.764 
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Table 3.4  (Continued) 

 

Variable  Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality

4. Market Share 

(Alpha = 0.819) 

 

Being industry leader/ Q2 0.680  0.673 

Outperforming competitors/ Q8  0.644  0.706 

Maintaining business                  

competitiveness/ Q14 

0.625  0.755 

5. Talented 

Management 

(Alpha = 0.949) 

Providing passion to work/ Q23  0.841  0.801 

Developing strategic management/ Q10  0.827  0.810 

Creating effort on behalf of                 

company/ Q36 

0.802  0.845 

Focusing on high potential                

employees/ Q3 

0.780  0.730 

Giving talented people feedback              

and rewards/ Q46 

0.758  0.650 

Encouraging employee’s engagement      

in the job/ Q16 

0.741  0.705 

Cultivating loyal employees/ Q15  0.729  0.665 

Engrossing high work environment/ 

Q29 

0.726  0.709 

Giving opportunity to talented                 

people/ Q45 

0.721  0.671 
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Table 3.4  (Continued) 

 

Variable  Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality

5. Talented 

Management 

(Continued) 

Selecting and training the                           

right people/ Q42 

0.680  0.709 

Creating company commitment and 

membership/ Q39 

0.519  0.638 

6. Social Value 

(Alpha = 0.899) 

Enhancing knowledge society/ Q17  0.849  0.800 

Focusing on teamwork and team 

decision-making/ Q9 

0.751  0.743 

Creating dynamic organizational 

structure/ Q24 

0.716  0.669 

Creating strong belief in and acceptance 

of goals and values/ Q31 

0.715  0.768 

Explaining mission and strategy/ Q47  0.620  0.684 

Recognizing value of human capital 

management/ Q1 

0.599  0.645 

Creating social value of  high 

performance organization/ Q4 

0.580  0.601 
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Table 3.5  Results from the Factor Analysis of Transformational Leadership Styles 

 

Variable Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality

Transformational Leadership Styles (Alpha = 0.963) 

1. Idealized Behaviors 

(Alpha = 0.744) 

Talking about future of the 

business/ Q5 

0.781  0.717 

Talking about the most important       

values and beliefs/ Q4 

0.706  0.683 

Championing in exiting new 

possibilities/ Q19 

0.618  0.677 

Acting in ways that builds                  

the respect/ Q17 

0.612  0.567 

Promoting self-development/ Q37  0.518  0.666 

2. Inspirational 

Motivation 

(Alpha = 0.868) 

Providing reassurance to overcome 

obstacles/ Q34 

0.748  0.717 

Meeting company’s requirements/ 

Q35 

0.619  0.623 

Providing exciting concept/ Q36  0.611  0.609 

Heightening the desire to succeed/ 

Q42 

0.604  0.688 

Expressing confidence to                    

achieve goals/ Q32 

0.559  0.626 

Articulating compelling vision of       

the future/ Q28 

0.541  0.698 
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Table 3.5  (Continued) 

 

Variable Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality 

3. Intellectual 

Stimulation 

(Alpha = 0.758) 

Taking a stand on controversial             

issues/ Q39 

0.633  0.602 

Giving benefits when performance        

goals are achieved/ Q20 

0.626  0.667 

Suggesting new ways to complete 

assignments or projects/ Q21 

0.613  0.693 

4. Idealized 

Consideration 

(Alpha = 0.898) 

Helping subordinates to develop 

strengths/ Q30 

0.811  0.758 

Listening attentively to subordinates’ 

concerns/ Q33 

0.779  0.749 

Leveraging intellectual capital of 

subordinates/ Q24 

0.690  0.679 

Ability in providing assistance and 

support to subordinates/ Q7 

0.659  0.751 

Spending time teaching and coaching 

subordinates/ Q12 

0.649  0.626 

Considering subordinates as having 

different needs/ Q22 

0.607  0.724 

5. Idealized 

Attributes 

(Alpha = 0.643) 

 

Making personal sacrifices for 

subordinate’s profit/ Q31 

0.730  0.762 

Ability in instilling pride in       

subordinates/ Q8 

0.603  0.749 
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Table 3.5  (Continued) 

 

Variable Name of Composite Variable/ 

Question No. 

Varimax 

Solution 

Commonality

6. Response Quickly 

to Change 

(Alpha = 0.751) 

Quickness in responding to 

environmental change/ Q9 

0.667  0.717 

Ability in enabling company to adapt    

and innovate/ Q10 

0.599  0.662 

7. Create Distinct 

Performance 

(Alpha = 0.724) 

Quickness in dealing with ambiguity     

and complexity/ Q13 

0.774  0.763 

Dealing with current businesses 

effectively/ Q1 

0.684  0.640 

Ability to sustain competitive 

advantage over competitors/ Q14 

0.643  0.670 

Ability to keep track of all mistakes/ 

Q3 

0.635  0.599 

Ability to create distinct performance 

environment/ Q2 

0.517  0.571 

8. Effective 

Monitoring 

(Alpha = 0.895) 

 

Coaching and practicing                   

subordinates/ Q40 

0.809  0.763 

Articulating performance 

expectations            to subordinates/ 

Q38 

0.806  0.779 

Expressing satisfaction when 

subordinates meet expectations/ Q26 

0.754  0.709 

Providing feedback to subordinates/ 

Q41 

0.752  0.778 
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Factor  analysis  is  a  statistical  technique  used  to  identify  the  underlying 

structure  of  the  conceptual  framework  being  measured,  to  determine  the  weight  of 

each variable included in the scale measurement, and to identify a smaller number of 

factors  representing  relationships  among  sets  of  many  interrelated  variables.  Factor 

analysis is a helping tool to reduce the number of variables in the model of analysis so 

that  a  more  meaningful  and  useful  interpretation  is  made.  This  research  study 

employed  the  principal  component  extraction  and  varimax  rotation  technique;  as  a 

result, there were both high and low loadings generated. Many of the initial variables 

were extracted and some of variables were re-grouped. In addition to factor analysis, 

alpha analysis was used to ensure the reliability of the revised variables. 

3.5.2.1  High Performance Organizations (HPOs) for Non-Financial 

Performance Measurement 

There  were  52  questions  constructed  to  measure  high  performance 

organizations  (HPOs)  in  terms  of  non-financial  performance  measurement.  Factor 

analysis using principal component extraction and varimax rotation of all items was 

undertaken by divided into six main variables or factors: corporate governance rating 

score  (13  items),  SET  regulation  and  information  disclosure  (12 items),  quality  of 

financial  statements-auditor's  opinion  (5  items),  market  share  (4  items),  talented 

management (11 itmes), and social value (7 items). At the same time, five items of the 

“corporate  governance  rating  score,”  two  items  of  “SET  regulation  and  information 

disclosure,” and one item of “market share” were deleted. To conclude, the reliability 

of  the  summative  scale  of  all  six  factors  was  satisfactory,  as  indicated  by  a 

Cronbach’s alpha value of 0.974. 

3.5.2.2  Transformational Leadership Styles 

There  were  42  questions  constructed  to  measure  transformational 

leadership  styles.  Factor  analysis  using  principal  component  extraction  and  varimax 

rotation of all items was undertaken by divided into eight main variables or factors: 

idealized  behaviors  (8  items),  inspirational  motivation  (6  items),  intellectual 

stimulation (5 items), idealized consideration (6 items), idealized attributes (2 itmes), 

response  quickly  to  change  (4  itmes),  create  distinct  performance  (7  items),  and 

effective monitoring (4 items). At the same time, three items of “idealized behaviors,” 

two  items  of  “intellectual  stimulation,”  two  items  of  “response  quickly  to  change,” 
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and  two  item  of  “create  distinct  performance”  were  deleted.  To  conclude,  the  alpha 

reliability  of  the  factors  extracted  was  highly  satisfactory,  as  indicated  by  a 

Cronbach’s alpha value of 0.963. 

As  a  result  of  the  factor  analysis,  Table  3.6  presents  the  initial  and 

revised  factors  of  high  performance  organizations  (HPOs)  for  non-financial 

performance  measurement  and  Table  3.7  presents  the  initial  and revised  factors  of 

transformational  leadership  styles  from  the factor  analysis.  All  revised  factors  from 

the factor analysis can be considered as having high reliability for this research study. 
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Table 3.6  Initial and Revised Factors of High Performance Organizations (HPOs) for 

Non-Financial Performance Measurement 

 

Initial Factors  No. of Questions Revised Factors  No. of Questions 

 

 

1. Non Financial 

Performance 

(Total) 

52  1. Non Financial 

Performance 

(Total) 

44 

1.1 Corporate 

Governance Rating 

Score 

13  1.1 Corporate 

Governance Rating 

Score 

  8 

1.2 SET Regulation 

and Information 

Disclosure 

12  1.2 SET Regulation 

and Information 

Disclosure 

10 

1.3 Quality of 

Financial 

Statements 

(Auditor’s Opinion) 

  5  1.3 Quality of 

Financial 

Statements 

(Auditor’s Opinion) 

  5 

1.4 Market Share 

 

  4  1.4 Market Share    3 

1.5 Talented 

Management 

11  1.5 Talented 

Management 

11 

1.6 Social Value 

 

  7  1.6 Social Value    7 
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Table 3.7  Initial and Revised Factors of Transformational Leadership Styles 

 

Initial Factors  No. of 

Questions 

Revised Factors  No. of 

Questions 

 

1. Transformational 

Leadership Styles 

(Total) 

 

42 

 

1. Transformational 

Leadership Styles 

(Total) 

 

33 

1.1 Idealized 

Behaviors 

 8 1.1 Idealized 

Behaviors 

5 

1.2 Inspirational 

Motivation 

6 1.2 Inspirational 

Motivation 

6 

1.3 Intellectual 

Stimulation 

5 1.3 Intellectual 

Stimulation 

3 

1.4 Individualized 

Consideration 

6 1.4 Individualized 

Consideration 

6 

1.5 Idealized 

Attributes 

2 1.5 Idealized 

Attributes 

2 

1.6 Response Quickly 

to Change 

4 1.6 Response Quickly 

to Change 

2 

1.7 Create Distinct 

Performance 

7 1.7 Create Distinct 

Performance 

5 

1.8 Effective 

Monitoring 

4 1.8 Effective 

Monitoring 

4 
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3.5.3  Reliability Testing 

In  terms  of  reliability  testing,  this research  study  employed  the  internal 

consistency  method  to  be  a  general  form  of  reliability  evaluation.  “Reliability  is  a 

matter  of  whether  a  particular  technique, applied  repeatedly  to  the  same  object, 

provides  the  same  result  each  time  (Babbie,  2001:  140).”  The  Cronbach  Alpha 

statistical  analysis  provides  a  measure  of  this  method.  It  measures  the  internal 

consistency  of  a  single  factor  by  the  level  of  correlation  between  the  indicator 

variables that describe the factor (Babbie, 2001: 141). Accordingly, the questionnaire 

survey on Leadership Styles and Non-Financial Performance was tested for reliability 

to  ensure  the  effectiveness  of  the  instrument.  The  results  of  the  reliability  testing 

indicated  that  the  questionnaire  survey  on  Leadership  Styles  and  Non-Financial 

Performance  was  highly  reliable.  The  reliability  of  the  summative  scale  of  the  six 

factors of leadership styles was satisfactory, as indicated by a Cronbach’s alpha value 

of  0.963.  The  alpha  reliability  of  each  factor  extracted  (idealized  behaviors, 

inspirational  motivation,  intellectual  stimulation,  individualized  consideration, 

idealized  attributes,  response  quickly  to  change,  create  distinct  performance,  and 

effective  monitoring)  was  highly  satisfactory,  as  indicated  by  a  Cronbach’s  alpha 

value of 0.744, 0.868, 0.758, 0.898, 0.643, 0.751, 0.724, and 0.895, respectively. 

Additinally,  the  alpha  reliability  of  the  factors  extracted  of  Non-Financial 

Performance as highly satisfactory, as indicated by a Cronbach’s alpha value of 0.974. 

The alpha reliability of each factor extracted (corporate governance rating score, SET 

regulation  and  information  disclosure,  quality  of  financial statements,  market  share, 

talented  management,  and  social  value) was  highly  satisfactory,  as  indicated  by  a 

Cronbach’s alpha value of 0.955, 0.878, 0.849, 0.819, 0.949, and 0.899, respectively. 
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3.6  Data Collection and Data Analysis 

 

3.6.1  Data Collection Design 

This study relied on two major sources of data collection: primary source and 

secondary source.  

The primary sources were the Questionnaire Survey on Leadership Styles and 

Non-Financial  Performance,  which  measured  the  independent  variables  and 

dependent variable, respectively. The questionnaire survey is the appropriate mode of 

inquiry  for  making  inferences  from  a population.  The  basic  aim  is  to  explain 

statistically  the  variability  of  certain  features  of  the  target  population.  Questionnaire 

surveys are the most common way to collect data for the quantitative method, and will 

be  used  in  this  research  study.  Thus, “questionnaire  surveys  were  adopted  for 

collecting  data  because  of  their  advantage in  yielding  responses  in  standard  format 

from  a  large  number  of  respondents  and  the  benefit  of  collecting  data  from 

respondents  from  geographically  dispersed locations  (Limsila  and  Ogunlana,  2008: 

172).” 

This research study is based mainly on Questionnaire Surveys, which look at 

leadership styles and non-financial performance at the firm level and from the middle 

and  top  management’s perceptions  about  various  aspects  of  leadership  styles  and 

overall  organizational  performance.  The  survey’s  results  were  used  to  examine  the 

main subjects of independent variables and dependent variable in this research study. 

The  surveys  were  conducted  at  the  corporate  level.  The  publicly-listed  firms  that 

traded  on  the  local  stock  exchange  were separated  into  three  categories:  large, 

medium,  and  small,  at  the  request  of  individual  companies,  conduct  assessments  of 

their  leadership  styles  and  non-financial  performance.  Its  assessments  use  the  eight 

transformational leadership styles, four financial performance measures, and six non-

financial performance measures as the analytical framework and measurements.  

Secondary sources consisted of information gathered from the Stock Exchange 

of  Thailand  (SET)  database,  for  instance,  Financial  Statements  and  Notes  to  the 

Financial  Statements,  Annual  Report,  Annual  Statement  (Form  56-1),  SET  Award 

Criteria, and selected Company’s website. 
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In  good  research,  the  data  collection  design  phase  indicates  to  the 

methodology  that  will  be  employed  to  generate  the  necessary  data.  There  are  two 

methods to achieve the goal: “monitoring and communication (Cooper and Schindler, 

2001:  295).”  “Monitoring  requires  the  researcher  to  note,  observe,  and  record 

applicable observations, while the communication approach entails posing questions 

to participants using one of the three available techniques: mail surveying, telephone 

interviewing,  and  personal  face-to-face interviewing  (Cooper  and  Schindler,  2001: 

297).” 

Mail surveying, historically low in cost, geographically flexible and having the 

ability  to  reach  a  large  diverse  audience,  has  been  criticized  for  its  inadequate 

response  rates.  This  technique  typically requires  a  long  data  collection  period  but  it 

tends to provide the participant with the most privacy and encourages them to freely 

divulge private or socially undesirable information. However, “mail surveying suffers 

from  three  burdens:  poor  design,  ascertaining  validity,  and  high  non-responsiveness 

(Cooper and Schindler, 2001: 314).” 

Telephone interviewing offers a great alternative to mail; it is less expensive 

and  offers  the  quickest  option.  Nonetheless,  with  technologies  on  answering 

machines,  response  rates  have  plummeted. Accordingly,  in  response  to  decreased 

rates,  different  techniques  and  procedures  have  been  implemented,  including 

incentives, aggressive call designs, and shorter interviews; however, the rate of non-

responsiveness continues to increase (Cooper and Schindler, 2001: 309). 

Face-to-face interviewing, the last of the options, offers the best opportunity to 

gain a wealth of information that could be steep in detail and depth—at an obviously 

higher  cost.  Besides  costing  more,  “face-to-face  interviewing  has  been  impacted  by 

the  change  in  social  climate  (Cooper  and  Schindler,  2001:  297).”  “Interviewers  are 

now reluctant to venture into unfamiliar areas and many companies are often denying 

access to interviewers (Cooper and Schindler, 2001: 299).” 

In  summary,  the  literature  suggests  that  on  average,  personal  interviews  are 

the  most  expensive  and  normally  take  the most  field  time.  Telephone  surveys,  less 

expensive  than  personal  interviews,  offer  the  quickest  option.  Questionnaires 

administered by mail are the least costly although this technique requires a long data 

collection period (Cooper and Schindler, 2001: 314). 
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Although  all  three  surveying  methods,  mail,  telephone,  and  face-to-face, 

satisfied  this  research  study,  the  study  primarily  relied  on  mail  survey for  several 

reasons (Cooper and Schindler, 2001: 314): 

 

(1) mail survey enables the study to reach selected sample sizes within 

a  minimum  amount  of  time;  (2)  mail  survey  can  reach  a  widely 

dispersed  and  difficult  sample  such as  busy  executives  and  directors, 

and  (3)  mail  survey  offers  anonymity  to  participants,  which  might 

increase the likelihood of honest responses. 

 

Those  advantages  greatly  outweighed  the  disadvantages  of  using  mail 

surveying  as  the  means  of  collecting  the  facts,  perceptions,  and  opinions  that  were 

vital to this research study. 

 

3.6.2  Data Collection Method 

The  research  paper  was  administered  by  mail  surveying  and  focused  on 

obtaining  valuable  data  on  leadership  styles  and  high  performance  organizations 

(HPOs)  for  non-financial  performance measurement  from  middle  and  top 

managements.  Senior  executives  (middle and  top  managers)  were  sent  a  survey 

package  accompanied  by  a  cover  letter  explaining  the  significance  of  the  study,  the 

importance of participation, timeliness, and guarantee of anonymity. 

Thus, this research paper relied on a mail survey because this would enable the 

study  to  reach  selected  sample  sizes  within  a  minimum  amount  of  time,  reach  a 

widely dispersed and difficult sample such as top management, and offer anonymity 

to participants, which might increase the likelihood of honest responses. Additionally, 

in terms of high performance organizations (HPOs) regarding financial performance 

measurement, this research paper was administered by obtaining financial secondary 

data  from  the  Stock  Exchange  of  Thailand (SET)  database  and  selected  companies’ 

websites. 
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3.6.3  Survey Questionnaire 

The survey questionnaire is an appropriate mode of inquiry for obtaining data 

from  specified  populations.  The  primary objective  is  to  describe  and  explain 

statistically  the  variability  of  certain  features  of  the  target  population.  Thus, 

questionnaire  survey  is  the  most  common way  to  collect  data  for  the  quantitative 

technique, and consequently, was used in this research study. The questionnaires were 

distributed to thirty-five selected high performance organizations (HPOs) listed on the 

Stock Exchange of Thailand (SET). Senior executives (middle and top management) 

were sent a survey package accompanied by a cover letter explaining the significance 

of the study, the importance of participation, timeliness, and guarantee of anonymity. 

As  these  participants  represented  the  organization  so  that  accurate  data  could  be 

collected. 

The  self-administered  questionnaire  requires  all  respondents  to  indicate  their 

perception  toward  the  provided  questions.  These  questions  on  non-financial 

performance  measurement  were  rated  by  using  5-point  Likert-type  rating  scales 

ranging  from  0  to  4  as  described  as  follows: not  at  all  true  (0),  slightly  true  (1), 

somewhat  true  (2),  mostly true  and  (3),  always  true (4).  On  the  other  hand,  the 

questions  for  the  transformational  leadership  styles  were  rated  by  using  5-point 

Likert-type rating scales ranging from 1 to 5 as described as follows: very little (1), 

little (2), moderate (3), much (4), and very much (5). 

The  questionnaire  survey  on  leadership styles  and  non-financial  performance 

measurement contained questions divided into three sections: 

Section 1:   Demographic information of respondents 

Section 2:   Leadership  styles  of  respondents  and  their  immediate  supervisor 

as they perceived 

Section 3:   Non-financial performance of organization 

A  copy  of  the  questionnaire  both  in  English  and  in  Thai  is  attached  in 

appendix C and D. 
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3.6.4  Response Rate 

The  return  rate  of  the  questionnaire  responses  was  at  46  percent  (115 

respondents).  However,  some  of  the  returned  questionnaires  had  many  unanswered 

questions,  which  led  to  a  lot  of  missing values;  thus,  these  questionnaires  were 

excluded  from  statistical  analysis.  Consequently,  the  total  number  of  usable 

questionnaires was 115, representing 16 high performance organizations (HPOs) from 

the Stock Exchange of Thailand (SET). This return rate was considered representative 

of the total population. 

 

3.6.5  Data Analysis 

The concept of data analysis involves “summarizing and examining patterns as 

well  as  statistically  evaluating  the  hypotheses  (Cooper  and  Shindler,  2001:  452).” 

This  research  study,  which  researched  the  association  of  leadership  styles  and  high 

performance organizations (HPOs) for large, medium, and small publicly-listed firms 

in Thailand, relied on the established primary data: questionnaire survey and financial 

secondary data. The established questionnaires used in the research study were mailed 

to middle and top managements and the responses were received mainly by mail in an 

enclosed  envelop.  The  questionnaire  survey package  was  divided  into  3  sections,  as 

mentioned  earlier,  and  aimed  to  obtain  valuable  information  on  the  respondents’ 

leadership  style  and  their  perception  of  their  immediate supervisor  together  with 

information  on  the  non-financial  performance  of  organization.  These  data  were 

mainly for carrying out quantitative analyses of the determinants of high performance 

organizations  (HPOs)  at  the  firm  level. The  sample  firms  represent  publicly-listed 

firms  in  Thailand  whose  shares  are  traded  on  the  local  stock  exchange,  the  Stock 

Exchange of Thailand (SET). The study’s dependent variable was high performance 

organizations  (HPOs),  which  were  measured  by  financial  performance,  traditional 

financial  measures  and  non-financial  performance  measures.  A  statistical  technique, 

the  Pearson  Correlation  Analysis  Method,  was  used  to  measure  and  indicate  the 

association  and  the  relationship  between  the  dependent  and  independent  variables. 

The  one-tail  test  determined  the  statistical  significance  between  the  sample 

distribution  mean  and  the  parameter.  The test  placed  the  “entire  probability  on  an 

unlikely  outcome  into  the  tail  specified  by  the  alternative hypotheses  (Cooper  and 
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Shindler,  2001:  486).”  The  level  of  significance  was  established  at  0.05,  “the  most 

common level for social science and business purposes (Cooper and Shindler, 2001: 

497).”  The  resulting  analyses  were  reported  quantitatively and  reflected  the 

association  of  leadership  styles  and  high performance  organizations  (HPOs)  for  the 

publicly-listed firms in Thailand. 

 

 



CHAPTER 4 

 

RESULTS OF THE STUDY 

 

Chapter  4  commences  with  the  characteristics  of  the  respondents,  then 

continues with data analysis, the results of the study, and concludes with a discussion 

of the research results. 

 

4.1  Characteristics of the Respondents 

 

This  part  of  the  research  study  explains  the  major  characteristics  of  the 

respondents surveyed in order to provide demographic information on the respondents 

and  to  present  the  general  perspectives  for  this  research  study.  The  general 

characteristics of the respondents are summarized and presented in Table 4.1 – Table 

4.9.  These  demographic  characteristics  consist of  nine  characteristics:  gender,  age, 

marital  status,  education  background,  highest  education  level,  position  in 

organization,  number  of  years  in  organization,  number  of  years  in  current  position, 

and leadership training. 

 

Table 4.1  Characteristics of Respondents – Gender (115 Questionnaires) 

 

Gender Frequency Percent 

Male 44 38.3 

Female 71 61.7 

Total 115 100.0 

 

The respondents represent leaders in each organization. The returned samples 

were  made  up  of  38.3  percent  male  and  61.7 percent  female  respondents.  It  would 

appear from this statistic that women worked in a leader position more than men.  
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Table 4.2  Characteristics of Respdents – Age (115 Questionnaires) 

 

Age Frequency Percent 

20-29 Years 21 18.3 

30-39 Years 40 34.8 

40-49 Years 42 36.5 

50-59 Years 12 10.4 

Total 115 100.0 

 

The  age  of  respondents  was  classified  into  four  groups.  The  research  results 

show that 18.3 percent of the respondents were between 20 and 29 years of age, 34.8 

percent were between 30 and 39 years, 36.5 percent were between 40 and 49 years, 

and 10.4 percent were between 50 and 59 years of age. It would also appear from this 

statistic that more than 70 percent of the leaders in the organization were between 30 

and 49 years, implying that the young generation cam be in a leader position.  

 

Table 4.3  Characteristics of Respondents – Marital Status (115 Questionnaires) 

 

Marital Status Frequency Percent 

Single 65 56.5 

Married 49 42.6 

Widow(er) 1 0.9 

Total 115 100.0 

 

In terms of marital status, 56.5 percent of the respondents were single, while 

42.6  percent  were  married.  Only  0.9  percent  of  the  respondents  were  widows  or 

widowers.  It  would  appear  from  this  statistic  that  nearly  60  percent  of  the 

respondents, who were leaders in their organizations, were not married.  
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Table 4.4  Characteristics of Respondents – Education Background  

(115 Questionnaires) 

 

Education Background  Frequency Percent 

Business 31 27.0 

Engineer 7 6.1 

Economics 3 2.6 

Accounting 15 13.0 

Information Technology 13 11.3 

Others 46 40.0 

Total 115 100.0 

 

With regard to the respondents’ educational background, it was found that the 

respondents participated in various fields of study, including 27.0 percent in business, 

13.0  percent  in  accounting,  11.3  percent  in  information  technology,  6.1  percent  in 

engineering, 2.6 percent in economics, and 40.0 percent in other fields such as human 

resource management, political science, law, and food science. 

 

Table 4.5  Characteristics of Respondents – Education Level (115 Questionnaires) 

 

Education Level Frequency Percent 

Certificate or Equivalent 6 5.2 

Bachelor’s Degree 56 48.7 

Master Degree 53 46.1 

Total 115 100.0 

 

In terms of education level, from the returned samples, most (94.8 percent) of 

the respondents had earned at least a bachelor’s degree. The highest education levels 

of  the  respondents  were  made  up  of  48.7  percent  at  the  bachelor  degree  level,  46.1 

percent at the master degree level, and only 5.2 percent had a certificate or equivalent 
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level.  This  statistic  implies  that  leaders in  organizations  need  to  earn  at  least  a 

bachelor’s degree and a master degree would be appreciated to be in a leader position.  

 

Table 4.6  Characteristics of Respondents – Position (115 Questionnaires) 

 

Position Frequency Percent 

Top Management 3 2.6 

Middle Management 63 54.8 

Employee 49 42.6 

Total 115 100.0 

 

In  addition,  the  levels  of  position  in  the  organizations  were  classified  into 

three  groups  consisting  of  top  management,  middle  management,  and  employee. 

From  the  returned  samples,  most  of  the  respondents  were  at  the  management  level, 

which accounted for 57.4 percent of the total number of respondents, including 54.8 

percent  in  the  middle  management  position  and  2.6  percent  in  the  top  management 

position.  Only  42.6  percent  of  respondents were  employees.  This  statistic  would 

imply that data collection and information on the research study were from leaders of 

organizations at the management level. 

 

Table 4.7  Characteristics of Respondents – Years in Organization  

(115 Questionnaires) 

 

Years in Organization  Frequency Percent 

0 – 5 years 39 33.9 

6 – 10 years 28 24.3 

11 – 15 years 17 14.8 

16 – 20 years 21 18.3 

21 years or over 10 8.7 

Total 115 100.0 
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With regards to number of years in the organization, it was found that most, 

58.2  percent  of  the  respondents,  had  not  more  than  ten  years  experience  in  the 

organization, as follows: 33.9 percent worked for the organization for not more than 

five years and 24.3 percent worked for the organization between 6 and 10 years. The 

remaining 14.8 percent of respondents worked for the organization between 11 and 15 

years,  18.3  percent  worked  between  16  and  20  years,  and  only  8.7  percent  of 

respondents worked for the organization 21 years or more. This statistic would imply 

that  those  respondents  that  were  highly experienced  and  that  worked  for  the 

organization for approximately 5 years could be in a leader position.  

 

Table 4.8  Characteristics of Respondents – Years in Position (115 Questionnaires) 

 

Years in Position Frequency Percent 

0 – 5 years 74 64.3 

6 – 10 years 27 23.5 

11 – 15 years 7 6.1 

16 – 20 years 6 5.2 

21 years or over 1 0.9 

Total 115 100.0 

 
 

In terms of the number of years in the current position, most (64.3 percent) of 

the  respondents  worked  in  their  current  position for  not  more  than  five  years,  while 

23.5 percent of the respondents worked between 6 and 10 years, 6.1 percent worked 

between 11 and 15 years, 5.2 percent worked between 16 and 20 years, and only 0.9 

percent of respondents worked for 21 years or over in their current position. It would 

appear from this statistic that nearly 90 percent of the respondents had not more than 

ten years experience in their current position. 
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Table 4.9  Characteristics of Respondents – Leadership Training  

(115 Questionnaires) 

 

Leadership Training  Frequency Percent 

Training 61 53.0 

Never Training 54 47.0 

Total 115 100.0 

 

Finally, the returned samples showed that 53.0 percent of respondents attended 

at least one program of leadership  training,  while  47.0  percent  of  respondents  never 

attended  any  leadership  training  program.  It  would  appear  from  this  statistic  that 

leaders  in  an  organization  need  to  be  practiced  in  leadership  skills  and  leadership 

functions  by  attending  at  least  one  leadership  training  program  either  held  by  the 

organization or an external institution. 

To  summarize  the  demographic  characteristics  of  the  respondents,  it  was 

found  that  most  respondents  were  female,  at  61.7  percent.  The  majority  of  the 

respondents were from the age group between 40 and 49 years, which accounted for 

36.5 percent. Accordingly, most of them were single, at 56.5 percent. The educational 

backgrounds  of  respondents  were  from  various  fields  of  study  and  27.0  percent 

graduated from the business field. In addition, the highest educational level indicated 

that  the  respondents  earned  at  least  one  bachelor’s  degree,  at  48.7  percent.  Further, 

most of the respondents (54.8 percent) were at the middle management level and had 

worked  for  the  organization  for  not  more  than  five  years,  at  33.9  percent.  Most  of 

them  were  at  their  current  position  for  not more  than  five  years,  at  64.3  percent. 

Finally,  53.0  percent  of  respondents  attended  at  least  one  program  of  leadership 

training in order to improve their leadership skills. 



 

 

150

4.2  Data Analysis and Results of the Study 

 

4.2.1  Correlation Matrix and Descriptive Statistics of Variables 

The purpose of this section was to test the proposed model of analysis in order 

to answer the research question. Thus, computerized statistical package SPSS Version 

16.0  was  used  to  analyze  the  data  for  this  research  study.  The  analysis  of  the 

correlation coefficients among all variables was first investigated. The objective was 

to  find  the  magnitude  of  correlation  among  the  eight  factors  of  variables.  Secondly, 

the  descriptive  statistics  of  all  variables  were  presented  including  mean,  standard 

deviation,  minimum  value,  maximum  value,  and  number  of  units  of  analysis.  The 

correlations among variables and descriptive statistics are shown in Table 4.10. 
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Table 4.10  Correlation Matrix among Leadership Factors and Descriptive Statistics  

(N=16) 

 

Variables  AveTL1  AveTL2 AveTL3 AveTL4 AveTL5 AveTL6  AveTL7 AveTL8

AveTL1 (0.744)               

AveTL2 .873**  (0.868)             

AveTL3 .790**  .799**  (0.758)           

AveTL4 .708**  .713**  .778**  (0.898)         

AveTL5 .626**  .665**  .691**  .911**  (0.643)       

AveTL6 .545*  .472*  .440*  .508*  .380  (0.751)     

AveTL7 .727**  .806**  .718**  .837**  .832**  .576**  (0.724)   

AveTL8 .680**  .699**  .755**  .966**  .934**  .441*  .797**  (0.895) 

Mean 3.5285  3.5722  3.5761  3.5981  3.5032  3.7565  3.3776  3.5962 

S.D. .27222  .31349  .33805  .33358  .36272  .32297  .23787  .33032 

Min 3.00  2.97  3.07  3.07  2.86  3.30  3.04  3.04 

Max 4.20  4.25  4.33  4.33  4.38  4.38  3.95  4.25 

 

Note:  ** p<0.01 

* p<0.05, Coefficient alpha is presented in paratheses on the diagonal. 
 

AveTL1     =   Idealized Behaviors 

AveTL2     =   Inspirational Motivation 

AveTL3     =   Intellectual Stimulation 

AveTL4    =   Individualized Consideration 

AveTL5    =   Idealized Attributes 

AveTL6    =   Respond Quickly to Change 

AveTL7     =   Create Distinct Performance 

AveTL8    =   Effective Monitoring 
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From  the  returned  sample,  there  were  16  units  of  analysis  in  this  research 

study. The correlation among variables showed that there was low level to high level 

correlation;  the  lowest  level  was  at  0.380,  which  was  the  correlation  between 

idealized attributes transformational leadership style and response quickly to change 

transformational leadership style. The highest level of correlation was at 0.966, which 

was  the  correlation  between  the  individualized  consideration  transformational 

leadership  style  and  the  effective  monitoring  transformational  leadership  style.  In 

addition, the figures indicate that most respondents were at a moderate level in their 

perception of the transformational leadership styles; namely, the idealized behaviors 

transformational  leadership  style,  the  inspirational  motivation  transformational 

leadership  style,  the  intellectual  stimulation  transformational  leadership  style,  the 

individualized consideration transformational leadership style, the idealized attributes 

transformational  leadership  style,  the  response  quickly  to  change  transformational 

leadership style, the create distinct performance transformational leadership style, and 

the  effective  monitoring  transformational leadership  style.  Most  of  returned 

respondents had an average score at 3.5285, 3.5722, 3.5761, 3.5981, 3.5032, 3.7565, 

3.3776, and 3.5962, respectively.  

The standard deviations from all variables were low, not more than 0.36272; 

it would appear from this statistic that most of the respondents were similar in terms 

of perception of leadership styles in the organization. The minimum score was at 2.86 

from  the  idealized  attributes  transformational  leadership  style,  while  the  maximum 

score  was  at  4.38  from  the  idealized  attributes  transformational  leadership  style  and 

the response quickly to change transformational leadership style, which indicates that 

some  respondents  perceive  a  moderate  level  of  the  idealized  attributes 

transformational  leadership  style  and  some respondents  perceive  a  high  level  of  the 

idealized attributes transformational leadership style in organization. 

To conclude, the means, standard deviations, reliabilities, and correlations for 

all  of  the  study  variables  were  clearly  presented  as  expected.  The  Cronbach’s  alpha 

for  transformational  leadership  styles  was  significantly  high  for  research  use.  The 

correlation  among  variables  indicated  that  the  different  dimensions  of 

transformational leadership styles were positively correlated with each other. 



 

 

153

4.2.2  The Relationships among Variables 

The  returned  data  collected  from  the  questionnaires  were  used  to  analyze 

through  quantitative  techniques  by  means  of  the  Pearson  Correlation  Analysis 

Method,  which  was  employed  to  find  the  relationship  between  the  dependent  and 

independent  variables  and  to  test  the specified  hypotheses.  Additionally,  One  Way 

Analysis  of  Variances  (ANOVA)  was  used  to  find  the  relationship  between  the 

demographic information of respondents and high performance organizations (HPOs). 

In  addition,  Two  Independent  Samples  T-Test  was  used  to  find  the  difference  and 

similarity  of  organizational  performance  between  large  and  medium/small  publicly-

listed firms in Thailand together with the difference and similarity of leadership styles 

between  top  management  and  middle  management.  The  first  hypothesis  stated  that 

leadership  styles  have  a  positive  correlation  with  high  performance  organizations 

(HPOs)  in  non-financial  performance  measurement  for  large,  medium,  and  small 

publicly-listed firms in Thailand. The second hypothesis stated that leadership styles 

have a positive correlation with high performance organizations (HPOs) in financial 

performance  measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand. The data collected can be analyzed from two perspectives: the respondents’ 

perspective  and  respondents’ perception  of  their  immediate  supervisor  as  regards 

transformational leadership styles. 

4.2.2.1  Leadership Styles and High Performance Organizations (HPOs)  

in Non-financial Performance Measurement 

The research study first investigated the correlation between leadership 

styles  and  high  performance  organizations  (HPOs)  in  non-financial  performance 

measurement  for  large,  medium,  and  small  publicly-listed  firms  in  Thailand  and 

according  to  the  Pearson  Correlation  Analysis  Method,  the  research  results  are 

presented in Table 4.11.  
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Table 4.11  Leadership styles and High performance organizations (HPOs) in  

Non-financial performance measurement (Respondents’ perspective) 

 

Correlations (N=16) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.684** 

.002 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.607** 

.006 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.484* 

.029 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.456* 

.038 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.422 

.052 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.555* 

.013 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.599** 

.007 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.373 

.077 

 

Note:  ** Correlation is significant at the 0.01 level (1-tailed) 

* Correlation is significant at the 0.05 level (1-tailed) 
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The results of the study indicated that three transformational leadership 

styles,  the  idealized  behaviors  transformational  leadership  style,  the  inspirational 

motivation  transformational  leadership  style,  and  the  create  distinct  performance 

transformational leadership style, had a positive and significant correlation with high 

performance  organizations  (HPOs),  with  an  r-value  of  .684,  .607,  and  .599, 

respectively, at the 0.01 level (1-tailed) in non-financial performance measurement for 

large, medium, and small publicly-listed firms in Thailand based on the respondents’ 

perspective from the sixteen units of analysis.  

Accordingly,  three  other  transformational  leadership  styles,  the 

intellectual  stimulation  transformational  leadership  style,  the  individualized 

consideration  transformational leadership  style,  and  the response  quickly  to  change 

transformational leadership style, had a significant correlation with HPOs with an r-

value of .484, .456, and .555, respectively, at the 0.05 level (1-tailed) in non-financial 

performance  measurement.  However,  two transformational  leadership  styles,  the 

idealized  attributes  transformational  leadership  style  and  the  effective  monitoring 

transformational  leadership  style,  had  no  significant  correlation  with  high 

performance organizations (HPOs) in non-financial performance measurement. 

Furthermore,  the  research  hypothesis  also  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs)  in  non-financial  performance  measurement  for  large,  medium,  and  small 

publicly-listed  firms  in  Thailand  based on  the  respondents’  perception  of  their 

immediate supervisor: the results are presented in Table 4.12.  
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Table 4.12  Leadership styles and High performance organizations (HPOs) in  

Non-financial performance measurement (Respondents’ perception of 

their immediate supervisor) 

 

Correlations (N=16) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.901** 

.000 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.864** 

.000 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.815** 

.000 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.799** 

.000 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.770** 

.000 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.835** 

.000 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.820** 

.000 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.837** 

.000 

 

Note:  ** Correlation is significant at the 0.01 level (1-tailed) 
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The research results indicated that all eight transformational leadership 

styles,  the  idealized  behaviors  transformational  leadership  style,  the  inspirational 

motivation  transformational  leadership  style,  the  intellectual  stimulation 

transformational  leadership  style,  the  individualized  consideration  transformational 

leadership  style,  the  idealized  attributes  transformational  leadership  style,  the 

response  quickly  to  change  transformational  leadership  style,  the  create  distinct 

performance  transformational  leadership  style,  and  the  effective  monitoring 

transformational leadership style, had a significant correlation with HPOs with an r-

value  of  .901,  .864,  .815,  .799, .770,  .835,  .829,  and  .837,  respectively  at  the  0.01 

level  (1-tailed)  in  non-financial  performance  measurement  for  large,  medium,  and 

small publicly-listed firms in Thailand based on the respondents’ perception of their 

immediate supervisor from the sixteen units of analysis. 

In  addition,  in  order  to  fulfill  the research  hypotheses,  the  research 

study  separated  high  performance  organizations  (HPOs)  into  large,  medium,  and 

small publicly-listed firms in Thailand in order to test the study hypotheses. The first 

hypothesis  stated  that  leadership  styles  have  a  positive  correlation  with  high 

performance  organizations (HPOs)  in  non-financial  performance  measurement  for 

large,  medium,  and  small  publicly-listed  firms  in  Thailand.  There  are  eight  listed 

firms  for  large  to  test  the  research hypothesis  and  according  to  the  Pearson 

Correlation Analysis Method, the research results are presented in Table 4.13.  
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Table 4.13  Leadership styles and High performance organizations (HPOs) in  

Non-financial performance measurement (Respondents’ perspective) for 

Large firms 

 

Correlations (N=8) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.685* 

.031 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.808** 

.008 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.751* 

.016 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.687* 

.030 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.695* 

.028 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.402 

.162 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.716* 

.023 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.615 

.052 

 

Note:  ** Correlation is significant at the 0.01 level (1-tailed) 

* Correlation is significant at the 0.05 level (1-tailed) 

 

The results of the study indicated that only the inspirational motivation 

transformational  leadership  style  had  a  significant  correlation  with  HPOs  with  an  r-

value  of  .808  at  the  0.01  level  (1-tailed) in  non-financial  performance  measurement 
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for large publicly-listed firms in Thailand based on the respondents’ perspective from 

the eight units of analysis.  

Accordingly, five other transformational leadership styles, the idealized 

behaviors  transformational  leadership  style,  the  intellectual  stimulation 

transformational  leadership  style,  the  individualized  consideration  transformational 

leadership  style,  the  idealized  attributes  transformational  leadership  style,  and  the 

create  distinct  performance  transformational  leadership  style,  had  a  significant 

correlation with HPOs with an r-value of .685, .751, .687, .695, and .716 at the 0.05 

level  (1-tailed)  in  non-financial  performance  measurement  for  large  publicly-listed 

firms  in  Thailand.  However,  two  transformational  leadership  styles,  the  response 

quickly  to  change  transformational  leadership  style  and  the  effective  monitoring 

transformational  leadership  style  had  no  significant  correlation with  HPOs  in  non-

financial performance measurement for large publicly-listed firms in Thailand. 

Furthermore,  the  research  hypothesis  also  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs)  in  non-financial  performance  measurement  for  large  publicly-listed  firms  in 

Thailand  based  on  the  respondents’  perception  of  their  immediate  supervisor:  the 

results are presented in Table 4.14.  
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Table 4.14  Leadership styles and High performance organizations (HPOs) on  

Non-financial performance measurement (Respondents’ perception of 

their immediate supervisor) for Large firms 

 

Correlations (N=8) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.845** 

.004 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.858** 

.003 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.893** 

.001 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.782* 

.011 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.835** 

.005 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.800** 

.009 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.868** 

.003 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.941** 

.000 

 

Note:  ** Correlation is significant at the 0.01 level (1-tailed) 

* Correlation is significant at the 0.05 level (1-tailed) 

 



 

 

161

The  research  results  indicated  that  seven  transformational  leadership 

styles,  the  idealized  behaviors  transformational  leadership  style,  the  inspirational 

motivation  transformational  leadership  style,  the  intellectual  stimulation 

transformational leadership style, the idealized attributes transformational leadership 

style,  the  response  quickly  to  change  transformational  leadership  style,  the  create 

distinct  performance  transformational  leadership  style,  and  the  effective  monitoring 

transformational leadership style, had a significant correlation with HPOs with an r-

value of .845, .858, .893, .835, .800, .868, and .941 at the 0.01 level (1-tailed) in non-

financial performance measurement for large publicly-listed firms in Thailand based 

on the respondents’ perception of their immediate supervisor. 

However,  the  individualized  consideration  transformational  leadership 

style had a significant correlation with HPOs, with an r-value of .782 at the 0.05 level 

(1-tailed) in non-financial performance measurement for large publicly-listed firms in 

Thailand based on the respondents’ perception of their immediate supervisor from the 

eight units of analysis. 

Additionally,  the  research  study  tested  the  research  hypothesis  for 

medium listed firms. The first hypothesis stated that leadership styles have a positive 

correlation with high performance organizations (HPOs) in non-financial performance 

measurement  for  large,  medium,  and  small  publicly-listed  firms  in  Thailand.  Five 

listed  firms  of  medium  size  were  used  to  test  the  hypothesis  and  according  to  the 

Pearson Correlation Analysis Method, the research results are presented in Table 4.15. 
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Table 4.15  Leadership styles and High performance organizations (HPOs) in  

Non-financial performance measurement (Respondents’ perspective) for 

Medium firms 

 

Correlations (N=5) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.691 

.098 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.708 

.091 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.471 

.211 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.664 

.111 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.723 

.084 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.769 

.064 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.891* 

.021 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.679 

.104 

 

Note:  * Correlation is significant at the 0.05 level (1-tailed) 

 

The  results  of  the  study  indicated that  only  the  create  distinct 

performance  transformational  leadership style  had  a  significant  correlation  with 

HPOs, with an r-value of .891 at the 0.05 level (1-tailed) in non-financial performance 
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measurement for medium publicly-listed firms in Thailand based on the respondents’ 

perspective from the five units of analysis.  

Furthermore,  the  research  hypothesis  also  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs) in non-financial performance measurement for medium publicly-listed firms 

in Thailand based on the respondents’ perception of their immediate supervisor, and 

the results are presented in Table 4.16.  

 

Table 4.16  Leadership styles and High performance organizations (HPOs) in  

Non-financial performance measurement (Respondents’ perception of 

their immediate supervisor) for Medium firms 

 

Correlations (N=5) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.986** 

.001 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.976** 

.002 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.976** 

.002 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.983** 

.001 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.967** 

.004 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.995** 

.000 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.979** 

.002 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.999** 

.000 

 

Note:  ** Correlation is significant at the 0.01 level (1-tailed) 
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The research results indicated that all eight transformational leadership 

styles,  the  idealized  behaviors  transformational  leadership  style,  the  inspirational 

motivation  transformational  leadership  style,  the  intellectual  stimulation 

transformational  leadership  style,  the  individualized  consideration  transformational 

leadership  style,  the  idealized  attributes  transformational  leadership  style,  the 

response  quickly  to  change  transformational  leadership  style,  the  create  distinct 

performance  transformational  leadership  style,  and  the  effective  monitoring 

transformational leadership style, had a significant correlation with HPOs, with an r-

value  of  .986,  .976,  .976,  .983, .967,  .995,  .979,  and  .999,  respectively  at  the  0.01 

level (1-tailed) in non-financial performance measurement for medium publicly listed 

firms  in  Thailand  based  on  respondents’  perception  of  their  immediate  supervisor 

from the five units of analysis. 

Additionally,  in  order  to  fulfill  the research  hypotheses,  the  research 

study  tested  the  hypothesis  for  small  listed firms.  The  first  hypothesis  stated  that 

leadership  styles  have  a  positive  correlation  with  high  performance  organizations 

(HPOs)  in  non-financial  performance  measurement  for  large,  medium,  and  small 

publicly  listed  firms  in  Thailand.  Three  listed  small  firms  were  used  to  test  the 

hypothesis and according to the Pearson Correlation Analysis Method, the results are 

presented in Table 4.17.  
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Table 4.17  Leadership styles and High performance organizations (HPOs) in  

Non-financial performance measurement (Respondents’ perspective) for 

Small firms 

 

Correlations (N=3) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.942 

.109 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.779 

.216 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

-.117 

.463 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.447 

.352 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

-.367 

.380 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.720 

.244 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.362 

.382 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

-.025 

.492 

 

The  results  of  the  study  indicated  that  no  transformational  leadership 

style  had  a  significant  correlation  with  high  performance  organizations  (HPOs)  in 

non-financial  performance  measurement  for small  publicly-listed  firms  in  Thailand 

based on the respondents’ perspective from the three units of analysis.  
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Furthermore,  the  research  hypothesis also  be  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs) on non-financial performance measurement for small publicly listed firms in 

Thailand  based  on  respondents’  perception  to  their  immediate  supervisor  and  the 

results of the study are presented in Table 4.18.  

 

Table 4.18  Leadership styles and High performance organizations (HPOs) in Non-

financial performance measurement (Respondents’ perception of their 

immediate supervisor) for Small firms 

 

Correlations (N=3) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.921 

.127 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.900 

.143 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.474 

.343 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.767 

.222 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.392 

.372 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.770 

.220 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.777 

.217 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.682 

.261 
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The research results indicated that no transformational leadership style 

had  a  significant  correlation  with  high  performance  organizations  (HPOs)  in  non-

financial performance measurement for small publicly-listed firms in Thailand based 

on the respondents’ perception of their immediate supervisor from the three units of 

analysis. 

In  conclusion,  the  research  results  indicated  that  all  eight 

transformational leadership styles, the idealized behaviors transformational leadership 

style,  the  inspirational  motivation  transformational  leadership  style,  the  intellectual 

stimulation  transformational  leadership  style,  the  individualized  consideration 

transformational  leadership  style,  the  idealized  attributes  transformational  leadership 

style,  the  response  quickly  to  change  transformational  leadership  style,  the  create 

distinct  performance  transformational  leadership  style,  and  the  effective  monitoring 

transformational leadership style, had a significant correlation with high performance 

organizations  (HPOs)  in  non-financial performance  measurement  for  large  and 

medium  publicly-listed  firms  in  Thailand  based  on  the  respondents’  perception  of 

their immediate supervisor.  

In  addition,  most  transformational leadership  styles,  except  for  the 

idealized  attributes  transformational  leadership  style  and  the  effective  monitoring 

transformational leadership style, had a significant correlation with high performance 

organizations (HPOs) in non-financial performance measurement for large, medium, 

and  small  publicly-listed  firms  in  Thailand  based  on  the  respondents’  perspective. 

Specifically,  for  large  publicly-listed  firms  in  Thailand,  most  transformational 

leadership  styles,  except  for  the  response  quickly  to  change  transformational 

leadership style and the effective monitoring transformational leadership style, had a 

significant  correlation  with  high  performance organizations  (HPOs)  in  non-financial 

performance  measurement  based  on  the  respondents’  perspective.  However,  for 

medium  publicly-listed  firms  in  Thailand, only  the  create  distinct  performance 

transformational leadership style had a significant correlation with high performance 

organizations  (HPOs)  in  non-financial performance  measurement  based  on  the 

respondents’ perspective. 
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4.2.2.2  Leadership Styles and High Performance Organizations (HPOs) 

in Financial Performance Measurement 

The  research  study  secondly  investigated  the  correlation  between 

leadership  styles  and  high  performance organizations  (HPOs)  in  financial 

performance  measurement  for  large,  medium,  and  small  publicly-listed  firms  in 

Thailand  and  according  to  the  Pearson  Correlation  Analysis  Method,  the  research 

results are presented in Table 4.19.  

The  research  results  are  unexpectedly  investigated,  according  to 

Pearson Correlation Analysis Method, the results of the study indicated that only the 

effective  monitoring  transformational  leadership  style  had  a  significant  correlation 

with  high  performance  organizations  (HPOs),,  with  an  r-value  of  -.441  at  the  0.05 

level  (1-tailed)  in  financial  performance  measurement  for  large,  medium,  and  small 

publicly-listed  firms  in  Thailand  based  on  the  respondents’  perspective  from  the 

sixteen  units  of  analysis.  The  remaining transformational  leadership  styles,  the 

idealized  behaviors  transformational  leadership  style,  the  inspirational  motivation 

transformational  leadership  style,  the intellectual  stimulation  transformational 

leadership  style,  the  individualized  consideration  transformational  leadership  style, 

the  idealized  attributes  transformational  leadership  style,  the  response  quickly  to 

change  transformational  leadership  style,  and  the  create  distinct  performance 

transformational  leadership  style,  had  no  significant  correlation  with  high 

performance organizations (HPOs) in financial performance measurement. 
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Table 4.19  Leadership styles and High performance organizations (HPOs) in  

Financial performance measurement (Respondents’ perspective) 

 

Correlations (N=16) 

Transformational Leadership 

Styles 
High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.093 

.366 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

-.103 

.352 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

-.147 

.294 

Individualized Consideration  Pearson Correlation 

Sig (1-tailed) 

-.392 

.067 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

-.347 

.094 

Response Quickly to Change  Pearson Correlation 

Sig (1-tailed) 

.130 

.316 

Create Distinct Performance  Pearson Correlation 

Sig (1-tailed) 

-.137 

.307 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

-.441* 

.044 

 

Note:  * Correlation is significant at the 0.05 level (1-tailed) 

 

However,  the  research  hypothesis  also  tested  the  relationship  between 

transformational  leadership  styles  and high  performance  organizations  (HPOs)  in 

financial performance measurement for large, medium, and small publicly listed firms 

in  Thailand  based  on  the  respondents’  perception  of  their  immediate  supervisor  and 

the research results are presented in Table 4.20.  



 

 

170

Table 4.20  Leadership styles and High performance organizations (HPOs) in 

Financial performance measurement (Respondents’ perception of their 

immediate supervisor) 

 

Correlations (N=16) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.257 

.169 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.131 

.315 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.063 

.409 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.033 

.452 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.092 

.367 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.301 

.129 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.104 

.350 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.054 

.421 

 

 
The research results indicated that all eight transformational leadership 

styles,  the  idealized  behaviors  transformational  leadership  style,  the  inspirational 

motivation  transformational  leadership  style,  the  intellectual  stimulation 

transformational  leadership  style,  the  individualized  consideration  transformational 

leadership  style,  the  idealized  attributes  transformational  leadership  style,  the 
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response  quickly  to  change  transformational  leadership  style,  the  create  distinct 

performance  transformational  leadership  style,  and  the  effective  monitoring 

transformational  leadership  style,  had  no  significant  correlation  with  high 

performance  organizations  (HPOs)  in  financial  performance  measurement  for  large, 

medium,  and  small  publicly-listed  firms  in  Thailand  based  on  the  respondents’ 

perception of their immediate supervisor from the sixteen units of analysis. 

In  addition,  in  order  to  fulfill  the research  hypotheses,  the  research 

study  separated  high  performance  organizations  (HPOs)  into  large,  medium,  and 

small  publicly-listed  firms  in  Thailand  in order  to  test  the  study  hypotheses.  The 

second  hypothesis  stated  that leadership  styles  have  a  positive  correlation  with  high 

performance  organizations  (HPOs)  in  financial  performance  measurement  for  large, 

medium,  and  small  publicly-listed  firms  in Thailand.  Eight  large,  listed  firms  were 

used to test the research hypothesis and according to the Pearson Correlation Analysis 

Method, the research results are presented in Table 4.21.  
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Table 4.21  Leadership styles and High performance organizations (HPOs) in 

Financial performance measurement (Respondents’ perspective) for 

Large firms 

 

Correlations (N=8) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

-.557 

.076 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

-.396 

.166 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

-.419 

151 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

-.722* 

.022 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

-.663* 

.037 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

-.422 

.149 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

-.536 

.085 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

-.666* 

.036 

 

Note:  * Correlation is significant at the 0.05 level (1-tailed) 
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The results of the study indicated that three transformational leadership 

styles,  the  the  individualized  consideration  transformational  leadership  style,  the 

idealized  attributes  transformational  leadership  style,  and  the  effective  monitoring 

transformational leadership style had a significant correlation with high performance 

organizations  (HPOs),  with  an  r-value  of  -.722,  -.663,  and  -.666,  respectively  at  the 

0.05  level  (1-tailed)  in  financial  performance  measurement  for  large  publicly-listed 

firms  in  Thailand  based  on  the  respondents’  perspective  from  the  eight  units  of 

analysis.  

However,  five  other  transformational  leadership  styles,  the  idealized 

behaviors  transformational  leadership style,  the  inspirational  motivation 

transformational  leadership  style,  the intellectual  stimulation  transformational 

leadership style, the response quickly to change transformational leadership style, and 

the  create  distinct  performance  transformational  leadership  style,  had  no  significant 

correlation with HPOs in financial performance measurement for large publicly-listed 

firms in Thailand based on the respondents’ perspective. 

Furthermore,  the  research  hypothesis  also  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs)  in  financial  performance  measurement  for  large  publicly-listed  firms  in 

Thailand based on the respondents’ perception of their immediate supervisor and the 

results of the study are presented in Table 4.22.  
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Table 4.22  Leadership styles and High performance organizations (HPOs) in  

Financial performance measurement (Respondents’ perception of their  

immediate supervisor) for Large firms 

 

Correlations (N=8) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

-.448 

.133 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

-.440 

.138 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

-.399 

.164 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

-.450 

.132 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

-.276 

.254 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

-.235 

.287 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

-.538 

.084 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

-.370 

.184 

 

The research results indicated that no transformational leadership style 

had a significant correlation with high performance organizations (HPOs) in financial 

performance  measurement  for  large  publicly-listed  firms  in  Thailand  based  on  the 

respondents’ perception of their immediate supervisor from the eight units of analysis. 

Additionally,  the  study  tested the  research  hypothesis  for  medium  listed  firms.  The 

second  hypothesis  stated  that  leadership styles  have  a  positive  correlation  with 
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highperformance  organizations  (HPOs)  in financial  performance  measurement  for 

large,  medium,  and  small  publicly-listed  firms  in  Thailand.  Five  listed  firms  of 

medium  size  were  used  to  test  the hypothesis  and  according  to  the  Pearson 

Correlation Analysis Method, the research results are presented in Table 4.23. 

 

Table 4.23  Leadership styles and High performance organizations (HPOs) in  

Financial performance measurement (Respondents’ perspective) for 

Medium firms 

 

Correlations (N=5) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.263 

.334 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.336 

.290 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.042 

.473 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.231 

.354 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.324 

.298 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.831* 

.041 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.754 

.070 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.203 

.372 
 

 

Note:  * Correlation is significant at the 0.05 level (1-tailed) 
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The  results  of  the  study  indicated that  only  the  response  quickly  to 

change  transformational  leadership  style had  a  significant  correlation  with  high 

performance organizations (HPOs), with an r-value of .831 at the 0.05 level (1-tailed) 

in  financial  performance  measurement  for medium  publicly-listed  firms  in  Thailand 

based on the respondents’ perspective from the five units of analysis.  

Furthermore,  the  research  hypothesis  also  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs)  in  financial  performance  measurement  for  medium  publicly-listed  firms  in 

Thailand based on the respondents’ perception of their immediate supervisor and the 

results of the study are presented in Table 4.24.  

The  research  results  indicated  that  four  transformational  leadership 

styles, the idealized attributes transformational leadership style, the response quickly 

to  change  transformational  leadership  style,  the  create  distinct  performance 

transformational  leadership  style,  and  the  effective  monitoring  transformational 

leadership  style,  had  a  significant  correlation  with  high  performance  organizations 

(HPOs), with an r-value of .904, .854, .845, and .830, respectively at the 0.05 level (1-

tailed)  in  financial  performance  measurement  for  medium  publicly-listed  firms  in 

Thailand based on the respondents’ perception of their immediate supervisor from the 

five units of analysis. 
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Table 4.24  Leadership styles and High performance organizations (HPOs) in  

Financial performance measurement (Respondents’ perception of their 

immediate supervisor) for Medium firms 

 

Correlations (N=5) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.794 

.054 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.774 

.062 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

.718 

.086 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.783 

.059 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

.904* 

.018 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.854* 

.033 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.845* 

.036 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

.830* 

.041 

 

Note:  * Correlation is significant at the 0.05 level (1-tailed) 

 

Additionally,  in  order  to  fulfill  the research  hypotheses,  the  research 

study  tested  the  hypothesis  for  small  listed  firms.  The  second  hypothesis  stated  that 

leadership  styles  have  a  positive  correlation  with  high  performance  organizations 

(HPOs) in financial performance measurement for large, medium, and small publicly-
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listed firms in Thailand. Three small, listed firms were used to test the hypothesis and 

according  to  the  Pearson  Correlation  Analysis  Method,  the  research  results  are 

presented in Table 4.25  

 

Table 4.25  Leadership styles and High performance organizations (HPOs) in  

Financial performance measurement (Respondents’ perspective) for 

Small firms 

 

Correlations (N=3) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.372 

.379 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.047 

.485 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

-.821 

.193 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

-.373 

.378 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

-.940 

.111 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

-.042 

.487 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

-.457 

.349 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

-.765 

.223 
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The  results  of  the  study  indicated  that  no  transformational  leadership 

style  had  a  significant  correlation  with  high  performance  organizations  (HPOs)  in 

financial performance measurement for small publicly-listed firms in Thailand based 

on the respondents’ perspective of the three units of analysis.  

Furthermore,  the  research  hypothesis  also  tested  the  relationship 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs)  in  financial  performance  measurement  for  small  publicly-listed  firms  in 

Thailand based on the respondents’ perception of their immediate supervisor and the 

results of the study are presented in Table 4.26.  
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Table 4.26  Leadership styles and High performance organizations (HPOs) in  

Financial performance measurement (Respondents’ perception of their 

immediate supervisor) for Small firms 

 

Correlations (N=3) 

Transformational Leadership Styles  High Performance Organizations (HPOs) 

Idealized Behaviors Pearson Correlation 

Sig (1-tailed) 

.319 

.397 

Inspirational Motivation Pearson Correlation 

Sig (1-tailed) 

.271 

.413 

Intellectual Stimulation Pearson Correlation 

Sig (1-tailed) 

-.345 

.388 

Individualized Consideration Pearson Correlation 

Sig (1-tailed) 

.029 

.491 

Idealized Attributes Pearson Correlation 

Sig (1-tailed) 

-.429 

.359 

Response Quickly to Change Pearson Correlation 

Sig (1-tailed) 

.033 

.489 

Create Distinct Performance Pearson Correlation 

Sig (1-tailed) 

.045 

.486 

Effective Monitoring Pearson Correlation 

Sig (1-tailed) 

-.095 

.470 

 

The research results indicated that no transformational leadership style 

had a significant correlation with high performance organizations (HPOs) in financial 

performance  measurement  for  small  publicly  listed  firms  in  Thailand  based  on  the 

respondents’ perception of their immediate supervisor from the three units of analysis. 

In  conclusion,  the  research  results indicated  that  only  the  effective 

monitoring transformational leadership styles had a significant correlation with high 
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performance  organizations  (HPOs)  in  financial  performance  measurement  for  large, 

medium,  and  small  publicly-listed  firms  in  Thailand  based  on  the  respondents’ 

perspective  from  the  sixteen  units  of  analysis.  However,  the  results  of  the  study 

indicated  that  no  transformational  leadership  style  had  a  significant  correlation  with 

high  performance  organizations  (HPOs)  in  financial  performance  measurement  for 

large, medium, and small publicly-listed firms in Thailand based on the respondents’ 

perception of their immediate supervisor. 

In  addition,  three  transformational  leadership  styles,  the  idealized 

consideration, the idealized attributes, and the effective monitoring, had a significant 

correlation  with  high  performance  organizations  (HPOs)  in  financial  performance 

measurement  for  large  publicly-listed  firms  in  Thailand  based  on  the  respondents’ 

perspective  from  the  eight  units  of  analysis.  However,  the  results  of  further  study 

indicated  that  no  transformational  leadership  style  had  a  significant  correlation  with 

high  performance  organizations  (HPOs)  in  financial  performance  measurement  for 

large  publicly-listed  firms  in  Thailand  based  on  the  respondents’  perception  of  their 

immediate supervisor. Specifically, for medium publicly-listed firms in Thailand, only 

the  response  quickly  to  change  transformational  leadership  styles  had  a  significant 

correlation  with  high  performance  organizations  (HPOs)  in  financial  performance 

measurement  based  on  the  respondents’  perspective  from  five  units  of  analysis. 

However,  for  medium  publicly-listed  firms  in  Thailand,  four  transformational 

leadership styles, the idealized attributes,  the response quickly to change, the create 

distinct performance, and the effective monitoring, had a significant correlation with 

high performance organizations (HPOs) in financial performance measurement based 

on  the  respondents’  perception of  their  immediate  supervisor.  Finally,  the  research 

results  of  the  study  indicated  that  no  transformational  leadership  style  had  a 

significant  correlation  with high  performance  organizations  (HPOs)  in  financial 

performance  measurement  for  small  publicly-listed  firms  in  Thailand  based  on  the 

respondents’  perspective  and  the  respondents’  perception  of  their  immediate 

supervisor. 

In  addition,  this  research  study  aimed  to  find  difference  between  the 

significant  demographic  information  of  the  respondents  and  high  performance 

organizations  (HPOs)  based  on  non-financial  performance  measurement;  thus,  One 
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Way Analysis of Variances (ANOVA) was used to analyze the specified difference. 

The significant general information on the demographics of the respondents consisted 

of  gender,  marital  status,  the  highest  education  level,  position in  the  organization, 

number of years in the organization, and leadership training. The research results are 

presented in Table 4.27, which indicates that, ANOVA is significant at the 0.05 level 

for  the  highest  education  level  of  respondents.  It  would  show  that  the  respondents 

have  a  bachelor’s  degree  more  than a  master  degree  in  high  performance 

organizations (HPOs). 

 

Table 4.27  One Way Analysis of Variance of Demographic Characteristics and  

High Performance Organizations (HPOs) 

 

Demographic 

Characteristics 

High Performance Organizations (HPOs) 

Non-Financial Performance 

Sum of 

Squares 

Mean 

Square 
F  Sig. F 

Gender 2.868  .261  1.226  .459 

Marital Status 2.062  .229  .830  .616 

Education Level 3.210  .357  4.207  .047* 

Position 2.796  .233  .757  .687 

Years in the Organization 3.660  .282  9.628  .098 

Leadership Training 2.753  .229  .713  .710 

 

Note:  * ANOVA is significant at the 0.05 level 

 

Additionally, it would appear from this statistic that respondents with a 

bachelor’s  degree  or  lower  level  of  education  had  different  perception  from 

respondents  with  a  master  degree  or  higher  level  of  education  on  high  performance 
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organizations  (HPOs)  based  on  non-financial  performance  measurement.  However, 

the remaining demographic characteristics of respondents had no significant effect on 

high performance organizations (HPOs). Accordingly, this suggests that respondents 

of  different  genders,  different  marital  status,  different  positions  in  the  organization, 

different  numbers  of  years in  the  organization,  and  different  leadership  training 

perceive  high  performance  organizations in  the  same  way  based  on  non-financial 

performance measurement. 

In order to investigate in-depth on organizational performance for large, 

medium,  and  small  publicly-listed  firms in  Thailand,  Two  Independent  Samples  T-

Test  was  used  to  find  difference  of  average  scores  in  non-financial  and  financial 

performances between large and medium/small publicly-listed firms in Thailand. The 

results of the study are presented in Table 4.28, which indicated descriptive statistics 

of  non-financial  performance  measurement;  namely,  corporate  governance  rating 

score,  SET  regulation  and  information  disclosure,  quality  of  financial  statements, 

market  share,  talented  management,  and  social  value.  The  figures  show  that  large 

publicly-listed  firms  had  an  average  non-financial  performance  score  at  3.3225, 

3.0425,  3.3375,  3.1475,  2.9000,  and  2.9462,  respectively.  On  the  other  hand, 

medium/small publicly-listed firms had an average non-financial performance score at 

2.9425,  2.5875,  3.1538,  2.9000,  2.4725,  and  2.6525,  respectively.  It  would  appear 

from these statistics that the average scores of large publicly-listed firms are greater 

than  medium/small  firms  in  non-financial  performance  measurement  due  to 

fundamental  differences;  for  example;  (1) organizational  structures,  cultures,  and 

activities; (2) the way to create distinct performances, sustain competitive advantages, 

and  compete  with  competitors;  (3)  targeted  markets  and  challenging  issues;  and  (4) 

the way to respond to the external environment. 
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Table 4.28  Descriptive Statistics of Non-financial Performance (N=16) 

 

Non-financial 

Performance 

Size N  Mean  Standard 

Deviation 

Standard 

Error Mean 

Corporate Governance 

Rating Score 

Large 8  3.3225  .49678  .17564 

Medium/Small  8  2.9425  .66440  .23490 

SET Regulation and 

Information Disclosure 

Large 8  3.0425  .62953  .22257 

Medium/Small  8  2.5875  .48438  .17125 

Quality of Financial 

Statements 

Large 8  3.3375  .36221  .12806 

Medium/Small  8  3.1538  .57026  .20162 

Market Share  Large 8  3.1475  .42152  .14903 

Medium/Small  8  2.9000  .67617  .23906 

Talented Management  Large 8  2.9000  .58875  .20816 

Medium/Small  8  2.4725  .67409  .23833 

Social Value Large 8  2.9462  .55185  .19511 

Medium/Small  8  2.6525  .72875  .25765 

Non-financial 

Performance 

Large 8  3.1162  .42738  .15110 

Medium/Small  8  2.7838  .53447  .18896 
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In  fact,  medium/small  publicly-listed  firms  cannot  compete  directly 

with  large  firms  and  the  lower  average non-financial  performance  scores  of 

medium/small firms had provided significant contributions as described as follows: 

1) Large  publicly-listed  firms  have  more  ability  to  recognize, 

communicate, implement, and monitor the corporate governance framework, the rules 

and regulations, and the compulsory information disclosure than medium/small firms; 

accordingly,  large  publicly-listed  firms  have  more  ability  to  control  the  quality  of 

financial statements and auditor’s opinion than medium/small firms. 

2) Large  publicly-listed  firms  have  more  opportunity  to  create 

distinct  performance  and  gain  the  first  market  share  among  competitors  than 

medium/small firms because they obtain benefits from economies of scale and have 

lower operating costs. In addition, large publicly-listed firms have more opportunity 

to  maintain  competitive  advantages  and  pursuit  sustainable  development  than 

medium/small firms due to the availability of supporting source of funds domestically 

and  internationally  together  with  the  initiation  of  new  research  and  development 

(R&D). 

3) Large  publicly-listed  firms  have  more  consideration  on 

human  capital  development  and  talented  management  than  medium/small  firms 

because they realized that developing long-term relationship with employees is very 

important  strategy  to  create  job  engagement,  firm  commitment,  and  continued 

succession  plan.  To  conclude,  large  publicly-listed  firms  have  higher  average  non-

financial performance scores than medium/small publicly-listed firms in Thailand.   

In  addition,  in  order  to  find  significant  difference  of  average 

performance  scores  in  non-financial  performance  measurement  between  large  and 

medium/small  publicly-listed  firms  in  Thailand,  Two  Independent  Samples  T-Test 

was  used  to  test  for  equality  of  variances and  equality  of  means.  The  results  of  the 

study are presented in Table 4.29. 
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Table 4.29  Two Independent Samples T-Test of Non-financial Performance (N=16) 

 

Independent Samples Test

Non-financial  
Performance 

Levene's 
Test for 
Equality of 
Variances 

t-test for Equality of Means 

F Sig. t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Corporate 

Governance 

Rating Score 

Equal 

variances 

assumed 

.949 .347 1.29614 .216 .38000 .29330 -.249071.00907

Equal 

variances 

not 

assumed 

  1.29612.963.218 .38000 .29330 -.253831.01383

SET 

Regulation 

and 

Information 

Disclosure 

Equal 

variances 

assumed 

.308 .588 1.62014 .127 .45500 .28083 -.147321.05732

Equal 

variances 

not 

assumed 

  1.62013.137.129 .45500 .28083 -.151051.06105

Quality of 

Financial 

Statements 

Equal 

variances 

assumed 

2.247 .156 .769 14 .454 .18375 .23885 -.32853.69603 

Equal 

variances 

not 

assumed 

  .769 11.857.457 .18375 .23885 -.33735.70485 

Market Share Equal 

variances 

assumed 

4.418 .054 .879 14 .394 .24750 .28171 -.35671.85171 

Equal 

variances 

not 

assumed 

  .879 11.727.397 .24750 .28171 -.36788.86288 
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Table 4.29  (Continued) 

 

Independent Samples Test 

 

Non-financial  
Performance 

Levene's 
Test for 
Equality 
of 

Variances

t-test for Equality of Means 

F Sig. t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Talented 

Management 

Equal 

variances 

assumed 

.003.955 1.35114 .198 .42750 .31643 -.251171.10617

Equal 

variances 

not 

assumed 

  1.35113.751.199 .42750 .31643 -.252331.10733

Social Value Equal 

variances 

assumed 

.139.715 .909 14 .379 .29375 .32319 -.39943.98693 

Equal 

variances 

not 

assumed 

  .909 13.042.380 .29375 .32319 -.40424.99174 

Non-

financial 

Performance 

Equal 

variances 

assumed 

.763.397 1.37414 .191 .33250 .24195 -.18643.85143 

Equal 

variances 

not 

assumed 

  1.37413.354.192 .33250 .24195 -.18879.85379 

 

 

It  would  appear  from  these  statistics  that  there  are  equal  variances  of 

average  non-financial  performance  scores  between  large  publicly-listed  firms  in 

Thailand and medium/small firms. To conclude, Two Independent Samples T-Test is 
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not  significant  at  the  0.05 level  (2-tailed),  which  indicated  that  the  average  non-

financial  performance  scores  of  large publicly-listed  firms  and  medium/small 

publicly-listed firms in Thailand are not significant difference. 

Additionally,  in  order  to  explore  in-depth  on  organizational 

performance  for  large,  medium,  and  small  publicly-listed  firms  in  Thailand,  Two 

Independent Samples T-Test was further used to find difference of average scores in 

financial  performance  between  large  and  medium/small  publicly-listed  firms  in 

Thailand.  The  results  of  the  study  are  presented  in  Table  4.30,  which  indicated 

descriptive  statistics  of  financial  performance  measurement;  namely,  profitability, 

leverage,  earnings  growth  per assets,  and  return  to  investors.  The  figures  show  that 

large  publicly-listed  firms  had  an  average  score  at  31.1825,  40.1500,  18.5300,  and 

4.6238,  respectively.  On  the  other  hand,  medium/small  publicly-listed  firms  had  an 

average score at 13.2650, 30.1725, 10.9025, and .6562, respectively. It would appear 

from these statistics that the average financial performance scores of large publicly-

listed  firms  are  greater  than  medium/small  publicly-listed  firms  in  Thailand  due  to 

fundamental differences such as (1) organizational structures, cultures, and activities; 

(2)  the  way  to  create  distinct  performances,  sustain  competitive  advantages,  and 

compete  with  competitors;  (3)  targeted  markets  and  challenging  issues;  and  (4)  the 

way  to  respond  to  the  external  environment.  In  fact,  medium/small  publicly-listed 

firms  cannot  compete  directly  with  large  firms  and  the  lower  average  financial 

performance  scores  of  medium/small  publicly-listed  firms  in  Thailand  had  provided 

significant contributions as described as follows: 

1) Large publicly-listed firms have more ability to significantly 

make  higher  financial  performance  than  medium/small  publicly-listed  firms, 

especially  in  terms  of  profitability  and  return  to  investors.  For  profitability,  large 

publicly-listed firms can rapidly increase revenues and efficiently control production 

costs  and  operating  expenses  and  finally gain  more  profits  than  medium/small 

publicly-listed  firms.  In  addition,  large  publicly-listed  firms  can  produce  more 

benefits from investment in assets, give more returns back to the owners in exchange 

of  initialinvestments,  and  take  more  advantage  of  economies  of  scale  than 

medium/small publicly-listed firms in Thailand. 
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2) Large publicly-listed firms have more ability to make higher 

leverage and increase debt financing than medium/small publicly-listed firms because 

there  is  more  availability  of  financial  supports  to  large  publicly-listed  firms,  which 

generally  obtain  higher  credit  rating  than  medium/small  publicly-listed  firms  in 

Thailand. 

3) Large  publicly-listed  firms  have  more  growth  opportunity 

than  medium/small  publicly-listed  firms  due  to  high  investment  in  research  and 

development  (R&D)  and  high  innovation.  With  new  initiatives,  large  publicly-listed 

firms can produce more future benefits and sustain long-term competitive advantages. 

To  conclude,  large  publicly-listed  firms  have  higher  average  financial  performance 

scores than medium/small publicly-listed firms in Thailand.   

 

Table 4.30  Descriptive Statistics of Financial Performance (N=16) 

 

Financial 

Performance 

Size N  Mean  Standard 

Deviation 

Standard 

Error Mean 

Profitability Large 8  31.1825  16.81944  5.94657 

Medium/Small  8  13.2650  9.01397  3.18692 

Leverage Large 8  40.1500  23.22354  8.21076 

Medium/Small  8  30.1725  18.39191  6.50252 

Earnings Growth per 

Assets 

Large 8  18.5300  14.02019  4.95689 

Medium/Small  8  10.9025  7.57887  2.67954 

Return to Investors  Large 8  4.6238  4.59441  1.62437 

Medium/Small  8  .6562  .71871  .25410 

Financial Performance  Large 8  23.6225  5.16616  1.82651 

Medium/Small  8  13.7513  6.06098  2.14288 
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In  addition,  in  order  to  find  significant  difference  of  average 

performance  scores  in  financial  performance  measurement  between  large  and 

medium/small  publicly-listed  firms  in  Thailand,  Two  Independent  Samples  T-Test 

was  used  to  test  for  equality  of  variances and  equality  of  means.  The  results  of  the 

study  are  presented  in  Table  4.31,  which  indicated  that  there  are  equal  variances  of 

average  financial  performance  scores  between  large  publicly-listed  firms  and 

medium/small publicly-listed firms on profitability, leverage, and earnings growth per 

assets.  However,  there  is  unequal  variance  of  average  financial  performance  scores 

between large publicly-listed firms and medium/small publicly-listed firms on return 

to  investors.  To  summarize,  Two  Independent  Samples  T-Test  is  significant  at  the 

0.05 level (2-tailed) for average financial performance scores between large publicly-

listed  firms  and  medium/small  publicly-listed firms,  especially  in  profitability  and 

return  to  investors. It  would  appear  from  these  statistics  that  the  average  financial 

performance  scores  of  large  publicly-listed  firms  and  medium/small  publicly-listed 

firms in Thailand are significant difference. 
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Table 4.31  Two Independent Samples T-Test of Financial performance (N=16) 

 

Independent Samples Test 

 

Financial  
Performance 

Levene's 
Test for 
Equality 
of 

Variances

t-test for Equality of Means 

F Sig. t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Profitability Equal 

variances 

assumed 

3.906 .0682.656 14 .019 17.91750 6.74671 3.44724 32.38776

Equal 

variances 

not 

assumed 

  2.656 10.715.023 17.91750 6.74671 3.01968 32.81532

Leverage Equal 

variances 

assumed 

.263 .616.953 14 .357 9.97750 10.47375 -12.4864632.44146

Equal 

variances 

not 

assumed 

  .953 13.302.358 9.97750 10.47375 -12.5975932.55259

Earnings 

Growth per 

Assets 

Equal 

variances 

assumed 

.691 .4201.354 14 .197 7.62750 5.63477 -4.45788 19.71288

Equal 

variances 

not 

assumed 

  1.354 10.769.204 7.62750 5.63477 -4.80706 20.06206
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Table 4.31  (Continued) 

 

Independent Samples Test 

 

Financial  
Performance 

Levene's 
Test for 
Equality of 
Variances 

t-test for Equality of Means 

F Sig.t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference 

95% Confidence 
Interval of the 
Difference 

Lower Upper 

Return to 

Investors 

Equal 

variances 

assumed 

10.093.0072.41314 .030 3.96750 1.64412 .44120 7.49380 

Equal 

variances 

not 

assumed 

  2.4137.342 .045 3.96750 1.64412 .11621 7.81879 

Financial 

Performance 

Equal 

variances 

assumed 

.076 .7873.50614 .003 9.87125 2.81569 3.8322015.91030

Equal 

variances 

not 

assumed 

  3.50613.657.004 9.87125 2.81569 3.8179615.92454
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In  addition,  in  order  to  investigate  in-depth  on  eight  transformational 

leadership  styles  for  top  management and  middle  management,  Two  Independent 

Samples  T-Test  was  further  tested  to  find difference  of  average  leadership  scores 

between top and middle management. The results of the study are presented in Table 

4.32, which indicated descriptive statistics of eight transformational leadership styles; 

namely,  idealized  behaviors,  inspirational  motivation,  intellectual  stimulation, 

individualized  consideration,  idealized  attributes,  respond  quickly  to  change,  create 

distinct  performance,  and  effective  monitoring.  The  figures  show  that  top 

management  had  an  average  leadership  score  at  3.9394,  3.9697,  3.9090,  3.7979, 

3.7424,  3.9848,  3.7667,  and  3.7689,  respectively.  On  the  other  hand,  middle 

management  had  an  average  leadership  score  at  3.7755,  3.8095,  3.7279,  3.6735, 

3.5306, 3.7551, 3.6367, and 3.6939, respectively. It would appear from these statistics 

that  the  average  leadership  scores  of top  management  are  greater  than  middle 

management; the following reasons have been investigated: 

1) Top  management  has  more  ability  to  express  and 

demonstrate  transformational  leadership styles  within  organization  than  middle 

management, which has lower opportunity to express ability as leaders; accordingly, 

the  subordinates  can  directly  recognize  and  experience  those  transformational 

behaviors from top management. As a result, subordinates have rated top management 

more objectively and accurately than middle management. 

2) Top  management  utilizes  more  transformational  leadership 

styles within organization than middle management as described as follows: 

(1) Top management has more opportunity to communicate 

values,  beliefs,  and  clear  expectations  throughout  organization  than  middle 

management due to having higher authority and power. 

(2) Top  management  has  more  ability  to  motivate 

subordinates  to  achieve  specified  goals,  establish  organization’s  policy  and  strategy, 

and manage direction and risk than middle management.  

(3) Top  management  has  more  ability  to  provide 

compensation  to  subordinates,  support and  develop  subordinates  than  middle 

management due to recognizing on human capital management and value creation. 
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(4) Top management has more skills in problem solving and 

can  seek  different  perspectives  to  effectively  deal  with  internal  and  external 

challenges than middle management due to having higher experiences. 

(5) Top  management  has  more  ability  to  make  decision, 

respond  quickly  to  external  environmental  changes,  and  sustain  competitive 

advantages over the long run than middle management. 

3) Top  management  utilizes  more  leadership  skills  and 

performs  more  leader  functions  than  middle  management.  Importantly,  top 

management  acts  as  a  leader  and  performs a  leader’s  functions:  setting  clear  vision 

and strategy, guiding practical mission, managing changes, empowering subordinates, 

and coaching and providing supports while middle management acts as a manager and 

manages the day-to-day operating functions, solves daily problems, and recommends 

process improvement. Thus, average leadership scores of top management are greater 

than middle management. 

 

Table 4.32  Descriptive Statistics of Transformational Leadership Styles (N=115) 

 

Transformational 

Leadership Styles 

Position  N  Mean  Standard 

Deviation 

Standard 

Error Mean 

Idealized Behaviors  Top Management 66  3.9394  .69898  .08604 

Middle 

Management 

49  3.7755  .71020  .10146 

Inspirational Motivation  Top Management 66  3.9697  .64642  .07957 

Middle 

Management 

49  3.8095  .76905  .10986 

Intellectual Stimulation  Top Management 66  3.9090  .66039  .08129 

Middle 

Management 

49  3.7279  .73810  .10544 
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Table 4.32  (Continued) 

 

Transformational 

Leadership Styles 

Position  N  Mean  Standard 

Deviation 

Standard 

Error Mean 

Individualized 

Consideration 

Top Management 66  3.7979  .71876  .08847 

Middle 

Management 

49  3.6735  .87728  .12533 

Idealized Attributes  Top Management 66  3.7424  .88249  .10863 

Middle 

Management 

49  3.5306  .93768  .13395 

Respond Quickly to 

Change 

Top Management 66  3.9848  .75940  .09348 

Middle 

Management 

49  3.7551  .72974  .10425 

Create Distinct 

Performance 

Top Management 66  3.7667  .68351  .08413 

Middle 

Management 

49  3.6367  .62004  .08858 

Effective Monitoring  Top Management 66  3.7689  .66406  .08174 

Middle 

Management 

49  3.6939  .87539  .12506 

Transformational 

Leadership Styles 

Top Management 66  3.8600  .63402  .07804 

Middle 

Management 

49  3.7003  .70930  .10133 
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In addition, in order to find significant difference of average leadership 

scores between top management and middle management, Two Independent Samples 

T-Test was used to test for equality of variances and equality of means. The results of 

the study are presented in Table 4.33, which indicated that there are equal variances of 

average  leadership  scores  between  top management  and  middle  management  except 

for  inspirational  motivation  transformational  leadership  style.  However,  the  figures 

show  that  Two  Independent  Samples  T-Test is  not  significant  at  the  0.05  level  (2-

tailed) for average leadership scores between  top  and  middle  management.  It  would 

appear  from  these  statistics  that  the  average  leadership  scores  of  top  and  middle 

management are not significant difference. 

  

Table 4.33  Two Independent Samples T-Test of Transformational Leadership Styles  

(N=115) 

 

Independent Samples Test 

 

Transformational 
Leadership Styles 

Levene's 
Test for 
Equality 
of 

Variances

t-test for Equality of Means 

F Sig. t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference 

95% 
Confidence 
Interval of the 
Difference 

Lower Upper

Idealized 

Behaviors 

Equal 

variances 

assumed 

.010 .9201.235113 .219 .16388 .13271 -.09904.42681

Equal 

variances 

not 

assumed 

  1.232102.657.221 .16388 .13303 -.09996.42772
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Table 4.33  (Continued) 

 

Independent Samples Test 

 

Transformational 
Leadership Styles 

Levene's 
Test for 
Equality 
of 

Variances

t-test for Equality of Means 

F Sig.t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference

95% 
Confidence 
Interval of the 
Difference 

Lower Upper

Inspirational 

Motivation 

Equal 

variances 

assumed 

4.603.0341.211113 .228 .16017 .13221 -.10177.42211

Equal 

variances 

not 

assumed 

  1.18192.722.241 .16017 .13565 -.10921.42956

Intellectual 

Stimulation 

Equal 

variances 

assumed 

.697 .4061.383113 .169 .18115 .13096 -.07830.44060

Equal 

variances 

not 

assumed 

  1.36196.769.177 .18115 .13314 -.08310.44540

Individualized 

Consideration 

Equal 

variances 

assumed 

1.915.169.835 113 .405 .12441 .14897 -.17073.41955

Equal 

variances 

not 

assumed 

  .811 91.063.419 .12441 .15341 -.18032.42913
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Table 4.33  (Continued) 

 

Independent Samples Test 

 

Transformational 
Leadership Styles 

Levene's 
Test for 
Equality 
of 

Variances

t-test for Equality of Means 

F Sig.t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference

95% 
Confidence 
Interval of the 
Difference 

Lower Upper

Idealized 

Attributes 

Equal 

variances 

assumed 

.030 .8631.239113 .218 .21181 .17091 -.12680.55042

Equal 

variances 

not 

assumed 

  1.22899.964 .222 .21181 .17246 -.13035.55398

Response 

Quickly to 

Change 

Equal 

variances 

assumed 

.000 .9961.631113 .106 .22975 .14085 -.04931.50880

Equal 

variances 

not 

assumed 

  1.641105.738.104 .22975 .14002 -.04786.50736

Create 

Distinct 

Performance 

Equal 

variances 

assumed 

.078 .7811.048113 .297 .12993 .12395 -.11563.37550

Equal 

variances 

not 

assumed 

  1.064108.477.290 .12993 .12217 -.11221.37207
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Table 4.33  (Continued) 

 

Independent Samples Test 

 

Transformational 
Leadership Styles 

Levene's 
Test for 
Equality 
of 

Variances

t-test for Equality of Means 

F Sig.t df Sig. 
(2-tailed)

Mean 
Difference 

Std. Error 
Difference

95% 
Confidence 
Interval of the 
Difference 

Lower Upper

Effective 

Monitoring 

Equal 

variances 

assumed 

1.930.167.523 113 .602 .07506 .14351 -.20926.35938

Equal 

variances 

not 

assumed 

  .502 86.162.617 .07506 .14940 -.22193.37205

Transformational 

Leadership 

Styles 

Equal 

variances 

assumed 

.808 .3711.269113 .207 .15965 .12578 -.08955.40886

Equal 

variances 

not 

assumed 

  1.24896.707.215 .15965 .12790 -.09420.41351
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4.3  Discussion 

 

The  following  discussion  analyzes  the  statistical  results  based  on  the 

quantitative  technique  in  order  to  answer  the  research  question  and  to  fulfill  the 

research  objectives.  This  research  paper  aimed  to  find  an  association  among 

leadership styles and high performance organizations (HPOs) for large, medium, and 

small publicly-listed firms in Thailand. Accordingly, the questionnaire surveys were 

conducted to analyze and conclude the model of analysis. 

The statistical results of the research study based on the  Pearson Correlation 

Analysis Method indicated first that the create a distinct performance transformational 

leadership  style  played  the  most  critical role  for  associates with  high  performance 

organizations  (HPOs)  for  non-financial  performance  measurement.  Interestingly, 

based  on  the  respondents’  perspective,  only six  transformational  leadership  styles, 

idealized  behaviors,  inspirational  motivation,  intellectual  stimulation,  individualized 

consideration,  response  quickly  to  change,  and  create  distinct  performance,  had  an 

association  with  HPOs  in  non-financial  performance  measurement.  It  would  appear 

that  in  order  to  enhance  organizational non-financial  performance  to  become  HPOs, 

leaders in organizations should perform the critical functions as described as follows: 

1)  Communicate core values, beliefs, and clear expectations spread over 

organizations;  

2)  Motivate subordinates to achieve the specified goals of the organization 

supported with good compensation;  

3)  Seek different perspectives to solve problems and create innovation in 

organizations;  

4)  Support and develop subordinates together with enhancing skills;  

5)  Respond quickly to changes and implement an adaptability attitude in 

organizations;  

6)  Sustain competitive advantage over competitors in the long run. 

However,  based  on  the  respondents’  perception  of  their  immediate 

supervisors,  all  eight  transformational  leadership  styles,  idealized  behaviors, 

inspirational  motivation,  intellectual  stimulation,  individualized  consideration, 

idealized  attributes,  response  quickly  to  change,  create  distinct  performance,  and 
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effective monitoring, had an association with high performance organizations (HPOs) 

in  non-financial  performance  measurement.  Accordingly,  in  order  to  enhance 

organizational  non-financial performance  to  become  HPOs,  leaders  in  organizations 

should perform the important functions as described as follows: 

1)  Communicate core values, beliefs, and clear expectations spread over 

organizations;  

2)  Motivate subordinates to achieve the specified goals of the organization 

supported with good compensation;  

3)  Seek different perspectives to solve problems and create innovation in 

organizations;  

4)  Support and develop subordinates together with enhancing skills;  

5)  Instill pride in subordinates; 

6)  Respond quickly to changes and implement an adaptability attitude in 

organizations;   

7)  Sustain a competitive advantage over competitors in the long run; and 

8)  Coach and provide feedback to subordinates together with keeping track of 

all mistakes in the organization. 

Additionally,  in  order  to  fulfill  the  research  hypotheses,  the  research  study 

separated  high  performance  organizations (HPOs)  into  three  categories:  large, 

medium,  and  small  publicly-listed  firms  in  Thailand  to  test  the study  hypotheses  in 

non-financial performance measurement.  

The  results  of  the  study  indicated  that  six  transformational  leadership  styles, 

idealized  behaviors,  inspirational  motivation,  intellectual  stimulation,  individualized 

consideration,  idealized  attributes,  and  create  distinct  performance,  had  a  significant 

correlation with HPOs in non-financial performance measurement for large publicly-

listed firms in Thailand based on the respondents’ perspective. It would appear that in 

order to enhance organizational non-financial performance to become HPOs, leaders 

in organizations should perform the critical functions as described as follows: 

1)  Communicate core values, beliefs, and clear expectations spread over 

organizations;  

2)  Motivate subordinates to achieve the specified goals of the organization 

supported with good compensation;  
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3)  Seek different perspectives to solve problems and create innovation in 

organizations;  

4)  Support and develop subordinates together with enhancing skills;  

5)  Instill pride in subordinates; and 

6)  Sustain a competitive advantage over competitors in the long run. 

The  research  results  indicated  that  eight  transformational  leadership  styles, 

idealized  behaviors,  inspirational  motivation,  intellectual  stimulation,  individualized 

consideration,  idealized  attributes,  response  quickly  to  change,  create  distinct 

performance,  and  effective  monitoring,  had  a  significant  correlation  with  HPOs  in 

non-financial  performance  measurement  for  large  publicly-listed  firms  in  Thailand 

based on the respondents’ perception of their immediate supervisor. These statistical 

results  imply  that  in  order  to  enhance organizational  non-financial  performance  to 

become  HPOs,  leaders  in  organizations  should  perform  the  critical  functions  as 

described as follows: 

1)  Communicate core values, beliefs, and clear expectations spread over 

organizations;  

2)  Motivate subordinates to achieve the specified goals of the organization 

supported with good compensation;  

3)  Seek different perspectives to solve problems and create innovation in 

organizations;  

4)  Support and develop subordinates together with enhancing skills;  

5)  Instill pride in subordinates; 

6)  Respond quickly to changes and implement an adaptability attitude in 

organizations;   

7)  Sustain a competitive advantage over competitors in the long run; and 

8)  Coach and provide feedback to subordinates together with keeping track of 

all mistakes in the organization. 

In addition, the research study tested the research hypothesis for medium listed 

firms.  The  results  of  the  study  indicated  that  only  the  create  distinct  performance 

transformational  leadership  style  had  a significant  correlation  with  HPOs  in  non-

financial  performance  measurement  for  medium  publicly-listed  firms  in  Thailand 

based  on  the  respondents’  perspective.  It  would  appear that  in  order  to  enhance 
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organizational  non-financial performance  to  become  HPOs,  leaders  in  organizations 

should focus on creating distinct performance and sustaining a competitive advantage 

over competitors in the long run. 

Furthermore,  regarding  the  respondents’  perception  of  their  immediate 

supervisor, the research results indicated that eight transformational leadership styles, 

idealized  behaviors,  inspirational  motivation,  intellectual  stimulation,  individualized 

consideration,  idealized  attributes,  response  quickly  to  change,  create  distinct 

performance,  and  effective  monitoring,  had  a  significant  correlation  with  HPOs  in 

non-financial  performance  measurement for  medium  publicly-listed  firms  in 

Thailand. These statistical results suggest that in order to enhance organizational non-

financial performance to become HPOs, leaders in organizations should perform the 

critical functions as described as follows: 

1)  Communicate core values, beliefs, and clear expectations spread over 

organizations;  

2)  Motivate subordinates to achieve the specified goals of the organization 

supported with good compensation;  

3)  Seek different perspectives to solve problems and create innovation in 

organizations;  

4)  Support and develop subordinates together with enhancing skills;  

5)  Instill pride in subordinates; 

6)  Respond quickly to changes and implement an adaptability attitude in 

organizations;   

7)  Sustain a competitive advantage over competitors in the long run; and 

8)  Coach and provide feedback to subordinates together with keeping track of 

all mistakes in the organization. 
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Secondly,  in  order  to  fulfill  the  research  hypotheses,  the  research  study 

separated  high  performance  organizations (HPOs)  into  three  categories:  large, 

medium,  and  small  publicly-listed  firms  in  Thailand  to  test  the study  hypotheses  in 

financial performance measurement. The statistical results of the research study based 

on  the  Pearson  Correlation  Analysis  Method  and  the  Factor  Analysis  Method 

indicated  from  the  findings  from  the  total  sample  of  listed  firms  that  among  all 

variables,  only  the  effective  monitoring transformational  leadership  style  had  a 

significant  correlation  with  high  performance organizations  (HPOs)  and  played  the 

most  critical  role  associated  with  HPOs  for  financial  performance  measurement  for 

large, medium, and small publicly-listed firms in Thailand based on the respondents’ 

perspective.  It  would  appear  that  in order  to  enhance  organizational  financial 

performance to become HPOs, leaders in organizations should focus on coaching and 

providing  feedback  to  subordinates  together with  keeping  track  of  all  mistakes  in 

organizations. 

For  large  publicly-listed  firms  in  Thailand,  based  on  the  respondents’ 

perspective,  three  transformational  leadership  styles,  individualized  consideration, 

idealized  attributes,  and  effective  monitoring,  had  an  association  with  HPOs  in 

financial  performance  measurement.  It  would  appear  that  in  order  to  enhance 

organizational  financial  performance  to become  HPOs,  leaders  in  organizations 

should perform the critical functions as described as follows: 

1)  Support and develop subordinates together with enhancing skills;  

2)  Instill pride in subordinates; and 

3)  Coach and provide feedback to subordinates together with keeping track of 

all mistakes in organizations. 

Additionally,  the  research  study  tested  the  research  hypothesis  for  medium 

listed  firms.  The  results  of  the  study  indicated  that  only  the  response  quickly  to 

change  transformational  leadership  style had  a  significant  correlation  with  high 

performance organizations (HPOs) in financial performance measurement for medium 

publicly-listed  firms  in  Thailand  based  on  the  respondents’  perspective.  It  would 

appear  from  the  statistical  results  that  in  order  to  enhance  organizational  financial 

performance  to  become  HPOs,  leaders  in organizations  should  consider  responding 

quickly to changes and implementing an adaptability attitude in organizations. 
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In  terms  of  the  respondents’  perception  of  their  immediate  supervisor,  the 

research  results  indicated  that  four  transformational  leadership  styles,  idealized 

attributes,  response  quickly  to  change,  create  distinct  performance,  and  effective 

monitoring, had a significant correlation with high performance organizations (HPOs) 

in financial performance measurement for medium publicly-listed firms in Thailand. 

These  statistical  results  imply  that  in order  to  enhance  organizational  financial 

performance  to  become  HPOs,  leaders  in organizations  should  perform  the  critical 

functions as described as follows: 

1)  Instill pride in subordinates; 

2)  Respond quickly to changes and implement an adaptability attitude in 

organizations;   

3)  Sustain a competitive advantage over competitors in the long run; and 

4)  Coach and provide feedback to subordinates together with keeping track of 

all mistakes in organizations. 

To  conclude,  the  research  question  and  hypotheses  regarding  finding  an 

association  between  leadership  styles  and  HPOs  for  the  publicly-listed  firms  in 

Thailand have been tested and investigated by using the quantitative technique. The 

research results of the study indicated that leadership styles had a positive correlation 

with  HPOs  in  non-financial  and  financial  performance  measurements  for  large, 

medium, and small publicly-listed firms in Thailand. 



CHAPTER 5 

 

CONCLUSIONS AND RECOMMENDATIONS 

 

Chapter 5 commences with conclusions and contributions, then continues with 

recommendations, and concludes with suggestions for further study. 

 

5.1  Conclusions 

 

This part of the research makes conclusions about the results of the study, answers the 

research  question,  and  fulfills  the  research objectives.  This  research  paper  aimed  to 

find  the  relationship  of  leadership  styles  in  high  performance  organizations  (HPOs) 

for  publicly-listed  firms  in  Thailand  and to  answer  the  question  concerning  whether 

different patterns of leadership styles have a positive correlation with organizational 

performance. 

In  terms  of  the  study’s  objectives,  this  research  paper  (1)  investigates  and 

explores  the  relationship between  leadership  styles  and  high  performance 

organizations  (HPOs)  for  the  publicly-listed  firms  in  Thailand,  and  (2)  seeks  to 

discover  and  explain  the  relationship  between  the  independent  variable,  leadership 

styles,  and  the  dependent variable,  high  performance organizations  (HPOs).  The 

research  study  has  partially  fulfilled  the  two  specified  objectives  based  on  the 

literature  on  transformational  leadership  styles  and  high  performance  organizations 

(HPOs).  Both  concepts  are  integrated  into  the  proposed  conceptual  framework.  In 

order  to  test  the  specified  model  of  analysis,  quantitative  analysis,  the  Pearson 

Correlation Analysis Method, and Factor Analysis Method were used to analyze the 

associations among the variables and to come up with statistical results. The model of 

analysis  proposed  eight  significant  transformational  leadership  styles  that  associate 

with  high  performance  organizations  (HPOs)  on  both  non-financial  and  financial 

performance measurements. The findings from the total sample of firms partially  
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supported  both  proposed  hypotheses.  Among  all  variables,  creating  a  distinct 

performance  transformational  leadership  style  plays  the  most  critical  role  that 

associates  with  high  performance  organizations  (HPOs)  in  terms  of  non-financial 

performance measurement.  

Based on the respondents’ perspective, six transformational leadership styles, 

the  idealized  behaviors,  the  inspirational  motivation,  the  intellectual  stimulation,  the 

individualized  consideration,  the  response  quickly  to  change,  and  the  create  distinct 

performance  have  an  association  with  high  performance  organizations  (HPOs)  on 

non-financial performance measurement for large, medium, and small publicly-listed 

firms  in  Thailand.  In  order  to  enhance organizational  non-financial  performance  to 

become high performance organizations (HPOs), leaders in organizations should (1) 

communicate  the  values,  beliefs,  and  future  of  organizations;  (2)  motivate 

subordinates  to  achieve  goals; (3)  seek  different  perspectives  to  solve  problems;  (4) 

support  and  spend  time  with  subordinates;  (5)  respond  quickly  to  environmental 

change;  and  (6)  sustain  the  competitive  advantage  of  the  organization  over 

competitors.  

However, based on the respondents’ perception to their immediate supervisor, 

all eight transformational leadership styles, the idealized, the inspirational motivation, 

the intellectual stimulation, the individualized consideration, the idealized attributes, 

the  response  quickly  to  change,  the  create  distinct  performance,  and  the  effective 

monitoring have an association with high performance organizations (HPOs) on non-

financial performance measurement for large, medium, and small publicly listed firms 

in  Thailand.  Accordingly, in  order  to  enhance  organizational  non-financial 

performance  to  become  high  performance  organizations  (HPOs),  leaders  in 

organizations should (1) communicate the values, beliefs, and future of organizations; 

(2)  motivate  subordinates  to  achieve  goals;  (3)  seek  different  perspectives  to  solve 

problems;  (4)  support  and  spend  time  with  subordinates;  (5)  instill  pride  in 

subordinates;  (6)  respond  quickly  to  environmental  change;  (7)  sustain  the 

competitive  advantage  of  the  organization  over  competitors;  and  (8)  coach  and 

provide feedback to subordinates. 

In  addition,  for  large  firms,  in  order  to  enhance  organizational  non-financial 

performance  to  become  high  performance  organizations  (HPOs)  based  on  the 
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respondents’ perspective, leaders in large publicly-listed firms in Thailand should (1) 

communicate  the  values,  beliefs,  and  future  of  the  organizations;  (2)  motivate 

subordinates  to  achieve  goals; (3)  seek  different  perspectives  to  solve  problems;  (4) 

support  and  spend  time  with  subordinates;  (5)  instill  pride  in  subordinates;  and  (6) 

sustain the competitive advantage of the organization over competitors, while leaders 

in  medium  publicly-listed  firms  in  Thailand  should  focus  on  creating  distinct 

performance  and  sustaining  the  competitive  advantage  of  the  organization  over 

competitors.  Significantly,  in  order  to  enhance  organizational  non-financial 

performance  to  become  high  performance  organizations  (HPOs)  based  on  the 

respondents’  perception  of  their  immediate supervisor,  leaders  in  both  large  and 

medium  publicly-listed  firms  in  Thailand  should  perform  the  following:  (1) 

communicate  the  values,  beliefs,  and  future  of  the  organization;  (2)  motivate 

subordinates  to  achieve  goals; (3)  seek  different  perspectives  to  solve  problems;  (4) 

support and spend time with; (5) instill pride in subordinates; (6) respond quickly to 

environmental change; (7) sustain the competitive advantage of the organization over 

competitors; and (8) coach and provide feedback to subordinates. 

However,  from  the  statistical  results  of  the  study,  it  was  seen  that  some 

transformational  leadership  styles  have  no  significant  correlation  with  high 

performance organizations (HPOs) based on non-financial performance measurement. 

It  would  appear  from  the  statistical  results  that  the  research  study  was  partially 

answered  and  fulfilled  the  research  question  and  hypotheses.  As  there  are  many 

factors,  both  endogenous  and  exogenous,  that  impact  transformational  leadership 

styles  and  HPOs  in  non-financial  performance,  the  following  reasons  have  been 

investigated  and  discussed  according  to  organization  theory,  organizational  culture, 

organizational size, and leadership styles as described as follows: 
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1) Transformational  Leadership  Style  is  a  process  of  building  awareness, 

motivating  the  organization’s  members  to  perform  beyond  normal  expectations  and 

self-interest for the good of society. In addition, Transformational Leadership Theory 

was  implemented  first  in  Western  countries,  where  the  organization  culture  is 

different  from  that  of  Eastern  countries,  especially  in  Thailand.  According  to 

Hofstede’s  (2001)  research,  the  largest  cultural  differences  occur  between  Western 

and  Asian  countries,  particularly  the  workplace  culture  in  Thailand,  where  the 

organizational culture emphasizes authority, control, and strong respect for hierarchy 

between  superior  and  subordinate,  the  so-called  hierarchical relationship  between 

leader and follower. Accordingly, there are some gaps in leadership implementation 

between Western and Eastern countries, particularly in Thai context Transformational 

Leadership  Style.  Thus,  some  selected high  performance  organizations  (HPOs), 

publicly-listed  firms  on  the  Stock  Exchange  of  Thailand  (SET),  have  not  employed 

the Transformational Leadership Style within their organization, especially in medium 

and small publicly-listed firms in Thailand. Most medium and small HPOs are family 

businesses,  and  do  not  employ  the  Transformational  Leadership  Style  in  their 

organization. However, these organizations have implemented other styles, models, or 

theories  of  leadership  such  as  the  Classical  Approach,  the  Trait  Approach,  the 

Situational  Approach,  the  Contingency  Theory,  the  Path-Goal  Theory  (Motivational 

Theory), Leader-Member Exchange Theory, the Transactional Leadership Style, and 

the  Authoritarian  Style.  For  these  reasons, some  transformational  leadership  styles 

have no significant correlation with HPOs in medium and small publicly-listed firms 

in  Thailand.  However,  according  to  the  theory,  Transformational  Leadership  Styles 

have  a  positive  correlation  with  HPOs,  as  effective  leaders  can  facilitate  the 

improvement  of  organizational  performance.  Consequently,  in  order  to  enhance 

organizational  performance,  the  researcher  recommends  that  Thai  publicly-listed 

firms  in  the  SET  close  the  gaps  by  implementing  and  employing  Transformational 

Leadeship  Styles  in  their  organization in  order  to  cope  with  new  global  new 

challenges  together  with  developing  and  sustaining  competitive  advantage  for 

organizational performance improvement. 
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2) The  Transformational  Leadership  Style  is  a  modern  style  for  the  21st 

century and organizations will gain a lot of benefits from implementing this style of 

leadership. However, some selected HPOs, publicly-listed firms in the SET, have not 

fully  employed  the  Transformational  Leadership  Style  over  the  organizations.  It 

would  appear  that  different  functions  within  organizations  use different  styles  of 

leadership. For example, some organizations suggested that it would be better for the 

Sales  Department  to  implement  the  Transactional  Leadership  Style  than  the 

Transformational  Leadership  Style  because  a  sales  commission  will  be  paid  on 

salesperson’s performance in exchange of sales revenue generation. Additionally, the 

research study investigated the association of the Transformational Leadership Styles 

implemented in organizations and HPOs. The data collection was from the middle to 

top management that were representative of the leaders in HPOs. However, there were 

different levels or degrees of Transformational Leadership Styles implemented in one 

organization  from  middle  to  top  management; in  other  words,  a  relative  degree  to 

which  Transformational  Leadership  Styles  were  practiced  and  disseminated 

throughout the organization. According to the statistical data, it would appear that the 

top management employed a higher magnitude of Transformational Leadership Style 

than did the middle management.  Accordingly, some HPOs have not fully initiated 

the  Transformational  Leadership  Style  within  their  organization.  Thus,  some 

Transformational  Leadership  Styles  have no  significant  correlation  with  HPOs  in 

large,  medium  and  small  publicly-listed  firms  in  Thailand.  For  these  reasons,  the 

researcher recommended that organizations should fully employ the Transformational 

Leadership  Style  over  the  organizations; and  management  at  all  levels,  whether 

middle or top management, should implement the Transformational Leadership Style 

throughout  the  organization  in  order  to  enhance  organizational  performance  to 

become HPOs. 

3) According  to  the  demographics  of  the  respondents,  with  regards  to  the 

number  of  years  in  the  organization,  it was  found  that  most,  33.9  percent,  of  the 

respondents had not more than five years’ experience in the organization. This would 

imply  that  most  leaders  have  worked  for the  organization  for only  five  years.  In 

addition, in terms of number of years in the current position, most (64.3 percent) of 

the  respondents  also  worked  in  the  current  position  not  more  than  five  years. 
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Accordingly, a small numbers of years of working do not bring about fully-employed 

Transformational Leadership Styles within the organization.  This finding is insightful 

in  that  highly-experienced  managers  have had  time  to  demonstrate  their  abilities  as 

transformational  leaders  while  the  lower-experienced  management  has  not. 

Furthermore,  their  subordinates  have  recognized  and  experienced  those 

transformational behaviors. As a result, subordinates have rated the management more 

objectively  and  accurately  than  those  that  have  had  less  time  experiencing  their 

management  behaviors.  Accordingly,  some  HPOs  have  not  fully  employed  the 

Transformational  Leadership  Style  within  their  organization  and  some 

Transformational  Leadership  Styles  have no  significant  correlation  with  HPOs  in 

large,  medium  and  small  publicly-listed  firms  in  Thailand.  For  these  reasons,  the 

researcher  recommends  that  organizations  fully  employ  the  Transformational 

Leadership  Style  throughout organizations  in  order  to  enhance  organizational 

performance to become HPOs. 

4) As  the  research  study  divided  publicly-listed  firms in  the  SET  into  three 

categories,  large,  medium,  and  small  sizes,  organizational  size  is  considered  to  be  a 

fundamental  feature  with  critical  implications  for  the  strategic  behavior  of 

organizations.  It  would  appear  that  small  firms  have  particular  problems  connected 

with  their  size  that  large  firms  do  not  have  to  confront.  Many previous  research 

studies examined and indicated that a firm’s size will impact its economic, financial 

status, and decision-making process. Furthermore, from a theoretical point of view, it 

must be considered that small firms have several features that distinguish them from 

large  firms,  which  influence  the  relationship  between  leadership  style  and 

organizational effectiveness. Most small firms employed the transactional leadership 

style over transformational and laissez faire styles. In other cases related to the size of 

organizations,  due  to  the  size  and  complexity  of  organizations,  it  might  be  very 

difficult  for  transformational  leaders  to  influence  organizational  performance  due  to 

their  lack  of  contact  with  subordinates and  lack  of  leader  power  throughout  the 

organization.  Additionally,  some  Transformational  Leadership  Styles  have  no 

significant correlation with HPOs in small publicly-listed firms in Thailand. For these 

reasons,  the  researcher  recommends  that  organizations  initiate  the  Transformational 
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Leadership  Style  to  be  implemented  in small  organizations  in  order  to  develop 

organizational performance for HPOs. 

In  addition,  the  research  findings  from  the  total  statistical  sample  of 

respondents  indicated  that  among  all  variables,  the  effective  monitoring 

transformational leadership style plays the most significant role associated with high 

performance  organizations  (HPOs)  in  terms  of  financial  performance  measurement 

based  on  the  respondents’  perspective.  This  would  imply  that  in  order  to  enhance 

organizational  financial  performance  to become  HPOs  based  on  the  respondents’ 

perspective,  leaders  in  large,  medium,  and  small  publicly-listed  firms  in  Thailand 

should  focus  on  coaching  and  providing  feedback  to  subordinates.  However,  some 

Transformational  Leadership  Styles  have  no  significant  correlation  with  HPOs  as 

regards  financial  performance  measurement  based  on  the  respondents’  perspective 

and the respondents’ perception of their immediate supervisor. It would appear from 

the  statistical  results  that  the  research  study  was  partially  answered  and  fulfilled  the 

research question and hypotheses, which the researcher investigated for the reasons.  

There  are  many  factors,  both  endogenous  and  exogenous,  that  impact 

transformational  leadership  styles  and high  performance  organizations  (HPOs)  as 

regards  financial  performance  measurement.  As  financial  performance  in  HPOs  is 

measured by four main traditional financial measures, profitability, leverage, earning 

growth per assets, and returns to investors, there are many external factors that play 

significant  roles  in  and  which  have  many impacts  on  organizational  performance; 

some  of  these  factors  are  beyond  the  control  of  organizations.  It  would  appear 

according  to  the  statistical  results  that  only  transformational  leadership  styles 

employed in HPOs do not carry the weight or have the positive correlation with HPOs 

that this research study predicted. Further, there are too many exogenous factors that 

could influence the research findings that are simply impossible to be controlled for 

and which were not controlled for in this research study. Accordingly, the following 

reasons  have  been  investigated  and discussed  according  to  organizational 

performance,  organizational  environment, and  leadership  styles,  as  described  as 

follows. 

1) Economic factor: costs and supply of oil; the cost of oil and its supply have 

been impacted by the events of terrorism and since most publicly-listed firms on the 
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Stock Exchange of Thailand (SET)  use  oil  and  gas  directly  in  their  operations,  high 

costs have directly affected the firms’ financial figures, especially the bottom line. In 

addition,  rising  costs  and  the  decreasing  purchasing  power  of  people  directly  have 

impacted consumption within the country; consequently,  people  generally  spent  less 

money, which further affected the revenues from goods and services provided by/for 

these  large,  medium,  and  small  publicly-listed  firms  in  Thailand.  Accordingly,  it 

would  appear  from  the  statistical  results  that  only  transformational  leadership  styles 

employed  in  high  performance  organizations  (HPOs)  do  not  have  a  significant 

correlation with HPOs and some styles of transformational leaders are not associated 

with HPOs for large, medium, and small publicly-listed firms in Thailand. 

2) Political  factor:  the  instability  of  the  political  situation  in  Thailand  has 

caused the operation costs, complexity, as well as risks of doing business within the 

country  to  dramatically  increase.  Many  of  the  large,  medium,  and  small  publicly-

listed  firms  in  the  SET  involved  in  this research  study  have  attempted  business 

operation  success  in  order  to  create  outstanding  financial  performance  and  become 

HPOs.  Accordingly,  it  would  appear  from  the  statistical  results  that  only 

transformational  leadership  styles  employed  in  HPOs  do  not  have  a  significant 

correlation with HPOs and some styles of transformational leaders are not associated 

with HPOs for large, medium, and small publicly-listed firms in Thailand. 

3) Regulation  factor:  new  SET  regulations  have  increased  the  demands  and 

complexity  within  organizations.  As  the new  regulations  have  created  regulatory 

environment,  where  the  managements  have to  spend  more  time  on  these  issues  and 

less  time  developing  others’  leadership  skills  and  organizational  effectiveness. 

Therefore, it would appear that not only organizational performance suffers but also 

leadership  development.  Accordingly, the  statistic  would  imply  that  only 

transformational  leadership  styles  employed  in  HPOs  do  not  have  a  significant 

correlation with HPOs and some styles of transformational leaders are not associated 

with HPOs for large, medium, and small publicly-listed firms in Thailand. 

According  to  the  research  study’s  objectives  regarding  (1) investigating  and 

exploring  the  relationship  between  leadership  styles  and  high  performance 

organizations  (HPOs)  for  the  publicly-listed  firms  in  Thailand,  and  (2)  seeking  to 

discover  and  explain  the  relationship  between  the  independent  variable,  leadership 
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styles,  and  the  dependent  variable,  high performance  organizations  (HPOs),  the 

research  study  has  partially  fulfilled  the  two  specified  objectives  based  on  the 

literature on transformational leadership styles and HPOs. The conceptual framework 

proposed  eight  significant  transformational  leadership  styles  that  can  be  associated 

with  HPOs  regarding  both  non-financial  and  financial  performance  measurements. 

The  findings  from  the  total  sample firms  partially  supported  both  proposed 

hypotheses and the gaps were closed by the discussed reasons.  

Many  scholars  and  practitioners  have  suggested  that  effective  leadership 

behaviors can facilitate organizational performance improvement because leaders are 

a  significant  source  of  management  development  and  competitive  advantage 

sustaining.  Thus,  understanding  the  association  of  transformational  leadership  styles 

and  high  performance  of  organizations  is  very  important  because  leaders  are  one  of 

the  key  driving  forces  for  improving  firms’ performance,  both  in  terms  of  financial 

measurements and non-financial measurements. However, previous research indicated 

that  different  leadership  paradigms  could  be  associated  with  organizational 

performance  differently,  depending  on  the  context,  so  when  researching  the 

leadership-performance  relationship,  the context  needs  to  be  considered  and 

organizations  should  adopt  the  leadership  styles  that  suit  the  context  in  which  the 

leaders and the followers interact. 

To  conclude,  this  research  study  added significant  pieces  of  evidence  to  the 

body of literature on the relationship between transformational leadership styles and 

organizational  performance  of  HPOs.  Even  though  the  association  between  these 

variables  partially  fulfilled  the  research hypotheses,  there  were  some  dimensions  of 

transformational leadership that did have a significant correlation with organizational 

performance as measured by non-financial and financial performance measurements. 
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5.2  Contributions 

 

This  research  study  provides  contributions  in  terms  of  both  theoretical 

contributions as well as practical contributions. 

 

5.2.1  Contribution to Theory 

This  dissertation  studied  specific  areas  of  high  performance  organizations 

(HPOs) and transformational leadership styles. The study incorporated and expanded 

upon the concept of high performance organizations  introduced  by  various  scholars, 

for  example,  De  Wall,  Rogers  and  Blenko,  Owen  et  al.,  and  Morley  and  Heraty. 

Accordingly,  this  research  study  integrated  and  expanded  upon  the  theory  of 

transformational leadership styles explored by various scholars: Bass and Avolio, Stid 

and  Bradach,  Northouse,  Clark  and  Clark, Robbins,  Lussier,  Tannenbaum  et  al., 

Kelloway and Barling, and Burns. Many previous researchers have stated that a high 

performance organization (HPO) is an organization that achieves financial results that 

are better than those of its peer group over a longer period of time by adapting well to 

changes and reacting quickly to the environment, by managing for the long term, by 

setting  up  an  integrated  and  aligned management  structure,  by  continuously 

improving its core capabilities, and by truly treating the employees as its main asset. 

Accordingly, a high correlation was found between the leader’s transformational style 

and the organizational performance level. The dissertation aimed to provide additional 

insight  into  the  definitions,  characteristics,  and  determinants  of  high  performance 

organizations  (HPOs)  and  the  leadership  field  by  contributing  to  the  future 

development  of  the  study  areas.  Interestingly,  the  statistical results  of  the  study 

illustrated  both  consistent  and  different  findings  of  earlier  scholars.  The  research 

results  supported  the  idea  that  some  transformational  leadership  styles  can  be 

associated  with  high  performance  organizations  (HPOs)  in  relation  to  non-financial 

and  financial  performance  measurements based  on  the  respondents’  perspective  and 

the respondents’ perception of their immediate supervisor. 
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5.2.2  Contribution to Practice 

This dissertation focused on the association of transformational leadership 

styles  and  high  performance  organizations  (HPOs).  There  has  been  a  strong 

interest  in  creating  and  identifying  the  characteristics  and  determinants  of  high 

performance  organizations  (HPOs)  according  to  the  rapid  changes  in  the 

competitive  environment,  forcing  organizations  to  adapt  faster  and  faster  to 

growing  international  demands.  In  order  to  meet  this  challenge,  the  leadership 

styles  in  the  organization  are  crucial  factors  for  organizational  performance 

improvement and for enhanced leadership competency, as described as follows: 

1)  Strengthening team responsibility and coordination 

2)  Cultivating a positive supervisor-subordinate relationship 

3)  Developing effective work expertise, and  

4)  Facilitating  a  comprehensive  participation  and  organizational 

culture  

The  crucial  objective  in  enhancing  leadership  styles  within  the 

organization  is  to  increase  managers’ competence  in  supervising  and  managing 

their organization. The strongest influence of transformational leadership style on 

high  performance  organizations  (HPOs)  for  non-financial  performance 

measurement is to create a distinct performance transformational leadership style, 

while  effectively  monitoring  the  transformational  leadership  style  plays  a 

significant role in high performance organizations (HPOs) in financial performance 

measurement  based  on  the  respondents’  perspective.  Consequently,  in  order  to 

enhance  organizational  non-financial  performance  to  become  high  performance 

organizations  (HPOs)  based  on  the  respondents’  perspective,  leaders  in 

organizations  should  sustain  the  competitive  advantage  of  organization  over 

competitors  and  also  create  high  financial  performance  in  the  organization,  and 

leaders should focus on coaching and providing feedback to subordinates. 
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5.3  Recommendations 

 

This  dissertation  investigated  the  association  of  leadership  styles  and  high 

performance organizations (HPOs) for large, medium, and small publicly-listed firms 

in Thailand. The statistical results of the study suggested that there was a significant 

relationship  between  eight  transformational  leadership styles  and  organizational 

performance  regarding  both  non-financial and  financial  performance  measurements. 

Thus, the leadership styles employed in the organizations are the most critical factors 

in  creating  high  performance  organizations  (HPOs).  As  leadership  is  an  individual 

interpersonal ability that influences a group’s set of activities in an effort toward goal 

achievement  of  an  organization,  the  leader  is  a  significant  person  that  guides  the 

direction  and  creates  the  high  performance  of  the  organization.  Below  are  some 

recommendations for achieving high performance organizations (HPOs). 

 

5.3.1  Non-financial Performance 

In  order  to  enhance  organizational  non-financial  performance  and  to  become 

high  performance  organizations  (HPOs), leaders  in  large,  medium,  and  small 

publicly-listed  organizations should  perform  the  following functions  as  described  as 

follows: 

1)  Communicate  about  the  most  important  values  and  beliefs,  specify 

the  importance  of  having  a  strong  sense  of  purpose,  consider  the  moral  and  ethical 

consequences  of  decisions,  champion  exciting  new  possibilities,  maintain 

organizational commitment, and talk about the importance of trusting each other;  

2)  Focus  optimistically  about  the  future,  communicate  enthusiastically 

about  what  needs  to  be  accomplished,  articulate  a  compelling  vision  of  the  future, 

express confidence that goals will be achieved, provide an exciting image of what is 

essential to consider, motivate subordinates to achieve the specified goals, and take a 

stand on controversial issues;  

3)  Re-examine  critical  assumptions  to  question  whether  they  are 

appropriate, seek differing perspectives when solving problems, get others to look at 

problems  from  many  different  angles,  suggest  new  ways  of  looking  at  how  to 
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complete  assignments,  encourage  non-traditional  thinking  to  deal  with  traditional 

problems,  and  encourage  rethinking  those ideas  which  have  never  been  questioned 

before; 

4) Spend time teaching and coaching, treat others as individuals rather 

than  just  as  members  of  the  group,  consider  individuals  as  having  different  needs, 

abilities,  and  aspirations  from  others,  help  others  to  develop  their  strengths,  listen 

attentively to others’ concerns, and promote self-development;  

5) Have pride in others for being associated with them, go beyond their 

self-interests for the good of the group, act in ways that build others’ respect, display 

a  sense  of  power  and  competence,  make  personal  sacrifices  for  others’  benefit,  and 

reassure others that obstacles will be overcome; 

6) Respond quickly to changes, effectively deal with the complexities of 

modern  organizations,  deal  with  ambiguity,  provide  direction,  manage  around 

constraints,  make  decisions  quickly,  perform  change  management,  and  leverage  the 

commitment and intellectual capital of subordinates; 

7) Create distinct performance environment that enable the organization 

to adapt, innovate, and ultimately win and sustain the competitive advantage to be a 

unique  performance  environment  and  culture that  embraces  learning  and  continuous 

improvement, and finally drive the organization to become better and better at what it 

does; and  

8) Effectively monitor all functions within organizations, keep track of 

all mistakes, arrange to know if and when things go wrong, deliver what is promised 

in  exchange  for  support,  focus  attention  on irregularities,  mistakes,  exceptions,  and 

deviations from standards, express satisfaction when subordinates meet expectations, 

follow-up  on  work  and  take  action  before things  go  wrong,  articulate  performance 

expectations  to  subordinates,  coaches  and  provide  feedback  to  subordinates,  and 

finally, effectively meets organizational requirements. 

 

5.3.2  Financial Performance 

In  order  to  enhance  organizational  financial  performance  to  become  high 

performance  organizations  (HPOs),  leaders  in  large, medium,  and  small  publicly-

listed organizations should perform the following functions as described as follows: 
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1) Communicate about the most important values and beliefs, specify 

the  importance  of  having  a  strong  sense  of  purpose,  consider  the  moral  and  ethical 

consequences  of  decisions,  champion  exciting  new  possibilities,  maintain 

organizational commitment, and talk about the importance of trusting each other;  

2) Focus optimistically about the future, communicate enthusiastically 

about  what  needs  to  be  accomplished,  articulate  a  compelling  vision  of  the  future, 

express confidence that goals will be achieved, provide an exciting image of what is 

essential to consider, motivate subordinates to achieve the specified goals, and take a 

stand on controversial issues;  

3)  Re-examine  the  critical  assumptions  to  question  whether  they 

appropriate, seek differing perspectives when solving problems, get others to look at 

problems  from  many  different  angles,  suggest  new  ways  of  looking  at  how  to 

complete  assignments,  encourage  non-traditional  thinking  to  deal  with  traditional 

problems,  and  encourage  rethinking  those ideas  which  have  never  been  questioned 

before; 

4) Spend time teaching and coaching, treat others as individuals rather 

than  just  as  members  of  the  group,  consider  individuals  as  having  different  needs, 

abilities,  and  aspirations  from  others,  help  others  to  develop  their  strengths,  listen 

attentively to others’ concerns, and promote self-development;  

5) Have pride in others for being associated with them, go beyond their 

self-interests for the good of the group, act in ways that build others’ respect, display 

a  sense  of  power  and  competence,  make  personal  sacrifices  for  others’  benefit,  and 

reassure others that obstacles will be overcome; 

6) Respond quickly to changes, effectively deal with the complexities 

of  modern  organizations,  deal  with  ambiguity,  provide  direction,  manage  around 

constraints,  make  decisions  quickly,  perform  change  management,  and  leverage  the 

commitment and intellectual capital of subordinates; 

7)  Create  a  distinct  performance  environment  that  enables  the 

organization  to  adapt,  innovate,  and  ultimately  win  and  sustain  the  competitive 

advantage to be a unique performance environment and culture that embraces learning 

and continuous improvement, and finally drive the organization to become better and 

better at what it does; and  
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8) Effectively monitor all functions within the organization, keep track 

of  all  mistakes,  arrange  to  know  if  and  when  things  go  wrong,  deliver  what  is 

promised  in  exchange  for  support,  focus attention  on  irregularities,  mistakes, 

exceptions,  and  deviations  from  standards,  express  satisfaction  when  subordinates 

meet  expectations,  follow-up  on  work  and  take  action  before  things  go  wrong, 

articulate performance expectations to subordinates, coaches, and provide feedback to 

subordinates, and finally, effectively meet organizational requirements. 

 

5.4  Further Research 

 

  Although  the  dissertation  provided  very  interesting  results,  it  has  some 

limitations, which are described as follows. 

Firstly,  the  dissertation  focused  on  publicly-listed  firms  on  the  Stock 

Exchange of Thailand (SET) to be selected as high performance organizations (HPOs) 

based  on  the  specified  criteria  from  the  SET  to  represent the  study’s  population. 

However, this research study did not include firms in the financial industry because 

these  listed  firms  have  different  characteristics,  different  financial  performance 

measurements,  and  different  financial  ratios  compared  to  listed  firms  in  other 

industries. Therefore, further research is needed for the exploration of the association 

between  transformational  leadership  styles  and  high  performance  organizations 

(HPOs)  in  the  financial  industry  in  order  to  test  the  hypotheses  and  to  find  further 

relationships.  

Secondly,  this  dissertation  concentrated  only  on  publicly-listed  firms  on  the 

Stock  Exchange  of  Thailand  (SET)  and  excluded  other  types  of  high  performance 

organizations (HPOs), such as non-listed firms, because there are limited compulsory 

information  disclosures.  Consequently,  further  research  is  needed  to  find  more 

relationships  between  transformational  leadership  styles  and  high  performance 

organizations (HPOs) for non-listed firms in Thailand.  

Thirdly, the data collection in this research study was based on a small number 

of publicly-listed firms in Thailand because nowadays the topic concerning leadership 

and organizational performance is very sensitive and people are reluctant to express 
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their attitude or disclose information; thus, further research can be conducted by using 

a larger number of samples in order to obtain broader perspectives.  

In short, further research is suggested in order that it may partly fulfill these 

limitations. 
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APPENDIX A 

Scope of the Study 
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Table A1  Scope of the Study 
 
 
Size Full Name Short Name Industry Sector 

Large Banpu  

Public Company Limited 

BANPU Resource Energy and 

Utilities 

Large The Bangchak Petroleum 

Public Company Limited 

BCP Resource Energy and 

Utilities 

Large BEC World  

Public Company Limited 

BEC Services Media and 

Publishing 

Large Central Pattana  

Public Company Limited 

CPN Property and 

Construction 

Property 

Development 

Large Electricity Generating  

Public Company Limited 

EGCO Resource Energy and 

Utilities 

Large Glow Energy 

Public Company Limited 

GLOW Resource Energy and 

Utilities 

Large Minor International  

Public Company Limited 

MINT Agro and 

Food Industry 

Food and 

Beverage 

Large Preuksa Real Estate  

Public Company Limited 

PS Property and 

Construction 

Property 

Development 

Large PTT  

Public Company Limited 

PTT Resource Energy and 

Utilities 

Large PTT Chemical 

Public Company Limited 

PTTCH Industrials Petrochemicals 

and Chemicals 
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Table A1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Large PTT Exploration  

and Production  

Public Company Limited 

PTTEP Resource Energy and 

Utilities 

Large Ratchaburi Electricity 

Generating Holding 

Public Company Limited 

RATCH Resource Energy and 

Utilities 

Large The Thai Siam Cement 

Public Company Limited 

SCC Property and 

Construction 

Construction 

Materials 

Large Thai Oil  

Public Company Limited 

TOP Resource Energy and 

Utilities 

Large Thoresen Thai Agencies 

Public Company Limited 

TTA Services Transportations 

and Logistics 
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Table A1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Medium Asian Property Development 

Public Company Limited 

AP Property and 

Construction 

Property 

Development 

Medium Bangkok Aviation  

Fuel Services  

Public Company Limited 

BAFS Resource Energy and 

Utilities 

Medium Bangkok Expressway Public 

Company Limited 

BECL Services Transportations 

and Logistics 

Medium Bangkok Metro  

Public Company Limited 

BMCL Services Transportations 

and Logistics 

Medium Cal-Comp Electronics 

(Thailand) 

Public Company Limited 

CCET Technology Electronic 

Components 

Medium Eastern Water Resources 

Development and 

Management  

Public Company Limited 

EASTW Resource Energy and 

Utilities 

Medium The Lanna Resources 

Public Company Limited 

LANNA Resource Energy and 

Utilities 

Medium Oishi Group 

Public Company Limited 

OISHI Agro and 

Food Industry 

Food and 

Beverage 
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Table A1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Medium Thai Stanley Electric 

Public Company Limited 

STANLY Industrials Automotive 

Medium Thai Vegetable Oil  

Public Company Limited 

TVO Agro and 

Food Industry 

Food and 

Beverage 
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Table A1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Small Amata Corporation 

Public Company Limited 

AMATA Property and 

Construction 

Property 

Development 

Small DSG International (Thailand) 

Public Company Limited 

DSGT Consumer 

Products 

Personal 

Products and 

Pharmaceuticals

Small Fancy Wood Industries 

Public Company Limited 

FANCY Consumer 

Products 

Home and 

Office Products 

Small Major Cineplex Group 

Public Company Limited 

MAJOR Services Media and 

Publishing 

Small MFEC  

Public Company Limited 

MFEC Technology Information and 

Communication 

Technology 

Small N.C. Housing 

Public Company Limited 

NCH Property and 

Construction 

Property 

Development 

Small Se-Education 

Public Company Limited 

SE-ED Services Media and 

Publishing 

Small Siam Steel International 

Public Company Limited 

SIAM Consumer 

Products 

Home and 

Office Products 
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Table A1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Small S&P Syndicate 

Public Company Limited 

S&P Agro and 

Food Industry 

Food and 

Beverage 

Small Tipco Foods (Thailand) 

Public Company Limited 

TIPCO Agro and 

Food Industry 

Food and 

Beverage 
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Population of the Study 
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Table B1  Population of the Study 

 

Size Full Name Short Name Industry Sector 

Large Banpu  

Public Company Limited 

BANPU Resource Energy and 

Utilities 

Large The Bangchak Petroleum 

Public Company Limited 

BCP Resource Energy and 

Utilities 

Large BEC World  

Public Company Limited 

BEC Services Media and 

Publishing 

Large Central Pattana  

Public Company Limited 

CPN Property and 

Construction 

Property 

Development 

Large Electricity Generating  

Public Company Limited 

EGCO Resource Energy and 

Utilities 

Large Glow Energy 

Public Company Limited 

GLOW Resource Energy and 

Utilities 

Large Minor International  

Public Company Limited 

MINT Agro and 

Food Industry 

Food and 

Beverage 

Large Preuksa Real Estate  

Public Company Limited 

PS Property and 

Construction 

Property 

Development 

Large PTT  

Public Company Limited 

PTT Resource Energy and 

Utilities 

Large PTT Chemical 

Public Company Limited 

PTTCH Industrials Petrochemicals 

and Chemicals 
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Table B1  (Continued) 
 
 

Size Full Name Short Name Industry Sector 

Large 

PTT Exploration  

and Production  

Public Company Limited 

PTTEP Resource 
Energy and 

Utilities 

Large 

Ratchaburi Electricity 

Generating Holding 

Public Company Limited 

RATCH Resource 
Energy and 

Utilities 

Large 
The Thai Siam Cement 

Public Company Limited 
SCC 

Property and 

Construction 

Construction 

Materials 

Large 
Thai Oil  

Public Company Limited 
TOP Resource 

Energy and 

Utilities 

Large 
Thoresen Thai Agencies 

Public Company Limited 
TTA Services 

Transportations 

and Logistics 

 



251 

 

Table B1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Medium Asian Property Development 

Public Company Limited 

AP Property and 

Construction 

Property 

Development 

Medium Bangkok Aviation  

Fuel Services  

Public Company Limited 

BAFS Resource Energy and 

Utilities 

Medium Bangkok Expressway Public 

Company Limited 

BECL Services Transportations 

and Logistics 

Medium Bangkok Metro  

Public Company Limited 

BMCL Services Transportations 

and Logistics 

Medium Cal-Comp Electronics 

(Thailand) 

Public Company Limited 

CCET Technology Electronic 

Components 

Medium Eastern Water Resources 

Development and 

Management  

Public Company Limited 

EASTW Resource Energy and 

Utilities 

Medium The Lanna Resources 

Public Company Limited 

LANNA Resource Energy and 

Utilities 

Medium Oishi Group 

Public Company Limited 

OISHI Agro and 

Food Industry 

Food and 

Beverage 
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Table B1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Medium Thai Stanley Electric 

Public Company Limited 

STANLY Industrials Automotive 

Medium Thai Vegetable Oil  

Public Company Limited 

TVO Agro and 

Food Industry 

Food and 

Beverage 
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Table B1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Small Amata Corporation 

Public Company Limited 

AMATA Property and 

Construction 

Property 

Development 

Small DSG International (Thailand) 

Public Company Limited 

DSGT Consumer 

Products 

Personal 

Products and 

Pharmaceuticals

Small Fancy Wood Industries 

Public Company Limited 

FANCY Consumer 

Products 

Home and 

Office Products 

Small Major Cineplex Group 

Public Company Limited 

MAJOR Services Media and 

Publishing 

Small MFEC  

Public Company Limited 

MFEC Technology Information and 

Communication 

Technology 

Small N.C. Housing 

Public Company Limited 

NCH Property and 

Construction 

Property 

Development 

Small Se-Education 

Public Company Limited 

SE-ED Services Media and 

Publishing 

Small Siam Steel International 

Public Company Limited 

SIAM Consumer 

Products 

Home and 

Office Products 
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Table B1  (Continued) 
 
 
Size Full Name Short Name Industry Sector 

Small S&P Syndicate 

Public Company Limited 

S&P Agro and 

Food Industry 

Food and 

Beverage 

Small Tipco Foods (Thailand) 

Public Company Limited 

TIPCO Agro and 

Food Industry 

Food and 

Beverage 

  

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX C 

Questionnaire (In English) 

  

 



QUESTIONNAIRE SURVEY ON MANAGEMENT WORKING STYLES 

AND ORGANIZATIONAL PERFORMANCE 

*********************************************************************************** 
 

Position: _______________________________________________________________________ 

Date: ______________________  Organization Name: _________________________________ 
 

Part  1:  This  questionnaire  is  to  describe  the  demographic  information of  respondent,  which 
provides  additional  background  with  purposeful  for  this  study.  Confidentiality  is  guaranteed.   
Please respond by making a mark or answering each of the following questions that applies to you:- 
 

1.  Gender    ________  Male    ________  Female 
 

2.  Age  ________  20 – 29 years  ________  30 – 39 years       ________  40 – 49 years 

    ________  50 – 59 years ________  60 years or over 
 

3.  Marital Status  ________  Single     ________  Married 

      ________  Divorced    ________  Widow(er) 
 

4.  What is your basic education? ________  Business    ________  Engineer 

  ________  Economics  ________  Accounting  ________ Information Technology

  ________  Other, please specify ( _______________ ) 
 

5.  What is the highest level of education that you have completed? 

  ________  Certificate or Equivalent    ________  Bachelor’s Degree  

________  Master Degree     ________  Doctoral Degree  

________  Other, please specify ( _______________ ) 
 

6. What is your current position?  

________  Top Management  ________  Middle Management 

________  Employee     ________  Other, please specify ( _______________ ) 
 

7. How long have you been working in this company (organization)? 

  ________  0 – 5 years  ________  6 – 10 years  ________  11 – 15 years

  ________  16 – 20 years  ________  21 years or over 
 

8.  How long have you been in your current position? 

  ________  0 – 5 years  ________  6 – 10 years  ________  11 – 15 years

  ________  16 – 20 years  ________  21 years or over 
 

9.  Have you ever participated in leadership training? 

  ________  Yes, please specify ( _____________________________________ ) 

  ________  No 



Part 2: This questionnaire is to describe management working styles of yourself and your boss as 
you perceive it. Please answer all items on this answer sheet.  
 

Forty two descriptive statements are listed on Part 2. Judge how frequently each statements fits you 
and your boss. Circle the number that represents your response 2 circles for each question, use the 
following rating scale:- 
 
 

1 = Very Little     
 

2 = Little   
  

3 = Moderate   
 

4 = Much       
 

5 = Very Much 

 
      My Boss’s Position is ____________________ 

 

1. Effectiveness in dealing with current businesses            1      2      3      4      5       1      2      3      4      5 

2. Ability in creating distinct performance environment  
         in company (organization)                  1      2      3      4      5       1      2      3      4      5 

3. Ability in keeping track of all mistakes           1      2      3      4      5       1      2      3      4      5 

4. Talking about the most important values and beliefs   
 of company              1      2      3      4      5       1      2      3      4      5 

5. Optimistically talking  about future of the business      1      2      3      4      5       1      2      3      4      5 

6. Re-examining critical assumptions to question  
whether they are appropriate            1      2      3      4      5       1      2      3      4      5 

7. Ability in providing assistance and support to subordinates    1      2      3      4      5       1      2      3      4      5 

8. Ability in instilling pride in subordinates         1      2      3      4      5       1      2      3      4      5 

9. Quickness in responding to environmental change        1      2      3      4      5       1      2      3      4      5 

10. Ability in enabling company to adapt and innovate       1      2      3      4      5       1      2      3      4      5 

11. Arranging to know if and when things go wrong         1      2      3      4      5       1      2      3      4      5 

12. Spending time teaching and coaching subordinates      1      2      3      4      5       1      2      3      4      5 

13. Quickness in dealing with ambiguity and complexity  
         in competitive businesses                1      2      3      4      5       1      2      3      4      5 

14. Ability in enabling company to sustain competitive  
         advantage over competitors                 1      2      3      4      5       1      2      3      4      5 

15. Ability in delivering what is promised to company      1      2      3      4      5       1      2      3      4      5 

16. Ability in seeking differing perspectives when solving  
         any problems                    1      2      3      4      5       1      2      3      4      5 

17. Acting in ways that builds the respect            1      2      3      4      5       1      2      3      4      5 

18. Ability in providing direction, manages around constraints    1      2      3      4      5       1      2      3      4      5 
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Rating Scale:- 
 

1 = Very Little     
 

2 = Little   
  

3 = Moderate   
 

4 = Much       
 

5 = Very Much 
 

19. Championing in exiting new possibilities for company      1      2      3      4      5       1      2      3      4      5 

20. Clear ness in making what one can expect to receive  
         when performance goals are achieved          1      2      3      4      5       1      2      3      4      5 

21. Ability in suggesting new ways of looking at how to  
         complete assignments or projects            1      2      3      4      5       1      2      3      4      5 

22. Considering subordinates as having different needs,  
         abilities, and aspirations from others          1      2      3      4      5       1      2      3      4      5 

23. Displaying sense of power and confidence          1      2      3      4      5       1      2      3      4      5 

24. Leveraging intellectual capital of subordinates          1      2      3      4      5       1      2      3      4      5 

25. Driving company to become better and better at what it does 1      2      3      4      5       1      2      3      4      5 

26. Expressing satisfaction when subordinates meet expectations1      2      3      4      5       1      2      3      4      5 

27. Talking about importance of trusting each other in company 1      2      3      4      5       1      2      3      4      5 

28. Articulating compelling vision of the future        1      2      3      4      5       1      2      3      4      5 

29. Encouraging non-traditional thinking to  
         deal with traditional problems            1      2      3      4      5       1      2      3      4      5 

30. Helping subordinates to develop strengths (efficiency)        1      2      3      4      5       1      2      3      4      5 

31. Making personal sacrifices for subordinate’s profit        1      2      3      4      5       1      2      3      4      5 

32. Expressing confidence that goals will be achieved         1      2      3      4      5       1      2      3      4      5 

33. Listening attentively to subordinates’ concerns        1      2      3      4      5       1      2      3      4      5      

34. Providing reassurance that obstacles will be overcome      1      2      3      4      5       1      2      3      4      5      

35. Effectiveness in meeting company’s requirements      1      2      3      4      5       1      2      3      4      5      

36. Ability in providing exciting concept of what is  
         essential to consider                     1      2      3      4      5       1      2      3      4      5      

37. Promoting self-development                1      2      3      4      5       1      2      3      4      5      

38. Clearness in articulating performance expectations 
         to subordinates                   1      2      3      4      5       1      2      3      4      5      

39. Taking a stand on controversial issues                    1      2      3      4      5       1      2      3      4      5      

40. Coaching and practicing subordinates                1      2      3      4      5       1      2      3      4      5      

41. Providing feedback to subordinates          1      2      3      4      5       1      2      3      4      5 

42. Ability in heightening the desire to succeed        1      2      3      4      5       1      2      3      4      5 



Part 3: This questionnaire is to describe non-financial organizational performance of your company 
(organization) as you perceive it. Please answer all items on this answer sheet.  
 

Fifty two descriptive statements are listed on Part 3. Express the extent to which it is true or not true 
in your organization on the given statements. Circle the number that represents your response, use 
the following rating scale:- 
                 

Rating Scale:- 
 
        0 = Not at all true   1 = Slightly true       2 = Somewhat true    
 

                3 = Mostly true       4 = Always true 
 

Your Company… 

1. Recognizes value of human capital management to create organizational performance         0      1      2      3      4        

2. Is the industry leader                          0      1      2      3      4        

3. Has systematic attraction, identification, development, engagement retention  
and deployment of high potential employees                         0      1      2      3      4 

4. Creates social value of  high performance organization                       0      1      2      3      4 

5. Discloses self-dealing or related-party transactions                   0      1      2      3      4 

6. Has virtually the same accounting standards with relevant international standard (IAS)          0      1      2      3      4 

7. Has virtually the same audit standards with relevant international standard (ISA)                 0      1      2      3      4 

8. Is achieve profitable growth and outperforms competitors                      0      1      2      3      4 

9. Focuses on teamwork and team decision-making                       0      1      2      3      4 

10. Develops strategic management function that can advance  
        employees faster and clearly defined path                         0      1      2      3      4 

11. Has much better current corporate governance practices comparing to three years ago              0      1      2      3      4 

12. Discloses directors’ selling or buying company’s shares                       0      1      2      3      4 

13. Has external auditor to conduct proper review of financial statements  
        and expresses auditor’s opinion                            0      1      2      3      4 

14. Maintains business competitiveness and promotes firm performance               0      1      2      3      4 

15. Cultivates loyal employees                                                0      1      2      3      4 

16. Encourages employee’s engagement in the job                    0      1      2      3      4 

17. Enhances knowledge society                        0      1      2      3      4 

18. Has corporate governance framework to promote transparent and efficient markets               0      1      2      3      4 

19. Discloses resume or background of directors                         0      1      2      3      4 

20. Has external auditor to conduct proper review on risk exposure                0      1      2      3      4 

21. Has external auditor to conduct proper review on accounting procedures                   0      1      2      3      4 

22. Compares firm’s sales revenue with market’s total sales revenue                     0      1      2      3      4 

23. Provides talented employees with a passion to work                  0      1      2      3      4 
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Rating Scale:- 
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        0 = Not at all true   1 = Slightly true      2 = Somewhat true    
 

                3 = Mostly true       4 = Always true 
 

Your Company… 

24. Creates dynamic organizational structure with boundary less                     0      1      2      3      4 

25. Has corporate governance framework to protect,  facilitate exercise of shareholders’ rights        0      1      2      3      4 

26. Has external auditor to express unqualified audit report on company’s      
        financial statements for the last three years                     0      1      2      3      4 

27. Discloses directors remunerations                            0      1      2      3      4 

28. Compares company's sales volume with market’s total sales volume                         0      1      2      3      4 

29. Engrosses environment which maximizes employee’s performance  
        and gives continuous work experience                       0      1      2      3      4 

30. Discloses fees paid to external auditors and advisors                   0      1      2      3      4 

31. Creates strong belief in and acceptance of goals and values                 0      1      2      3      4 

32. Has corporate governance framework to ensure equitable treatment  
                of all shareholders, including minority and foreign shareholders                     0      1      2      3      4 

33. Discloses quarterly financial statements and auditor’s opinion report on timely basis               0      1      2      3      4 

34. Has corporate governance framework to ensure all shareholders have  
                  opportunity to obtain effective redress for violation of their rights                 0      1      2      3      4 

35. Discloses policies on risk management                       0      1      2      3      4 

36. Creates willingness to exert considerable effort on behalf of company               0      1      2      3      4 

37. Has corporate governance framework to recognize rights of stakeholder  
                 established by law or through mutual agreements                   0      1      2      3      4 

38. Discloses significant changes in ownership                          0      1      2      3      4                 

39. Creates definite desire to maintain company commitment and membership                        0      1      2      3      4 

40. Has corporate governance framework to encourage active co-operation between 
         corporations and stakeholders in creating wealth and sustainability                0      1      2      3      4 

41. Discloses governance structures and policies                     0      1      2      3      4 

42. Selects and trains the right people                       0      1      2      3      4 

43. Has corporate governance framework to ensure timely and accurate  
                 disclosure of all material matters regarding corporation                   0      1      2      3      4 

44. Discloses the extent to which firm’s corporate governance practices  
        conform to established standards                       0      1      2      3      4 

45. Gives opportunity to talented people to propose strategic for better performance                   0      1      2      3      4 

46. Gives talented people feedback and rewards                         0      1      2      3      4     

47. Explains mission and strategy to employees                          0      1      2      3      4 



 

Rating Scale:- 
 
        0 = Not at all true   1 = Slightly true      2 = Somewhat true    
 

                3 = Mostly true       4 = Always true 
 

Your Company… 

48. Has corporate governance framework to ensure strategic guidance                0      1      2      3      4 

49. Discloses annual reports and quarterly financial statements                 0      1      2      3      4 

50. Has corporate governance framework to ensure effective monitoring  
                 of management by the board                              0      1      2      3      4 

51. Has corporate governance framework to ensure board’s accountability  
                 to company and shareholders                         0      1      2      3      4 

52. Creates recreational activities among employees within company                 0      1      2      3      4 

 

 

  Thank you for participation in this survey. 
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APPENDIX D 

Questionnaire (In Thai) 

   

 



 

แบบสาํรวจความคดิเหน็เร่ืองลักษณะการทาํงานด้านการบริหาร 

และประสิทธิภาพการทาํงานขององค์กร 

******************************************************************************************************************************************************************** 
 

ตาํแหน่ง: ____________________________________________________________________________________________________ 

วันที่: __________________________________   ช่ือองค์กร: ___________บริษัท____________จาํกัด (มหาชน)___________ 

 

ตอนที่  1:       แบบสอบถามสว่นนีมุ้ง่สอบถามภมิูหลงัของทา่น         ซึง่จะเป็นข้อมลูเพ่ิมเติมประกอบการวิจยัครัง้นีใ้ห้สมบรูณ์ตามวตัถปุระสงค์         
ขอรับรองวา่จะเก็บข้อมลูท่ีให้นีไ้ว้เป็นความลบั   กรุณาตอบโดยทําเคร่ืองหมายกากบาทข้อท่ีตรงกบัตวัทา่นมากท่ีสดุ  
 

1.  เพศ  ________  ชาย   ________  หญิง 
 

2.  อายุ  ________  20 – 29 ปี    ________  30 – 39 ปี             ________  40 – 49 ปี  
  ________  50 – 59 ปี   ________  60 ปี หรือมากกวา่ 
 

3.  สถานภาพการสมรส ________  โสด   ________  สมรสแล้ว 
   ________  หยา่ร้าง   ________  หม้าย 
 

4.  ท่านสาํเร็จการศึกษาสูงสุดในด้านใด ________  ธุรกิจ   ________  วิศวกรรม 
     ________  เศรษฐศาสตร์  ________  การบญัชี  

________  เทคโนโลยีสารสนเทศ 
     ________  อ่ืนๆ  กรุณาระบ ุ( ___________________________ ) 
 

5.  ระดับการศึกษาขัน้สูงสุดของท่านคือระดับใด  

 ________  ประกาศนียบตัร หรือเทียบเทา่ ________  ปริญญาตรี 
 ________  ปริญญาโท  ________  ปริญญาเอก ________  อ่ืนๆ  กรุณาระบ ุ( _________________________ ) 
 

6.  ตาํแหน่งงานในปัจจุบันของท่านคือตาํแหน่งระดับใด  
________  การบริหารระดบัสงูสดุ  ________  การบริหารระดบักลาง 
________  พนกังาน    ________  อ่ืนๆ  กรุณาระบ ุ( ___________________________ ) 
 

7.  ท่านทาํงานในบริษัท (องค์กร) นีม้านานเพียงใด 

 ________  0 – 5 ปี        ________  6 – 10 ปี        ________  11 – 15 ปี        ________  16 – 20 ปี        ________  21 ปี หรือมากกวา่ 
 

8.  ท่านทาํงานในตาํแหน่งปัจจุบันมานานเพียงใด 

 ________  0 – 5 ปี        ________  6 – 10 ปี        ________  11 – 15 ปี        ________  16 – 20 ปี        ________  21 ปี หรือมากกวา่ 
 

9.  ท่านเคยเข้าร่วมการฝึกอบรมความเป็นผู้นําหรือไม่  

 ________  เคย  กรุณาระบ ุ( ________________________________________________________ ) 
 ________  ไมเ่คย 



ตอนที่ 2:   แบบสอบถามส่วนนี ้มุ่งให้ผู้ตอบแจกแจงลักษณะการทํางานด้านการบริหารของตัวท่านเอง และของผู้บังคับบัญชาของท่าน ตามที่ท่าน

รู้สึก   กรุณาตอบคําถามทุกข้อในหน้านี ้    
 

ข้อความในตอนที่ 2 นี ้มี 42 ข้อความ กรุณาตัดสินว่าตัวท่านและผู้บังคับบัญชาของท่านได้จัดกระทําตามข้อความแต่ละข้อมากน้อยเพียงใด         

วงกลมรอบหมายเลขที่ตรงกับคําตอบของท่าน ข้อละ 2 วงกลม โดยใช้เกณฑ์การให้คะแนนดังนี ้  

 
 

1 = น้อยที่สุด    
 

2 = ค่อนข้างน้อย  
  

3 = ปานกลาง     
 

4 = ค่อนข้างมาก       
 

5 = มากที่สุด 

 
 

ตําแหน่งของผู้บังคับบัญชาของฉัน คือ___________________________ 
 

1. ความมีประสิทธิภาพในการจัดการกับธุรกิจที่ทําอยู่ในปัจจุบัน                     1       2        3        4       5       1       2        3        4      5 

2. ความสามารถในการสร้างสภาพแวดล้อมการทํางานที่ชัดเจนในบริษัท (องค์กร)       1       2        3        4       5       1       2        3        4      5 

3. ความสามารถในการติดตามข้อผิดพลาดทั้งหลายว่าเกิดขึ ้นตรงไหน  อย่างไร              1       2        3        4       5       1       2        3        4      5 

4. การพูดคุยเรื่องค่านิยมและความเชื่อที่สําคัญที่สุดของบริษัท                    1       2        3        4       5       1       2        3        4      5 

5. การพูดคุยเรื่องอนาคตของธุรกิจด้วยมุมมองที่สดใส       1       2        3        4       5       1       2        3        4      5 

6. การตรวจสอบสมมติฐานของปัญหาอีกครั้งว่าถูกต้องเหมาะสมแล้วหรือไม่           1       2        3        4       5       1       2        3        4      5 

7. ความสามารถในการช่วยเหลือและสนับสนุนผู้ใต้บังคับบัญชา                  1       2        3        4       5       1       2        3        4      5 

8. ความสามารถในการปลูกฝังความภูมิใจในตัวผู้ใต้บังคับบัญชา            1       2        3        4       5      1       2        3        4      5 

9. ความรวดเร็วในการตอบสนองความเปลี่ยนแปลงของสภาพแวดล้อมการทํางาน                 1       2        3        4       5      1       2        3        4      5 

10. ความสามารถในการปรับตัว สร้างสรรค์ส่ิงใหม่            1       2        3        4       5      1       2        3        4       5 

11. การเตรียมการเพื่อให้ทราบว่าเกิดสิ่งผิดปกติขึ ้นหรือไม่ เมื่อใด          1       2        3        4       5      1       2        3        4       5 

12. การสละเวลาเพื่อสอนและฝึกงานผู้ใต้บังคับบัญชา                                      1       2        3        4       5      1       2        3       4       5 

13. ความรวดเร็วในการจัดการกับความซับซ้อนคลุมเครือในธุรกิจที่มีการแข่งขัน      1       2        3        4       5      1       2        3        4      5 

14. ความสามารถในการทําให้บริษัทคงความได้เปรียบทางการค้าเหนือบริษัทอื่น      1       2        3        4       5      1       2        3        4       5 

15. ความสามารถในการทําสิ่งที่สัญญาไว้กับบริษัทให้ลุล่วง                                   1       2        3        4       5      1       2        3        4      5 

16. ความสามารถในการมองปัญหาจากหลากหลายแง่มุม                 1       2        3        4       5      1       2        3        4      5 

17. การปฏิบัติตนในลักษณะที่สร้างความน่าเคารพ            1       2        3        4       5      1       2        3        4      5 

18. ความสามารถในการให้แนวทางและการบริหารจัดการท่ามกลางภาวะบีบคั้น        1       2        3        4       5      1       2        3        4      5 

19. การสนับสนุนเพื่อให้บริษัทสร้างความเป็นไปได้ใหม่ๆขึ ้นมา                    1       2        3        4       5      1       2        3        4      5 

20. ความชัดเจนในการกําหนดสิ่งที่คาดหวังเมื่องานสําเร็จ                                                        1       2        3        4       5      1       2        3        4      5 

ผู้บังคับบัญชาของฉัน ตัวฉันเอง 
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เกณฑ์การให้คะแนน 

 
1 = น้อยที่สุด    
 

2 = ค่อนข้างน้อย  
  

3 = ปานกลาง     
 

4 = ค่อนข้างมาก       
 

5 = มากที่สุด 

 

21. ความสามารถในการเสนอแนะแนวทางใหม่ๆในการมองว่าจะทํางาน 

                           ท่ีได้รับมอบหมายหรือโครงการให้ลุล่วง                           1       2        3        4       5        1       2        3        4      5 

22. การมองว่าผู้ใต้บังคับบัญชาต่างมีความต้องการ  มีความสามารถ  

                          และมีส่ิงที่ปรารถนา แตกต่างกัน                        1       2        3        4       5        1       2        3        4      5    

23. การแสดงออกถึงอํานาจและความเชื่อมั่นในตนเอง              1       2        3        4       5        1       2        3        4      5 

24. การส่งเสริมให้เกิดความเฉลียวฉลาดในการทํางาน 

ของผู้ใต้บังคับบัญชา               1       2        3        4       5        1       2        3        4      5 

25. ความสามารถในการขับเคลื่อนบริษัทให้ทําสิ่งที่ทําอยู่ให้ดีขึ ้นเรื่อยๆ         1       2        3        4       5        1       2        3        4      5 

26. การแสดงถึงความพอใจเมื่อผู้ใต้บังคับบัญชาปฏิบัติงานได้ตาม 

ความคาดหวัง                 1       2        3        4       5        1       2        3        4      5 

27. การพูดถึงความสําคัญของการไว้วางใจซึ่งกันและกันในบริษัท                  1       2        3        4       5        1       2        3        4      5 

28. ความชัดเจนในการอธิบายวิสัยทัศน์เ ก่ียวกับอนาคต บริษัท                                     1       2        3        4       5        1       2        3        4      5 

29. การกระตุ้นให้คิดนอกกรอบในการจัดการกับปัญหาเดิมๆ                                            1       2        3        4       5        1       2        3        4      5 

30. ความสามารถในการช่วยให้ผู้ใต้บังคับบัญชาพัฒนาจุดแข็ง (ประสิทธิภาพ)    1       2        3        4       5        1       2        3        4      5 

31. การยอมเสียสละตนเองเพื่อประโยชน์ของผู้ใต้บังคับบัญชา                                 1       2        3        4       5        1       2        3        4      5 

32. การสร้างความเชื่อมั่นว่าเป้าหมายบริษัทสามารถลุล่วงไปได้         1       2        3        4       5        1       2        3        4      5 

33. ความตั้งใจ ในการรับฟังข้อกังวลของผู้ใต้บังคับบัญชา                                 1       2        3        4       5        1       2        3        4      5 

34. การสร้างความเชื่อมั่นในบริษัทในการฝ่าฟันอุปสรรคให้ผ่านพ้นไปได้        1       2        3        4       5        1       2        3        4      5 

35. ความมีประสิทธิภาพในการบรรลุความต้องการของบริษัท                               1       2        3        4       5        1       2        3        4      5 

36. ความสามารถในการให้แนวคิดที่กระตุ้นให้เกิดความสนใจในเรื่องที่สําคัญ       1       2        3        4       5        1       2        3        4      5      

37. การส่งเสริมให้พัฒนาตนเอง       1       2        3        4       5        1       2        3        4      5      

38. ความชัดเจนในการอธิบายสิ่งที่คาดหวังจากการทํางาน 

ให้ผู้ใต้บังคับบัญชาทราบ          1       2        3        4       5        1       2        3        4      5      

39. การมีจุดยืนแน่ชัดเมื่อมีประเด็นที่ถกเถียงกัน      1       2        3        4       5       1       2        3        4       5      

40. การสอนและการฝึกงานให้ผู้ใต้บังคับบัญชา                      1       2        3        4       5        1       2        3        4      5      

41. การบอกกล่าวการประเมินผลการทํางานให้ผู้ใต้บังคับบัญชาทราบ            1       2        3        4       5        1       2        3        4      5 

ความสามารถในการส่งเสริมความต้องการความสําเร็จให้สูงขึ ้น          1       2        3        4       5        1       2        3        4      5      42. 



ตอนที่  3:     แบบสอบถามส่วนนี ้มุ่งให้ผู้ตอบแจกแจงการทํางานของบริษัท (องค์กร) ท่านตามที่ท่านรู้สึก กรุณาตอบคําถามทุกข้อในหน้านี ้    
 

ข้อความในตอนที่ 3 นี ้มี 52 ข้อความ กรุณาแสดงความคิดเห็นว่าข้อความที่ให้มานั้นเป็นจริงหรือไม่ มากน้อยเพียงใด ในบริษัทของ

ท่าน                     วงกลมรอบหมายเลขที่ตรงกับคําตอบของท่านโดยใช้เกณฑ์การให้คะแนนดังนี ้ 
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         0 = ไม่จริงเลยแม้แต่น้อย   1 = จริงเล็กน้อย      2 = ค่อนข้างจริง    

 

                 3 = จริงเป็นส่วนใหญ่       4 = จริงเสมอ 
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บริษัทของท่าน: 

1. ตระหนักถึงคุณค่าของการบริหารจัดการทรัพยากรมนุษย์เพื่อสร้างประสิทธิภาพในการทํางานของบริษัท (องค์กร)  0            1            2            3         4        

2. เป็นผู้นําในอุตสาหกรรมที่ทํา         0            1            2            3         4       

3. มีการจูงใจอย่างเป็นระบบ   มีเอกลักษณ์เฉพาะตัว  มีการพัฒนา  มีการรักษาบุคลากรและมีการใช้พนักงานที่มีศักยภาพสูง 0            1            2            3         4 

4. สร้างค่านิยมทางสังคมภายในบริษัทว่าเป็นบริษัทที่มีประสิทธิภาพสูง     0            1            2            3         4 

5. เปิดเผยข้อมูลธุรกรรมของผู้บริหารและทุกฝ่ายที่เกี่ยวข้อง      0            1            2            3         4 

6. มีมาตรฐานทางการบัญชีตามแบบมาตรฐานระดับสากลที่เกี่ยวข้อง (International  Accounting Standard)   0            1            2            3         4 

7. มีมาตรฐานการตรวจสอบบัญชีตามแบบมาตรฐานระดับสากลที่เกี่ยวข้อง (International Standard of Auditing)        0            1            2            3         4            

8. เติบโตมีผลกําไรและมีประสิทธิภาพการทํางานเหนือคู่แข่ง      0            1            2            3         4 

9. เน้นการทํางานเป็นทีมและการตัดสินใจของทีม       0            1            2            3         4 

10. พัฒนากลยุทธ์การบริหารจัดการความสามารถในการทํางาน ซึ่งช่วยให้พนักงานก้าวหน้าได้เร็วขึ ้น 

และมีแนวทางการทํางานชัดเจนขึ ้น        0            1            2            3         4 

11. มีการปฏิบัติตามบรรษัทภิบาลดีกว่าเมื่อเทียบกับสามปี ก่อน                        0            1            2            3         4 

12. เปิดเผยข้อมูลการซื ้อขายหุ้นบริษัทของผู้บริหาร       0            1            2            3         4 

13. มีผู้ตรวจสอบบัญชีจากภายนอกมาตรวจสอบรายงานทางการเงิน และเปิดเผยความเห็นของผู้ตรวจสอบบัญชีให้ทราบ 0            1            2            3         4 

14. สามารถรักษาความสามารถในการแข่งขันทางธุรกิจและประสิทธิภาพการทํางานของบริษัท      0            1            2            3         4 

15.  ปลูกฝังพนักงานให้จงรักภักดีกับบริษัท                                              0            1            2            3         4 

16. ส่งเสริมให้พนักงานทํางานอย่างเต็มที่       0            1            2            3         4 

17. ส่งเสริมสังคมแห่งการเรียนรู้        0            1            2            3         4           

18. มีกรอบการทํางานของบรรษัทภิบาล เพื่อส่งเสริมความโปร่งใสและความมีประสิทธิภาพ                                 0            1            2            3         4 

19. มีการเปิดเผยข้อมูลประวัติและภูมิหลังของผู้บริหาร      0            1            2            3         4             

20. มีผู้ตรวจสอบบัญชีจากภายนอกมาตรวจสอบภาวะเสี่ยงของบริษัทอย่างถูกต้อง    0            1            2            3         4 

21. มีผู้ตรวจสอบบัญชีจากภายนอกมาตรวจสอบกระบวนการทางบัญชีอย่างถูกต้อง    0            1            2            3         4 

22. เปรียบเทียบรายได้จากการขายของบริษัทกับรายได้จากการขายทั้งหมดในตลาด    0            1            2            3         4 

23. ส่งเสริมพนักงานที่มีความสามารถให้เกิดความมุ่งมั่นในการทํางาน     0            1            2            3         4 

24. สร้างโครงสร้างบริษัทที่ปรับเปลี่ยนไปมาได้อย่างไร้ขีดจํากัด                          0            1            2            3         4 

25. มีกรอบการทํางานของบรรษัทภิบาล เพื่อพิทักษ์สิทธิของผู้ถือหุ้นและช่วยให้ผู้ถือหุ้นใช้สิทธิได้ง่ายขึ ้น  0            1            2            3         4 

26. มีผู้ตรวจสอบบัญชีจากภายนอกมาตรวจสอบและแสดงความเห็นในรายงานการตรวจสอบบัญชีแบบไม่มีเงื่อนไข 

(Unqualified  Audit Report) ในช่วงสามปีหลัง       0            1            2            3         4      



เกณฑ์การให้คะแนน 
 
        0 = ไม่จริงเลยแม้แต่น้อย   1 = จริงเล็กน้อย       2 = ค่อนข้างจริง    
 

        3 = จริงเป็นส่วนใหญ่       4 = จริงเสมอ 
 

บริษัทของท่าน: 

27. เปิดเผยข้อมูลผลตอบแทนของผู้บริหาร       0            1            2            3         4 

28. เปรียบเทียบยอดขายของบริษัทกับยอดขายทั้งหมดในตลาด                       0            1            2            3         4 

29. มีสภาพแวดล้อมน่าทํางานซึ่งทําให้พนักงานเกิดประสิทธิภาพการทํางานสูงสุด  

และสร้างประสบการณ์การทํางานให้พนักงานเสมอ       0            1            2            3         4 

30. เปิดเผยข้อมูลเรื่องค่าธรรมเนียมที่จ่ายให้ผู้ตรวจสอบบัญชีและที่ปรึกษา                    0            1            2            3         4 

31. สร้างความเชื่อและการยอมรับในเป้าหมายและค่านิยมของบริษัท     0            1            2            3         4 

32. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้แน่ใจว่าผู้ถือหุ้นทุกคนได้รับการปฏิบัติอย่างถูกต้องเที่ยงธรรม 

ซึ่งรวมทั้งผู้ถือหุ้นรายย่อยและผู้ถือหุ้นต่างชาติ       0            1            2            3         4 

33. เปิดเผยรายงานทางการเงินประจําไตรมาสและรายงานความเห็นของผู้ตรวจสอบบัญชีตามกําหนดเวลา  0            1            2            3         4 

34. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้แน่ใจว่าผู้ถือหุ้นทุกคนมีโอกาสได้รับค่าชดเชยการละเมิดสิทธิตามจริง 0            1            2            3         4 

35. เปิดเผยนโยบายเรื่องการจัดการความเสี่ยง       0            1            2            3         4 

36. สร้างความเต็มใจในการอุทิศแรงกายแรงใจให้บริษัท      0            1            2            3         4 

37. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้ตระหนักถึงสิทธิของผู้ถือหุ้นซึ่งกําหนดโดยตัวบทกฎหมาย 

หรือโดยผ่านข้อตกลงร่วมกัน        0            1            2            3         4 

38. เปิดเผยข้อมูลการเปลี่ยนแปลงผู้ถือหุ้นรายใหญ่ของบริษัท      0            1            2            3         4 

39. สร้างความปรารถนาที่แน่วแน่ในการรักษาความมุ่งมั่นทุ่มเทและความเป็นสมาชิกของบริษัท    0            1            2            3         4 

40. มีกรอบการทํางานของบรรษัทภิบาล เพื่อส่งเสริมการประสานงานกันระหว่างบริษัทและผู้ถือหุ้น   

ใ นการสร้างความมั่งคั่งและยั่งยืน        0            1            2            3         4         

41. เปิดเผยข้อมูลโครงสร้างการจัดการดูแลและนโยบายบริษัท      0            1            2            3         4 

42. คัดเลือกและฝึกอบรมบุคลากรที่มีความเหมาะสม       0            1            2            3         4 

43. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้แน่ใจว่าจะมีการเปิดเผยข้อมูลเอกสารทุกอย่างเกี่ยวกับบริษัท 

ตามกําหนดเวลาและตรงกับความเป็นจริง       0            1            2            3         4 

44. เปิดเผยข้อมูลการปฏิบัติตามบรรษัทภิบาล ของบริษัทว่าเป็นไปตามมาตรฐานที่กําหนดไว้มากน้อยเพียงใด        0            1            2            3         4                

45. เปิดโอกาสให้พนักงานที่มีความสามารถเสนอกลยุทธ์เพื่อการทํางานที่ดีกว่า    0            1            2            3         4 

46. แจ้งผลการทํางานและให้รางวัลแก่พนักงานที่มีผลงานโดดเด่น      0            1            2            3         4 

47. อธิบายพันธกิจ (Mission) และกลยุทธ์ (Strategy) ให้พนักงานทราบโดยทั่วกัน    0            1            2            3         4 

48. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้มั่นใจในแนวทางการดําเนินกลยุทธ์ทางธุรกิจ    0            1            2            3         4 

49. เปิดเผยรายงานประจําปีและรายงานทางการเงินประจําไตรมาส                     0            1            2            3         4 

50. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้มั่นใจว่ามีการบริหารจัดการอย่างมีประสิทธิภาพโดยคณะกรรมการบริหาร 0            1            2            3         4 

51. มีกรอบการทํางานของบรรษัทภิบาล เพื่อให้มั่นใจว่าคณะกรรมการบริหารจะรับผิดชอบต่อบริษัทและผู้ถือหุ้น  0            1            2            3         4 

52. จัดให้มีกิจกรรมนันทนาการในหมู่พนักงานในบริษัท      0            1            2            3         4 

ขอบคุณที่มีส่วนร่วมในการตอบแบบสํารวจความคิดเห็นนี้ 
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APPENDIX E 

Operational Definitions and Measurements of Dependent and  

Independent Variables 
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Table E1  Operational Definition and Measurements of Dependent Variable 

 

Dependent 

Variable 

Factors Indicators Question No. 

 

 

High Performance Organizations (HPOs) 

 

1. Financial 

Performance 

1.1 Profitability High  

ROA, ROE, ROS 

Financial 

Statements 

1.2 Leverage 

 

High Debt Ratio 

(Debt per Assets) 

Financial 

Statements 

1.3 Earnings Growth 

per Assets 

High EBT per 

Assets 

Financial 

Statements 

1.4 Return to 

Investors 

 

High EPS Financial 

Statements 

2. Non Financial 

Performance 

 

2.1 Corporate 

Governance Rating 

Score 

Complying 5 CG 

frameworks 

43, 40, 50, 51, 34, 

48, 37, 32 

2.2 SET Regulation 

and Information 

Disclosure 

Complying SET 

compulsory 

disclosure  

30, 44, 49, 41, 38, 

35,  27, 19, 33, 5 

2.3 Quality of 

Financial Statements 

(Auditor’s Opinion) 

Complying 

compulsory 

standard 

7, 6, 26, 20, 21 
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Table E1  (Continued) 

 

Dependent 

Variable 

Factors Indicators Question No. 

 

High Performance Organizations (HPOs) 

 

2. Non Financial 

Performance 

(Continued) 

 

2.4 Market Share High market share 

comparing to the 

industry & 

competitors 

2, 8, 14 

2.5 Talented 

Management 

Enhance human 

capital 

management 

23, 10, 36, 3, 46, 

16, 15, 29, 45, 42, 

39 

 

2.6 Social Value Incorporate social 

value to 

organization 

culture 

17, 9, 24, 31, 47, 

1, 4 
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Table E2  Operational Definition and Measurements of Independent Variables 

 

Independent 

Variables 

Factors Indicators Question No. 

 

 

Transformational Leadership Styles 

 

1. Idealized 

Behaviors 

 

Values & beliefs Talking about 

values, beliefs, and 

future 

5, 4, 19, 17, 37 

2. Inspirational 

Motivation 

 

Motivation to achieve 

goals 

Ability to motivate 

subordinates 

34, 36, 42, 32 

Effectiveness in 

meeting goals 

35, 28 

3. Intellectual 

Stimulation 

Problem solving Ability to seek 

different 

perspectives 

39, 20, 21 

4. Individualized 

Consideration 

 

Subordinate concern Supporting & 

spending time to 

subordinates 

30, 33, 24, 7, 12, 

22 

5. Idealized 

Attributes 

 

Personal sacrifices Instill pride in 

subordinates 

31, 8 

6. Response 

Quickly to 

Change 

 

Effective in dealing 

with environmental 

change 

Quickness in 

responding to 

environmental 

change 

9, 10 
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Table E2  (Continued) 

 

Independent 

Variables 

Factors Indicators Question No. 

 

 

Transformational Leadership Styles 

 

7. Create Distinct 

Performance 

 

Competitive 

advantage 

Sustaining 

competitive 

advantage over 

competitors 

1, 3, 2, 13, 14 

8. Effective 

Monitoring 

 

Monitor & feedback Coaching & 

provide feedback 

to subordinates 

 

40, 38, 26, 41 
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